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Abstract

This research investigated Information Communication Technology Factors,
Human Resource Management Practice and Achievement of Business Education
Objectives in Colleges of Education, Southwest, Nigeria. Thorough search of literature
shows scarcity of studies on the joint contribution of the above predictors (information
communication technology factors, human resource management practice) on achievement
of business education objectives. Three research questions and two hypotheses were raised.
Descriptive survey research design was employed. Target population comprised of all
public secondary school business studies teachers (2,122) and principals (1,061) in
Southwest, Nigeria. Three Southwest states, 1,593 teachers and 1061 principals were
sampled using multi-stage sampling procedure. Two instruments– Information
Communication Technology Factors and Human Resource Management Practice
Questionnaire (ICTFHRMPQ)(α = .886)”and “Achievement of Business Education
Objectives Questionnaire (ABEOQ = .873)”were used to collect data. Data were analysed
using descriptive and inferential statistics. Results showed low achievement of Business
Education Objectives (x̅ = 2.471). Information communication technology facilities (x̅ =
2.343), ICT integration (x̅ = 2.290) and ICT competency (x̅ = 2.3150) are at “low level”. In
addition, talent management (x̅ = 2.766), training and development (x̅ = 2.687) and
compensation/benefit (x̅ = 2.518) are at moderate level. There was a significant joint
contribution of information communication technology factors, human resource
management to Achievement of Business Education Objectives (F8, 1593 = 6.599, R2 = .032,
Adjusted R2 = .024, P<0.05). ICT facilities (β =.101; t = 1.207; Significance =.005), ICT
integration (β =.282; t = 1.816; Significance =.000), ICT Competence (β = .022; t = 1.201;
Significance =.005), Talent management (β =.081; t = 1.256; Significance =.005),
Compensation/Employee benefits (β = .231; t = 1.076; Significant = .000), Work place
safety (β = .531; t = .987; Significant = .001), Training & Development (β = .187; t = 2.087;
Significant = .005) are all significant at 0.05%. In conclusion, low information
communication technology facilities, ICT integration and ICT competency of the lecturers
in the colleges of education negatively affected the achievement of the business education
objectives. It was therefore recommended amongst others that seminars should be
organised for business study lecturers in the colleges of education to equip their
improvement in the availability of ICT facilities as well as having subject mastery on the
course in term of competency..

Keywords: Information Communication Technology Factors, Human Resource
Management, Achievement of Business Education Objectives, College of Education
Southwest

Word Count: 391
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Chapter One
Introduction

1.1 Background to the Study

Business education refers to a programme of instruction in that offers various

skills in accounting, marketing and Office Technology and Management (OTM). Major

topics include: office practice, book keeping, business mathematics, business

communication, secretarial duties, word processing, and advertising1. It is the

foundation upon which students build an awareness of business and an understanding of

business concept. It can also be described is a process of instructing a person about what

happens during business transactions in offices, banks, markets and anywhere money

changes hands. It is a type of education that helps someone to learn facts, acquire skills,

develop abilities, solve problems and be able to have business like attitudes useful for

success in business situations1.

The actual goals of business education is to: Prepare students for specific career in

office occupations: Equip students with the requisite skills for job creation and

entrepreneurshipand expose students to the knowledge of business, including a good

blend of computer technology, which incorporates Information and

CommunicationTechnologies (ICT). The first two goals involve education ‘for’

business, which is aimed at equipping recipients with the requisite attributes

(knowledge, skills, competencies, and attitudes) to become gainfully employed in the

world of work, whereas the later addresses education ‘about’ business, which is aimed

at providing a sound basis for further studies at the graduate and post-graduate levels.

Some contemporary thinkers in education and training conceive of business education

as a major contributor to human resource, entrepreneurial and national development2. In
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a clearer term, business education means education for business or training skills which

is required in business offices, clerical occupation and business policy analysis. The

stated objectives of business education at the college of education level in Nigeria are:

To:

1. Produce well qualified and competent NCE graduate in business subjects who will

be able to teach business subjects in our junior secondary schools.

2. Produce NCE business teachers who will be able to inculcate the vocational aspects

of Business Education into the society.

3. Produce NCE business teachers who will start with so much desired revolution of

vocational development right from the Nigeria Primary and Secondary schools.

4. Prepare students in Business Education with necessary competence so as to

qualify them for a three-year post-NCE degree programme in Business Education in

Nigerian Universities.

5. Equip graduates with the right skills to engage in a life of work in the office as

well as for self-employment3.

Despite the growth of Business education programmes in Nigerian colleges of education,

the course seems to still suffer different institutional as well as governmental problems.

Thus majority of graduate of this programme seem not being able to follow the

international standards of business education. The institutional problems include but not

limited to lack of highly qualified professional teachers specialised in different business

areas, weak link between industrial sector of the country and academia, poor facilities
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for good quality in business education research, bad leadership, poorstandardized

performance evaluation system of teacher’s promotion, lecturers approach to students in

tertiary institutions. Similarly, the problems from government side include inadequate

government investment, politicized curricula in educational sector, corruption in

educational sector, inadequate classroom for learning and examinations4,5. These

problems observed may not be disconnected from the observed problems among

business studies graduate such as hindering the graduate from developing intellectual

skills and knowledge that will equip them to contribute significantly to the society and

nation at large, thereby, denying the graduates the ability to satisfy the requirements of

the labour market, unemployment and subsequently the graduates are engulfed in

poverty6. However, business education seems not fully achieving its objectives as

stated in its curriculum. A related study decried the failure of the education offered in

tertiary institutions especially in the business education programmes to prepare students

and graduates for real life situations. It was specifically noted that the inability of

business education graduates to gain employment in various cooperate bodies and

organizations resulted from incompetence which is traceable to the quality of education

given to business education graduates, shortages of business education teachers, and

inaccessibility of teaching facilities7

For optimum educational teaching and learning of business education courses

just like any other course, there must be adequate provision of Information and

Communication Technology (ICT) tools. Information and Communication Technology

(ICT) is an indispensable tool in this digital age. Currently, there is a parading shift in

the ICT world to meet up with the challenges peculiar to this information age. Also, it is
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a powerful force that has shaped several aspects of people’s way of life. The significant

impact of ICT in the last three decades in fields of law, tourism, business, engineering,

architecture and medicine is in valuable. Thus, changes in the mode of operation of

these fields are now completely different8.

Ensuring optimum teaching and learning in higher institution, adequate provision

of ICT tools for both the teachers and students is crucial. To sufficiently achieve the

objectives of teaching and learning Business education therefore, there is a need for

skilled business educators in our higher institutions, colleges of education particularly

which is the major focus in this study. It was observed by the researcher that some

graduates of business education today cannot perform as expected of them. This may be

due to lack of require skill acquisition while in school. This situation has become a

controversial issue in the society, because of the perceived incompetence on the part of

business education products. These problems are not farfetched because some

institutions today are suffering from inadequate of infrastructural facilities coupled with

incompetent of the lecturers for teaching those ICT related courses. It is one thing for the

facilities to be available and it is another thing for the teacher to know how to make use

of it. Therefore, inadequate utilization of new technologies facilities by business

education teachers could result in producing graduates with only theoretical knowledge

and less experience in practical courses which required the application of ICT skills9.

The teachers are expected to equip graduates with relevant technological skill for

effective performance in this global world. ICT utilization is the utilization of computer,

laptop, video machines, multimedia projectors or PowerPoint, interactive board, digital

cameras, internet facilities, computer network, telephone Global System Mobile (G.S.M)
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and land phones, e-library, television programmes, data base among others in

educational setting. It was pointedoutthat the use of ICT facilities by lecturers’ in

colleges of education largely depended on the ownership of the school. This may be

because federal government owned institutions are better funded than others10.

It was established in a study that ICT usage in this dispensation is not

encouraging and that business educators are posed to diver challenges chiefly amongst

others is irregular power supply11. Others include: unavailability of ICT resources and

poor accessibility by lecturers, some colleges of education and universities are ill

equipped most especially the computer studio which result in continuous use of non-

digital method of teaching. The reason for this may be as a result of financial

constraints faced by most of the tertiary institutions in the provision of ICT facilities

for the institutions, coupled with fear of unknown in the use of these technological

gadgets on the part of the lecturers12.

It is therefore worthy of note that ICT gadgets in many colleges of education are

grossly inadequate in teaching and learning of business education courses. Despite the

inclusion of ICT into business education programme for some years back, it seems as if

the students are not getting the right skills to meet the challenges in the labour market.

This shows that the main goal of introducing it into the curriculum has not been

adequately achieved13. Some institutions are suffering from inadequate of ICT tools in

teaching and learning of business education courses. Therefore, there is an urgent need

to pay more prominent attention to the improvement of teaching and learning, through

the provision of more ICT tools in Nigerian tertiary institutions in achieving the

objectives of business education14.
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A study explored the role of ICT infrastructure facilities in enhancing curriculum

implementation in Nigerian tertiary institutions. It was indicated that there was

significant difference in the mean rating of male and female business education students

on their proficiency in the use of ICT resources and that there was no significant

difference in the mean rating of male and female business education students on their

utilization of ICT resources15.

A study explained that effective application of ICTs facilities in teaching

would also facilitate the realization of stated objectives of any educational

programme through improved innovativeness, curiosity and creativity of the

learners16. It is only very few jobs today that do not require the use of skills in ICT

facilities. In fact, effective use of information and communication facilities in

schools definitely contributes to the realization of Millennium Development Goals.

Recognizing the significance of the use of ICTs in school, it is imperative to

identify ICT competencies required by lecturers for the realization of the

objectives of Business Education17.

Information Communication Technology integration is meant to be cross curricular

rather than become a separate course or topic in itself. Technology should be used as a

tool to support the educational objectives such as skills for searching and assessing

information, cooperation, communication and problem solving which are important for

the preparation of children for the knowledge society18.



7

Information Communication Technology Competency means knowledge,

skills, attitudes and judgment generally required for the successful performance of

a task19. Competency involves knowledge, skills, attitudes, values, motivation and

beliefs people need in order to be successful in a job. Competency of the teachers

in teaching profession has to do with the ability of a teacher to integrate different

kinds of knowledge and use them synergically for instructional delivery. Effective

teaching of Business education in any learning environment requires

demonstration of various competencies which invariably enable students to learn

by improving their knowledge, skills, attitudes and values. The lecturers of

business education are vital in the impartation of required skills to the students

through the acquisition and possession of the required ICT competencies20.

Human resources in education refer to the lecturers or teachers, academics

and the non-academics staffs of an educational institution. Every educational system

at every level depends heavily on the human resources for execution of its

programme. Teachers are the critical resources for effective implementation and

realization of the educational policies and objectives at the practical level of

classroom. A manager, whether in private or public sector who underrates the critical

role and underplays the importance of people in goal achievement, can neither be

effective nor efficient. It is the teacher who ultimately interprets and implements

policy as represented in the school curriculum, which is designed to actualize

educational goals21. Maintaining and improving educational standards and the

objectives of business education is only possible through teachers in which they are

the most indispensable entity in the school.
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A researcher explained human resources in business education pragramme as the

academic and non-academic staffs, that is, business education lecturers and the non-

academic staffs in business education departments in tertiary institutions, as they

facilitates the implementation of business education curriculum22. They includes the

teaching (lecturers and teachers) and the non-teaching staff (administrative staff in

the ministries of education and their parastatals, the administrative staff of the

various levels of institutions and their support staff). It is therefore clear that the

academic and non -academic staff of business education across the tertiary

institutions are human resources because they have abilities, knowledge and skills to

perform their various respective duties or functions such as teaching, research,

safeguarding educational resources and many other functions23. It is also a strategic

and comprehensive approach to managing people and the workplace culture and

environment. Effective (HRM) enables business educators to contribute effectively

and productively to the overall education sector direction and the accomplishment of

the goals and objectives.

A study revealed that there exist a positive relationship between human

resources and the effective implementation of curriculum. It is was emphasized that

the availability, relevance and adequacy of educational resources, especially human

resources contributes to the achievement of business education objectives as stated in

the curriculum. Therefore the ultimate goal is not to design the best and ideal

curriculum, but to transmit it by teachers24.

Talent management is a process in which are mostly used by every company.

Companies understand that it takes more practice to engage employees with the
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knowledge, skills, abilities, and connections to achieve strategic business goals. A

study revealed that one of the key facilitators of corporate sustainability is their unique,

valuable, and irreplaceable human capital gives them a competitive advantage25.

Training and development programme refers to the intentional and systematic

efforts undertaken by educators to enhance their knowledge, skills, and instructional

practices. It is a continuous process of learning and growth that supports teachers in

staying updated with current research, best practices, and educational innovations.

Development programme recognizes that teaching is a dynamic field, and educators

need ongoing opportunities to expand their expertise and adapt their instructional

approaches to meet the diverse needs of students. It goes beyond initial teacher training

and embraces the concept of lifelong learning. It encourages educators to engage in

reflective practice, critically examine their teaching methods, and seek opportunities for

improvement. Through development, teachers deepen their content knowledge,

pedagogical skills, and understanding of effective assessment and instructional

strategies26.

Work place safety involved physical, emotional as well as psychological safety.

Physical safety factors involve the physical infrastructure and precautions taken to

prevent accidents, injuries, or harm within the school premises. This includes measures

such as secure entry and exit points, well-maintained buildings and facilities, fire safety

protocols, emergency evacuation plans, and regular safety drills. It also involves

ensuring the safety of equipment, playgrounds, and transportation systems. Building

safe schools should be a priority for architects, engineers, policy mkers and

administrators. Among all public facilities, children in schools are the most vulnerable
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during disasters. It could be refers to as the absence of harm that can be affected by any

person from physical object or practices that include a physical object27. Workplace

safety could therefore influence achievement in business education objectives in

colleges of education, Southwest, Nigeria positively or negatively.

Achievement of busness education objectives is needed for effective and

productive manpower in the industrial and economic sectors of the country. However,

when the achievements are not properly inclined according to the curriculum, they will

not be able to contribute their quota effectively towards the economic development of

the society. There is therefore the need to thoroughly examine factors such as

information communication technology (ICT) and human resources management

practices factors that might be responsible for poor achievement of business education

objectives in colleges of education, Southwest, Nigeria. Moreover, there is scarity of

studies on the joint contribution of information communication technology (ICT) and

human resources management practices factors hence the rationale for this study.

1.2 Statement of the Problem

There are considerable concerns by Business Education students, their lecturers,

employers of Business Education graduates, and curriculum experts that the objectives

of Business Education degree programmes in colleges of education in Nigeria and

most especially in Southwest, Nigeria are not being implemented29. This condition has

grossly been argued by those concerned that the outlined objectives of the programme

do not commensurate with the quality of its product turned out, making one believe

that graduates of business education in these colleges might not have meet the
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expectations and needs of the contemporary society due to technological advancement

in education globally. However, there is no current empirical evidence to show that the

programme is adequately or effectively being implemented in line with the National

Commission for Colleges of Education (NCCE) academic standard to conform to the

above assertions. These divisive views prompted researchers to evaluate the

effectiveness of the achievement of the objectives of Business Education programme

in the colleges of education in Southwest, Nigeria. Specifically, to assess the level at

which ‘Information Communication Technologies’ and Human Resources

Management contributes to the level of achievement of the objectives of business

education in colleges of education in Southwest, Nigeria.

1.3 Aim and Objectives of the Study

The broad objectives the study is to investigate the influence of Information

Communication Technology (ICT) factors and Human Resource Management Practice

on Achievement of Business Education Objectives in Colleges of Education in

Southwest, Nigeria. Specifically, the study intends to achieve the following objectives:

1. identify the level of achievement of the business education objectives in colleges of

education in Southwest, Nigeria.

2. identify the level of Information Communication Technology (ICT) factors (ICT

facilities, ICT integration, ICT competence) on the objectives of business education

in colleges of education in Southwest, Nigeria



12

3. identify the status of human resource management practice (talent management,

employee benefits and workplace safety) in colleges of education in Southwest,

Nigeria.

4. investigate the combined influence of Information Communication Technology

Factors (ICT facilities, ICT integration, ICT competence) and Human Resource

Management Practice (Talent management, compensation & employee benefits

workplace safety) on achievement of Business Education Objectives in Colleges of

Education in Southwest, Nigeria.

5. investigate the relative influence of Information Communication Technology ( ICT

facilities, ICT integration, ICT competence) and Human Resource Management

Practice (Talent management, compensation & employee benefits, work place safety)

on Achievement of Business Education Objectives in Colleges of Education in

Southwest, Nigeria.

1.4 Research Questions

1. What is the level of achievement of the business education objectives in

Colleges of Education in Southwest, Nigeria?

2. What is the level of ICT factors (ICT facilities, ICT integration & ICT

competence) on the objectives of business education in Colleges of Education

in Southwest, Nigeria?

3. What is the status of human resource management practice (talent management,

employee benefits, workplace safety and training & development) in colleges

of education in Southwest, Nigeria?

1.5 Hypotheses
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H01: There will be no significant combined influence of Information

Communication Technology Factors (ICT facilities, ICT integration, ICT

competence) and Human Resource Management Practice (Talent management,

compensation, employee benefits, work place safety and Training &

Development) on achievement of Business Education Objectives in Colleges

of Education in Southwest, Nigeria.

H02: There will be no significant relative influence of Information

Communication Technology Factors (ICT facilities, ICT integration, ICT

competence) and Human Resource Management Practice(Talent management,

compensation, employee benefits, work place safety and Training &

Development) on achievement of business education objectives in Colleges of

Education in Southwest, Nigeria.

1.6 Significance of the Study

This study will contribute theoretically to the body of existing literature by

providing useful data and information on Nigeria‘s ICT developments and challenges,

especially in its educational sector. Empirical evidence has shown that out of the

various ICT studies in education, only a few have focused on how teachers feel and

behave towards ICTs, especially in business education In addition, more attention has

been given to ICT studies among students, whereas teachers are less investigated.

Hitherto, where as such studies are scanty and rare, they are also basically descriptive

in nature..
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The study will be of immense benefit to lecturers in Nigerian colleges of

education,

especially those in business education. By this study they will see the increasing need

for them to be effectual in ICTs, be positive in their attitudes toward ICTs and

reinforce their intentions for using technology in classroom. These lecturers will also

appreciate the relevance of ICTs to their jobs and hence, be committed to the use of

such tools in the classroom.

The wealth of literature reviewed and the important findings in this study will

serve as source of information for teachers, researchers, policy makers and curriculum

planners to make better ICT-integration investigations, decisions and policies

especially in regard to business education in Nigerian tertiary schools and beyond.

The findings of this study will be of great significant to Business Education

Students, lecturers, human resources Managers, Future Researchers and the general

public. The findings of this study will enable for the human resources manager to

strategically manage people such as recruiting and selecting employees, coordinating

the activities of employees, work motivation of employees, creating training and

development that are essential to fostering a good employee- employer relationship

which will lead to effective job performance.

The findings of this study will enable Business Education students to have

better insight of human resources management and also to enable them to contribute

their ideas in relation to the field. The findings of this study will give researchers the

knowledge on human resources management practices as it applies to job performance.
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The findings of this study will illuminate the lecturers’ knowledge on human resources

managers and motivate them to increase their job performance. The findings of this

study will give the general insight on human resources management practices as it

relate to achievement of the objectives of business education in colleges of education.

This finding will also benefit the future researchers on how effective is the human

resources management practices is to other careers.

1.7 Scope of the Study

The contextual scope of the study is delimited to Information Communication

Technologies Factors, Human Resource Management and Achievement of Business

Education Objectives in Colleges of Education in Southwest, Nigeria. Geographical

scope of this study is delimited to all federal and state colleges of education offering

business education as a course in Southwest, Nigeria. As at the time of this study,

there are fourteen (14) federal and forty four (44) state colleges of education running

business education programme.

The study is also delimited in terms of method of data collection. It should be noted

that only quantitative data retrieved from business studies lecturers in the sampled

colleges of education in Southwest, Nigeria through the use of carefully structured

questionnaire will be used to answer formulated research question and test the

hypotheses.

1.8 Operational Definition of Terms

Business Education: This is a course offered in colleges of education where

students are taught the fundamentals, theories, and processes of business.



16

Business Education Objectives in Colleges of Education: These are the

specific objectives that business education curriculum at the college of education

level is designed to achieve: As stated in the curriculum, these are

1. To produce well qualified and competent NCE graduate in business subjects

who will be able to teach business subjects in our junior secondary schools.

2. To produce NCE business teachers who will be able to inculcate the

vocational aspects of Business Education into the society.

3. To produce NCE business teachers who will start with so much desired

revolution of vocational development right from the Nigeria Primary and

Secondary schools.

4. To prepare students in Business Education with necessary competence so as

to qualify them for a three-year post-NCE degree programme in Business

Education in Nigerian Universities.

5. To equip graduates with the right skills to engage in a life of work in the

office as well as for self-employment.

Achievement of Business Education objectives in colleges of Education: This

measured by the level at which the aforementioned objectives of business education

in colleges of Education have been achieved.

Information Communication Technology (ICT) Factors: These are diverse set of

technological tools and resources used to transmit, store, create, share or exchange

\information in the cause teaching and learning business education in colleges of
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education in Southwest, Nigeria. The factors of ICT to be considered in this study are:

(ICT facilities, integration and competency).

ICT Facilities: These are information and telecommunication facilities made

available to business education lecturers and students in colleges of education in

Southwest, Nigeria. In this study, the ones considered are availability of internet

services on campus, projectors to teach, use of ICT to communicate to students and

availability of facilities for online classes.

ICT Integration: This implies the level at which ICT is introduced in the

running of affairs business education department in colleges of education in

Southwest, Nigeria.

ICT Competence: This measures the technical knowhow of business education

lecturers in using ICT facilities to teach business education courses in colleges of

education in Southwest, Nigeria.

Human Resources Management Practice: Human Resource Management is

concerned with the people dimension in management. Since colleges of education is an

organization made up of people (lecturers), acquiring their services, developing their

skills, motivating them to higher levels of performance and ensuring that they continue

to maintain their commitment to the organization is essential to achieve organizational

objectives is what human resource management is all about. The human resource

management practices to be considered in this study are: talent management, employee

benefits and workplace safety.



18

Talent Management: This implies methodically organized, strategic process of

getting the right talent onboard and helping business studies lecturers grow to their

optimal capabilities keeping organizational objectives in mind.

Compensation/Employee Benefits: These are non-wage compensation provided to

business education lecturers by the management of colleges of education in addition to

their normal salaries or wages. This include: maternity leave with pay, housing, health

insurance and opportunity for personal development.

Workplace Safety: This implies the level at which business education lecturers in

colleges of education in Southwest, Nigeria work in a safe environment without any fear

of insecurity within the college premises. This includes physical safety, emotional safety

as well as psychological safety.

Training & Development: This implies a process of acquiring knowledge,

understanding, skills and value in other to cope in the environment and to be able to

meets with the organizational current and future needs for effective management. Such as

workshop, conference, ICT training.
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Chapter Two

Literature Review

This chapter contains review of studies that are related to the variables under study.

It was presented in the following sub-sections: Conceptual Review, Theoretical

Review, Empirical Review, Conceptual Framework and Summary of Reviewed

Literature.

2.1 Conceptual Review

2.1.1 Business Education

2.1.2 Objectives of Business Education

2.1.3 Information Communication Technology (ICT) Factors in Education

2.1.3 Information Communication Technology (ICT) Factors in Education

2.1.4 Measures of Information Communication Technology (ICT)

2.1.4.1 Information Communication Technology (ICT) Facilities

2.1.4.2 Information Communication Technology (ICT) Integration

2.1.4.3 Information Communication Technology (ICT) Competence

2.1.5 Benefits of Using ICT in Education

2.1.6 Human Resources Management Practice

2.1.6.1 Kinds of Human Resources Management Practices
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2.1.6.2 Work Place Safety

2.1.6.3 Training and Development Programme

2.1.6.4 Compensation and Employee Benefit

2.1.7 Development Programme towards Achievement of Objectives of Business
Education in Colleges of Education in Nigeria

2.2 Theoretical Review

2.2.1 Social Exchange Theory

2.2.2 Herzberg’s Two Factor Theory (Hygiene and Motivation)

2.3 Review of Empirical Studies

2.3.1 Information and Communication Technologies (ICT) and

Achievement of the Objectives of Business Education

2.3.2 Information and Communication Technologies (ICT) Competent
and Achievement of the Objectives Business Education

2.3.3 Human Resources Management Practice on
Achievement of the Objectives Business Education

2.3.2.1 Talent Management and Achievement of Objectives of Business Education in

College of Education in Nigeria

2.3.2.2 Work Place Safety towards Achievement of Objectives
of Business Education in Colleges of Education in Nigeria

2.3.2.3 Training and Development Programme towards Achievement of
Objectives of Business Education in Colleges of Education in Nigeria

2.4 Conceptual Model

2.5 Summary of Literature Reviewed

2.1 Conceptual Review

2.1.1 Business Education

Business education is a major component of vocational education. It is a design

field of study for the development of skills, attitudes, appreciation, creativity as well as
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creation of awareness and competencies in the office work and business world1. A

study explained that business education is a programme of instruction, which consists

of office education, which is a vocational education programme for office career

workers through initial refresher and upgrading education. It was further explained

that general business education is a programme that provides learners with information

and competencies which are needed by all in managing personal business affairs and

in using the services of business to complement the above explanation, business

education consists of other programmes relevant to general business education and

office education such as distribution, secretarial, computation occupation, and so on2.

Business education is the area of vocational education that is concerned with the

acquisition of practical and applied skills for efficiency in office occupation,-

distribution and marketing occupation, business teaching, business and office

education in addition to, basic economic understanding3. However, business education

was viewed as that aspect of the total educational programme that provides the

knowledge, skills and attitude to perform in the business world as a producer and

consumer of goods and services that business offers. Business education as an aspect

of vocational education, prepares an individual for employment in the business world.

He believes that it is education for and about business or training for business skills

and competencies required for use in business and office education. It is one of the

vocational areas which give training in an occupational identity3. Business education

develops in people knowledge and capabilities for employment at different levels of

business and other related occupation such as teaching. In the area of teaching,
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business education prepares individuals to assume teaching positions as teachers in

secondary and post-secondary level4.

2.1.2 Objectives of Business Education

The mission of business education at the colleges of education level is to train the

necessary manpower for industry, business, public and private business establishments,

including manpower for teaching5. Thus, business education opens various career

opportunities to its graduates namely, teaching in schools at various levels depending

on the level of degree obtained, working in commerce and the public sector of the

economy, undergoing advanced studies in business, taking up management positions

in various organizations and developing training programmes for industries and

businesses. In addition to the business education graduates involvement in paid

employment, they are also involved in some private practices in secretarial,

advertising, salesmanship and other distributive trades. Technology has also

broadened the horizon of business education as it has made it possible for the learners

to be exposed to innovations in information technology in the areas of computer, fax,

E-mail, and other internet services. Business education graduates can open business

centres in these areas and make a good living. Besides, those who are advanced in

business education served as advisers and consultants of companies, government

parastatals and non-governmental organizations (NGOs), while many graduates have

developed skills as researchers5.

2.1.3 Information Communication Technology (ICT) Factors in Education
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Technology involves the generation of knowledge and processes to develop

systems that solve problems and extend human capabilities. In other words,

technology can change or alter how people access, gather, analyze, present, transmit,

and simulate information. The impact of technology is one of the most critical issues

in education6. The use of information and communication technology (ICT) creates a

powerful learning environment and it transforms the learning and teaching process in

which students deal with knowledge in an active, self directed and constructive way6.

ICT is not just regarded as a tool, which can be added to or used as a replacement of

existing teaching methods. ICT is seen as an important instrument to support new

ways of teaching and learning. It should be used to develop student’s skills for

cooperation, communication, problem solving and lifelong learning6. Integrating

technology into curricula with the intent of positively influencing teaching and

learning has been in a state of evolution over the past 20 years. Driven primarily by

hardware and software evolution, accessibility to computers in educational settings,

and popular instructional technology trends, technology integration has covered the

continuum from instruction on programming skills, self-directed drill and practice,

interactive learning software, online training, testing, instructional delivery

augmentation, and Internet-based accessibility to information, communication, and

publication7.

Technology integration is meant to be cross curricular rather than become a

separate course or topic in itself. Technology should be used as a tool to support the

educational objectives such as skills for searching and assessing information,

cooperation, communication and problem solving which are important for the
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preparation of children for the knowledge society8. In fact, innovative use of ICT can

facilitate student centered learning. Hence, every classroom teacher should use

learning technologies to enhance their student learning in every subject because it

can engage the thinking, decision making, problem solving and reasoning behaviors

of students. These are cognitive behaviors that children need to learn in an

information age8.

Despite successful efforts to acquire computer hardware and to raise the student

to computer ratio to 5:1 there has been less success identifying, which computer

skills should be taught in school and how computers can be used for teaching and

learning. Thus, current attention has turned to what is actually happening in the

classroom with computer technology. Although ICT may facilitate independent self-

paced learning, the potential of ICT may not be optimized if there is no shift in the

learning and teaching paradigm. In fact, teachers play an important role in the

teaching/learning paradigm shift. They must understand the potential role of

technology in education. Also, they should become effective agents to be able to

make use of technology in the classroom. The proliferation of technologies has

complicated the teaching-learning process and finding the best ways of integrating

technology into classroom practices is one of the challenges the 21st century teachers

face. Effectively integrating ICT into learning systems is much more complicated

than providing computers and securing a connection to the Internet. In fact, the

integration of ICT is associated with a shift from instructivist to constructivist

philosophies of teaching and learning. So, technology integration takes time; time to

learn about the innovation, time to be adequately prepared to use it9.
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2.1.4 Measures of Information Communication Technology (ICT)

Several measures information communication technology exist. According to

scholars, information communication technology include - However, this study

would use measures of information communication technology such as ICT Facilities,

ICT Integration and ICT Competency10. They are briefly explained below:

2.1.4.1 Information Communication Technology (ICT) Facilities

These are information and telecommunication facilities made available to business

education lecturers and students in colleges of education in Southwest, Nigeria. They

include computers, laptops, printers, scanners, software programs, data projectors,

and interactive teaching box. In this study, the ones considered are availability of

internet services on campus, projectors to teach, use of ICT to communicate to

students and availability of facilities for online classes11.

2.1.4.2 Information Communication Technology (ICT) Integration

This implies the level at which ICT is introduced in the running of affairs

business education department in colleges of education in Southwest, Nigeria. ICT has

become essential part of people’s day today life with integration with ICT such as

smart phones and tabs with internet. Main factors for effective ICT integration are

leadership for education, school support, ICT infrastructures and Information

Technology (IT) effectiveness. The quality of the education depends mainly on two

factors. Teacher’s quality is the key factor of school education12. Teachers do their
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woks through the ICT using operational and socially way such as making

presentations, files, animations, work files and digital things as well as the conferences

reports and blogs. Teachers can gain more benefits using Moodle for conferencing

with students then they can upload essential materials and students can ask

questionnaires. Students who depend on education are the second part of the education.

For this type of education, why it needs ICT integration because of building

knowledge as demand one, developing new ideas, providing the valuable environment,

discovering new ideas and building creativity, collaboratively among the learners and

the teachers. When comparing this traditional education with modern education, it is

totally different and therefore it should be a fantastic and creative one13.

2.1.4.3 Information Communication Technology (ICT) Competence

This measures the technical knowhow of business education lecturers in using

ICT facilities to teach business education courses in colleges of education in

Southwest, Nigeria. It include: (1) Technological ICT Competencies: These

competencies are related with teachers’ knowledge and technical training that how to

use and maintain ICT equipments and software. These competencies involve the skills

to operate modern technologies such as- computer, Internet etc. (2) Pedagogical ICT

Competencies: Pedagogical competencies are related with teachers’ instructional

practices and knowledge of the curriculum and require that they develop applications

within their disciplines that make effective use of ICT to support and extend teaching

and learning14. This is a generic form of knowledge that is involved in all issues of

student learning, classroom management, lesson-plan development and

implementation and student evaluation. It includes knowledge about techniques or
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methods to be used in the classroom; the nature of the target audience; and strategies

for evaluating student understanding. (3) Didactical ICT Competencies: These

competencies are related with subject knowledge of the teacher that is to be learned or

taught. Teachers must know and understand the subjects that they teach, including

knowledge of central facts, concepts, theories and procedures within a given field,

knowledge of explanatory frameworks that organize and connect ideas and knowledge

of the rules of evidence and proof. Teachers must also understand the nature of

knowledge and inquiry in different fields. (4) Social ICT Competencies: Social

competencies are related to the understanding of teachers with social and ethical issues

surrounding ICT and apply that understanding in their practice15.

2.1.5 Benefits of Using ICT in Education

The merits of ICT in education have been extolled in the literature. The use of ICT has

been found to:

i. Assist students in accessing digital information efficiently and effectively.

ICT is used as a tool for students to discover learning topics, solve problems,

and provide solutions to the problems in the learning process. ICT makes

knowledge acquisition more accessible, and concepts in learning areas are

understood while engaging students in the application of ICT. Support

student-centered and self-directed learning Students are now more frequently

engaged in the meaningful use of computers16.

ii. ICT build new knowledge through accessing, selecting, organizing, and

interpreting information and data. Based on learning through ICT, students
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are more capable of using information and data from various sources, and

critically assessing the quality of the learning materials. Produce a creative

learning environment ICT develops students’ new understanding in their

areas of learning17.

iii. ICT provides more creative solutions to different types of learning inquiries.

For example, in a reading class, e-books are commonly used in reading

aloud activities. Learners can access all types of texts from beginning to

advanced levels with ease through computers, laptops, personal digital

assistants (PDAs), or iPads. More specifically, these e-books may come with

some reading applications, which offer a reading-aloud interface, relevant

vocabulary-building activities, games related to reading skills and

vocabulary acquisition, and more. Therefore, ICT involves purposedesigned

applications that provide innovative ways to meet a variety of learning

needs18.

iv. It promote collaborative learning in a distance-learning environment Koc

(2005) mentioned that using ICT enables students to communicate, share,

and work collaboratively anywhere, any time. For instance, a

teleconferencing classroom could invite students around the world to gather

together simultaneously for a topic discussion. They may have the

opportunity to analyze problems and explore ideas as well as to develop

concepts. They may further evaluate ICT learning solutions. Students not

only acquire knowledge together, but also share diverse learning experiences

from one another in order to express themselves and reflect on their learning.
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Offer more opportunities to develop critical (higher-order) thinking skills

based on a constructive learning approach, ICT helps students focus on

higher-level concepts rather than less meaningful tasks19.

v. ICT offers students more time to explore beyond the mechanics of course

content allowing them to better understand concepts. The use of ICT also

changes the teaching and learning relationship. It was reported that the

relationship between teacher and learner is sometimes reversed with regards

to information technology. This relationship boosts students’ confidence

when they are able to help teachers with technical issues in the classroom.

Therefore, ICT changes the traditional teachercentered approach, and

requires teachers to be more creative in customizing and adapting their own

material and become more confident to take risks and learn from their

mistakes. ICT fosters autonomy by allowing educators to create their own

material, thus providing more control over course content than is possible in

a traditional classroom setting20.

2.1.6 Human Resources Management Practice

Human Resources Management Practices has its roots in the traditional

thinking in the field of personnel management and administration but represents

contemporary sophisticated views and ways of managing people at work in the

education sector21. Human Resource Management evolved from personnel

management. It takes into account activities like planning, monitoring and control

rather than mediation between lecturers and management of an education sector

organization22. Human Resource Management involves every aspect of dealing with
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Business Educators as resources23. This view was upheld by a scholar in his attempt to

come up with a meaningful definition of Human Resource Management23. His views

were more or less in line with personnel functions or human resource functions in that

they stated in their text that Human Resources Management involves every aspect of

dealing with business educators as resources as such as planning, staffing, training and

development, performance appraisal and compensation. It consists of a coherent set of

practice that enhances employee skills and abilities provide information and

participation in decision making and motivation. Human resource practices increases

business education lecturers job performance, develops and maximizes the business

education’s abilities, contributes to continue competitive advantage of the

organization24.

Human Resource Management is the process of managing people in

organizations in a structured manner. This management strategy includes staffing

(hiring people), retention of people, pay and perks setting and management,

performance evaluation, change management and taking care of exits from the

company. This is the traditional definition of Human Resource Management which

leads some experts to see it as a modern version of the Personnel Management

function that was in vogue25.

Human Resource Management encompasses the management of people in

organizations from a macro perspective i.e. managing people in the form of a

collective relationship between management and employees. This approach focuses

on the objectives and outcomes of the Human Resource Management function. What

this means is that the Human Resource function in contemporary organizations is
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concerned with the notions of people enabling, people development and a focus on

making the “employment relationship” fulfilling for both the management and the

employees26.

2.1.6.1 Kinds of Human Resources Management Practices

The kinds of human resource management practices determine the goals, direction and

worker programs at any organization. These kinds may be the followings-

However, this study focuses on work place safety, talent management, training and

development programme and compensation and employee benefit.

2.1.6.2 Work Place Safety

Work place safety involved physical, emotional as well as psychological safety.

Physical safety factors involve the physical infrastructure and precautions taken to

prevent accidents, injuries, or harm within the school premises. This includes measures

such as secure entry and exit points, well-maintained buildings and facilities, fire safety

protocols, emergency evacuation plans, and regular safety drills. It also involves

ensuring the safety of equipment, playgrounds, and transportation systems27. Building

safe schools should be a priority for architects, engineers, policy mkers and

administrators. Among all public facilities, children in schools are the most vulnerable

during disasters. It could be refers to as the absence of harm that can be affected by any

person from physical object or practices that include a physical object.
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Emotional safety factors focus on creating a supportive and nurturing

environment that promotes positive mental health and emotional well-being. This

includes fostering a culture of respect, tolerance, and inclusivity where students feel

accepted, valued, and supported. It involves addressing issues such as bullying,

harassment, discrimination, and violence, and implementing proactive measures to

prevent and address such incidents30. Emotional safety also encompasses providing

access to counseling services and mental health support for students and staff28.

Psychological safety factors involve creating an atmosphere where students and

staff feel psychologically secure and comfortable expressing themselves, taking

intellectual risks, and engaging in open discussions. This includes promoting a culture

of trust, respect, and non-judgment, where individuals feel safe to share their thoughts,

ideas, and concerns without fear of retribution or ridicule. Psychological safety

encourages a positive learning environment and promotes creativity, critical thinking,

and effective communication29.

With the increasing use of technology in education, cybersecurity has become a critical

aspect of work place safety. It involves implementing measures to protect students, staff,

and the institution from cyber threats, such as data breaches, online harassment,

unauthorized access to personal information, and exposure to inappropriate content.

This includes robust network security, secure access controls, digital literacy education,

and policies that promote responsible technology use30.

2.1.6.2 Talent Management
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Talent Management is the antipation of required human capital for an organization and

the planning to more thir needs31. A study indicates that the field has been growing in

significance and gaining interest among practioners as well as in the scholarly debate

over the past years32. Talent Management is the science of using strategic human

resources planning to improve business value and make it possible for organizations to

reach their goals33.

According to a researcher, business strategy must include responsibilities for line

managers to develop skills of their immediate subordinates34.

2.1.6.3 Training and Development Programme

Development programme refers to the intentional and systematic efforts

undertaken by educators to enhance their knowledge, skills, and instructional practices35.

It is a continuous process of learning and growth that supports teachers in staying

updated with current research, best practices, and educational innovations. Development

programme recognizes that teaching is a dynamic field, and educators need ongoing

opportunities to expand their expertise and adapt their instructional approaches to meet

the diverse needs of students. It goes beyond initial teacher training and embraces the

concept of lifelong learning. It encourages educators to engage in reflective practice,

critically examine their teaching methods, and seek opportunities for improvement.

Through development, teachers deepen their content knowledge, pedagogical skills, and

understanding of effective assessment and instructional strategies.

A key aspect of professional development programme is its focus on research-

informed practice. Educators are encouraged to engage with educational research,
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explore evidence-based practices, and translate research findings into actionable

strategies in their classrooms. This integration of research and practice enhances

teaching effectiveness and promotes student learning outcomes. Collaboration and

networking play a crucial role in professional development. Educators are encouraged

to engage in collaborative learning communities, share experiences, exchange ideas, and

learn from one another. Collaboration fosters a supportive environment where teachers

can seek feedback, engage in peer observation, and collectively problem-solve to

address challenges in their practice36.

Development programme also embraces technology integration in education. It

equips teachers with the skills and knowledge to leverage digital tools, online resources,

and instructional technology to enhance student engagement, promote personalized

learning, and support instructional delivery in diverse contexts. Effective development

programs are tailored to the needs and interests of educators. They offer a variety of

learning opportunities, such as workshops, seminars, conferences, online courses,

mentoring programs, and self-directed learning. By addressing individual needs and

preferences, professional development encourages personalized growth and empowers

teachers to take ownership of their professional learning journeys. Ultimately,

development programme aims to improve teaching quality, enhance student

achievement, and foster a culture of continuous improvement within educational

institutions37. By investing in development programme, schools demonstrate a

commitment to supporting the ongoing growth and development of their teachers,

thereby promoting excellence in education. While development programmes in

education can be numerous benefits, there are also potential disadvantages that should
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be considered. It is important to note that the impact of development programmes can

vary depending on the specific context and implementation. Here are some potential

disadvanges: Implementing development programme can be expensive. Training

sessions, materials and the time spend away from regular duties can incur costs for

school and institutions38. Lecturers and staff may find it challenging to dedicate time to

attend training sessions, especially during the school year when their schedules are

already poacked with teaching responsibilities and other obligations.Some of the

educators mat resist adopting new methodologies or technologies introduced through

staff development programmes. This resistannce can hinder the successful

implementation of the achievement of the objectives of business education39.

2.1.6.4 Compensation and Employee Benefit

Compensation is critical factor that influence the motivation and overall

effectiveness of teachers in the colleges of education system. Compensation refers to the

financial and non-financial rewards and benefits that teachers receive in exchange for

their services, while job security refers to the stability and assurance of employment

within the profession. Competitive and fair compensation packages are important in

attracting and retaining high-quality teachers. Adequate salaries, benefits, and

incentives not only recognize the value of teachers' work but also contribute to their

overall well-being and job satisfaction. Fair compensation ensures that teachers are

adequately rewarded for their expertise, experience, and dedication, motivating them to

perform their best in the classroom. It also serves as a means to attract talented

individuals into the teaching profession and address issues related to teacher shortages

and affect the objectives of business education40.
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2.1.7 Developmental Stages of Human Resource Management Practices

2.1.7.1 The Industrial Welfare Stage:

Managing people at work began with the Industrial Revolution of the early

17th century. Majority of the organizations before the Industrial Revolution were

small firms with simple processes and methods of production, which engaged a small

number of employees. But with invention of machines, the factory system developed

and a large number of people moved into the towns and cities to work. The work

environment was very unfavourable at this period and employees, including young

children, worked very long hours for very little pay, under difficult and often

dangerous working conditions. The approach to managing people was harsh and the

main aim was to control the workers who had few, if any, rights41.

The first efforts to show concern for workers came toward the end of the 19th century

when large organizations decided to improve the situation of their employees.

Companies like Cadbury in Britain appointed Welfare Officers to improve the

working conditions and to set up schemes for sick pay and subsidized housing. This

initiative was voluntary, as the companies did not have any legal obligations to

provide these benefits for their employees. However, given the shallow professional

knowledge of the then Welfare Officers, as well as the existence of many small sized

organizations, occasioned by the small administrative units that existed then to manage

the welfare of the workers, HRM suffered setbacks that are attributable to economic

recession at the early stage of Industrial Revolution42.

2.1.7.2 The Welfare and Administration Stage
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This stage marked the beginning of the specialist and more professional approach to

the then ‘Personnel Management’, particularly in Europe. It has been observed that

World War II had significant effects on this period, with significant repercussions for

businesses, the economy and labour market in general. During the war, not only was

there scarcity of labour for essential industries such as munitions and food, there was

also a corresponding increase in the problem of managing employees for improved

productivity. During the said war, the mobilization and utilization of labour had great

impact on the enlargement of personnel functions. Managers in organizations

recognized the importance of employee productivity and inspiration had a

considerable impact on the effectiveness of firms43. These scholars observed that

during the war, the conscription of a large number of individuals into military services

compelled managers at the time to begin a classification of workers around

occupational groups in order to get better recruitment and selection measures.

In addition, the innermost part of these classification systems was the job

description, which scheduled the tasks, duties and responsibilities of any individual

occupying a specific position. This aided the development of suitable compensation

programs and the appraisal of individual employee performance, providing the basis

for its execution. The period was greatly influenced by the work of Fredrick Winslow

Taylor’s Scientific Management Theory, as all efforts were geared toward managing

employees, work processes and other resources more efficiently. Companies like Ford

in the United States of America, took up Taylor’s ideas at the time and used assembly

lines to complete the job bit by bit44. Therefore more efforts focused on increased

provision of welfare services for employees and the employment of intricate division
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of labour. However, there existed pronounced conflict between employers and

employees, mainly on account of the physical conditions of employment.

2.1.7.3 Personnel Administration/Social Issues Era

The era witnessed an extraordinary increase in the number of labour

legislations in Europe and United States of America. Such legislations covered

provision of retirement schemes, the encouragement of work-related health and

safety, as well as tax regulations. The period saw an increased appreciation of

employees as social creatures and partners in the productive system, as well as the

important roles they play in the actualization of organizational goals. It is important

to state that, researches of scholars like Elton Mayo in the 1930s and 1940s greatly

influenced the attention given to employees by their employers during the period.

Findings from Mayo’s studies indicated that the way people felt about their jobs

influenced how they did their work. It was acknowledged that performance could be

affected by concepts like motivation, job satisfaction, group dynamics and leadership

styles. These were the findings of human relations and behavior schools, which

affected how employees were treated and assessed in the work places44.

2.1.7.4 Personnel Management Era

A researcher examined the important roles that employees play in the

achievement of organizational goals and the understanding of them as a key resource,

there was much strain on the available human resource which then necessitated the

enlargement of personnel unit to take care of the numerous needs of employees in

order to enhance their performance and to cope with the seemingly complex
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organizational structure that occurred in society as a result of expansion in

production, change in the production methods and processes, as well as continuous

change in the social relations of production. It was therefore imperative to have a

more structured and enduring personnel unit to attend to organizational and

employee’s needs. This situation gave birth to the era of Personnel Management,

which occurred between the late 1940s till 1990s. As organizations became more

complex and large, with their administrative units increasing in size, it became

necessary for managers to appreciate and manage individual differences and

personality45.

In addition, a researcher exaimed some major challenges with people

management which threatened the survival of many organizations. There was rapid

turnover of certain categories of employees, agitation by workers’ representatives for

improved terms and conditions of work, establishment of trade unions, demand by

employees for more meaningful and enriched employment, compensation and quality

of work, changing fashion and life styles, continued militancy of government

workers, constraining wage policies, high rate of unemployment of skilled labour,

unstable prices of food, shelter and other basic needs46. It became obvious that

manuals were no longer suitable for use in the task of ‘managing people at work’. It

was stressed that managers had to be allowed considerable room for flexibility and

discretion to take account of visible changes in life styles and social values,

individual differences and variances in personality. During this period, managers of

the old administrative units, metamorphosed to Personnel Managers, although with
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shallow knowledge of employee performance management and were reactive in

nature47.

2.2 Theortical Framework

2.2.1 Innovation Diffusion Theory

The Innovation Diffusion Theory, developed by Everett Rogers in the 1960s, is a

social science theory that explains how new innovations, ideas, technologies, or

practices spread through a social system or population over time48,49. This theory

provides valuable insights into the process of adoption, acceptance, and integration of

innovations within a given context. In this study, the Innovation Diffusion Theory can

be applied to understand how human resources management and ICT factors are

disseminated among business studies teachers and subsequently influence their

involvement in the achievement of objectives of business education.

2.2.1.1 Key Concepts of Innovation Diffusion Theory50,51,52:

a. Innovation: An innovation is the idea, practice, or technology that is perceived

as new or novel by potential adopters. In this study, human resources

management and ICT factors can be considered innovations, especially if they

are introduced in a context where they are not yet widespread.

b. Adopters: The theory categorizes potential adopters into different groups based

on their readiness to accept and implement innovations. These groups include

innovators, early adopters, early majority, late majority, and laggards.

Understanding the characteristics and behaviors of these adopter categories is

crucial.
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c. Diffusion Process: The diffusion process outlines the stages through which an

innovation passes as it spreads through a population. These stages include

knowledge, persuasion, decision, implementation, and confirmation.

Researchers can assess where students fall within this diffusion process

regarding human resources management and ICT factors.

d. Communication Channels: The theory emphasizes the importance of

communication channels in the diffusion of innovations. Different channels,

such as mass media, social networks, and interpersonal communication, play

essential roles in disseminating information about innovations.

e. Social Systems: The diffusion of innovations occurs within the context of social

systems, which can be organizations, communities, or societies. The

characteristics and norms of these systems influence the rate and extent of

adoption.

f. Relative Advantage: The perceived relative advantage of an innovation

compared to existing alternatives significantly influences its adoption. Teachers'

perceptions of the advantages of human resources management and ICT factors

may determine their willingness to adopt these innovations.

2.2.1.2 Application to the Study

 In the study, the Innovation Diffusion Theory can be applied to examine how

human resources management and ICT factors are disseminated and adopted

by lecturers in colleges of education in Southwest, Nigeria. Researchers can

investigate:
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 Which categories of adopters (innovators, early adopters, etc.) are more

likely to embrace human resources management and ICT factors?

 What are the communication channels and sources of information that

influence teachers' awareness and perceptions of these innovations?

 How do teachers progress through the stages of knowledge, persuasion,

decision, implementation, and confirmation in relation to human resources

management and ICT factors?

 What role do peer networks, educators, and institutional norms play in the

diffusion of these innovations among lecturers?

 Are there perceived relative advantages of human resources management

and ICT factors that drive business studies teachers' adoption and continued

use?

By applying the Innovation Diffusion Theory, the study can gain a better

understanding of the adoption dynamics of human resources management practices and

ICT factors among teachers, which is essential for designing effective interventions and

strategies to promote their engagement in the achievement of the objective of business

education.

2.2.2 Self-Determination Theory

Self-Determination Theory (SDT), developed by Deci and Ryan in the 1980s, is

a motivational psychological theory that focuses on the innate psychological needs that

drive human behavior53,54,55. According to SDT, individuals have three fundamental

psychological needs: autonomy, competence, and relatedness104. These needs are crucial

for fostering intrinsic motivation, which leads to more self-determined and sustained
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engagement in activities. SDT can be applied to understand how the fulfillment of these

psychological needs influences teachers' intrinsic motivation to help in human resources

management practices and ICT factors, ultimately impacting their involvement in

achievement of the objective of business education.

2.2.2.1 Key Concepts of Self-Determination Theory56,57,58:

 Autonomy: Autonomy is the need to feel in control of one's own actions and

choices. Individuals with a high sense of autonomy are more likely to engage in

activities willingly and with a sense of ownership. In the study, understanding

how human resources management practices and ICT factors support teachers'

autonomy is essential.

 Competence: Competence is the need to feel effective and capable in one's

actions. When individuals perceive themselves as competent in a particular area,

they are more likely to be promote to engage in related activities. Assessing how

human resources management practices and ICT factors affects the achievement

of the objective of business education is relevant.

 Relatedness: Relatedness refers to the need to feel connected to and supported

by others. Social relationships and a sense of belonging play a significant role in

motivation. The study can explore how human resources management practices

and ICT factors affects the achievement of the objective of business education

promote relatedness among lecturers.

 Intrinsic Motivation: Intrinsic motivation is the internal drive to engage in

activities for the inherent satisfaction or interest they provide. SDT posits that
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fostering intrinsic motivation is key to achieving sustained engagement and

positive outcomes.

 Extrinsic Motivation: Extrinsic motivation, on the other hand, involves

engaging in activities for external rewards or to avoid negative consequences.

SDT distinguishes between autonomous forms of extrinsic motivation (e.g.,

doing something because it aligns with personal values) and controlled forms

(e.g., doing something due to external pressure).

 Amotivation: Amotivation represents a lack of motivation or the perception that

activities are meaningless. Understanding factors that contribute to a motivation

among teachers in the context of human resources management practices and

ICT factors is important.

2.2.2.2 Application to the Study:

In the study, Self-Determination Theory can be applied to examine how human

resources management practices and ICT factors affect the achievement of the objective

of business education. Researchers can explore:

 How the fulfilment of autonomy, competence, and relatedness needs within the

context of human resources management practices and ICT factors affects the

achievement of the objective of business education.

 The role of extrinsic motivation, especially autonomous forms, in driving

teachers' involvement in these activities.

 The impact of social support, peer networks, and interactions with educators on

lecturers' relatedness and motivation.
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 Whether teachers' perceived competence in human resources management

practices and ICT influence their engagement and persistence in achievement of

the objectives of business education.

By applying Self-Determination Theory, the study can gain insights into how the

satisfaction of basic psychological needs and the promotion of intrinsic motivation

contribute to students' willingness to engage in human resources management practices

and ICT factors, ultimately affecting their involvement in achievement of the objectives

of business education. This understanding can inform the design of more effective

educational programs and interventions.

2.2.2.3 The relevance of Self-Determination Theory (SDT)

The relevance of Self-Determination Theory (SDT) to the study, is significant in

several ways:

i. Human Resources Management Practice and ICT Factors: SDT provides a

valuable framework for understanding the motivational factors that drive human

resources management practices and the development of ICT factors58. It helps

explore why teachers choose to participate in these activities and how their

intrinsic motivation, driven by their psychological needs for autonomy,

competence, and relatedness, influences their decisions.

ii. Intrinsic vs. Extrinsic Motivation: SDT allows researchers to differentiate

between intrinsic and extrinsic motivation. Understanding whether lecturers are

intrinsically motivated, meaning they engage in human resources management

practices and ICT factors development out of personal interest and satisfaction,
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or extrinsically motivated, possibly due to external pressures or rewards, can

shed light on the authenticity and sustainability of their involvement59.

iii. Impact on Engagement and Persistence: The theory helps assess the impact of

motivation on human resources management practice and ICT factors. It

provides a lens through which researchers can examine the role of information

communication technology factors and human resources management practice,

which, in turn, can affect the achievement of the objective of business education

in Southwest, Nigeria.

iv. Psychological Needs Fulfillment: SDT highlights the importance of fulfilling

psychological needs, such as autonomy, competence, and relatedness. The study

can explore how human resources management practice and ICT factors

development programs address these needs and how the satisfaction of these

needs’ influences the achievement of objective of business educations60.

v. Interventions and Program Design: Understanding the relevance of SDT can

inform the design of effective interventions and programs aimed at promoting

human resources management practice and ICT competencies. By aligning

program elements with the principles of SDT, educators and policymakers can

create environments that will support the achievement of the objective of

business education.

vi. Measuring Outcomes: Researchers can use SDT to guide the development of

measurement instruments that assess motivation and its impact on outcomes

related to human resources management practice and ICT competency

development. These outcomes may include students' SME development
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initiatives, innovative projects, and overall contributions to economic

development.

vii. Policy Implications: The study's findings, guided by SDT, can have policy

implications. Policymakers can use insights into the achievement of objective of

business education to design policies and initiatives that promote human

resources management practices and ICT competencies as well as the facilities.

In summary, Self-Determination Theory is highly relevant to the study as it

provides a comprehensive framework for understanding the motivational factors

influencing achievement of the objective of business education in colleges of education,

Southwest, Nigeria. By considering the principles of ICT and human resources

management practices, the study can gain valuable insights into how to promote and

sustain the achievement of the objective of business education in the Southwest region

of Nigeria.

2.2.3 Motivational Theory

Human Resources Management Practices has been significantly found to have

a positive influence on performance and thus enable the organizations to be at the

competitive edge. The study adopted motivational theory due to Abram Maslow

position that human resources need to be motivated at every level of the

organizational hierarchy as this will ensure the organizational performance is

enhanced hence achieving its objectives. Human beings are motivated by many

needs and these depend on many factors as they vary from one person to the other

and in every situation. Basic needs are; food, clothing and shelter but workplace

needs to acceptance and self-esteem. Each individual will experience these factors in
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different offering awards when his job is done as expected. According to Maslow, it

is important to be part of social group that will motivate him61.

According to the theory five basic constructs the human hierarchy of needs.

There are physiological needs, security needs, belonging needs, esteem needs and

self – actualization needs62.

2.2.3.1 Physiological needs

Physiological need is a concept that was derived to explain and

cultivate the foundation for motivation. This concept is the basic foundation of

Maslow's hierarchy of needs. This term was coined to represent a similar

premise as drive. Physiological needs are considered the main physical

requirements for human survival. This means that Physiological needs are

universal human needs. Physiological needs are considered the first step in

internal motivation according to Maslow's hierarchy of needs63.
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This theory states that humans are compelled to fulfill these physiological

needs first in order to pursue intrinsic satisfaction on a higher level. If these

needs are not achieved, it leads to an increase in displeasure within an

individual. In return, when individuals feel this increase in displeasure, the

motivation to decrease these discrepancies increases.

Physiological needs can be defined as both traits and a state. Physiological

needs as traits allude to long-term, unchanging demands that are required of

basic human life. Physiological needs as a state allude to the unpleasant

decrease in pleasure and the increase for an incentive to fulfill a necessity. In

order to pursue intrinsic motivation higher up Maslow's hierarchy,

Physiological needs must be met first64. This means that if a human is

struggling to meet their physiological needs, then they are unlikely to

intrinsically pursue safety, belongingness, esteem, and self-actualization.

Physiological needs include: 1. Homeostasis, 2. Food, 3. Water, 4. Sleep, 5.

Shelter 6. Sex

2.2.3.2 Safety needs

Once a person's physiological needs are relatively satisfied, their safety needs

take precedence and dominate behavior. In the absence of physical safety due

to war, natural disaster, family violence, childhood abuse, institutional racism

etc. people may experience post-traumatic stress disorder or transgenerational

trauma. In the absence of economic safety due to an economic crisis and lack

of work opportunities these safety needs manifest themselves in ways such as a

https://en.wikipedia.org/wiki/Family_violence
https://en.wikipedia.org/wiki/Childhood_abuse
https://en.wikipedia.org/wiki/Post-traumatic_stress_disorder
https://en.wikipedia.org/wiki/Transgenerational_trauma
https://en.wikipedia.org/wiki/Transgenerational_trauma
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preference for job security, grievance procedures for protecting the individual

from unilateral authority, savings accounts, insurance policies, disability

accommodations, and so on65.

This level is more likely to predominate in children as they generally have a

greater need to feel safe. Safety and security needs are about keeping us safe

from harm. These include shelter, job security, health, and safe environments.

If a person does not feel safe in an environment, they will seek to find safety

before they attempt to meet any higher level of survival, but the need for safety

is not as important as basic physiological needs66.

Safety and Security needs include: 1. Personal security, 2. Emotional security,

3. Financial security, 4. Health and well-being, 5.Safety needs against

accidents/illness and their adverse impacts.

2.2.3.3 Social Belonging

After physiological and safety needs are fulfilled, the third level of

human needs is seen to be interpersonal and involves feelings of belongingness.

This need is especially strong in childhood and it can override the need for

safety as witnessed in children who cling to abusive parents.Social Belonging

needs include: 1. Friendships, 2. Intimacy, 3. Family

According to Maslow, humans need to feel a sense of belonging and

acceptance among social groups, regardless of whether these groups are large

or small. For example, some large social groups may include clubs, co-workers,

religious groups, professional organizations, sports teams, gangs, and online

https://en.wikipedia.org/wiki/Job_security
https://en.wikipedia.org/wiki/Personal_security
https://en.wikipedia.org/wiki/Emotional_security
https://en.wikipedia.org/wiki/Economic_security
https://en.wikipedia.org/wiki/Health
https://en.wikipedia.org/wiki/Well-being
https://en.wikipedia.org/wiki/Belongingness
https://en.wikipedia.org/wiki/Friendships
https://en.wikipedia.org/wiki/Intimacy
https://en.wikipedia.org/wiki/Family
https://en.wikipedia.org/wiki/Gemeinschaft_and_Gesellschaft
https://en.wikipedia.org/wiki/Gemeinschaft_and_Gesellschaft
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communities. Some examples of small social connections include family

members, intimate partners, mentors, colleagues, and confidants. Humans need

to love and be loved both sexually and non-sexually by others. Many people

become susceptible to loneliness, social anxiety, and clinical depression in the

absence of this love or belonging element. This need for belonging may

overcome the physiological and security needs, depending on the strength of

the peer pressure67.

2.2.3.4 Self-esteem

Esteem needs are ego needs or status needs. People develop a concern

with getting recognition, status, importance, and respect from others. Most

humans have a need to feel respected; this includes the need to have self-

esteem and self-respect. Esteem presents the typical human desire to be

accepted and valued by others. People often engage in a profession or hobby to

gain recognition. These activities give the person a sense of contribution or

value. Low self-esteem or an inferiority complex may result from imbalances

during this level in the hierarchy68.

People with low self-esteem often need respect from others; they may

feel the need to seek fame or glory. However, fame or glory will not help the

person to build their self-esteem until they accept who they are internally.

Psychological imbalances such as depression can distract the person from

obtaining a higher level of self-esteem.Most people have a need for stable self-

respect and self-esteem. Maslow noted two versions of esteem needs: a "lower"

https://en.wikipedia.org/wiki/Loneliness
https://en.wikipedia.org/wiki/Social_anxiety
https://en.wikipedia.org/wiki/Clinical_depression
https://en.wikipedia.org/wiki/Self-esteem
https://en.wikipedia.org/wiki/Self-esteem
https://en.wikipedia.org/wiki/Inferiority_complex
https://en.wikipedia.org/wiki/Depression_(mood)
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version and a "higher" version. The "lower" version of esteem is the need for

respect from others. This may include a need for status, recognition, fame,

prestige, and attention. The "higher" version manifests itself as the need for

self-respect. For example, the person may have a need for strength,

competence, mastery, self-confidence, independence, and freedom. This

"higher" version takes guidelines, the "hierarchies are interrelated rather than

sharply separated". This means that esteem and the subsequent levels are not

strictly separated; instead, the levels are closely related69.

2.2.3.5 Self-actualization

Maslow believed that to understand this level of need, the person must

not only achieve the previous needs but master them. Self-actualization can

often be described as a value-based system when discussing its role in

motivation. Since all levels of Maslow's hierarchy must have been met in order

to acquire this level, seeking to fulfill this form of satisfaction can be defined

as an explicit motive. An explicit motive can be defined as a reward-based

system that is used to intrinsically pursue certain values or goals. Individuals

who are motivated to pursue this level are seeking and understanding how their

sense of self-partakes within their human behavior. Self-actualization can

include: 1. Mate Acquisition, 2. Parenting, 3. Utilizing Abilities, 4. Utilizing

Talents, 5. Pursuing a goal 5. Seeking Happiness Maslow said that, higher

level needs like those for self-esteem or self-actualization would not become

https://en.wikipedia.org/wiki/Self-confidence
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salient (even when unfulfilled) until lower needs were satisfied. If Maslow

theory is true, those are some very important leadership implications to

enhance workplace motivation. These are staff motivation opportunities by

motivating each employee through their style of management, compensation

plans, role definition, and company activities70.

2.2.4 Fredrick Herzerberg’s Two-Theory of Motivation

The two-factor theory developed from data collected by Herzberg from

interviews with 203 engineers and accountants in the Pittsburgh area, chosen

because of their professions' growing importance in the business world.

Regarding the collection process: The factors on the right that led to

satisfaction (achievement, intrinsic interest in the work, responsibility, and

https://en.wikipedia.org/wiki/Engineer
https://en.wikipedia.org/wiki/Accountant
https://en.wikipedia.org/wiki/Pittsburgh
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advancement) are mostly unipolar; that is, they contribute very little to job

dissatisfaction. Conversely, the dis-satisfiers (company policy and

administrative practices, supervision, interpersonal relationships, working

conditions, and salary) contribute very little to job satisfaction71. From

analyzing these interviews, he found that job characteristics related to what an

individual does that is, to the nature of the work one performs apparently have

the capacity to gratify such needs as achievement, competency, status, personal

worth, and self-realization, thus making him happy and satisfied. However,

the absence of such gratifying job characteristics does not appear to lead to

unhappiness and dissatisfaction. Instead, dissatisfaction results from

unfavorable assessments of such job-related factors as company policies,

supervision, technical problems, salary, interpersonal relations on the job, and

working conditions72. Thus, if management wishes to increase satisfaction on

the job, it should be concerned with the nature of the work itself the

opportunities it presents for gaining status, assuming responsibility, and for

achieving self-realization. If, on the other hand, management wishes to reduce

dissatisfaction, then it must focus on the workplace environment policies,

procedures, supervision, and working conditions. If management is equally

concerned with both, then managers must give attention to both sets of job

factors.Two-factor theory distinguishes between:

Motivators (e.g. challenging work, recognition for one's achievement,

responsibility, opportunity to do something meaningful, involvement in

decision making, and sense of importance to an organization) that gives

https://en.wikipedia.org/wiki/Motivation
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positive satisfaction, arising from intrinsic conditions of the job itself, such as

recognition, achievement, or personal growth73.

Hygiene factors (e.g. status, job security, salary, fringe benefits, work

conditions, good pay, paid insurance, vacations) that do not give positive

satisfaction or lead to higher motivation, though dissatisfaction results from

their absence. The term "hygiene" is used in the sense that these are

maintenance factors. These are extrinsic to the work itself, and include aspects

such as company policies, supervisory practices, or wages/salary. Herzberg

often referred to hygiene factors as "KITA" factors, which is an acronym for

"kick in the ass", the process of providing incentives or threat of punishment to

make someone do something74.

According to Herzberg, hygiene factors are what cause dissatisfaction

among employees in the workplace. In order to remove dissatisfaction in a

work environment, these hygiene factors must be eliminated. There are several

ways that this can be done but some of the most important ways to decrease

dissatisfaction would be to pay reasonable wages, ensure employees job

security, and to create a positive culture in the workplace75.

Herzberg considered the following hygiene factors from highest to

lowest importance: company policy, supervision, employee's relationship with

their boss, work conditions, salary, and relationships with peers eliminating

dissatisfaction is only one half of the task of the two factor theory. The other

half would be to increase satisfaction in the workplace. This can be done by

improving on motivating factors.

https://en.wikipedia.org/wiki/Job_security
https://en.wikipedia.org/wiki/Salary
https://en.wikipedia.org/wiki/Fringe_benefits
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Motivation factors are needed to motivate an employee to higher

performance. Herzberg also further classified our actions and how and why we

do them, for example, if you perform a work related action because

you have to then that is classed as "movement", but if you perform a work

related action because you want to then that is classed as "motivation".

Herzberg thought it was important to eliminate job dissatisfaction before going

onto creating conditions for job satisfaction because it would work against

each other76.

Herzberg's motivation-hygiene theory has a great influence for later

theories of Human Resource Management. Job satisfaction is the main theme

of this theory and he has found that employees have both satisfying (motivators)

and dissatisfying (demotivators). According Herzberg, the hygiene factors are

the de-motivators. In his survey he found employees' motivators are

achievement, recognition, work itself, responsibility and the advancements.

The hygiene factors (demotivators) are company policy, and administration,

supervision, salary, status, interpersonal relations, work conditions and security.

Motivators are little introvert type of qualities while the demotivators are

extrovert type77.

The principal rationale behind this theory is that job satisfaction or

motivation of employees is totally dependent on mental characteristics and

needs and not the physical endowments like salary and other facilities.

2.2.4.1 Douglas McGregor's two-factor theory of motivation
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2.2.4.2 Theory X

Theory X is based on assumptions regarding the typical worker. This

management style assumes that the typical worker has little ambition, avoids

responsibility, and is individual-goal oriented in general; Theory X style

managers believe their employees are less intelligent, lazier, and work solely

for a sustainable income. Management believes employees' work is based on

their own self-interest. Managers who believe employees operate in this

manner are more likely to use rewards or punishments as motivation. Due to

these assumptions, Theory X concludes the typical workforce operates more

efficiently under a hands-on approach to management. Theory X managers

believe all actions should be traceable to the individual responsible. This

allows the individual to receive either a direct reward or a reprimand,

depending on the outcome's positive or negative nature. This managerial style

is more effective when used in a workforce that is not essentially motivated to

perform78.
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According to McGregor, there are two opposing approaches to

implementing Theory X: the hard approach and the soft approach. The hard

approach depends on close supervision, intimidation, and immediate

punishment. This approach can potentially yield a hostile, minimally

cooperative workforce that may cause resentment towards

management. Managers are always looking for mistakes from employees,

because they do not trust their work. Theory X is a "we versus they" approach,

meaning it is the management versus the employees79.

The soft approach is characterized by leniency and less strict rules in

hopes for creating high workplace morale and cooperative

employees. Implementing a system that is too soft could result in an entitled,

low-output workforce. McGregor believes both ends of the spectrum are too

extreme for efficient real-world application. Instead, McGregor feels that an

approach located in the middle would be the most effective implementation of

Theory X. Because managers and supervisors are in almost complete control of

the work, this produces a more systematic and uniform product or work

flow. Theory X can benefit a work place that utilizes an assembly line or

manual labor. Using this theory in these types of work conditions allows

employees to specialize in particular work areas which in turn allow the

company to mass-produce a higher quantity and quality of work80.

2.3.4.3 Theory Y

https://en.wikipedia.org/wiki/Employee_morale
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Theory Y managers assume employees are internally motivated, enjoy their job,

and work to better themselves without a direct reward in return. These

managers view their employees as one of the most valuable assets to the

company, driving the internal workings of the corporation. Employees

additionally tend to take full responsibility for their work and do not need close

supervision to create a quality product. It is important to note, however, that

before an employee carries out their task, they must first obtain the manager's

approval. This ensures work stays efficient, productive, and in-line with

company standards81.

Theory Y managers gravitate towards relating to the worker on a more

personal level, as opposed to a more conductive and teaching-based

relationship. As a result, Theory Y followers may have a better relationship

with their boss, creating a healthier atmosphere in the workplace. In

comparison to Theory X, Theory Y incorporates a pseudo-democratic

environment to the workforce. This allows the employee to design, construct,

and publish their work in a timely manner in co-ordinance to their workload

and projects81.

Although Theory Y encompasses creativity and discussion, it does have

limitations. While there is a more personal and individualistic feel, this leaves

room for error in terms of consistency and uniformity. The workplace lacks

unvarying rules and practices, which could potentially be detrimental to the

quality standards of the product and strict guidelines of a given company83.
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Theory X and theory Y is obviously a mirror which everybody's behaviour

could be identified. It is an assumption about the human behaviour. Theory X

assumes that employee or employees at certain occasions feel attitudes and

behaviours like, lazy to work, bear pale and negative attitudes, reactive, de-

motivated, ill-treated, stubborn and harassed, ignored and not cared and

respected hence the employees become a hindrance to organization and they

are not creative and not innovative and these employees are a burden and they

never substantially contribute to the organization. Theory Y deduces that

employee or employees feel attitudes and behaviours like happier and satisfied,

interesting to work, positive, proactive, friendly, cared, equally and well

treated, fully motivated, highly respected hence these employees are a valuable

asset and they are very creative and innovative and bring new things to

organization. Understanding a man and his behaviour and feelings is so

laborious hence McGregor's two-factor theory was very helpful for identifying

the needs and behaviour of human resources84.

2.3 Review of Empirical Studies

2.3.1 Information and Communication Technologies (ICT) and Achievement of
the Objectives of Business Education

A Study was carried out to examine integration of modern technology in business

education curriculum of college of education for students’ self reliance in Kwara State

Nigeria. Three (3) research questions guided the study and the descriptive survey design

was adopted. The population of the study comprised One hundred and twenty 300level
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Business Education students from Colleges of Education of Education in Kwara State

Nigeria and the entire population was studies, this is owing to the small number of the

subject involved in the study. A structured questionnaire titled: Modern Technology in

Business Education Curriculum for Students’ self-reliance Questionnaire validated by

three (3) experts was used for data collection. The study made use of Kuder-Richards

formula (K-R 21) to determine the reliability of the instrument and a reliability

coefficient of 0.92 was obtained which was high enough for the instrument to be

considered reliable. Mean and standard deviation were used to analyze the research

questions. The findings revealed among others that the benefits of modern technology

include: Promotion of economic and business activities for self-reliance, enhancing

reasoning skills for self-reliance, Enhancing business and marketing research for self-

reliance and others among all. Based on the findings it was recommended among others

that Business Education students should be encourage and motivated towards the

effective utilization of modern technology for self-reliance85.

In addition, a study focused on competencies useful to business educators for

effectiveness in ICT related businesses in Olamaboro Local Government Area of Kogi

State. There was one research question in carrying out the study. The population for the

study comprised 134 business educators drawn from conventional secondary schools

and UBE Junior Secondary Schools where business educators teach business subjects.

The researcher used a structured questionnaire to elicit information from the

respondents. The questionnaire contained 21 items carefully designed to provide

answers to the research question. A 4-point rating scale was used to score the responses

of the respondents with 2.50 set as the boundary limit. The data collected was analyzed
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with the use of mean (X) statistical tool. All the items that had mean ratings of 2.50 and

above were considered useful while those with mean ratings of below 2.50 were

considered not useful to business educators for effectiveness in ICT related businesses

in the study area. The result was shown in a single table of findings. Results further

indicate that business educators' knowledge of business plan designs, business SWOT

Assessment, ability to identify close competitors, ability to provide customers' needs

among others were accepted as competences useful to business educators for

effectiveness in ICT related businesses in Olamaboro Local Government Area of Kogi

State. The researcher recommended that business educators wishing to be effective in

ICT related businesses should take their good time to study their business environment

as well as the psychology of the customers86.

In the same vein, a researcher noted that the usage of information and

communication technologies has grown to be so substantial in many nations today, that

it is one of the most important indicators of national development. Human

communication, learning, and other business talents have been significantly altered by

information and communication technology. Information and communication

technology, or ICT, refers to the tools used for gathering, preserving, modifying, and

disseminating information in a variety of ways3. To enhance knowledge and develop

skills, education refers to a process of teaching, training, and learning, particularly in

schools or universities. The economy is significantly impacted by information and

communication technology (ICT), which is regarded as a general-purpose technology.

Information is both produced and transmitted. It involves tools like the telephone,
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analog, digital, or GSM, television, radio, fax, computer, and many other new

technologies that enable convenient cross-cultural and national communication87.

It was recorded by a researcher that the third industrial revolution is the ICT

revolution, a purpose revolution. ICT has sparked growth across the board in economic

contacts, not the least of which is the emergence of entrepreneurial competencies. The

definition of "entrepreneurship" has changed as a result of its position from being a

time- and space-limited entity to a more ubiquitous concept incorporating the utilization

of intangibles like ideas and experiences in the development of possibilities4. ICT has

produced a platform that makes it simple for anyone to communicate ideas and

information. For instance, the internet has created a favorable atmosphere where

anybody interested in starting a business may do so without the burden of looking for a

specific site and/or physical infrastructure. ICT's explosive development and growth

have now permeated every sphere of human endeavor. With the advent of new

technology like satellites, supercomputers, the internet, and communication apps, the

globe started to resemble a small hamlet88.

Moreover, a study indicated that in a global community when boundaries are adopted

on a large scale, it is referred to as "globalization." In other words, it refers to the

process by which a business or company starts operating. The influence of the internet

on global communication demonstrates how the internet's ability to bridge geographic

distances. A new generation of innovators, risk-takers, and business creators is also

brought on by this trend6. These individuals are referred to as members of the new

generation of entrepreneurs, whose deliberate risk-taking is totally based on the ICT

revolution. While many enterprises, organizations, and people with higher levels of
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education and money now have access to the internet, the Global System for Mobile

(GSM) has emerged as the primary means of communication for the great majority of

people with low incomes. With the 2001 introduction of the Global System for Mobile

(GSM), Nigeria was not excluded from the ICT blitz. ICT manifests in all aspects of

human lives, be it engineering, health, education, etc, and it is also a pathway to

achieving the Millennium Development Goals. (MDG), which are consistent with

Nigeria’s National Economic and Empowerment Development strategies (NEEDS)

instituted. Entrepreneurship may be defined as the process of seizing a chance to add

value, whether or not this opportunity entails the knowledge of a brand-new

organization89.

A researcher narrated that the education industry has been completely

transformed by ICT innovation. The style of teaching and learning has altered as a result

of the usage of ICT resources such as computers, video disc players, multimedia

projectors, the internet, video conferencing, televisions, etc. These ICT technologies

facilitate the communication of knowledge, concepts, and instructors with students. Due

to its other capacity to promote the spread and acquisition of knowledge, ICT holds the

foundations for a knowledge economy7. Students make judgments, evaluate data, and

learn new skills in a technological setting using ICT resources. ICTs would give pupils

effective tools for textual representation of their knowledge, graphics, pictures, and

video90.

2.3.2 Information and Communication Technologies (ICT) Facilities and
Achievement of the Objectives Business Education

A researcher investigated the impact of information and communication

technology (ICT), business education, and national development. The study adopted a
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descriptive survey research design. The sample of the study consisted of 200

respondents from the College of Education, Warri. The simple random sampling

technique was adopted. Data were collected through the use of a well-structured

questionnaire. The data were analyzed using the mean and standard deviation. The

study revealed that ICT has a significant impact on business education students’ skills.

The study further reveals a significant relationship between ICT and national

development. Based on the above findings, the study recommends the inclusion of ICT

in business education in higher institutions across Nigeria91.

A researcher examined a study on the significant difficulties and delivers a glimpse into

the future of education and ICT. In the introduction, we learn about the so-called

"knowledge-based society" and how technological advancements have opened the way

for educational progress and spurred the creation of new data. The article tends to

discuss the significance of Involvement in the modification of the teaching-learning

process by each educational agent (student/teacher). This research over the impact of

ICT in education is focused on the doctrinal methodology. It makes use of several

research articles from books and journals to formulate the final opinion. The analysis

conducted by the researcher prominently makes use of primary sources of information.

The teaching and learning processes in Business Education at higher institutions in

several countries, including India, are still primitive. Due to the widespread lack of

enthusiasm for innovation, both professors and students continue to rely on textbook

knowledge and lecturer-led class verbalization. Both academics and students believe

that the administration has ignored education. As a result, many Business Education

teachers and students have not yet wholly embraced ICT for teaching and learning. As a
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result, we are soliciting research in this area. Incorporating ICT into education can aid

in developing a new model of learning and teaching in a world reduced to a small

village by technology. Every industry and government has been transformed by the

widespread use of information and communication technology (ICT) over the past two

decades92.

A related study paper explored the role of infrastructure facilities in enhancing

curriculum implementation in Nigerian tertiary institutions.The paper used secondary

data, sourced from print and online publications. The study highlights that infrastructure

facilities, including physical and technological resources, is crucial for the effective

delivery of curricula. Key findings indicate that well-developed infrastructure

significantlyenhances teaching, learning, and administrative processes, thereby

promoting successful curriculum implementation93. The paper emphasizes the growing

importance of modern facilitiessuch as ICT resources, which are integral to advancing

educationin the 21st century. In light of these findings, it is recommended that the

government prioritize the provision of adequate and modern infrastructure across all

tertiary institutions. Additionally, tertiary institution management should adopt public-

private partnerships to foster infrastructure development, and private organizations

should contribute to the enhancement of facilities inNigerian higher education. Further

studies should conduct empirical research on the impact of infrastructure facilities and

ICT resources oncurriculum implementation in tertiary institutions94.

Information and Communication Technologies (ICT) Integration and
Achievement of the Objectives Business Education
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A related study examined the economic development of every nation lies in its

workforce which is as a result of the education and skills received by them. The

objective of business and entrepreneurship education is to produce relevant and useful

skilled workforce and owner of business for the advancement of the nation. This paper

discussed the strategies for the integration of technology into business and

entrepreneurship education curriculum. The concepts of technology, technology

integration, business, and, entrepreneurship education as well as relevance of

technology to business and entrepreneurship education were discussed95. In addition,

provision of business and entrepreneurial education technological hub (BEETH), and

provision of alternative electricity supply (solar supply of electricity) were among the

strategies enlisted. The paper concluded that business and entrepreneurship education

are crucial and essential aspect of education aimed at producing workforce for the

economic development and advancement of the nation and for the practices and

operations of the recipients of these programmes to be in tandem with the global

practices and trend, technology must be fully and adequately incorporated and

integrated into the teaching and learning of the courses in our various higher institutions

of learning as this will enable our graduates to be relevant and competent in the world

of work. The paper recommended among others that concerted efforts be made by

critical stakeholders concerning the provision of business and entrepreneurial education

technological hub(BEETH), and provision of alternative electricity supply (solar supply

of electricity) thereby ensuring adequate integration and implementation of these

technological tools in order to produce workforce who can withstand the test of time96.
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In the same vein, a study investigates the technology mediated instructions and

future academic achievement of NCE business and entrepreneurship education students.

Three research objectives, research questions and null hypotheses were raised, asked

and tested in order to guide the study. The study adopted descriptive survey research

design. The population of the study was three hundred and thirty-two (322); male and

female offered NCE business and entrepreneurship education students in business

education department 2022/2023 academic session and same number serves as the

sample size of this study. The instrument used for data collection is the Available,

Levels of Utilisation and Significance of Technology Mediated Instructions and Future

Academic Achievement of NCE Business and Entrepreneurship Students’

Questionnaire which was designed by the researchers. The instrument was run into face

and content validity by three experts in the field of business education. The reliability of

the instrument was established using pilot-test and calculation of data using Cronbach

method yielded correlation coefficient of 0.937. Regression analysis was used to

analyse the data at 0.05 level of significance. It was conclude that technology mediated

instructions impacted on the future academic achievement of NCE business and

entrepreneurship education students in Sa’adatu Rimi University of Education, Kano

State. The findings of this study revealed that this implies that availability of technology

tools had significant impact on the future academic achievement of business and

entrepreneurship education students in Sa’adatu Rimi University of Education, Kano

State. This implies that lecturers’ utilization of technology tools had significant

influence on the future academic achievement of business and entrepreneurship

education students in Sa’adatu Rimi University of Education, Kano State. Based on the
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findings, the study was recommended among others that the Kano State government

should ensure that adequate funds are budgeted for the provision of technology tools to

improve the business and entrepreneurship students’ academic achievement in Sa’adatu

Rimi University of Education Kumbotso Kano State97.

Moreover, a related study was ascertained the level of digital skills acquired by

business education lecturers for implementation of business education curriculum in

colleges of education in Delta State. Descriptive survey design was adopted for the

study. The population comprised 95 business education lecturers from three colleges of

education in Delta State. One research question guided the study and a null hypothesis

tested. A validated structured questionnaire with 25 items on a five points rating scale

was used to collect data. The internal consistency of the instrument was established

using Cronbach Alpha statistics, which yielded a reliability coefficient of 0.88. Ninety-

five (95) copies of the questionnaire were distributed; only 89 copies representing 94

percent were retrieved and used for analysis. The data collected were analyzed using

mean and standard deviation to answer research question while t-test statistics was used

to test the null hypothesis at 0.05 level of significance. The findings of the study

revealed among others that business education lecturers acquired the ability to locate

and use appropriate storage devices (hard-disk, flash drives) for storing and sharing files,

use of printing machine and mobile phone for voice, messaging and internet source at a

high level. Ability to use zoom for video conferencing and use of google classroom in

instructional delivery were acquired at a low level while the ability to use Microsoft

Team for conversation with online video call and screen sharing were acquired at a

moderate level. In fact, outside the mere computer basic literacy skills, the rest of the
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needed and core digital skills were lowly and moderately acquired by the lecturers. It

was concluded that business education lecturers have not acquired digital skills at a

significant level for effective implementation of business education curriculum in

colleges of education in Delta State. It was recommended among others that business

education lecturers in colleges of education should be engaged in digital skills’

acquisition training and re-training for capacity building, to effectively implement the

current business education curriculum in colleges of education98.

A researcher examined a study on governments and ICT integration advocates tend

to seek infrastructural investments as a panacea for the ICT needs for learning

institutions, without proper plans on how they will be utilized and without

clear understanding existing capacity deficits that will affect its successful

implementation. The mere focus of most studies on availability of technology

and what students learn through the technology has left a gap in understanding

on the capacity requirements that will ensure effective utilization of the

technology in order to improve the quality of educational processes in learning

institutions. ICT capacity has been of particular focus by scholars in

understanding the influence of teacher characteristics and capabilities on

effective utilization of ICT to realize its full potential in improving efficiency

and effectiveness of management, teaching and learning processes in learning

institutions. This review summarizes the relevant research on the influence of

ICT capacity on effective utilization of ICT to improve organizational

performance of learning institutions. Specifically, the review summarizes the

relevant research on teachers’ characteristics and ICT capacity and its effect
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on organizational performance in learning institutions. The review also

discusses gaps in the literature, directions for future studies to breach the gaps

and the research implications on scholars and policy makers in educational

technology99.

In the same vein, a researcher examined a comprehensive bibliometric analysis

of ICT integration in education, investigating trends, author prominence, institutional

contributions, and thematic focus within this domain. Through the Dimensions

academic research database, 1790 pertinent publications from 2014 to 2023 were

identified. VOSviewer, a robust bibliometric analysis tool, was employed to visualize

and explore bibliometric networks among these publications. Analyzing data

encompassing citations, co-keyword occurrences, and co-citations, we constructed

networks to unveil underlying scholarly patterns. The study unveils prolific authors,

leading journals, contributing countries, and influential publications. Furthermore,

evolving research themes over time are identified, shedding light on ICT integration’s

research focus. This research’s significance extends to both academia and practical

application. Scholars gain a comprehensive overview of research themes and trends,

while practitioners receive insights for informed educational technology implementation.

Uniquely, this study employs bibliometric analysis and knowledge mapping to monitor

research growth and development. Our analysis distinguishes itself by offering an

extensive, current review, providing a valuable resource for understanding ICT

integration’s progress. Innovative visualizations through bibliometric analysis facilitate

an understanding of keyword network structures and their evolution. This research

advances the existing literature by offering an updated review through bibliometric
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analysis and knowledge maps, fostering further strides in this critical and evolving

field100.

A researcher applies a scoping review of k = 16 empirical studies from nine

countries and three continents that aim at an empirical investigation of teachers‘ICT

integration in lesson plans as part of their professional competence. We summarize the

results into four sections: conceptualizations, study design, measurement instruments,

and key findings of studies. Although most studies predominantly relate their

conceptualizations on the track model, they go beyond in addressing ICT integration in

lesson plans as a skill, using various measurement instruments. We therefore link key

findings of studies to the teacher competence discourse, highlighting ICT integration in

lesson plans as a situation-specific skill of teachers, being predicted by teacher

knowledge and beliefs and predicting observable teacher performance in class.

Moreover, intervention studies inform about the change of ICT integration in lesson

plans affected by learning opportunities both in initial teacher education and in teacher

professional development101.

The aim of the study is to access the effect of Information and Communication

Technology (ICT) usage on Second Cycle Schools (SCSs) student academic

performance and its associated challenges in a developing country. To give teachers and

students the chance to function in the information age, ICT integration in teaching and

learning activities is essential. This study employed a mix method approach to access

the effect of ICT usage on SCSs student academic performance and its associated

challenges in Ghana. The respondents of this study were chosen using the Yamane

formula. A total of one hundred and seventy-two (172) respondents were chosen for this
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study. Questionnaire and interview guide was used as data collection tool in this study.

The study found that the majority of students use mobile phones, computers, the

internet/modem, social media, digital cameras, or printers outside of school. The

findings again indicated that, ICT usage has improved students’ academic performance.

The findings further revealed that students face challenges when using ICT facilities in

their learning processes due to limited access to internet connections and the attitude of

some teachers when integrating ICT in class. The availability of ICT resources at SCSs

and sometimes homes are critical to the success of ICT in SCS education. The study

then recommends that parents should make an effort to provide ICT resources for their

children. Furthermore, governments of developing countries should make sufficient

funds available for providing universal access to ICT to unserved and underprivileged

groups102.

2.3.2 Information and Communication Technologies (ICT) Competent and
Achievement of the Objectives Business Education

A related study examined information and communication technology (ICT) and

entrepreneurial education are two crucial fields that have a big impact on the

development of the abilities and knowledge required for the digital age. Thus, this

study evaluated the relevance of ICT competencies to the effectiveness of

entrepreneurship education in polytechnics in Nigeria. The study analyzed the

collective and individual relevance of ICT competencies to the effectiveness of

entrepreneurship education in polytechnics in Nigeria. Two research questions and two

hypotheses were formulated for the study. The study adopted a descriptive survey

design. A total of 205 HND II students 2022/2023 academic session drawn through
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random sampling technique from some departments in Abia state polytechnic, Aba

participated in the study. A well structured questionnaire on a 4-point scale was used as

instrument for data collection, while the reliability test for the instrument yielded co-

efficient 0.85 for the clusters using Cronbach Alpha. The data used for the study were

computer literacy (X1), digital communication and cyber security (X2), web presence

and online branding (X3), data analysis and interpretation (X4), digital marketing and e-

commerce (X5), and the effectiveness of entrepreneurship education (Y). 190 copies of

the questionnaire instruments were retrieved out of 205 copies distributed. Data

collected were subjected to multiple regression analysis on the basis which a

relationship model was estimated using mainly primary data source. On the basis of the

multiple regression output, a relationship model was estimated. The result of the

multiple regression analysis revealed that at a significance level of 0.05, all the five ICT

competencies (X1, X2, X3, X4, and X5) are as a whole and/or individually has significant

relevance on the effectiveness of entrepreneurship education. It was concluded that all

the five ICT competencies aspects contribute significantly in predicting the

effectiveness of entrepreneurship education by explaining the effectiveness of

entrepreneurship education by 51.4%. It was recommended among others that ICT

should be integrated into entrepreneurship education as this will help polytechnics to

produce graduates who are well-equipped to navigate the digital landscape and support

economic growth103.

A study was conducted by a researcher in Rivers State to identify ICT

competencies required by lecturers for the realization of the objectives of business

education. Two research questions and two null hypotheses were developed to guide
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the study. Descriptive survey research design was adopted. A total of 71 lecturers of

business education in the four tertiary institution offering business education

programme in Rivers State constituted the population for the study. Due to the

manageable size of the population, the entire 71 business education lecturers for the

four tertiary institutions in the State were involved in the study, therefore, there was no

sampling. The instrument for data collection for the study was a structured 48-item

questionnaire titled: “Information and Communication Technology Competencies

Questionnaire (ICTCQ). The questionnaire was structured on 4-point rating scale of:

Highly Required (HR), moderately Required (MR), Less Required (LR) and Not

Required (NR) with corresponding values of 4, 3, 2, and 1 respectively. The instrument

was validated by three experts while the Cronbach alpha reliability coefficient of the

instrument yielded 0.86 indicating high reliability of the instrument. Data collected were

analyzed using mean for answering the research questions while analysis of variance

(ANOVA) was used for testing the null hypotheses at 0.05 level of significance. Based

on the data collected and analyzed, the study identified 12 word processing, 13

spreadsheet, 10 and computer graphics and 13 internet competencies required by

business education lecturers for realization of the objectives of business education in

tertiary institution in Rivers State. Hence, the study among others recommended that

the identified ICT competencies in word processing, spreadsheet, graphic and internet

should be used for retaining of teachers and lecturers for effective use of ICTs for

teaching and learning in Nigerian schools104.

2.3.3 Human Resources Management Practice on Achievement of the Objectives
Business Education
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Performance is the assessment of whether a worker has done his or her job well.

It's an individual evaluation one measured based on a single person's effort. Your

human resource department will usually manage the assessment, but job performance is

a hugely important process to the entire sector’s success. Human Resources

Management Practices is the main pathway to satisfy shareholders, investors, customers,

society and organizational members, the author identified the link between Human

Resources Management Practices and turnover performance and financial performance

when he found a negative relationship of worker skills and organizational structure on

turnover, and where employee skills and organizational structure and employee

motivation have a positive impact on job performance. Indeed high performance work

practices are likely to have an effect on job performance105.

An author examined that human resources management practices, particularly

selection and training, are associated with perceived job performance in profit and non-

profit organization. In addition, job competitiveness can be enhanced by a high

performance work system, and that it has a positive relationship with organizational

effectiveness. Human resource activities are interdependent, and are a whole they

generate certain outcomes for the firm. This Human Resources Management Practices

elicit some behavioral outcomes in addition to the improvement of skills and abilities of

lecturers49. Human resource can provide a source of sustained competitive advantage

when four basic requirements are met, that is through valuable, rare, inimitable and well

organized resources105.

2.3.2.1 Talent Management and Achievement of Objectives of Business Education

in College of Education in Nigeria
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Talent management concept is emerging slowly in today’s business scenario.

The human resources also called as the human capital of the organizations serve as the

most important component of achieving competitive edge and now, the organizations

that function at a global level have started to realize their value and importance. The

research gave a detailed review based on other studies that were conducted in the past

and they found out that in the 21st century, the concept of talent management is

debatable but it definitely leads to a high performing organization. When an

organization is successful in retaining its top/key talent, it definitely has an impact on

the profitability of that organization and he also cited that if the organization is able to

manage its talent effectively by having the best talent management practices, it will

definitely be beneficial in the long term for the company. He also stated that retaining

the employees is dependent on having the best talent management practices and for

that the organizations need to have a basic understanding of the concept of talent

management106.

A related researcher reviewed a study on relationship between managing the

talent and organizational creativity and effectiveness in the banking industry. They

took sample of 202 respondents for conducting their research and their study

revealed that there is positive relationship between organizational creativity,

effectiveness and talent management107. Employees that possess the required skills,

competencies and knowledge appropriate for doing a particular job is known as the

talent of the organization. If the talent management processes of the company are

efficient and transparent, then, it creates a work culture where the employees can

work on developing their competencies and skills which as a result will help them
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to prepare themselves for the changing business environment and also the changing

roles and responsibilities108.

In a similar research, a study on talent management and the performance of the

organization was carried out. The research showed that it has a positive impact on

the overall performance of the organization. It also cited that various multinational

and national companies are clearly benefited by the talent management practices but

the small and medium sized companies are not gaining any advantage because of

these practices in the business environment of Nigeria109.

In the same vein, a study titled “the impact of talent management on the

organizational productivity and success was carried out. For any organization, in

order to grow, effective talent management is necessary. It is very essential to hire

talented resourcesbecause with their help only the organizations are able to gain a

competitive edge in the market. In the era of globalization and immense cut throat

competition, talent management had become the need of the hour. The organizations

therefore should understand their core competencies if they want to overpower their

competitors. So, in order to succeed, organizations should focus on hiring the best

talent that has the passion and commitment to work to achieve its goals and

objectives and strategically deploy them to get the most out of them. It stated that in

order to grow fast and to achieve high performance, all the organizations need to

incorporate effective talent management strategies. They also showed that the

companies that consider talent management as a strategic activity will definitely

achieve greater success levels and will also be able to sustain it for long term. The

study also concluded that the talent management is not merely an initiative of the
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human resource department but it is an integral part of the overall development of the

organization. Human resources are the biggest assets for all organizations and hence,

they should be well managed and taken care of. It’s the employees only that generate

value for the company and its success is totally dependent on their skills and

competencies. But the business leaders as well the HR managers don’t have clarity as

to how they can make captive use of these resources for exceptional business

results110.

In addition, a researcher examined talent management as a form of a business

strategy that helps in making employee recruitment, engagement and retention of the

talented employees successful within different organizations. The research identified

various factors that are required for the effective implementation of the talent

management strategies. They concluded that with the help of talent management, the

operational and also the financial performance of the company improves to a great

extent. Talent management practices and all the systems and processes related to this

should be properly aligned with the corporate goals and objectives to achieve

exceptional business growth and profits111. Today organizations have realized that the

talented employees are the assets to the organizations which need to be developed and

retained for long term. HR managers should therefore, focus on benchmarking the best

talent management practices in the industry to sustain the success for long term112.

In the same vein, a researcher explains that there is little doubt that the attraction,

development, and retention of talent are nowadays one of the most critical challenges

faced by companies worldwide. Despite the increasing scholarly attention during the

last years many questions remain, particularly, those related to how (and why) talent
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management (TM) is conceived, implemented and developed within organizations, not

to mention about its outcomes or effectiveness113. We argue that organizational context

has been underappreciated in TM research, which is an omission since context affects

the occurrence, meaning and implementation of TM. Therefore, we edited a special

issue which seeks to contribute to advance our knowledge of how contextual factors

affect the conceptualization, implementation and effectiveness of TM. In this opening

article, we offer a brief overview of how context is integrated in previous TM research.

We then introduce the four articles in this special issue and their contributions which

addresses gap in TM research and, finally, we offer some suggestions on how to

improve contextualized TM research114.

A study explained that these days organization’s talent is its primary source of

competitive advantage. Performance of organization depends upon performance of its

employees. If employees of an organization possess unique competence, that will

differentiate them from their competitors. In this competitive environment retention of

talented workforce is a major task for HR managers along with acquisition. Talent

management is a very complex and critical task. Right Talent acquisition makes

organization strategy more strong. The current global economic situation has increased

overall job-seekers in employment market worldwide, but there is still notable talent

shortage in different sectors and different countries, this leads to increase the problem of

“Talent Mismatch”.As today’s corporate world requires a person with multitasking skill,

talent acquisition is becoming very difficult. As a result, finding the “right” person for a

particular job is becoming more challenging. Not only acquisition even retention of

talented workforce has become greatest challenge for organization. Today’s changing
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landscape of business requires its HR to act more strategically to build employee

engagement which is a great tool for talent management. Talent Management focuses

on how individuals enter; move up across or out of the organization. Talent

Management will succeed with the support of strong organization structure. As better

talent can change the future of business, Talent Management has to be given

predominant role in organization. If organization implements talent management

strategies effectively, that enhances employee’s engagement which in turn helps to

improve organization performance. Higher the employee engagement higher the

productivity in an organization. This present study aims to identify the relationship

between talent management and organization performance. This study is based on

empirical research evidence build by literature reviews carried out in this direction.

Researcher is intended to use different articles, research papers and literature in order to

identify the positive relationship between talent management and organization

performance. This empirical research paper will provide insights to HR managers to

build Talent management as a Strategic tool to build employee engagement and thereby

improving organization performance115.

2.3.2.2 Work Place Safety towards Achievement of Objectives of Business
Education in Colleges of Education in Nigeria

A study investigated the importance of a school environment that enhances the

safety of all stakeholders has been widely promoted. However, the security and safety

of Nigerian secondary schools have continued to call for attention. Consequently, this

study examined the relationship between school safety measures and teachers’ quality

of work-life in Lagos State Model Colleges. The study was guided by one research

question and two hypotheses. The research design was descriptive survey. The



86

population of the study was 2082 while the sample size comprised 208 teachers,

selected from seven out of the 15 Lagos State Model Colleges, using multi-stage

sampling technique. A researcher-constructed and validated instrument entitled “School

Safety Measures and Teachers’ Quality of Work Life Questionnaire (SSMTKWLQ)”

was used for data collection. The descriptive statistics such as mean was obtained and

the ranking was done to answer research questions. Inferential statistics such as Pearson

Product Moment Correlation statistical tool was used to test the hypotheses at 0.05 level

of significance. Findings showed that the safety equipment/facilities were moderately

adequate in Lagos State Model Colleges and that there was a significant relationship

between adequacy of safety equipment/facilities and teachers’ quality of work life, and

that the level of teachers’ safety awareness was significantly low and had significant

relationship with their quality of work life. It was recommended among others that

government should ensure adequate provision of safety equipment/facilities such as

safety camera, security personnel, and adequate monitoring of movement in and around

the school environment. In addition, there should be inculcation of safety culture among

staff and students in Model Colleges and finally, there should be constant safety training

and awareness programmes for teachers and students116.

In addition, a researcher commented that school safety is a critical factor for the job

commitment of secondary school teachers in Nigeria. The study examines the various

aspects of school safety and their impact on teachers' job satisfaction and commitment.

The study focuses on physical school safety, psychosocial school safety, school

transportation safety, background verification checks of staff, and the implementation of

a visitor management system. The paper highlights the importance of physical school



87

safety measures, including building design, emergency planning, security technology,

personnel, communication, maintenance, and student supervision. It emphasizes the

need for schools to create a supportive and inclusive environment that promotes positive

mental health and addresses social and emotional issues, thereby ensuring psychosocial

school safety. The study also discusses the significance of school transportation safety,

including vehicle design, driver training, and the implementation of laws and

regulations. Furthermore, the paper emphasizes the importance of conducting

background verification checks for staff to prevent incidents involving students. It

explores the role of a visitor management system in enhancing school safety by

controlling and monitoring visitor access. The study identifies overcrowding,

inadequate security measures, poverty, substance abuse, inadequate teacher training,

corruption, and political instability as key problems contributing to poor school safety in

Nigerian secondary schools. In conclusion, the study argues that ensuring school safety

is crucial for the job commitment of secondary school teachers in Nigeria. It

recommends implementing adequate security measures, addressing student behavior

management, providing teacher support and professional development opportunities,

and promoting a culture of safety in schools. By addressing these challenges, the

government can create a safer and more supportive working environment for teachers,

leading to improved outcomes for students and the education system as a whole117.

Moreover, a study examined that school safety is essential for children and

youth in schools to learn and experience a positive developmental trajectory. School

safety research featured herein intentionally draws upon multiple fields of study,

including, but not limited to education; special education; school, counseling, clinical



88

and community psychology; social work; juvenile justice; and sociology. The articles in

this special issue draw on many theoretical frameworks, considering developmental

theories, social-ecological and cognitive-ecological perspectives, information

processing, normative behavior theory, social-identity, social-transactional processes,

and social networking models99. This overview of the special issue synthesizes and

integrates findings from these articles across five areas: (a) conceptual foundations, (b)

centering race and ethnicity in school safety, (d) school resource officers’ training and

roles, (d) discipline and school climate, and (e) bullying and peer victimization. Many

of these articles leverage scholarship across topics such as providing beneficial school

wide systems of discipline, promoting positive school climates, addressing bullying,

fostering authoritative models in schools, facilitating culturally responsive schools, and

understanding mental health needs of students118.

A study was carried on the level of psychosocial safety climate (PSC) at fuel

stations in Accra and tests the paths via which PSC predicts health and safety of the

attendants. We surveyed 876 conveniently sampled attendants from four major Oil

Marketing Companies (OMCs). A questionnaire derived from three pre-existing ones

(PSC-12, Job Content Questionnaire and Short Form Health Survey) was used for data

collection. It yielded composite reliability between 0.91 and 0.95. Partial Least Squared-

Structural Equation Model was used for analysis. Results shows a high risk of (36.08)

PSC perception among the attendants. PSC directly, and indirectly, via the path of job

resources, predict health and safety of the attendants. Job demands have significant

direct influence on health and safety with its path being the strongest (r = -0.66) and

most significant (t = 39.48, p = 0.00) compared with PSC (r = 0.16) and job resources (r
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= -0.12). The health, safety and well-being of the fuel station attendants appears to be

preserved where management takes practical steps to raise PSC of the fuel stations and

supervisor provides increased support for the attendants. An increase in PSC is most

likely to cause increase in supervisor support to the attendants. In such stations, daily

productivity is more likely to increase due to well-being of the workers119.

A researcher investigates a study on workplace behavior which refers to

behaviour that organization requires or demands of employees at all times which will

encourage efficient running of the organization and subsequently lead to the attainment

of the goals. Drawing from empirical studies and review of theories, this study

examined the relationship between workplace behaviour and staff job performance in

private secondary schools in Ilorin West local government, Kwara state, Nigeria.

Specifically, the study assessed: (i) the relationship between punctuality and staff job

performance in private secondary schools in Ilorin West local government, Kwara

state, Nigeria; (ii) the relationship between teamwork and staff job performance in

private secondary schools in Ilorin West local government, Kwara state, Nigeria and (iii)

the relationship between discipline and staff job performance in private secondary

schools in Ilorin West local government, Kwara state, Nigeria. The study was a

descriptive research of correlation type, random sampling technique was used to select

50 private secondary schools in Ilorin West local government104. Random sampling

technique was used to select 10 staff per school. Purposive sampling technique was

used to select administrative officers (Proprietors, Principals, Vice-Principals and

Bursars). Questionnaire was used to collect data for the study, the instruments were

validated by the experts and also tested for reliability. The reliability coefficients
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realized for WPQ and SJPQ were 0.82 and 0.76, respectively. The main and operational

hypotheses were tested using Pearson product-moment correlation statistics respectively

at 0.05 level of significance. The results revealed that there was a significant

relationship between workplace behaviour and staff job performance (p˃0.05). The

study concluded that workplace behaviour plays a significant role in enhancing staff job

performance which would consequently facilitate the realization of educational goals of

secondary schools in Ilorin-West local government, Kwara state, Nigeria. Based on the

findings and conclusion, the study recommended that education stakeholders, including

state government, should intensify their efforts to ensure that staff maintain workplace

behaviour through strict implementation of staff code of conduct, the staff should be

sensitized on the importance and consequences of workplace behaviour and ensure that

appropriate sanctions are carried out on the defaulters120..

A study was carried out to determine the relationship between the physical

conditions of school buildings and organizational commitment according to the

perceptions of teachers in public primary schools121. The research population consists of

2450 teachers from 92 primary schools in the central district of Diyarbakır/Turkey in

the academic year of 2017-2018. The data collection instrument was applied to

randomly selected 534 teachers from 27 schools. “School Buildings Scale" developed

by Çağlayan and Yılmaz (2011) and “Organizational Commitment Scale" developed by

Meyer, Allen and Smith (1993), and adapted into Turkish by Dağlı, Elçiçek and Han

(2017) were used in this study. Some important findings of the study are listed below:

According to teachers' perceptions, the highest item that is associated with the school

buildings was found in the dimension of “General view (M=3,58; Quite adequate), the
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item with the lowest level was found in the dimension of “Fields reserved for students”

(M=2,44; insufficient). The mean of the whole scale was found as (M=2.99) “Partially

adequate”. It was determined that the highest mean of teachers' perceptions about

organizational commitment (M=3.50; Agree) was in “affective commitment” dimension

and the lowest mean (M=2,94; Undecided) in the dimension of “normative

commitment”. Teachers participated in the total mean of the organizational commitment

scale at the level of (M=3.19; Undecided). Generally, it was found that there was a

moderate and positive relationship between the school building scale and organizational

commitment scale (r=,561, p (r=,561, p < 001) This shows that, as the physical

conditions of the school buildings are improved, the organizational commitment of the

teachers is increased. The perimeter fences should contain barriers, alarm systems, and

lighting mostly at night. The environment of the school should be improved upon to

discourage truancy and absenteeism and provide a good drainage system, large

classrooms, and functional facilities/equipment. Damage roofs, windows, floors, and

nonfacilities be immediately put in order121.

A study examined the effect of occupational health and safety (OHS) practices on

public sector commitment with reference to Lagos State Health Service Commission107.

The objective was to investigate the relationship between health and safety practices

and public sector commitment and to examine if absence of health and safety policy

affects the performance of employees in Lagos State Health Service Commission

(LSHSC) among others. Consequently, data were sourced from both primary (that is,

primary data involved the use of questionnaire and informal interview methods) and

secondary methods (this also involved the use of the library including journal articles,
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workplace health and safety related texts and other publications including government

gazette, newspapers, monographs amongst others). A survey descriptive design was

employed to select one hundred copies of questionnaire. Data were subjected to simple

regression method using the Statistical Package for the Social Sciences (SPSS). The

findings revealed that there was significant effect of health and safety practices on

public sector commitment. Results obtained also showed that there was significant

effect of health and safety policy on commitment of employees. The study therefore

recommended that gogetting assessment goals and relative successes in areas of health,

safety practices, strategies and policies should be stressed while effectively managing

safety122.

Another reseacher aimed at investigating the direct effect of civil servant

teacher job satisfaction on their absenteeism. Quantitative approach with survey method

was employed. The sample involved was 198 civil servant teachers from public senior

high schools in Bekasi, West Java, Indonesia. The result signified that tcount < ttable (-

2.84<-1.97) leading to the acceptance of H0 and the rejection of H1. This explicitly

stated that civil servant job satisfaction has a negative direct effect on their absenteeism.

For job satisfaction predictors, positive attitude places the highest position followed by

comfort in work and certainty in work. While the highest predictors of absenteeism

from the highest to the lowest are: punctual task completion failure, absenteeism style,

and no explanation absence. The study is predicted to provide recommendation for

schools to promote teacher job satisfaction and suppress their absenteeism rate.

Providing comfort and creating positive working atmosphere for teachers either has

significant consequence to endeavor job satisfaction promotion and absenteeism rate
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decrease. Besides, leaders and school management board assertiveness in the

mechanism of decreasing absenteeism is unarguably decisive to create fairness in policy

and procedure obedience123.

In addition, a researcher investigated some guidelines needed to support research

and action on sustainable transitions towards more resilient and adaptable agro

ecosystems. Here I present an operational and simple framework with theoretical

underpinning to assess to what extent agro ecological transitions propend to greater

resilience and adaptability109. Ecosystems may transition between alternative states

defined by their structural and functional characteristics. Agro ecological transitions are

a special type of human-mediated transitions in which the various components of the

agro ecosystem and their interactions are reconfigured through a process of design. The

concept of the complex adaptive cycle of social-ecological systems is used to propose a

set of 10 criteria to monitor resilience and adaptability in agro ecological transitions

using a system of scores. They comprise: self-regulation, connectivity, redundancy,

response diversity, space and time heterogeneity, building of natural capital, social self-

organization, reflective learning and human capital, autonomy and local

interdependency, and capitalising on local knowledge109. The framework is illustrated

with an example from Brazil, where national and local level socio-political drivers have

supported a 30-year process of agroecological transition. Implications for policy

monitoring, research for development and political discourses are discussed124.

Another researcher investigated utilization of global workplace adaptations for

enhanced academic staff productivity in Rivers State Universities. Four objectives, four

research questions and three hypotheses guided the study. The descriptive survey design
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was adopted for the study with a population of 186 academic staff from the Faculties of

Education in Rivers State University and Ignatius Ajuru University of Education. The

entirety of the population was used as sample which infers census sampling technique.

An instrument titled, "Adaptive Workplace Questionnaire" was used to elicit responses.

It was validated by experts and had reliability coefficients of 0.85, 0.80, 0.90, and 0.95

respectively using Cronbach Alpha statistics. The research questions were answered

using percentage, mean and standard deviation while the hypotheses were tested using

z-test. Findings amongst others unraveled that most lecturers suffer from stress related

ill health such as gastric ulcers, migraine headaches, heart palpitations, hypertension,

diabetes, back and waist pains, hypoglycemia, hepatitis, cancer etcetera as a result of

work overload emanating from several academic programmes. The researchers

recommended that lecturers should adopt flextime and flex place in enhancing their

productivity and have some leisure time with their families outside the home in green

parks, game reserves and gymnasiums125.

A researcher investigated an extensive review of the safety culture literature how

to identify three key themes (a) role of new employees, (b) absence of a pro-active

approach, and (c) need for a ‘No-blame’ culture, and explores their impact on the

occupational health and safety culture (OHS). We use a qualitative study with

a constructivist phenomenological approach consisting of 55 in-depth interviews with a

diverse range of participants, including business owners, line managers and supervisors,

OHS advisors, workers, and union representatives in Western Australia. A workplace

vignette was used to elicit cultural norms derived from the participants’ attitudes and

beliefs, which were analyzed using NVivo software to conduct a thematic analysis to
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classify the interview text into specific concepts and phrases. Findings confirm the three

themes identified from our literature review and provide useful insights into the

challenges faced by the participants in the implementation of safety policies. Besides

extending the occupational health and safety literature, these findings have important

managerial implications in view of the evolving nature of work and workplaces126.

In addition, a related study reviewed occupational safety and health (OSH)

management has expanded inside companies, and research is now indicating that it

yields benefits for both workers’ safety and health and for business performance.

However, in daily operations, OSH management tends to end up in a ‘sidecar’ to

operations management (OM). We argue that the division between the two fields can be

explained by conflicts between the dominant logics of risk for OSH management and

efficiency for OM. These conflicts are translated into differences in goals, rationales

behind practices, and the organisation of the OSH and operations tasks, respectively.

We argue that the future of safety science requires research in the relations between the

two fields to increase the impact of the OSH field. By investigating competitive and

cooperative constellations of the two logics, we identified potentials for additive

constellations amplifying both productive and safety capabilities in companies, and

potentials for facilitative cooperation where a new overarching institutional logic of

responsible and sustainable business can create a need for synergy between the two

logics. Furthermore, a broader understanding of the need for worker well-being and

commitment for both OSH and OM opens the possibility for a closer integration of the

two fields127.

https://www.sciencedirect.com/topics/medicine-and-dentistry/health-care-management
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Moreover, a researcher focuses on assessing occupational risk for the health

hazards encountered during maintenance works (MW) in semiconductor fabrication

(FAB) facilities. The objectives of this study include: 1) identifying the primary health

hazards during MW in semiconductor FAB facilities; 2) reviewing the methods used in

evaluating the likelihood and severity of health hazards through occupational health risk

assessment (OHRA); and 3) suggesting variables for the categorization of likelihood of

exposures to health hazards and the severity of health effects associated with MW in

FAB facilities. A literature review was undertaken on OHRA methodology and health

hazards resulting from MW in FAB facilities. Based on this review, approaches for

categorizing the exposure to health hazards and the severity of health effects related to

MW were recommended. Maintenance workers in FAB facilities face exposure to

hazards such as debris, machinery entanglement, and airborne particles laden with

various chemical components. The level of engineering and administrative control

measures is suggested to assess the likelihood of simultaneous chemical and dust

exposure. Qualitative key factors for mixed exposure estimation during MW include the

presence of safe operational protocols, the use of air-jet machines, the presence and

effectiveness of local exhaust ventilation system, chamber post-purge and cooling, and

proper respirator use. Using the risk (R) and hazard (H) codes of the Globally

Harmonized System alongside carcinogenic, mutagenic, or reprotoxic classifications

aid in categorizing health effect severity for OHRA. Further research is needed to apply

our proposed variables in OHRA for MW in FAB facilities and subsequently validate

the findings128.
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A closely similar study was undertaken to assess replacement drivers represent a

significant portion of platform labor in the Republic of Korea, often facing night shifts

and the demands of emotional labor. Research on replacement drivers is limited due to

their widespread nature. This study examined the levels of presenteeism and

absenteeism among replacement drivers in comparison to those of paid male workers in

the Republic of Korea. This study collected data for replacement drivers and used data

from the 6th Korean Working Conditions Survey for paid male workers over the age of

20 years129. Propensity score matching was performed to balance the differences

between paid workers and replacement drivers. Multivariable logistic regression was

used to estimate the adjusted odds ratio (OR) and 95% confidence intervals for

presenteeism and absenteeism by replacement drivers. Stratified analysis was conducted

for age groups, educational levels, income levels, and working hours. The analysis was

adjusted for variables including age, education, income, working hours, working days

per week, and working duration. Among the 1,417 participants, the prevalence of

presenteeism and absenteeism among replacement drivers was 53.6% (n = 210) and

51.3% (n = 201), respectively. The association of presenteeism and absenteeism

(adjusted OR [95% CI] = 8.42 [6.36−11.16] and 20.80 [95% CI = 14.60−29.62],

respectively) with replacement drivers being significant, with a prominent association

among the young age group, high educational, and medium income levels. The results

demonstrated that replacement drivers were more significantly associated with

presenteeism and absenteeism than paid workers. Further studies are necessary to

establish a strategy to decrease the risk factors among replacement drivers130.

https://www.sciencedirect.com/topics/social-sciences/south-korea
https://www.sciencedirect.com/topics/medicine-and-dentistry/propensity-score-matching
https://www.sciencedirect.com/topics/medicine-and-dentistry/logistic-regression-analysis
https://www.sciencedirect.com/topics/agricultural-and-biological-sciences/risk-factor
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In the same vein, a researcher examined a study on theoretical contribution

towards a better understanding of the nature and impact of weak signals within the

occupational safety and Health (OSH) domain, and to provide potential directions,

regarding the introduction of weak signals management within established occupational

health and safety management systems (OHSMS), based on a proactive approach. For

the purpose of this study, a Delphi method with two iterations was utilized,

supplemented by an experts’ focus group discussion, aiming to explore experts’ opinion

regarding the potential impact of weak signals management in OSH. The findings of

this research reveal the existence of weak signals prior occupational accidents and other

unwanted incidents at workplace, as well as the importance of its on-time management.

The outcomes, enhance the development of a clearer definition of weak signals in

the OSH domain, the development of a comprehensive weak signals management

framework and concurrently, and provide directions for the introduction of weak signals

management into existing traditional OHSMS131.

2.3.2.3 Training and Development Programme towards Achievement of
Objectives of Business Education in Colleges of Education in Nigeria

Training and Development is a vital part of human resource management

practices. It is assuming an ever important role in the wake of advancement of

technology which has resulted in an ever increasing competition, rise in customer’s

expectation of quality and service and a subsequent need to lower costs. It has also

become more important globally as a way of preparing workers for new jobs. In this

chapter, we will focus more on the emerging need for learning and development, its

implications upon individuals and the employers. Notable management author said

that the fastest growing industry would be training and development as a result of

https://www.sciencedirect.com/topics/social-sciences/occupational-health
https://www.sciencedirect.com/topics/computer-science/occupational-accident
https://www.sciencedirect.com/topics/medicine-and-dentistry/occupational-health
https://www.sciencedirect.com/topics/computer-science/system-management
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replacement of industrial workers with knowledge workers. In Japan for example,

with increasing number of women joining traditionally male jobs, learning/training is

required not only to impart necessary job skills but also for preparing them for the

physically demanding jobs. They are trained in everything from sexual harassment

policies to the necessary job skills. There is a distinction between Learning/Training

and development. It is observed that people conceptualize them to be the same132.

Training is more of a learning activity to acquire better skills and knowledge

needed to perform a task. The idea of training is the need for a greater productivity

and safety in the operation of specific equipment or the need for an effective sales

force, to mention a few. To come up with the desired knowledge, skills and abilities

from employees to perform well at their job side, requires proper training programs

that may likewise have an impact on employee motivation and commitment.

Employees can either build or break their company's reputation as well as

profitability. Moreover, they oversee most of the activities which can influence

customer fulfillment, the nature of the product and event133.

A study noted that the future of work is being redesigned by the world’s largest

telework experiment as a consequence of the global pandemic. The research objective

was to analyse and debate actual organizational needs in terms of telework and its

implications for organizational performance, behaviour, and culture within the cont ext

of digital technology. This article challenges the results of previous research on factors

related to telework and its outcomes, contributing to the literature through an advanced

analysis of employees’ perceptions, for the Business Services industry. Quantitative

research is conducted based on a questionnaire. The research hypotheses were tested
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through Kruskal–Wallis test, Spearman’s correlations, and linear regression,

complemented by robustness tests. Findings indicate that the business professionals

with pre-pandemic telework experience assigned a higher importance to all

organisational dimensions, as compared with the employees having pandemic telework

experience, only. The results also show significant relationships between telework and

the organisational dimensions, with positive impact for factors contributing to achieving

goals while teleworking. The results are mixed in the case of negative factors affecting

telework, with a positive impact on organisational performance, and a negative impact

on organisational behaviour. Significant changes were found when the digital

technology dimension was considered132.

An identical study was implementing to investigate training and the use of a

common improvement method has been promoted as important mechanisms to facilitate

continuous improvement. As a result, organizations invested heavily in purchasing

standard, off-the-shelf improvement methods and massive training of employees in

these types of methods and the associated tools and techniques133. In practice, however,

many improvement programmes are not as successful as initially expected. The

question is whether training of all employees in the common improvement method leads

to more employee involvement and participation and hence higher levels of continuous

improvement? Based on a sample of 208 respondents from different organizations, this

study shows that training for continuous improvement and the use of a common

improvement method are indeed positively related to employee involvement, but it also

shows that there is a negative interaction effect between training and the use of a

common improvement method such that the higher (the adherence to) the use of a
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common improvement method the more reduced the positive effect of training on

employee involvement is. This study also shows that employee involvement partly

mediates the impact of training on continuous improvement. However, the higher the

adherence to a common improvement method, the lower the indirect effect of training

via employee involvement on continuous improvement is. Training should therefore not

only be given about the common improvement method, but especially broad in the field

of continuous improvement134.

An author reviewed a systematic literature on the impact of employee training

and development on organizational efficiency and effectiveness. The review identifies

and analyzes a wide range of studies conducted in various contexts, industries, and

organizational settings. The paper discusses the theoretical foundations that underpin

the relationship between employee training and development, and organizational

efficiency and effectiveness. It examines the different dimensions of training and

development, including training methods, training content, and training delivery. The

paper also highlights the key factors that influence the effectiveness of training and

development, such as the role of management support, employee motivation, and

training evaluation. Overall, the review findings suggest that employee training and

development can have a significant impact on organizational efficiency and

effectiveness, and that organizations should invest in these activities to improve their

performance and competitive advantage. The paper concludes by discussing the

implications of the review findings for research and practice, and highlighting the key

areas for future research135.
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Similarly, a research work was to examined on how can we increase the level of

innovation in Small and Medium-sized Enterprises (SMEs)? Can improving internal

organizational culture through Human Resource Management (HRM) methods boost

the innovativeness of SMEs? These are some of the questions that currently preoccupy

us. The aim of this paper is to measure the effect of three HRM strategies such as,

training and development (T&D), internal communication and information sharing

(C&I), and job design (JD) on SMEs innovation. To realize this study, a quantitative

approach was employed, utilizing self-administered questionnaires. The data collected

from 153 manufacturing SMEs that operate in Kosovo underwent hierarchical linear

regression analysis to test, examine, and refine the relationship between T&D, C&I, JD,

and SME innovation. The findings reveal a clear and direct relationship between each of

these three practices and innovation in SMEs. The findings highlight the significance of

fostering creative employees through specific HRM strategies. This study makes a

substantial contribution to the current knowledge by providing insights into the intricate

relationship between T&D, C&I, and JD (considered from both bundle and single

perspectives) and innovation within SMSs136.

A similar study was carried out to investigate the Egyptian economy which has

been facing challenges due to the COVID-19 pandemic and global conflicts. This study,

conducted from a macroeconomic perspective, has highlighted the importance of

mandating audits for Egyptian SMEs, which primarily operate in the informal economy.

This study draws on the 2013 COSO Framework, a widely accepted standard for

internal control, to define IC and its features. The research utilized a comprehensive

mixed methodology, combining qualitative and quantitative research methods and
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relevant theory to examine the impact of mandatory audits on the Internal Control

Quality (ICQ) of Small and Medium-sized Enterprises (SMEs). Data was gathered

through questionnaires and NILEX financial reports spanning from 2010 to 2023.

Questionnaires resulted in 803 responses from auditors, owners, and managers of SMEs,

as well as 217 academics/economists in Egypt. The study employed various analyses,

such as ANOVA, Scheffe’s post hoc test, Wilcoxon signed rank test, and Cohen’s d, to

assess the effect of mandatory audits on SMEs’ ICQ and identify any discrepancies,

ensuring the thoroughness and reliability of the conclusions. The research indicates

statistically significant differences in perceptions among SME management, auditors,

and academics/economists. This study plays a crucial role in supporting the Egyptian

national economy by creating a standardized and concise scale for measuring ICQ

among SMEs, which aligns with their unique attributes and features. This customized

scale facilitates comparisons among SMEs and opens doors for further scholarly

investigations, instilling a sense of optimism for the future of the Egyptian SME sector.

The findings of this study are significant. They reveal an apparent enhancement in

internal control quality following the implementation of mandatory audits for Egyptian

SMEs. This evidence was derived from an analysis of ICQ before and after the

mandatory audit requirement among a substantial sample of 56 SMEs in Egypt,

covering the period from 2010 to 2023137.

A related study was undertaken to explore a topic on State-Owned Enterprises

(BUMNs) in Indonesia which are faced with challenges due to the weak prevention of

fraudulent financial statements. The prevention of fraudulent financial statements has

long been a subject of discussion. Therefore, this study aimed to investigate the
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relationship between internal auditor competence, internal control, and internal audit

quality in efforts to prevent fraudulent financial statements. Respondents in this

research were 475 people from 33 BUMN in Indonesia. Data were then collected

through online surveys using Google Forms and direct visits to several BUMNs, and

subsequently analyzed using SEM-PLS. The results showed that internal auditor

competence had an impact on internal audit quality and the prevention of fraudulent

financial statements. Internal control influenced both internal audit quality and the

prevention of fraudulent financial statements. Moreover, internal audit quality affected

the prevention of fraudulent financial statements, while mediating the effects of internal

control on preventing fraudulent financial statements. This research provides a practical

contribution, which can contribute to BUMN in Indonesia in improving the prevention

of fraudulent financial statements. Furthermore, it contributes to increasing the

confidence of investors and other stakeholders in investing in BUMN in Indonesia138.

A related study narrated that a series of trends shaping the current workplace has

changed the nature of human capital development practice to be more employee-driven.

However, existing development research does not fully account for this shift and the

anticipated benefits of employee-driven development. In this review we reflect on the

current state of the employee development literature and propose a new, broader

conceptualization of employee development characterized by a partnership between the

employer and employee. In doing so, we offer three recommendations for how research

needs to evolve to align employee development scholarship with current practices: (1)

incorporate proactivity in the definition of employee development, (2) update the

context for learning, and, (3) think differently about how human capital is valued. We



105

suggest ways in which theory can be extended for increasing our understanding of

several commonly used employee-driven development methods. Finally, we provide

future research questions and practical suggestions based on our new conceptualization

of employee development139.

A similar author pointed out that human resources (HR) is an important aspect

in supporting the sustainability of business activities in the company. A company can

increase work productivity if there is good cooperation and a reciprocal relationship

between the company's management and its employees. One way is to conduct training

and development programs for employees. The achievement of an organization's goals

depends on the performance of its employees. If a company wants the advantage of

competing through human resources (HR), then it must contain the concept of training

and development of human resources on an ongoing basis. Based on several journals

and research studied, it can be concluded that training and development conducted by

organizations or companies have a positive influence on improving employee

performance140.

In addition, a related study narrated that the purpose of this research was to

examine the impact of training on employee performance as predicted by a training

needs assessment, the availability of resources for training, and employee perceptions

towards training. The result indicates that training needs assessment and training

resource availability have a significant effect on employee performance. However,

employees’ perception of training is not the major determinant of employee levels of

performance. The HRM department of the Tigray Regional Education Bureau (TREB)

should train employees to make training programs effective that will improve employee
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performance. The availability of training resources and their management should be

improved141.

A study revealed that Emirati teachers, particularly those teaching in early years

classrooms, encounter significant obstacles with 21st century pedagogy in support of

the United Arab Emirates' (UAE) goal of moving towards a more knowledge-based

economy. As improving students' problem solving-skills development takes precedence,

policy makers' need to understand how best to support teachers becomes a priority.

Through survey responses and interviews, this exploratory study aims to better

understand Emirati teachers’ pedagogical content knowledge, teacher self-efficacy

beliefs, and to gain insight on how to best support teachers in acquiring the kind of

child-centered instructional practices needed to foster problem-solving skills

development in their students. Results showed low teacher self-efficacy and teachers

lack of proper exposure to pre-service training as well as professional training on

problem-solving skills development pedagogy. Participants indicated their willingness

to learn about how to best foster problem-solving abilities of their students to support

the aspirations of the UAE education reform policy. A focused social cognitive-oriented

professional development model for instruction grounded in the educationally relevant

research from the cognitive sciences is recommended142.

In addition, a study revealed that an employee is a blood stream of any business.

The accomplishment or disaster of the firm depends on its employee performance.

Hence, top management realized the importance of investing in training and

development for the sake of improving employee performance. This conceptual paper

aimed at studying the effect of training on employee performance and to provide
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suggestion as to how firm can improve its employee performance through effective

training programs. The research approach adopted for the study conforms to qualitative

research, as it reviews the literature and multiple case studies on the importance of

training in enhancing the performance of the workforce. Further the paper goes on to

analyse and understand the theoretical framework and models related to employee

development through training and development programs, and its effect on employee

performance and on the basis of the review of the current evidence of such a

relationship, offers suggestions for the top management in form of a checklist,

appropriate for all businesses, to assess the employee performance and to find out the

true cause(s) of the performance problem so the problem could be solved in time

through desired training program. The study in hand faces the limitations as there are no

adequate indications to correlate directly the relationship between training and

employee performance. Hence, there is a need for conducting an empirical research in

future to test the proposition discussed in the study. The study in hand provides brief

overview of the literature about training effectiveness and how it contributes in

enhancing the employee performance and ultimately concludes along with

recommendation to give directions for future research by applying different level of

analysis on exploring the impact of training practices on employee performance143.

Compensation and Employee Benefit towards Achievement of Objectives
of Business Education in Colleges of Education in Nigeria

In a study by a researcher, remuneration was found to be the most important

factor contributing to employee satisfaction and turnover intention144. In the actual fact,

remuneration has proved to be a very important and valuable tool and it acts as a major

motivation for employees who want to stay and committed to the organization in turn
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enhancing the attraction as well as the retention. That particular survey aimed at

describing the different job characteristics and how they were ranked by the employees.

The results, not so surprisingly, showed that the number one factor for employee

satisfaction was found to be compensation (which is money). It also tends to motivate

an employee who is committed to the organization and enhances either attraction or

retention. When given to an employee for his services, it shows the employee that they

are important in the organization and that their existence matters144.

Moreover, there is a study on the effect of remuneration, job satisfaction and

organizational citizenship behavior on the employees’ performance145. The study aims

was to analyze the effect of remuneration, job satisfaction and organizational citizenship

behavior on employees’ performance; to analyze the job satisfaction as a mediating

variable of the effect of remuneration on employees’ performance; and to analyze

organizational citizenship behavior’s role in mediating the effect of remuneration and

job satisfaction on employees’ performance146. Data was collected using saturated

sampling method. The study’s findings showed that remuneration and satisfaction

positively and significantly has effects on satisfaction and OCB respectively, but

remuneration does not significantly has effect OCB. The results of this study indicate

that the concept of the higher the remuneration received by employees, the higher their

performance will be, only occurs in normal conditions. If there are obstacles in the work

implementation process, then this concept does not apply147.

Additionally, another study on the effect of remuneration on employee job

satisfaction in Nigeria Oil firms recommended that employees’ wages should be

reviewed upward on annual basis. However, the study was undertaken in Oil companies
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and therefore the findings may not portray the effect of remuneration on employees’ job

satisfaction in public service, hence, a study on factors affecting employees’ job

satisfaction in Kenya public institutions was carried out. The study employed a

descriptive design and sample population was obtained from public institutions.

However, the study failed to show how employees’ remuneration affected employee job

satisfaction in terms of financial and non-financial compensation and wage increase to

this effect, another study was carried out on factors affecting employee job satisfaction

in USA government organizations, the study findings indicated that employees’

remuneration and rewards were the major factors affecting employees’ job. However,

the study was undertaken in different organizations in a developed country and thus the

findings may not be applied to examine the effect of remuneration on job satisfaction in

Public Service in developing countries. On the other hand, another study on effects of

employees’ remuneration on employees’ job satisfaction in UK firms and found out that

remuneration was not the only factor that affected employee job satisfaction since other

factors like working conditions affected job satisfaction. The study however also failed

to examine the effect of remuneration on job satisfaction within the local context and

hence the findings are short in explaining the effect of remuneration on employee job

satisfaction in local organizations like Public Service in developing countries148.

On the contrary, a study conducted to establish that employee remuneration was

major factor leading to low level of employees’ job satisfaction in many public

organizations in Kenya129. Similarly, findings from another study on employees’

remuneration in Ghana identified that remuneration is an important factor contributing

to employees’ job satisfaction for retention and for turnover since it acts as a major
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motivating factors for employees who want to stay committed to the organization.

When an employee is paid well for the services offered to the employer, it shows the

employee that their existence in the organization matters 149. Employees are more

satisfied when they feel they are being paid fairly for the work they do. The importance

of money in employees’ job satisfaction should not be underestimated since everybody

needs money and all employees work so that they can earn money. The main purpose

behind all of this is nothing but money. So, compensation plays an important role in the

job satisfaction of the employees. For them, the service quality, organizational

performance and job satisfaction can all be increased if the employees are given good

salaries, which are a great motivator 149. .

Money remains the most significant motivational strategy of employees’ job

satisfaction and job retention; it was also described as the most important factor in

motivating the industrial workers to achieve greater productivity, little wonder when the

establishment of incentive wage systems as a mean of stimulating workers for higher

performance, commitment, and success was advocated for150. The motivational power

of money through the process of job choice was demonstrated and it was further

explained that money has the power to attract, retain, and motivate individuals towards

higher performance. This was confirmed when the earliest strategy of using wage

increases to link job satisfaction, motivation and organizational commitment. Since this

covers only an aspect of personnel management, a holistic approach emerged which was

targeted at the development of a certain quality of employment life that covers fair

wages, benefits, other employment conditions and career development to support the

facilitation of motivation and job satisfaction directed towards organizational
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commitment 151. By and large, compensation (money) is a very valuable tool for

employees’ retention and turnover in an organization. It also works as communicator

when it is given to employee against his or her services which shows how much an

employee is valuable in the organization . Probably the most influential factor in job

satisfaction is the remuneration one gets for his/her services in the organization, a

reasonable pay, which will compensate for many hitches, for example work overload,

overtime or even a stressful job. Achievement of objective of business education is

directly related to remuneration packages and dissatisfaction mostly comes up when a

worker feels that he or she is not being appropriately compensated for the work he/she

is doing for the organization151.

A researcher examined compensation as one of the core functions of human

resources management that every employee gains in exchange of his services provided

in the organization. It is defined as monetary and non-monetary cash paid by

organization to its staff for organizational tasks performed . A study conducted revealed

that compensation is positively associated with employees’ retention, commitment and

better performance. The study agreed that eighty percent employees accept willingly

extra responsibilities due to high and fair compensation and about eighty-seven percent

of employees approved compensation highly influenced their achievement of objective

of business education positively152.

Salary is the amount of pay that constitutes the rate of the job in the organization. It also

serves the benchmarks against which bonuses and benefits are calculated. It may vary

according to the grade of the job or the level of the skills required to the job. In addition

to this, level of salary may be agreed upon through collective bargaining as well. It was
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identified that basic salary as a hygiene factor that could cause employee dissatisfaction

if workers needs are not recognized. It was further revealed that salary which workers

receive for satisfying their economic and societal needs, were the key elements that

significantly influence job satisfaction. Other key elements that synonymously relate to

compensation and which also significantly influence employees’ job satisfaction and

retention are rewards, incentives, bonuses and allowances. Further still, a recent

research conducted revealed that organizations should distinguish via pay structure in

order to motivate and keep skillful workforce for a long-term in the organization

because of such reasons, businesses ought to have high competitive market-related

salary and benefits to retain quality employees and stay committed in the enterprise153.

Promotion is a Shifting of employee for a job of higher significance and higher

compensation. It could also be described as the movement of an employee upward in the

hierarchy of the organization, typically that leads to enhancement of responsibility and

rank and an improved compensation package.

A researcher gave their opinion that lecturer satisfaction and retention are

strongly correlated with promotion opportunities, which means that there is a direct and

positive association between promotional opportunities and their job satisfaction. The

reliance of the positive correlation between promotion and job satisfaction is on

perceived justice by workers. A significant facet of career of an employee is promotion

that affects other aspects of experience of work. They make up of a vital facet of

mobility of labor related to workers, most frequently having considerable increment of

wages. Pay satisfaction and satisfaction related to achievement of objective of business

education are most significant categories of job satisfaction for ascertaining give-ups
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regarding future, whereas satisfaction with regard to promotion opportunities is not a

major factor. Dissatisfaction in regard to opportunities for training and promotion is

strongly influenced by the purposes for give-up as compared to dissatisfaction regarding

workload or pay by employing data of cross-sectional nature. Few numbers of managers

makes estimation about the impact of promotions on satisfaction of workers, by

concentrating on satisfaction regarding promotion. Managers who have been promoted

feel more satisfaction with opportunities regarding promotion and have more

expectations for future promotion154.

Promotions are also an important aspect of a worker’s career and life, affecting

other facets of the work experience. They constitute an important aspect of workers’

labor mobility, most often carrying substantial wage increases and can have a

significant impact on other job characteristics such as responsibilities and subsequent

job attachment155. Firms can use promotions as a reward for highly productive workers,

creating an incentive for workers to exert greater effort. Promotions will only be an

effective mechanism for eliciting greater effort if workers place significant value on the

promotion itself. Otherwise, firms would simply use pay increases to reward effort and

productivity. Given all of the dimensions in which promotions can affect workers’

careers and compensation, relatively little attention has been paid to the importance of

promotions as a determinant of job satisfaction and retention in an organization 155.

Moreover, a study reported that promotion expectations also affect job

satisfaction in the sense that workers who believe a promotion is possible in the next

two years are more likely to be highly committed. Furthermore, it was revealed, from
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various studies conducted, that past promotions continue to have an impact on job

satisfaction and retention of employees, however, the effect fades over time. Finally, it

does not appear that expectations can explain the gender premium in job commitment

(women report higher job commitment, ceteris paribus). Promotion receipt had the same

effect on job satisfaction for workers who believed a promotion was possible in the next

two years as for those who did not believe a promotion was possible. These results are

robust under various cuts of the data and when dynamic panel estimation is used to

control for the potential endogeneity of the promotion and promotion expectations

variables156.

Lack of an employee growth in an organizations leads to career plateau resulting

to rise in turnover intention because such employees want to advance their career

elsewhere in the environment157. The aim of promotional procedures of an organization

should enable employers to get the best available talent in an organization to occupy

positions in the organization. This provides employees with a chance to progress within

the organization hence more motivated reducing turnover intentions 158.

Moreover, a study postulated that promotion opportunities in an organization

stimulate personal development among employees leading to enhancement of interest in

the job. On the other hand, when such employees stagnate in their current positions,

their motivation to stay in such positions usually nosedive and would most certainly not

remain in such unfulfilling positions. This is because as postulated in those studies,

promotion usually comes with increased remuneration, higher status, boosted self-

esteem leading to more authority, responsibility, independence as well as higher job

commitment159. It was also revealed that workers value the promotion itself, above and
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beyond the wage increase that normally accompanies a promotion. It was also argued

further that promotion of employees provides incentives to initiate enterprises and

ambition as well as minimizing discontent and industrial unrest, leads to attraction of

capable individuals, necessitates logical training for advancement which results to an

effective reward loyalty, cooperation and long service in one’s career159.

A researcher examined the application of reward as determinant of teacher’s job

commitment in public secondary schools in Delta State, Nigeria. Three research

questions and three hypotheses were formulated for the study. Correlational design was

adopted for the study. The population of the study was the 453 public secondary schools

in Delta State. The population of the study was the 453 public secondary school

principals in the State out of which 212 principles were sampled as sample respondents

through a stratified random sampling technique. The instrument used for the study was

“Application of reward Questionnaire” (ARQ) and “Teachers Job Commitment

Questionnaire” (TJCQ). The first instrument had 15 questionnaire items while the

second instrument had 10 questionnaire items87. The instrument was validated by two

experts in the Department of Educational Management, Faculty of Education,

University of Port Harcourt. The reliability index was determined using Cronbach

Alpha statistic with an index of 0.64, 0.72 and 0.71 respectively. The research questions

and hypotheses were answered and tested using Pearson Product Moment Correlation

Co-efficient. The findings of the study revealed that there is a significant relationship

between application of reward and teachers job commitment. It was recommended that

principals and other educational administrators should make provision for reward

packages that can boost commitment on the job for teachers160.
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Another researcher investigated the reward and recognition policies and its

influence on the performance among employees of different categories in Pakistan.

Based on previous studies and literature reviews organizations facilitate their

employees with different reward and recognition systems to encourage employees’

motivation level and performance161. The main objective is to identify which rewards

are the most influence on employee performance. The methodology of this research

paper is based on a quantitative study. More than 200 employees from various sectors

participated in the research by filling out the questionnaire. The questionnaire in this

research used the WEIMS scale and another performance scale. It is evident that there

is a positive relationship between reward and recognition and employees’ motivation

and job performance. Hence if organizations work on their reward and recognition

policies then there would be a corresponding change in work motivation, performance,

and employee engagement161.

In addition, a study investigated reward system and employee performance in

three selected companies such as Nestle Plc, Mumudia Integrated services and

Bucebal ventures limited in Port Harcourt, Rivers State. The study also shows how

employees improve its performances in a reward system142. Questionnaire was used as

instrument and 60 questionnaires were issued and while 50 questionnaires were

retrieved to check the respondent’s opinion. The reward system is more important in

any nature of business, company, institutions, and schools, very beneficial for the

employee’s job performance. It is natural process that human performance is based on

motivation and motivation can be concerned in reward on this increased with rewards.

A regression analysis was done using the Pearson product correlation to determine the
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relationship between reward system and employee performance. This study proves

reward system and performance of employee has a positive impact in any companies

system. From the study it was observed that there is positive benefit on rewards

system which leads to employee’s performances. Organizational reward system

implement in a work place are result motivating employees for effective work

performance. Rewards should be given to employees such as car loan, increase in

salaries and promotion as a result of increase in job performance162.

A researcher analyzed an effect remuneration and achievement motivation on

lecturer performance in the Management Department, Faculty of Economics and

Business, Universitas Pattimura, Ambon City. The type of approach that the researcher

uses is a quantitative descriptive analysis approach with explanatory research143. The

population in this study are lecturers who active in the Management Department, Faculty

of Economics and Business, Universitas Pattimura, Ambon City, amounting to 37 people.

Determination of the number of samples used by the author in this study is based on the

Slovin method as a measuring tool to calculate sample size because the number of known

population is more than 37 respondents, so the author only takes a sample with the

number of employees, which is 33 lecturers in the Management Department, Faculty of

Economics and Business, Universitas Pattimura, Ambon City. The test in this study uses

multiple linear regression analysis. The results of the study show that remuneration has a

positive and significant effect on lecturer performance in the Management Department,

Faculty of Economics and Business, Universitas Pattimura, Ambon City. Achievement

motivation has a positive and significant effect on lecturer performance in the
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Management Department, Faculty of Economics and Business, Universitas Pattimura,

Ambon City163.

Moreover, a researcher examines the effect of leadership style, work incentives

and work motivation on employee performance at the Banyuwangi Regency Revenue

Agency. The population in this study was employees of the Banyuwangi Regency

Regional Revenue Agency, which totaled 101 employees. The sampling method used

is a saturated sampling technique or census. The measuring instrument in the form of

a questionnaire was used to conduct this research. Validity test and reliability test are

used to test whether the measuring instrument is feasible to use or not. The data

analysis method in this study uses PLS (Partial Least Square) using the Smart PLS

application program. The results of the statistical test of this study state that leadership

style has a significant effect on employee performance. Work incentives have a

significant effect on employee performance. Work motivation has a significant effect

on employee performance. Employee performance is something that needs to get the

attention of an organization in order to achieve the goals that have been proclaimed164.

Similarly, a paper examined the Policy Framework for skill Tacquisition and

entrepreneurship training programmes in The Gambia. This was with a view to

analysing policy documents within the National Entrepreneurship Policy environment.

These include the National Entrepreneurship Policy and Strategy (2017- 2021); the

Gambia Technical and Vocational Education and Training (TVET) (Roadmap 2020-

2024); the Gambia TVET Policy (2021-2030); National Youth Policy (2019-2028);

National Micro, Small and Medium Enterprises (MSMEs) Policy (2019-2024); and the

National Development Plan (2018-2021). Attempt was made to evaluate the various
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policy objectives and implementation strategies; the relationship between the stated

national entrepreneurship and MSME goals and the actual impact on the target group

(the youth). The results showed that there has been consistent weak performance in all

entrepreneurship development indicators, and which have contributed to youth

unemployment that has since remained at all-time high165.

A researcher examined work motivation is a set of energetic forces that

originate both within as well as beyond an individual's being, to initiate work-related

behavior, and to determine its form, direction, intensity, and duration. Emmons states,

“Behavior is a discrepancy-reduction process, whereby individuals act to minimize the

discrepancy between their present condition and a desired standard or goal. If we look

at this from the standpoint of how leaders can motivate their followers to enhance their

performance, participation in any organization involves exercising choice; a person

chooses among alternatives, responding to the motivation to perform or ignore what is

offered. This suggests that a follower’s consideration of personal interests and the

desire to expand knowledge and skill has significant motivational impact, requiring the

leader to consider motivating strategies to enhance performance. It has been

commonly assumed that the business education sector organizations are more likely to

employ business education lecturers whose values and needs are consistent with the

mission of the sector166.

A researcher explained that the composition of the workforce has been expected to

reflect the nature of the work in the business education department by attracting

employees who desire greater opportunities to fulfill higher-order needs and altruistic

motives by performing sector. It is these individual characteristics that are often touted
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as the key to motivating behaviour because “understanding the values and reward

preferences of lecturers is essential in structuring academic environments and incentive

systems to satisfy those preferences. It is believed that the importance business

education lecturers place on the opportunities thought to be more readily available in the

sector, such as performing altruistic acts or receiving intrinsic rewards, compensates for

the low levels of extrinsic rewards associated with the academic sector and explains

why no differences have been found between public and private employee work

motivation167.

2.4 Conceptual Framework

2.4 Conceptual Model
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H02

2.5 Summary of Literature Review

This study has provided some evidence influence of Information Communication

Technologies Factors, Human Resource Management on Achievement of Business

Education Objectives in Colleges of Education in Southwest, Nigeria as illustrated

under the following themes of the study; recruitment and selection, if the business

education sector intend to succeed in achieving their goals and objectives, then it is

important that they focus on the skilled and knowledgeable manpower since the

human resource is the backbone of the organization’s best performance. If the business

education sector recruits the right lecturers, it will be able to minimize on cost and

maximizing on output as there will be as well, effective and efficient utilization of

organizations resources. Business education sector which rewards their lecturers

encourages them to perform with little supervision since they are motivated and hence

they will put more effort leading to a higher performance. Training and development is

a practice that the organization must undertake to remain relevant to the market due to

the dynamism in the global business. Training enables lecturers to acquire new skills

and knowledge which will help them to perform their duties as expected. For example,

technological changes had adverse effect to the organizations that do not embrace it

Talent Management

Compensation &
Employee Benefits

Training & Development

Work Place Safety
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and thus, they don’t survive the wave. Therefore, it is necessary that the business

education sector to develop its asset the human resource for the greater achievement of

the business education sector objectives.
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Chapter Three

Methodology

3.1 Research Design

This study will adopt descriptive research design of the survey type. The

descriptive survey design ensures collection of factual information that best

describes the existing phenomena without any form of variable manipulation.

3.2 Population of the Study

The target population of this study consists of all principals (two thousand one

hundred and ninety two( 2192), and Male and Female NCE Business studies

teachers(four thousand five hundred and twenty four(4524) in Southwest Nigeria.

As at the time of this study, there were (two thousand one hundred and ninety
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two( 2192), public secondary schools in Southwest Nigeria. The schools are

distributed over the eighteens (18) senatorial districts in all the Southwest Nigeria.

The distribution of schools by state and senatorial district are presented in

theTable 3.1

Table 3.1: Population of the Study (N=4524 Teachers and 2192 principals)

S\N South
West
States

Senatorial
District

Number
of Public
Secondary
Schools

Number of
Public
Secondary
Schools
Principals

NCE Business Studies
Teachers
Male Female Total

1

2

3

Lagos

Ogun

Oyo

Lagos central
Lagos East
Lagos West
Sub Total
Ogun central
Ogun East
Ogun West
Sub Total
Oyo central
OyoNorth

74
88
160
322
100
134
108
342
244
171

74
88
160
322
100
134
108
342
244
171

50
60
107
217
80
101
92
273
128
102

98
116
213
427
120
167
124
411
360
240

148
176
320
644
200
268
216
684
488
342
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4

5

6

Osun

Ondo

Ekiti

Oyo South
Sub Total
Osun central
Osun East
Osun West
Sub Total
Ondocentral
OndoNorth
OndoSouth
Sub Total
Ekiticentral
Ekiti East
Ekiti West
Sub Total
Grand Total

210
625
112
159
123
394
103
89
107
229
159
57
64
280
2192

210
625
112
159
123
394
103
89
107
229
159
57
64
280
2192

128
358
102
98
66
266
100
78
101
279
118
36
43
197
1590

292
892
122
220
180
522
106
100
113
319
200
78
85
363
2934

420
1250
224
318
246
788
206
178
214
598
318
114
128
560
4524

Source1:

3.3 Sample and Sampling Techniques

Since the study's population is relatively small, intact sampling was used. All Principals

in Southwest Nigeria were chosen for this reason. The selection of NCE Business

studies Teachers in public secondary schools Southwest Nigeria were qualified to offer

meaningful information for the study. Multistage Sampling procedure involving several

sampling method were used to select the sample size for the study. The first sampling

method to use was be ‘systematic sampling techniques’which is arranging the study

population based on the order given (in this case it is based on the senatorial districts

and Southwest States as showed in table 3.1 above) it also involves selecting sample at

regular interval using the order list which involves a random start and then proceed to

selection of every Kth element

K = Population size (N)
Sample size (n)
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To get the interval for the study , the population represent N number of elements that

need a Sample of n size. The researcher divide N by n. k represent the interval size to

produce a representative sample. From this study 18 senatorial districts which

represent (N), the

researcher select a sample size of nine (9) senatorial districts. The interval is calculated

K=18= 9
2

The selected number of senatorial districts (with their number of public schools) based

on the systematic random sampling method is shown on table 3.2

Table 3.2: Sampled Senatorial District for the Study (n=9)

South
West
States

Senatorial
District

Number
of Public
Secondary
Schools

Number of
Public

Secondary
Schools
Principals

NCE Business Studies
Teachers

Male Female Total

1

2

Lagos

Ogun

Oyo

Lagos East
Sub Total
Ogun East
Sub Total
OyoNorth

88
88
134
134
171

88
88
134
134
171

60
60
101
101
102

116
116
167
167
240

176
176
268
268
342
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3

4

5

6

Osun

Ondo

Ekiti

Sub Total
Osun central
Osun West
Sub Total

Ondocentral
OndoSouth
Sub Total

Ekiticentral
Ekiti West
Sub Total
Grant Total

171
112
123
235

103
107
210

159
64
223
1061

171
112
123
235

103
107
210

159
64
223
1061

102
102
66
168

100
101
201

118
43
161
793

240
122
180
302

106
113
219

200
85
285
1329

342
224
246
470

206
214
420

318
128
446
2122

Source: Systematic Random Sampling Technique, 2023

Table 3.2 shows a selected nine (9) senatorial district from a total number of eighteen

(18) senatorial districts in southwest Nigeria. The number of public secondary school

principals and NCE Business studies Teachers are one thousand and sixty one(1061)

and Two thousand one hundred and twenty two (2122, Male 793, Female 1329).

In Table 3.3, sampling technique adopted is ‘total enumeration technique’ in which all

the population are used for the research (1061) public secondary school principals and

the sampling method adopted for the third type was ‘yamane or slovin formular

sampling size, this was use to derive the sample size for male and female NCE

Business studies teachers for the study2.

Formular: n = N

1+N(e)2

This is when n represent sample size and population represent N, while e is the level

of precision which is also the level of significant which is 0.05.According to the
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formular selected numbers of NCE Business studies teachers in nine (9) senatorial

district are selected in table 3.3

Table 3.3 Sampled Number of Teachers for the Study using Yamane’s formula

(n=1593, 643 male and 950 female)

S\N South
West
States

Senatorial
District

Number of
Public

Secondary
Schools
Principals

NCE Business Studies
Teachers

Male Female Total

1

2

3

4

5

6

Lagos

Ogun

Oyo

Osun

Ondo

Ekiti

Lagos East
Sub Total
Ogun East
Sub Total
Oyo North
Sub Total
Osun central
Osun West
Sub Total

Ondo Central
Ondo South
Sub Total

Ekiti Central
Ekiti West
Sub Total

Grand Total

88
88
134
134
171
171
112
123
235

103
107
210

159
64
223
1061

52
52
81
81
81
81
81
57
138

80
81
161

91
39
130
643

90
90
118
118
150
150
93
124
217

84
88
172

133
70
203
950

142
142
199
199
231
231
174
181
355

164
169
333

224
109
333
1593

Source: Total Enumeration Sampling Technique, 2023

The 3.3 showed the sampled number of NCE Business studies Teachers using

the formula given in the sampled senatorial district in Southwest Nigeria.

In this type of sampling technique the number of principals are acceptable

fraction for the population for the study. The sampled number of principals are

one thousand and sixty one as shown in table 3.4
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Table 3.4 Sampled Number of Principals for the study using Total
Enumeration technique (n=1061)
S\N South

West
States

Senatorial District Number of Public
Secondary
Schools

Number of Public
Secondary
Schools
Principals

1

2

3

4

5

6

Lagos

Ogun

Oyo

Osun

Ondo

Ekiti

Lagos East
Sub Total
Ogun East
Sub Total
OyoNorth
Sub Total

Osun central
Osun West
Sub Total

Ondo Central
Ondo South
Sub Total

Ekiti Central
Ekiti West
Sub Total

Grand Total

88
88
134
134
171
171
112
123
235

103
107
210

159
64
223
1061

88
88
134
134
171
171
112
123
235

103
107
210

159
64
223
1061

Source: Total Enumeration Sampling Technique, 2024

Summary of the Sampled and the Sample Size for the Study is presented in Table

3.5

Table 3.5 Summary of the Sample and Sample Size for the Study

S\N Sampled
Senatorial
District

(Systematic
Sampling
Technique)

Number of
Public

Secondary
Schools
Principals
(Total

Enumeratio
n

Technique)

NCE Business Studies
Teachers (Yamane’s

Formula
Male Female Total

9 1061 643 950 1593
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3.4 Description of the Research Instruments

A self developed instrument was designed to gather instrument for the study. This

instrument was carefully designed to gather information from the NCE Business

studies teachers and Principals of public secondary school in Southwest Nigeria. The

instrument is carefully sectionalized into six (5) parts tagged Sections: A-E.

Section A contained items to determine the demographic characteristics of the

respondents such as type of institution, gender, age range, academic qualifications,

years of experience, marital status.

Section B contained five items carefully structured to determine the level of

achievement of the objectives of business education in colleges of education in

Southwest, Nigeria. All these responses will be measured on a four likert scale of

Strongly Agree (4 points), Agree (3 Points) Disagree (2 Points) and strongly disagree

(1 Point).

Section C containeds twelve (12) items carefully structured to determine level of ICT

factors on the achievement of objective of business education in colleges of education.

In this section, the first four items were carefully structured to determine the level of

ICT competence among business education lecturers in colleges of education in

Southwest, Nigeria, four items to determine the level of ICT facilities while the

following four items were to determine the level of ICT integration into achievement

of objectives business education in colleges of education in Southwest, Nigeria.
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Section D contained twenty (20) items to determine the level of human resource

management in the study area. In this section, items 1-6 will be used to determine

level of talent management, items 7-12 was used to determined the level of

compensation/employee benefits, while items 13-17 was used to determine the level of

work place safety and 18-20 was used to determine training& development program in

colleges of education in Southwest, Nigeria.

3.5 Validity of the Research Instrument

The questionnaire used in this study was subjected to face and content validity. For this

purpose, the research instrument was scrutinized by the supervisor who equally vet the

structuring, adequacy and the content. Also, experts in the Faculty of Education, Lead

City University and University of Ibadan were consulted. All corrections were effected

before administration.

3.6 Reliability of the Instrument

An instrument is reliable if it measures under the same circumstances consistently

fromone time to the other what it is designed to measure. Therefore, for the purpose of

the reliabilityof the instrument used in this study, a pilot study was carried out by

administering samples the questionnaire to a group of fifty (20) business studies

teachers in Oyo South Senetorial which were exempted deliberately from the actual

study. Result was analyzed and cronbach’s alpha coefficient r = 0.87 and 0.81 were

generated meaning the instrument was highly reliable. The result was obtained for

“Achievement of Objectives of Business Education Questionnair (AOBEQ)” and

Information Communication Technology (ICT) Factors and Human Resources
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Management Practic Questionnaire (ICTFHRMPQ)” respectively which make them

good for usage in the final study.

3.7 Administration of Research Instructment and Method of Data
Collection

Copies of the instrument were administered by the researcher with the help of five (5)

trained research assistants to the selected respondents. This was done to ensure that the

instruments were attended to by the actual respondents and to reduce missing data or

data mortality to the minimum. A letter of recommendation was received from the

Department of Arts and Social Science Education to the study area.

3.8 Method of Data Analysis

Data collected were analyzed using descriptive and inferential statistics. Descriptive

statistics of frequency counts, simple percentages, mean and standard deviation were

used to analyze respondent’s opinion on research questions 1-3, inferential statistics of

Multiple Regression analysis (ANOVA) was used to test hypotheses 1 and 2 at 0.05

level of significance.
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Endnotes

1. Teaching Service Commission TESCOM, 2024

2. T. Yamane, Statistics, an Introductory Analysis. Harper and Row: New York , (2nd
ed). ASIN: B0000CNPXC, gbv.de/dms/zbw/252560191.pdf.1967,8
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Chapter Four

Results and Discussion of Findings

The purpose of this research was to investigate Information Communication

Technology Factors (ICT facilities, ICT integration, ICT competence) and Human

Resource Management Practice (Talent management, compensation, employee benefits,

work place safety and Training & Development) on achievement of business education

objectives in Colleges of Education in Southwest, Nigeria. In this chapter, primary data

collected from the questionnaires distributed during the course of the study were

analysed using descriptive and inferential statistics and are presented and interpreted

based on the following sub-headings

4.2 Presentation of Data

4.2.1 Demographic Data Presentation

4.2.2 Answers to Research Questions

4.3 Test of Hypotheses

4.4 Discussion of Findings
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4.2 Presentation of Data

4.2.1 Demographic Data Presentation

Table 4.2: Frequency Distribution of Demographic Characteristics of Teachers (n=

1593)

Demographic Variables Categories Frequency (F) Percentage (%)
Gender` Male 611 38.4

Female 982 61.6

Age (Years) 20-30 229 14.4
31-40 375 23.5
41-50 603 37.8
51-60 284 17.8
61 and above 102 06.4

Highest Academic
Qualification

NCE 41 02.6
Diploma 60 03.8
Bachelor's
Degree

815 51.2

PGD 55 03.4
Master's Degree 543 34.1
MPhil/Doctorate
Degree

79 05.0

Years of Teaching Experience 1-5 48 03.0
6-10 389 24.4
11-15 388 24.4
16-20 628 39.4
21-25 100 06.3
26-30 30 01.9
31 and above 10 0.6

Source: Fieldwork, 2024
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Table 4.2 showed that 611 (38.4%) of the teachers are males while 982 (61.6%)

are females. This showed a higher number of female to male teachers in public

secondary schools in Southwest, Nigeria which could imply that females are more

interested, willing or readily available to teach than males in the region. In terms of their

age, 229 (14.4%) of the teachers are within 20-30 years of age, 375 (23.5%) are within

31-40 years of age, 603 (37.8%) are within 41-50 years of age, 284 (17.8%) are within

51-60 years of age, while the remaining 102 (06.4%) are 61 years of age and above.

This could imply that majority of the teachers are in their mid-age which could imply

they still have the strength to teach. Results also showed that 41 (02.6%) have NCE as

their highest academic qualification, 60 (03.8%) have Diploma as their highest

academic qualification, 815 (51.2%) have Bachelor’s degree as their highest academic

qualification, 55 (03.4%) have Post Graduate Diploma (PGD) as their highest academic

qualification, 543 (34.1%) have Master’s degree as their highest academic qualification,

while the remaining 79 (05.0%) have MPhil/ Doctorate degrees as their highest

academic qualification. This result implies that majority of the teachers are not only

university graduates but also educated to the post graduate level. Lastly, results showed

that 48 (03.0%) have 1-5 years of teaching experience, 389 (24.4%) have within 6-10

years of experience, 388 (24.4%) have within 11-15 years of teaching experience, 628

(39.4%) have within 16-20 years of teaching experience, 100 (06.3%) have within 21-

25 years of teaching experience, 30 (01.9%) have within 26-30 years of teaching

experience, while the remaining 10 (0.6%) have within 31 years and above teaching

experience. This result implies that majority of the teachers have at least 11 years of

teaching experience which is good for secondary school education.
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Table 4.3: Frequency Distribution of Demographic Characteristics of Principals (n=

1061)

Demographic Variables Categories Frequency (F) Percentage (%)
Gender Male 453 42.7

Female 608 57.3

Age (Years) 31-40 years 40 03.8
41-50 years 311 29.3
51-60 years 568 53.5
61 years and
above

242 22.8

Highest Academic
Qualification

Bachelor's
degree

489 46.1

PGD 171 16.1
Master's degree 318 29.9
MPhil/Doctorate
Degree

83 07.8

Years of Educational
Experience

11-15 years 15 01.4

16-20 years 55 05.2
21-25 years 380 35.8
26-30 years 523 49.3
31 years and
above

88 08.3

Source: Fieldwork, 2024

Table 4.2 showed that 453 (42.7%) of the principals are males while 608 (57.3%)

are females. This showed a higher number of female to male principals in public

secondary schools in Southwest, Nigeria. Since there are more female to male teachers

then there is every likelihood of more female to male principals since its teachers that

eventually get promoted to the post of principal ship. In terms of their age, 40 (3.8%) of
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the principals are within 31-40 years of age, 311 (29.3%) are within 41-50 years of age,

568 (53.8%) are within 51-60 years of age while the remaining 242 (22.8%) are 61

years of age and above. This could imply that majority of the principals are in well

advanced in age which may suggests they are matured and hugely experienced. Results

also showed that 489 (46.1%) have Bachelor’s degree as their highest academic

qualification, 171 (16.1%) have Post Graduate Diploma (PGD) as their highest

academic qualification, 318 (29.9%) have Master’s degree as their highest academic

qualification, while the remaining 83 (07.8%) have MPhil/ Doctorate degrees as their

highest academic qualification. This result implies that majority of the principals are not

only university graduates but also educated to the post graduate level. Lastly, results

also showed that 15 (01.4%) have within 11-15 years of educational experience, 55

(05.2%) have within 16-20 years of educational experience, 380 (35.8%) have within

21-25 years of educational experience, 523 (49.3%) have within 26-30 years of

educational experience, while the remaining 88 (08.3%) have within 31 years and above

teaching experience. This result implies that majority of the principals have at least 21

years of educational experience which is very good for principal ship in secondary

school education.
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4.2.2 Answer to Research Questions

Research Question One: What is the level of Achievement of the Objectives Business
Education in Colleges of Education in Southwest, Nigeria?

Table 4.4: Level of Achievement of the Objectives Business Education in Colleges of
Education in Southwest, Nigeria (n = 1061)

S/N Items SA A D SD Mean
x̅

Std.De
v.

Decision

1 To produce well qualified and
competent NCE graduate in
business subjects.

126
(12.0%)

459
(43.2%)

348
(32.8%)

128
(12.0%)

2.549 0.858 Agree

2 To produce NCE business
teachers who will be able to
inculcate the vocational aspects
of Business Education.

245
(23.1%)

95
(09.0%)

257
(24.2%)

464
(43.7%)

2.359 0.909 Disagree

3 To produce NCE business
teachers who will start with so
much desired revolution of
vocational development

150
(14.1%)

101
(09.5%)

323
(30.4%)

487
(45.9%)

2.114 0.761 Disagree

4 To prepare students in Business
Education with necessary
competence

203
(19.1%)

234 2
(23.1%)

375
(35.3%)

249
(23.5%)

2.368 0.923 Disagree

5 To equip graduates with the
right skills to engage in a life of
work in the office as well as for
self-employment

100
(09.4%)

399
(37.6%)

487
(46.0%)

75
(07.0%)

2.493 0.851 Disagree

6 To produce NCE business
teachers who will be able to
inculcate the entrepreneurial
aspects of Business Education

462
(43.5%)

331
(31.2%)

122
(11.5%)

146
(13.8%)

3.045 0.920 Agree
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Criterion Mean = 2.500; Weighted Mean = 2.488; S.D = .870; Overall Decision = Disagree (Low)
Source: Field Work, 2024

KEY: Strongly Agree (SA) = 4, Agree (A) = 3, Disagree (D) = 2, and Strongly Disagree (SD) = 1; S.D =
Standard Deviation; x̅ = Mean
***Threshold: mean value of 1.000-1.750 = Very Low; 1.751-2.500 = Low; 2.501-3.250 = Moderate; 3.251 -
4.000 = High

Table 4.4 showed the level of Achievement of the Objectives Business

Education in Colleges of Education in Southwest, Nigeria using descriptive statistics

such as means, standard deviation, frequencies and percentages. The Likert rating scale

of Strongly Disagree (1), Disagree (2), Agree (3) and Strongly Agree (4) was used with

the criterion mean set at 2.500. Six positive items were used to ascertain the level of

Achievement of the Objectives Business Education in Colleges of Education in

Southwest, Nigeria. The findings revealed that majority of the teachers “agreed” that to

produce well qualified and competent NCE graduate in business subjects (x̅ = 2.549)

and to produce NCE business teachers who will be able to inculcate the entrepreneurial

aspects of Business Education (x̅ = 3.045). They however “disagreed” that to produce

NCE business teachers who will start with so much desired revolution of vocational

development (x̅ = 2.114), to prepare students in Business Education with necessary

competence feel (x̅ = 2.368) to equip graduates with the right skills to engage in a life of

work in the office as well as for self-employment (x̅ = 2.493) and to produce NCE

business teachers who will be able to inculcate the entrepreneurial aspects of Business

Education (x̅ = 2.359). The weighted mean (x̅ = 2.471) and standard deviation

(.870)clearly indicates that the level of Achievement of the Objectives Business

Education in Colleges of Education in Southwest, Nigeria is low as generally

“disagreed” by the principals.
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Research Question Two: What is the level of ICT Factors (ICT Facilities, ICT
Integration & ICT Competence) on the achievement of objectives of Business
Education in Colleges of Education in Southwest, Nigeria?

Table 4.7: Level of ICT Facilities on the Objectives of Business Education in
Colleges of Education in Southwest, Nigeria? (n = 1593)

S/N Items VHL HL LL VLL Mean
x̅

Std.
Dev.

Decision

1 Provision of a well equipped
facilities such as lecture
theatre, library, halls,
workshop, laboratories etc

182
(11.4%)

344
(21.6%)

583
(36.6%)

484
(30.4%)

2.141 .664 Low

2 Regular supply of power for
usage of ICT gadget in
school.

171
(10.7%)

286
(17.9%)

582
(36.5%)

554
(34.8%)

2.046 .756 Low

3 Availability of office
assistance for the resources
centres in school.

294
(18.5%)

520
(32.6%)

452
(28.4%)

327
(20.5%)

2.490 .670 Low

4 Provision of ICT gadgets in
school

179
(11.2%)

403
(25.3%)

510
(32.0%)

501
(31.5%)

2.163 .706 Low

5 Availability of computerized
gadget that are relevant to the
school system

184
(11.5%)

542
(34.0%)

677
(42.5%)

190
(12.0%)

2.451 .704 Low

6 Actual/real objects on ICT
equipment to make a lesson
visibly practical to the
students

418
(26.2%)

634
(39.8%)

293
(18.4%)

248
(15.6%)

2.767 .699 High

Criterion Mean = 2.500; Weighted Mean = 2.343; S.D = .699; Overall Decision = Low Level
Source: Field Work, 2024

KEY: Very High Level (VHL) = 4, High Level (HL) = 3, Low Level (LL) = 2, and Very Low Level (VLL) = 1;
S.D = Standard Deviation; x̅ = Mean
***Threshold: mean value of 1.000-1.750 = Very Low; 1.751-2.500 = Low; 2.501-3.250 = High; 3.251 -
4.000 = Very High

Table 4.7 showed the level of ICT facilities on the objectives of business

education in Colleges of Education in Southwest, Nigeria using descriptive statistics
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such as means, standard deviation, frequencies and percentages. The Likert rating scale

of Very Low Level (1), Level (2), High (3) and Very High Level (4) was used with the

criterion mean set at 2.500. Six positive items were used to ascertain the level of ICT

Facilities on the Objectives of Business Education in Colleges of Education in

Southwest, Nigeria as perceived by the teachers whom they lead. The findings revealed

that majority of the teachers “disagreed” that there is provision of a well equipped

facilities such as lecture theatre, library, halls, workshop, laboratories (x̅ = 2.141),

regular supply of power for usage of ICT gadget in school (x̅ = 2.046), availability of

office assistance for the resources centers in school (x̅ = 2.490), provision of ICT

gadgets in school (x̅ = 2.163) and availability of computerized gadget that are relevant

to the school system (x̅ = 2.451) However, majority of the teachers “agreed” that there

are actual/real objects on ICT equipment to make a lesson visibly practical to the

students (x̅ = 2.767). The weighted mean (x̅ = 2.343)and standard deviation (.699)

clearly indicates that the level of ICT facilities on the objectives of Business Education

in Colleges of Education in Southwest, Nigeria is at a low level as perceived and

disagreed by majority of their teachers in public secondary schools, Southwest, Nigeria.

Table 4.8: Level of ICT Integration on the Objectives of Business Education in
Colleges of Education in Southwest, Nigeria? (n = 1593)

S/N Items (My principal) VHL HL LL VLL Mean
x̅

Std.
Dev.

Decision

1 ICT tools are used to teach
Business Subjects

183
(11.5%)

327
(20.5%)

594
(37.3%)

489
(30.7%)

2.128 .703 Low

2 Sending materials through
email address, telegram and
other forms of media to teach
the student.

274
(17.2%)

340
(21.3%)

544
(34.2%)

435
(27.3%)

2.284 .831 Low
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3 Holding online classes
through the use of Google
meet, zoom, Google
classroom etc.

192
(12.1%)

298
(18.7%)

618
(38.8%)

485
(30.4%)

2.124 .762 Low

4 Over head projectors usage to
large classes

271
(17.0%)

290
(18.2%)

584
(36.7%)

448
(28.1%)

2.241 .727 Low

5 The usage of slide in teaching
the business education
students.

209
(13.1%)

373
(23.4%)

572
(35.9%)

439
(27.6%)

2.221 .744 Low

6 The usage of voice message
as a means of passing
information to the business
studies to the students.

360
(22.6%)

652
(41.0%)

398
(25.0%)

183
(11.4%)

2.746 .743 High

Criterion Mean = 2.500; Weighted Mean = 2.290; S.D = .752; Overall Decision = Low
Source: Field Work, 2024

KEY: Very High Level (VHL) = 4, High Level (HL) = 3, Low Level (LL) = 2, and Very Low Level (VLL) = 1;
S.D = Standard Deviation; x̅ = Mean
***Threshold: mean value of 1.000-1.750 = Very Low; 1.751-2.500 = Low; 2.501-3.250 = High; 3.251 -
4.000 = Very High

Table 4.8 showed the level of ICT Integration on the Objectives of Business Education

in Colleges of Education in Southwest, Nigeria using descriptive statistics such as

means, standard deviation, frequencies and percentages. The Likert rating scale of Very

Low (1), Low (2), High (3) and Very High (4) was used with the criterion mean set at

2.500. Six positive items were also used to ascertain the level of ICT Integration on the

Objectives of Business Education in Colleges of Education in Southwest, Nigeria as

perceived by the secondary school business studies teachers. The findings revealed that

majority of the teachers disagreed that ICT tools are used to teach Business courses (x̅ =

2.128), sending materials through email address, telegram and other forms of media to

teach the student (x̅ = 2.284), holding online classes through the use of Google meet,

zoom, Google classroom (x̅ = 2.124), over head projectors usage to large classes (x̅ =

2.241) and the usage of slide in teaching the business education students (x̅ = 2.221).
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However, a handful of the teachers agreed that the usage of voice message as a means

of passing information to the business studies students (x̅ = 2.746) which is at a high

level. The weighted mean (x̅ = 2.290)and standard deviation (.752)clearly indicates that

the level of ICT Integration on the Objectives of Business Education in Colleges of

Education in Southwest, Nigeria is at a low level as perceived and disagreed by majority

of their business studies teachers in public secondary schools, Southwest, Nigeria.

Table 4.9: Level of ICT Competence on the Objectives of Business Education in
Colleges of Education in Southwest, Nigeria? (n = 1593)

S/N Items VHL HL LL VLL Mean
x̅

Std.
Dev.

Decision

1 Availability of internet
services on campus

243
(15.3%)

566
(35.5 %)

518
(32.5%)

266
(16.7%)

2.493 .775 Low

2 ICT app such as email,
telegram, Whatsapp etc. to
teach and give information to
students

222
(14.0%)

630
(39.5%)

496
(31.1%)

245
(15.4%)

2.520 .755 High

3 Usage of projectors to teach
large classes as a mean of
passing the subject matter to
the business education students

181
(11.4%)

340
(21.3%)

600
(37.7%)

472
(29.6%)

2.144 .812 Low

4 Usage of online platforms such
as Google meet, zoom, Google
spreadsheet to teach

209
(13.1%)

322
(20.2%)

607
(38.1%)

455
(28.6%)

2.178 .803 Low

5 Access to the use of e-book,
Google classroom, Microsoft
team etc. to teach

371
(23.3%)

369
(23.1%)

614
(38.5%)

239
(15.0%)

2.315 .811 Low

6 Audio aids such as cassettes
recorder, radio, microphone,
public address system and
podcasts for teaching/learning
purposes

471
(29.6%)

607
(38.1%)

200
(12.6%)

315
(19.7%)

2.774 .726 High

Criterion Mean = 2.500; Weighted Mean = 2.404; S.D = .780; Overall Decision = Low
Source: Field Work, 2024

KEY: Very High Level (VHL) = 4, High Level (HL) = 3, Low Level (LL) = 2, and Very Low Level (VLL) = 1;
S.D = Standard Deviation; x̅ = Mean
***Threshold: mean value of 1.000-1.750 = Very Low; 1.751-2.500 = Low; 2.501-3.250 = High; 3.251 -
4.000 = Very High
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Table 4.9 showed the level of ICT competence on the objectives of business

education in Colleges of Education in Southwest, Nigeria perceived by the teachers

using descriptive statistics such as means, standard deviation, frequencies and

percentages. The Likert rating scale of Very Low (1), Low (2), High (3) and Very High

(4) was used with the criterion mean set at 2.500. Six positive items were also used to

ascertain the level of ICT competence on the Objectives of Business Education in

Colleges of Education in Southwest, Nigeria as perceived by the secondary school

business studies teachers. Six positive items were also used to ascertain the level of ICT

competence on the Objectives of business education in Colleges of Education in

Southwest, Nigeria as perceived by the secondary school business studies teachers in

public secondary schools. The findings revealed that majority of the teachers “agreed”

that ICT app such as email, telegram, Whatsapp etc. to teach and give information to

students (x̅ = 2.520), and Audio aids such as cassettes recorder, radio, microphone,

public address system and podcasts for teaching/learning purposes (x̅ = 2.774) are at

high level. However, majority of the teachers “disagreed” that there is availability of

internet services on campus (x̅ = 2.493), usage of projectors to teach large classes as a

mean of passing the subject matter to the business education students (x̅ = 2.144), usage

of online platforms such as Google meet, zoom, Google spreadsheet to teach (x̅ = 2.178)

and access to the use of e-book, Google classroom, Microsoft team etc. to teach (x̅ =

2.315) are all at low level. The weighted mean (x̅ = 2.404)and standard deviation

(.780)clearly indicates that the level of ICT competence on the Objectives of Business

Education in Colleges of Education in Southwest, Nigeria as perceived by the secondary

school business studies teachers in public secondary schools at a low level.
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Research Question Three: What is the Status of Human Resource Management
Practice (Talent Management, Compensation/Employee Benefits, Workplace Safety and
Training & Development) in achievement of objectives of business education in
Colleges of Education in Southwest, Nigeria?

Table 4.10: Status of Talent Management in Colleges of Education in Southwest,
Nigeria (n = 1593)

S/N Items SA A D SD Mean
x̅

Std.
Dev.

Decision

1 Planning according to needs of
lecturers

389
(24.4%)

396
(24.8%)

401
(25.3%)

407
(25.5%)

2.481 .775 Low

2 Attracting the best talented
lecturer

319
(20.0%)

469
(29.4%)

519
(32.6%)

286
(18.0%)

2.515 .985 Moderate

3 Selecting the suitable
candidates to teach

488
(30.6%)

569
(35.7%)

298
(18.7%)

234
(15.0%)

2.818 .809 Moderate

4 Provision of development
programs for its academic staff

561
(35.2%)

629
(39.5%)

133
(08.3%)

270
(17.0%)

2.929 .889 Moderate

5 Working out means to retains
valued lecturers

631
(39.6%)

640
(40.2%)

220
(13.8%)

102
(06.4%)

3.130 .881 Moderate

6 Conducting lecturer’s
assessment through students
views

401
(25.3%)

651
(40.8%)

241
(15.1%)

300
(18.8%)

2.723 .769 Moderate

Criterion Mean = 2.500; Weighted Mean = 2.766; S.D = .851; Overall Decision = Moderate
Source: Field Work, 2024

KEY: Strongly Agree (SA) = 4, Agree (A) = 3, Disagree (D) = 2, Strongly Disagree (SD) = 1; Std. Dev. =
Standard Deviation; x̅ = Mean
***Threshold: mean value of 1.000-1.750 = Very Low; 1.751-2.500 = Low; 2.501-3.250 = Moderate; 3.251 -
4.000 = High

Table 4.10 showed the status of talent management in Colleges of Education in

Southwest, Nigeria using descriptive statistics such as means, standard deviation,
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frequencies and percentages. The Likert rating scale of Strongly disagree (1), Disagree

(2), Agree (3) and Strongly Agree (4) was used with the criterion mean set at 2.500. Six

positive items were used to ascertain the status of talent management in Colleges of

Education in Southwest, Nigeria as perceived by the business studies teachers. Results

showed that according to majority of the business studies teachers “disagree”, that there

is planning according to needs of lecturers (x̅ = 2.481) at a low level. Furthermore,

attracting the best talented lecturers (x̅ = 2.515), selecting the suitable candidates to

teach conducive staff rooms for teachers (x̅ = 2.818), provision of development

programs for its academic staff (x̅ = 2.929), working out means to retains valued

lecturers (x̅ = 3.130) and conducting lecturer’s assessment through students views (x̅ =

3.130) are at “moderate level”. The weighted mean (x̅ = 2.766) and standard deviation

(.851) clearly indicates that talent management of lecturers are at “moderate level” to

improve objectives of business education in Colleges of Education in Southwest,

Nigeria.

Table 4.11: Status of Compensation/Employee Benefits in Colleges of Education in
Southwest, Nigeria (n = 1593)

S/N Items SA A D SD Mean
x̅

Std.
Dev.

Decision

1 Payment of overtime
allowances

351
(22.0%)

550
(34.5%)

446
(28.0%)

246
(15.4%)

2.631 .776 Moderate

2 Payment of leave bonuses 432
(27.1%)

593
(37.2%)

294
(18.5%)

274
(17.2%)

2.743 .776 Moderate

3 Payment of study allowances 216
(13.5%)

157
(10.0%)

656
(41.1%)

564
(35.4%)

2.016 .628 Low

4 Provision of insurance (HMO) 239
(15.0%)

285
(18.0%)

549
(34.5%)

549
(34.5%)

2.171 .809 Low

5 Provision of incentives for
outstanding performance

632
(39.7%)

562
(35.3%)

213
(13.3%)

186
(11.7%)

3.029 .737 Moderate
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Criterion Mean = 2.500; Weighted Mean = 2.518; S.D = .745; Overall Decision = Moderate Level
Source: Field Work, 2024

KEY: Strongly Agree (SA) = 4, Agree (A) = 3, Disagree (D) = 2, Strongly Disagree (SD) = 1; Std. Dev. =
Standard Deviation; x̅ = Mean
***Threshold: mean value of 1.000-1.750 = Very Low; 1.751-2.500 = Low; 2.501-3.250 = Moderate; 3.251 -
4.000 = High

Table 4.10 showed the status of compensation/employee benefits in Colleges of

Education in Southwest, Nigeria using descriptive statistics such as means, standard

deviation, frequencies and percentages. The Likert rating scale of Strongly disagree (1),

Disagree (2), Agree (3) and Strongly Agree (4) was used with the criterion mean set at

2.500. Five positive items were used to ascertain the status of compensation/employee

benefits in Colleges of Education in Southwest, Nigeria as perceived by the business

studies teachers. Results showed that according to majority of the teachers “agree”, that

payment of overtime allowances (x̅ = 2.631), payment of leave bonuses (x̅ = 2.743) and

provision of incentives for outstanding performance (x̅ = 3.029) are at “moderate level”.

Furthermore, payment of study allowances (x̅ = 2.016) and provision of insurance

(HMO) (x̅ = 2.171) are at “low level”. The weighted mean (x̅ = 2.518) and standard

deviation (.745) clearly indicates that compensation/employee benefits of lecturers are

at “moderate level” to improve objectives of business education in Colleges of

Education in Southwest, Nigeria.
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Table 4.12: Status of Workplace Safety in Colleges of Education in Southwest,
Nigeria (n = 1593)

S/N Items SA A D SD Mean
x̅

Std.
Dev.

Decision

1 Creating a safe and hazard-free
environment

571
(35.8%)

511
(32.1%)

337
(21.1%)

174
(11.0%)

2.928 .928 Moderate

2 Provision of environment
devoid of health-related risks

540
(33.8%)

622
(39.0%)

283
(17.8%)

148
(09.3%)

2.976 .703 Moderate

3 Sensitization of staff and
student on necessary safety
measure

459
(28.8%)

576
(36.2%)

228
(14.3%)

330
(20.7%)

2.731 .963 Moderate

4 Provision of a well equipped
health facilities such as first aid
equipment, clinic, ambulance
etc.

413
(25.9%)

651
(40.9%)

304
(19.1%)

207
(13.0%)

2.775 .716 Moderate

5 Provision of night and day
security personnel

278
(17.5%)

434
(27.2%)

425
(26.7%)

456
(28.6%)

2.333 .608 Low

Criterion Mean = 2.500; Weighted Mean = 2.748; S.D = .783; Overall Decision = Moderate Level
Source: Field Work, 2024

KEY: Strongly Agree (SA) = 4, Agree (A) = 3, Disagree (D) = 2, Strongly Disagree (SD) = 1; Std. Dev. =
Standard Deviation; x̅ = Mean
***Threshold: mean value of 1.000-1.750 = Very Low; 1.751-2.500 = Low; 2.501-3.250 = Moderate; 3.251 -
4.000 = High

Table 4.10 showed the status of workplace safety in Colleges of Education in Southwest,

Nigeria using descriptive statistics such as means, standard deviation, frequencies and

percentages. The Likert rating scale of Strongly disagree (1), Disagree (2), Agree (3)

and Strongly Agree (4) was used with the criterion mean set at 2.500. Five positive
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items were used to ascertain the Status of workplace safety in Colleges of Education in

Southwest, Nigeria as perceived by the business studies teachers. Results showed that

according to majority of the teachers “agree”, that creating a safe and hazard-free

environment (x̅ = 2.928), provision of environment devoid of health-related risks (x̅ =

2.976), sensitization of staff and student on necessary safety measure (x̅ = 2.731) and

provision of a well equipped health facilities such as first aid equipment, clinic,

ambulance etc. (x̅ = 2.775) are at “moderate level”. Furthermore, provision of night and

day security personnel (x̅ = 2.333), was at “low level”. The weighted mean (x̅ = 2.748)

and standard deviation (.783) clearly indicates that workplace safety of lecturers are at

“moderate level” to improve objectives of business education in Colleges of Education

in Southwest, Nigeria.

Table 4.13: Status of Training & Development program in Colleges of Education in
Southwest, Nigeria (n = 1593)

S/N Items SA A D SD Mean
x̅

Std.
Dev.

Decision

1 Engaging lecturers in on-the-job
training

474
(29.7%)

557
(35.0%)

311
(19.5%)

251
(15.8%)

2.787 .818 Moderate

2 Organising conferences,
seminar, and workshop for
lecturers periodically.

500
(31.4%)

453
(28.4%)

400
(25.1%)

235
(14.7%)

2.758 .623 Moderate

3 Provision of development
programme for the lecturer as
needs arises

330
(20.7%)

576
(36.1%)

429
(27.0%)

258
(16.2%)

2.614 .751 Moderate

4 Organizing hybrid symposium
for lecturers in the college

413
(26.0%)

651
(40.8%)

331
(20.8%)

198
(12.4%)

2.802 .696 Moderate

5 Opportunities of enaging in job
rotation and coaching from
senior colleguage

220
(13.8%)

733
(46.0%)

224
(14.1%)

416
(26.1%)

2.475 .638 Low

Criterion Mean = 2.500; Weighted Mean = 2.687; S.D = .705; Overall Decision = Moderate Level
Source: Field Work, 2024
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KEY: Strongly Agree (SA) = 4, Agree (A) = 3, Disagree (D) = 2, Strongly Disagree (SD) = 1; Std. Dev. =

Standard Deviation; x̅ = Mean

***Threshold: mean value of 1.000-1.750 = Very Low; 1.751-2.500 = Low; 2.501-3.250 = Moderate; 3.251 -
4.000 = High

Table 4.10 showed the status of training & development in Colleges of Education in

Southwest, Nigeria using descriptive statistics such as means, standard deviation,

frequencies and percentages. The Likert rating scale of Strongly disagree (1), Disagree

(2), Agree (3) and Strongly Agree (4) was used with the criterion mean set at 2.500.

Five positive items were used to ascertain the status of training & development in

Colleges of Education in Southwest, Nigeria as perceived by the business studies

teachers. Results showed that according to majority of the teachers “agree”, that

engaging lecturers in on-the-job training (x̅ = 2.787), organising conferences, seminar,

and workshop for lecturers periodically. (x̅ = 2.758), provision of development

programme for the lecturer as needs arises (x̅ = 2.614) and organizing hybrid

symposium for lecturers in the college (x̅ = 2.802) are at “moderate level”. Furthermore,

opportunities of enaging in job rotation and coaching from senior colleguage (x̅ = 2.475)

is at “low level”. The weighted mean (x̅ = 2.687)and standard deviation (.705)clearly

indicates that training & development programme of lecturers are at “moderate level” to

improve objectives of business education in Colleges of Education in Southwest,

Nigeria

4.3 Test of Hypotheses

H01: There will be no significant combined contribution of Information

Communication Technology Factors (ICT facilities, ICT integration, ICT competence)
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and Human Resource Management Practice (Talent management,

compensation/employee benefits, work place safety and Training & Development) on

achievement of Business Education Objectives in Colleges of Education in Southwest,

Nigeria.

Table 4.14: Multiple Regression Analysis and Model Summary for the Combined
contribution of Information Communication Technology Factors (ICT Facilities,
ICT Integration, ICT Competence) and Human Resource Management Practice
(Talent Management, Compensation/Employee Benefits, Work Place Safety and
Training & Development) on Achievement of Business Education Objectives in
Colleges of Education in Southwest, Nigeria.

ANOVA

Model
Sum of
Squares Df

Mean
Square F Sig.

Decision

1 Regression 314.909 8 39.363 6.599 .001 Significant

Residual 9455.157 1585 5.965
Total 9770.066 1593

Model Summary

R = .680

R Square = .532

Adjusted R Square = .534

Standard Error of the Estimate = 3.63648
Dependent Variable: Achievement of Business Education Objectives
Predictors: (Constant), ICT Facilities, ICT Integration, ICT Competence, Talent Management,
Compensation, Employee Benefits, Work Place Safety and Training & Development

NB:Anova value is significant at P<0.05

Field Work, 2024

Table 4.13 revealed a significant combined contribution of Information

Communication Technology Factors (ICT facilities, ICT integration, ICT competence)

and Human Resource Management Practice (Talent management,

compensation/employee benefits, work place safety and Training & Development) on
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achievement of Business Education Objectives in Colleges of Education in Southwest,

Nigeria (F8,1593 = 6.599, P<0.05). This result showed that the model is a good fit of the

data. The null hypothesis which states that there is no significant combined contribution

of Information Communication Technology Factors (ICT facilities, ICT integration,

ICT competence) and Human Resource Management Practice (Talent management,

compensation/employee benefits, work place safety and Training & Development) on

achievement of Business Education Objectives in Colleges of Education in Southwest,

Nigeria was therefore rejected. The model summary (R = .680; R Square = .532;

Adjusted R Square = .524; standard error of the estimate = 3.63648) showed that the R

value of .680 indicates a good level of prediction (good correlation between the

observed and predicted values of dependent variable). The R square value (coefficient

of determination) of .532 indicates that the proportion of variance in achievement of

Business Education Objectives in Colleges of Education that can be explained by the

independent variables (information communication technology factors and human

resource management Practice) is 53.2%. However, the adjusted R square value gives a

more accurate report. The adjusted R square value of .524 indicates that the independent

variables (information communication technology factors and human resource

management Practice) explain 52.4% variation on achievement of Business Education

Objectives in Colleges of Education in Southwest, Nigeria. Therefore, the other 47.6%

could be caused by errors or predictors other than those included in the model 1. The

sum of squares further confirms the result of the model. It indicates that variance which

can be explained by the independent variables (Regression) is summed up to 314.909

while the variance which is not explained by the independent variables (Residual,
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sometimes called Error) is summed up to 9455.157 which is higher. Both variances sum

up to a total of 9770.06

H02: There will be no significant relative influence of Information Communication

Technology Factors (ICT facilities, ICT integration, ICT competence) and Human

Resource Management Practice (Talent management, compensation, employee benefits,

work place safety and Training & Development) on achievement of Business Education

Objectives in Colleges of Education in Southwest, Nigeria.

Table 4.14: Coefficients of Multiple Regression Analysis for the relative influence
of Information Communication Technology Factors (ICT facilities, ICT
integration, ICT competence) and Human Resource Management Practice (Talent
management, Compensation, Employee benefits, Work place safety and Training
& Development) on achievement of Business Education Objectives in Colleges of
Education in Southwest, Nigeria

Coefficients
Model Unstandardized

Coefficients
Standardized
Coefficients

T Sig.

B Standard
Error

Beta

1 (Constant) 41.040 2.468 16.632 .000

ICT facilities .101 .084 .065 1.207 .005

ICT integration .282 .074 .241 1.816 .000

ICT competence .022 .072 .211 1.201 .001

Talent management .081 .064 .147 1.256 .005

Compensation/Employee
benefits

Work place safety
.231

.531

.065

.051

.375

.123

1.076

.987

.005

.005

Training & Development .187 .090 .277 2.087 .005

Dependent Variable: Achievement of Business Education Objectives
Source: Fieldwork, 2024;
*t-value significant at P<0.05
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Table 4.14 showed that the regression analysis in Table 4.14b reveals the relative

influence of information communication technology factors and human resource

management practice on the achievement of Business Education Objectives in Colleges

of Education in Southwest, Nigeria. The intercept term (Constant) indicates that when

both information communication technology factors and human resource management

practice are zero, the predicted achievement of Business Education Objectives is

approximately 41.040 units. This intercept provides a baseline achievement of Business

Education Objectives in the absence of any influence from the predictor variables. The

coefficients for Independent Variables (information communication technology factors

and human resource management practice) represent the change in the dependent

variable (achievement of Business Education Objectives) associated with a one-unit

change in each predictor variable while holding the other variable constant. Table 4.16 b

shows the coefficients of multiple regression analysis for the relative influence of

Information Communication Technology Factors (ICT facilities, ICT integration, and

ICT competence) and Human Resource Management Practice (Talent management,

Compensation/Employee benefits, Work place safety and Training & Development) on

achievement of Business Education Objectives in Colleges of Education in Southwest,

Nigeria.

The table shows that the beta coefficient (β) and t-values for ICT facilities (β =.101; t

= 1.207; Significance =.005), ICT integration (β =.282; t = 1.816; Significance =.000),

ICT Competence (β = .022; t = 1.201; Significance =.005), Talent management (β

=.081; t = 1.256; Significance =.005), Compensation/Employee benefits (β = .231; t =

1.076; Significant = .000), Work place safety (β = .531; t = .987; Significant = .001),
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Training & Development (β = .187; t = 2.087; Significant = .005), are significant at

P>0.05.Therefore, the results show that the differences in achievement of Business

Education Objectives in Colleges of Education in Southwest, Nigeria can be explained

by information communication technology factors and human resource management

practice, which means they are needed in the model. It means that information

communication technology factors and human resource management practice had a

positive influence on achievement of Business Education Objectives in Colleges of

Education in Southwest, Nigeria. The empirical value of the F-value, which was

calculated, is 6.599, which is significant at p=0.001, then we can say that the F-value is

statistically significant. The independent variable (information communication

technology factors and human resource management practice) is statistically and

significantly influence the dependent variable (achievement of Business Education

Objectives in Colleges of Education in Southwest, Nigeria). Therefore, information

communication technology factors and human resource management practice on

achievement of Business Education Objectives in Colleges of Education in Southwest,

Nigeria is statistically significant. In summary, both information communication

technology factors and human resource management practice play important roles in

influencing achievement of Business Education Objectives in Colleges of Education in

Southwest, Nigeria, with human resource management practice having a relatively

greater influence. These findings emphasize the significance of addressing both

information communication technology factors and human resource management

practice to foster the achievement of Business Education Objectives in Colleges of

Education in Southwest, Nigeria.
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4.4 Discussion of Findings

This research work was carried out to investigate information communication

technology (ICT) factors and human resource management practice as determinants of

achievement of Business Education Objectives in Colleges of Education in Southwest,

Nigeria. Information communication technology factors were studied using three major

practices which are ICT facilities, ICT integration, and ICT competence. Human

resource management practice was examined using four indices which are Talent

management, Compensation/Employee benefits, Work place safety and Training &

Development. Achievement of Business Education Objectives in Colleges of Education

in Southwest, Nigeria was treated as the dependent. In this section, previous studies

related to the findings of this work were compared and contrasted.

The demographic findings of teachers showed that majority of them, 1404

(58.1%) are females, 1003 (41.5%) are within 41-50 years of age, 1315 (54.5%) have

Bachelor’s degree as their highest academic qualification and most of them, 788 (32.6%)

have within 11-15 years of teaching experience. The result also corroborates that of the

work on “Influence of Teacher Features on Instructional Quality in Public Secondary

Schools in the South-West, Nigeria” which also noted that most teachers are females,

have first degree (Bachelors) and above 10 years of educational experience1. Another

study on “Teacher’s Characteristics and Implementation of National Curriculum for

Secondary School Biology in Southwest, Nigeria” also showed that majority of teachers

are females, have Bachelor’s degree, above 10 years of teaching experience and above

40 years of age2. These results are similar because they were probably both carried out

in Southwest Nigeria.
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The demographic findings of principals showed that majority of them, 369

(51.1%) are females, 368 (51.0%) are within 51-60 years of age, 389 (53.9%) have

Bachelor’s degree as their highest academic qualification and most of them, 293 (40.6%)

have within 26-30 years of teaching experience. This result partially disagrees with the

study on “Gender and Educational Qualification as Correlates of Principals’

Performance in the Management of Senior Secondary Schools in Rivers State” which

revealed that most principals are males, have Bachelor’s degree and are less than 55

years of age3. The differences observed in the results could be because they were both

conducted in different geo-political zones of the country. The findings is also not in line

with that of a study which revealed that most principals in Oyo State, Southwest Nigeria

are males, within 45 to 57 years of age having Post graduate degrees4. The differences

observed in the result could be that this present study was conducted in the entire

Southwest while the former study was carried out in only Oyo State.

The finding from research question one of the study (What is the level of

Achievement of the Objectives Business Education in Colleges of Education in

Southwest, Nigeria is low (x̅ = 2.471) as generally “disagreed” by the principals. This

result partially agrees with that of a study on “Technology Mediated Instructions and

Future Academic Achievement of NCE Business and Entrepreneurship Education

Students5. The similarity observed in the result could be that this present study was

conducted on the achievement of NCE Business while the former study was also carried

out on Achievement of NCE Business education but of different scope. Also, the result

completely disagrees with that of a study on “Digital Skills Acquired by Business

Education Lecturers for Implementation of Business Education Curriculum in Colleges
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of Educations of Education in Delta State”6. The differences observed in the result could

be that this present study was conducted in the entire Southwest while the former study

was conducted in Delta State in South south Nigeria.

The finding from research question two of the study (What is the level of ICT

Factors (ICT Facilities, ICT Integration & ICT Competence) on the Objectives of

Business Education in Colleges of Education in Southwe st, Nigeria?) clearly indicated

that Informanction Communication Telecommunication (ICT) facilities is low (x̅ =

2.343), Informanction Communication Telecommunication (ICT) Integration is low (x̅

= 2.290) and Informanction Communication Telecommunication (ICT) Competency is

low (x̅ = 2.315). In term of information communication telecommunication (ICT)

facilities which is low, the result does not corroborate with that of “Impact of ICT

Infrastructure, Financial Development, and Trade Openness on Economic Growth: New

Evidence from Low and High-income Countries” which showed that ‘moderate level’

of business education curriculum in term of availabilities of facilities towards the

achievement of objective of business of education in Southwest, Nigeria7. The

differences observed in the result could be that this present study was conducted in the

entire Southwest while the former study was carried out in Low and High-income

Countries. Similarly, another study also confirms the result. The study was carried out

on “Utilization of ICT Resources for Learning by Business Education Students in

Colleges of Education”. The result was similar because they were all carried out in the

collges of education8. In the same vein, informanction communication

telecommunication (ICT) integration is low (x̅ = 2.290). This result does not corroborate

with that Integration of Modern Technology in Business Education Curriculum of
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College of Education for Students’ Self Reliance in Kwara State, Nigeria” which

showed that ‘moderate level’ of business education curriculum among college of

education students’self reliance towards the objective of business of education in

Southwest, Nigeria9. The differences observed in the result could be that this present

study was conducted in the entire Southwest while the former study was carried out in

only Kwara State. In term of the informanction communication telecommunication (ICT)

competency is low (x̅ = 2.315), This result does not corroborate with “Evaluation of the

Relevance of Information and Communication Technology (ICT) Competencies to the

Effectiveness of Entrepreneurship Educationship Education in Polytechnics in

Nigeria” which showed a moderate level of ICT competency on the objective of

business education in Southwest, Nigeria10. The differences observed in the result could

be that this present study was conducted in the entire Southwest colleges of education

while the former was carried out in the Polytechnic. In addition to the above result

which does not corroborate with “Competencies Useful to Business Educators for

Effectiveness in ICT Related Businesses in Olamaboro Local Government Area of Kogi

State” which showed a high level of ICT competency11. The differences observed in the

result could be that this present study was conducted in the entire Southwest colleges of

education while the former was carried out in the Kogi State of Nigeria. Another study

also confirms the result of a low level “Influence of ICT Capacity on Effective

Utilization of ICT to Improve Organizational Performance of Learning Institutions: A

Literature Review”12. This study is in similar with the present study.

The finding from research question three of the study (What is the Status of

Human Resource Management Practice (Talent Management, Compensation/Employee
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Benefits, Workplace Safety and Training & Development in Colleges of Education?)

clearly indicated that talent management (x̅ = 2.766), compensation/employee benefits

(x̅ = 2.518) and the workplace safety (x̅ = 2.748) and training and development

programme (x̅ = 2.687) are at “moderate level” in college of education in Southwest,

Nigeria. The result corroborates that of a study which revealed moderate level of job

security and job satisfaction as determinants of organizational commitment among

University Teachers in Cross River State, Nigeria13. The differences observed in the

result could be that this present study was conducted in the entire Southwest colleges of

education while the former was carried out in the Cross River State University of

Nigeria. This result is also supported by that of a study which revealed utilization of

global workplace adaptations for enhanced academic staff roductivity in Rivers State

Universities14. The differences observed in the result could be that this present study

was conducted in the entire Southwest colleges of education while the former was

carried out in the University in River State, Nigeria. On the aspect of

compensation/employee benefits, the result does not corroborate with “Effect of

Remuneration and Achievement Motivation on Lecturer Performance in the Management

Department, Faculty of Economics and Business which have a low level of remuneration

on the lecturers15. The differences observed in the result could be that this present study

was conducted in the entire Southwest colleges of education on secondary school

teachers while the former was carried out among lecturers.

The test of hypothesis one clearly indicated a significant combined contribution of

Information Communication Technology Factors (ICT facilities, ICT integration, ICT

competence) and Human Resource Management Practice (Talent management,
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compensation/employee benefits, work place safety and Training & Development) on

achievement of Business Education Objectives in Colleges of Education in Southwest,

Nigeria (F8,1593 = 6.599, P<0.05). This result corroborates that of a study which revealed

significant joint contribution of Availability and Utilization of New Technology

Infrastructures for Teaching Business Education Courses in Ondo State Tertiary

Institution16. The similarities observed in the result could be that both studies were

carried out on the teaching of business education. Another study also revealed

significant joint contribution of Strategies for Improving Quality use of ICT Tools in

Office Technology and Management Programme in Polytechnics in Delta State for

National Development17. A study also revealed significant joint Human Research

Management and Workplace on Objectives of Business Education in Africa: Current

Research and Future Directions–evidence from South Africa and across the Continent18.

Furthermore, a study on “Roles of Infrastructure and ICT Facilities in Enhancing

Curriculum Implementation in Nigerian Tertiary Institutions” also revealed a significant

joint influence of information communication technology facilities, integration, and

competency on objective of business education inSouthwest, Nigeria19. The findings is

also in line with that of a study which showed significant joint contribution of work

place, ICT facilities, competency, reward systems, training development, availability of

compensation on teaching of business education River State, Nigeria20. The differences

observed in the result could be that this present study was conducted in the entire

Southwest colleges of education on secondary school teachers while the former was

carried out among lecturers in River State. The results also corroborates that of a study

which revealed that influence of ICT Capacity, ICT Integration and workplace on
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Effective Utilization of ICT to Improve Organizational Performance of Learning

Institutions: A Literature Review jointly accounted for 76.6 percent of the total variance

in objective of business education in Cross River State21.

The test of hypothesis two clearly indicated that the beta standardized coefficients and t-

values for ICT facilities (β =.101; t = 1.207; Significance =.005), ICT integration (β

=.282; t = 1.816; Significance =.000), ICT Competence (β = .022; t = 1.201;

Significance =.005), Talent management (β =.081; t = 1.256; Significance =.005),

Compensation/Employee benefits (β = .231; t = 1.076; Significant = .000), Work place

safety (β = .531; t = .987; Significant = .001), Training & Development (β = .187; t =

2.087; Significant = .005), have significant individual or relative influence on teachers

commitment at 0.05 level of significance. This result partially agrees with that of a

study which revealed significant relative influence of adequacy and utilization of ICT

resources for quality instructional delivery in business education in Universities in

South-West Nigeria22. The similarities observed in the result could be that this present

study was conducted in the entire Southwest while the former study was also carried out

in Southwest, Nigeria. The differences observed in the result could be that this present

study was conducted in the colleges of education in the entire Southwest while the

former study was carried out in the university in Southwest, Nigeria. This result is

partially supported by that of a study which revealed that the role of organizational

commitment in the relationship between human resource management practices and

competitive advantage is relatively significant to objectives of business education

Jordanian private Universities23.
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Chapter Five
Conclusion

This chapter presents the summary of findings; conclusion and

recommendations based on the findings, contribution to knowledge and suggested area

for further research.

5.1 Summary of Findings

This research work was carried out to investigate entrepreneurship

education, ICT competencies on SMEs among students of business education in

colleges of education, Southwest, Nigeria. The demographic findings of teachers

showed that 611 (38.4%) of the teachers are males while 982 (61.6%) are females. This

showed a higher number of female to male teachers in public secondary schools in

Southwest, Nigeria which could imply that females are more interested, willing or

readily available to teach than males in the region. In terms of their age, 229 (14.4%) of

the teachers are within 20-30 years of age, 375 (23.5%) are within 31-40 years of age,

603 (37.8%) are within 41-50 years of age, 284 (17.8%) are within 51-60 years of age,

while the remaining 102 (06.4%) are 61 years of age and above. This could imply that

majority of the teachers are in their mid-age which could imply they still have the

strength to teach. Results also showed that 41 (02.6%) have NCE as their highest

academic qualification, 60 (03.8%) have Diploma as their highest academic

qualification, 815 (51.2%) have Bachelor’s degree as their highest academic

qualification, 55 (03.4%) have Post Graduate Diploma (PGD) as their highest academic

qualification, 543 (34.1%) have Master’s degree as their highest academic qualification,

while the remaining 79 (05.0%) have MPhil/ Doctorate degrees as their highest

academic qualification. This result implies that majority of the teachers are not only



188

university graduates but also educated to the post graduate level. Lastly, results showed

that 48 (03.0%) have 1-5 years of teaching experience, 389 (24.4%) have within 6-10

years of experience, 388 (24.4%) have within 11-15 years of teaching experience, 628

(39.4%) have within 16-20 years of teaching experience, 100 (06.3%) have within 21-

25 years of teaching experience, 30 (01.9%) have within 26-30 years of teaching

experience, while the remaining 10 (0.6%) have within 31 years and above teaching

experience. This result implies that majority of the teachers have at least 11 years of

teaching experience which is good for secondary school education.

In addition, it shows that 453 (42.7%) of the principals are males while 608

(57.3%) are females. This showed a higher number of female to male principals in

public secondary schools in Southwest, Nigeria. Since there are more female to male

teachers then there is every likelihood of more female to male principals since its

teachers that eventually get promoted to the post of principal ship. In terms of their age,

40 (3.8%) of the principals are within 31-40 years of age, 311 (29.3%) are within 41-50

years of age, 568 (53.8%) are within 51-60 years of age while the remaining 242

(22.8%) are 61 years of age and above. This could imply that majority of the principals

are in well advanced in age which may suggests they are matured and hugely

experienced. Results also showed that 489 (46.1%) have Bachelor’s degree as their

highest academic qualification, 171 (16.1%) have Post Graduate Diploma (PGD) as

their highest academic qualification, 318 (29.9%) have Master’s degree as their highest

academic qualification, while the remaining 83 (07.8%) have MPhil/ Doctorate degrees

as their highest academic qualification. This result implies that majority of the

principals are not only university graduates but also educated to the post graduate level.
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Lastly, results also showed that 15 (01.4%) have within 11-15 years of educational

experience, 55 (05.2%) have within 16-20 years of educational experience, 380 (35.8%)

have within 21-25 years of educational experience, 523 (49.3%) have within 26-30

years of educational experience, while the remaining 88 (08.3%) have within 31 years

and above teaching experience. This result implies that majority of the principals have

at least 21 years of educational experience which is very good for principal ship in

secondary school education.

The finding from research question one revealed that the Achievement of the

Objectives Business Education in Colleges of Education in Southwest, Nigeria is low

as generally “disagreed” by the principals at the weighted mean (x̅ = 2.471)

The finding from research question two of the study clearly indicated that

Informanction Communication Telecommunication (ICT) facilities is low (x̅ = 2.343),

Informanction Communication Telecommunication (ICT) Integration is low (x̅ = 2.290)

and Informanction Communication Telecommunication (ICT) Competency is low (x̅ =

2.315) on the objectives of business education in Southwest, Nigeria

The finding from research question three of the study clearly indicated that talent

management (x̅ = 2.766), compensation/employee benefits (x̅ = 2.518) and the

workplace safety (x̅ = 2.748) and training and development programme (x̅ = 2.687) are

at “moderate level” in the achievement of objective of business education in college of

education in Southwest, Nigeria.

Test of hypothesis one showed a significant combined influence of Information

Communication Technology Factors (ICT facilities, ICT integration, ICT competence)

and Human Resource Management Practice (Talent management,
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compensation/employee benefits, work place safety and Training & Development) on

achievement of Business Education Objectives in Colleges of Education in Southwest,

Nigeria (F8,1593 = 6.599, P<0.05).

The test of hypothesis two clearly indicated that the beta standardized

coefficients and t-values for ICT facilities (β =.101; t = 1.207; Significance =.005), ICT

integration (β =.282; t = 1.816; Significance =.000), ICT Competence (β = .022; t =

1.201; Significance =.005), Talent management (β =.081; t = 1.256; Significance =.005),

Compensation/Employee benefits (β = .231; t = 1.076; Significant = .000), Work place

safety (β = .531; t = .987; Significant = .001), Training & Development (β = .187; t =

2.087; Significant = .005), have significant individual or relative influence on the

achievement of objective of business education at 0.05 level of significance.

5.2 Conclusion

This research work examined information communication technology, human

resources management practices and achievement of objective of business education in

colleges of education, Southwest, Nigeria. Majority of the principals are female and

well advanced in age which may suggests they are matured and hugely experienced.

Majority of the school principals have Bachelor’s degree as their highest academic

qualification and 11-15 years of teaching experience and within 51-60 years of age. It

can be concluded that there is also female dominance in the managerial affairs of

Southwest public secondary school education.

Achievement of the Objectives Business Education in Colleges of Education in

Southwest, Nigeria is low. It was also revealed that the Informanction Communication

Telecommunication (ICT) facilities is low, Informanction Communication
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Telecommunication (ICT) Integration is low and Informanction Communication

Telecommunication (ICT) Competency is low on the objectives of business education in

Southwest, Nigeria. It could be concluded the Information Communication Technology

is very low in achieving the objective of business education. It was also shown that ICT

facilities, ICT integration and the ICT competency were low in achieving the objectives

of the objective of business education in Southwest, Nigeria. It can be concluded that

the level of ICT facilities as well as ICT integration and ICT competeny for lecturers

use and in achieving the objective of business of education is at a low state in the region.

Furthermore, it was concluded that talent management, compensation/employee

benefits, the workplace safety and training and development programme are at

“moderate level” in the achievement of objective of business education in college of

education in Southwest, Nigeria.

Findings of the study also showed joint influence of Information

Communication Technology Factors (ICT facilities, ICT integration, ICT competence)

and Human Resource Management Practice (Talent management,

compensation/employee benefits, work place safety and Training & Development) on

achievement of Business Education Objectives in Colleges of Education in Southwest,

Nigeria (F8,1593 = 6.599, P<0.05). It can conclude that the Information Communication

Technology Factors and Human Resource Management Practice practices have

significant contribution to achievement of Business Education Objectives in Colleges of

Education in Southwest, Nigeria. Based on the above findings, it can therefore be

concluded that the low level of the availability of the Information Communication

Technology ICT facilities, integration as well as the competence and the moderate level



192

of human resources management practice affected the achievement of the objective of

business education in colleges of education in Southwest, Nigeria.

5.3 Recommendations

1. Based on the summary of findings and conclusions, the following recommendations

are therefore stated:

a. Based on the findings indicating a commendable level of achievement of

objectives of business education in colleges of Education, Southwest, Nigeria, it

is recommended that government and stakeholders in education establish a

formal system for recognizing and revisit of the business education curriculum

to suit the needs of the society

b. Considering the varying levels of safety in our workplace across different

dimensions within colleges of education Southwest, Nigeria, there is a need to

develop a comprehensive safety training programme for both lecturers and

students, focusing on preventive measures, emergency response protocols, and

awareness of potential safety hazards in order to achieve the objectives of

business education

c. In regarding the compensation and reward system, government should conduct a

periodic review of lecturers in colleges of education as well as business studies

teachers' compensation packages to ensure they remain competitive and aligned

with economic trends and standards which include awards, certificates, or other

forms of acknowledgment to celebrate and incentivize dedication among
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teachers. This review process should involve input from stakeholders, including

teachers' associations, to advocate for fair and equitable remuneration for

educators.

d. There is a need for implementation of the Information Communication

Technology (ICT) facilities to suit the achievement of objective of business

eduction in the colleges of education. The government and educational

stakeholders should do all they can to ensuring that ICT working facilities are

provided till they are adequate for lectures in the colleges of education as well as

the business education teachers and students. They should allocate more funds to

the provision of ICT infrastructures, instructional facilities and equipping the

physical environment. Boreholes should be constructed in the environment to

ensure regular water supply, Wi-Fi, electricity and canteens that subsidize meals

for teachers should be provided as these can boost the achievement of the

objectives of business education.

5.4 Contribution to Knowledge

This research has added to knowledge conceptually, theoretically and

empirically as discussed below:

1. Theoretical Contribution

This study was anchored on three theories, namely; motivational theory,

innovation diffusion theory and self determination theory. The theories supported the

notion of Information Communication Technology Factors, Human Resource

Management Practice on the achievement of objective of business eduction in colleges
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of education, Southwest, Nigeria. This study has thus contributed theoretically by

providing useful and relevant application of the above theories to the study on

“Information Communication Technology (ICT) and Human Resources Management

Practice on the achievement of objectives of business education in Colleges of

Education, Southwest, Nigeria.” other than the way they were used in previous studies.

Many similar studies in the past did not use the above theories to support the influence

of the independent variables on the dependent variable.

2. Conceptual Contribution

This study has contributed to knowledge conceptually by providing a better

insights and clarification of useful concepts (such as ICT facilities, ICT integration, ICT

competency, workplace, compensation, training and development programm) beyond

that used in prior studies. Most of the above concepts were demystified and simplified

better than the way they were defined in previous studies.

3. Empirical Contribution

A thorough search of literature showed a dearth of studies on the joint influence

of Information Communication Technology Factors, Human Resource Management

Practice practices on Achievement of objectives of Business Education in Colleges of

Education, Southwest, Nigeria. This study has contributed empirically to knowledge by

establishing that there exists a joint and relative significant influence of Information

Communication Technology Factors and Human Resource Management Practice
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practices on the Achievement of objective of Business Education in Colleges of

Education, Southwest, Nigeria thus closing the identified gap in knowledge.

5.5 Suggested Areas of Further Research

In subsequent studies, qualitative research approach which involve the use of in-

depth interviews, case studies and focus group discussions can be adopted to provide

qualitative information on the research topic. Mixed study research design can therefore

be used in another study. The demographic variables of the lecturers and students and

other demographic characteristics of lecturers apart from teachers and principals may be

considered in subsequent studies. This would help to see if there exists significant

moderating influence lecturers’ age, educational experience and qualifications on the

relationship among Information Communication Technology Factors and Human

Resource Management Practice practices on achievement of objectives of Business

Education in Colleges of Education, Southwest, Nigeria. Other aspects of higher

education such as universities can be used in subsequent studies. More indices of

Information Communication Technology Factors and Human Resource Management

Practice practices could be used in further studies.
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Apendix 1

Research Questionnaire I

Information Communication Technology and Human Resources Management
Questionnaire (ICTHRMQ) (

Achievement of Business Education Objectives Questionnaire ( ABEOQ)
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Principals Questionnaire

Dear Sir/Ma,

The questionnaire is designed to collect information on the following indicators on
achievement on Business Education Objectives. The questionnaire is essentially for
research purposes, hence your participation and contribution to the success of this study
will be greatly appreciated.

Your response will be treated confidentially.

Thank You

The Researcher

Section A

This section contains demographic information of the respondents. Please tick the

option that best fit your response to the questions or statements.

1. Gender: Male ( ) Female ( )

2. Marital Status: Married ( ) Single ( ) Divorced ( ) Separated ( )

3. Age Range: Less than 30 ( ) 30-40 ( ) 41-50 ( ) Above 50 ( )

4. Educational Qualification: NCE ( ) BSc/ B .Ed ( ) MSc/M.Ed ( ) PhD ( )

5. Teaching Experiences: 11- 15 ( ) 16-20 ( ) 21-25 ( ) 26-30 ( ) Above

30 ( )

Section B

Achievement of Business Education Objectives Questionnaire (AABEOQ)
Instruction: Please pick among the options provided, the one that best describe
your response to the statement.
S/N Strongly

Agree
Agree Disagree Strongly

Disagree
1 To produce well qualified and

competent NCE graduate in business
Education Subjects.

2 To produce NCE business teachers who
will be able to inculcate the vocational
aspects of Business Education.

3 To produce NCE business teachers who
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will start with so much desired
revolution of vocational development.

4 To prepare students in Business
Education with necessary competence

5 To equip graduates with the right skills
to engage in a life of work in the office
as well as for self-employment.

6. To produce NCE business teachers
who will be able to inculcate the
entrepreneurial aspects of Business
Education

Appendix II

Department of Art and Social Science Education,

Faculty of Education,

Lead city University Ibadan

Information Communication Technology Factors Questionnaire (ICTFQ)

Business Studies Teachers Questionnaire

Dear Sir/Ma,

The questionnaire is designed to collect information on the following indicators on
academic achievement on Business Education Objectives. The questionnaire is
essentially for research purposes, hence your participation and contribution to the
success of this study will be greatly appreciated.

Your response will be treated confidentially.

Thanks

Researcher

Sections A

Bio-data
This section contains demographic information of the respondents, please tick the
option that best fit your response to the questions or statements.
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1. Gender: Male ( ) Female ( )

2. Marital status: Married ( ) Single ( ) Divorced ( ) Separated ( )

3. Age Range: Less than 30 ( ) 30-40 ( ) 41-50 ( ) Above 50 ( )

4. Educational Qualification: NCE ( ) BSc/ B .Ed ( ) MSc/M.Ed ( ) PhD ( )

5. Teaching Experiences: Less than 5 ( ) 5-10 ( ) 11- 15 ( ) 16-20 ( )

21-25 ( ) 26-30 ( ) Above 30 ( )

Section B

This section contains items to determine level of ICT Competence , ICT Integration,&
ICT Facility of Business Studies lecturers in colleges of education in Southwest Nigeria.
Please pick among the options provided the one that best describe your response to the
statement
S/N Items (ICT Competence) Very

High
Level

High
Level

Low
Level

Very
Low
Level

1 Availability of internet services on
campus

2 Usage of projectors to teach large
classes

3 ICT app such as email, telegram,
whatsapp etc. to teach and give
information to students

4 Usage of online platforms such as
Google meet, zoom,
Googlespreadsheet , e-book, Google
classroom, Microsoft team etc. to teach

( ICT Integration)

5 ICT tools are use to teach Business
Education Courses

6 Overhead projectors are used for large
classes

7 Sending materials through email
address, telegram and other forms of
media to teach the student.

8 Holding online classes through the use
of Google meet, zoom, Google
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classroom etc.

( ICT Facilities)
9 Provision of a well equipped facilities

such as lecture theatre, library, halls,
workshop, laboratories etc

10 Regular supply of power for usage of
ICT gadget in school.

11 Availability of office assistance for the
resources centres in school.

12 Provision of ICT gadgets in school.

Appendix III

Department of Art and social science Education, Faculty of Education Lead City
University, Ibadan

Human Resources Management Practices Questionnaire (HRMPQ)

Sections A

Bio-data

This section contains demographic information of the respondents, please tick the
option that best fit your response to the questions or statements.

Gender: Male ( ) Female ( )

Age Range: Less than 30 years ( ) 30-40 years ( ) 41-50 years ( ) Above
50 years ( )

Educational Qualification: NCE ( ) Diploma ( ) BSc/ B .Ed ( ) MSc/M.Ed ( )

Mphil/PhD ( )

Teaching Experiences: Less than 5 years ( ) 5-10 years ( ) 11- 15 years ( ) 16-20

years ( ) 21-25 years ( ) 26-30 years ( ) Above 30 years ( )

Section B
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This section contains items to determine level human resource management practice in
colleges of education in Southwest Nigeria. Please pick among the options provided the
one that best describe your response to the statement

Human Resources Management Practices Questionnaire (HRMPQ)

S/N Talent Management Strongly
Agree

Agree Disagree Strongly
Disagree

1 Planning according to needs of
lecturers

2 Attracting the best talented
lecturer

3 Selecting the suitable candidates
to teach

4 Provision of development
programs for its academic staff

5 working out means to retains
valued lecturers

6 Conducting lecturer’s assessment
through students views
Compensation/ employee benefit

7 Payment of overtime allowances
8 Payment of leave bonuses
9 Payment of study allowances
10 Provision of insurance ( HMO )
11 Provision of accommodation
12 Provision of incentives for

outstanding performance
Work place safety

13 Creating a safe and hazard-free
environment

14 Provision of environment devoid
of health-related risks.

15 Provision of awell equipped health
facilities such as first aid
equipment, clinic, ambulance etc.

16 Sensitization of staff and student
on necessary safety measure

17 Provision of night and day security
personnel

Training & Development
18 Provision of development

programme for the lecturer as
needs arises.
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19 Engaging lecturers in on-the-job
training

20 Organising conferences, seminar,
workshop for lecturers
periodically.

Appendix II
Computation Results from SPSS Analysis

Frequency Distribution of Demographic Characteristics of Teachers (n= 1593)

Gender Distribution of Demographic Characteristics of Teachers
Frequency Percent Valid

percent
Cumulative
percent

Valid Male
Female

611
982

38.4.
61.6

38.4
61.6

Total 1593 100 100

Age Range Distribution of Demographic Characteristics of Teachers
Frequency Percent Valid

percent
Cumulative
percent

Valid 20 – 30 years
31 – 40 years
41 - 50 Years
51 – 60 Years
61 and above

229
375
603
284
102

14.4
23.5
37.8
17.8
06.4

14.
23.
37.8
17.8
06.4

Total 1593 100 100

Highest Qualifications Academic of Demographic Characteristics of Teachers
Frequency Percent Valid

percent
Cumulative
percent
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Valid NCE
Diploma
Bachelor’s Degree
PG
Master’s Degree
Mphil/Doctorate
Degree

41
60
815
55
543
79

02.6
03.8
51.2
03.4
34.1
05.0

02.6
03.8
51.2
03.4
34.1
05.0

Total 1593 100 100

Year Teaching Experiences of Demographic Characteristics of Teachers
Frequency Percent Valid

percent
Cumulative
percent

Valid 1-5
6-10
11-15
16-20
21-25
26-30
31 and above

48
389
388
628
100
30
10

03.0
24.4
24.4
39.4
06.3
01.9
0.6

03.0
24.4
24.4
39.4
06.3
01.9
0.6

Total 1593 100 100

Frequency Distribution of Demographic Characteristics of Principals (n= 1061)
Gender Distribution of Demographic Characteristics of Principals

Frequency Percent Valid
percent

Cumulative
percent

Valid Male
Female

453
608

42.7
57.3

42.7
57.3

Total 1061 100 100

Age Range Distribution of Demographic Characteristics of Principals
Frequency Percent Valid

percent
Cumulative
percent
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Valid 31-40 years
41 – 50 years
51 - 60 Years
61 and above

40
311
568
102

40
311
568
242

03.8
29.3
53.5
22

Total 1061 100 100

Highest Qualifications Academic of Demographic Characteristic Principle
Frequency Percent Vali

d percent
Cumulative
percent

Valid Bachelor’s Degree
PGD
Master Degree
MPhil/Doctorate

489
171
318
83

46.1
16.1
29.9
07.8

46.1
16.1
29.9
07.8

Total 1061 100 100

Year of Educational Experiences of Demographic Characteristics of Principle
Frequency Percent Valid

percent
Cumulative
percent

Valid 11-15years
16-20years
21-25years
26-30years
31years and above

15
55
380
523
88

01.4
05.2
35.8
49.3
08.3

01.4
05.2
235.8
49.3
08.3

Total 1593 100 100

Level of Achievement of the Objectives Business Education in Colleges of Education in
Southwest, Nigeria (n = 1061)
To produce well qualified and competent NCE graduate in business subjects.

Frequency Percent Valid
percent

Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

126
459
348
128

12.0
43.2
32.8
12.0

12.0
43.2
32.8
12.0

Total 1061 100 100

To produce NCE business teachers who will be able to inculcate the vocational aspects of
Business Education.
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Frequency Percent Valid
percent

Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

245
95
257
464

32.1
09.0
24.2
43.7

32.1
09.0
24.2
43.7

Total 1061 100 100

To produce NCE business teachers who will start with so much desired revolution of
vocational development

Frequency Percent Valid
percent

Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

150
101
323
487

14.1
09.5
30.4
45.9

14.1
09.5
30.4
45.9

Total 1061 100 100

To prepare students in Business Education with necessary competence
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

203
234
375
249

19.1
23.1
35.3
23.5

19.1
23.1
35.3
23.5

Total 1061 100 100

To equip graduates with the right skills to engage in a life of work in the office as well as for
self-employment

Frequency Percent Valid
percent

Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

100
399
487
75

09.4
37.6
46.0
07.0

09.4
37.6
46.0
07.0

Total 1061 100 100

To produce NCE business teachers who will be able to inculcate the entrepreneurial aspects
of Business Education
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Frequency Percent Valid
percent

Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

462
331
122
146

43.5
31.2
11.5
13.8

43.5
31.2
11.5
13.8

Total 1061 100 100

Level of ICT Facilities on the Objectives of Business Education in Colleges of
Education in Southwest, Nigeria? (n = 1593)
Provision of a well equipped facilities such as lecture theatre, library, halls, workshop,
laboratories etc

Frequency Percent Valid
percent

Cumulative
percent

Valid Very High Level
High Level
Low Level
Very Low Level

182
344
583
484

11.4
21.6
36.6
30.4

11.4
21.6
36.6
30.4

Total 1593 100 100
Regular supply of power for usage of ICT gadget in school.

Frequency Percent Valid
percent

Cumulative
percent

Valid Very High Level
High Level
Low Level
Very Low Level

171
286
582
554

10.7
17.9
36.5
34.8

10.7
17.9
36.5
34.8

Total 1593 100 100

Availability of office assistance for the resources centres in school.
Frequency Percent Valid

percent
Cumulative
percent

Valid Very High Level
High Level
Low Level
Very Low Level

294
520
452
327

18.5
32.6
28.4
20.5

18.5
32.6
28.4
20.5

Total 1593 100 100

Provision of ICT gadgets in school
Frequency Percent Valid

percent
Cumulative
percent

Valid Very High Level
High Level

179
403

11.2
25.3

11.2
25.3
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Low Level
Very Low Level

510
501

32.0
31.5

32.0
31.5

Total 1593 100 100

Availability of computerized gadget that are relevant to the school system
Frequency Percent Valid

percent
Cumulative
percent

Valid Very High Level
High Level
Low Level
Very Low Level

184
542
677
190

11.5
34.0
42.5
12.0

11.2
25.3
32.0
31.5

Total 1593 100 100

Actual/real objects on ICT equipment to make a lesson visibly practical to the students
Frequency Percent Valid

percent
Cumulative
percent

Valid Very High Level
High Level
Low Level
Very Low Level

418
634
293
248

26.2
39.8
18.4
15.6

26.2
39.8
18.4
15.6

Total 1593 100 100

Level of ICT Integration on the Objectives of Business Education in Colleges of
Education in Southwest, Nigeria? (n = 1593)
ICT tools are used to teach Business Subjects

Frequency Percent Valid
percent

Cumulative
percent

Valid Very High Level
High Level
Low Level
Very Low Level

183
32
594
489

11.5
20.5
37.3
30.7

11.5
20.5
37.3
30.7
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Total 1593 100 100

Sending materials through email address, telegram and other forms of media to teach the
student.

Frequency Percent Valid
percent

Cumulative
percent

Valid Very High Level
High Level
Low Level
Very Low Level

274
340
544
435

17.2
21.3
34.2
27.3

17.2
21.3
34.2
27.3

Total 1593 100 100

Holding online classes through the use of Google meet, zoom, Google classroom etc.
Frequency Percent Valid

percent
Cumulative
percent

Valid Very High Level
High Level
Low Level
Very Low Level

192
298
618
485

12.1
18.7
38.8
30.4

12.1
18.7
38.8
30.4

Total 1593 100 100

Over head projectors usage to large classes
Frequency Percent Valid

percent
Cumulative
percent

Valid Very High Level
High Level
Low Level
Very Low Level

271
290
584
448

17.0
18.2
36.7
28.1

17.0
18.2
36.7
28.1

Total 1593 100 100

The usage of slide in teaching the business education students.
Frequency Percent Valid

percent
Cumulative
percent

Valid Very High Level 209 13.1 13.1
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High Level
Low Level
Very Low Level

373
572
439

23.4
35.9
27.6

23.4
35.9
27.6

Total 1593 100 100

The usage of voice message as a means of passing information to the business studies to the
students.

Frequency Percent Valid
percent

Cumulative
percent

Valid Very High Level
High Level
Low Level
Very Low Level

360
652
398
183

22.6
41.0
25.0
11.4

22.6
41.
25.0
11.4

Total 1593 100 100

Level of ICT Competence on the Objectives of Business Education in Colleges of
Education in Southwest, Nigeria? (n = 1593)

Availability of internet services on campus
Frequency Percent Valid

percent
Cumulative
percent

Valid Very High Level
High Level
Low Level
Very Low Level

243
566
518
266

15.3
35.5
32.5
16.7

15.3
35.5
32.5
16.7

Total 1593 100 100

ICT app such as email, telegram, Whatsapp etc. to teach and give information to students
Frequency Percent Valid

percent
Cumulative
percent

Valid Very High Level
High Level
Low Level
Very Low Level

222
630
496
245

14.0
39.5
31.1
15.4

14.0
39.5
31.1
15.4

Total 1593 100 100

Usage of projectors to teach large classes as a mean of passing the subject matter to the
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business education students
Frequency Percent Valid

percent
Cumulative
percent

Valid Very High Level
High Level
Low Level
Very Low Level

181
340
600
472

11.4
21.3
37.7
29.6

11.4
21.3
37.7
29.6

Total 1593 100 100

Usage of online platforms such as Google meet, zoom, Google spreadsheet to teach
Frequency Percent Valid

percent
Cumulative
percent

Valid Very High Level
High Level
Low Level
Very Low Level

209
322
607
455

13.1
20.2
38.1
28.6

13.1
20.2
38.1
28.6

Total 1593 100 100

Access to the use of e-book, Google classroom, Microsoft team etc. to teach
Frequency Percent Valid

percent
Cumulative
percent

Valid Very High Level
High Level
Low Level
Very Low Level

371
369
614
239

23.3
23.1
38.5
15.0

23.3
23.1
38.5
15.0

Total 1593 100 100

Audio aids such as cassettes recorder, radio, microphone, public address system and podcasts
for teaching/learning purposes

Frequency Percent Valid
percent

Cumulative
percent

Valid Very High Level
High Level
Low Level
Very Low Level

471
607
200
315

29.6
38.1
12.6
19.7

29.6
38.1
12.6
19.7

Total 1593 100 100

Status of Talent Management in Colleges of Education in Southwest, Nigeria (n =
1593)
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Planning according to needs of lecturers
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

389
396
401
407

24.4
24.8
25.3
25.5

24.4
24.8
25.3
25.5

Total 1593 100 100

Attracting the best talented lecturer
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

319
469
519
286

20.0
29.4
32.6
18.0

20.0
29.4
32,6
18.0

Total 1593 100 100

Selecting the suitable candidates to teach
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

488
569
298
234

30.6
35.7
18.7
15.0

30.6
35.7
18.7
15.0

Total 1593 100 100

Provision of development programs for its academic staff
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

561
629
133
270

35.2
39.5
08.3
17.0

35.2
39.5
08.3
17.0

Total 1593 100 100

Working out means to retains valued lecturers
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree

631
640

39.6
40.2

39.6
40.2
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Disagree
Strongly Disagree

220
102

13.8
06.4

13.8
06.4

Total 1593 100 100

Conducting lecturer’s assessment through students views
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

401
651
241
300

25.3
40.8
15.1
18.8

25.3
40.8
15.1
18.8

Total 1593 100 100

Status of Compensation/Employee Benefits in Colleges of Education in Southwest,
Nigeria (n = 1593)
Payment of overtime allowances

Frequency Percent Valid
percent

Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

351
550
446
246

22.0
34.5
28.0
15.4

22.0
34.5
28.0
15.4

Total 1593 100 100

Payment of leave bonuses
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

432
593
294
274

27.1
37.2
18.5
17.2

27.1
37.2
18.5
17.2

Total 1593 100 100

Payment of study allowances
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree 216 13.5 13.5
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Agree
Disagree
Strongly Disagree

157
656
564

10.0
41.1
35.4

10.0
41.1
35.4

Total 1593 100 100

Provision of insurance (HMO)
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

239
285
549
549

15.0
18.0
34.5
34.5

15.0
18.0
34.5
34.5

Total 1593 100 100

Provision of incentives for outstanding performance
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

632
562
213
186

39.7
35.3
13.3
11.7

39.7
35.3
13.3
11.7

Total 1593 100 100

Status of Workplace Safety in Colleges of Education in Southwest, Nigeria (n =
1593)
Creating a safe and hazard-free environment

Frequency Percent Valid
percent

Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

571
511
337
174

35.8
32.1
21.1
11.0

35.8
32.1
21.1
11.0

Total 1593 100 100

Provision of environment devoid of health-related risks
Frequency Percent Valid Cumulative
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percent percent
Valid Strongly Agree

Agree
Disagree
Strongly Disagree

540
622
283
148

33.8
39.0
17.8
09.3

33.8
39.0
17.8
09.3

Total 1593 100 100

Sensitization of staff and student on necessary safety measure
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

459
576
228
330

28.8
36.2
14.3
20.7

28.8
36.2
14.3
20.7

Total 1593 100 100

Provision of a well equipped health facilities such as first aid equipment, clinic, ambulance
etc.

Frequency Percent Valid
percent

Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

413
651
30
207

25.9
40.9
19.1
13.0

25.9
40.9
19.1
13.0

Total 1593 100 100

Provision of night and day security personnel
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

278
434
425
456

17.5
27.2
26.7
28.6

17.5
27.2
26.7
28.6

Total 1593 100 100

Status of Training & Development program in Colleges of Education in Southwest,
Nigeria (n = 1593)
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Engaging lecturers in on-the-job training
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

474
557
311
251

29.7
35.0
19.5
15.8

29.7
35.0
19.5
15.8

Total 1593 100 100

Provision of development programme for the lecturer as needs arises
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

330
576
429
258

20.7
36.1
27.0
16.2

20.7
361
27.0
16.2

Total 1593 100 100

Organizing hybrid symposium for lecturers in the college
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

413
651
331
198

26.0
40.8
20.8
12.4

26.0
40.8
20.8
12.4

Total 1593 100 100

Organizing hybrid symposium for lecturers in the college
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

413
651
331
198

26.0
40.8
20.8
12.4

26.0
40.8
20.8
12.4

Total 1593 100 100

Opportunities of enaging in job rotation and coaching from senior colleguage
Frequency Percent Valid Cumulative
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percent percent
Valid Strongly Agree

Agree
Disagree
Strongly Disagree

220
733
224
416

13.8
46.0
14.1
26.1

13.0
46.0
41.1
26.1

Total 1593 100 100

Multiple Regression Analysis and Model Summary for the Combined contribution
of Information Communication Technology Factors (ICT Facilities, ICT
Integration, ICT Competence) and Human Resource Management Practice
(Talent Management, Compensation/Employee Benefits, Work Place Safety and
Training & Development) on Achievement of Business Education Objectives in
Colleges of Education in Southwest, Nigeria.

ANOVA

Model
Sum of
Squares Df

Mean
Square F Sig.

Decision

1 Regression 314.909 8 39.363 6.599 .001 Significant

Residual 9455.157 1585 5.965
Total 9770.066 1593

Model Summary

R = .680

R Square = .532

Adjusted R Square = .534

Standard Error of the Estimate = 3.63648
Dependent Variable: Achievement of Business Education Objectives
Predictors: (Constant), ICT Facilities, ICT Integration, ICT Competence, Talent Management,
Compensation, Employee Benefits, Work Place Safety and Training & Development

NB:Anova value is significant at P<0.05

Field Work, 2024

Coefficients of Multiple Regression Analysis for the relative influence of
Information Communication Technology Factors (ICT facilities, ICT integration,
ICT competence) and Human Resource Management Practice (Talent
management, Compensation, Employee benefits, Work place safety and Training
& Development) on achievement of Business Education Objectives in Colleges of
Education in Southwest, Nigeria

Coefficients
Model Unstandardized Standardized T Sig.
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Coefficients Coefficients
B Standard

Error
Beta

1 (Constant) 41.040 2.4
68

16.632 .000

ICT facilities .101 .084 .065 1.207 .005
ICT integration .282 .074 .241 1.816 .000
ICT competence .022 .072 .211 1.201 .001
Talent management .081 .064 .147 1.256 .005
Compensation/Employee
benefits
Work place safety

.231

.531
.065
.051

.375

.123
1.076
.987

.005

.005
Training & Development .187 .090 .277 2.087 .005

Dependent Variable: Achievement of Business Education Objectives
Source: Fieldwork, 2024;
*t-value significant at P<0.05
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