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Abstract

In spite of the nation’s struggle towards the attainment of the sustainable development goal,
students exhibit poor performance in and negative attitude to education as a result of
teachers’ poor performance. Past studies on interventions neglected teachers’ factors in the
areas of teachers’ organisational culture (Adaptability, Consistency and Involvement) and
working conditions (Level of remuneration, Teachers’ workload and School physical
facilities) for animproved teachers' administrative and teaching performances. This study
therefore examined the organisational culture and working conditions as predictors of
teachers' performances in public secondary schools in Oyo State, Nigeria.

Denison's theory of organizational culture and Herzberg's two factor theory pr
framework. The study adopted descriptive survey design of correlational typ & sample
consisted of 2500 teachers and 178 principals from public secondary scho ross Oyo
State using multi-stage random sampling technique. Instruments used anizational
Culture and Working Conditions Questionnaire (OCWCQ) (1:0.80% Teachers’ Job
Performance Questionnaire (TJPQ) (r=0.81). Data were analysed using descriptive statistics
of simple frequency, percentage, mean and standard deviation and iple regression at 0.05
level of significance.

Results showed that teaching (X=3.08) and administratiye Q} 0) performances of teachers
were moderate. Organizational culture involvement 1), consistence (X =2.85) and
adaptability (x=2.83) was good. Working conditioﬁ@ol physical facilities (x=1.71) and
teacher remuneration level (x=1.94) were bad while/’ workload of teachers (x=2.62) was
moderate. Results showed significant combi
working conditions on teacher’s performgn
However, organizational culture invol

influence of organizational culture and
25; Adj R>=0.05; F(2,177=5.74, p<0.05).
=0.22, t=2.96), consistency ($=0.02, t=1.35)

and adaptability ($=0.14, t=2.87) had tive relative influence on teacher’s performance.
Gender of teachers has no influenc acher’s performance. It was therefore recommended
that organizational culture sho aintained and teachers working conditions should be

improved to enhance teachers’ effieient performance.

o " . ..
Keywords: OrgamzatlonaQ,u ure, Working Conditions, Teachers’ performance,
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Chapter One

Introduction
1.1 Background to the Study

Teachers' performance is viewed as their ability and effort to perform instructional

and administrative duties effectively within and without the school. Their teaching or
instructional performance includes: quality delivery of lessons, providing essential. in%‘is like
adequate planning of lesson notes and improvisation of instructional mat@z)‘&i} proper
monitoring and evaluation of students ‘performance and providing \ d-back on
students’ performance. Their administrative performance inqlud§§ ective admission,
classification and registration of students alongside participa,&g.;\h their welfare services,
giving feedback reports to parents and guardians, tak@part in co-curricular activities,
keeping records adequately and disciplining of stuﬁ®'.Q

Teachers make up one of the mos:‘i@tynt workforce in the educational system.
a

They are very vital to the academic %’ success of students. The roles they played a
crucial to the effectiveness in t{d)@ learning outcomes. These roles or duties which are
majorly teaching and adminti trg;[ion are critical to the accomplishment of the overall goals
and objectives of th ystem. When teachers do not perform their roles or duties well,
students may not‘é%neve academic success and the overall goals of the school would not be
fulfilled. A@h, teachers' performance is crucial in the attainment of educational goals and
obje@, poor performance of the teachers has been observed in public secondary schools
in Oyo State.

This researcher has observed that the teachers in public secondary schools in Oyo
State are no longer taking their time to teach the students in an exciting and stimulating

manner. They just teach for the sake of teaching not necessarily because they like it. They no

longer seem to do their work with zeal, show little or no concern to the academic progress of



their students, are usually absent in the school and miss their lessons. Other researchers have
also reported poor performance and productivity of teachers in the state> * 4% Poor
performance of teachers towards teaching is therefore an issue of serious concern that is, a
cause for worry because of its huge consequences on the students, teachers, school and
society at large. When teachers do not perform their duties diligently, students' academic
performance would be negatively affected. The nation's educational system would. de(t&riorate
and its goals and objectives may not be attained. There would also be the releas%‘f;\lﬁtrained
secondary school graduates into the society which could lead to a me c.}gg social and
economic sector of the nation. However, good performance b.y t he{s leads to positive
impact and delivery of knowledge to the students who later K@é useful citizens that can
contribute their quota to the betterment of the society. * $Q

Educational stakeholders should therefore Mook nto this issue of poor performance

amongst teachers because of its far reachi 'l&‘fq’% in the educational sector. Several factors
have been raised to be determinants O tei&ers’ performance in the state. They include: -
Teacher motivational strategie@%lity traits and work commitment, training and staff
development, learning envir m%ntl 3,436 However, there seems to be scarcity of studies on
the possible inﬂuent)@»@ factors such as organizational culture and working conditions
on teachers' perfo\%ance. This identifies a gap that needs to be addressed.

Org}%kional culture is the collection of norms and values that governs the way in
whic@)%e acted and behaved in an organization’. Within the school organization, it refers
to the way teachers and other staff members work together and the set of beliefs, values, and
assumptions they share®. Organizational culture could therefore influence the behaviour,
attitude, productivity and performance of the staff members (in this case, teachers). Very few

studies have however reported a link between organizational culture and teachers'

performance in Nigeria. For example, researchers reported no significant relationship



between school organization culture and teachers’ job performance and attitude to work in
Anambra State®. Contrarily, a researcher reported a significant influence of organizational
culture on teachers’ job performance in public secondary school in Abia State'®. Although
organizational culture could be an important predictor of teachers' performance, there seems
to be a dearth of studies on organizational culture as determinant of teachers' performance in
literature which identifies a gap that needs to be addressed. There is also paucity o.f studies on
organizational culture on teachers' performance in Southwest Nigeria. There arqg;r\cultural
traits or measures of organizational culture that could influence teachers \?@ance within
the school. This study will however be anchored on three of these,%u%ral traits which are
involvement, consistency and adaptability''. &%'\

Involvement is the degree to which teachers and @ers of staff at all levels of the
school organization are engaged in pursuit of the @ and work in a collaborative manner

to fulfill the objectives of the school'" 12.@ the participation of teachers in decision-

making; relies on a team effort to get w e and continual investment in the development
of teachers' skills. Indices of i ol@nt therefore include - 'empowerment' where teachers
have authority, initiative a b\lhty to manage their work; 'orientation towards teamwork'
where the school ¢ e team's efforts; and 'skills development' where the school
organization 1nve)§&J n teachers' skills development'?. Very few studies have shown a link
between 1nlv%ment and teachers' performance. For instance, a study reported a significant
rela\’@lp between involvement and teachers' engagement'3. Another research put forth that
involvement significantly influenced high school teachers' organizational commitment in
Iran'*. A research noted that involvement culture did not contribute significantly to teachers’
job performance in Ga municipality in Ghana'>. Literature however shows a dearth of

indigenous studies on the influence of involvement organizational culture on teachers'

performance. This created a gap in knowledge that needs to be addressed.



Consistency is the school's core value and the internal system (basis) that support
problem solving, efficiency, and effectiveness at every level and across the school
organizational boundaries'"> 2. Consistency creates a strong culture that relies on beliefs,
values, symbols that are understood and supported by the teachers and other members of staff.
Indices of consistency therefore include 'core values' which refer to the existence of a
standard set of values; an agreement which means both consensus and the ability to reconcile
differences that occur; and 'coordination and integration' meaning that although 1\ent, the
members of the organization work together to achieve organizational qbj . % Very few
studies have also shown a link between consistency and teacherf' Kg%orqlance. For instance,
a research noted that significant relationship between consisteq&%]\d teachers' engagement!s.
Another research put forth that consistency signiﬁcaﬂt@%‘uenced high school teachers'
organizational commitment in Iran'4. A study notéd,that Consistency culture made significant
unique contribution to teachers’ job perfo in Ga municipality in Ghana'>. Search of

literature also shows a dearth of i us studies on the influence of consistency
organizational culture on teach%ﬁe%rmance. This creates a gap in knowledge that needs
to be addressed.
N

Adaptability 4 t@%}y of the school to scan the external environment and respond
to the ever-cha%@‘g needs of its students and other educational stakeholders (such as
parents). H‘e%chool organizations hold a system of norms and beliefs that support their
capa@% receive, interpret and translate signals from its environment into internal
behaviour changes that increase its chances for survival and growth!!> 2. An adaptable school
organization has or creates value, norms and beliefs that focuses on external situations,
demands and support any responses to change!®. These schools are characterised as risk-

takers that learn from their mistakes, create change, and driven by the needs of their

students'!. Very few studies have shown a link between adaptability and teachers'



performance. For instance, a study reported a significant relationship between adaptability
and teachers' engagement!3. Another research put forth that adaptability significantly
influenced high school teachers' organizational commitment in Iran'®, A study noted that
adaptability culture made significant unique contribution to teachers’ job performance in Ga
municipality in Ghana'>. A search of literature also showed scarcity of indigenous studies on
the influence of adaptability on teachers' performance. This also created anot.her gap in
knowledge that needs to be addressed. Furthermore, there is paucity of indigenqé;,t}dies on
the joint influence of all three indices of organizational culture (involve \S@istency and
adaptability) on teachers' performance especially in Southwest, Ni@aﬂThis also created a
gap in literature that needs to be examined. &%'\

Working conditions refer to situations or atmosph@n and under which work is done
as regards the school environment and the time, ﬂ%a d organization of work!'6. Teachers
could be satisfied when the work place i$ {@lﬂy with adequate tools, materials and a
favourable environment while poor equi t and facilities may lead to tension and stress
among teachers. If working conditi re conducive, hardworking teachers may remain and
improve on their performa &we versa!’. The performance of teachers could therefore
be influenced by t %&émg conditions. An indigenous study revealed a significant
relationship betw& n working conditions and teachers’ productivity in Ekiti State'®. Another
study revee@hat working conditions significantly contributes to teachers’ job performance
in p@econdary schools in Bukombe District, GeitaRegion; Tanzania!®.A thorough search
of literature however reveals scarcity of indigenous studies on working conditions as
predictor of teachers' performance in secondary schools in Nigeria especially Southwest

Region. This also identifies an important gap in literature that needs to be bridged.



Components of working conditions include:- availability of working tools and
equipments, presence of enough working space needed for accomplishment of various tasks,
leadership styles that give freedom of expression of personal desires, innovation and
creativity, a feeling of recognition and social work availability of different forms of
motivators (such as remuneration)'®. Based on the above components, this study considers
three important indices of working conditions which are: school physical facilitie§, workload
and remuneration. School physical facilities are the material resources that aid@ng and
learning within the school. It ranges from the school plant, that is e. buildings,
classroom, library, laboratories, toilet facilities, learning material.s to%q infrastructures that
would likely help in the teaching and learning process®. Avq{;gﬁty or non-availability of
school facilities could positively or negatively affect fé@f;rs' performance to their duties
especially within the school. However, despite the, négéssity of investigating the impact of
school facilities on teachers' performance &@ems to be a huge scarcity of indigenous
studies on its influence on teachers' p%or nce. Most studies focused on the influence of
school facilities on students' ac en@%rformancezo’”.

Workload refers to the guantity of work that a teacher is meant to complete at a

FS

depending on wh&bfr the teacher have too much, moderate or too less to do at a particular

certain amount of i t could be heavy (overload), normal or light (under load)

period of time™. Few studies have established a link between workload and teachers'
perfce. A research noted that workload is negatively related to teachers' job
satisfaction?®. A study put forth that job satisfaction of teachers or pupils with special needs
significantly correlated with workload?*. Another study reported that there is a significant
relationship between teachers' workload and instructional delivery?.The result of a research
revealed that teaching of many courses in a semester, supervision of large number of

undergraduate projects and post-graduate theses influence job performance of teachers in



universities in Rivers State to a high extent?®®.A thorough search of literature still reveals
scarcity of studies on workload on secondary school teachers' performance especially in
Southwest, Nigeria which also creates a gap in literature.

Remuneration is the total compensation packages that could be employed in
motivating teachers for better job performance. They could be in the form of salary increment,
gratuity, regular promotion, fixed allowances, variable allowances, incentives, alnd welfare
packages®’. Very few studies have established a possible link between rem }on and
teachers' performance in Nigeria. A study reported that remuneration a ; hg@ motivation
significantly influenced teachers' job satisfaction in Benue Stateig.\ esearch concluded that
low remuneration to teachers impedes high job performance@bially when basic pay is
low and there is a lack of bonuses and allowances in u@%g government aided schools?’.
Contrarily, a study noted that remunerations toﬁ@% had no significant influence on
teachers’motivation to perform in Anambr. '%@%condary schools?’. A search of literature
however revealed scarcity of studies o%g‘élﬂuence of remuneration on secondary school
teachers' performance especiall{)@outhwest Region of Nigeria. This also created a gap
in literature that needs to be d;\essed.

Judging fro l@%ve background, it could be stated that teachers' performance is
paramount to the‘%ccess and achievement of the goals and objectives of education. It has
positive a@ative consequences when it is either present or absent respectively. It is
ho%uenced by several factors. This study intended to examine factors such as
organizational culture and working conditions since they are salient factors within the school
environment. Moreover, search of literatures showed that there is scarcity of studies on the
possible joint prediction of organizational culture (involvement, consistency and adaptability)

and working conditions (school physical facilities, workload and remuneration) which

provided a gap in literature and justification for the study. Furthermore, despite the possible



roles of organizational culture and working conditions, the gender of teachers could also
moderate the effect on their performance.

Gender refers to the maleness and femaleness of teachers’!. It refers to the roles,
behaviours, activities and attributes that a society such as Nigeria at a given time considers
appropriate for males and females. The beliefs and social constructs about womanhood and
manhood has created gender systems which determine females and melles’ roles,
responsibilities, activities, access to and control over resources, and de%&}fmaking
opportunities. These systems are socially created and can be change .\1 . Yet, they
establish resilient norms regarding what is expected, allowed.an a].kled in females and
males, shaping their socialisation, institutions such as the fan@iedia, law and education
system, how race, class, age, religion, disability, and 's@ ity are lived, and the ways in
which inequality is experienced®. Males and feﬁ% eachers therefore tend to differ in

various aspects and react differently to ée?%situations. It is against this background
N

therefore that this research work see%[' vestigate organizational culture and working
conditions as predictors of teacﬁézg ormance alongside a moderating variable of gender

in secondary schools in ch&;% igeria in a bid to bridging the gap in knowledge.

1.2 Statement Ql@%blem

In spi nation’s struggle towards the attainment of the sustainable development
goal, stu('@ have shown that students exhibited poor performance in and negative attitude to
edu® as a result of teachers’ poor performance. The review of studies carried out to
improveteachers’ performance for an improved students’ achievement in and attitude to
education in Nigeria showed that most of the studies carried out focused largely on the
instructional strategies and other factors with little attention to teachers’ factors. Studies have
confirmed that improvement of teachers’ performance for an improved students’ attitude and

achievement towards education is not only limited to the improvement of these factors alone



andemphasised the importance of teachers’ factors in the teaching and learning industry and
later advocated that teachers’ organisational culture and working conditions be adequately
taken care of for an improved teachers' performance since teachers make up the most
important workforce in the educational system and theirrole is very vital to the academic life
and success of students. Various studies have established links and relationships between
organisational culture, working conditions and performance, however, most of tllese studies
were carried out outside Nigeria and the few that were conducted in Nigeria é'g\[n other
organisations than education and the extent at which these organisation . %ﬂd working
conditions would jointly and relatively predict teachers’ peﬁfor nee in the education
industry were not examined. This study therefore examined h@lganisational culture and

working conditions as predictors of teachers' performané@u lic secondary schools in Oyo

State. QQ

1.3  Aim and Objectives of the Study( @

The aim of this study was t@estigate organizational culture and working condition

as predictors of teachers' perche in public secondary schools in Oyo state. The study
'}

also aims to examine @\ iating influence of gender as a moderating variable. The

objectives are to:‘\J

@ne the level of teachers' performance in public secondary schools in Oyo

1.
Q tate;
11.

identify the status of organizational culture in public secondary schools in Oyo

State;
iil. ascertain the working conditions in public secondary schools in Oyo State;
iv. investigate the combined influence of organizational culture (involvement,

consistency and adaptability) and working conditions (school physical facilities,



workload and remuneration) on teachers' performance (teaching and
administrative) in public secondary schools in Oyo State;

v. examine the relative influence of organizational culture (involvement, consistency
and adaptability) and working conditions (school physical facilities, workload and
remuneration) on teachers' performance (teaching and administrative) in public
secondary schools in Oyo State; and

vi. examine the gender difference in teachers' job performance in pub%@bondary
schools in Oyo State. ,%\QO

14 Research Questions N
1. What is the level of teachers' performance (teaching ar&@hmstratwe) in secondary
schools in Oyo State? ¢ Q
2. What is the status of organizational culture@%ment consistency and adaptability)

in public secondary schools in Oyo @

3. What are the working con%' (school physical facilities, workload and

remuneration) in public %@}y schools in Oyo State?

1.5  Hypotheses

The followt)@hypotheses were formulated and tested at 0.05 level of
n

significance. The§ clude:

Hol: Ther ill be no significant combined influence of organizational culture

@Volvement, consistency and adaptability) and working conditions (schoolphysical

facilities, workload and remuneration) on teachers' performance (teaching and
administrative) in public secondary schools in Oyo state;

Ho2: There will be no significant relative influence of organizational culture (involvement,

consistency and adaptability) and working conditions (school physical facilities,

10



workload and remuneration) on teachers' performance (teachingand administrative) in
public secondary schools in Oyo State; and

Ho3: There will be no significant gender difference in teachers' performance in public
secondary schools in Oyo State.

1.6  Significance of the Study
Firstly, this study provided useful information on the influence of organizational

sc(%;l} in Oyo

culture and working conditions on teachers' performance in public secondary
State. Secondly, the information provided would be of useful benefit t : %s, teachers,
school and government. The principals could use the informatism Vk}ed by this study to
address the conditions of work environment and the culture wi;{Gé\l’ch the school operates so
that they are favourable to teachers. The information prg¥i %g from this study would make
teachers aware of how organizational culture and @% conditions might be affecting their
performance in school. This could use thi ‘@aﬁon to ensure that their performance is
improved. When the findings of this study”is utilized, the school would benefit in that
teachers would perform better wh@%ould result in the actualization of the goals of the
school. The government cou %ﬁhe findings from this study to ensure that the school has
the right culture an @%rking conditions that can improve teachers' performance. Lastly,

this study could BQa point of reference and guide to researchers who intend to carry out

further investigations in this line of research. The study would also be significant to

kno‘@gvhen published.

1.7 Scope of the Study

This study strictly covered independent variables such as - 'organizational culture'
(involvement, consistency and adaptability) and 'working conditions' (school physical
facilities, workload and remuneration) and dependent variable - 'teachers' performance'

(teaching and administrative). The study also examines the mediating effect of teachers’

11



genderas a moderating variable. The geographical scope covered all the public secondary

schools in Oyo State.

1.8  Limitation to the study
There was lack of cooperation from the respondents especially some teachers initially
when the trained research assistants were on the field administering the instruments.
Secondly, only the principals and teachers in Oyo State were used. This placed a ltK ion to
the generalization of the finding for the nation. This is as a result of the fac principals
and teachers in other states of the federation do not have similar perceﬁ%} situations and
circumstances. . @“
1.9  Operational Definitions of Terms Q}%
Performance: This is a measure of how well tea@hq@cessfully do their teaching and
administrative duties within and without the schoal.
o

Teaching Performance: This refers to I‘ow%

school. It includes - quality delivery hssons, providing of essential inputs like adequate

teachers carry out instruction within the

planning of lesson notes and iﬁp{)%ation of instructional materials, proper monitoring and
evaluation of students’ rtance and providing of regular feed-back on students’
performance. QQ

Administrati eé\‘formance: This refers to how well teachers perform non-instructional
duties SL@ as effective admission, classification and registration of students alongside
partici@mg in their welfare services, giving feedback reports to parents and guardians,
taking part in co-curricular activities, keeping records adequately and disciplining of students.
Organizational Culture: This refers to the collection of norms and values that governs the
way in which teachers and all members within the school act and behave in the organization.

It includes - involvement, consistency and adaptability.

12



Involvement: This refers to the degree to which teachers and other members of staff at all
levels of the school organization are engaged in pursuit of the mission and work in a
collaborative manner to fulfill educational objectives.

Consistency: This refers to the school organization's core values and the internal systems
(basis) that support problem solving, efficiency, and effectiveness at every level and across
organizational boundaries. .
Adaptability: This refers to the ability of the school to scan the external env@en‘[ and
respond to the ever-changing needs of its students and other educationa a. BSQ;rS.
Working Conditions: This refers to the situations or atmogph 1;} and under which

teachers carry out their work as regards the school environ@and the time, place and

organization of work. Indices of working conditions’L@; e:- school physical facilities,

workload and remuneration. @
School Physical Facilities: These refer i}\g‘%aterial resources that aid teaching and
T

learning within the school. These rangg fi the school plant, that is the school buildings,
classroom, library, laboratories toi@:ilities, learning materials to other infrastructures that
would likely help in the teac 'ng‘and learning process.

Workload: This ref; @%quantity of work that a teacher is meant to complete at a certain
amount of time. ‘K\Sould be heavy (overload), normal or light (under load) depending on
whether thg%mrs have too much, moderate or too less to do at a particular period of time.
Ren@%on: This refers to the total compensation packages that could be employed in
motivating teachers for better job performance. These could be in the form of salary
increment, gratuity, regular promotion, fixed allowances, variable allowances, incentives, and

welfare packages.

Gender: This refers to the maleness or femaleness of teachers.
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Chapter Two
Literature Review

This chapter presents the review of literature on specific concepts and constructs

based on the aim and objectives of the study. The chapter is organized based on the following

sub-headings:

2.1

2.2

2.3

2.3.1

232

24
2.5

2.1

Conceptual Review
2.1.1 Concept of Performance %&\cb

2.1.2  Concept of Teachers' Performance

2.1.3 Concept of Organizational Culture ‘%\ C
%'\

2.1.4 Concept of Working Conditions

Theoretical Framework ) \
2.2.1 Denison's Theory of Organizational Cultl.lreQQ}
2.2.2 Herzberg's Two Factor Theory

Review of Empirical Studies @

Organizational Culture (involvement, o@itency, adaptability) and Teachers'

Performance < )

Working Conditions and Teach%?erformance
2.3.2.1 School Physical%cﬁgg% and Teachers' Performance

2.3.2.2 Workload and Teachers' Performance
2.3.2.3 Remunerati (.f
Conceptual@&

Summary<of Literature Reviewed

Co@al Review

Teachers' Performance

2.1.@ept of Performance

Performance is the process of integration of all processes within an organization in a

bid to attaining continuous improvement, in cost, quality, function and delivery of services

for customers’ satisfaction!. It also refers to an act of accomplishing or executing a given task.

It could also be described as the ability to combine skillfully the right behaviour towards the

attainment of organizational goals and objectives®. Performance requires the judicious use of
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resources to maximize productivity. This resources could be animate (human) or inanimate
(material)®.

The term "performance' describes how a worker carries out the task that makes up the
job. It could also be viewed as the capability of an employee to combine appropriate
behaviour towards the realisation of organizational goals and objectives. It could therefore be
expressed in terms of quantity and quality of output, levels of absenteeism an.d t(lglover,
profitability and the quality of industrial relations*. Performance is a behav@;\process,
procedure, way of working or an attainment. It refers to both behavio .}r%sults which
implies that it needs to be measured with both behaviours and E)utc%ess. In addition, it is a
process of accomplishing an action that can be measured using&@'&h indicators®.

Performance is a concept of attainment results aft@gﬁy workers through applicable
procedures under the supervision of their mana@%is the quantitative and qualitative

expression of the degree of attainment of t:b@Smd goal of an individual, a group, a unit,

or an organization assigned to do a task
7- P

Performance is actual hﬁan behaviour in carrying out its role in an organization to

e effort made to attain the specified objective (s)

meet established sta a@%behaviour in a bid to producing action and outcomes?. It is also
viewed as the OV&QII value that an organization expects from various set of behaviours that
individual@ to the end of the specific period of time’. It is the successful completion of
assi@asks and the outcomes produced on certain functions or work activities during a
certain period of time!?. It refers to actions that add value, either directly or indirectly, to the
organization’s capability, attainment and attainment!!. Performance indicates anything
performed by workers, which may be in form of their task completion, effectiveness,

cooperation, relationship with other parties, quality and quantity of their job output, and their
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degree of attendance at work. In addition, it is an important tool to measure the effectiveness
of the employees and organization!?,
2.1.2 Concept of Teachers' Performance

Teachers' performance is the conscious commitment and participation of teachers in
the day to day administration of the school with the view to actualizing set school goals and
objectives®. It is regarded as the extent to which a teacher utilizes his/her skills, lmowledge,
attitudes, and time as well as material resources such as text books, furniture, u@s}ers, and
other school supplies to attain the school's goals?. Teachers' performa: .&0 a process
whereby they carry out the given work within or outside the sc.hoo ystem satisfactorily to
the extent that the output, when measured or seen, will show@pected behaviours from

the teachers. Teachers' performance could be seen as le'ag@hlp function; executive function

and interactive function®. @
Furthermore, teachers' perforrnanci';@slbility of teachers to impact the relevant
a

skills and knowledge using appropriat% ing methods consistently over time to enhance
learners’ learning and perfor@%eachers’ performance is the ability and effort of
teachers to carry out learni%tai%ks like planning teaching programs, implementing learning
activities and evaluati @nng outcomes!’. Teachers' performance refers to a measure of
how well teacheﬁs\ciarry out and execute their duties in compliance or conformity with the
stated deci‘s%} standards, rules and directives issued by a super ordinate (probably the
scho@% or by the demand of the job!'4. Tt is also the effort of teachers to attain some
specific goals and objectives of the school they belong'>. It can be defined as how well the
actions they performed in schools help in the attainment of educational goals'®.

Teachers' performance therefore indicates the level, way, manner, process, and

commitment of secondary school teachers to their activities of teaching and administration in

schools. It is the extent to which the activities of teachers in terms of teaching yield effective
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and efficient outcomes. Effective teachers' performance can be characterized with:
punctuality, regularity, excellent lesson preparation, efficient classroom management skill,
good knowledge of teaching subject, good relationship skill, facilitating method of teaching,
constant use of teaching aids among others!’. A scholar also regarded teachers' performance
as “the result attained in carrying out the tasks assigned to them based on their skills,
experience, sincerity, and available time” Various activities or tasks executed by t.he teaching
staff determine the teachers' performance!®, Q‘S\
Teachers' performance is the ability of teachers to execute thei : %assignment
which includes grooming learners into useful living by teaching., equi p%ng and behavioural
modification. In other words, no school can attain its goal VK@T the teachers. Teachers'
performance is more than just teaching in the class, it'a@comprises of being punctual to
class, finishing the scheme of work well for eac aking up to date lesson plan/notes

and helping learners to solve their academi h@’ning challenges'®.
'th:ﬂg

Teacher’s performance deals e overall effectiveness in carrying teaching
responsibilities in order to en ure@‘ the learners are well-taught and prepared towards
attaining good academic res&?\. erformance that each teacher might exhibit represents the
various factors suc %%nctions and roles assigned to them; the organizational structure

in which they operate; their workload; and work management. Teachers are the personnel
shouldered‘%lhe responsibility of imparting knowledge and useful skills to the learners in
the é@oom, laboratory or workshop to make the learners self-reliant and to further their
education after graduation?®!.

Teacher's performance may be defined as the deliberate efforts and energy teachers
commit towards the all-round development of learners entrusted to them; as well as the
attainment of predetermined goals of the schools or education. It is the statutory performance

of the curriculum to enhance learners' attainment of educational set goals in schools?. It is
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also the total commitment of teachers towards discharging their duties at school directed
towards attaining the aim of education?. For teachers to reach success and perform very well,
they are expected to be examples and models to learners, since they are foster parents®* & 23,

It was posited that teachers' performance is determined by three factors: effort, ability,
and direction. Effort refers to how hard a teacher works; ability is an effort that is related to
the teacher's ability, and direction is the activity that refers to how well ‘Ehe (gacher
understands what is expected from his/her work. This definition therefore&es that
teachers' performance depends on combination of all three factors t T\;%ormance is
supported by three factors that cannot be separated. Therefore, i.f 0 facstor is not possessed
by the teacher, then the performance would be low. A teachel@high performance is one
who puts many efforts in carrying out the work; has hig@mpetency and ability to do the
job as well as knows the purpose and directi@ he work. The basic principles in

performing well is to highly uphold honest nducting maximum learning process, to
g;\ 3

have a high sense of responsibility, E e clear objectives, to concentrate on results,

cooperate, have a pattern of co%) ork, and always to do continuous improvement?®,
1% ynamic, varied and all-encompassing in the sense that a

Teacher's performarg’
teacher is required @up expanded roles and responsibilities including; curriculum
developer, a men&{iiﬁ‘ilitator, motivator, team leader, researcher, decision maker, innovator
and a mobilizer. Duties of teachers are to be discharged more within the school system and be
extehe society at large?’.

Teachers performance is concerned with overall ability of the teachers to exhibit the
right attitude to work, be committed and dedicated to the teaching roles and making
deliberate efforts toward the attainment of educational goals and objectives. The indicator of
teacher’s performance is evaluated in his or her ability to make deliberate effort to enhance

learners academic performance, possession and display of in-depth knowledge of his or her
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subject matters, presentation of lesson in a well-organized manner, effective classroom
organization and control, participation in the school curricular activities, regularity and
punctuality in the school, maintenance of good interpersonal relationship with subordinates
and superiors, discipline, motivation and counseling of learners and compliance to teachers
professional code of conduct among others?®,

Teachers' performance is also seen in their capability to show pertinen.t efforts in
improving teaching-learning activities. It is how well teachers do their acade@&:tivities
both inside and outside the classroom and how it affects learners’ kno . %[t is further
regarded as the overall expected value from teachers' academic b.eha u;\carried out over the
course of a set period of time*’. Performance is how effectivq&@lers execute a given task
within an allocated timeframe against benchmarks sef l@he school. Those who meet or
exceed the targets set will be performing accord@%pectation, below that they will be
underperforming3!. Traditionally, perform ‘c@valuated in terms of the proficiency with
which a teacher carries out the tasks f& specified in their job description®’. Teachers'
performance is viewed as teach@%iour that contributes to the attainment of educational
goals and objectives™. N

Teachers' pe @Q'e applies not only to the classroom or school, but also to any
other setting v)fkefe learners are present. Teachers' performance is regarded as
multidimer@l because it consists of several dimensions such as preparation for the lesson,
instr@x students evaluation, commitment, extracurricular activities, effective monitoring
and inspection, effective leadership, motivation and discipline, instructional, professional and
personal qualities, contextual and task performance, classroom management, considering
individual differences among learners, using motivational tools continuously, teaching style

and methods, finding solutions to learners’ problems and guidance#&3.
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Teachers' performance is seen in their teaching quality and ability to demonstrate
sound professional attributes like scholarship through adequate training which is pivotal to
successful teaching, learners’ learning outcomes and attainment of quality education in
secondary schools. Teachers' quality is also manifested in their mastery of the subject matter,
skills and competences in the teaching and learning processes, which would definitely result
in the attainment of the stated educational goals. This means that a high perform.in%gacher
possess the qualities of effective teaching and pleasant learning within the s%@setting.
These teachers know what to teach and how to teach3®. : \

Teacher's performance could also be described as the dl.lti‘e\. er.f;ormed by a teacher
which include but not limited to - giving and marking of COHtK%l\ assessment, covering of
scheme of work adequately, managing stubborn lear‘q@in the class without distorting
teaching and learning, preparing plan of any le@%be taught and so on and forth®’.
Teachers’ performance can be manifested i @gvement in production, ease in the use of
technology and high level of motivationin ing out responsibilities3®. It is “how effective
teachers influence others in ways @(bgenerate the desired educational outcomes®. It was
emphasized that the major eg{s of teachers' performance comprises of the effective usage
of instructional res @Q’astery of their subject matter, class control, teaching methods,
making lesson %Qﬁ’ conduct of fieldwork, regular assessment of learners, participation in
sports, keepi records, learners' discipline, attending school assembly and so on*’.

Qachers’ performance consists of components like declarative knowledge, procedural
knowledge/skills and motivation. Declarative knowledge refers to professional knowledge
that is essential for quality teaching*'. Procedural knowledge/skills refer to knowledge about
what to teach and how to teach it inorder to be effective*’. Motivation is the desire to attain

high performance®’. When declarative and procedural knowledge/skills of teachers are

combined with their desire to teach, teachers would perform better. However, having
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declarative and procedural knowledge and skills is not sufficient to teach well, there is also a

role of motivation*&44,

2.1.2.1 Indices of Teachers' Performance

Teacher's performance has certain specifications. It can be measured based on
specifications or competency criteria that must be possessed by each teacher. The teacher's
performance standards relate to the quality of the teacher in carrying out their duttq{%,;h as:
(a) working with learners individually, (b) learning preparation and plann.in%%)&tilization

O

of learning media, (d) involve learners in various learning experiences, tive leadership

from the teacher®. . @q

A method of measuring teacher’s performance iyhﬁl@ugh the teacher’s lesson

presentation which ranges from introduction of 165%@@0 er’s mastery of subject content,
t1

class participation, class control, supervision, effﬁ eadership, motivation, morale among

others. In addition, teachers' performance@lj;}'a
their learners'>. @

Teachers' performancel\{l% be measured through teachers’ job satisfaction and

1So be measured in terms of the quality of

attitudes such as job ¢ ifment, feelings, job challenges, job objectives and job
responsibilities!”. It@aﬁgt d that teachers’ performance could be measured through annual
report of thei a@ﬂies in terms of punctuality, performance in teaching, lesson preparation,
and mast@ of subject matter, competence, teachers' commitment to job and extra-curricular
acti@ Other areas of assessment include effective leadership, supervision, monitoring of
learners' work, motivation, class control and disciplinary ability of the teachers'®.

It was also posited that teachers' performance is measured on the basis of their
effectiveness in handling lesson notes presentation, maintenance of discipline, interpersonal
relationship and classroom management, assessment of pupils and participation in co-

curricular activities. For example, on lesson presentation, teaching and guidance activities are
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supposed to take place so that appropriate skills and knowledge would be acquired®. Thus
study however focuses on two general indices or measures of teachers' performance with
respect to their duties in any school organization. They are: teaching and administrative
performance.

2.1.2.1.1 Teaching Performance

Teachers’ instructional performance is their ability to accurately impart t.he relevant
skills, knowledge using suitable teaching methods consistently over time to enh%&éamers’
learning and attainments!!. Teaching refers to the process of coachin .\?’@ training or
educating learners. It is the systematic presentation of facts, id.eas iu§ and techniques to
learners. It involves the sharing of knowledge in the procq&%'} developing the learner.
Teaching also known as instruction is the purposeful dif@n of the learning process. As an
activity, it consists of actions intended to indboge earning through the conscious and
deliberate effort by an experienced person ‘e@ to impart knowledge, information, skills,
attitudes and beliefs to an immature or @igerienced person (learner) 46,

Teaching performance i{) d as a systematic process of transmitting knowledge,
attitudes and skills in accor c% with professional principles. Teaching performance is how
well teachers carry, ir roles and activities in the teaching and learning process
(pedagogy) espe&ély in a classroom*’. Teaching performance of any teacher in the
classroom 1 help learners learn, inquire, solve problems, and cope with their own
emo@ needs and tensions during the learning process*.

Teachers' teaching performance is to promote quality education from the domain of
teaching and learning through creative idea, participation and cooperative learning, research,

analysis and critical thinking, problem solving, innovation and encouragement of creative and

divergent thinking from the learners®.
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Key aspects of teaching involves the use of instructional materials, regular assessment
to the learners, making lessons plans, posing questions, providing explanations, giving
directions, showing approval, engaging in the myriad instructional acts, conduct of field work
and use of various teaching methods in delivering subject matter. Teacher instructional
performance is also the ability to integrate the experience, teaching methods, instructional
materials, knowledge and skills in delivering subject matter to the learners in anc.i out of the
classroom”. It is associated with their efforts in making thoughtful and adequa%&p}'lication
of their cognitive ability and use of teaching aids in teaching and learni : \

Teaching performance is how well teachers carry out stzitut Q}rricula functions to
enable learners attain the set educational goals in schools. It is@Well teachers possess the
qualities for effective teaching and learning process. A'l;@performing teacher knows what
to teach, how to teach, and the students who he/sl@s. Teacher’s teaching performance

is facilitated by the ability of the teacher to :@rate sound pedagogical attributes through

continuous research pivotal to leamers%l' g outcomes’.
Teachers' teaching perf@ncludes effective preparation of lesson notes in line

with the curriculum, classroom management and learners' engagement in learning activities,

4
assessment of learni @%)me, marking of learners' exercises and diagnosis of learners'
learning problem\go attain set educational goals®?. It is how good teachers do teaching
activity espeeially inside the classroom and how effective it is on learners’ knowledge®'%2.
Qachers’ teaching performance is concerned with the overall ability of the teachers to
exhibit the right attitude to instruction, being dedicated and committed to teaching roles, and
making deliberate efforts to enhancing learners’ academic performance, possession and
display of in-depth knowledge of subject matter, effective classroom organization and control,

lesson presentation, and participation in the school curriculum activities so as to attain

educational goals and objectives™.
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Teaching performance include all the efforts teachers make in the following areas -
organizing the learners, co-coordinating their activities, monitoring their behaviours, ensuring
effective learning process, providing instruction through interactive communication, getting
feedbacks from learners, preparing and utilizing instructional materials in facilitating learning,
and maintaining discipline among learners>*.

Teachers' instructional performance denote their ability to function effectively in
performing instructional tasks with high skills and effort with regards to the ;@% matter
using sound pedagogical content that lead to learners' understandin . ing in the
classroom. It is the ability of teachers to effectively master thei.r subject, contents, know the
characteristics of good teaching, have the knowledge of differe&@ appropriate pedagogies,
learning styles of learners and perceive their own stren'g@md weaknesses in teaching in a
bid to carrying their teaching responsibilities effe@?

2.1.2.1.2 Administrative Performai:\\%
t

Administrative tasks include: admi , classifying and registering learners alongside

participating in their welfare %@(sb‘ giving feedback reports to parents and guardians,

taking part in co-curriculam&cti.\\fi ies, keeping records adequately and quality discipline of

learners in a bid to @@and enhancing expected learning attainment in schools>>.

2.1.3 Co%@ﬁrganizational Culture

O@nl ational culture is innovation and the courage to take risks against details or
deta@rork details on the results of members, and teams®. School organizational culture is
all about inter-relatedness among school members (collegiality). It is adopted by a school
with a value system that promotes team work, innovation, freedom or discretion to take risk,
supervisory support, use of equitable reward, relationship among teachers and colleagues and
with that of principal being open to all which arise as a result of goal clarity and goal

alignment widely shared among teachers in a bid to attain school goal?’.
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Cultures are therefore fundamentally made up of the beliefs, norms, ideologies,
principles and values of such an organization. Since the school is an organization, it therefore
means that the culture of any school could influence the people within the school. School
organizational culture refers to the deep patterns of values, beliefs, and traditions that have
been formed over the course of the school’s history which are understood by members of the
school community. It is built within the school overtime as teachers, school. principals,
parents and learners work together>®, Q‘S\

Organizational culture has been defined in various ways by sc . Q@e perceived
subjective influence of the formal system, the informal styles wanagers and other
important environmental factors that impact the attitudes, be‘@:\values and motivation of
people who work in a particular organization, personali‘b@an organization, the atmosphere
of the work place, including a complex mixture (ﬁ\@ values, expectations, policies and
procedures that influence individual and gr: ﬁ& rns of behaviour®’.

Organization’s culture is deﬁnm@ mmon symbols, myths, rituals, values, beliefs,
and habits that constitute th n@‘ of an organization and distinguish its external
constituencies. It is the sha%s.g) 1al knowledge within an organization regarding the rules,
norms, and values t the attitudes and behaviours of its employees. It is the pattern of
basic assumptio%en norms that have been created by the members of organization while
coping witﬁ%@tation and integration of the problems related to external and internal issues
of o@gion respectively. Organization culture describes the way things are done in an
organization in a bid to solve both internal management problems and those related to
customers, suppliers and environment®.

Organizational culture is also seen as the collective influence of the common beliefs,
behaviours, and values of the people within a company. Those norms within any organization

regulate how workers perform and serve customers, how they co-operate with each other,
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whether they feel motivated to meet goals, and if they are sincerely into the company's
overall mission. How are workers getting their work done? Independently or collaboratively?
Do workers feel inspired, committed, and engaged, or annoyed, overworked, and
underappreciated? *°. Organizational culture is a perception belief of the organization
members®,

Organizational culture is all the attitudes and perceptions that arise as a r.esult of the
interaction of a worker with his work, with others and with the environment, @Hes and
perceptions that arise in the organization come from a set of values .\%s that help
member organizations to understand all the aspects relate.d\ Q‘e place of work.
Organizational culture is strength, in the organization that is @Sible, but can be felt and
perceived by its member. The results of these percepﬁq@%ﬁuence the behaviour of their
members to do the job. Organizational cultué@% the work environment and the

organization’s members may establish 0;‘@)&6& behaviour in the work. A strong

organizational culture is reflected by %r' s with a clear understanding of the system of
shared meaning held by mem‘t@%bid to distinguishing a particular organization with

other organizations®!.

.\
Organizatiotu{@%s the filter through which everything else happens. Meanwhile

creating a positiv!\vgor ers' experience is a universal goal, but there is more than one way to
get there. A e lines between functions and duties are often blurred. In addition, it could
also@gerred to as the condition among super ordinates (school heads) and subordinates
(teachers) in a bid to attaining the aims and objectives of the school system. Furthermore, it is
one of the factors that contribute to the tone in an organization (school), and attitudes of staff
and learners toward their organization®?.

School organizational culture means the totality of the school environment,

curriculum implementation and learners-teachers relationship which is shared by school
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members and influences the functioning of the school to attain institutional objectives®.
School organizational culture is the set of important assumptions, often unstated that
members of an organization share in common. There are two major assumptions in common;
beliefs and values. Beliefs are assumptions about reality and are derived and reinforced by
experience. Values are assumptions about ideals that are desirable and worth striving for.
When beliefs and values are shared in an organization, they create a corporate cultpre“.
School organizational culture therefore refers to a set of commonly expe@*}d stable
characteristics of a school which constitutes the uniqueness that consti . ﬂgﬁfferentiates
it from others. An author described school organizational cultur.e as,%l which exists within
individual school that is expected to be conducive for ,@ing-leaming and to its
stakeholders. It is a system of shared orientations (norm's@e values, and tacit assumptions)
held by school members. It holds the unit togethe@%es it a distinct identity as well as it
is a guiding value and beliefs in the wa 'a@yl operate. School organizational culture
influences how school heads, teachers a%'w, ents think and act in schools. It manifests itself
in customs, stories, rituals, an@%f interacting with each other. It is characterized by

.\

deeply rooted traditions, Valﬁs, and beliefs. Some of these characteristics are common across
schools as well as s e@@m are unique and embedded in a particular school’s history and

location. These @)te that schools are peculiar compared to other organizations as well as
each schooll%have different cultures®.

Q@ool organizational culture is the collection of norms and values that governs the
way in which people act and behave in the school organization’. Within the school
organization, it refers to the way teachers and other staff members work together and the set
of beliefs, values, and assumptions they share®®. The synthesis of school organizational
culture is the norms, values, and beliefs that exist in the school and embraced by all the

citizens of the school, which is about the code of ethics of teachers, discipline, loyalty,
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professionalism and responsibility, namely the responsibility of teachers to the work it does.
Various rituals and ceremonies are also conducted to foster the school organizational culture,
by coaching, setting an example, making routine events, giving judgments, and rewarding
teachers and sanctioning those who make mistakes or violate rules®’.
2.1.3.1 Indices of Organizational Culture

There are four cultural traits or measures of organizational culture that coul.d influence
teachers' performance within the school according to Denison's model®®. This s%g}fowever

be anchored on three of these cultural traits which are involverq%’bg@stency and

adaptability as shown in the diagram below: ﬁ.\
N

External Focus

s
Internal Focus

Figure 2.1: The Denison model of organizational culture assessment®®
These cultural traits are explained conceptually below:
2.1.3.1.1 Involvement
Involvement is the degree to which teachers and members of staff at all levels of the
school organization are engaged in pursuit of the mission and work in a collaborative manner
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to fulfill the objectives of the school®*%, It ensures the participation of teachers in decision-
making; relies on a team effort to get work done and continual investment in the development
of teachers' skills. Active organizations empower workers, they count on teamwork, and they
develop personal skills at all entity levels. Top managers, the executives and the workers are
actively engaged in the work they perform, and they feel they are part of the corporation. The
members of an organization can influence, to a specific degree, the decisions t}.latcgve an
impact on their job, and they feel that the tasks performed lead to the fulﬁllm%i;}{ the set

objectives’. \QO

Three components of involvement culture were identified to,i ch* e:- empowerment,

team orientation, and capability development. Empowerment @s when individuals have
the authority, initiative and ability to manage their 'o;@work. This creates a sense of
ownership and responsibility toward the organizéﬁ%&am orientation is value placed on
working collaboratively toward common® for which all workers feel mutually
accountable. Capability development i gr)when the organization continuously invests in
the development of worker skills @Bid to stay competitive and meet on-going business
needs. In educational institut'g@i involvement culture exists when the head teacher seeks the
participation of the Q&msion-making in relation to financial administration, curriculum
planning and iJ?%ementation, recruitment and remuneration, student policies, school
community ionships. From the discussion, it is could be seen that involvement culture
pro%amwork, interdependence, cooperation, and respect for the contribution of all
members of the organization’.
2.1.3.1.2 Consistency

Consistency defines values and elements that form the basis of a healthy

organizational culture. Organizations tend to be active because they have strong cultures, and

they are coherent, well-corroborated and integrated. The workers' action depends on a well-
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defined set of values, and the leaders have the required skills to reach an agreement even
when there are very different views. Consistency creates a strong culture that relied on beliefs,
values, symbols that are understood and supported by the staff. It is a potent source of
stability and internal integration resulting from a mindset familiar to all members of the
organization and a high degree of compliance. Distinctive features of consistency include:-
core values which refer to the existence of a standard set of values; an agreerpet‘;tb' which
means both consensus and the ability to reconcile differences that occur; and@%q'}dination

and integration meaning that although different, the members of tn%}??@ation work
'\

together to attain organizational objectives’’.
Linking the consistency culture to the school setting,@iead teacher follows the

procedures for the administering human, material, and@ncial resources of the school’.

Consistency is the school's core values and the inﬁ%?ystems (basis) that support problem

solving, efficiency, and effectiveness at i\’é@yel and across the school organizational

boundaries®8&©9, 'é'

2.1.3.1.3 Adaptability

Adaptability is the w%it}f) the school to scan the external environment and respond

to the ever-changint‘@%

Here, school or%%za 1ons hold a system of norms and beliefs that support their capacity to

its learners and other educational stakeholders (such as parents).

receive, int‘v%t and translate signals from its environment into internal behaviour changes
that @se its chances for survival and growth®8&% An adaptable school organization has
or creates value, norms and beliefs that focuses on external situations, demands and support
any responses to change’®. These schools are characterized as risk-takers that learn from their
mistakes, create change, and driven by the needs of their learners®®.

Adaptability has an impact on organizational effectiveness in three ways which

include creating change viewed in terms of the ability to perceive and meet the requirements
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of the external environment through change. Also, customer focus, where the organization
understands and responds to the customer's needs, anticipating their future demands which
reflect the degree to which the organization is concerned with customer satisfaction. Finally,
organizational learning involves process through which the organization receives decodes and
interprets the signals from the external environment, turning them into opportunities to
encourage innovation, information collection and skills development™. . (b,

In educational settings, adaptability culture is vital. The school is set u@»}tain the
aims and aspirations of the society which is dynamic in nature. It is t : o%pected that
the school adjusts to the changing cultural, economic, social,.po i 'caJY and technological

systems of the society so that the educated individuals fit in @ciety and perpetuates its

development?, ‘ $Q
2.1.4 Concept of Working Conditions ®

Working conditions refer to work ¢ ’V@ent and all circumstance in existence that
can affect teachers in schools. These in%'g,%ours spent on job, physical aspects, rights that
are legal, assigning of responsi ilit)%%nan development and so on. In another vein, working
conditions come into play b&th}e{aﬁonship of teachers with their schools’ culture, and this
includes physical as e@’sychological working conditions. Therefore, working conditions
could be adopted‘ﬂgtg working environment as aspect of teachers’ employment terms and
conditions‘o%ployment. A peaceful working condition is devoid of rancor and where there
is u@gcooperation that supports motivation. The other extreme where there is intrigue,
rumor mongering and discord do not support motivation. An atmosphere of uncertainty is
inversely related to motivation’!.

Working conditions are factors that involve the physical environment of the job:

amount of work, facilities for performing work, light, tools, temperature, space, ventilation,

and general appearance of the work place’. It was noted that over the years, the concept of
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working conditions has evolved from strictly regarding health, safety and hygiene conditions
to a broader conception. For international labor organization, working conditions cover a
broad range of topics and issues, from working time (hours of work, rest periods, and work
schedules) to remuneration, as well as the physical conditions and mental demands that exist
in the workplace. Working conditions covers the working environment and aspects of
workers’ terms and conditions of employment especially from the perspective of iob quality:
career and employment security; health and well-being at the workplace; de@%}hen‘[ of
skills and work-life balance”. : \

It was emphasized that the conditions under which a job i.s K or.qled can be different
from those completely comfortable to those very difficult and K@rous to workers’ life and
health. Difficult working conditions can be influenced’ @%{ external factors that include
climate - meteorological conditions, temperature, 1@1, drafts, lighting in the workplace,

noise and interference, gases, radiation, dust, @g and other harmful factors; (2) subjective
factors that include gender and age o%'gorker, fatigue, monotony, unfavorable posture
during work, and so on; (3) fa%@(bed to the organization of production such as duration
of the work shift, work sc@%e, working time, work pace, excessive strain to mention a
few’. QQ

Safety at KQ%S carried out to ensure working conditions without danger to life or
health, or,‘%ﬁd accidents, injuries, occupational diseases and, or at least mitigate their
cons@wes. In the context of safety at work, the equipments (machinery, equipment, plant,
tools, supplies, laboratory equipment, etcetera) that workers use in their work has to be
functional and correct so as to avoid injuries at work or reduced performances’.
2.1.4.1 Indices of Working Conditions

This study considers three important indices of working conditions which are: school

physical facilities, workload and remuneration.
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2.1.4.1 School Physical Facilities

School physical facilities are the material resources that aid teaching and learning
within the school. It ranges from the school plant, that is the school buildings, classroom,
library, laboratories, toilet facilities, learning materials to other infrastructures that would
likely help in the teaching and learning process. School facilities are the material resources
provided for staff and learners to optimize their productivity in the teaching a£1d learning
process. The realization that the transfer of knowledge does not only take pla%&:&he four

O
walls of the classroom from the teacher to the learners but rather that Iearhing/takes place

through discovery, exploration, interaction with the internal arld erpal environment has
necessitated the creative and innovative development of teac@d learning facilities that
reflect these changes’®. ‘ $Q

School facilities which constitute the worl@r nment include things such as office
accommodation, workshop equipment, in l@%ﬂ and communication technology (ICT)
facilities, convenience facilities and so%' rthermore, they are those things that enable the

teacher to do his/her work very wel@‘ help the learners to learn effectively that far exceeds

what is possible when the&rg\ not provided. It is also viewed as the material resources

provided for staff Tﬁ&sers to optimize their productivity in the teaching and learning
77

process’’.
Q:

Scho cilities consist of all types of buildings for academic and nonacademic
acti equipment for academic and nonacademic activities, areas for sports and games,
landscape, farms and gardens including trees, roads and paths. Others include furniture and
toilet facilities, acoustics, storage facilities and parking lot, security, transportation, ICT,
cleaning materials, food services, and special facilities for the physically challenged persons’®.

Effective school facility is responsive to the changing programmes of educational

delivery and at a minimum, should provide a physical environment that is comfortable, safe,
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secure, accessible, well illuminated, well ventilated, and aesthetically pleasing. The school
facility consists of not only the physical structure and the variety of building systems, such as
mechanical, plumbing, electrical and power, telecommunications, security, and fire
suppression systems but it also includes furnishings, materials and supplies, equipment and
information technology, as well as various aspects of the building grounds, namely, athletic
fields, playgrounds, areas for outdoor learning, and vehicular access and parki.ng. School
facility is much more than a passive container of the educational process: it %,Q[her, an
integral component of the conditions of learning. The layout and c; a facility
contributes to the experience of learners, educators, and commun.itx\ m.‘Rers”.

2.1.4.2 Workload &%'\

Workload is the amount of work that should be" %})1 someone. It also determined
by the relationship between the demands of the ta@%he perception towards the situation
related to task, action, skill and knowledge f@yne in performing the tasks®’. Quantitative
and qualitative are two different ways%' ine workload. Qualitative workload refers the
physical and intellectual job Sp@‘llities, whereas quantitative workload refers to the
“amount of work that a worker completes within a specific period of time. In school setting,

workload refers to @%er of assigned teaching hours”, whereas in a broader sense, it
e

refers to the task${performed by teachers related to their professional duties. It is perceived
according t‘(%:ircumstances which a teacher experiences with time8!.

Qor load is basically categorised into mental and physical workload, in which,
mental workload majorly exist among managers whereas physical workload exist majorly
among workers®?. There are three categories of teachers” workload:- heavy, normal and light.
Heavy workload refers to the condition of teachers’ load over or above the prescribed number
of workloads. Normal workload refers to the regular load of the teachers. Light workload

refers to the condition of teachers’ load below the prescribed number of workloads®?.
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Workload can be characterized as a mental construct that reflects the mental strain
resulting from performing a task under specific environmental and operational conditions,
coupled with the capability of the operator to respond to those demands. Workload is not only
task specific, but also person specific. It involves individual capacities and motivation to
perform a task. It is the total energy output of a system, particularly of a teacher performing
strenuous task overtime®*, . cb,

Teachers' workload is directly measured by the total number of teacher%;}lable in
the school system as against the number of learners that are taught, the : Q@ scripts that
are marked, and other responsibilities that are regularly or .oft as§igned to teachers.
Workload is the expenditure incurred by a teacher, given his/h@acities (resources), while
attaining a particular level of performance on a particulafrﬁék with certain demands. It is also
seen as tasks performed in the working environ@%ore than the personal capabilities

which cause threats and the reactions o p‘é\q%sness, anxiety, frustration, pressing, or
annoyance as well. Furthermore, it %'sépdt forth that workload is determined by the
relationship between task dem. ds@(bcircumstances under which that task takes place and
the perceptions, actions, skills and knowledge of the individual performing the task. The task
demands may inclu@@%l actions, cognitive tasks and/or a variety of other factors®>.
Workload\&t e amount of work, the number of classes and learners that teachers
teach and ‘&%ﬂerent activities that teachers perform®. It is also seen as the amount of time
take@%achers to set up their official duties inside or outside school hours. Hence,
teachers” workload not only requires their time in schools but extra hours after work®®. The
workload of teachers include marking of learners' work and assignment, supervision of
learners during the school time and after school like preparatory time, games, time-tabling,

examination, supervision of other teachers at work and other duties that may be assigned to

them by the school authority®’.
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Teachers' workload is therefore categorised into instructional and administrative
workloads. Teachers' instructional workload is measured in terms of preparation of lesson
notes, curriculum organization, learners’ engagement in curriculum instructions, and
classroom management during instructional delivery, continuous assessment (CA), marking
examination scripts and recording students' scores. Teachers administrative workload is
measured in terms of how much or less they are made to admit, classify and regis.terclgallmers
alongside participate in their welfare services, give feedback reports é;\eamers'
parents/guardians, take part in curricular and extra-curricular activi e. \%recordsand
effectively disciplinelearners>>4%7, . 6.\
2.1.4.3 Remuneration &%\

Remuneration means payment or payroll or sh@u 1on of money determined by
certain regulations as a reciprocal of a job®. It isﬁ@%ﬂding of workers (teachers) fairly,

equitably, and consistently based on their v 'h@s contribution to the organization (school).
n;

It is also the amount of money organizati re able to offer workers in return for the efforts

and services they render. It det rrni@he quality and performance of workers®. It is a wide
variety of services provided g}zﬁlizations for workers, and in some cases, for members of
workers' families®. @Qe additional incentives given to workers by management to
argument their wé%s :

Remuncration is also regarded as compensation in the form of allowances,
hon@m, incentives, employee benefits, welfare packages and rewards that are given to
teachers especially as it accrues to them®¥&°! It is a relevant tool in the hands of management
that contributes to the effectiveness of an organization, impacting positively on workers’
behaviour and productivity?'®*2. Remuneration is planned in a bid to keep an effective
workforce, to maintain fairness, objectivity and to ensure that companies comply with

government regulations®?4%3,
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Remuneration could also come in form of non-monetary benefits like organizational
paid accommodation, health and insurance, business trips, flexi-time which may later
translate into both intrinsic and extrinsic motivation targeted towards raising workers’

productivity®4,

2.2 Theoretical Framework

This study is supported by the following two theories:- ° ,{b,
1. Denison's theory of Organizational Culture . qg)&

2. Herzberg's Two Factor Theory ‘%\
2.2.1 Denison's Model of Organizational Culture . @“

Denison’s theory postulates that the norms, ritualsQ)%;efs and values which are
wrapped up the following cultural traits - inv lv@ consistency and adaptability
determine the effectiveness of the organization and the teacher works within the school
organization. The cultural traits in Deni% ael and how they relate to organizational
effectiveness are discussed in the foll@ sub-sections.

Involvement Culture \)Q)

This theory is b on the idea that involvement and participation of workers
especially in decisi@i g would contribute to a sense of responsibility and ownership
and hence @ional performance and loyalty. This culture affects the organization,
positivel;@n egatively. It leads to greater worker commitment to the organization thereby
redu® the needs for formal systems of control and leading to performance
enhancement™*%, Three components of involvement culture were identified as: -
empowerment, team orientation, and capability development®&°7,

Empowerment occurs when individuals have the authority, initiative and ability to

manage their own work. This creates a sense of ownership and responsibility toward the

organization. Team orientation is value placed on working collaboratively toward common
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goals for which all workers feel mutually accountable. Capability development is seen when
the organization continuously invests in the development of worker skills in a bid to stay
competitive and meet on-going business needs®> 76497,

In educational institutions, involvement culture exists when the school head seeks the
involvement and participation of the staff in decision-making in relation to financial
administration, curriculum planning and implementation, recruitment and remuneration,

student policies, school community relationships. This could promotQi@'}?nwork,

interdependence, cooperation, and respect for the contribution of all (especially
teachers) of the organization. 6.\

Consistency Culture &%'\

According to the consistency theory, organizatib@qnﬁ to be effective because they
have strong cultures that are highly consistent, @ ordinated and well integrated. This
kind of culture occurs when the leader® workers maintains the stability in the
organization®. Consistency culture h ‘i‘ge features: core values, agreement, and co-
ordination and integration. In s ho@(bfing, consistency culture exists when the school head
follows the procedures for ﬁdn%inistering human, material, and financial resources of the

school. This means @school head adheres strictly to the timetable provided by the

ministry of Educé%n or the government without any modifications and workers*>&%7,

Adaptability Culture
This theory is based on the idea that norms and beliefs that enhance an organization’s
ability to receive, interpret and translate signals from the environment into internal

organizational and behavioural changes will promote its survival, growth and development®.

In educational settings, adaptability culture exists when the school is set up to attain the aims
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and aspirations of the society which is dynamic in nature. It is therefore expected that the
school adjusts to the changing cultural, economic, social, political, and technological systems
of the society so that the educated individuals fit in the society and perpetuates its
development®&97,
Relevance of Denison's Theory of Organizational Culture to the Study

This theory supports the fact that when the cultural traits of involvement, E:onsistency
and adaptability are put in place in the school, there is every tendency Q&achers’
performance to be improved. The theory therefore throws support to the.i . the culture
of the school can influence the performance of its members (?SP{%J]Q{ the teachers). For
instance, when teachers are involved in management such as d@h making, it gives them a
sense of belonging to the school which could ultimate‘l@prove their performance. When
consistency of the core values of the school l@@i tained, it could increase teachers'
satisfaction and ultimately influence their T@yce positively. When the school knows its
vision and is willing to do it can to ac 'g{g it, the teachers would have no choice but to
ensure that they give in their best t ds its attainment. In a bid to adapting to the needs of
the society, teachers would%eﬂ to ensure that they teach their students all the contemporary

e

subject matter thatc

performance. Thi!({}serefore implies that organization culture of involvement, consistency and

to know. In so doing, they would have to increase their

adaptability influence teachers' performance positively or negatively.
2.2.2 Herzberg's Two-Factor Theory

This theory was propounded by a theorist in 1959. The theory states that job
satisfaction and job dissatisfaction are caused by different and independent sets of factors: the
motivators and the hygiene factors. It was found that the factors causing job satisfaction (and

presumably motivation) were different from those causing job dissatisfaction. The theorist
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developed the motivation-hygiene theory to explain these results. He called the satisfiers
'motivators' and the dissatisfiers 'hygiene factors', using the term "hygiene" in the sense that
they are considered maintenance factors that are necessary to avoid dissatisfaction but that by
themselves do not provide satisfaction®%%,

The theorist analyzed and classified satisfiers as follows:- attainment, recognition,
nature of work itself, responsibility, advancement and growth. These factors (.rnc%tibvlators)
which are intrinsic in nature stand out as strong determinants of job satisfacti%%ch can
invariably influence performance. For instance, recognition produ .%feelings in
workers about the job does. On the other hand, the hygiene factc:rs eegtrinsic and relate to
work context. They include; policy practices, supervision (te&@él quality), interpersonal
relations (with supervisor) physical working condl‘t@ Jjob security, workload and
remuneration (benefits). The hygiene factors pr@% workers from being dissatisfied.
When this occurs, there is that tendency for W@g to put in their best into their work?s.
Relevance of Herzberg's Two-Factor 7&) to the Study

This theory is applicab% study in that when teachers are provided motivators

and hygiene factors such conducive working conditions, appropriate workload and

0}
remuneration (bene )@Qr satisfaction increases and their dissatisfaction reduces. When

this happens, teack%s are more likely to perform well.

23 Review of Empirical Studies
This section compares previous empirical literatures related to this study in a bid to

identifying gaps in literature and providing a rationale for the study. This section would

therefore be treated using the following headings and sub-headings:
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2.3.1 Organizational Culture (Involvement, Consistency, Adaptability) and Teachers'

Performance

A study was undertaken to ascertain the influence of school organizational culture on
teachers’ performance in private and public basic schools in the Ga South Municipality.
School organizational culture was studied based on the three cultural trait of Denison’s model.
These traits include; involvement, consistency and adaptability. Teachers' perfor.mz‘l;g? was
studied as a single variable. Descriptive survey research design was adopted. ‘%;}ﬁtitative
research approach was applied. A structured questionnaire was develo .%stributed to
collect data from forty six (46) teachers using the census samplit.lg‘t\i nigue. With the aid of
the Statistical Package for Service Solution (SPSS) version Q&,C%\:Scriptive (mean, standard
deviation) and inferential statistics such as t-test, Onewﬁ&dVA, Pearson correlation, and
multiple regression were used to determine the ﬂ%&e study revealed that adaptability
culture was more dominant than involvement @Se, mission culture and consistency culture.
The general performance of teachers w. ge%i as very good. The study indicated that school
organizational culture was a od@%ictor of teachers' performance. However, the study
revealed that adaptability gﬂ.t\ure and consistency culture made significant positive
contribution to teac Q%ormance whereas involvement culture and mission culture did
not contribute sighificantly to teachers' performance. It was therefore recommended on the
basis of thQ%ings that school administrators and teachers should be guided to strengthen
the @e in their schools, especially the adaptability and consistency cultural traits since
they contribute significantly to teachers' performance. Further, it was recommended that the
Ministry of Education and Education Service should design and implement programmes to
assist public basic schools to improve their culture and teachers' performance in a bid to

attaining educational goals?.
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A similar study investigated the perceived influence of organizational culture on
teachers’ performance in public secondary schools in Abia state. Descriptive survey design
was used for the study. The area of the study was Abia state. Two research questions and two
hypotheses guided the study. A sample size of three hundred and ninety eight (398)
participants comprising three hundred and seventy four (374) teachers and twenty four (24)
principals in secondary schools in Abia state were selected through the use of pr.oportionate
stratified random sampling technique from a target population of three t}%@(d, nine
hundred and seventy (3,970). A 4-point rating scale questionnaire 'h. &?I@\t and face
validity ascertained by three experts from Measurement and .EV atig)n and Educational
Management departments in College of Agricultural and Scie@ucaﬁon Michael Okpara
University of Agriculture Umudike. Reliability index V&l‘l}@) 0.74 and 0.75 respectively for
the two clusters as a measure of internal consiste@ s obtained through Cronbach Alpha
method. All the 398 copies of questionnair: §{q ersonally administered and also with the
help of three research assistants. Resear%'qie)stions were answered using mean ratings, while
the hypotheses were tested usin t-@% 0.05 level of significance. The result of the findings
revealed that school organ@%nal norms to a low extent influences sustainable teachers'
performance in p Qg}gondary schools in Abia state. Based on the findings,
recommendations)%ere made; that norms and values of secondary schools in the various
states shou@peciﬁed to teachers and principals for their daily practice, principals should
enc decision-making process in their staff meetings and allow every teacher to
contribute his/her own idea (involvement) and among others'”.

Another closely related research investigated organizational culture as correlate of
teachers’ performance and attitude to work in secondary schools in Anambra State, Nigeria.

Five research questions guided the study and six null hypotheses were tested. The study

adopted correlational survey research design. The population of the study consisted of all the
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six thousand, three hundred and ninety six (6,396) teachers in public secondary schools in the
state. Out of the population, a sample size of one thousand, two hundred and seventy nine
(1,279) teachers was selected through proportionate stratified random sampling techniques.
Data was collected using three different questionnaires developed by the researchers. The
questionnaires include school organizational culture questionnaire (SOCQ), Teachers’
performance questionnaire (TJPQ) and Teachers’ attitude to work questionnairg (;,FbA'WQ).
The instruments were validated by three experts from the Faculty of Educa@\l\lnamdi
Azikiwe University Awka. Cronbach Alpha method was used to deter;%z liability of

701 respectively.

N

the instruments which yielded a reliability coefficient of .959, .952%@
The reliability indices were considered high enough and thus@\hstmmen‘[s were deemed
reliable. Data collection was done by the researcher ari ﬂ&@elp of ten research assistants.
Aggregate score was used to answer research qués@% to 3 while Pearson r was used to
answer research questions 4 and 5 and criti h@bility table of Pearson r was used to take
decision on the six null hypotheses at 0205 Ievel of significance. The findings showed among
others that: teachers rated Uﬂir) ool organizational culture to be good; teachers’

.\
there is no signifi é&}tlve relationship between school organizational culture and

performance is good and te@ers ave positive attitude to their work. Also, it was found that
teachers’ perfornﬁgge; and no significant relationship between school organizational culture
and teacher itude to work. Based on the findings, it was recommended that: school
mant and Post primary school service commission should ensure improvement in
secondary school organizational culture in order that all the teachers would rate their school
organizational culture to be good without some rating it to be poor. It was also recommended
that in- service training be organized for secondary school teachers through seminars,

workshops and advance learning in a bid to ensuring that all the teachers have good

performance and positive attitude to work?’.
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A study investigated gender differences on the relationship between school
organizational culture and teachers’ task performance in public secondary schools in
Anambra State. It adopted a correlational survey research design. Two research questions
guided the study and two hypotheses were tested at 0.05 level of significance. Out of a
population of six thousand, three hundred and ninety six (6,396) teachers comprising of one
thousand and forty five (1,045) males and five thousand, three hundred and fifty one (5,351)
females in the two hundred and sixty one (261) public secondary schools iné;\tate. A
sample of one thousand, two hundred and eighty (1,280) participants co .'\éﬁwo hundred
and nine (209) male teachers and one thousand and seventy one gl 0 fg:male teachers from
the six (6) educational zones in the State was used for the @ A multi-stage sampling
procedure consisting of proportionate stratified and sirn'g@@ndom sampling techniques was
used. Stratification was based on gender. Two %'%ers developed instruments titled -
"School Organizational Culture Questionnai CQ)" and "Teachers’ Task Performance
Questionnaire (TTPQ)" were used forpdatdCollection. The instruments were validated by
experts. The Cronbach’s Alpha tat@‘ was used to determine the internal consistency of the
instruments and these yielded co-efficient values of 0.80 and 0.70 for the two instruments
respectively. The re @wnh the aid of three research assistants administered a total of
one thousand, twl\}}undred and eighty (1,280) copies of each of the questionnaires on the
participant@ of this number, one thousand, two hundred and fifty six (1,256) copies
repr@ng 98% were completed, successfully retrieved and therefore used for data analysis.
Data relating to both the research questions and hypotheses were analyzed using Pearson
Product Moment Correlation Coefficient (PPMCC). The results of the findings revealed that
there is a significant low positive relationship between male and female teachers’ perception
on school organizational culture and their task performance in public secondary schools in

Anambra State. Based on the findings, it was recommended among others that the
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management of public secondary schools in Anambra State should encourage teachers to
practice those organizational cultures that are seen as positive and which can lead to
improved teacher task performance. Such cultures include the collegial and role culture®.

A very closely related research was implemented to identify and examine the
influence of organizational culture on teachers' performance. The study adopted a survey
research design. Quantitative data was collected and used for the study. Th? data was
collected by obtaining views/perceptions of teachers (participants) through q@@hnaires.
Descriptive and inferential statistics were used to analyse the colle . he results
revealed no significant effect between organizational culture on te e;§' performance. The
value of the coefficient was positive (+), which means thak@better the organizational
culture, the better the teachers' performance, and vice’ )@a A decrease in organizational
culture would lead to a decrease in teachers' p@ nce. Role between the two is not

significant, because it has a relatively weai:&&%vell as through other variables®!.

A closely identical research workwas carried out to examine organizational culture as
determinant of workers’ job ¢ mr@nt in public secondary schools in Ogun State. The
study adopted an ex-post f: t&mﬁign approach. The population consisted of all workers
(teaching and non-t @f) in secondary schools in Ogun State, Nigeria. A multi-stage
random sampli%)gc{mique was adopted where five (5) public secondary schools
(comprising oth junior and senior) were randomly selected from each of the local
gove@%area amongst twenty (20) local government areas in Ogun State, making a total
of ten (10) secondary schools that were selected for the study. Stratified random sampling
technique was used in selecting ten (10) workers (teaching and non-teaching) from each
junior and senior secondary school respectively, making a total number of twenty (20)

workers from each of the selected ten (10) secondary schools. A total number of 200 workers

was selected for the study. The instrument used for this study was a questionnaire which was
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sub-divided into three sections. Section A was used to collect information on personal
characteristics of the participants while Section B was designed to collect information on
Workers Organizational Commitment. Section C was designed to obtain information on
organizational culture. Data was analyzed using regression and T-test analysis at 0.05 level of
significance. Findings showed that organizational culture has significant relationship with
workers’ job commitment and that there is no significant difference in junior.and senior
public secondary school workers’ job commitment. It was concluded that @aﬁonal
culture determines job commitment of public secondary school workers.i . %tate. Based
on the findings, it was therefore recommended that motivation?l s&teg,ies should adopt to
improve teachers’ salaries and promotions. The right organizq'{@l’ culture should be put in
place to ensure that teachers are committed to their work6\z’§

A research work was carried out to deten‘@&nﬂuence of organizational culture

and trust to the teacher performance in® @ivate secondary school in Palembang.
Quantitative research method with path ngis technique (path analysis) was used. Samples
in this study were three hundred @%wenty six (326) teachers from one thousand, seven
hundred and seventy three ( % private junior high school teachers in Palembang. The
findings of the studcl@%t at: (1) there was a direct positive influence of organizational
culture to the tea\Qgr performance, (2) there was a direct positive influence of trust to the
teacher pe@nce. It is suggested to private junior high school teachers of Palembang that
in a improve their performance in teaching, they can pay attention to the variables of
good organizational culture and trust, because it is believed that the good organizational
culture and trust as the factors that can encourage the creation of good teacher performance®.

A study was carried out on the effects of organizational culture on employee

performance of public service organization of Dire Dawa administration. The survey based

research was employed to carry out the study. Primary and secondary data was used in this
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study. Primary data was gathered via questionnaire about employee performance and
organizational culture variables like Employee participation, Openness to communication,
Risk taking and innovation, Customer service orientation, Reward system, level of education
and experience are considered for this study. The target population of the study was all
employees of three public service organization of Dire Dawa administration. Since the size of
population was too large to collect data, researcher distributed three hundred and seventy one
(371) questionnaires randomly to respondents using the Sloving sample size %ﬁ%inaﬁon
formula. Of which, two hundred and ninety three (293) questionnaire : ected back
and used for analysis. To analyze the data, in addition to de.scii 'Vq statistics, multiple
regressions were employed using a software package SPSS @he researcher found that
except experience and level of education all Variab),@) organizational culture have
contributed to employee job performance. Particulagly gmployee participation and innovation
have a significant contribution to employ é@erformance. Based on the finding, since
communication has a negative signiﬁ%ﬁ ation with employee performance, researcher
recommended public service 0% ns should be minimized communication platform to
amplify employees’ job pe rr.r%ance as well as develop reward system that motivates its
employees. Finally, unl %re Dawa administration design a new benefit package for public
service employeés\in considering experience and level of education, they should not be
focused on ience and level of education so as to increase employee’s job performance
and @Vlde quality service to the society!®.

Similarly, a study was done to examine the influence of organizational culture on
teachers' engagement at selected senior high schools in Kumasi Metropolitan. The study
adopted a descriptive survey research design. The study was descriptive. Questionnaires were
utilized to collect data from a sample size of two hundred and thirty eight (238) participants

determined by Sloving sample size determination formula. A simple random sampling
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approach was adopted in selecting the two hundred and thirty eight (238) participants. Using
the Denison Model of organizational culture, the study revealed the existence of four kinds of
organizational culture among teachers within the various schools at Kumasi Metropolitan in
order of importance which are:- involvement, adaptability, consistency and mission. This
implies that there is likely more than one type of organizational culture in the institution.
Teachers also demonstrated that they were highly engaged in their profession. T.he findings
further showed that enhancement of the four types of Denison organiza%’@\culture
(involvement, adaptability, consistency, and mission) contributed to a n. %n teachers'
engagement. The study recommended that management should Erog‘[e.ﬁlll the four Denison
organizational culture types as they significantly influence teac‘@ngagement positively!'%!,

A synonymous research work was undertake@o determine the influence of
organizational culture, competency and certiﬁ@n toward teachers' performance. A

quantitative ex post facto research desigi&:@ﬁployed. The sample consisted of twenty

eight (28) teachers in SD Negeri @ 2 PulauRimau. Data were collected using
questionnaire. Data were analy% g descriptive analysis and multiple regressions. The
results of the study showed t%) there is a significant influence of organizational culture on
teachers' performa ;Q%ere is significant influence of competency on the teachers'
performance; 3) t}%e 1s significant influence of teachers' certification on their performance; 4)
there is sigmfiCant joint contribution of organizational culture, competency and teachers'
certn on teachers' performance. It was recommended on the basis of the findings that
organizational culture be maintained and improved in the study area'®?.

An identical research work aimed to ascertain (1) the influence of organizational
culture on work motivation; (2) the influence of organizational culture on teachers’

performance and (3) the influence of work motivation on teacher performance. The

population of the study included two hundred and ninety seven (297) teachers in all the
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public senior high schools in Tebing Tinggi. The researcher used the Arikunto's criteria to
determine the sample by taking 37% (110) of the population of teachers. The proportionate
random sampling technique was used to determine the sample of each school. Questionnaire
based on the Likert Scale model was used to collect data for the study. The validity was
computed using the Pearson Product Moment Correlation (PPMC) formula while the
reliability was tested using the Cronbach's Alpha formula. This causal model was t.ested using
the path analysis. Based on the analysis, the results revealed that: (1) organizaé‘@ibc'ulture
has a direct effect on work motivation; (2) organizational culture .\3@‘[ effect on
teachers' performance and (3) work motivation has a direct effe.ct teac ers' performance.
Based on the results of the study, the three null hypotheses wer&%ﬁed. Therefore, all hands

must be on deck to ensure that organizational culture a'r@%ff( motivation are strengthened

and improved so as to increase teachers' performa@%Q
A research work was carried out iﬁg the interactive effects of organizational

culture and its magnitude of influence on th&performance of employees in GCB bank Ghana.
The study further evaluates ov@‘ relationship between organizational culture and
employee performance is afl ctgd when job satisfaction (moderating variable) is considered.
A descriptive cross- c@survey was conducted for 339 employees of GCB Bank in all
Greater Accra RQ'on ranches in Ghana. Multiple linear regression analysis indicated that
organizatiolt%ulture contributes to a substantial rise in employee performance, with
entrurial culture implementation causing a higher increase in employee performance as
compared to consensual and bureaucratic culture. The introduction of a moderating variable
(job satisfaction) further suggested that its presence increases employee performance in a
well-structured cultured environment. In organizations, one culture may be more effective

than the other; hence, employees' performance could heighten or weaken from their

satisfaction or dissatisfaction with a particular culture'%4,
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Research scholars posited that school organizational culture is a vital variable in
building school climate to be more conducive. Whether this factor will affect biological
teachers' job satisfaction and finally affect teachers’ task performance was the problem of
their research. A causal survey design was adopted. A sample of ninety (90) senior high
school biological teachers was randomly selected as sample. There were three instruments
developed to measure teachers’ task performance, school organizational cultu.re %d job
satisfaction respectively. These instruments were validated by experts. Data wa@'{g\yzed by
regression, correlation and path analysis. Research findings showe .%Q@chers' task
performance is directly and significantly affected by school orga‘\'@qnal culture and job
satisfaction as well. Job satisfaction was also found to be q&@ moderating variable in
connecting school organizational culture and teachers’ t'a@gr%ormance. It was logic to state
that all the biological teachers therefore require @%e atmosphere reflected by school
organizational culture and satisfaction base ﬁ\&g%v they are treated by the school system to
perform well. It was recommended tha@u tional policy makers should pay more attention
on how to improve school organizational culture to be more conducive; teachers felt more
satisfied then will have an i&iﬂ%ﬁ school quality reflected by teachers’ task performance!®.

The objectiv. @%y was to investigate the influence of four organizational culture
traits namely, inv\&k\:ement, consistency and adaptability on worker commitment in Ethiopian
Airlines Co y. Based on the work of Denison on organization culture traits and Mowday
on v@ commitment, a structured questionnaire was developed and self-administered to
workers in Ethiopian Airlines Company. A total of two hundred and eighty four (284)
workers participated in the study and the data were analyzed using descriptive and inferential
statistics. The results showed that three traits (adaptability, mission and involvement)
measuring organizational culture were all positively related with worker’s commitment.

Adaptability was the most contributing organizational culture trait to workers' commitment.
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The other two organizational culture traits, in their descending order of contribution to
workers' commitment were mission and involvement. However, consistency did not have
significant effect on workers' commitment at p>0.05'%,

Synonymously, a research paper investigated the impact of organizational culture on
employee engagement in Saudi Banks. A qualitative research approach was employed. Data
collection was done through an issue focus approach. Interviews were conducted. w‘i,%' Bank
line managers, and sub-ordinates. The results revealed that the enable%%ors of
organizational culture that contribute most to workers' engageme .asﬁaining and
development, organizational communication, reward, and recog.niti . R@sults revealed that
Islamic culture has an influence on workers' engagement in Sag@hksm.

An identical paper explored the influence of Dehigon, model of organizational culture
on work engagement of government school teach@'%g a Partial Least Square Structural
Equation Modeling (PLSSEM) technique '@pothesis was tested using a descriptive,
cross-sectional research design. The m 'gg% and stratified random sampling technique was
adopted in selecting three hu re@% fifty seven (357) school teachers working in the
government schools of Ch nabi\ district. The results of the SEM technique revealed that

3

organizational cultuCi)

teachers. Additio)ﬁglily, the results showed a strong relationship between the organizational

ificant predictor of the work engagement of government school

culture and‘%ork engagement of the teachers. Based on the study, the results implied that
for r@rs to be highly engaged in the work that they do, the role, behaviours, values and
the patterns manifested in the organization play a significant role and vital part. The paper
suggests that the Denison model of organizational culture can be used in the educational
context as it highly influences the teaching workforce in the Indian context, especially

Chennai district!'%8,
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Another identical research work was carried out to explain the impact of
organizational culture and perceived organizational support on workers' engagement. The
research used a quantitative approach. Data collection was done through a survey of one
hundred and thirty one (131) workers of PT Terminal Petikemas Surabaya. Incidental
sampling technique was used to draw a sample size for the study. Analysis of research data
was conducted using multiple linear regression analysis techniques. The results s.howed that
organizational culture and Perceived Organizational Support (POS) both %&lly and
simultaneously could increase workers' engagement. Workers' behavi : q@monstrated
high engagement could be seen from a passion for work (Vigoyrz,\i' h\dedication to work
(dedication), and was able to exert its concentration to stay@Sed on completing tasks
(absorption). The results of the study also showed that't@vel of worker absorption to the
job, in this case exerting concentration, remained‘@ on the completion of the task that
was the responsibility (absorption) was ominant than the worker aspect other
engagement apps. In addition, the in% of organizational culture to improve workers'
engagement was also quite %c pared to increasing workers' engagement. It was
therefore recommended that R.\managers should evaluate the effectiveness of organizational
culture implementati Q%d perceived organizational support to increase workers'
engagement at PNerminal Petikemas Surabaya!®,

Ano ynonymous research work was undertaken to ascertain the predictors of
orgonal culture, which influence workers' engagement among workers of the
hospitality industry. Data was collected with the help of multistage sampling technique and
was analyzed, interpreted using descriptive and inferential statistics (simple percentage,
Pearson correlation and multiple regression). The results revealed that among the different
dimensions of organizational culture - autonomy and experimentation were significantly

related with all the dimensions of workers' engagement. Trust predicted dedication and
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absorption, whereas collaboration influenced only absorption dimension of workers'
engagement. Autonomy and experimentation served as a predictor for all the three
dimensions of workers' engagement (which are vigor, dedication and absorption). It was
recommended that the management of hospitality industry should take steps towards creating
an engaged organizational culture, so that, the organizations in particular and the industry as a
whole benefits!!°., . (b,

A closely related research work was implemented to investigate organizaéa}( culture:
a catalyst for workers' engagement in the Ghanaian public sector. The : carried out
to determine whether culture affects three dimensions (Cognitiv.e cfgve and physical) of
engagement in the public sector in a bid to encouraging high 1@\% engagement within the
sector. Though more research has been done in thfséa, most have looked at other
engagement dimensions (such as vigor, adsorptioizand dedication) other than the cognitive,
physical and emotional and especially, in @aian public sector. The study adopted a
descriptive survey research design. %e's fonnaires were used to gather data from one
hundred and ninety two (192) p rti@{s who were selected based on convenience. With the
help of a linear regression, }%ﬁ\ndings of the study showed a statistically positive influence
of organizational c u@% all three dimensions of engagement: cognitive engagement,
affective engageﬁ&g}t and behavioural engagement. It was therefore recommended on the
basis of the™Mindings that management must make workers' engagement strategic; instill a
sen@gongingness and ownership in the public sector by clearly defining and ensuring a
favourable corporate culture and also emphasizing assumptions and beliefs that are shared by
members to assist in improving their collaboration with the mission, values and goals of the
organization'!!.

Another identical study was undertaken with the purpose of ascertaining the influence

of organizational culture (defined as communication, trust, and innovative production) on
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workers’ organizational commitment. Furthermore, the influence of HRD (Human Resource
Development) activities in mediating the aforementioned relationship was also done. Using
the national employer survey data conducted by Korean government in 2011, the results
showed that organizational culture (better communication among superiors and subordinates,
trust, and appreciation of innovation from superiors) is positively related to organizational
commitment. In addition, firm’s investment in HRD or worker participation in I?RD would
play a moderating role in influencing the relationship between organizationa@\hre and
organizational commitment. Therefore, organizational culture is a criti : to increase
workers’ motivation through the participation in HRD training progfam, thereby increasing
worker’s commitment. It was recommended that organizatiok%}ture as defined by better
communication among superiors and subordinates, trust, @appreciation of innovation from
superiors be sustained since it positively influenceS\workérs' commitment!!2.

A study was carried out to dete i@ extent to which organizational culture
influences school productivity of el%gy teachers in the city schools division of
Dasmarifias City Cavite, Depa me@)% Education. This study adopted descriptive research
design to determine the relationship between organizational culture and school productivity.
The results revealeq;@%ganizational culture has a significant relationship to school
productivity in ci)xgc ools division of Dasmarifias City Cavite. It was hoped that the results
would help teachers and administrators to find the relationship between organizational culture
and @%Vity of elementary teachers. This was done in a bid to enhancing the performance
of teachers and rationalizing the planning for activities intended for improving the
performance of teachers. It is further hoped that this paper would be an input towards
understanding the greater need of the City Schools Division in making policies, plans and
practices as a basis for policy formulation, program development and procedural

enhancement!!3,
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A paper examined the relationship between corporate culture and workers'
engagement among workers in public sector organizations of Ghana. A review of the relevant
literature indicates that corporate culture as a measure of workers' engagement especially in
the public sector of a developing country in Africa such as Ghana has been given limited
research efforts. To address this, the study adopted Handy’s cultural framework as limited
efforts have been geared toward investigating the effect each of Handy’s fou.r pillars of
culture on workers' engagement. The multiple regression technique was us%‘(g\test the
hypothesized relationships between the variables in the study. A samp o. %undred and
sixty-seven (267) workers was randomly drawn from selected p.ubl' egtor organizations in
Ghana. Findings from the study established that, attainment an&%ort cultures significantly
cause workers to be engaged in the public sector of @w whilst power culture had a
significant, but negative relationship with worke@ agement. The relationship between

role culture and workers' engagement was bt{@&ﬁcan‘a On the basis of the findings, it was
recommended that, in order for th sifeed workers in the Ghanaian public sector
organizations to be highly eng ge@nagement of such organizations should increase the
extent of attainment and su o.r\t cultures and minimize the extent of power culture while
paying only a little l@%o role culture''4,

A very cld&ely related work sought to establish the influence of organizational culture
on workers' engagement. The study was anchored on the structural theory of culture, Schein’s
theo@ organizational culture and cultural web theory. The study adopted a descriptive
research design where the target population included all the one thousand and twenty six
(1,026) workers of KCB head office in Nairobi. Stratified random sampling was used to
arrive at a sample of 20% based on the level of workers ranging from managerial, clerical and

operational level. The study relied on primary data which collected through a structured

questionnaire. The questionnaire was duplicated and administered through a drop and pick
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later method. Organizational culture was based on six main parameters ranging from
dominant characteristics, organizational leadership, and management of workers,
organization glue, strategic emphasis and criteria success. Workers' engagement was
measured in terms of vigor, dedication and absorption. Both descriptive and inferential
statistics were used to analyze the data collected quantitatively. Descriptive statistics such as
frequency, mean, standard deviation and percentages were used. The analyzed da.ta was then
presented in tables and figures. However, inferential statistics such as regressionq)%@}sis was
employed. The study showed that there is a strong positive . between
organizational culture and workers' engagement. The study ful:the sta\blished that market
culture is the most dominant at KCB head office. Hierarc@ulture is also dominant
though to a small extent. Adhocracy and clan culture ei@ a very small extent. This study
recommended on the basis of the findings that rn%'%ent of commercial banks in Kenya
should ensure that an entrepreneurial cultu @ illed among staff aimed at enabling them
stick out their necks to take risks whengyer opportunities present themselves. The leadership
of commercial banks should also @Gre upcoming talents and develop a staff retention
strategy aimed at ensuring &aly\e of worker abilities. Strategic emphasis should stress on
human growth, hig @nce, candidness and participation. Management should ensure
staff works Vigoréﬁé}y, are more dedicated and absorbed in their daily routine by making sure
right organizational culture is sustained. The study also suggested that a broad based study
covcommercial banks in Kenya be carried out in future!'>.

A study was intended to accurately examine the effects of the four dimensions of the
Denison organizational culture model on creativity. The Denison organizational culture
model and Randsip’s creativity questionnaire were used. The statistical population was all the
workers of the Tondar Department of IKCO and the sample size was three hundred and

eighty three (383) which consisted of workers from engineering, QA, logistics and production
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departments. Results of the study showed that there were direct, positive significant
relationships between creativity and the dimensions of the Denison organizational culture
model (involvement, adaptability, mission and consistency). Each organizational culture
dimension had a significant relationship with creativity. It was recommended that the four
cultural traits be emphasized and built upon in the organization'',

Scholars indicated that there is a direct influence of organizational .cu‘ltbufe on
organizational performance!'”. A study was carried out to investigate t%%act of
organizational culture on teacher learning in municipality school. 0. Qﬂple of one
hundred and forty eight (148) participants consisting of sixte.en 6).\principals and one
hundred and thirty two (132) teachers were selected from No@x municipality schools in
Thailand applying stratified random sampling. The stﬁd&mployed a quantitative method
survey design to collect data using questionnaire @Qstrument. The data was analysed by

using computer program to calculate mea \‘/@gercentage, standard deviation, correlation
Pearson, and Stepwise multiple r%sti&n analysis. The results showed that the
organizational culture and beh ViO@ teacher learning are at high level respectively. The
relationship between the &nizaﬁonal culture and the behaviour of teacher learning
indicated a positive n with a statistically significant at the level of 0.01. All the four
types of organizaforJa culture were significant predictors which contributed 71.30% variance
in teachers’ leathing. It was recommended that the kinship or clan organizational culture be
adonce it is the most significant predictor in improving teachers’ learning which would
invariably influence students' learning in the long run''3.

A research work was undertaken to investigate the relationship among school
organizational culture, teachers’ job satisfaction, and school effectiveness. It also explored

the mediating influence of teachers’ job satisfaction on school organizational culture and

school effectiveness. Participants of the study included on thousand, two hundred and ninety
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seven (1,297) teachers from six (6) lower secondary and upper secondary schools in Beijing,
China. Quantitative research methods were used for data collection, consisting of three
questionnaire-based surveys to measure, separately, school organizational culture, school
effectiveness, and job satisfaction from the teachers’ perspective. The results revealed
positive significant relationships among school organizational culture, teachers’ job
satisfaction, and school effectiveness and that teachers’ job satisfaction partially rr}ediated the
influence of school organizational culture on school effectiveness. In light of t‘r%%}sults, it
was recommended that attention should be given to organizational cuu@ﬂ% schools in
the study area'!” . 6.\

A similar paper was done to effectively determine t@ﬂuence of organizational
culture on the performance of workers. The study was é&{)ut on non-lecturer workers at
the University of MercuBuana with a population%'%ted to one hundred and forty eight
(148) people. Sixty participants were cho é%@%mples, determined through proportional
random sampling. The analytical tool as SPSS version 22. The results show that that
there is a significant influence in partigl engagement and mission on the performance of non-
lecturer workers. On the cont ary\x,v)vo variables, consistency and adaptability, partially do not
have significant in r@%t e performance of workers at the University of MercuBuana.
Simultaneous tesﬁ@ on variables, namely, involvement, consistency and adaptability, has
signiﬁcant%nce on the worker’s performance. The results of the study indicated that
cons@y and adaptability do not have any influence on the workers’ work performance in
the context of higher education institution'?°,

The above studies still differ from this present study in four areas which include -

population, sector, study area and variables.

2.3.2 Working Conditions and Teachers' Performance

62



A research work established the Zimbabwean urban teachers’ working conditions,
which affected their performance and proffered remedies.The research observed that schools
with favourable working conditions attracted, developed and retained highly qualified,
experienced and effective teachers. The opposite resulted in low productivity, high turnover,
absenteeism, moonlighting, job hopping and attrition.A qualitative approach informed by a
constructivist grounded theory was used. Sixteen experienced teachers and fouf education
managers had their lived experiences on the phenomenon under investigation il@'g\)gated as
experienced in Bulawayo Metropolitan Province (BMP).The findin . d that the
improvement of the teachers’ working conditions enhanced Eheig%eugormance. Teachers
bemoaned the low remunerations that could not meet their ba&%}ysiological needs, which
were fundamental in enhancing their performance. Thg@so claimed that the teacher to
learner ratio and curriculum demands overwor m amid the scarcity of resources.
Sponsored career training/development op r@gs were not available’!.

A similar research work was do @tabhsh the influence of the working conditions
of support staff on their work pe ance in public secondary schools in Rarieda Sub-
County. The specific objecti ;f?the study were to: examine the working conditions of
support staff; estab Q@Q’ﬂuence of the work conditions on performance of support staff;
determine challe es faced by support staff in their duties and ascertain how support staff
copes with‘%enges faced. A conceptual frame work was used to guide the study. The

onﬁ@gframe work proposes that if work conditions are favourable then work
performance improves. The study population consisted of one hundred and eighty (180)
support staff, thirty four (34) head teachers and thirty four (34) BOM chairpersons from thirty
four (34) secondary schools. Saturated sampling technique was used to select thirty one (31)

head teachers and thirty one (31) BOM chairpersons. Saturated sampling technique used to

select one hundred and fifty (150) support staff. The instruments of data collection were
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questionnaires and interview schedules. The questionnaires were administered to the head
teachers and support staff while the interviews were conducted to the support staff and Board
of Management chairpersons. Content validity of the instruments was ascertained by experts
from the School of Education, JaramogiOginga Odinga University of Science and
Technology. A pilot study was carried out in three (3) schools which were not part of the
main study to establish the reliability of the instruments by using the outcome to remove the
ambiguities, inconsistencies and weaknesses noted. Q‘S\
Quantitative data from closed-ended questionnaire were analy, .ﬁS@descriptive
statistics such as frequency counts, percentages and means. Qual.it%& d@sta from open-ended
sections of the questionnaires and interviews were analyzed @ganizing the content into
themes and sub themes as they emerged, then talli’e@] presented through verbatim
reporting. The study revealed that conditions of wﬁ@?uence work performance of support
staff. The study also found that support &@3 Rarieda Sub-County work under poor
conditions. They experienced challen%igch as inadequate working tools, low salary,
inadequate housing and are ov rw@s% In coping with the challenges faced, support staff
carried tools from home, egagi in small scale businesses and odd jobs, commuted from
their homes and ot @&are unable to cope persevered. The study recommended on the
basis of the ﬁnc}@s that: Ministry of Education should improve support staff working
conditionsi%king up full payment of support staff salaries, increasing support staff salaries,
putti@meuses for support staff, recruiting more support staff and increasing funds to
enable schools acquire enough working tools. The study may be useful to the policy makers
in realizing the degree to which work conditions influence performance of support staff; head
teachers to discover successful strategies of improving work conditions of support staff; and

in providing baseline information for further research in conditions of work of support staff!?!.

64



A synonymous research work was done to ascertain the influence of working
conditions and salary on teachers’ productivity in government owned secondary schools in
Emure Local Government Area of Ekiti State, Nigeria. The descriptive research of the survey
type was employed for the research work. The population for this research work was seven
government-owned secondary schools while the sample was four government-owned
secondary schools. The research work found out the relationship between working conditions
and teachers’ productivity; salary and teachers’ productivity in govemment ow ondary
schools in Emure Local Government Area of Ekiti State, Nigeria. Valid ents titled:
"Working Conditions and Salary Questionnaire" (WCSQ) and ' ea\c ers’ Productivity
Questionnaire" (TPQ) were used to collect data from samp@mghty (80) participants.
Simple random sampling technique was used to se'l@%))ur secondary schools while,
proportional sampling technique was used to sele‘@% (80) teachers. The research work
revealed that there is a significant relatio %@tween working conditions and teachers’
productivity; salary and teachers’ pro Q‘#{y The research work therefore showed that
working conditions and salary has ence on teachers’ productivity. It was recommended
that the working conditions &érs be improved inorder to increase their productivity!??,

Similarly, a C@&work was done to ascertain the relationship between working
conditions and teﬁé{;ers attrition in secondary schools in the Southwest Region of Cameroon.
The cross%nal survey research design was used for this study, adopting both the
quae and qualitative research approaches. The population of the study was made up of
all the secondary school teachers in the Southwest Region. The sample population was made
up of three hundred and seventy (370) teachers. The simple random sampling technique was
used. Questionnaire and an interview guide were used as instruments for data collection. The

statistical tools for analysis were percentages, mean scores, standard deviations and the

Pearson Product Moment Correlation Coefficient (PPMCC). The findings showed that, low
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salary, poor working environment, lack of job satisfaction and bad principal leadership style
contributed greatly to teachers' attrition. The study found out that in some cases, only one of
these factors causes the attrition while in many cases, a number of factors collectively compel
teachers to leave their jobs and these factors give the impression that the teaching profession
is not respected as other professions in the study area. It was recommended that all hands
must be on deck to ensure that teachers are given good working conditions'?3.

A similar study examined the impact of working conditions on @}r s job
satisfaction and performance in the private primary schools in Yei t ~Sp Sudan. A
survey research design was employed in private schools in .Ye' own, South Sudan to
establish how working conditions affect job satisfaction of@ers and performance in
private primary schools. Simple random sampling t@mue was used to select the
participants from ten private schools. The partlcl@ us included ten (10) head teachers
and hundred (100) teachers which gave Q@ one hundred and ten (110) participants.

Questionnaires were used for data co Data collected was analysed by the use of
Statistical Package for Social S 1@&PSS) version 12.0 was and presented in frequencies
and percentages and a regreﬁn nalysis performed to establish the relationships among the

variables. The studtg@e

school facilities 1éd to teachers’ dissatisfaction with their job!?4,

that the poor working conditions especially inadequacy of

A s‘t%was done to examine welfare management practices (working conditions)
thatteachers’ performance. The study was guided by two research hypotheses.
Descriptive survey design was adopted and the major instrument used in collecting data for
the study was a questionnaire. A sample size of one hundred and sixty-five (165) teaching
staff from the target population was selected using simple random technique. Analysis of the
responses revealed a statistical significant and positive influence of working condition on

teachers’ performance. It was recommended that school managements and the Ghana
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Education Service (GES) should ensure teachers enjoy family friendly policies, efficient and
effective working conditions, and good and timely payments of fringe benefits'?>.

An identical work was carried out to investigate the conditions of service as correlate
of teachers’ performance in primary schools in Onitsha South Local Government Area of
Anambra State, Nigeria. The study was guided by four research questions and one hypothesis.
The study adopted survey research design. The area of study was Onitsha S.outh Local
Government Area, Anambra State. The population of study consisted of all %’@fhb;f (40)
Head Teachers and three hundred and nine (309) teachers in forty (40) . %ools found
in Onitsha South Local Government Area, Anambra State. Th.e %o\ p,g)pulation was three
hundred and forty nine (349). The sample size of the study c@d of the forty (40) Head
Masters and one hundred and eighty (180) teachers Ta@%y selected through stratified
simple random sampling method from the total p‘@%ﬂ of three hundred and forty nine
(349). The total size for the study was two 1{{%% and twenty (220). The researcher used a
self-developed instrument for colle%g e data for 20-item questionnaires titled:
“Conditions of Service as orr@ of Teachers' performance in Primary Schools”
(CSCTPPS). The data colle§1 .\\?VGI'G analyzed with descriptive and inferential statistics. The
findings of the stu Q%d that salary and promotion as conditions of services do not
correlate with te&é&grs performance in primary schools in Onitsha South local government
area of Ana state, Nigeria. The study concluded that higher salary and promotion of
teacl@m primary schools can satisfy them but may not improve pupils’ academic
attainment nor exert teachers to put more efforts in return to compensation for higher salaries.
Also, regular increase of primary school teachers’ salaries may not worth the investment they
make on the children. The study, therefore recommended among others that teachers should
be motivated inwardly to teach and improve their performance not only waiting to be driven

by external forces such as salary, promotion, housing provision and as well as medical care.
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This would better improve the teachers’ performance and pupils’ academic performance in
primary schools, especially in the study area and Nigeria in general. Also, government of
Nigeria and Anambra State should encourage teachers in primary schools through adequate
conditions of service in order to upgrade their educational system and output!26.

A related study was undertaken to ascertain the relationship between working
conditions and teachers' turnover intentions in public secondary schools in Me.ru (g)unty,
Kenya. The study used a descriptive survey design with both quantitative a%@}élitaﬁve

research approaches in data collection and analysis. A total of five hund%ﬁ@venty (520)

and three (503)

N

participants were involved in the study which included ﬁv? h%rq
secondary school teachers, fifteen (15) principals and two K@fﬁng officers. Teachers'
working conditions were examined to determine their T@mship with turnover intentions.
Data obtained from teachers questionnaires were analyzéd quantitatively using SPSS version
21. Hypotheses were tested using Pearso @S moment correlation coefficient and chi-
square goodness of fit at 0.05 level of s@ ance. The result of product moment correlation
analysis indicated that the indepe variable (working conditions) have a negative and
inverse relationship with t&%ﬁendem variable (turnover intention of teachers). These
results were agreed 't@results of Chi-square analysis which also showed a significant
relationship betwé@i working conditions and turnover intentions of secondary school teachers
in Meru C‘c%. The results therefore established that teachers' motivation in secondary
scho@q/leru County is low due to poor working conditions and the educational system
appears to be staffed with teachers, with poor morale and low levels of commitment to their
jobs leading to high turnover intentions. On the basis of the findings, it was recommended

that the various Boards of Management and other educational stakeholders at the national and

county government levels consider issues of teachers' working conditions as an essential
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element in motivating and reducing turnover intentions hence increase retention in the
teaching service!?’.

Another similar research work was done to ascertain the influence of working
conditions on teachers’ attitude. Philosophically, the study was guided by post-positivist
paradigm utilizing the survey research design. The data were collected from the teachers of
community schools of the Kathmandu District using the questionnaire titled: "My.Classroom
Appraisal Protocol (MCAP)". The collected data were analyzed using both dq%{v'})ﬁve and
inferential statistics like mean, standard deviation, independent sam e.ﬁﬁand simple
linear regression. Then, the derived findings were then interpret.ecl\ n}easured against the
past studies and theories. This study found a significant di@e in the attitude of the
teachers who had satisfactory and unsatisfactory buildiﬁ@%ﬁtions. Additionally, the study
showed a moderate association between working c‘@%s and teachers’ attitude. The study
concluded that the building condition of s @gys a crucial role in shaping the teachers’
attitude. Finally, the study showed tha%'e is a positive relationship between the working
conditions and teachers’ attitude. It%(brecommended that working conditions of teachers be
made better so as to positive&q\ﬂuence their attitude to work!%3.

A study identic %he above research work investigated the relationship between
conditions of ser\%e and teachers’ performance in senior secondary schools in Adamawa
State”. Onﬁ%thesis guided the study. The study adopted descriptive research design. The
area@a study was Adamawa state, the population was three hundred and thirty seven (337)
principals and five thousand, one hundred and twenty eight (5,128) teachers. A stratified
simple random sampling technique was used to select two education zones out of five and a
sample of one hundred and sixty six (166) principals and one hundred and sixty six (166)
teachers was determined using Sloving’s formulae. The instruments used for data collection

consisted of two questionnaires titled: Conditions of Service for Teachers’ Determination
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Questionnaire (CSTDQ) and Teachers’ Performance Questionnaire (TPQ). The instruments
were validated by 3 experts and reliability coefficients were 0.94 and 0.92 respectively using
Cronbach’s Alpha Method. The data was collected personally and with the help of four
research assistants within a period of 4 weeks. The data was analysed using Pearson Product
Moment Correlation Coefficient (PPMCC). Findings indicated that there is a significant
relationship between conditions of service and teachers’ performance in senior. secondary
schools in Adamawa State. It was recommended among others that the gm@}ent and
educational stakeholders should try as much as possible to pay teach ’.§$@s promptly,
promote them as and when due, give them surprise packages 2.1nd nd\ them on in-service
training programmes'?’. &%'\

Another similar research work was implemented @%‘e’rtain the association of work-
related variables, namely; staff development, @% conditions and motivation with
institutional commitment of teachers in se \@%Chools in Cross River State, Nigeria. The
components of institutional commitme%) dered in the study were - affective commitment,
continuance commitment and on@é commitment. Four hypotheses were formulated to
guide the study. The stud a&tﬁd a correlation research design and stratified random
sampling technique Q&to select four hundred (400) teachers that constituted the sample
of the study froﬁ\sl population of nine thousand, seven hundred and sixty four (9,764)
teachers. The_ifistrument for data collection was a 5-point Likert type questionnaire and
cons@ochirty three (33) items. The data collected were analyzed using Pearson’s Product
Moment Correlation (PPMC) and multiple regression statistics. The results of the study
revealed a significant positive correlation between staff development and affective
commitment, continuance commitment and normative commitment. Similarly, motivation
was significantly related to affective commitment, continuance commitment and normative

commitment. There was no significant relationship between working conditions and each
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component of institutional commitment of teachers. This finding indicated that working
condition was not associated with teachers’ commitment in secondary schools. Staff
development, working conditions and motivation jointly and significantly predicted
institutional commitment of teachers with motivation being the most potent contributor to the
prediction. Based on the findings of the study, it was recommended among others that the
government should greatly improve the working conditions of teachers in a bid to enhancing
their commitment!*°, Q‘S\

Another synonymous study was done to ascertain the influence \ \8@ conditions
on teacher job satisfaction among the Special Needs Educator§ in,égqgial Schools for the
Learners with hearing impairment in Kakamega County Kenyq&@;}study employed the Two
Factor Theory of Herzberg. The study adopted multipl@e study design. The study was
carried out in Special Primary Schools for the HI i@ mega County. The target population
was fifty nine (59) participants, which co ‘@f four (4) head teachers, four (4) deputy
head teachers, forty seven (47) classm@'nﬂachers and 3 curriculum support officers for
special needs drawn from each of @ub-counties where the special schools for the HI is
located. The sample size V&S % total of fifty eight (58) participants. Saturated sampling
technique was used @rw schedules, Focus Group Discussions and document analysis
were used for dat coq;::tion. The study adopted thematic analysis to generate the findings of
the study.@}r of the Special Needs Educators were not satisfied with the working
conat the schools had. The workload for the Special Needs Educators in some
schools was unattainable. Some schools had teachers taking as many as forty six (46) lessons
per week 3!,

The aim of another related study was to determine the relationship between the
physical conditions of school buildings and teachers' organizational commitment in public

primary schools. The research population consisted of two thousand, four hundred and fifty
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(2,450) teachers from ninety two (92) primary schools in the central district of
Diyarbakir/Turkey in the academic year of 2017-2018. The data collection instrument
(questionnaire) was used to collect data from a sample of five hundred and thirty four (534)
teachers from twenty seven (27) schools. “School Buildings Scale" and “Organizational
Commitment Scale" were used as questionnaires in the study. Results revealed a moderate
and positive relationship between school building scale and organizational commit.m%rg scale.
This shows that, as physical conditions of school buildings improve, the @aﬁonal
commitment of the teacher increased!2. : \QO

The above studies also still differ from this present study .in ‘f\ areas which include -
population, sector, study area, variables and their indices. L&%} study, three indices of
working conditions are considered - school physica'l@%ﬁies, teachers' workload and

remuneration. The influence of these three indiges working conditions on teachers'

performance would be examined under th@%@% sub-headings below:

2.3.2.1 School Physical Facilities an@chers' Performance

A research work examﬂh%%chers’ satisfaction with physical working environment
as an imperative for effe Service delivery in secondary schools in Akwa Ibom State,
Nigeria. Descriptiv{s&e research design was utilized in conducting the study. One
research qu i@'ﬂd one hypothesis were evolved for the study. A sample size of five
hundred &%ty three (533) participants, derived from a population of five thousand, three
hunc@and thirty nine (5,339) teachers were involved in the study. Two researcher-
developed instruments titled “Physical Working Environment Assessment Questionnaire
(PWEAQ)” and “Teachers’ Service Delivery Questionnaire (TSDQ)” duly validated by
experts in Educational Administration and Planning with reliability index of 0.88 and 0.85
respectively were employed to elicit relevant data for the study. Data gathered were analyzed

using descriptive statistic (frequency counts, simple percentages) and inferential statistic
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(Pearson Product Moment Correlation Analysis). The hypothesis was tested at 0.05 level of
precision. Findings indicated that majority of the teachers were not satisfied with eleven (11)
out of fourteen (14) aspects of their schools’ physical working environment. The facilities
were library books, office accommodation, office chairs and tables, teaching aids, shelves for
book storage, office space, toilet facilities, electrical facilities, classroom space, science
laboratories and computer facilities. The findings also showed a strong relationsllip between
school physical environment and teachers’ service delivery. It was recommende%;}m basis
of the findings that adequate facilities such as laboratories, library boo t. \?‘@\d chairs be
made available for teachers' use in a bid to enhance their service Eleli 333.

A closely related study was designed to answer the fo@[g research questions: To
what extent are job attitudes of teachers influenced by'@onditions of school facilities in
Arkansas? What are the perceptions of teachersﬁ@ rds to the conditions of the school
buildings? And is there a difference betwe @es of teachers in “newer” facilities versus
“older” facilities? The overall purpose %'I;C‘gtudy was to determine if there was a significant
relationship between age of the ol building and the attitudes of the teacher. The
instruments used in the research work were "Commonwealth Assessment of Physical
Environment (CAPE)! %y Classroom Assessment Protocol (MCAP)". The schools in
this study were CKQgen to have a contrast between older and newer facilities. Data from the
CAPE was used'to determine the physical condition of the school buildings while the MCAP
wasas an attitudinal assessment for classroom teachers. Data from the superintendents
on the CAPE showed that the newer building was looked at more positively while the results
of the MCAP showed a more positive result of the attitudes of the teachers in the older
facility. These findings concluded that age of facilities did not have a significant impact on

teachers job attitudes. However, it was recommended that school facilities be improved as it

might improve teachers' attitude!.
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An identical research work was implemented to determine the influence of physical
facilities on female principals' job satisfaction in Siaya County. Descriptive and correlation
design was used for the study. Intact sampling was used to sample fifty five (55) female
principals for the study. Questionnaires and interviews were used as instruments for data
collection. The Findings showed low female principals' job satisfaction; inadequate physical
facilities and moderate negative correlation between physical facilities and job §atisfaction.
The results also showed that physical facilities accounted for 25.8% change in j%‘g&faction
and had a negative significant influence on job satisfaction. Thes : imply that
physical facilities are very significant and therefore as physica:{%:ﬂities become more
inadequate, female principals become more dissatisfied with thKﬁ%\is” .

Another related work was conducted to assess'@x ent to which school physical
facilities influences teacher satisfaction in publ%%ary schools in Elgeyo Marakwet

County, Kenya. The two-factor theory é‘iﬁ%e study. The theory was based on the

assumption that dissatisfaction leadin%c') oidance of work and satisfaction leading to
attract one to work do not pr%@ point of a single continuum. A descriptive survey
research design was adopted for .ghe study. A survey was deemed appropriated because of the
nature of the study }@%as mainly quantitative and thus, an emphasis was put on the
description of the‘geisponses and the later generation of the results. Elgeyo Marakwet County
was chosen for this study owing to the high stress levels due to workload and other indicators
of di@gaction experienced by school teachers. The county has three hundred and forty five
(345) public primary schools with a population of three thousand, seven hundred and seventy
one (3,771) public primary school teachers. The study adopted stratified, purposive and
simple random samplings to select participants. A total of one hundred and forty (140)

participants where thirty eight (38) were males and one hundred and two (102) being females)

from Keiyo North Sub-County having a total population of one thousand, two hundred and
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ninety five (1,295) primary school teachers — two hundred and twenty one (221) males and
one thousand and seventy four (1,074) females were sampled from eleven (11) schools with
eleven (11) teachers per school to give one hundred and twenty one (121) teachers — twenty
four (24) males and ninety seven (97) females, eleven (11) head teachers — eight (8) males
and three (3) females), seven (7) Curriculum Support Officers — five (5) males and two (2)
females) and one (1) male Sub-County Director. The study adopted a trian.gulation of
sampling techniques including stratified sampling for selecting the f@){\éubjects
proportionally from the various strata, proportionate to ensure that mi 0. i e properly
represented in the study and purposive sampling to accomplish. ex is\e knowledge of the
researcher. The sampled strata included teachers, Curriculurq,@ort Officers (CSOs) and
Assistant County Directors. Both questionnaire and inf&@w schedule was used to collect
information from a sample size of one hundred aﬂt@% (140) participants, including thirty
eight (38) males and one hundred and twg" emales, whereby one hundred and three
(123) were teachers fifteen (15) we iculum Support Officers and two (2) were
Assistant County Directors. Data @rsis for quantitative data was both descriptive and
inferential where multiple g;o)ns was used. As a result, the study sought to review and
gave actual facts usi Q% descriptive and inferential analysis on how school physical
facilities influenc gﬁer satisfaction in public primary schools in Elgeyo Marakwet County.
The study ‘r%‘l% that unconducive working facilities, inadequate facilities such as desks,
shel@u@ classrooms were the major physical facilities issues that influenced teachers'
satisfaction. Finally, lack of proper demarcation of space, poor arrangement of books as well
as inadequate space for teacher’s movement in class was revealed to be the major issues
under the arrangement of the workspace that could influence teacher satisfaction. It was

recommended on the basis of the findings that there is need for school management to ensure
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that school physical facilities are conducive for teachers to enhance their motivation and
satisfaction level'°,

A research was carried out to investigate teachers’ challenge of physical facilities on
curriculum implementation in day secondary schools in Hamisi Sub-County, Kenya. The
study adopted descriptive research design and the systems theory to guide the study. The
study had a sample size of twelve (12) principals and one hundred and eight (IQS) ctg:chers
selected through stratified random sampling and simple random sampling tet%'g}es. The
instruments used to collect data were questionnaire, interview and ob .*:gQuides. The
instruments were validated using content and face validity. Tegt-rg%t,{echnique enhanced
instruments reliability. Descriptive data was analysed in fon&%\frequencies, percentages,
mean and standard deviation and presented in pie chart§ @ta les. Inferential statistics such
as t-test was used to test relationship of variables @Qevel of significance. The qualitative
data was analysed in form of narratives an é@ form. The findings established that most
teachers in day secondary schools in& iS1 Sub County had a challenge of inadequate
physical facilities that limited ffe@(bcurriculum implementation. It was recommended on
the basis of the findings th t})govemment should provide adequate physical facilities
aimed at improving efficiency during teaching and learning process'?’.

A synon )Q

physical fac influence the internal efficiency of day secondary schools in Bureti Sub-

related work sought to investigate the extent to which provision of

Cou@@e specific objective of the study was to; determine the influence of provision of
physical facilities on the internal efficiency of day secondary schools in Bureti Sub-County.
The study adopted Classical Liberal Theory of equal opportunity by Bannister and used
descriptive survey research design. From twenty eight (28) day secondary schools in Bureti
Sub-County, three (3) schools, being 10% of the entire population, were used during pilot

study and thus the target population consisted of twenty five (25) principals, twenty five (25)
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deputy principals and two hundred and forty nine (249) teachers. A total sample of one
hundred and ninety four (194) participants were selected using purposive sampling technique
for twenty four (24) principals and twenty four (24) deputy principals while one hundred and
forty six (146) teachers were selected using simple random techniques. Data collection was
done using questionnaires on teachers and interview schedules on principals and deputy head
teachers. The tools were adequately validated using expert judgment and piloted to establish
the reliability where Cronbach coefficient alpha was determined and found a relj \ndex of
0.70. Quantitative data was analyzed using Statistical Package for S a. ‘Sg@ces (SPSS)
version 23.0 to find the means, percentages and standards deviat.ion chresented on tables,
charts and graphs while qualitative data were analyzed themati@'\.The study found out that
science laboratories have required resources in their sch@ ost of the schools did suffer
congestion in classrooms since majority of th@l ipants disagreed that there is no
congestion in class due to enough classrc® study recommended on the basis of the
findings that new classes should be bu%? duce congestion in schools. It was noticed that
most classes used by day schools Qg@ureti Sub-County were formerly being used by the
A

to be expanded to reduce the congestion in class!3.

primary schools and therefore n

A related re @@( investigated the influence of school facilities on teachers'
effectiveness inQ eral College of Education, Zaria. A research work was carried out to; 1)
determine %ﬁﬂuence of classrooms in terms of size and conduciveness on teachers'
effeess; 2) ascertain the influence of library materials in terms of quantity and
appropriateness on teachers' effectiveness and 3) ascertain the influence of laboratories in
terms of equipment on teachers' effectiveness. Descriptive survey research design was used
for the study. The population consisted of the entire teachers of Federal College of Education,
Zaria — eight hundred and thirty eight (838). Stratified random sampling technique was used

to draw a sample size of two hundred and sixty eight (268) from the population. A
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questionnaire was used for data collection. The questionnaire was validated and also found to
be reliable using Cronbach's Alpha. Hypotheses were formulated and tested at 0.05 level of
significance. Data were analyzed using Pearson Product Moment Correlation Coefficient
(PPMCC). The results of the findings showed a high positive relationship between classroom
size and teachers' effectiveness; moderate positive relationship between library materials and
teachers' effectiveness and strong relationship between laboratory equipments ar.ld teachers'
effectiveness. It was recommended on the basis of the findings that: The mana%&}[‘[ of the
college should provide and improve good classroom size so that it is ¢ .ﬁgor teaching
and learning in the college to strengthen the efforts of teachers .in ougling more punctual,
committed and deliver their lessons to learners effectively’,&@ary materials should be
available, adequate and accessible to teachers/students ih@college in a bid to improve their
commitment and consultations of various instru@%aterials that enhance teaching and

learning more effective in colleges of e(@nd College Management should provide

adequate laboratory equipments that%' ring about good performance and teachers'
effectiveness in the college!’. Q()b
The above related %mcal studies reveal scarcity of both indigenous and non-

indigenous studies @

hence the 1dent1f%{$ap that this study intends to fill.

2.3.2.2 Workload and Teachers' Performance

uence of school physical facilities on teachers' performance

A research work was done to examine teachers’ perception on workload and
performance, the factors that influenced teachers’ performance, and how to improve the
performance as well. It was carried out to the homeroom teachers at Primary Global Islamic

School 2 Serpong. Further, this study used a qualitative method with a case study as the
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design. The data was derived from observation, questionnaire, interview, and documentation.
From the observation, it was found that the teachers had two kinds of workload; academic
and non-academic workload. Moreover, from the interview result with several teachers, it
was found that the teachers perceived workload as the duties that had to be done by them.
Additionally, the teachers were difficult to have work-life balance. They said that work-life
balance was important but it was not easy to attain. Bad work-life balance cause.d stress on
teachers. Next, they perceived performance as their ability that they give to @tion or
organization to finish their work or duty. : \

Moreover, based on the questionnaire result, it was founc.i th some factors influence
the teachers’ performance; environment, motivation, workloak@bol facilities, salary, etc.
There were 36% of teachers who said the environmeﬂ@s an important factor for them.
Then, 15% of the teachers said that their motiv@% an impact on their performance.
Meanwhile, 17% of the teachers mentione @fd, 15% of the teachers mentioned school
facilities, 12% of the teachers mentioned, salaty, and 5% mentioned other factors such as had
time for enough sleep or rest a the@érs that influenced their performance. Moreover, this
study found several ways to 4 Q{ ve the teachers’ performance as well. 41% of the teachers
chose to discuss wi @%ds, 33% of the teachers admitted their performance can be
improved by j oin)&%training, seminar, workshop, 14% of the teachers mentioned supervision,
7% chose readiftg book and the rest had another opinion to improve their performance such
as brving other classes and joining online seminar or webinar. From this study, it can
be concluded that a better level of teachers’ job satisfaction, workload management, work-life
balance, reward, environment, and lower level of teachers’ job stress, the teachers’
performance will improve?®.

The purpose of a study was to determine the effects of teaching workload on teachers’

performance in public secondary schools in Kitui County. The study employed mixed
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methods approach and descriptive survey research design to reveal and measure the opinion
of teachers. The study targeted four hundred (400) public secondary schools and two
thousand, four hundred and seventeen (2,417) teachers from Kitui County. Purposive and
random sampling was used to select forty (40) principals and four hundred and eighty eight
(488) teachers. Fractional method was used to sample forty (40) teachers from the four
hundred (400) public secondary schools. Twenty percent (20%) of two th01.1sand, four
hundred and seventeen (2,417) teachers were randomly selected from each su%%}[ty. The
sample size for the study was therefore calculated using hypergeo .Nfg lae where
seventy six (76) principals and three hundred and fifty two (.352 ea.ghers were selected
giving a total of four hundred and twenty eight (428) respond&%\)ata was collected using
Questionnaires for teachers, interview schedules for® @mpals and document analysis.
Validity of the instrument was achieved by readin@%search works, books and journals.
Split half reliability was used to test t ‘c,@questionnaire and principal’s checklist.
Research instruments were appraised t%l'l a pilot study on twenty five (25) teachers and
five (5) principals from K ula@%b-county. Data was analysed qualitatively and
quantitatively using Pearson correlation moment to test the questionnaire, Analysis of
variance (ANOVA) @ftiple regressions. Descriptive statistics and inferential statistics
were used. DescKQtive statistics aided by statistical package for social sciences (SPSS)
version 21@used. Quantitative data was presented in percentages, t-test, frequencies and
tabl@lge qualitative data was organized into thematic categories according to the
objectives of the study. The study established that there is statistical significant relationship
between teaching workload and teachers’ performance!.

A closely identical research work ascertained the extent to which components of
workload management predict performance of university lecturers in Rivers State, Nigeria.

Correlational research design was adopted for the study. A sample of six hundred (600)
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university lecturers was selected for the study through purposive sampling technique. Two
instruments namely “Workload Management Strategies Questionnaire” (WMCSQ) and
“Lecturers’ Performance Scale” (LJPS) were used for data collection. The content and face
validities of the instruments were established. Reliabilities of WMSQ and LJPS were
determined through Cronbach alpha and test-retest methods respectively. Overall reliability
coefficients of 0.72 and 0.70 were obtained for WMCSQ and LIJPS respectiv.ely. Mean,
standard deviation, multiple regression, and ANOVA associated with multip]%';g}fessions
were used for data analysis at .05 level of significance. Results obtain .\?)ﬂ)thers were
that: Teaching a large class, supervising more than five learne.rs’ %Q@ dissertations, and
projects in a semester, handling more than five courses in a@ster constitute workload
among university lecturers; components of workload 'r@gement (distancing, avoidance,
social support and emotion focused) jointly contr@?performance of university lecturers

by 28.4% as indicated by the coefficient o&;w@yation. Based on the findings of the study,

recommendations were made amon@v ich is that; government should ensure that

universities in Nigeria are ade&at)%%affed to reduce the level of workload on university
lecturers'#!, N

The study ai c@%estigated the relationship between job demands, workloads and
job satisfaction aKQng teachers in public secondary schools in Kaduna metropolis, Nigeria.
Speciﬁcallgl%study had three objectives which consisted of three research questions and
thre@gypotheses. Descriptive survey research design was employed for the study. The
population was made up of three hundred and seven (307) teachers in public secondary
schools in Kaduna Metropolis, Nigeria. The sample size of the study stood at one hundred
and fifty four (154) teachers drawn from one hundred and thirty one (131) public secondary

schools in the nine educational zones in the state. The instruments titled: Job Demand,

Workload and Job Satisfaction Questionnaire (JDWIJS) developed by the researcher was
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employed to collect data from participants. Four experts validated the instrument.
Questionnaire was employed for data collection. Data collected were analyzed using
descriptive statistics of mean and standard deviation to answer the two research questions. In
the rest of hypotheses, inferential statistics such as Pearson Product Moment Correlation was
employed at 0.05 level of precision. Results revealed that a significant relationship exist
between job demand, workload and job satisfaction of teachers in public secondar;: schools in
Kaduna Metropolis, Nigeria. By implication, since stress is the most hin@i«:& factor
affecting the job contentment and commitment of teachers, it was the .%cluded that
expectations from teachers in terms of delivery of quality teagh‘i\gq;%ality products, and
quality outcomes may be hard due to the high level of st&@hd reduced level of job
satisfaction. It was recommended based on the ﬁnding&@he study that: State Ministry of
Education and principals should provide we@%ﬂities and rewards to motivate
hardworking teachers more especially tho ‘)@Tuch workload; Educational management
should provide and encourage activitie%'ni‘gveloping professional identity for teachers and

among teachers'4?,

Ministry of Education should %@(‘:ertain policies or standards for stress management
°

A related re r@%s undertaken to test the relationship between job workload and
academic perforr?%lce among University Academic Staff in Malaysia. The research also
attempts t@ss and then seek empirical evidence to the two mediational paths (namely,
care@mmitment and job satisfaction) that explain the focal relationship between job
workload and academic performance. The study used cross-sectional data collected from
academic staff serving in Malaysian Research Universities (MRUSs) to test the three proposed
hypotheses. The final sample of one hundred and ninety one (191) valid and complete

responses was analysed using SMART-PLS-SEM to test the hypotheses. Results showed that

workload is negatively related to academic staff performance. In addition, job satisfaction
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mediates workload and academic staff performance linkage. These findings reinforced the
importance of job satisfaction as an influencing factor against the deleterious influence of job
workload and academic staff performance. The study therefore revealed that in contrary to
expectations, career commitment does not mediate the relationship between job workload and
academic staff performance. This study thus provides new insights about the influence of job
workload on the performance of university academic staff through intervening Vari.ablesm.

Another research work investigated the relationship between job é‘}}[ty and
workload factors influencing teachers' job satisfaction. This paper ha . ART-PLS-
SEM to ascertain the data using quantitative research technique.s. sgudy was conducted
among two hundred and sixty six (266) teachers. Teachers’ j@ﬁsfaction was determined
by two separate measures namely: - teachers' job securi’t@ workload influencing teachers'
job satisfaction. This study was done as a resul@ the teachers in higher education
institutions were facing regarding their jo §f\&$¥ and workload. The outcome exposed an
important relationship among teachers*&b' Curity, workload, and teachers’ job satisfaction.
The research added value to km@‘ge by making universities, institutes and colleges
administration to know the u%es of teachers’ discomfort regarding their job security and
workload. Convers ,Q& also important for the administration in these institutes to
understand well ‘[Q needs and demands of their teachers and what factors will contribute to
their satisf@“.

Quonymously, a work was done to ascertain the level of perceived workload of
university professors and to evaluate related psychosocial risks, such as addiction to work,
psychological distress, and work—life conflicts. A total of two hundred and fifty two (252)
professors from ten (10) different universities across Europe participated in the research.
Participants completed the University’s Work Environment Survey, the Dutch Workaholism

Scale, and The General Health Questionnaire. The results showed that workload, when linked
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to bureaucratic university practices, is a predisposing factor to a negative perception of work-
related well-being among university professors!®.

A similar work was undertaken to determine the influence of workload on the job
satisfaction of the teachers of State University of Malang and as a cause of job stress.
Proportionate stratified random sampling method was employed. The research was based on
a sample size of one hundred and seventy six (176) people. The result showed thE.lt workload
does not have a significant influence on the job stress of teachers. Howeveré';\ré was a
negative significant influence of workload on teachers' job satisfacti .. was also a
negative significant influence of job stress on job satisfaction.. {o\ tiess did not mediate
between workload and job satisfaction'4®, &%'\

Another closely identical work was done to exaimihe\the perceived influence of work
overload on academic staff performance in univ .tiQIIl Rivers State, Nigeria. The study

was guided by three research objectives fﬁ@% three research questions were posed and

three hypotheses formulated. The stud ed a descriptive survey research design with a

population of three hundred a tk@even (337) lecturers — one hundred and eighty nine
(189) males and one hundreg\ﬁro)rty eight (148) females from the Faculties of Education in
the three public upi e@% in Rivers State (University of Port Harcourt, Rivers State
University and I&%ius Ajuru University of Education). The entire population was employed
for the stu nce the census sampling technique was adopted. The instrument for data
coll was a structured questionnaire titled “Influence of Work Overload on Academic
Staff Performance Questionnaire”. The instrument was validated by experts in the
Departments of Educational Management and Measurement and Evaluation. The internal
consistency of the instrument was determined using the Cronbach Alpha statistics. Reliability
coefficients of 0.986, 0.881 and 0.984 were obtained for the various sections of the

instrument respectively, which showed that the instrument was reliable. The research
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questions were answered using mean and standard deviation while the hypotheses were tested
using z-test statistics at 0.05 level of significance. The result of the analysed data revealed
among others that teaching of many courses in a semester, supervision of large number of
undergraduate projects and post-graduate theses influence performance of academic staff in
universities in Rivers State to a high extent. Based on the findings, it was recommended
among others that the Federal and State Governments should employ more aca.demic staff
either as contract, adjunct, sabbatical or permanent staff in the universities as th@% reduce

the number of courses assigned to each lecturer per semester and eveg@?@roves their
'\

efficiency on the job'4’, .

Similarly, another study looked at the relationship bq@r teachers' workload and
instructional delivery of Business Education courses. T,@esearch design adopted for the
study was a survey research design. The populatio@‘t study consisted of eighty seven (87)
Business Teachers from Rivers States U ‘V@S. There was no sampling as the entire
population was employed for the study%'QJitem instrument titled: Teachers Workload and
Effective Instructional Delivery, of ess Education Courses (TWEIDBEC) was employed
to collect data for the study. TI}$ instrument was self-constructed. The instrument was a 4-
point rating scale, w@@@ions of High Extent (4), Moderate Extent (3), Low Extent (2),
and Very Low Q‘[en (1). Two research objectives, questions and hypotheses guided the
study. The resedtch questions were answered using the weighted mean and standard deviation
whi\@?ypotheses were tested using Pearson Product Moment Correlation coefficient to
determine the relationship between teachers' workload and effective Instructional delivery of
Business Education courses. Item-by-item analysis was employed to conclude that Business
Education teachers would not perform better if they are given many courses to handle. The

null hypothesis tested revealed a significant relationship between teachers' workload and

instructional delivery. It was recommended that more teachers should be employed, higher
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institutions should always review teachers' workload policies to enable them to work better
and attain organizational goals and government should pay more attention to making sure
instructional materials are available for more effective and efficient course delivery!*.

A research similar with the above was also carried out to ascertain the effects of the
workload on the teachers’ performance in Kanduyi Division, Bungoma District. The study
was carried out in ten primary schools in Kanduyi Division of Bungoma District. Among the
ten schools, one was a girls’ school, and nine mixed public schools. The sulz%(;\'ampled
included twenty-four (24) head teachers, deputy head teachers, and %%chers. The
sample also included seventy-six (76) teachers and three educ.atio oﬁcers. To select the
schools and subject samples, purposive and stratified samplin@[iques were employed. A
descriptive research method was adopted. The study m'a@used descriptive and inferential
statistics in data analysis and interpretation. The re%%ealed that the workload of teachers

had a negative significant effect on the:" .@Jmance. It was therefore recommended

amongst others that policymakers 11%' inistry of Education should work towards

improving the performance of &acl}@‘n primary schools by easing the problem of teachers'

work overload!®.
2.3.2.3 Remunerati r@@achers ' Performance

A study ‘%s undertaken to ascertain the impact of remuneration on workers'
performanc?e%&bdul Gusau Polytechnic, Talata-Mafara, and State College of Education
Mar@%ara State. Eighty-three workers of Abdul Gusau polytechnic and state college of
education, both in Zamfara state were given structured questionnaires to solicit data on
remuneration and performance. The dependent variable is workers' performance while the
independent variable is remuneration (salary/wages, bonus/incentives).Pearson correlation
and multiple regression models were used to analyze the data using SPSS 22.0 and E-views

9.0. The finding revealed that there was a strong and positive relationship between

86



remuneration and workers' performance and that salary/wage and bonus/incentives also serve
as a form of motivation to the workers. Based on the basis of the findings, it was
recommended that prompt payment of salaries, wages and all entitlements and
encouragement of workers' participation be made’.

An identical study investigated the relationship between the level of welfare packages
and teachers’ job satisfaction among public secondary school teachers in Ondo Sta.te, Nigeria.
A descriptive research design of a survey type was adopted for guide thq'?q\ldy. The
population of the study consisted of all the sixteen (16) public second : s in Akoko
North East Local Government Area of Ondo State. To genera:[e s&plg for the study, the
simple random sampling technique was employed to sampK% principal and nineteen
teachers from thirty (30) public secondary schools wher’e{%tal sample of six hundred (600)
participants comprising thirty (30) principals an@?undred and seventy (570) teachers
was employed for the study. The instrum 't@?ta collection was a researcher-developed
questionnaire titled - "Welfare Packa%' d Job Satisfaction of Teachers Questionnaire
(WPJSTQ)" which was Validat@%) perts in educational management department. It was

.\
there is a significan ehlp between teachers’ welfare packages and job satisfaction in

tested and found reliable aﬁ).S using test-re-test. The findings of the study showed that
secondary school\}t was also found out that there is no significant relationship between
internal welfare" package factors and teachers’ job satisfaction in Ondo state secondary
scho@ere was a significant relationship between external welfare packages and job
satisfaction in secondary schools. Following the findings, it was recommended that the
involvement of teachers in the decision making should be a practice of modern-day principals.

It was also recommended that to increase teachers’ job satisfaction and attainment in

secondary schools, it is important that the Government increase its budgetary allocation to
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education and to adequately allocate sufficient funds to secondary schools for the provision
of necessary materials and equipment’?.

A similar research work was implemented to investigate the influence of
remuneration on productivity of academic staff of selected tertiary institutions in Bauchi State,
Nigeria. It investigated the influence of remuneration such as pay system, benefits and
incentives on the productivity of academic staff of selected tertiary institutions.. The study
was based on Herzberg’s two-factor theory. The study adopted descriptive suq‘%}esearch
design. The study population was one thousand, three hundred and ei t.?k?\al,389) and
the sample of the study was three hundred and eleven (311) p.ar‘ti‘&lgts, selected using a
systematic random sampling technique. Survey method of datq@%tion was employed. The
closed-ended questionnaire was employed as an instrd Qfg)r data collection. Data were
analyzed using simple linear regression analys@?ﬁndings of the study revealed a
significant positive influence of remunera 'bp@groductivity of academic staff. The study
concluded that remuneration when gi\% a positive effect on productivity of academic
staff of selected tertiary institutions ig”Bauchi State, Nigeria. Based on the findings, it was
recommended that the insti iogs should ensure fair, equitable and transparent remuneration
to all academic st @% on their value. The study improved researchers’ efforts in
understanding thx\f,tudied variable and has opened up a debate on the influence of
remunerati:)% the productivity of academic staff. It was suggested that further study be
carro cover the North-Eastern Geographical Region of the country, to give a wider
coverage so that the result can be used for generalization purposes®’.

The study investigated the relationship between remuneration and performance of
teachers in government-aided secondary schools in Western Uganda. Remuneration was
studied in terms of basic pay, income security schemes, and bonuses and allowances.

Teachers’ performance was considered in terms of classroom teaching, management of
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learners, discipline and regularity and interpersonal relations. The study adopted a cross-
sectional research design using the quantitative approach on a sample of three hundred and
thirty three (333) teachers. Data were collected using questionnaire. A descriptive result
revealed that performance of teachers is high and their remuneration is moderate. Inferential
analysis showed that while income security schemes had a positive and significant influence
on teachers' performance, basic pay had a positive but insignificant influence on ggchers’
performance, and bonuses and allowances had a negative insignificant inﬂuenc%q}éachers’
performance. It was concluded that low remuneration to teachers impe . ﬁ?@rformance,
especially when basic pay is low and there is a lack of bonuses iln‘d\. owances. Existence of
income security schemes increases the performance of&@hers. It was therefore
recommended that stakeholders involved in the managef@qof‘ schools such as Government,
headteachers, and Boards of Governors devised‘@?of enhancing the remuneration of
teachers. Teachers should be given bonuse fﬂ\‘@,{ eding performance and allowances when
they do extra work. Pension plan and s '2§c)elfare benefits should also be made attractive to
increase the performance of tea het@)(ib

A related research grl% investigated the influence of remuneration on workers’
performance throu '@%cmg workers attitudes. The study proposed that remuneration
influences worke&performance while workers attitudes mediate the relationship between
these two. ‘A%ple of two hundred (200) participants from listed companies of the Amman
stoc@tange were studied and structural equation modeling was used for analysis. Results
showed that in the manufacturing organizations, remuneration significantly influences
workers’ attitude that ultimately influences their performance. Hence, remuneration has
significant influence on workers' performance but by influencing their attitudes towards their

jobs. It was recommended that remuneration be paid to workers as and when due!>'.
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A similar research work was undertaken to assess the impact of teachers'
remuneration on the provision of quality education in secondary schools of Zimbabwe. It
looked at a single ignored but most important quality education component: Teachers’
salaries. These salaries in many African countries are way below prevailing inflation rates. In
this study, the major argument was that, if education is perceived as a key institution for
social political-economic and technological development of any country ur.ldec%inning
sustainable living, why are people who provided such a vital commodity left at @riphery
of empowerment? Researches findings suggest that, Zimbabwe will n e. ively attain
sustainable development goals and quality education if it does .not ﬁlg erably remunerate
its teachers, who are in turn when well, motivated are capa@'being agents of change.
Research findings argued that teachers’ remuneration i8 ,@rrelated to all aspects of quality
education, such that choice to ignore it affect@gand benefits of education in very

complex ways. The content of the entry isi@‘f@theoretical analysis of published literature

sources. Synthesis of analysed information™fed to the conclusion that, education is key to
development but also a very co@(benterprise. Within that pivotal enterprise, teachers
represent the single most ir&%[)variable to the attainment of functional literacy which is
the cornerstone for t@e development. Based on the findings, it was recommended that
finding mechar%%s to improving teachers’ remuneration an obvious centrality for
sustainablelﬁ%npmentm.

@‘%aﬂy, another study investigated the extent to which reward system predicts
teaching staff morale in public senior secondary schools in Imo State. Two research questions
and two hypotheses guided the study. The study adopted correlational research design. The
population of the study was six thousand, five hundred and sixty six (6,566) teachers in the

two hundred and ninety six (296) public senior secondary schools in Imo State. A sample of

three hundred and seventy seven (377) teachers of public senior secondary schools in Imo
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State was employed. A multistage sampling procedure involving cluster sampling was
adopted. Two sets of instruments titled: Reward System Questionnaire (RSQ) and Teaching
Staff Morale Questionnaire (TSMQ) were used for data collection. Cronbach Alpha was
employed to determine the reliability coefficients of reward system and teaching staff morale
questionnaire at 0.788 and 0.974. Simple regression was employed to answer the research
questions and t-test associated with simple regression was employed to test hypo.theses. The
findings were that: remuneration predicted teaching staff morale and promo%&licted
teaching staff morale in public senior secondary schools in Imo State, .ﬁgﬁaommended

that teachers should be promoted in other to boost their teachingﬁ);ﬁlle in public senior

secondary schools in Imo State!3. @
A research work was conducted on the eff of staff remuneration on the

performance of Ramat Polytechnic Maiduguri leaﬁ%’%m 1995 to 2011 in Borno State. A
research work was done to establish the r l‘a@ ip between the variables. Analytical and
correlational research designs were us%';{m course of the study. Quantitative data was
gathered in a bid to establishing @(belationship between the independent and dependent
variables. The data was co ec%e from a total population of forty five (45) participants
including academic@@& amat Polytechnic Maiduguri. The data was presented in a
tabular form wiﬂ\frequencies and percentages for singular classifications of responses.
Microsoft % was employed to establish the relationship between remuneration and
perfce of Ramat polytechnic Maiduguri. Findings on establishing the relationship
between staff remuneration and performance of Ramat Polytechnic, Maiduguri learners
revealed a strong and positive relationship between staff remuneration and performance of
Ramat Polytechnic, Maiduguri learners. Similarly, findings about the relationship between

staff level of motivation and performance of Ramat Polytechnic, Maiduguri learners revealed

a strong and positive relationship. The study of findings also revealed that, fringe benefits and

91



staff nature of working conditions greatly affected performance of Ramat polytechnic
learners. It was therefore recommended that the government or management should put up
strategies to ensure that staff salaries, wages and other allowances are adequately and
satisfactory given to staff so that they could be able to provide individualized attention to
their students, avoid absenteeism and strictly follow the policies and regulations of the
ministry of education for improved performance and achievement in Ramat P.olz_/tbe::hnic,
Maiduguri'>*, Q
e

Another closely identical research work was done to investiga % enhancing
teachers' productivity through remuneration and training in secc:ndg%sc‘hools in North-East
Senatorial District of Benue State, Nigeria. The study was gu&%'»y two research questions
and hypotheses. The design adopted for the work was th&&}scriptive survey research design.
This study was confined to North-East Senato@%ict of Benue State, Nigeria. The
population of the study comprised of all th '@dred and nineteen (119) government and
grant-aided secondary schools with a teachets' population of three thousand, one hundred and
forty (3,140). About three hundre 0) teachers representing 9.6% were sampled from
thirty (30) secondary scho&%r)esenting 22% of the schools. The systematic sampling
technique was emp y@ draw the sample. The instrument for data collection was the
questionnaire titl&k“ nhancing Teachers' Productivity through Remuneration and Training
Questionnai TPRTQ)”. The questionnaire was structured by the researcher and validated
by tperts in the Faculty of Education, Benue State University, Makurdi. Data from the
questionnaire were collected and analyzed using the Cronbach Alpha Coefficient. The
analysis yielded an alpha coefficient of 0.856. Mean and standard deviation were used to
answer the research 2 questions, while chi-square (x?) test was employed in testing the
hypotheses at 0.05 level of significance. Findings of the study showed that remuneration and

training enhanced teachers' productivity in secondary schools. It was recommended that, the
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government through the Ministry of Education and other agencies should ensure that
teachers' salaries/allowances are promptly and regularly paid to enhance their productivity.
The government through the Ministry of Education should ensure that in-service training is a
routine exercise for teachers in order to enhance better productivity of teachers!.

The research study investigated the contribution of remuneration to workers'
motivation and performance in global communication limited, Lagos Nigeria. The.descriptive
research design was adopted. Questionnaire was used for data collection. The @onnaire
was divided into several sections and about one hundred and twen . %Opies were
distributed for data collection. Regression analysis was emplE)y‘e\ Ogfest the formulated
hypothesis through the use of Statistical Packages for Social @\es (SPSS). The findings
showed that remuneration significantly contributes to wb@@notivation and performance at
a 0.05 level of significance. The study concluded, that there is a significant influence of
remuneration on workers' motivation and. %ance in global communication limited,
Lagos Nigeria. The study recommeénded™on the basis of the findings that Global
Communication Limited should sh eater interest in the remuneration and welfare of their
workers so as to make them cbﬁtrinsically motivated for increased performance'>®.

A study in t@ﬁhe reward system and public secondary school teachers’
performance in gate, Nigeria. The study adopted expectancy theory to guide it. Six (6)
officials of the Ministry of Education, Science and Technology in Ogun State, the Teaching
Sen’@gmmission, Ogun State and, six (6) executive members of Nigerian Union of
Teachers and the Academic Staff Union of Secondary Schools were interviewed through key
informant interview and in-depth interview respectively. Results revealed that teachers were
not satisfied with their pay and are not motivated by rewards in which the state played a
prominent role in agitating for good wages and working condition for teachers. In addition,

participants stated the drastic fall in federal allocation to the state which is reduced by 60% as
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the reason for it. On the basis of the findings, it was recommended that the government
should allow better reward system for better performance'®’.

An identical study was designed to ascertain reward system, teachers’ attitude to work
and their productivity in public Senior Secondary Schools in Ogun West Senatorial District,
Nigeria. Methodology: A descriptive survey research design was adopted. A total of one
thousand, five hundred (1,500) participants from the thirty (30) sampled scho.ols from a
population of eighty six (86) schools was employed. Three self-constructed ipn;aires
titled: Reward System Questionnaire (RSQ), Teachers’ Attitude to .Xgﬁestionnaire
(TAWQ) and Teachers’ Productivity Questionnaire (TPQ) were ?seggr;}ata collection. Data
obtained were analysed using Pearson Product Moment Corr@ One way ANOVA and
Multiple Regression Analysis with the aid of SPSS at 0.0@%\)& significance.

The questionnaires were subjected to co@%dity using experts’ opinion which

was quantified by Content Validity Ration C@vhile a cut-off of 0.56 was set. Also, test-
retest method of reliability was employ%'ai%he reliability index of RSQ was 0.981, TAWQ
yielded 0.879 while TPQ yielded . The results showed that reward system influences
teachers’ attitude to work and qt at there is no significant relationship between teacher’s
attitude to work an e@ﬁ%s’ productivity. It was recommended based on the results that
school adrninis‘[rQ rs should be trained and sensitized on the value of reward system. They
should be n‘%ﬁo understand that monetary rewards also motivate teachers and is paramount
in er@their productivity and tenure'8,

A similar study was undertaken to examine monetary and non-monetary incentives as
correlates of teacher educators’ performance in Colleges of Education in Oyo State. The
study was guided by three research questions and hypotheses. A descriptive survey design of

the correlational type was employed. About two hundred (200) teacher educators were

purposively selected as sample from the two-colleges of education owned by Oyo State
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Government. Incentives and Teacher Educators’ Performance Questionnaire (ITEJPQ) with a
reliability coefficient of 0.898 was used for data collection. A descriptive statistics of
frequency count, percentages and inferential statistics of multiple regression analysis were
used for data analysis. The study found out that salary package and promotion were rated
highest as the monetary and non-monetary incentives which boost teacher educators’
performance. Results further indicated a significant joint contribution of the in.ce&@\/es to
teacher educators’ performance. Significant individual influences to the teacl%;}vlcators'
performance were also reported for salary package, allowances/arrt r. \gﬁe benefits,
professional development support, promotion, working enyiro eqtal condition and
award/commendation. Based on these findings, regular welfare@% and incentive schemes
as well as adequate budget allocation for education';@p among the recommendations
suggested to enhance teacher educators’ perforrna@ improve their standard of living!>.
Another similar research work was.c ted to understand how different types of
incentives (monetary, near monetary a g\‘#—monetary incentives) influence the “effort” of
public school teachers as pe ei@(bﬁy the learners in Lagos, Nigeria using a novel
measurement tool — the tea&in& effectiveness survey — to measure the teachers’ outcomes.
Using a randomize f@&perimen‘[ where learners evaluate the changes in their teachers’
effort with a s‘[anQ rd teaching effectiveness survey and differences in differences estimation,
It was shov‘v%‘w incentives could potentially improve (or harm) teaching effectiveness. The
resu‘@%e study revealed that monetary incentives and near monetary incentives have no
significant effect on “effort” while non-monetary incentives have a significant negative effect
on the effort of teachers. This could mean that the situation underlying the current state of
productivity of public school teachers in Lagos State run deeper than remuneration or

accountability'®,
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Another closely identical study was done to ascertain the contribution of work
environment and compensation to the productivity of teachers in Ogun State, Nigeria. A
descriptive research design was adopted for the study and two hundred and eighty five (285)
teachers were selected from both private and public primary and secondary schools through
multi-stage stratified random sampling technique. Responses were sought from participants
with standardized questionnaires namely - Workplace Outcomes Questionnaire wi.th 10 items
and reliability coefficient of .738; Worker Compensation Scale comprising of 5& with a
reliability coefficient of .868, and Productivity Scale with 5 items and T%%@ coefficient
of .562. The data collected were analysed using descriptive and.inf ﬁel statistics (such as
multiple regression analysis and correlation matrix for the @ed hypotheses). Results
showed a significant combined contribution of work® @ronment and compensation on
teachers’ productivity. Compensation was found \@@% significant relative contribution to

teachers’ productivity but a non-signiﬁc@ve contribution of work environment to
e

teachers’ productivity was reported. Based”on the findings, it was concluded that good

compensation plan enhances te he@%@oductivity and it was recommended that government

as well as management of &ivg\te schools should ensure that they improve on the existing

compensation pack s@&;brace both financial and nonfinancial rewards. It was suggested
.

his topic be extended to the whole of South-West, Nigeria'®!.

that future researQ

An@imilar research was done to ascertain the influence of welfare package on
teacl@performance in private secondary school in Anambra State. Three research
questions guided the conduct of the study. Three hypotheses were formulated for the study.
Descriptive survey research design was adopted for the study. The population of the study
comprised two thousand, seven hundred (2,700) teachers in Anambra state secondary schools.

The Sample size for this study is fifteen thousand, seven hundred and ninety five (15,795)

teachers drawn from one thousand, seven hundred and fifty five (1,755) register private
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secondary schools in Anambra State. Sample size consists of seven hundred and ninety (790)
teachers drawn from the population of the study. The sample consists of 5% of the entire
population. The instrument for data collection was a structured questionnaire titled “Welfare
Package and Teachers’ Performance Questionnaire” (WPTPQ) designed by the researcher.
Data generated were analyzed using mean and standard deviation to answer the research
questions. Z-test was employed to test the hypotheses at 0.05 level of signiﬁ.cance. The
findings of the study include: Housing allowances influencing teacher's pe@%ance in
private secondary school is high. Co-operatives and saving facilities.i .\%g teacher's
performance in private secondary school is high. Medical care %m@nces on teacher's
performance in private secondary school are high. Housi{gﬂowances and teachers'
performance in private secondary school in Anambra qu@as not significant. co-operatives
and saving facilities and teachers' performance 1n©'9€condary school in Anambra State

was not significant. Medical care allowan @achers performance in private secondary
school in Anambra State was not sig Q The study recommended on the basis of the
findings that teachers housing llo@es be paid promptly to enable them concentrate on
their job for effective delive Pr1vate school management and the government should make
sure that Co-operati e@ aving Facilities for teachers are well managed to ensure
conformity of re lar payment by the appropriate authorities. The government and private
school management should motivate teachers by providing free medical care that will spur
hen@x@ance teachers' performance'®?,

A related research work was done to ascertain the relationship between staff
development, promotion and teachers’ job satisfaction in secondary schools in Ekiti State.
The study adopted a descriptive research design of the survey type. The population of the

study consisted of all the seven thousand, five hundred and thirty eight (7,538) teachers in the

two hundred and three (203) public secondary schools in Ekiti State. The sample for the study

97



consisted of eight hundred (800) participants — six hundred and forty (640) class teachers, one
hundred and twenty eight (128) Head of Departments and thirty two (32) Vice Principals
from thirty two (32) public secondary schools in Ekiti State via multi-stage sampling
procedure which involved simple random, stratified and purposive sampling techniques. Two
sets of instruments titled - Staff Development and Promotion Questionnaire (SDPQ) and
Teachers Job Satisfaction Questionnaire (TJSQ) were used to collect relevant (Eata for the
study. The content and face validity of the instruments were determined ':gz'\cperts in
Educational Management and Test and Measurements. The test-re-tes . f reliability
was employed to ascertain the reliability of the instruments. The lia,pﬂity coefficient of
0.991 obtained for SDPQ while 0.884 was obtained for TJ SQ.@esearch hypotheses were
tested using Pearson’s Product Moment Correlation af @%Vel of significance. Findings
showed a significant relationship amongst staff ‘ﬁ% ment, promotion and teachers job
satisfaction. It was recommended that regulat evelopment programmes be organized by
government for continuous profession%’gaopment of teachers. It was also recommended
that teachers should be promoted a@%hen due and whenever there is delay in promotion,
the arrears of the financial b efl;[ of such promotion should be paid in full'¢?.

A similar st y@’tigated the predictive impacts of welfare packages on teachers'
job satisfaction aﬁ@roductivity in public senior secondary schools in Lagos State Education
District. Tﬁ%\tipurpose questionnaire titled: Teachers' Welfare Packages, Job Satisfaction
and %Vity Questionnaire (TWPJSAPQ) with a Cronbach’ Alpha reliability coefficient
of 0.73 was administered to two hundred and twenty (220) purposively selected teachers.
Two null hypotheses were tested with the aid of multiple regression analysis. Results
revealed that staff training and house allowance have positive but insignificant predictive

impact while staff promotion and hazard allowance are insignificant negative predictors of

job satisfaction. The results also revealed that promotion allowance is a positive but
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insignificant predictor while staff training, house allowance and hazard allowance are
negative but insignificant predictors of job productivity. In the same vein, staff salary, car
loan, study leave and leave allowance contributed nothing to teachers’ job satisfaction and
productivity. It was recommended that Lagos State Government should continue to set the
pace in making prompt payment of teachers’ salaries but should improve on the provision of
car loan, study leave and leave allowance to all eligible teachers. Also, the (:Jovernment
should synergize with quality assurance department and salary-welfare unitz)&roperly
investigate teachers’ plight and complaints in all the districts, whil t. should be
encouraged to put hard work and commitment ahead of incentive.s a we\l are packages!4.

A previous similar study was done to ascertain the nex@ong irregular payment of
modulated salary, teachers’ productivity and generz’d@%ﬁre in Osun State, Nigeria.
Descriptive research design was adopted and twoﬁ@l d (200) participants were sampled.

Structured questionnaire titled - ”Modultij&%%y Structure Teachers’ Productivity and
i

Welfare Questionnaire’ (MSSTPWQ employed. Both inferential and descriptive
statistical tools were used for d%@éis. The findings indicated that the irregular payment
of modulated salary did net Rrevent serving teachers under consideration from being
productive but they ee to meet up with some of their welfare-enhancing targets. It
was further revea (gﬁft there is no significant difference between male and female teachers’
level of p@vity during irregular payment of modulated salary. Besides, a significant
diffe@ was discovered between teachers’ level of productivity based on school location
but in favour of teachers serving in urban schools. On the part of welfare, the outcomes
showed that there is no significant difference in the teachers’ welfare level during irregular
payment of modulated salary when gender and school location were considered. As a result,

it was recommended that, employers should desist from applying contractionary wage policy

during financial crisis, bush allowances should be introduced for those workers working in
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rural areas, workers in teaching industry are advised to enforce the professional ethics of their
job and the need for financial institutions or other lending houses to review the mode of loan
repayment in a bid to lessen workers’ debt burden during the period of servicing the loan and
so on and forth!63.

A research was carried out to ascertain teachers’ performance incentives: A panacea
for improving teachers’ productivity in Nigerian secondary school. A sample of one E_Igusand
(1,000) schools out of eleven thousand (11,000) secondary schools A in %&1 — six
thousand, seven hundred (6,700) public schools and four thousand, e. Q@red (4,300)
private schools were selected. The sample covered the south wes:[ Ni ria\using proportionate
stratified random sampling technique. Two sets of self-@ed questionnaire titled:
"Teachers' performance Incentives Questionnaire (TP]Q&n "Teachers Job Performance
and Student Outcome Questionnaire (TJPSOQ)"@&eIiability coefficient of 0.791 and
0.822 respectively were used for the stud ‘l@gtial statistics of multiple correlation was
employed for the analysis of null h &is developed for the study at 0.05 level of
significance. The findings sho ed@‘ there is a significant relationship between teachers'
performance incentives and '&crg\a ed teachers' effort, behaviour in the classroom, attendance,
teaching methods ai)@'ion respectively. It was therefore recommended among others
that there should be adequate performance incentives scheme for Nigerian teachers in a bid to
improving their effort on the job!66.

Q%her similar research sought to evaluate influence of welfare activity and
performance of teachers in private primary schools located in Bomet County. Specific
objectives sought to examine the impact of housing provision, social support programs, and
staff motivation programs, and work environment on teachers' performance of different

private-owned primary schools within Bomet County. Additionally, the study was driven by

functional theory of labor welfare, Fredrick Herzberg Two Factor theory, Abraham Maslow’s
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need Hierarchy Theory and also expectancy theory. A descriptive research design was
employed in this research. The study population was one hundred and thirty two (132)
privately-owned primary schools in Bomet County. Stratified random sampling technique
was employed in selecting ninety nine (99) schools out of one hundred and thirty two (132)
schools. Both primary and secondary data was employed. Secondary data on teachers'
performance was obtained from performance appraisal reports in the private prim.ary schools
while semi structured questionnaires were used in the collection of primary dat%&'}éssment
of the reliability as well as validity of research tool was done thro . t test. The
research tool generated both quantitative as well as qualitative .dat . Th.g:matic analysis was
utilized to analyze all qualitative data after which ﬁnding&%e presented in form of
narrative. Further, quantitative data analysis was perfofq@using both descriptive and also
inferential statistics with help of statistical soft@k own as the statistical package for
social sciences. N @

Presentations of results were a%e' tables and figures such as bar charts and pie
charts. The relationship between t%(@pendent variable and the independent variable was

established through correlation and regression analysis. The survey indicated that housing

.\
provision has positi@ as significant impact on performance of teachers amid private
udy

primary schools.Q found that social support programs have positive significant impact
on teachers"performance in private primary schools. The study further revealed that staff
mot@ programs have positive as well as significant impact on teachers' performance in
private primary schools. The study further revealed that work environment has a positive and
significant influence on teachers' performance in private primary schools. On the basis of the
findings, it was recommended that the management of private primary schools should

provide adequate housing for the teachers in the schools. The management of the private

primary schools should ensure adequate provision of water by using piped water, drilling of a
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borehole or collecting and storing of the rain water. The study also recommended that the
establishment of counseling department for teachers working in private primary school within
Bomet County. It was also recommended that the schools ought to start hiring counselors to
advice teachers on social matters in a bid to improving their morale and productivity in their
schools. Also, private primary schools in Bomet County should start arranging academic
tours for the teachers and install televisions and provide well equipped gymnastic.: rooms for
teachers!'¢’. Q
e

A study was undertaken to establish the influence of welfare on }gaerformance
in public primary schools in Bugisu sub-region. Staff we}far was regarded as the
independent variable, while teachers’ performance was the @ent variable. The study
was guided by five research objectives and five reseﬁ@uestions. The study adopted a
descriptive cross-sectional survey research desig@% both qualitative and quantitative

research approaches, and data was colizb@pm five hundred and fifty nine (559)

participants. Quantitative data was a@ using SPSS computer software to generate
frequencies, percentages, mea ar@‘ndard deviation. Principal Component Analysis and
Regression were employed t dgtermine the pattern of interrelations and robustness among
the constructs of el Qariable and their level of effect on teachers’ performance.
Qualitative data éf@ysm was done through thematic content analysis. The findings showed
that welfare sitively associated with teachers’ performance in public primary schools in
Bug@@region.

The findings also revealed that housing, meals, and the school environment have a
statistically significant effect on teachers’ performance in public primary schools in Bugisu
sub-region, while medical care and allowances did not. It was concluded that welfare may

account for teachers’ performance in Bugisu sub-region. It was therefore recommended that

education policymakers, implementers and managers pay much attention to the provision of
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teachers’ welfare in public primary schools in Bugisu sub-region. This is hoped to improve
teachers’ welfare policy and performance in public primary schools'®,

A synonymous research work was carried out to examine promotion and recognition
as predictor of teachers’ commitment in public senior secondary schools in Abia State. Two
research questions and two corresponding hypotheses were formulated to guide the study.
The design of the study was correlational while population of the study was five h.undred and
fifty (550) vice principals in two hundred and seventy five (275) public sen@@ﬁondary
schools in Abia State. A sample size of two hundred and seventy five . %— principals
in one hundred and thirty eight (138) public senior secondary.sc lsxin Abia State were
selected using proportionate stratified random sampling techn';{@nstruments used for data
collection were a 16-item questionnaire titled: ‘Promo’t@@nd Recognition Questionnaire’
(PRQ) and a 15-item questionnaire titled: ‘Teache@%ommitment Questionnaire’ (TJCQ)

for the dependent and independent Variabki‘:)&%study respectively. The questionnaire was
n

validated by two experts in the Depar% f Educational Management, University of Port
Harcourt. Cronbach alpha was @ to determine the reliability of the questionnaire with
|

b, or the independent variable and 0.843 for the dependent

coefficients of 0.861 and (&
variable. The ques@@was administered by the researcher. Simple regression was

employed to ansv%{it e research questions while t-test associated with simple regression was
employed to\{est the hypotheses at 0.05 alpha level. The findings of the study showed a
mod% positive relationship between promotion and teachers' commitment as well as
between recognition and teachers' commitment in the selected schools. It was recommended
among others that promotion should be given to teachers as and when due and on merit to
enhance teachers commitment!®’.

A study was motivated by the desire to ascertain about teacher perception of

compensation and whether compensation affects teachers job satisfaction at the basic level
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since they laid the foundation for the future leaders of a country, which means that their
ability to give off their best went a long way to affecting the caliber of persons that are
brought up in our society. A convenience sampling procedure was employed to select
hundred (100) basic school teachers for the study. Primary data were gathered through the
administration of questionnaires. Statistical tools employed to determine the data were
frequencies, means and standard deviation. Pearson correlation and regression an.alysis were
also adopted for hypotheses testing. The results revealed that teachers havq‘}}iegative
perception about compensation practices of the service and also revea . q@mpensation
dimensions of basic pay, incentives and benefits significantly corr tq} with teachers’ job
satisfaction. As a result of the findings, it was recomme@\hat policy makers and

management put in place effective compensation poﬁ@and include teachers in major

compensation decisions that affect them!”’. ®
Similarly, a researcher examined Q\S@\em’ welfare and commitment determine
e

productivity in secondary schools in %' State. It was discovered that teacher welfare

package enhance productivity ad) er revealed that effective management, staff training,
ar p

romotion influence productivity'’!.

good financial benefits and %113

A similar e@work was undertaken to examine job satisfaction factors
influencing teaclﬁ{ss' performance in public primary schools: a case study of Mombasa
County, scholars stated that the influence of compensation on teachers’ job satisfaction and
perfce was based on basic salary, special allowances (for example, recognition awards,
free merchandise, and free trips), promotions, leave allowance and overtime payments. Mean
was employed to measure the level of influence an aspect has on the job satisfaction with
higher mean indicating a higher influence on a continuum between 1 and 5. Standard

deviation, on the other hand, was employed to designate the level of the unanimity of

response with higher standard deviation showing higher dispersal of responses from the mean.
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The opposite was true. From the findings, special allowances (for example, recognition
awards, free merchandise and free trips) were found to be influencing job satisfaction. At the
same time, basic salary, overtime payments, promotions and leave allowance were also found
to be key to job satisfaction. This implied that compensation is important for the teachers to
remain satisfied in their respective jobs and perform well. It was thus recommended that all
hands should be on deck to ensure that teachers are well compensated for their WO{klz,z.b'
Similar research work was undertaken to examine the direct and indir@\fects of
reward, personality, and job satisfaction on teacher’s organizational q%i@ t in Public
Vocational High Schools in Bogor City, West Java, Indonesia\ ta,, for this study was
collected quantitatively through a survey, involving a propq@te randomly of selected
sample of one hundred and fifty four (154) teachers, by afsing a questionnaire. Path analysis
supported by descriptive statistics was employed&rmine the data. The results of the
study showed that reward had a positive a @cant direct effect on job satisfaction. This
gives an indication that the high and 10@ atisfaction of teachers can be influenced by the
good or bad system of reward hath) plied in schools. If the reward system implemented
fulfills teacher expectations ;)can contribute significantly to the realization of teacher’s
job satisfaction. In Q‘\ of the dynamics of organizational life, reward is really needed
by every membéf\o the organization. Reward is not only useful for members of the
organization™\o fulfill basic needs, but also needed to realize other needs. This is possible
becward has a broad scope that is not only limited to financial terms, but also in non-
financial terms. Extrinsic rewards in the form of pay, fringe benefits, and incentives can
increase a person's satisfaction at work. Likewise, intrinsic rewards such as feelings of
competence, attainment, responsibility, and personal growth are useful for satisfying

psychological needs, such as self-esteem need, social need and actualization need. Rewards

in the form of giving responsibility and personal growth although not physically visible, its
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existence is very meaningful to the teachers, because the teachers will feel that they are
recognized by their existence and have a contribution to the progress of the organization.
Reward thus has a positive and significant direct effect on job satisfaction of the teachers of
state vocational high schools in Bogor City, West Java, Indonesia!’3.

Another synonymous research work was implemented to ascertain the relationship
between occupational incentives and teacher retention in private secondary schools in Akwa
Ibom State, Nigeria. The study formulated four objectives, research questions arésy otheses.
The research design was ex-post facto. The population of the study co %%1 thousand,
six hundred and fourteen (10,614) teachers and multi-stage sam.pli%thod was employed
to select seven hundred and eighty four (784) teachers as san&@ata were gathered using
two instruments titled: “Occupational Incentives Questib;@re (OIQ) and Teacher Retention
Questionnaire (TRQ)”. Pearson correlation statlstl@gployed to analyse data and test the
hypotheses while internal consistency w. @Tmed using Cronbach Alpha coefficient
which gave reliability of 0.983 and i)respectlvely The result of the analysis and
hypothesis 1 showed that there is a icant relationship between job security and teachers’
retention in private second sc ools in Akwa Ibom State. This implies that the strong
nature of the relatio @%tlng between the two variables from the findings prove that job
security is relatelf\io eacher retention. As for the positive nature of the relationship, the
findings sho t both variables change in the same direction whereby better job security is
rela@%gh teacher retention, and poor job security is related to low teacher retention. The
reason for this outcome could be attributed to the teachers feeling of insecurity in their
current place of work, thus leading to their feedback on their responses to the questionnaire.
The finding concerned with hypothesis 2 revealed that there is a significant relationship

between remuneration and teachers’ retention in private secondary schools. This implies that

the strong nature of the relationship existing between the two variables show that a change in
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teachers’ remuneration is related to a considerable change in teachers’ retention. As for the
positive nature of the relationship, the findings showed that both variables changed in the
same direction whereby better teacher remuneration is related to high teacher retention, and
poor teacher remuneration is related to low teacher retention. The basic needs of any
individual are met with money.

The reason for this is that, most salaries that teachers receive do not matcll th(%, work
loads, and the little that is paid to them is not sufficient for survival, they sq}gbr more
favourable conditions in another institution or field in a bid to meet thei . ?i%ysiological
needs. If they are not met, a worker would not feel satisfied. M9reg§,.§he school promises
to increase teachers’ salary as the school grows but most p&@é} are receiving the same
amount for several sessions despite the increase in enro'l@ of learners. Thus, they leave in
a bid to seek employment with the state, or somet ter, believing that their previous job

had given them experience. In hypothesis Q@}ding shows that a significant relationship
e

exist between promotion and teachers ’%’ fon in private secondary schools in Akwa Ibom

State. This implies that promo%@ achers when due are not effected with the necessary
benefits is related to a consi ra.byle change in teacher retention. Some teachers explained that
irregular promotio @we in their schools based on favoritism, some explained the
promotion did n&ct their salary and other benefits; in other words, the salary level
remained th me after promotion. Hypothesis 4 revealed that there is a significant
rela\’@lp between welfare package and teachers’ retention in private secondary schools in
Akwa Ibom State. This implies that welfare as additional package to teacher’s salary
contributes to teacher’s retention in this particular school. Teachers are not granted leave.
When a teacher is sick, schools do not support the medical bills yet management complain

that classes are left vacant. Loans are not granted to teachers to meet certain needs. These

reasons make them say that retention rate is low thus if something better comes up, they will
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be glad to leave as they are just keeping themselves busy. Recommendation based on the
findings is that Private School Management in line with the government policy on
emoluments should review teachers’ salaries, promotion and other fringe benefits!.

A synonymous study was carried out on the influence of prompt payment of salary on
the performance of teachers in private primary schools in Kampala district, Uganda. The
study reported that teachers’ performance, as measured by the national Primagclgaving
Examination results for four consecutive years, 2013, 2014, 2015 and 2016 v@b@h. The
cause was attributed to good teachers’ remuneration, as well as oth .ag@like school
management, physical resources and school organizational cultur.e”ﬁ%.\

Scholars stated that the construct of teachers’ pay s&@tion is important to the
systemic appraisal of teachers’ compensation. Their stuﬂ@ned to probe the components of
teachers’ pay satisfaction and verify this constmcf@%ﬂy and secondary schools in China.

In-depth interviews with twenty-four (24@ were conducted to propose a construct
model for teachers’ pay satisfaction. ‘%1'1

y of one thousand, two hundred and eighteen
(1,218) teachers was conducted to @‘Q‘ the teachers’ pay satisfaction construct, including its
reliability and validity, wit %s recruited from forty-five (45) primary and secondary
schools in six (6) citi s@%oun‘[ies. Another survey of three hundred and sixty four (364)
teachers sampled‘f@m six (6) provinces was employed to compare the proposed two-order
model with ‘Hefteman’s four-dimensional model. Teachers’ pay satisfaction comprises pay
resu@%action and pay management process satisfaction. The former includes pay level
and increase, promotion and training. The latter includes teachers’ engagement, openness and
transparency of pay distribution, as well as the reasonableness of distribution rules. Teachers

assign greater importance to relative pay than do workers in other occupations. Chinese

teachers attach great importance to pay management process satisfaction'’s.
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Similar study was carried out in private secondary schools in Buikwe District of
Uganda to ascertain the influence of remuneration on teachers’ performance. Victor Vroom’s
Expectancy theory guided the study. A total of 900 participants participated in the study. Of
these, six hundred and fifty (650) were learners who assessed their teachers’ performance,
while two hundred and fifty (250) were teachers, who gave responses on their own
remuneration. In addition to filling questionnaires, fifty (50) teachers were subjes:ted to oral
interviews. The participants were got from thirteen (13) schools out of the twe%‘%en (27)
private secondary schools in the district. Whereas teachers’ remun t. measured
based on the financial and nonfinancial benefits given to t.eac s.py their respective
employers, their performance was measured based on the c&@tes of a teacher, namely
teaching, guiding and counselling learners; assessingfr@ing learners’ work; as well as
engaging learners in extra-curricular act1v1t1€s%'gﬁndmgs revealed that there is a

significant influence of remuneration on @Performance in private secondary schools
in Buikwe District, Uganda. It was con: ijthat since remuneration significantly influences
performance, there is need for s ho@fmders to appreciate more the efforts of their teachers
by attaching more allowanc tg what their teachers do. This recommendation was directed
towards school fou @%use in private schools, the founders are in most cases the ones
who determine h&%o remunerate workers; managers such as head teachers usually dance on
the tunes o‘f%nstitutional founders!”’.

@ghe empirical studies reviewed above are closely related to this study. However,
there are differences (variation) in certain aspects. These differences are in the variables and
their indices, study population, study area, objectives and sector. Search of empirical
literatures also shows that there is scarcity of studies on the joint prediction of organizational

culture and working conditions on teachers' performance in the secondary school sector. This

creates a gap in empirical literature that this study intends to address.
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24 Conceptual Model

The conceptual model shows the interrelationship amongst the independent variables
(organizational culture and working conditions), dependent variable (teachers' performance)
and mediating variable (gender) as depicted in figure 2.1:

Independent Variables Dependent Variable

Organizational Culture:

1) Involvement culture
2) Consistency culture \
Teachers’Performance:

3) Adaptability Culture

Moderating Variable

1. Teaching and

—

Gender

»| 2. Administrative

Working Conditions:

1) School Physical Facilities
2) Teachers' Workload

3) Remuneration

Figure 2.2: Conceptual Model for the\Study

The above figureshows the joint and individual prediction of the two independent
variables and their indices on the dependent variable. It also shows the mediating influence of
gender on4he.dependent variable. The first independent variable which is organizational
culturewould be studied using four indices based on Denison's model. They are:-
involvement culture, consistency culture and adaptability culture. The second independent
variable which is working conditions would be studied using three indices - school facilities,
teachers' workload and remuneration. The dependent variable is teachers' performance.
Teachers' performance would be treated in terms of their teaching and administrative
performance. The figure also shows the moderating influence of gender in influencing the

outcome of the study.

110



2.5 Summary of Literature Reviewed

This chapter was organised into four sub-headings - conceptual review, theoretical
review/framework, review of empirical studies related to the research topic and conceptual
model. The conceptual review explained in depth the concepts of the study. These concepts
are - teachers' performance, organizational culture and working conditions. It also richly gave
insights into sub-concepts such as teaching performance, administrative perf(c)%nance,
involvement culture, consistency culture, adaptability culture, school physi%g'cilities,
workload and remuneration. Two theories made up the theoretical fra .N?@r the study.
These theories which are "Denison's model of organizational gult " .%lnd "Herzberg Two
Factor Theory" provided support to the variables under stu&@he first theory which is
"Denison's model of organizational culture" supported t\\@ﬁ{ence of organizational culture

on teachers' performance. The second theory retﬁ%&ppoﬂ to the influence of working

conditions on teachers' performance. Q.l)\\%
P

In the review of empt icg} studies, several related studies were presented. The studies
showed that many e i@esearch works similar to the topic under study have been carried
out. However, stﬂd{gs are scarce on the joint and relative influence of organizational culture
and workin}%ﬁditions and their indices on teachers' performance. Studies are also scarce on
the @%g influence of gender. The empirical studies reviewed therefore shows that
studies are lacking in the subject matter which identifies a gap in literature that needs to be
filled. Lastly, the conceptual model diagrammatically illustrates the relationship amongst the

variables of the study.
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Chapter Three
Methodology
This chapter deals with the methodology for this study. It is organized on the basis of

the following sub-headings:

3.1 Research Design

This research work employed the descriptive survey research design of 't@posit
facto type. This design was considered suitable for this study because it allow%&researcher
to examine the relationship amongst the variables (organizational cultute and working
conditions on teachers' performance in secondary schools ﬁl)\@{gtate alongside the

mediating influence of gender) without any form of manipu@n. This implies that findings

were described the way they are without any interfe%@\
Variables of the Study . \%
B

Three categories of variables are outli de' study. These are the independent, dependent
and the moderator variables. (b
Independent Variables: Thes re% working condition indices:

1. School Physical Facilitia.}

2. Level of RemuneratimQ
>

3. Teachers’ Wor

And the Orga, i@,ﬂal Cultureindices:
‘$
ncy

1. Involve
2.

3. Adaptability
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Moderator Variable of Gender
Dependent Variables: These are the Teachers’ Job Performance at two levels
1. Administrative and

2. Teaching Performances.

f Independent Variables\

s Working Conditions /
1. SchoolPhysical

Facilities Moderator
2. Level of

Variable

Remuneration
3. Teachers’ Workload * Gender

% Organisational

Culture .
1. Involvement ~—

2. Consistency &%
Q Adaptability j . QQ)
S
Fig. 3.1: Variables'in the Study

3.2 Population of the Study ( @

The target population for this E@consists of all the teachers and principals in all the

public secondary schools in O@, Nigeria. As at the time of the study, there are a total

of six hundred and twen €)(625) public secondary schools in Oyo State with a total

number of six hund@l% enty five (625) principals and fourteen thousand, five hundred

and eight (1 (@éachersl. These schools are located across three senatorial districts (Oyo
>

Central, @

The senhatorial districts, LGAs, and number of schools, principals and teachers are presented

rth and Oyo South) and thirty three (33) local government areas in the state.

in table 3.1:
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Table 3.1: Population of the Study (N= 625 Principals & 14,508 Teachers)

S/N  Senatorial Local Number Number of Teachers Number
District Government of of
Areas schools Principals
Male Female Total
Afijio 17 194 207 401 17
Akinyele 36 269 423 692 36
1. Oyo Central Egbeda 30 285 630 915 30
Ogo Oluwa 13 120 54 174 13
Surulere 23 182 109 291 23
Lagelu 26 277 494 771 26
Oluyole 29 178 240 418
Ona Ara 33 264 248 <y 33
Oyo East 11 194 282 Aéo 11
Oyo West 11 144 209 - %ﬁ 11
Atiba 15 218 177 95 15
Sub-total 244 2,325 }O\Q\" 5,398 244
Saki West 22 201 Ci% 360 22
Saki East o7 97 11
Atisbo ® 36 128 12
Trepo Q 24 98 6
Olorunsogo 46 98 4
Kajola ﬁx 211 121 332 16
Iwajowa Q)%‘ 46 130 9
2. Oyo North Ogbomoso Nort 236 313 549 15
Ogbomoso Sou }%’ 16 295 308 603 16
Iseyin Qi% 23 213 144 357 23
Oorelop 8 76 44 120 8
Itesiwaju 11 78 20 98 11
Or1 & 18 133 53 186 18
171 1,819 1,337 3,156 171
Q-k)adan North 42 458 993 1451 42
Q Ibadan North West 13 114 445 559 13
‘% Ibadan South West 30 318 789 1105 30
Ibadan North East 34 439 621 1060 34
Ibadan South East 36 451 582 1033 36
South Ibarapa East 11 103 84 187 11
Ibarapa North 8 90 26 116 8
Ibarapa Central 10 113 84 197 10
Ido 26 108 138 246 26
Sub total 210 2,194 3,760 5,954 210
Grand Total 625 6,338 8,167 14,508 625

Source: Oyo State Ministry of Education!
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33 Sample and Sampling Procedure

Multi-stage sampling procedure was used to arrive at the sample size for the study.
At stage one (1), simple random sampling technique was used to select eleven (11) local
government areas scattered across the three senatorial districts in the study area. This
sampling technique was done in a way that local government areas are selected on the table
based on an odd number of three (3) beginning from the first local government area. This
means that for every three local government areas on the table, one local goveré;}( area is
chosen beginning from the first local government area on the tabl . QQected local

government areas along with their number of schools, principals ag%q%lchers are shown in

table 3.2: &%\

Table 3.2: Selected Local Government Areas for the S =11)
S/N  Senatorial Local Numb Qﬂ[ber of Teachers Number
District Government of of
Areas sc 04% Principals
r\. A Male Female Total
Afijio \ 17 194 207 401 17
Ogo Oluwa % 13 120 54 174 13
1. Oyo Central Oluyole 29 178 240 418 29
Oyo We Q) 11 144 209 353 11
Sub-tot:N 70 636 710 1,346 70
'}
Sa S 11 74 23 97 11
Cg?\ 00 4 52 46 98 4
2. Oyo North bomoso North 15 236 313 549 15
6\. Oorelope 8 76 44 120 8
Sub total 38 438 426 864 38
Q Ibadan North 42 458 993 1451 42
Ibadan North East 34 439 621 1060 34
3. Oyo South Ibarapa North 8 90 26 116 8
Sub total 84 987 1,640 2,627 84
Grand Total 192 2,061 2,776 4,837 192

Source: Oyo State Ministry of Education

Table 3.2 shows that the eleven (11) selected local government areas consist of one

hundred and ninety two (192) public secondary schools, one hundred and ninety two (192)
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principals and four thousand, eight hundred and thirty seven (4,837) teachers which includes
two thousand and sixty one (2,061) males and two thousand, seven hundred and seventy six
(2,776) females. At stage two (2), the Slovin sample size determination formula is used to
draw a sample of schools, teachers and principals in the study area. The Slovin formula is

shown below:

n = N . ,{b,
1 +N (e)? . Qg)&
Where 'n' is the sample size that is needed that is the actual sample size‘%\
'N' is the population size the researcher intends to derive the samp@gawhile
'e' is the level of precision which is 0.05 for this study. &%

According to the mathematical Slovin fo k:@k sample size of public secondary

schools, teachers and principals is presented in table 3+3, 3.4 and 3.5:

Table 3.3: Selected Number of Schools @ t?\g\ dy (n=178)

S/N  Senatorial Local Governmént Areas  Number of Sampled
District Schools Number  of
Schools

\)Q;b
fijio 17 16
%%o Oluwa 13 12
1. Oyo Centrabg% uyole 29 27
Oyo West 11 10

6\) Sub-total 70 65
‘% Saki East 1 10
Q Olorunsogo 4 4
2. gro North Ogbomoso North 15 14
Oorelope 8 8
Sub total 38 36
Ibadan North 42 38
Ibadan North East 34 31
3. Oyo South Ibarapa North 8 8
Sub total 84 77
Grand Total 192 178

Source: Public Secondary Schools in Oyo State and their Local Government Areas
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According to Slovin sample size determination formula, the sample size of public
secondary schools for the study is one hundred and seventy eight (178).

Table 3.4: Selected Number of Teachers for the Study (n= 2,569)

S/N  Senatorial Local Number of Teachers Number of Teachers
District Government
Areas
Male Female Total Male Female Total
Afijio 194 207 401 131 136 267
Ogo Oluwa 120 54 174 92 47 136
1. Oyo Central Oluyole 178 240 418 123 150 \ 73
Oyo West 144 209 353 106 1 & 243
Sub-total 636 710 1,346 452" @) 923
Saki East 74 23 97 62 E 22 84
Olorunsogo 52 46 98 . o 41 87
2. Oyo North Ogbomoso North 236 313 549 ‘\\l 176 324
Oorelope 76 44 1 64 40 104
Sub total 438 426 €$ 320 279 599

Ibadan North 458 %’Q\ 1451 213 285 498

Ibadan North East 439 1060 209 243 452
3.  OyoSouth Ibarapa North 90 *6 116 73 24 97
Sub total 7‘\\ 640 2,627 495 552 1,047

Grand Total }\2,061 2,776 4,837 1,267 1302 2,569

Source: Teachers in Public Mdary Schools in Oyo State and their Local

Government Ar%Q)

According to Slovi sa@ple size determination formula, the sample size of public

secondary school tet;@t e study is two thousand, five hundred and sixty nine (2,569).

N
QQ%Q
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Table 3.5: Selected Number of Principals for the Study (n=178)

S/N  Senatorial Local Government Areas  Number of Sampled
District schools Number  of
principals
Afijio 17 16
Ogo Oluwa 13 12
1. Oyo Central Oluyole 29 27
Oyo West 11

Sub-total 70

10
Saki East 11 Q’)&}
Olorunsogo 4 ‘ \QO 4
2. Oyo North Ogbomoso North 15 ‘% 14

Oorelope 8 8

Sub total . g&w 36
34

Ibadan North &% 38
Ibadan North East QQ) 31
3. Oyo South Ibarapa North \ 8 8
Sub total Q’Q 84 77
Grand Total ) 192 178
Source: Principals in Public Sec@ Schools in Oyo State and their Local
Government Areas

According to Slovin samplé@ determination formula, the sample size of public
secondary school principals forwudy is one hundred and seventy eight (178).

34 Research Instru@{}

The instruanth\at was used for data collection for the research work weretwo self-
designed gu %maires titled: "Organizational Culture and Working Conditions
Questi @e (OCWCQ)" for teachers and "Teachers’ Job Performance Questionnaire
(TJPQ)"™ for principals.

3.4.1 Organizational Culture and Working Conditions Questionnaire (OCWCQ)

This questionnaire comprises of four (4) sections.

Section A was designed to obtain demographic data of teachers. It consists of gender, age,

educational qualification and year of teaching experience of teachers.
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Section B was designed to examine the organizational culture of the public secondary
schools in Oyo state. It consists of twenty items of which five items each belong to the three
cultural traits - involvement, consistency and adaptability according to Denison model of
organizational culture. The first five items belong to involvement culture; the second five
items belong to consistency culture while the last five items belong to adaptability culture.
The rating technique was based on the four point likert scale as follows: . %
Strongly Agree (SA) = 4 points, Q’)(\

Agree (A) = 3 points ,%\QO

Disagree (D) = 2 points and %.\

Strongly Disagree (SD) = 1 point %\

Section C was designed to ascertain the working conditig&%i teachers in public secondary
schools in Oyo State. It comprises of thirteen ite@lich the first seven items represent
school physical facilities while last six items y@sent the workload of teachers. The rating
technique was based on the four point I%Q;}e as follows:

Strongly Agree (SA) = 4 points, Q)(b

Agree (A) = 3 points

Disagree (D) = 2 points a

Strongly Disagree ( 1 point

Section D wa @igned to ascertain the working conditions of teachers in public secondary
scho@@yo state based on 'remuneration' of teachers. It comprises of eleven items. The
rating téChnique was based on the four point Likert scale as follows:

High Level (HL) = 4 points,

Moderate Level (ML) = 3 points

Low Level (LL) = 2 points and

Not At All (NAA) = 1 point

137



3.4.2 Teachers’ Job Performance Questionnaire (TJPQ)

This questionnaire was divided into two (2) sections.
Section A was designed to collect demographic data of the principals such as gender, age,
highest educational qualifications and years of teaching experience
Section B was designed to examine the level of performanceof teachers in public secondary
schools in Oyo State. It comprises of twelve (12) structured items of which the. first seven

items belong to the teaching performance while last five items belong to %’;}strative

performance of teachers. The rating technique is based on the following%\qo
High Level (HL) = 4 points, 6.\

Moderate Level (ML) = 3 points &%'\

Low Level (LL) = 2 points and . QQ)

Not At All (NAA) = 1 point @
3.5 Validity of the Instruments : @

The research instruments we@bjected to face and content validity in order to
ensure that the instruments mgastiee what it is purported to measure’. The instruments
(questionnaires) were shown o ¢hree experts in the Department of Educational Management
at Lead City Univ@Q%University of Ibadan, Oyo State. The experts determined the
correctness o t%%nstruments in ensuring that they measure what they intends to measure.

After all necessary corrections have been made the instruments were also shown to the

supe@ to make the final corrections.

3.6 Reliability of the Instrument

Reliability is the extent to which the questionnaire produces the same results on
repeated trials. The reliability of the instrument was ensured through a test-retest method. The
reliability of the instruments was determined using cronbach alpha method, so as to
determine the internal consistency or stability of an instrument*. The questionnaires were
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distributed once to a sample of five (5) principals and five (5) teachers who were not included
in the final study. After retrieval of the instruments, they were subjected to cronbach’s Alpha
analysis. A reliability coefficient value ranging between 0.6 - 1.0 meant that the instruments

were internally consistent (reliable) and were used for the research work.

3.7 Administration of Instrument

A letter of introduction was obtained from the Department of E ional
Management, Lead City University, Ibadan to the respondents. The ,in &nts were
duplicated and administered personally and with the help of four trainé%earch assistants.
These assistants were properly trained for a period of five day@?ent to the sampled

schools, teachers and principals. After the respondents have @@he instruments, they were

retrieved from them. Q&
3.8 Method of Data Analysis . &
X

Descriptive statistics of freq enQ),ounts and simple percentages was used to
analyse the demographic data of réj@ ents. The descriptive statistics of means, standard

devation, frequency counts a&mple percentages were used to answer the research

.\
questions in the studi v@ erential statistics such as Multiple Regression Analysis and t-

test was used to tg{ta ypotheses formulated for the study.

Qﬁg

139



Endnotes

" Ministry of Education, Post Primary Schools Statistic Oyo State Post Primary

Schools Teaching Service Commission (OYSPPSTSC) Planning Research and Statistics
Department. 2019/2020 Academic Session.

2 T. Yamane, Statistics, An Introductory Analysis, Harper and Row: New York,

(2nd ed.). 8, 1967, ASIN: BOOOOCNPXC, gbv.de/dms/zbw/252560191.pdf.

3 EI Obilor& G.U. Miwari, Content Validity in Educational Assessment,
International Journal of Innovative Education Research. 10(2), 2022, 57—69& v 2354-

2942, . \QO

4 S.T. EL Hajjar, Statistical Analysis: Internal-Consistency Relia%’ ity and Construct
Validity, International Journal of Quantitative and Qualitatiy earch Methods. 6(1),
2018, 27-38, ISSN 2056-3620(Print), ISSN 2056-3639(Online). %\

L&
S

Q’Q

140



Chapter Four

Results and Discussion of Findings

This chapter presents the results and discussion of findings which was based on the
data collection and analysis with respect to the objectives (research questions and hypotheses)
of the study. This chapter first shows the instruments' response rate followed by the
presentation and interpretation of data (demographic characteristics of responden. arch

questions and hypotheses) and then the discussion of findings.

4.1 Instrument Response Rate é

[ ) “
Table 4.1: Instrument Response Rate %
P N

S/N Research Instruments Amount A Amount Rate of

administered'@‘leved Validated Response

FaNN

1 Organizational Culture and 2,569 N\_) 2565 2,500 97.31%
Working Conditions . @
Questionnaire (OCWCQ) Q)
2 Teachers’ Job Performance Q)(b 78 178 178 100%
Questionnaire (TJCQ)
ZANE

Source: Field Work, ZOQ}Q,X '

Table 4.1 presentg\tl}e amount of research instruments that were administered, retrieved and
validated in g the rate of responses. Two instruments named - Organizational Culture
and @%ng Conditions Questionnaire (OCWCQ) and Teachers’ Job Performance
Questionnaire (TJCQ) were administered in order to collect data for the study. Organizational
Culture and Working Conditions Questionnaire (OCWCQ) was administered to public
secondary school teachers; 2,569 copies were distributed to the sampled respondents in the
sampled schools. About 2,565 were retrieved, 2500 were rendered valid and useful for

analysis. Thus, the analysis was based on returned valid copies and this gave response rate of
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97.31%. Similarly,Teachers’ Job Performance Questionnaire (TJCQ) was administered to
school principals and 178 copies was distributed to the sampled respondents in the sampled
schools. All the instruments were retrieved and all were rendered valid and useful for analysis.

This gave a complete response rate of 100%.

4.2  Demographic Data Analysis

Table 4.2: Frequency Distribution of Principals (N =178) '_\cb:
Demographic Variable Frequency P ?ftage
m - §H%)
Gender Male 85 ) F47.8
Female 93 52.2
Total * 100

. S
ge 31-40 years (Z} 8 4.5
136

41-50 years . 76.4
51 and Abo ,® 34 19.1
Total 6 178 100
Marital Status Sin % 0 0.00
Mgrri%:}' 166 93.3
i e

% d 7 3.9

arated 5 2.8

Q:bfotal 178 100

Highest Educational \) Bachelor's degree 121 68
Qualifications & "

QQ PGDE 39 21.9

C) Master's degree 15 8.4

Ph.D degree 3 1.7

X .
,%Q Total 178 100

Ye%@eaching Experience 6-10 years 0 0

11-15 years 10 5.62
16 years and above 168 94.38
Total 178 100

Source: Fieldwork, 2022

Table 4.2 shows the frequency distribution of principals' demography in public secondary
schools in Oyo State. From the table, 47.8% (85) of the respondents were male principals,

while 52.2% (93) are female. This shows that female principals are more in this study. This
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suggests dominance of female to male principals in Oyo State. Majority of the principals,
76.4% (136%) are within 41-50 years of age, 19.1% (34) are 50 years and above, while4.5%
(8) are within 31-40 years. This implies that most of the principals are advanced in age,
however only very few are young. Majority of the principals, 93.3% (166) are married, 3.9%
(7) are divorced, while 2.8% (5) are separated. This suggested that a major portion of the
principals in Oyo State were married. Most of the principals, 68% (121) have. Bachelor's

degree as their highest form of degree which is an indication that Oyo State pub@ﬁondary

schools are managed or led by principals who are university graduates. ,%\

However, 21.9% (39) of the principals have PGDE, 8.4 (15) of R@fﬂas Master’s degree,
while 1.7% (3) of the principals have Ph.D. This suggests %ome of the principals are
advancing their qualifications to the post graduat @Lwhlch is very good for school
management. Lastly, majority of the pr1nc1pa1 %o (168) have 16 years of experience
and above while few, 5.62 (10%) have 11 %f experience. None of the principals have
within 6-10 years of experience this i@use principal position in public schools starts from
grade level 14 and above, un\&%@cial cases where level 12 or 13 becomes a principal.

However, to get to level ill'take minimum of 15 years in service. This clearly indicates

that most of the pri@@ln yo State public secondary schools are well experienced.

Qﬁg
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Table 4.3: Frequency Distribution of Teachers' Demography (N=2,500)

Demographic Variable Frequency  Percentage
(n) (%)
Gender Male 1020 40.8
Female 1480 59.2
Total 2,500 100
Age 21-30 years 173 6.9
31-40 years 831 33.2
41-50 years 1335 534
51 years and above 161 .6%
Total 2,500 Q’iw
HighestLevel of Education NCE 709 \QO2 8.4
Bachelor's degree 1,279 51.2
PGDE . " 17.5

Master's degree 2.9

Total . QQ’};z",sm) 100

Marital Status Single N\ 150 6.0
Married QQ 2336 934

Divorced 8 0.3

Separ ‘ER 6 0.2

Tota 2,500 100

Position ss Teacher 2,150 86.0
Q:bﬂead Teacher 350 14.0

Total 2,500 100

Department &'\ Science 1083 43.3
Q Social Science 663 26.5

‘ Q Art 754 30.2
\ Total 2,500 100

Years of ’l%ugng Experience 1-5 376 15.0

Q 6-10 378 15.1
Q 11-15 734 29.4
16-20 691 27.6

21-25 140 5.6

26-30 101 4.04

31 and above 80 3.26

Total 2,500 100

Source: Fieldwork, 2022

Table 4.3 shows the frequency distribution of teachers' demography in public secondary

schools in Oyo State. Majority of the respondents 59.2% (1480) are female teachers, while
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40.8% (1020) are male teachers. This implies that the study was dominated by female
teachers and suggests dominance of female to male teachers in Oyo State. Majority of the
teachers, 53.4% (1335) are within 41-50 years of age, 33.2% (831) are within 31-40 years of
age, and 6.9% (173) are within 21-30 years while 6.4% (161) of the teachers are 51 years and
above. This implies that a major portion of the teachers are young and probably in their mid-
Q°

Further, most of all the teachers, 93.4% (2336) are married. Few of them, 6% Q%) are single

age. Only very few are well advanced in age.

while 0.3% (8) are divorced and only 0.2% (6) indicated to be separat‘e%bls suggests that
the majority of the teachers in Oyo State is married and will ire @a'\)e effect in the way
they treat students like family and also be responsible foqflsé?n just like their children.
Majority 51.2% (1,279) of the teacher have bach%;@gree, 28.4% (709) of the teachers

have NCE as their present level of academic qua%c ton. Some of the teachers seem to have

advanced their education to the post gra*uat@v

17.5% (438) have PGDE. This impli?é%'t most of the teachers have the basic and required

1 as 2.9% (74) have master's degree and

as their highest form of degréygﬁch is an indication that Oyo State public secondary
schoolshave more teacher»Q “are university graduates. Most of the teachers, 86% (2,150)
0

are class teachers while (350) are head teachers.

In terms OK%QS' department or field in which they teach, most of the respondents, 43.3%
(1083 %ated that they teach in the field of sciences, 26.5% (663) of the teachers are in
social science (commercial) department. However, 30.2% (754) teach Art subjects. Lastly, in
terms of work experience, 15% (376) of the teachers have 0-5 years of experience, 15.1%
(378) have 6-10 years of experience, 29.4% (734) have 11-15 years of experience, 27.6%
(691) have 16-20 years of experience, 5.6% (140) have 21-25 years of experience, 4.04%
(101) have 26-30 years of experience while 3.26% (80) of the teachers have 31 years and

above experience. This implies that majority of the teachers, 29.4% (734) have 11-15 years of
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teaching experience and Oyo state public secondary schools still have many teachers who are

well experienced in the teaching profession.

4.2.1 Answering of Research Questions

Research Question One: What is the level of teachers' performance (teaching and

administrative) in secondary schools in Oyo State?

Table 4.4: Level of Teachers' Performance (Teaching and Administrative) In,&&%bndary
Schools in Oyo State. (N=178
Y ( ) A sQ/\

S/IN Items HL ML LL M-$DVRemark

(%) (%) (%) (%)

1 My teachers are 157 12 %\ 0.34 Moderate
effective in delivering
their lessons G (882 (6. 7) Level
2 My teachers skilfulin 26 140 @Q 3.08 0.46 Moderate
use of instructional
S oals for (14.6) (78 g&(é 7 (0) Level
instruction
3 My teachers ensure 48 110 20 0 3.16 0.60 Moderate
they meet up with (b
(Zz)) (61.8) (11.2) (0) Level

their lesson periods w

4 My teachers § 12 115 11 0 3.00 0.36 Moderate

effectively ¢
the Scheme (67) (87 1) (62) (0) Level

for each t
5 My@s ensure 9 128 41 0 2.82 0.50 Moderate
their Iesson notes/plan G1) (719 (23) 0)

afe ] roperly updated Level
time

6 My teachers manages 66 108 4 0 3.35 0.53 Moderate
the classroom
properly during 37.1) (60.7) (2.2) (0) Level
instruction

7 My teachers use well 27 151 0 0 3.16 0.36 Moderate
proven teaching 152% (84.8)  (0)  (0) Level

methods for
instructional activity
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Administrative Performance

8 My teachers are very 94 82 2 0 3.52 0.52 High
active in curricular
and extra-curricular (52.8) (46.1) (1.1) (0) Level
activities

9 My teachers 6 116 56 0 2.72  0.52 Moderate
discipline students (B4)  (652) (315  (0) Level

properly without

biasness ) »{b’
10 My teachers keep 39 136 3 0 3.20 p.@mderate
records adequately 21.9) (764) (1.7)  (0) s \

Level

actively involved in
students' welfare (22) (247) (69 1)@%

programs ‘

12 My teachers actively 0 19 gﬁQ 50 1.83 0.60 Not At
give reports ©) (107 ) (28.1 All

concerning students to

(
their parents )\\*R )
Weighted Mean = 2.922; S.D %{’ 7 Overall Decision = Moderate Level

Source: Fieldwork, 2021 QO
KEY: HL = High Level (4), MEN: erate Level (3), LL = Low Level (2) and NAA = Not At

All (1); S.D = Standard Devi&;‘on

11 My teachers are 4 44 123 7 %@)ﬁ“ 0.56 Low

Level

***Threshold: If the meani 0.000-1.999 = Not at all; 2.000-2.499 = Very Low Level;
2.500-3.499 = Low @ 5
5.500-6.000 = Very¥igh Level

0 to 4.499 = Moderate Level; 4.500-5.499 = High Level and

Table 4.4 @s the level of teachers' performance (teaching and administrative) in
seco@hools in Oyo State. The rating scale of Not At All (1) to 'High Level (4)’.
Twelve’items were used to measure the teaching and administrative performance of teachers.
Among the items, nine (9) are remarked "moderate level", one (1) item is remarked “high
level”, one (1) items is remarked “low level”, while one (1) is remarked “not at all”. The nine
items remarked “moderate level” implies that most of the principal agreed that are effective
in delivering their lessons, skilful in use of instructional materials for instruction, ensure they
meet up with their lesson periods, effectively completes the scheme of work for each term,
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ensure their lesson notes/plan are properly updated on time, manages the classroom properly

during instruction and use well proven teaching methods for instructional activity.

In terms of administrative performance, the principals also agreed that the teachers discipline
students properly without biasness, keep records adequately. The only item remarked “high
level” also implies that the teachers are highly very active in curricular and extra-curricular
activities. However, the item remarked “low level” implies that most of the teacﬁa@te not
are actively involved in students' welfare programs while the item reman@%mt at all”
implies that teachers do not give reports concerning students to their  parents at all.
Additionally, table 4.3 generally reveals that teaching and adrhj@%t'il/e performances of
teachers in public secondary schools in Oyo State, Nigeria is éymoderate level. Hence, level
of teachers' performance (teaching and adrninistrat%),@ condary schools in Oyo State is

Moderate (Weighted Mean=2.922; S.D = 0. 48) %

Research Question Two: What is hgdtus of organizational culture (involvement,
consistency and adaptability) in publ@

ndary schools in Oyo State?

Table 4.5: Status of Organizat I Culture (Involvement Culture, Consistency Culture,
Adaptability Culture) A N

S/N QQY ISA A D SD M SD Remark
(%)

o) (%) (%) (%)

1 Most @Ys are 525 1589 376 10 3.05 0.61 Agree
highly*mvolved in
it work

@21)  (63.6) (15 (0.4 (Good)

ﬂ@
2 ;nformation is widely 157 1717 626 0 2.81 0.53 Agree
shared so that every

teacher can get the 63) (687) (25 ©) (Good)
information he or she
needs when it is
needed

3 Cooperation across 157 1649 694 0 2.78 0.54 Agree
different parts of the 6.7) ©6)  (278) (0) (Good)

school is actively
encouraged
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4 Teachers are involved 140
in the process of
school (5.6)
planning/decision to
some degree

5 There is continuous 136
investment in the
skills of teachers 5.4)

Consistency Culture

6 There is a clear and 201
consistent set of ®)
values that governs
the way teachers work

7 There is an ethical 157
code that guides (6.3)
teachers' behaviour '
and tells them right
from wrong

8 It is easy to reach 125
consensus
(agreement), even on
difficult issues

9 My school's approach \92
in doing education is
very consistent a "G-3)
predictable Q

10  Staff fromidifferent 108
parts ) school (4.3)
organization share a

@non perspective

Adapzbility Culture

11 New and improved 117
ways to do work are (4.7)
continually adopted '

12 All members of staff 132
have a deep (5.3)

understanding of
students' wants and
needs

1429
(57.2)

1660
(66.4)

2299
(92)

1717
(68.7)

1814
(72.6)

1671
(66.8)

1814
(72.6)

1515
(60.6)

@*gsg
>

921 0 2.68 0.57 Agree

(37.2)  (0) (Good)

656 48 2.75 0.58 Agree

(26.2) (1.9) (Good)

N

0 0 3.08 -O.Qgﬁgree

© O \ (Good)

. ‘ﬁ'\

626 &%\2.81 0.53 Agree

(25) 4% (Good)
>

0 2.77 0.53 Agree

0) (Good)

554 0 2.83 0.50 Agree

(22.2) (0 (Good)

721 0 2.75 0.52 Agree

(22.8) (0) (Good)

569 0 2.82 049 Agree

(22.8) (0 (Good)

853 0 271 0.56 Agree

(4.1 (0 (Good)
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13  Innovation and risk 195 1963 342 0 294 046 Agree
taking are encouraged

and rewarded (7.8)  (75.8) (13.7)  (0) (Good)
14  The way things are 97 1791 612 0 2.79 049 Agree
doneis very flexible 3 o) (1 63 (245) (0 (Good)

and easy to change

15 My school responds 201 1723 576 0 2.85 0.54 Agree

well to competitors
and other changes in 8.0)  (689) (23) (0) (Good)

the environment &

Weighted Mean = 2.83; S.D = 0.49; Overall Decision = Agree (C%)O\%Q)

Source: Fieldwork, 2022 A
KEY: SA = Strongly Agree (4), A = Agree (3), D = Disagree (2) and §D ="Strongly Disagree
(1); S.D = Standard Deviation . "

***Threshold: mean value of 0.000-1.499 = Strongly Disagz@@ry Bad); 1.500-2.499 =
Disagree (Bad),; 2.500-3.499 = Agree (Good),; 3.500 to 4.50(@ rongly Agree (Very Good)

Table 4.5 reveals the status of organizational@@, (involvement, consistency and

adaptability) in public secondary schools in Oyo%Sfa ; Nigeria. The rating scale of 'strongly

disagree (1)' to 'strongly agree (4)' was u@

of organizational culturein public se@ry school. All of the items were remarked ‘“agree

e€n (15) items were used to measure status

(good)”. This implies that m&% the teachers agreedto the statements on status of
organizational culture (i efent culture, consistency culture, adaptability culture), as
most teachers are @1&1 olved in their work, information is widely shared so that every
teacher can e@ information he or she needs when it is needed, cooperation across
different @s of the school is actively encouraged, teachers are involved in the process of
school.NyIn terms of consistency culture, there is a clear and consistent set of values that
governs the way teachers work, there is an ethical code that guides teachers' behaviour and
tells them right from wrong, it is easy for the teachers to reach consensus (agreement), even
on difficult issues, school's approach in doing education is very consistent and predictable
and staff from different parts of the school organization share a common perspective. Further,

on adaptive culture, teachers adopted new and improved ways to do work, all members of
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staff have a deep understanding of students' wants and needs, innovation and risk taking are
encouraged and rewarded, things are done is very flexible and easy to change and the school
responds well to competitors and other changes in the environment. The table however
generally reveals that status of organizational culture (involvement, consistency and
adaptability) in public secondary schools in Oyo state (Weighted Mean = 2.83; S.D = 0.49)
which is good.

Research Question Three: What are the working conditions (school phys%g'cﬂltles

workload and remuneration) in public secondary schools in Oyo State? ,%\

Table 4.6: Working Conditions (School Physical Facilities'K 'Brkload) in Public

Secondary Schools in Oyo State 0&%
S/N Items SA A Qb‘ M SD Remark
(%) (%) 4‘3@ (%)

1 Staff offices are very 207 2.03 0.36 Disagree
conducive for %
oo @{@ 86.9) (4.8) (Bad)

2 Laboratories are well 1503 917 1.67 0.54 Disagree
equipped for (b

@) (3.2) (60.1) (36.7 (Bad)

instruction \)
)

'}
3 StaffCOHVenlenw@ 16 2152 321 1.89 037 Disagree
facilities ar
conducw{)CJ 04) (06) (86.1) (12.8 (Bad)

)
4 Sc Qrarles are 0 36 1377 1298 1.50 0.53 Disagree
Jigresourced ©)  (14) (55.1) (51.9 (Bad)
)
5 Instructional materials 0 36 1377 1087 1.58 0.52 Disagree
(visual, audio and
audio-visual aids) are ©) (14 631 433 (Bad)
adequate for teaching )
and learning
6 Classrooms are 0 31 1714 755 1.71 0.48 Disagree
conducive for
teaching (0) (12)  (68.6) (30.2 (Bad)
)
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7 Recreational facilities 0 21 1573 906 1.65 0.50 Disagree
are available and

conducive for (0) (0.8) (62.9) (36.2 (Bad)
teaching and learning )

Teachers’ Workload

8 I am made to spend 0 273 2125 102  2.07 0.38 Disagree
more hours at work
than the stipulated ©) (10.9) ©) .1 (Bad)
daily amount of hours

9 I am made to teach 39 309 1939 213 2.07 0.53 &ee
extra classes and
extra-mural lessons (1.6)  (124)  (776) (85)

10  Iteach more students 493 1669 338 0 57 Agree
than my capacity (19.7)  (66.8) (13.5)  (0). »ﬁ (Good)

11 I teach more subjects 124 1791 585 K 2.82 0.50 Agree
than is required (5.0)  (71.6) (23 4@ (Good)

1875 Q 290 049 Agree
(7.7) (75&(17 3) (0) (Good)
13 I teach more lesson 159 177 71 0 2.84 0.51 Agree

periods in a week
beyond my capacity (6 4 70.8) (22.8) (0) (Good)

12  Iteach more classes
beyond my capacity

Weighted Mean = 2.19; S. ?M 8; Overall Decision = Disagree (Bad)

Source: Fieldwork, 202
KEY: SA = Stronglgg% ) A = Agree (3), D = Disagree (2) and SD = Strongly Disagree
(1); S.D = Standar.

iation
value of 0.000-1.499 = Strongly Disagree (Very Bad); 1.500-2.499 =
.500-3.499 = Agree (Good); 3.500 to 4.500 = Strongly Agree (Very Good)

Tab eals the working conditions (school physical facilities and workload) in public
secondary schools in Oyo state, Nigeria as perceived by the teachers. The rating scale of
'strongly disagree (1)' to 'strongly agree (4)' was used. Thirteen (13) items were used to
measure the working condition in public secondary schools in Oyo State; school physical
facility and workload having 7 items and 6 items respectively. . Among the items, seven (7)

which is work condition are remarked "disagree (bad)", 6 (six) which is work load, 4 (four)
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are remarked "agree (good)", while 2 (two) are remarked “disagree (bad). The seven items
(school physical facilities) remarked ‘disagree (bad)' implies that majority of the teachers
opined that majority of the teachers disagreed that staff offices arevery conducive for teachers,
laboratories arewell equipped for instruction, staff convenience facilities are conducive. They
also disagreed that school libraries are well resourced, instructional materials (visual, audio
and audio-visual aids) are adequate for teaching and learning, classrooms are coPducive for
teaching, and recreational facilities are available and conducive for teaching Q’;&aming.
The four (4) items on teacher’s workload remarked 'agree (good)" indi . ost of the
teachers agreed that they teach more students than their capaci:[yK
than is required. &%\
<

They also agreed that they teach more classes beyond @1 capacityandteach more lesson

y.geach more subjects

periods in a week beyond their capacity. The 2 (ﬁ@%ns on teachers workload remarked

“disagree (bad)” indicate that most of th 1@@; disagreed that they are made to spend
.

more hours at work than the stipulate%l' amount of hour and are made to teach extra
classes and extra-mural lessons. @' table however, generally shows that the working

conditions (school physical%ci.lﬁi 1es, workload) in Oyo State, Nigeria as perceived by the

teachers was bad (d@@\’ eighted Mean = 2.19; S.D = 0.48).
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Table 4.7: Level of Remuneration of Teachers in Public Secondary Schools in Oyo State

Source: Fieldwork, 2022
KEY: HL = High Level (4), ML = Moderate Level (3), LL = Low Level (2) and NAA = Not At

S/N Items HL ML LL NAA M SD Remark
Level which I (%) (%) (%) (%)
Receive)
1 reward for my 0 434 858 1208 1.69 0.75 Low
performance at work (0) (17.4) (34.3) (48.3) Le@&
2 leave bonuses 0 2334 166 0 293 0. oderate
(0) (93.4) (6.6) (0) Level
3 e insurance 0 0 1027 1428 1.4@0 Not At
(0) (0) (42.9) (57.1) All
4 motor insurance 0 0 1581 919 63" 048 Low
(0) (0) (63.2) (36. % Level
5 vacation leave 0 0 1155 1.46 0.50 Not At
(0) (0) (46 2) 4 All
6 sick leave 34 2300 0.25 Moderate
(1.4) (92) (0) Level
7 in-service training 0 434 1149 1.71 0.74 Low
(0) (17. (36.7) (46) Level
8 recognition for my 0 1148 1352 1.46 0.50 Not At
(45.9) (54.1) All

work performance (0) %
9 allowances such as \g%)

0 1298 1202 1.52 0.50 Low

car and housing 0)  (51.9) 48.1) Level
allowances %
10 pension sch g'. ) 13 2298 191 0 2.92 0.28 Moderate
0.5)  (OL8) (7.6) (0 Level

11 2 packages 0 434 942 1124 1.72 0.74 Moderate

nga (0) (17.4) (37.7) (45.0) Level

Weighted Mean = 1.94; S.D = 0.499; Overall Decision = Low Level
All (1); §.D = Standard Deviation, M= Mean
***Threshold: mean value of 0.000-1.499 = Not At All; 1.500-2.499 = Low Level; 2.500-
3.499 = Moderate Level; 3.500 to 4.500 = High Level

Table 4.7 reveals level of remuneration of teachers in public secondary schools in Oyo State,
Nigeria. The rating scale of 'not at all (1) to 'high level (4)' was used. Eleven (11) items were

used to measure thelevel of remuneration of the teachers. Among the items, three (3) are
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remarked "moderate level", five (5) are remarked "low level" and three (3) is remarked "not
at all". The six items remarked 'moderate level' imply that majority of the teachers opined that
the level which they receive remunerations like leave bonuses, sick leave and pension scheme
is moderate or good. The five (5) items remarked "low level" clearly indicates that majority
of the teachers perceive that the level which they received remuneration like reward for
performance at work, motor insurance, in-service training, recognition for work performance,
allowances such as car and housing allowances and welfare packages is low. The three (3)
items remarked "not at all" clearly indicates that most of the teachers opined that level which
they receive remuneration in terms of recognition of work performance, vacatigi\leave and
life insurance at a very low level or does not even exist. The table howevet, ;géderally reveals
that the level of remuneration of teachers in public secondary schools in Oyo State, Nigeria is

at a low level (Weighted Mean = 1.94; S.D = 0.499) which could ké¢regarded as poor.

4.2.2: Presentation of Hypotheses

Hol: There will be no significant combindd influence of organizational culture
(involvement, consistency and adaptabilify)N\and working conditions (school physical
facilities, workload and remuneration) on tedchers' performance (teaching and administrative)
in public secondary schools in Oyo State.

Table 4.8: ANOVA Table for Combined Influence of Organizational Culture
(Involvement, Consisteney Yand Adaptability) and Working Conditions (School Physical
Facilities, Workload and Remuneration) on Teachers' Performance (Teaching and

Administrative)imPublic Secondary Schools in Oyo State

ANOVA®?
Sum of Mean
Model Squares Df Square F Sig.
1 Regression 42.976 2 21.488 5.738 .004°
Residual 655.344 175 3.745
Total 698.320 177

a. Dependent Variable: Tecahers_Performance

b. Predictors: (Constant), Working_Condition, Organizational Culture

Source: SPSS Computation 23.0
F-value is significant at 0.05*
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4.6.2 Model Summary of Combined Influence Of Organizational Culture (Involvement,
Consistency And Adaptability) And Working Conditions (School Physical Facilities,
Workload And Remuneration) On Teachers' Performance (Teaching And
Administrative) in Public Secondary Schools In Oyo State

Model Summary
Std. Error of the
Model R R Square Adjusted R Square Estimate
1 2482 .062 051 1.93515

a. Predictors: (Constant), Working Condition, Organizational Culture

wy
Source: SPSS Computation 23.0 . \QO
le::ge

Tables 4.7 and 4.8: shows the model summary and ANOVA of multip gression analysis

for the combined influence of organizational culture (inv'q@nﬁ[, consistency and
adaptability) and working conditions (school physical fflcil'&@’s)&workload and remuneration)
on teachers' performance (teaching and administrati @public secondary schools in Oyo
State, Nigeria. The table shows that the F- Vagépvalue is 0.004 (F= 5.738, P<0.05)
which is much less than 0.05 and highl@%ﬁcant since p-value (0.004< 0.05) at 95%
confidence level. The F-test rejects @ll hypothesis states that none of the independent
variables have a significant relaty ip with teacher’s performance and it can be concluded
that there exists variation,i ﬁé&c'ﬁer’s performance due to organizational culture and working
condition is signifi tq'% means that the regression model is a good fit of the data. This
suggests tha é\maﬁonal culture (involvement, consistency and adaptability) and working

condift' r%sc ool physical facilities, workload and remuneration) significantly influenced

teacher’s performance.

The model summary on table 4.8 shows the R? value of 0.62 which implies that 62%
variation in teachers' performance (dependent variable) could be explained by the
independent variables (organizational culture and working conditions). The remaining 46% is

explained by other factors outside the model and the error term. An R? value greater than 0.5
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means that the model is effectively enough to determine the relationship. In this case, the
value is 0.62, which is also good. The adjusted R? value shows that 51% of the variance in
teachers' performance is explained only by the independent variables which are to be kept in
the model. This therefore means that the remaining 49% could be a result of other predictors
included or added to the model that do not have a significant prediction on teachers'
performance. Furthermore, the very little difference between the R? value and 1§djusted R?

value (that is, .62 - .51 = .0011) indicates a very good fit of the model because Qa&}bser the

R? value is to the adjusted R?, the better the fit of the model. ,%\QO

Ho2: There will be no significant relative influence of organiza ﬁh;sc'ﬁlture (involvement,
consistency and adaptability) and working conditions (scho %&sical facilities, workload

and remuneration) on teachers' performance (teachinA d administrative) in public

secondary schools in Oyo State. Q’Q\

Table 4.9: Coefficients of Multiple Regre Analysis for the relative influence of
organizational culture (involvement, @Xstency and adaptability) and working
conditions (school physical faciliti workload and remuneration) on teachers'
performance (teaching and %i ative) in public secondary schools in Oyo State,

Nigeria
& i Coefficients

Unstandardized Standardized

Coefficients Coefficients
Std.
Model B Error Beta t Sig.
1 (Constant) 2.390 13.826 173 .000
Organizational Culture 917 310 217 2959 .004
Working Condition -.157 .084 -137 -1.865 .002

a. Dependent Variable: Teachers Performance
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Table 4.9 shows the coefficients of multiple regression analysis for the relative influence of
organizational culture (involvement, consistency and adaptability) and working conditions
(school physical facilities, workload and remuneration) on teachers' performance (teaching
and administrative) in public secondary schools in Oyo State. The table reveals that the beta
coefficient (B) and t- values for organizational culture (Beta =.217; t = 2.959; Significant P <
0.05 = .004), working conditions (Beta = -.137; t = -1.865; Significant P = 0.(.)5(%002).
These results imply that organizational culture and working conditions explaine@é&ariance
in teachers' performance and therefore needed in the model. : \QO

In terms of the type of relationship (whether positive or.n@e? that exist between
the significant predictors and the dependent variable (teache;&@ormance), it is observed
from the table that working condition have a negative rélati qsftlip with teachers'performance

as depicted by their negative B value of -.157. @%h implies that as it increases, the

dependent variable decreased. It theref e@ns that working conditions negatively
tu

influenced teachers' performance in th%' . For a unit change inworking conditions -.157
decrease in teachers' performa@picted by the negative value of B. Furthermore, the
low standard error value forxog%('ng condition (.084) also indicates a high level of precision

of these predictors tt) »%r

from the Table, c)ﬁ%lnlzational culturehave a positive relationship with teachers'performance

s’ performance in public secondary schools in Oyo State. Also

as depicte&%heir positive B value of .917.This result implies that as it increases, the
dep variable also increases. It therefore means that organizational culture positively

influenced teachers' performance in this study.

Similarly, the computed empirical value of F-test is 5.738 which is significant at
p=0.004. It is therefore concluded that the F-test is statistically significant. The
independents variables (organizational cultureand working conditions) statistically and

significantly predict the dependent variable (teachers’ performance). This therefore
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accomplished part of the research aim “To investigate organizational culture and working
condition as predictors of teachers' performance in public secondary schools in Oyo State.
Hence, the null hypothesis should be rejected because the test is statistically significant.

Therefore, the whole regression is statistically significant.

Ho3: There will be no significant gender difference in teachers' performance in public

&

secondary schools in Oyo State.

To do this, one way ANOVA function was used as shown in Table 4.8.1

Table 4.10: ANOVA Table of Gender Difference in Teachers ‘Pe‘ﬂ%‘ance in Public

Secondary Schools in Oyo State

ANOVA

Teachers Performance

Sum of Mean

Squares Df Square F Sig.
Between 1.846 1 1.846 464 496
Groups
Within Groups 24819.874 6239 3.978
Total 24821.720 6240

Source: SPSS CO'I@?@XZ&.O

From the table %&Qi the F-value .464 is the ratio of the between group and within groups
mean. The significant or P-value is.496 which is bigger than the 0.05, we therefore accept the
null@t?esis and conclude that there was no significant gender difference in teachers'
performance in public secondary schools in Oyo State which implied that gender does not
determined teachers’ performance in public secondary schools in Oyo State.

4.3  Discussion of Findings

This research investigated organizational culture and working condition as predictors

of teachers' performance in public secondary schools in Oyo State and to examine the
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mediating influence of gender as a moderating variable. Discussion of the findings presents
the results of the research and relates them with previous studies by other researchers to for
differences or similarities. In this study, demographic information of the respondents
(teachers and principals) were analysed, three research questions were answered and two
hypotheses were tested.

Results of the demographic data analysis of principals showed that 52.2%) (‘98 were
females while male principals were 47.8 (41.3%). This implies that there are m@%}male to
male principals in Oyo State. This particular finding was also ob : agoa study on
comparative study of leadership styles in public and private secon 8¢ ools in Ido Local
Government Area of Ibadan, Oyo State" which also reported n&@male (168) to male (137)
principals!. The results also showed that majority of the @mals, 76.4% (136%) are within
41-50 years, 4.5% (8) of the principals are within@%ars of age while 19.1% (34) of the

respondents are 51 years and above. This im] H@gat most of the principals are within 41-50
1

years. Almost all the principals, 93.3 are married, 2.8% (5) of them are separated,
none is single and 3.9% (7) are div%%. This suggests that a major portion of the principals
in Oyo State are with their s @nd probably responsible for a family.

Findings of %urther showed that majority of the principals, 68% (121) have
Bachelor’s degreeé<as their highest form of degree which is an indication that Oyo State public
secondary g%lgsare managed or led by principals who are graduates. However, 21.9% (39)
of t@mpals have PGDE, 8.4% (15%) of them have Master's degree, while only 1.7% (3)
have Ph.D. This suggested that some of the principals are advancing their qualifications to the
post graduate level which is very good for school management.This result partially agrees

with a work on “Knowledge of School Health Programme among Public Primary School

Teachers in Oyo State, South-West Nigeria: A Rural-Urban Comparative Study which
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revealed that most teachers in Oyo State are females, within 30-49 years of age, have NCE as
their highest qualification and about 10 years of experience?.

Further, majority of the principals, 94.38% (168) have 16 years of experience and
above while 5.62% (10) have 11-15 years of experience, while none of the principal have
within 6-10 years of experience. This is because to become a principal in Oyo State, you must
have least spent minimum years (16 years) except in rare cases where grade lev.el 12 or 13
becomes a principal. This clearly indicates that most of the principals are well e%&}}lced. A
research carried out on “Head-Teachers' Demographic Characteristi .~ag anagerial
Behaviour in Primary Schools in Osun State, Nigeria” supported.th&dy . According to the
findings of the study, the majority of head teachers (princi@\in Osun State, which is
located in Southwest Nigeria, are women between the @ of 36 and 50, hold Bachelor's
degrees and postgraduate degrees, and have mote t 19 years of teaching experience.
Because both investigations were conduc@@y neighbouring states (Osun and Oyo) in

the Southwest area of Nigeria, it is po%)' at the results acquired from this research will
be similar to those derived fro thi@arch.
Results of the dega‘? ic data analysis of teacher’s revealed majority of the

teachers 59.2% (IQ&
le to

male teachers in Oyo State. Most of the teachers, 53.4% (1335) are

emale, while 40.8% (1020) are male. This also suggests
dominance of fe
within 41-@6 of age, this is followed by 33.2% (831) who are within 31-40 years of age,
6.9"/@9&6 within 21-30 years, while 6.4% (131) are within the age 51 years and above.
This could mean that a major portion of the teachers are young and probably in their mid-age,
only very few are well advanced in age. Result also indicated that majority of the teachers,
93.4% (2336) are married, 6.0% (150) are single, only 0.3% (8) indicated to be divorced,
while 0.2% (6) of the teachers are separated. This suggests that a major fraction of the

teachers in Oyo State are with their spouses and probably responsible for a family. This is
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good in that a teacher who is responsible for a family would learn to treat students like family
and also be responsible for them just like their children.

Results of the study further showed that most of the teachers, 51.2% (1279) have the
Bachelor's degree as their highest form of degree. However, 28.9% (709) of the teachers have
NCE as their present level of academic qualification. Few of the teachers seems to have
advanced their education to the post graduate level as 175% (438) have PGDE anc.l 2.9% (74)
have masters degree.A major fraction of the teachers, 24.9% (734) have within ]@%ears of
teaching experience, 27.6% (691) has 16-20 years of experience, 15 °. have 6-10
years of experience, 15% (376) have 1-5 years of experience, 5.6.% OL‘have 21-25 years of
experience, 4.04% (101) has 26-30 years of experience and,3+26€% (80) has 31 years and
above teaching experience. ¢ $©

This result implies that Oyo State public sﬁ@y schools still have many teachers
who are well experienced in the teaching p '@. The above results is duly supported by a
study on "Challenges of Teaching Pro%’Qas Perceived by Teachers in Public Secondary
Schools in Central Senatorial Dis@g of Ondo State, Nigeria" which reported that most
teachers were females, 71@.6)%) compared to their male counterpart, 49(40.83%). The
study also reported t@rjty of the teachers were within 21-60 years of age, 111(92.49%),
married, 103(856&% , had Bachelor's degree as current level of academic qualification,
92(68.33%) ave 11-20 years of teaching experience, 56(46.7%). Further from the results
of t@l@, majority of the teachers, 86% (2150) are class teachers while 14 (350%) are
head teachers. In terms of teachers' department or field in which they teach, most of the
teachers, 43.3% (1083) indicated that they teach in the field of sciences, 30.2% (754)
indicated that they teach in the field of arts, while 26.5% (663) teach social sciences

(commercial) subjects.
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Findings from research question one showed that teaching and administrative
performances of teachers in public secondary schools in Oyo State, Nigeria is at a moderate
level. Hence, level of teachers' performance (teaching and administrative) in secondary
schools in Oyo State is Moderate with a weighted Mean=2.922. This result corroborates the
findings that that most of the public school teachers in Oyo South Senatorial District
possessed average or moderate level of job performance while just few of tl.le teachers
possessed low or high level of job performance from the findings, it can be de%&hat the
ability of a significant number of teachers to perform is at average le 1.. %dings also
support a study on “relationship between teachers ‘perceived organgqglal culture and their
job performance in secondary schools in Anambra State®. 'ﬁg\ﬁndlngs of the research
project indicated that the job performance of 1nstructb@qoﬁmng in secondary schools is
generally satisfactory. This has been demonstrated‘@?ast majority of instructors (89.3%),
who scored very highly in terms of their &‘@srformance. This finding is consistent, to
some extent, with the findings of a stu%(i ucted in Ogun state on the topic of motivation
and teachers' performance in a sel@ﬂ of public secondary schools located in the Ikenne
Local Government Area7§c§%0rding to the findings, the level of compliance with
professional ethics di pby teachers, which can also be interpreted as performance, was
high in the follo‘&islg aspects: punctuality (68.9%), communication skill (63.3%), human
relations (61:6%), effective time management (66.6%), adequate knowledge of subject matter
(67.8@3nd good dressing habit (81.2%). Further research showed that teachers promptly
prepare their lesson notes (68.9% of the time), carry out continuous assessment (73.3%),
maintain good classroom management (66.7%), ensure students' discipline (81.1%), and
actively participate in the work of committees (75.6%).

Findings from research question two revealed that status of organizational culture

(involvement, consistency and adaptability) in public secondary schools in Oyo State is good
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as majority of the respondents agreed to the statements on involvement culture, consistency
culture and adaptability culture. The Weighted Mean is 2.83 which is at a good. The finding
was in accordance with a study on "relationship between teachers’perceived organizational
culture and their job performance in secondary schools in Anambra State" This suggested that
the majority of the teachers viewed the organizational culture of their school to be good, as
opposed to a small number of teachers who held the perception that the culture of their school
was moderate®.

Findings from research question three revealed that the working ‘sohditions (school
physical facilities, workload) in Oyo State, Nigeria as perceived, by .the teachers is bad
(disagree) as weighted mean = 2.19. This implies that the working tonditions for teachers in
Oyo State are poor. This result is corroborated in a Work titled “Job and Organizational
Commitment of Public Secondary School Teachers\iir Oyo State, Nigeria™®. From their
findings, low level of job commitment athghg “public school teachers was connected to
turnover intention indices such as worklead, promotional prospect and teacher autonomy.

Findings from hypothesis éne™(Hol) revealed a significant combined influence of
organizational culture (involyement, consistency and adaptability) and working conditions
(school physical fac#itiesy workload and remuneration) on teachers' performance (teaching
and administrativé) in public secondary schools in Oyo state (F= 5.738, P<0.05) which is
much less than™0.05 and highly significant since p-value (0.004< 0.05) at 95% confidence
levelNThis Tinding opposes a similar study on the role of technology, organizational culture,
and job satisfaction in improving employee performance during the Covid-19 pandemic’.
Based on the results of the analysis of the influence of organizational culture on employee
performance, the p-value is 0.593 (p-value >0.05), with a t-statistic of 0.535 (t-statistic <1.96)
and a positive path coefficient value of 0.030which means that organizational culture has no

positive effect on employee performance.
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Another similar research work was carried out on teacher job satisfaction, importance
of school working conditions and teacher characteristics'®. The findings partly corroborates
results of this study, that three aspects of the working environment were significantly related
to teacher job satisfaction student discipline, teacher cooperation and teacher workload.This
study also supports the findings of a study on the effect of organizational culture and working
environment on employee performance'!. The finding indicates that signiﬁcar.lt effect is
occurred on working environment while the organizational culture doesn’t c@bte any
significant effect on employee performance. However, the simultaneoq,@q dicates that

both variables were affecting employee performance. N

Findings from hypothesis two (Ho2) revealed that t@a coefficient (B) and t-
values for organizational culture (Beta = .217; t = Z@aniﬁcance = .004), working
conditions (Beta = -.137; t = -1.865; Signif@gz .002) which are significant at

P>0.05.Itwas observed from the findings ‘it‘){@jng condition have a negative relationship
e

with teachers'performance as depicted r negative B value of -.157. This result implies

conditions negatively influen teachers' performance in this study. organizational

that as it increases, the depe de@%riable decreased. It therefore means that working
AY
culturehave a positi %&ns ip with teachers'performance as depicted by their positive B
value of .917. Th)%esult implies that as it increases, the dependent variable also increases. It
therefore n;%lhat organizational culture positively influenced teachers' performance in this
stud@ese results imply that organizational cultureand working conditions explained the
variance in teachers' performance and therefore needed in the model. This findings is partly
supported by a study titled “Organizational culture as correlate of teachers’ job performance

and attitude to work in secondary schools in Anambra State Nigeria”'?. Their research

demonstrated a number of things, including but not limited to the following: teachers
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rated their school's organizational culture was beneficial; teachers performed well in their
jobs; and teachers had a positive attitude about their jobs.

It was also revealed that there is no significant relationship between the culture of the
school organization and the job performance of the teachers, and there is also no significant
relationship between the culture of the school organization and the teachers' attitudes toward
their jobs. This study findings is also supported by the findings in a work on the i.nﬂuence of
public primary school teachers working environment on students academic p%}ance in
rural areas'’.The findings of the research indicated that educators w . 0 ted with a
variety of environmental challenges, some of which were inade.qu sgklool infrastructures,
scarcity of text and reference books, inadequate housing, @iadequate administrative
support from education officials. The National Educé@%‘glicy, low capitation funding
supplied to schools by the government, poor or lo®ry school teachers' salaries, and the
allocation of both human and material r '0@ are the main causes of these problems.
Students are impacted for a number'éf'i%sons, including the fact that many teachers
supplement their income by worki tside the classroom during school hours and the high
incidence of teacher turnover, ¥\< ich has a negative impact on classroom instruction, thus
reducing teachers’ p@@%e.

Findings PEQEn ypothesis three showed that P-value is.496, which is bigger than the
0.05, and thercfore accept the null hypothesis and conclude that there was no significant
geno@?erence in teachers' performance in public secondary schools in Oyo State. This
finding is supported by a study whose aim is to conduct an empirical investigation on the
gender differences in the transformational leadership behaviours of school principals and the
impact that these gender differences have on the academic success of teachers!®. According to

the findings of the study, there was no significant difference in gender when it came to

adopting transformational leadership behaviours. However, the study did find a strong
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negative association between transformational leadership behaviours and teachers' academic
success.

Also, the result of this study corroborates the findings in a work on gender differences
in motivation and teacher performance in core functions in Kenyan secondary schools'.
Their findings indicated that there was no significant difference between gender difference
and the levels of intrinsic and extrinsic motivation possessed by teachers in order .for them to
carry out their primary responsibilities. The investigation also came to the concl@'&}that the

gender of teachers did not influence how well they carried out their pri %sibilities.

\%w
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Chapter Five
Conclusion

This chapter discusses a summary of the findings of the research, as well as the
conclusion, recommendations, contributions to knowledge, and areas where additional
research is needed.

5.1 Summary of Findings .

This study investigated organizational culture and working condition asé’;%(cgé)rs of
teachers' performance in public secondary schools in Oyo State. T .%%so aims to
examined the mediating influence of gender as a moderating Va.I'i%‘lb\. F.%ndings of the study
revealed that 47.8% (85) of the respondents were male pri@& while 52.2% (93) are
female. Majority of the principals, 76.4% (136%) are withi -50 years of age. Majority of
the principals, 93.3% (166) are married, 3.9% (7) %ced, while 2.8% (5) are separated.
Most of the principals, 68% (121) haye %%ylor's degree as their highest form of
degree,21.9% (39) of the principals ha\%’ , 8.4 (15) of them have Master's degree, while
1.7% (3) of the principals hav M@(}or Ph.D. Lastly, majority of the principals, 94.38%
(168) have 16 years of exp&ie&ce and above while few, 5.62 (10%) have 11-15 years of
experience. QQQ’

Further, the ﬁnd&%s also showed majority of the respondents 59.2% (1480) are female
teachers, W@OB% (1020) are male teachers. Majority of the teachers, 53.4% (1335) are
wit@% years of age, 33.2% (831) are within 31-40 years of age, 6.9% (173) are within
21-30 years while 6.4% (161) of the teachers are 51 years and above. Most of all the teachers,
93.4% (2336) are married. Few of them, 6% (150) are single while 0.3% (8) are divorced
and only 0.2% (6) indicated to be separated. Majority 51.2% (1,279) of the teacher have
bachelor's degree, 28.4% (709) of the teachers have NCE, 2.9% (74) have master's degree

and 17.5% (438) have PGDE. Most of the teachers, 86% (2,150) are class teachers while 14%
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(350) are head teachers. Most of the respondents, 43.3% (1083) indicated that they teach in
the field of sciences, 26.5% (663) of the teachers are in social science (commercial)
department and 30.2% (754) teach Art subjects. Lastly, majority of the teachers, 29.4% (734)
have 11-15 years of teaching experience, 15% (376) of the teachers have 0-5 years of
experience, 15.1% (378) have 6-10 years of experience, 29.4% (734) have 11-15 years of
experience, 27.6% (691) have 16-20 years of experience, 5.6% (140) have 21-%5 ears of
experience, 4.04% (101) have 26-30 years of experience while 3.26% (80) o%t;\eachers
have 31 years and above experience : \

Research question one revealed that teaching and administrative. peygmgnces of teachers in
public secondary schools in Oyo State, Nigeria is at a mqég\e level. Hence, level of
teachers' performance (teaching and administrative) i @ndary schools in Oyo State is
Moderate (Mean=2.922). Research questions two“alsg feveals that status of organizational
culture (involvement, consistency and adaptapility) in public secondary schools in Oyo state
is good Mean = 2.83). Research que%? ree also showed that the working conditions
(school physical facilities, wor 10@)% Oyo State, Nigeria as perceived by the teachers is
bad (Mean = 2.19). Test of %1ypotheses revealed a significant combined influence of
organizational cult vement, consistency and adaptability) and working conditions
(school physical ‘gﬂ‘es, workload and remuneration) on teachers' performance (teaching
and admini a?e) in public secondary schools in Oyo State, (F= 5.738, P<0.05).
Furﬂ@re, the hypotheses two also revealed thatsignificant relative influence of
organizational culture (involvement, consistency and adaptability) and working conditions
(school physical facilities, workload and remuneration) on teachers' performance (teaching
and administrative) in public secondary schools in Oyo State. Beta coefficient (B) and t-
values for organizational culture (Beta = .217; t = 2.959; Significant = .004), working

conditions (Beta = -.137; t = -1.865; Significant = .002) which are significant at P>0.05.
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Finally, the third hypothesis also revealed that there is no significant gender difference in

teachers' performance in public secondary schools in Oyo State.

5.2 Conclusion
According to the findings of this study, the vast majority of school principals are married,
mature women who have attained an age and level of experience that warrants their
promotion, and who hold at least a bachelor's degree. It is possible to draw the'q@busion
from this fact that more female principals manage Oyo State's public sec%‘y schools.
These female principals have at least a bachelor's degree, years of expetrience, and are most
likely more responsible because they are married. The majority o Qse?lching staff consists
of adult female class teachers who are married, have previo@vjching experience, and hold
at least the requisite basic bachelor's degree. Fromct Alndings, one may also draw the
ﬁy school students in Oyo State are

conclusion that the majority of the public seﬁ

privileged to have access to the instmctio@ab e and conscientious female educators.

Level of teachers' performance (tea%% and administrative) in secondary schools was found
to be moderate which means Machers performance level is good for effective teaching
and administration. @ P organizational culture (involvement, consistency and
adaptability) in p g@écondary schools was found to be good. Also, the working conditions
(school ph@cilities, workload and remuneration) in public secondary schools were bad.
concludes that Oyo State public secondary schools as perceivedby the teachers
have poor working conditions as regards physical facilities workload and remuneration.
Lastly, organizational culture (involvement, consistency and adaptability) and working
conditions (school physical facilities, workload and remuneration) significantly influenced

teachers' performance (teaching and administrative) in public secondary schools in Oyo State

teaching profession in public secondary schools in Oyo State, Nigeria. Also, relative
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influence of organizational culture (involvement, consistency and adaptability) and working
conditions (school physical facilities, workload and remuneration) significantly influenced
the teachers' performance (teaching and administrative) in public secondary schools in Oyo
State. However, working condition have a negative relationship with teachers'performance.
This therefore concludes that as working condition increase, teachers' performance (teaching
and administrative) in public secondary schools in Oyo State decreased. Finallx, the study

concluded that there was no significant gender difference in teachers' perform%@} public

secondary schools in Oyo State é E\QO
5.3  Recommendations . @“

Based on the findings and objectives of the study, the followi C‘Bommendations were made.
i.  Most of the principals and teachers are female @Vanced in age and experienced,
have worked in the field for quite some time, already married, and have at least a
bachelor's degree. It is important tha@.)&‘r tise is maintained throughout the public
secondary schools in Oyo State. @ie other hand, it has been seen that the majority of
principals and teachers ap ar% have a lower number of advanced degrees, such as
Master's degrees, MRhil\ degrees, or Ph.D degrees, and so on. They need to be
encouraged an@ga ed to continue their education at a higher level because if they
did so, e@&buld be better equipped and acquainted to deal with their students,

parti@ar in this 21st century, it is imperative that this takes place.

ii. Poor working condition (school physical facilities, workload and remuneration) was
observed. It is therefore recommended that the government, ministry and the school do
all they can within their powers to ensure that good working conditions such as better
remuneration, reduced workload by recruiting more teachers and better school physical

facilities, teachers may be more committed to their job and hence better performance.
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iii. Teacher’s performance was found to be moderate and this should be improved or should
be sustained in Oyo State public secondary schools. Workshops and seminars should be
constantly organized for the teachers so as to guide them and improve their performance
in the long run. Also, better remunerations, incentives, allowances and other benefits
should be made available for the teachers by the government to boost their morale and

hence improve performance.

&

5.4 Contribution to Knowledge
This work makes conceptual, empirical and theoretical contributions tcﬂ%body of existing
knowledge. It makes a contribution to the study on a conceptual\ 'By giving more and

improved clarity on helpful concepts and constructs related t%&ﬁvestigation. This study, in

Q

comparison to previous studies, provided a more %&nd comprehensive understanding
self:

of the issues that were investigated in the study i ome examples of these ideas include
the organizational culture, working cond@éﬁ teachers’ performance. Both Denison's
theory of organizational behaviour a%@vzberg’s two-factor theory played a significant role
in this research project as theorﬁ'c%l&ameworks.

According to Denison's t of organizational culture, when cultural traits of involvement,
consistency, and a@p&[@li y are institutionalized in an educational setting, there is a
significantly 1 @éd likelihood that the performance of the school's educators will improve.
Therefor@lﬁeory lends credence to the notion that the culture of the school can have an
effec@the performance of its members, particularly the teachers. Furthermore, Herzberg's
two-factor theory demonstrates that when teachers are provided with motivators and hygiene
factors such as conducive working conditions, an appropriate workload, and remuneration
(benefits), their levels of satisfaction increase while their levels of dissatisfaction decrease.

Empirically, this study contributes to the growing body of empirical literature by reporting

the significant combined and relative contribution of organizational culture (involvement,
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consistency, and adaptability) and working conditions (school physical facilities, workload,

and remuneration) on teachers' performance (teaching and administrative) in public

secondary schools in Oyo State. This is something that previous empirical studies did not

consider, so this study helps to bridge the gap that exists in empirical literature. The findings

of this study had also supplied helpful information that the government and the ministry of

education could utilise in formulating policies that could be employed to improve. the school

administration and the performance of teachers. Q’)&\

5.5 Suggested Areas of Further Studies ,%.\QO

Areas to look at in further studies are discussed as follows: . \ N

i. In terms of the study population and the sector, public K@ry and junior secondary
schools, as well as instructors and school heads, coh@ utilised for further research. In
subsequent research, one possibility would be@%tigate whether the influence of the
demographic features or bio-data of t '@gs could operate as moderating variables.
It is also possible that the speci%s; y might be carried out in other states in the

Southwest in order to Vali@ generalise the findings across the Southwest Region

of Nigeria.
& &'\

ii. The influence @»ngaphic information on either the instructors or the principals was
not take i@onsideration in this investigation. Moderating variables, also known as
contrel, variables, should be investigated in further research. These variables include
gehder, age, educational credentials, years of teaching experience, and even marital

status.
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iii. Although this study used a descriptive survey research design, various kinds of designs
can be used in other studies to provide a different kind of blueprint for arriving at the
findings and conclusion of the study. This is because this study used a descriptive survey

research design.

iv. The "secondary school sector" was the educational sector that was looked at for this
particular study. Nevertheless, there are aspects of both primary and tertiary @gation

sector that may be gleaned from this subject. . qg)
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Appendices

Appendix 1- SPSS Computation Results (Raw Scores)

Gender
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Male 85 47.8 47.8 47.8
Female 93 52.2 52.2 100.0| * ,{b
Total 178 100.0 100.0 &
~
AL
Age
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |21-30 2 1.1 1.1 1.1
31-40 8 4.5 4.5 5.6
41-50 134 75.3 75.3 80.9
51 and Above 34 19.1 19.1 100.0
Total 178 100.0 100.0
Q\
r Q Education
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |NCE 5 2.8 2.8 2.8
OND/HND 10 5.6 5.6 8.4
Bachelor’s degree 111 62.4 62.4 70.8
PGDE 39 21.9 21.9 92.7
M.Sc 10 5.6 5.6 98.3
Mphil/Ph.D 3 1.7 1.7 100.0
Total 178 100.0 100.0
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Teaching_Experience

Cumulative
Frequency  Percent  Valid Percent Percent

Valid |6-10 13 7.3 7.3 7.3

11-15 51 28.7 28.7 36.0

16 years and Above 114 64.0 64.0 100.0

Total 178 100.0 100.0

64
N
Statistics ‘é\

Marital Status ‘ )\\‘ R
N Valid 178 i Aé%

Missing 0 Q@

20
Marital_Status
Cumulative
Frequency  Percent  Valid Percent Percent

Valid |Married 166 933 933 933

Divorsed 7 3.9 3.9 97.2

Separated 5 2.8 2.8 100.0

Total 178 100.0 100.0

Q\)
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Descriptive Statistics

N

Mean

Std. Deviation

My teachers are effective in
delivering their lessons

My teachers are skilful in
the use of instructional
materials for instruction

My Teachers ensure they
meet up with their lesson
periods

They effectively completes
the scheme of work for
each term

They ensure their lesson
notes/plan are properly
updated on time

They manage the classroom
properly during instruction

They use well proven
teaching methods for
instructional activity

They are very active in
curricular and extra-
curricular activities

They discipline students
properly without biasness

They keep records
adequately

are actively involved in
students' welfare programs

actively give reports
concerning students to their
parents

Valid N (listwise)

178

178

178

178

178

178

178

178

178

178

178

178

178

2.9831

3.0787

3.1573

3.0056

2.8202

3.3483

3.0000

3.5169

2.7191

3.2022

2.2528

1.8258

.34403

45658

59941

.36043

49998

52295

.00000

52319

52051

44289

.56059

.59944
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Frequency Table

My teachers are effective in delivering their lessons

Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Low Level 12 6.7 6.7 6.7
Moderate Level 157 88.2 88.2 94.9
High Level 9 5.1 5.1 100.0
Total 178 100.0 100.0

2V

My teachers are skilful in use of instructional materials for instruction

Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Low Level 12 6.7 6.7 6.7
Moderate Level 140 78.7 78.7 85.4
High Level 26 14.6 14.6 100.0
Total 178 100.0 100.0
w ]
~ QQ
My Teachers ensure they meet up with their lesson periods
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Low Level 20 11.2 11.2 11.2
Moderate Level 110 61.8 61.8 73.0
High Level 48 27.0 27.0 100.0
Total 178 100.0 100.0
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They effectively completes the scheme of work for each term

Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Low Level 11 6.2 6.2 6.2
Moderate Level 155 87.1 87.1 93.3
High Level 12 6.7 6.7 100.0
Total 178 100.0 100.0
o
They ensure their lesson notes/plan are properly updated on time
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Low Level 41 23.0 23.0 23.0
Moderate Level 128 71.9 71.9 94.9
High Level 9 5.1 5.1 100.0
Total 178 100.0 100.0
N
They manage the classroom properly during instruction
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Low Level 4 2.2 2.2 2.2
Moderate Level 108 60.7 60.7 62.9
High Level 66 37.1 37.1 100.0
Total 178 100.0 100.0
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They are very active in curricular and extra-curricular activities

Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Low Level 2 1.1 1.1 1.1
Moderate Level 82 46.1 46.1 47.2
High Level 94 52.8 52.8 100.0
Total 178 100.0 100.0
>
N>
They discipline students properly without biasness
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Low Level 56 31.5 31.5 31.5
Moderate Level 116 65.2 65.2 96.6
High Level 6 3.4 3.4 100.0
Total 178 100.0 100.0
T
A D
They keep records adequately
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Low Level 3 1.7 1.7 1.7
Moderate Level 136 76.4 76.4 78.1
High Level 39 21.9 21.9 100.0
Total 178 100.0 100.0
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They are actively involved in students' welfare programs

Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Not At All 7 3.9 3.9 3.9
Low Level 123 69.1 69.1 73.0
Moderate Level 44 24.7 24.7 97.8
High Level 4 2.2 2.2 100.0
Total 178 100.0 100.0
§V -
AL
They actively give reports concerning students to their parents
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Not At All 50 28.1 28.1 28.1
Low Level 109 61.2 61.2 89.3
Moderate Level 19 10.7 10.7 100.0
Total 178 100.0 100.0
Y
Q0
Statistics

use well proven teaching
methods for instructional

activity
N Valid 178
Missing 0
Mean 3.1517
Std. Deviation 35973
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They use well proven teaching methods for instructional activity

Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Moderate Level 151 84.8 84.8 84.8
High Level 27 15.2 15.2 100.0
Total 178 100.0 100.0
A\
Statistics
Teaching Marital
Gender  Age Education Experience Status Position  Department
N Valid 2500 2500 2500 2500 2500 2500 2500
Missing 0 0 0 0 0 0 0
A0
Frequency Table N %
AR
Gender
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Male 1020 40.8 40.8 40.8
Female 1480 59.2 59.2 100.0
Total 2500 100.0 100.0
Age
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |21-30 173 6.9 6.9 6.9
31-40 831 33.2 33.2 40.2
41-50 1335 53.4 53.4 93.6
51 and Above 161 6.4 6.4 100.0
Total 2500 100.0 100.0
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Education

Cumulative
Frequency  Percent  Valid Percent Percent

Valid |NCE 709 28.4 28.4 28.4

OND/HND 10 4 4 28.8

Bachelor’s degree 1269 50.8 50.8 79.5

PGDE 438 17.5 17.5 97.0

M.Sc 71 2.8 2.8 99.9

Mphil/Ph.D 3 A A 100.0

Total 2500 100.0 100.0

&
* AN
Teaching_Experience
Cumulative
Frequency  Percent  Valid Percent Percent

Valid |0-5 376 15.0 15.0 15.0

6-10 378 15.1 15.1 30.2

11-15 734 29.4 29.4 59.5

16-20 691 27.6 27.6 87.2

21-25 319 12.8 12.8 99.9

26-30 2 A A 100.0

Total 2500 100.0 100.0

Y
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Marital Status

Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Single 150 6.0 6.0 6.0
Married 2336 93.4 93.4 99.4
Divorced 8 3 3 99.8
Separated 6 2 2 100.0 .{b
Total 2500 100.0 100.0
»§V -
AL
Position
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Class Teacher 2150 86.0 86.0 86.0
Head Teacher 350 14.0 14.0 100.0
Total 2500 100.0 100.0
P
A
Department
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Science 1083 43.3 43.3 43.3
Social Science 663 26.5 26.5 69.8
Art 754 30.2 30.2 100.0
Total 2500 100.0 100.0
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Frequency Table

Most teachers are highly involved in their work

Cumulative
Frequency  Percent  Valid Percent Percent
Valid | Strongly Disagree 10 4 4 4
Disagree 376 15.0 15.0 15.4
Agree 1589 63.6 63.6 79.0
Strongly Agree 525 21.0 21.0 100.0
Total 2500 100.0 100.0

N

NS

Information is widely shared so that every teacher can get the information he or
she needs when it is needed

Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Disagree 626 25.0 25.0 25.0
Agree 1717 68.7 68.7 93.7
Strongly Agree 157 6.3 6.3 100.0
Total 2500 100.0 100.0

<

Cooperation across different parts of the school is actively encouraged

Cumulative
Frequency = Percent  Valid Percent Percent
Valid |Disagree 694 27.8 27.8 27.8
Agree 1649 66.0 66.0 93.7
Strongly Agree 157 6.3 6.3 100.0
Total 2500 100.0 100.0
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Teachers are involved in the process of school planning/decision to some degree

Cumulative
Frequency = Percent  Valid Percent Percent
Valid |Disagree 931 37.2 37.2 37.2
Agree 1429 57.2 57.2 94.4
Strongly Agree 140 5.6 5.6 100.0
Total 2500 100.0 100.0
A
There is continuous investment in the skills of teachers
Cumulative
Frequency  Percent  Valid Percent Percent
Valid | Strongly Disagree 48 1.9 1.9 1.9
Disagree 656 26.2 26.2 28.2
Agree 1660 66.4 66.4 94.6
Strongly Agree 136 54 54 100.0
Total 2500 100.0 100.0

QQ"Q

>

There is:lzear and consistent set of values that governs the way teachers work
Cumulative
Frequency = Percent  Valid Percent Percent
Valid |Agree 2299 92.0 92.0 92.0
Strongly Agree 201 8.0 8.0 100.0
Total 2500 100.0 100.0
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There is an ethical code that guides teachers' behaviour and tells them right from

wrong
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Disagree 626 25.0 25.0 25.0
Agree 1717 68.7 68.7 93.7
Strongly Agree 157 6.3 6.3 100.0
Total 2500 100.0 100.0

My school's approach in doing education is very consistent and predictable

Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Disagree 554 22.2 22.2 222
Agree 1814 72.6 72.6 94.7
Strongly Agree 132 53 53 100.0
Total 2500 100.0 100.0
O

A

Staff from different parts of the school organization share a common perspective

Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Disagree 721 28.8 28.8 28.8
Agree 1671 66.8 66.8 95.7
Strongly Agree 108 4.3 4.3 100.0
Total 2500 100.0 100.0
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New and improved ways to do work are continually adopted

Cumulative
Frequency = Percent  Valid Percent Percent
Valid |Disagree 569 22.8 22.8 22.8
Agree 1814 72.6 72.6 953
Strongly Agree 117 4.7 4.7 100.0
Total 2500 100.0 100.0
>
N>
All members of staff have a deep understanding of students' wants and needs
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Disagree 853 34.1 34.1 34.1
Agree 1515 60.6 60.6 94.7
Strongly Agree 132 53 53 100.0
Total 2500 100.0 100.0
T
A D
Innovation and risk taking are encouraged and rewarded
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Disagree 342 13.7 13.7 13.7
Agree 1963 78.5 78.5 92.2
Strongly Agree 195 7.8 7.8 100.0
Total 2500 100.0 100.0
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The way things are done is very flexible and easy to change

Cumulative
Frequency = Percent  Valid Percent Percent
Valid |Disagree 612 24.5 24.5 24.5
Agree 1791 71.6 71.6 96.1
Strongly Agree 97 3.9 3.9 100.0
Total 2500 100.0 100.0

T
RN

My school responds well to competitors and other changes in the environment

Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Disagree 576 23.0 23.0 23.0
Agree 1723 68.9 68.9 92.0
Strongly Agree 201 8.0 8.0 100.0
Total 2500 100.0 100.0

N

Descriptive Statistics

N Mean Std. Deviation
Most teachers are highly involved in their work 2500 3.0516 .61146
Information is widely shared so that every teacher
can get the information he or she needs when it is 2500 2.8124 52737
needed
C09perat10n across different parts of the school is 2500 5 7850 54257
actively encouraged
Teachers are ‘u?volved in the process of school 2500 5 6836 57308
planning/decision to some degree
There is continuous investment in the skills of 2500 » 7536 57708
teachers
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There is a clear and consistent set of values that

2500 3.0804 27197
governs the way teachers work
There ‘1s an ethical code th?.t guides teachers 2500 5 8124 59737
behaviour and tells them right from wrong
It' is easy' to reach consensus (agreement), even on 2500 57650 57804
difficult issues
My s'chool S approaf:h in doing education is very 2500 > 8312 49599
consistent and predictable
Staff t‘“ron'l different parts of the school' 2500 5 7548 59114
organization share a common perspective
New and improved ways to do work are 2500 58192 49174
continually adopted
All members of staff have a deep understanding 2500 27116 55763
of students' wants and needs
Innovation and risk taking are encouraged and 2500 59412 45981
rewarded
The way things are done is very flexible and easy 2500 > 7940 49118
to change
My sch09l respon@s well to competitors and other 2500 5 8500 53704
changes in the environment
Valid N (listwise) 2500
Statistics

It is easy to reach consensus
(agreement), even on difficult
issues

N Valid 2500

Missing 0
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It is easy to reach consensus (agreement), even on difficult issues

Cumulative
Frequency = Percent  Valid Percent Percent
Valid |Disagree 712 28.5 28.5 28.5
Agree 1663 66.5 66.5 95.0
Strongly Agree 125 5.0 5.0 100.0
Total 2500 100.0 100.0
>
N
Frequency Table ‘%\
My teachers are effective in delivering their lesso;l\s .
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Low Level 12 6.7 6.7 6.7
Moderate Level 157 88.2 88.2 94.9
High Level 9 5.1 5.1 100.0
Total 178 100.0 100.0

v
o

My teachers are skilful in use of instructional materials for instruction

Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Low Level 12 6.7 6.7 6.7
Moderate Level 140 78.7 78.7 85.4
High Level 26 14.6 14.6 100.0
Total 178 100.0 100.0
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My Teachers ensure they meet up with their lesson periods

Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Low Level 20 11.2 11.2 11.2
Moderate Level 110 61.8 61.8 73.0
High Level 48 27.0 27.0 100.0
Total 178 100.0 100.0
&%
A
They effectively completes the scheme of work for each term
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Low Level 11 6.2 6.2 6.2
Moderate Level 155 87.1 87.1 93.3
High Level 12 6.7 6.7 100.0
Total 178 100.0 100.0
'\
A (\Q
They ensure their lesson notes/plan are properly updated on time
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Low Level 41 23.0 23.0 23.0
Moderate Level 128 71.9 71.9 94.9
High Level 9 5.1 5.1 100.0
Total 178 100.0 100.0
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They manages the classroom properly during instruction

Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Low Level 4 2.2 2.2 22
Moderate Level 108 60.7 60.7 62.9
High Level 66 37.1 37.1 100.0
Total 178 100.0 100.0
%
AN A&\ “
They are very active in curricular and extra-curricular activities
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Low Level 2 1.1 1.1 1.1
Moderate Level 82 46.1 46.1 47.2
High Level 94 52.8 52.8 100.0
Total 178 100.0 100.0
Y
'\
~ OQ
They discipline students properly without biasness
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Low Level 56 31.5 31.5 31.5
Moderate Level 116 65.2 65.2 96.6
High Level 6 34 34 100.0
Total 178 100.0 100.0
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They keep records adequately

Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Low Level 3 1.7 1.7 1.7
Moderate Level 136 76.4 76.4 78.1
High Level 39 21.9 21.9 100.0
Total 178 100.0 100.0
y
2\
They are actively involved in students' welfare programs
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Not At All 7 3.9 3.9 3.9
Low Level 123 69.1 69.1 73.0
Moderate Level 44 24.7 24.7 97.8
High Level 4 2.2 2.2 100.0
Total 178 100.0 100.0
O
N
ﬁey%tively give reports concerning students to their parents
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Not At All 50 28.1 28.1 28.1
Low Level 109 61.2 61.2 89.3
Moderate Level 19 10.7 10.7 100.0
Total 178 100.0 100.0
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Statistics

They use well proven teaching

methods for instructional

activity
N Valid 178
Missing 0
Mean 3.1517
Std. Deviation 35973

&

N

They use well proven teaching methods for instructional activity

221

Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Moderate Level 151 84.8 84.8 84.8
High Level 27 15.2 15.2 100.0
Total 178 100.0 100.0
N
« <
Descriptive Statistics
N Minimum Maximum Mean Std. Deviation
Staff offices are very 2500 1.00 3.00  2.0344 36065
conducive for teachers
Laboratories are well 2500 1.00 3.00  1.6652 53556
equipped for instruction
Staff convepwnce facilities 2500 L.00 4.00 18868 37369
are conducive
School libraries are well 2500 1.00 3.00  1.4980 53339
resourced




Instructional materials

(visual, audio and audio-
visual aids) are adequate
for teaching and learning

Classrooms are conducive
for teaching

Recreational facilities are
available and conducive for
teaching and learning

I am made to spend more
hours at work than the
stipulated daily amount of
hours

I am made to teach extra
classes and extra-mural
lessons

I teach more students than
my capacity

I teach more subjects than
is required

I teach more classes beyond
my capacity

I teach more lesson periods
in a week beyond my
capacity

Valid N (listwise)

2500

2500

2500

2500

2500

2500

2500

2500

2500

2500

1.00

1.00

1.00

1.00

1.00

2.00

2.00

2.00

2.00

3.00

3.00

3.00

3.00

4.00

4.00

4.00

4.00

4.00

1.5796

1.7104

1.6460

2.0684

2.0696

3.0620

2.8156

2.9036

2.8352

52209

48023

49556

38129

51620

57331

49970

49072

51473

Q\)
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Frequency Table

Staff offices are very conducive for teachers

Cumulative
Frequency  Percent  Valid Percent Percent
Valid | Strongly Disagree 121 4.8 4.8 4.8
Disagree 2172 86.9 86.9 91.7
Agree 207 8.3 8.3 100.0
Total 2500 100.0 100.0
~
A
Laboratories are well equipped for instruction
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Strongly Disagree 917 36.7 36.7 36.7
Disagree 1503 60.1 60.1 96.8
Agree 80 3.2 3.2 100.0
Total 2500 100.0 100.0
Staff convenience facilities are conducive
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Strongly Disagree 321 12.8 12.8 12.8
Disagree 2152 86.1 86.1 98.9
Agree 16 .6 .6 99.6
Strongly Agree 11 4 4 100.0
Total 2500 100.0 100.0
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School libraries are well resourced

Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Strongly Disagree 1298 51.9 51.9 51.9
Disagree 1159 46.4 46.4 98.3
Agree 43 1.7 1.7 100.0
Total 2500 100.0 100.0
g

Instructional materials (visual, audio and audio-visual aids) are adequate for

teaching and learning

Cumulative
Frequency  Percent  Valid Percent Percent
Valid | Strongly Disagree 1087 43.5 43.5 43.5
Disagree 1377 551 55.1 98.6
Agree 36 1.4 1.4 100.0
Total 2500 100.0 100.0
R\/
Classrooms are conducive for teaching
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Strongly Disagree 755 30.2 30.2 30.2
Disagree 1714 68.6 68.6 98.8
Agree 31 1.2 1.2 100.0
Total 2500 100.0 100.0

Recreational facilities are available and conducive for teaching and learning

Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Strongly Disagree 906 36.2 36.2 36.2
Disagree 1573 62.9 62.9 99.2
Agree 21 .8 .8 100.0
Total 2500 100.0 100.0
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I am made to spend more hours at work than the stipulated daily amount of hours

Cumulative
Frequency  Percent  Valid Percent Percent
Valid | Strongly Disagree 102 4.1 4.1 4.1
Disagree 2125 85.0 85.0 89.1
Agree 273 10.9 10.9 100.0
Total 2500 100.0 100.0
>
QA
I am made to teach extra classes and extra-mural lessons
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Strongly Disagree 213 8.5 8.5 8.5
Disagree 1939 77.6 77.6 86.1
Agree 309 12.4 12.4 98.4
Strongly Agree 39 1.6 1.6 100.0
Total 2500 100.0 100.0
‘\)v
L\ [N
I teach more students than my capacity
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Disagree 338 13.5 13.5 13.5
Agree 1669 66.8 66.8 80.3
Strongly Agree 493 19.7 19.7 100.0
Total 2500 100.0 100.0
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I teach more subjects than is required

Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Disagree 585 23.4 23.4 23.4
Agree 1791 71.6 71.6 95.0
Strongly Agree 124 5.0 5.0 100.0
Total 2500 100.0 100.0
%‘V -
I teach more classes beyond my capacity
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Disagree 433 17.3 17.3 17.3
Agree 1875 75.0 75.0 923
Strongly Agree 192 7.7 7.7 100.0
Total 2500 100.0 100.0
Y
Q-
I teach more lesson periods in a week beyond my capacity
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Disagree 571 22.8 22.8 22.8
Agree 1770 70.8 70.8 93.6
Strongly Agree 159 6.4 6.4 100.0
Total 2500 100.0 100.0
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Descriptive Statistics

N Minimum | Maximum Mean Std. Deviation
Reward for my performance 2500 1.00 3.00  1.6904 74911
at work
Leave bonuses 2500 2.00 3.00 2.9336 .24903
Life insurance 2500 1.00 2.00 1.4288 .49500
Motor insurance 2500 1.00 2.00 1.6324 48225
Vacation Leave 2500 1.00 2.00 1.4620 49865
In-service training 2500 2.00 4.00 2.9472 27793
Reward for my performance 2500 1.00 3.00  1.7140 74271
at work
Recognition for my work 2500 1.00 200  1.4288 49500
performance
Allowances such as car and 2500 1.00 200 15192 49973
housing allowances
Pension scheme 2500 2.00 4.00 2.9288 27670
Welfare packages 2500 1.00 3.00 1.7240 73976
Valid N (listwise) 2500

| Descriptive Statistics

N Minimum Maximum Mean Std. Deviation
Recognition for my work 2500 1.00 200 14592 49843
performance
Valid N (listwise) 2500
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Statistics

Working_Condition

N Valid 2500

Missing 0
Mean 27.7748
Median 27.0000
Std. Deviation 2.26975
Range 13.00 ‘%.\QO
Minimum 24.00 .

| 0
Maximum 37.00 \
N

Working_Condition

Cumulative
Frequency  Percent  Valid Percent Percent

Valid |24.00 9 4 4 4
25.00 388 15.5 15.5 15.9
26.00 323 12.9 12.9 28.8
27.004 646 25.8 25.8 54.6
28.00 385 15.4 15.4 70.0
29.00 132 53 53 75.3
30.00 467 18.7 18.7 94.0
31.00 11 4 4 94.4
32.00 38 1.5 1.5 96.0
33.00 11 4 4 96.4
34.00 54 2.2 2.2 98.6
35.00 5 2 2 98.8
36.00 15 .6 .6 99.4
37.00 16 .6 .6 100.0
Total 2500 100.0 100.0
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Frequencies

Notes
Output Created 27-AUG-2022 14:56:09
Comments
Input Data C:\Users\ AKINMOLUW A\Desktop\A
kinjide\Akinjide2.sav
Active Dataset DataSetl
Filter <none>
Weight <none>
Split File <none>
fR i king D
N of Rows in Working Data 2500
File
Missing Value Handling  Definition of Missing User-defined missing values are
treated as missing.
Cases Used Statistics are based on all cases with
valid data.
Syntax FREQUENCIES
VARIABLES=Renul Renu2 Renu3
Renu4 RenuS Renu6 Renu7 Renug
Renu9 Renul0 Renull
/ORDER=ANALYSIS.
Resources Processor Time 00:00:00.02
Elapsed Time 00:00:00.02
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Statistics

recognit
ion for
reward for reward for my allowances such
my in- my work as car and
performance  leave life motor  Vacation service performance perform housing
at work bonuses insurance insurance Leave training at work ance allowances pension scheme | welfare packages
Valid 2500 2500 2500 2500 2500 2500 2500 2500 2500 2500 2500
Missi 0 0 0 0 0 0 0 0 0 0 0
ng
N
Frequency Table
O
Reward for my performance at work
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Not At All 1208 48.3 - 483 48.3
Low level 858 343 343 82.6
Moderate level 434 17.4 17.4 100.0
Total 2500 100.0 100.0
Leave Bonuses
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Low level 166 6.6 6.6 6.6
Moderate level 2334 93.4 93.4 100.0
Total 2500 100.0 100.0
Y
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Life Insurance

Z

Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Not At All 1428 57.1 57.1 57.1
Low level 1072 42.9 42.9 100.0
Total 2500 100.0 100.0 '

PR

Motor insurance

-

Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Not At All 919 36.8 36.8 36.8
Low level 1581 63.2 63.2 100.0
Total 2500 100.0 100.0
R
Y
Vacation Leave
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Not At All 1345 53.8 53.8 53.8
Low level 1155 46.2 46.2 100.0
Total 2500 100.0 100.0
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Sick leave

Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Low level 166 6.6 6.6 6.6
Moderate level 2300 92.0 92.0 98.6
High Level 34 1.4 1.4 100.0
Total 2500 100.0 100.0
>
N>
In service Training
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Not At All 1149 46.0 46.0 46.0
Low level 917 36.7 36.7 82.6
Moderate level 434 17.4 17.4 100.0
Total 2500 100.0 100.0
P
A -
recognition for my work performance
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Not At All 1352 54.1 54.1 54.1
Low level 1148 45.9 45.9 100.0
Total 2500 100.0 100.0
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Allowances such as car and housing allowances

Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Not At All 1202 48.1 48.1 48.1
Low level 1298 51.9 51.9 100.0
Total 2500 100.0 100.0

A
o
2

Pension scheme

Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Low level 191 7.6 7.6 7.6
Moderate level 2296 91.8 91.8 99.5
High Level 13 .5 .5 100.0
Total 2500 100.0 100.0
Q‘)O‘
D
Welfare Packages
Cumulative
Frequency  Percent  Valid Percent Percent
Valid |Not At All 1124 45.0 45.0 45.0
Low level 942 37.7 37.7 82.6
Moderate level 434 17.4 17.4 100.0
Total 2500 100.0 100.0
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Variables Entered/Removed?

Variables Variables
Model Entered Removed Method
1 Working Condi
.
o o . Enter
Organizational
Culture®
a. Dependent Variable: Tecahers Performance . {b

b. All requested variables entered.

&
N
Y

Model Summary
Adjusted R Std. Error of the
Model R R Square Square Estimate
1 2482 .062 051 1.93515

a. Predictors: (Constant), Working_Condition,

Organizational Culture
Vv

A

ANOVA?
Model Sum of Squares df Mean Square F Sig.
1 Regression 42.976 2 21.488 5.738 .004°
Residual 655.344 175 3.745
Total 698.320 177

a. Dependent Variable: Tecahers Performance

b. Predictors: (Constant), Working Condition, Organizational Culture
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Coefficients?

Standard
1zed
Unstandardized Coeffici 95.0% Confidence
Coefficients ents Interval for B
Upper
Std. Lower Boun
Model B Error Beta t Sig. Bound d
I |(Constant) 2390 13.826 173 000 -24.896 296;
Organizational
- 917 310 217 2.959 .004 3051 1.528
Culture
m’rkmg—condlt 2157 084  -137 -1.865 002 2323|009
a. Dependent Variable: Tecahers Performance
X~
2
ANOVA
Tecahers Performance
Sum of Squares df Mean Square F Sig.
Between Groups 372 1 372 .093 .760
Within Groups 24821.348 6239 3.978
Total 24821.720 6240

Sy

QQ
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Appendix 2
Instrument (Questionnaires) used for the study
Research Question 1
Organizational Culture and Working Conditions Questionnaire (OCWCQ)

Dept. of Arts and Social Science Education, Faculty of Arts and Education, Lead City
University, Ibadan, Oyo State.

Dear Sir/Ma,
Request to Participate in a Research »i\
I am a Doctorate student of the above named university. [ am c% a research
work on "Organizational Culture and Working Conditions as Pre s of Teachers'
Performance in Public Secondary Schools in Oyo State. Your VoluK eooperation is highly
needed in the completion of this instrument. All information p %\ted ere would be treated

confidentially and adequately used.

Yours Faithfully, @

The Researcher %
Section A: Demographic Dataof Teache ‘\\»

1. Gender: Male[ ] Female [
2. Age (years): 21 -30[ ]3 141-50 [ ] 51 and above [ ]

3. Current level of educa% E[ ] OND/HND|[ ] Bachelor’s degree[ |
rée [ ]| Others (please specify)

PGDE [ 1 Mawi:é%

4. Years of Tea xperience: 0-5[ ]6-10[ ] 11-15[ ]16-20[ ]21-25[ ] 26-30

[ 13 9%[]
&
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Section B: Status of Organizational Culture

Please tick (V) in the appropriate box in front of the items that best describe your opinion Key:
SA = Strongly Agree (4), A = Agree (3), D = Disagree (2), SD = Strongly Disagree (1)

SA|A |D |SD
S/N Items 4 312 |1
Involvement Culture
1 Most teachers are highly involved in their work . d
2 Information is widely shared so that every teacher can get the QS{\'
information he or she needs when it is needed &'\\
3 Cooperation across different parts of the school is actively T\ .
encouraged . )\* "
4 Teachers are involved in the process of school planning/@gn 0
some degree QQ)
5 There is continuous investment in the skills o e@rs
Consistency Culture\)
6 There is a clear and consistent set of &\a’gat governs the way
teachers work f)
7 There is an ethical code that guq&&)eachers behaviour and tells
them right from wrong \ b
8 It is easy to reach CT&S%S  (agreement), even on difficult issues
9 My school's ap r@n)doing education is very consistent and
predictable é)
10 | Staff fi @erent parts of the school organization share a
conr{n perspective
4"\\\) Adaptability Culture
11 | New and improved ways to do work are continually adopted
12 | All members of staff have a deep understanding of students' wants
and needs
13 | Innovation and risk taking are encouraged and rewarded
14 | The way things are done is very flexible and easy to change
15 | My school responds well to competitors and other changes in the

environment
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Section C: Working Conditions

Please tick (V) in the appropriate box in front of the items that best describe your opinion Key:
SA = Strongly Agree (4), A = Agree (3), D = Disagree (2), SD = Strongly Disagree (1)

SA A |D |SD

S/N Items 4 3 2 1
School Physical Facilities
1 Staff offices are very conducive for teachers . {0"
2 Laboratories are well equipped for instruction . J”
3 Staff convenience facilities are conducive %\%
4 School libraries are well resourced - 7
5 Instructional materials (visual, audio and audio-visual aids %&g
adequate for teaching and learning
6 Classrooms are conducive for teaching

7 Recreational facilities are available and cond\cige%{)r teaching
and learnin *
g PN A\

Teachers’ Wo klo

8 I am made to spend more hours a@ork than the stipulated
daily amount of hours A @

9 I am made to teach extra cMes and extra-mural lessons

10 | I teach more studer@%n: ‘my capacity

11 | I teach more (Bj&)s}han is required

12 |1 teach mopé.classes beyond my capacity

13 a@e’ lesson periods in a week beyond my capacity

QQ
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Section D: Level of Remuneration

Tick (V) as appropriate, the level at which you receive the underlisted

Key: High Level (HL) = 4; Moderate Level (ML) = 3; Low Level (LL) = 2; Not At All

(NAA)=1
HL | ML | LL | NAA
S/N | Item (Level which I receive) 4 3 2 1
14 | reward for my performance at work
15 | leave bonuses
16 | Jife insurance WO
17 | motor insurance . AQJ» i
18 vacation leave Q\\(O
19| sick leave . ?‘
20 | inservice training . A‘\\\\ "
21 recognition for my work performance (%\d )
22 | allowances such as car and housing allowances . &k%y
23 pension scheme A &
24| welfare packages \)\,’
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Research Questionnaire 11

Teachers’ Job Performance Questionnaire (TJPQ)

Dept of Arts and Social Science Education, Faculty of Arts and Education, Lead City

University, Ibadan, Oyo State.

Dear Sir/Ma,

research work on "Organizational Culture and Working Conditions as Predictors of ”P&Ichers'
Performance in Public Secondary Schools in Oyo State. Your voluntary cooperation 1S highly
needed in the completion of this instrument. All information provided

confidentially and adequately used.

Request to Participate in a Research

I am a postgraduate student of the above named university. I am carrying out a

P%@@i be treated

[ } “
Yours Faithfully, ‘\%

The Researcher Q)

Section A: Demographic Dataof Principal ’ 4

S.
6.
7.

Years of Teaching experience: [ 1]6-10 [ ] 11-151[ ] 16-20[ J21-251 ] 26-

Q>
Gender: Male[ ] Female [ ]
Age (years): 21 -30[ ]31-40] ]@ ] 51 and above [ ]

Current level of education: NCE ND/HND [ ]| Bachelor’s degree [ ]
PGDE [ ] Master’s degree [ Q} ers (please specify)

30[ ] 31 &above [ ]. °

Q&
S
N
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Section B: Level of Job Performance of Teachers

KEY: High Level (HL) — 4 points, Moderate Level (ML) — 3 points, Low Level (LL) — 2
points, and Not At All (NAA) — 1 point

S/N Item (My teachers) 4 3 2

Teaching Performance

are effective in delivering their lessons

skillful in use of instructional materials for instruction on
)

ensure they meet up with their lesson periods ‘ ?5‘

AN
effectively completes the scheme of work for each term ‘v

ensure their lesson notes/plan are properly updated on time "

A N
manages the classroom properly during instruction (% ‘

N N D R W N

use well proven teaching methods for instructional activi}& v
A

Administrative Performance NS
P \Q

8 are very active in curricular and extra-curricular actiyities

9 discipline students properly without bias?qﬁ)\\d\

10 keep records adequately \\.)

11 | are actively involved in students' wqh&aprograms
(o4

12 | actively give reports concernifig stirdents to their parents
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Appendix III

Pictures of Reaserchers during administration of the instruments

i

&

Pictures of researcher issuing the instrument to school principals
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Pictures of researcher administering and explaining the instrument to school teachers
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Pictures of researcher administering instruments to teachers in schools
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Picture showing the sample of school the researcher visited
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1)
2)
3)

4)

)

Bio-data
Personal Data
Full Name: Adeyemo Adekola Oyebamiji
Home Address: Adeyemo’s Lodge, Ayetoro Housing Scheme, Bonke, Oyo State
E-mail Address:princekola003@gmail.com
Phone Number: 08055448212

Date and Place of Birth: 23rd February, 1971/Oyo State \

&
Nationality: Nigerian ,%\QO

Name and Address of Next of Kin: ‘ﬁ,\
Educational Background @

Educational Institutions attended with dates ad qh@aﬁons obtained

Educational Institutions Qualﬁ@ Obtained Date
Lead City University, Ibadan, Oyo tﬁ@PhD (in view) 2020-till date

University of Ibadan, Nigeria % M.Ed 2004
Lagos State University, % os, Nigeria BA (Ed) 1999
f Education,
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Oyo State, I\@Q NCE 1995

Ibadan CP&{‘E
Q
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postolic Grammar School,
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1)

2)
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