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Abstract

Performance of teachers in secondary schools in Nigeria has been a great concern to
educational stakeholders. This is due to the pertinent and sensitive role teachers’ play in
the attainment of desired educational goals. However, in many Nigerian secondary
schools, particularly in Oyo State, concerns have been raised about the declining quality
of teaching and the low performance of students in both internal and external
examinations. This study therefore investigated Academic Qualifications and.School
Organisational Climate as Predictors of the Job Performance of Junior Secon Sc¢hool
Teachers in Ibadan Metropolis, Oyo State. The population of the study,i d 5754
public junior secondary school teachers in the study area. A sample of 574 t ers were
selected wusing proportional and random sampling techn&if espectively.
AQSOCIJSSTIJP (o = 0.874) was used for data collection. D@p ive statistics of
frequency, percentage, mean and standard deviation, were us swer the research
while the hypotheses were tested with the use of inferent tatistics of multiple
regression analysis at 0.05 level of significance. The level %chers’ job performance is
high at 3.27. A multiple regression revealed that the@ ed influence of academic
qualifications and school organisational climate on junior‘secondary school teachers’ job
performance in Ibadan Metropolis was statistic llyﬁﬁcan‘[, (R=0.54, R*=0.29, F,
s65) = 114.29, p < .001). Similarly, school or% tional climate had a stronger and
statistically significant influence on teachers performance (B = 0.54, t = 15.08, p
< .001). However, academic qualifica \Qr\qi no significant relative influence on
teachers’ job performance (f = —0.01, t& —9.38, p = .702). It was recommended that the
government, school owners and ed@ml stakeholders should enhance the value of
academic qualifications throu rgeted continuous professional development
programmes and improve the i\é?onal environment by providing adequately equipped
classrooms, laboratories, infrqg tural and instructional materials.

Keywords: Academi %iﬁcations, School Organisational Climate, Teachers’ Job

Performance, Ibadg opolis
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O
&



Table of Contents
Content Pages
Title page i
Certification Page i
Dedication Q\é\
Acknowledgements (JO v
Abstract Q& \%

Q

Table of Contents vi

List of Tables QO 1X

List of Figures ’bQ X1
List of Acronyms @ xii

Chapter One: Introduction ®
1.1 Background to the Study \L@ 1

1.2 Statement of the Probl 11
1.3 Aimsand Obj@@f the Study 12
1.4  Research tions 13
1.5  Hypotlies€s 13
1.6. @iﬁcance of the Study 14
1.7\/Scope of the Study 15
1.8  Limitation of the Study 16
1.9  Operational Definition of Terms 17

Endnotes 20

Chapter Two: Literature Review

2.1 Conceptual Review 26

Vi



2.1.1  Concept of Academic Qualifications

2.1.1.1 Types of Academic Qualifications in the
Teaching Profession Systems

2.1.1.2 The Role of Higher Education in Teacher Development
2.1.2  Concept of School Organisational Climate

2.1.2.1 Dimensions of School Organisational Climate

2.1.2.2  Types of School Organisational Climate

2.1.2.3 Components of School Organisational Climate

2.13 Concept of Teachers’ Job Performance

2.1.3.1 Factors Influencing Teachers’ Job Performance %Q 53

2.2 Theoretical Framework : 0
2.2.2  Organisational Climate Theory ’66’6
2.2.3  Human Capital Theory ®

2.3 Review of Empirical Stud?%

2.3.1  Academic Qualiﬁca@m Teachers' Job Performance

2.2.1 Person-Environment Fit Theory

2.3.2  School Orga@ Climate and Teachers’ Job Performance
odel

2.4 Conce.pw
2.5 S m@of Gaps in Literature Reviewed
otes
CWI‘ Three: Methodology
3.1 Research Design
3.2 Population of the Study
3.3 Sample and Sampling Techniques

3.4 Research Instrument

3.5 Validity of Research Instrument

vil

26

28
29

31

(/O 42

45

61

79
84
94
95

98

114
114
115
116

118



3.6. Reliability of Research Instrument 118

3.7 Method of Data Collection 118
3.8 Method of Data Analysis 119
3.9 Ethical Approval 119
Endnotes 120
Chapter Four: Results and Discussion of Findings
4.1 Demographic Data Analysis Q%

4.3 Presentation of Data QJ 125

4.3 Discussion of Findings Q& 163
Endnotes 0 s 171

Chapter Five: Conclusion Q

5.1 Summary of Findings 6(6Q 173
O

52 Conclusion \Q 176
53 Recommendations ,\%\ 178

5.4 Contributions to Knowle 93\ 179

5.5  Suggestions for Fuﬂ&dies 179

Bibliography QQ 181
Appe@ 199

Bi%ta 204
\;& University Compliance Certification 206

viii



Table

3.1

3.2

4.1

4.2

4.3

4.4

4.5

4.6

4.7

4.8

4.9

List of Tables
Title
Population of the Study
Sample and Sampling Techniques
Gender Distribution of Teachers

Age Distribution of Teachers

Page

115

Years of Experience of Teachers @ 124

Instructional Competence of Teachers in Junior

Secondary Schools in Ibadan Metropolis, Oyo S%O

Classroom management of Teachers in JuniorQ
Secondary Schools in Ibadan Metropoli OB tate

Professional Development and Contri {@ns of Teachers
in Junior Secondary Schools in Ibé\ etropolis, Oyo State

Secondary Schools in Iba etropolis, Oyo State

)

Student Academic P ance of Teachers in Junior
Secondary Scl@ badan Metropolis, Oyo State
erfo

Level of Jo rmance (Instructional Competence,
Classreo apagement, Professional Development and
Contributions, Students Assessment Practices and Students
Academic Performance) of Teachers in Junior Secondary

s in Ibadan Metropolis, Oyo State

Student Assessment Practicé; achers in Junior

4. IBVAcademic Qualifications of Teachers in Junior Secondary

4.11

4.12  Teaching and Learning Among Teachers in Junior Secondary

4.13

Schools in Ibadan Metropolis, Oyo State

Level of Safety of Teachers in Junior Secondary Schools in
Ibadan Metropolis, Oyo State

Schools in Ibadan Metropolis, Oyo State

128

129

131

132

135

139

141

Interpersonal Relationships Among Teachers in Junior Secondary

Schools in Ibadan Metropolis, Oyo State

iX

143



4.14

4.15

4.16

4.17

4.18

4.19

Institutional Environment of Teachers in Junior Secondary
Schools in Ibadan Metropolis, Oyo State 145

Leadership and Efficacy of Teachers in Junior Secondary
Schools in Ibadan Metropolis, Oyo State 147

State of School Organisational Climate (Safety, Teaching and
Learning, Interpersonal Relationships, Institutional Environment
and Leadership and Efficacy) of Junior Secondary Schools

in Ibadan Metropolis, Oyo State &9

Summary of Teachers’ Perceived Levels of School Organisational
Climate in Junior Secondary Schools in Ibadan Metropolis, 0
Oyo State 152

Summary of Regression Analysis Showing the Combine Q&
Influence of Academic Qualifications and School Organi al
Climate as Predictors of Job Performance in Junior @) ary

Schools in Ibadan Metropolis, Oyo State 156

Summary of Regression Analysis Showing t%e;;tive
Influence of Academic Qualifications a S‘% Organisational
Climate as Predictors of Job Performanc nior Secondary

Schools in Ibadan Metropolis, Oy 160



Figure

2.1

4.1

4.2

4.3

4.4

4.5

4.6

List of Figures

Title Page

Model of Academic Qualifications and
School Organisational Climate Influences on

Teacher Job Performance 94
Gender Distribution of Teachers 122
Age Distribution of Teachers ﬁ&}
Years of Experience of Teachers Q/& 24

138

Academic Qualifications of Teachers &

Histogram of Teachers’ Perception of School %

Organisational Climate 153
Histogram of Teachers’ School Organisational Q:
Climate Composite Scores 154

xi



List of Acronyms

Abbreviation Meaning

NCE Nigeria Certificate in Education

NSCC National School Climate Centre

CSCI Comprehensive School Climate Inventory
CPD Continuing Professional Development
B.Ed Bachelor of Education

B.Sc. Ed. Bachelor of Science Education

B.A. Ed Bachelor of Arts Education Q&

B.Sc. Bachelor of Science O
B.A. Bachelor of Arts Q
B.Eng. Bachelor of Engineering be
B.Agric Bachelor of Agriculty, ’b

B.Tech. Bachelor of "{ec ﬁy

PGDE Postgradua,é%bloma in Education
M.Ed. Masf@%ducation

M.Sc. \@t r of Science

M.A. (@Vlaster of Arts
Ph% Doctor of Philosophy
\‘,?:b

Xii



Chapter One
Introduction

1.1 Background to the Study

Education plays a pivotal role in the overall development of any nation. It has been
identified as a key ingredient to national development. Therefore, it is important for every
nation to invest in education and remove all hurdles to quality educatio is a
continuous process that occupies a central position in development a § major
pathway to improving the quality of human resources?. Its contributioﬁ{a%ﬂarly to the
socio-economic wellbeing of the citizens of a country ca Qover emphasized.
Education is a constant process of enhancing the human @L abilities, and behaviour
through ongoing teaching and learning in suitable se 'g@nd conditions. It is perceived
as the cornerstone of economic and social deve@n‘[ as it supplies a country with the
needed human capital that can effec&@ and efficiently convert other available
resources into output of high valug 8&' Iso provides a principal means of welfare for
individuals®. Every country ha%&ucatlonal goals that have been specifically tailored to
meet its educational V1ew of attaining a holistic national development. The

achievement of the § ational goals is highly dependent on the quality of educational

personnel, es&}ﬂy with teachers taking the front role of this responsibility. The success

of any s educational system is to a great extent dependent on the quality of its

The job of a teacher is demanding and challenging. Teachers are educational
professionals tasked with instructing, molding, training, and guiding students for a
healthy growth and stable adult life that contributes meaningfully to the society. A teacher

impacts knowledge and innovations on others and provides activities, materials and



guidance that facilitate learning in either formal or informal situations. Teachers are
saddled with a multidimensional responsibility ranging from effective mastery of the
subject matter, effective teaching, providing guidance, counselling and direction,
motivating students towards learning, monitoring students’ progress through continuous
assessments as well as serving as role models to students. They influence, nurture, and
develop students preparing them for global competition with other nations. Th refore

possessing the basic skills required as educators, mentors, and instructors r @teacher

’\

Teachers are indispensable for the effective running of t 1 system and the

competence which is of great importance* °.

educational system at large®. They form the foundations of ucational system, greatly
impacting the educational process. Their crucial role@&ancing the quality of human
resources cannot be over emphasized. This is a@ult of their direct engagement with
students in the educational process at sch& e teaching and learning process largely
depend on teachers. For this proces\ considered effective, there must be an evident
positive and permanent chan @Meamers’ behaviour which is measurable in terms of
their affective and cog '@attitudes and academic achievement) results. However, this
will be difficult to ﬁve without quality teachers as they serve as instruments in
evaluating th@acy of the educational system’. The responsibilities and role teachers’
play in ﬂa es of their learners, in the educational sector, in society, and in national
development are significant and valuable. Consequently, the performance of teachers has
become a paramount determinant in determining educational success. This makes their

performance in their office of great concern at large®°.

Job performance is a multidimensional and dynamic concept. Initially, scholars

predominantly viewed job performance from two different perspectives; as an outcome



and as an individual behaviour. However, in recent times, researchers have begun to
adopt a wholesome and modern approach. Several scholars now recognize job
performance as encompassing not only results but also the behaviours necessary to
achieve those results, such as cognitive and physical efforts. Consequently, job
performance has been defined based on their various perspectives and viewpoints. Job
performance is the entire behaviour of workers in relation to the task assigned to them. It
is the medium through which workers are assessed and it is determined whet ey meet
up with the job specifications and standards set for them. It refers to ony tasks are
executed, encompassing all the actions of individuals that add Va@&he organization.

These contributions can be either direct or indirect, d@%g on the role of the

employees involved in the organisational activities. Q

QO

A scholar defined job performance as the q@ality, quantity, and consistency of an
employee's work output, directly impacti@anisational effectiveness and success'’. It
is the extent to which an employ@tions contribute to achieving the goals and
objectives of the organizationl1®{ancompasses the overall effectiveness and efficiency of
an individual in execﬁi@heir job responsibilities, resulting in the achievement of

organisational goa%
. \

the achievement ¢f its goals and objectives is largely dependent on performance of its

is implies that the overall performance of an organisation and

workers refore, organizations encouraging an employee to perform higher is
ma}&@tory because the organization's overall performance is a reflection of individual
employees, or the teamwork outcomes'3. Another scholar defined job performance as the
aggregated value of an individual's behaviours and contributions to an organisation over a

specific period of time!4. It may be seen as the sum



total of work performance and achievements produced by employees who have
completed the work given based on skill, experience, sincerity, and working time'>. Good
job performance is marked by achieving quality, quantity, dependability and creativity.
The concept of job performance can be viewed from different perspectives. Firstly, the
determination of what workers are expected to do by the employers in relation to the
reality of what they are actually doing. Secondly, the determination of the, actual
workload alongside with whether it is too heavy or light. Thirdly, in the here a
worker has a clear outline of what the job description and specifica '0@6, there are
certain variables which might contribute to enhancing or imp%@ orker's effort as

well as the willingness or desire to perform their duties effe@e nd efficiently®.

Teachers’ job performance is the ability of t%& to effectively fulfil their
responsibilities as educators. It encompasses & duties performed by a teacher at a
particular period in the school system in mg organisational goals'®. It also involves
the efforts made by the teacher wiﬂ@ outside the school system in order to achieve
set educational goals and ob'e%&es. It plays a pivotal role in determining the overall
effectiveness of educatio stitutions and the educational system at large. It may also
imply the degree of\extent to which a teacher can execute his role in reference to the
N
certain standards that have been set by an educational institution. This relates to achieving
the stat% rees of quality, quantity, creativity and cooperation!’. The degree of job
per}bwance of teachers determines their capacity to meet social expectations and prepare
the next generation to face the complexities of a changing social, economic, and political
environment. Teachers' job performance is beyond doubt pivotal not only to meeting
societal demand and expectations but has a far-reaching impact on the improvement of
the quality of education process and products (the students)'’. Scholars have reported that

teachers with a high level of job satisfaction and performance are more likely to produce

4



happy, stable and highly innovative learners, who would proactively and productively
take part in nation building. On the other hand, teachers with a low level of job
satisfaction and performance might end up producing a lazy, and lackadaisical learners

who lack creativity and will later become liability and problematic to the nation®.

Teachers' job performance is a multifaceted construct that encompasses various

dimensions, including pedagogical skills, classroom management, subject know
student engagement. Teachers' job performance is influenced by a variety,0 tors. The
effectiveness of teachers in the workplace is influenced by a combir&b%l of internal and
external factors'8. Some scholars highlight teachers training a@ﬁcaﬁons, working
conditions, remuneration and welfare packages, school leaip, organisational culture,
school environment, job satisfaction, administrt'{n and management, rewards,
promotion, regular payment of salaries and waé%rganisational politics, professional

development and job satisfaction!®20- 2.1 23&9

One of the bases for determining @Jaﬂy of teachers is their academic qualification. It
is a key predictor of teael%%bb performance. Academic qualification refers to the
educational backgrou@l teacher. It encapsulates all the scholarly certifications in

form of degr e@giplomas that a person has gotten. These degrees, diplomas or
mis

certificatio t be awarded by a competent authority, in recognition that a particular
progr@ has been completed and educational outcomes have been achieved over a
stipulated period of time in a reputable institution?’. A scholar defined teacher academic
certification as a combined set of qualifications which include general academic and
verbal ability, subject matter knowledge and teacher education?*. Inherently, academically,

qualified teachers may be regarded as those who have academic training as a result of

enrolment into educational institutions and obtained qualifications. Academic



qualification is an instrument useful in determining the level of job performance in
situations that relate to job competition. Candidates with higher educational qualifications
will likely be preferred over candidates with lower qualifications. Employers perceive
that those with higher academic qualifications are likely to perform better than those with
lower academic qualifications. They also believe that candidates with higher academic

qualifications have the ability to absorb new instructions and adapt to &nced

technologies.?? OQ

Recent studies have highlighted that there is an unavoidable connecti&wtween teachers’
academic backgrounds and their job performance. Academi@ation will largely
determine the level of teacher professionalism and compe . Teacher professionalism
encompasses certain qualities, values, and purpos§§ are crucial in the field of
education and teaching. It involves the expertis&tority, and commitment of teachers
to their jobs as a means of livelihood. Ték\@s competence is the ability of the teacher
to meet and satisfy the learners netds\of\the subject or lesson. Notably, if teachers lack
adequate knowledge in the. s&%&)r are deficient in several areas of their field of study,

there is a tendency to §c®( those areas, leaving their learners to suffer as a result. This

shows a deﬁcieng&h ir academic background?.

Academic%t zed and qualified teachers are important in achieving the desired quality
of ed :Q] and drive overall. Therefore, academic qualifications of teachers are a major
concern to all educational stakeholders2® A key pathway to raising academically qualified
teachers is through teacher education. Teacher education prepares prospective teachers
for the profession and provides them with sufficient skills and knowledge needed to

thrive in the teaching profession. It serves as one of the components of higher education

in Nigeria which can be undertaken in higher institutions of learning such as colleges of



education, facilities of education, and institutes of education A complete teacher
education must provide the following; a good background in general education,

professional knowledge of teaching, and students teaching internship?>.

In the Nigerian context, the minimum academic qualification required to become a
teacher is the Nigeria Certificate in Education popularly known as NCE. The NCE
certification is awarded by colleges of education. Teachers with this certific n be
regarded as beginners as it is assumed that they still have a lot to learn ab aching
profession. However, the minimum qualification to teach in seconda@loo s, especially
senior secondary school is a bachelor’s degree. B.Ed., B.A BSC. Ed are all
bachelor’s degrees. A non-education bachelor’s degree @er who has successfully
undergone a post graduate diploma course in e%& may also be regarded as
academically qualified. The Bachelor’s degree,@%own as first degree qualification
equips teachers with all the knowledge,@ and professionalism they need for their

career as instructors. It is believed\ hose who hold a bachelor’s degree are more

M.Sc. Ed, M.A.Ed., l@degrees for those who are already educational practitioners.

Those at these sta%re educational specialists and experts who are interested in digging

qualified and exhibit a bette@&ssionalism at their work. Higher degrees like M. Ed,

.
deeper into t@e of educational practices, procedures and processes through research
for edu 1 advancement. It is believed that teachers at this level perform excellently
bec they possess not just basic but core skills needed for managing teaching
activities®s. This reveals the link between higher levels of education and its positive
influence on the performance of core tasks, innovation and the development of
constructive behaviour in teacher’’. By all implications, academic qualifications
significantly boost teachers' job performance?. Current research studies have shown that

students taught by teachers with a higher degree impact positively on students’ academic



performance than those who taught with a lower degree?®. Subsequently, as a result of the
emerging demands in the field of education, most teachers have begun to seek to acquire

higher degrees.

The school organisational climate is a very broad concept. A scholar simply described it
as the ‘heart and soul of a school®. The school organisational climate refers to the
representation of a school’s personality which includes the values, goal

expectations, interactions and relationships perceived by the members of q It may
also be described as a total measure of a school's characteristics, s&‘{as interpersonal
relationships between parents, students, teachers, and admi rs, teaching and
learning practices, and organisational structures as well @16 physical facilities and
resources available. School organisational climate i Qectlon of the school life and

experience patterns of its members?. b’b

Current studies identify five dimensio@school organisational climate. They include
safety, teaching and learning, in onal relationships, institutional environment and
leadership and efficacy% .&lrchers have also highlighted six types of school

organisational chmat&@? nclude: open, autonomous, controlled, familiar, paternal and

closed school f@ All of these are extensively discussed in the literature review of

this study.6

Th&&%cteristics of a school are embedded in its organisational clime and it affects the
behaviour of the members of the school including the teachers?. It is this organisational
climate that differentiates one school from another giving it a distinct personality and by
implications affecting the job performance of teachers®2. A visit to multiple schools will
reveal how schools differ from each other in terms of their experiences and how they feel.

For instance, a school where the principal, teachers and learners feel safe, show



enthusiasm, collaborate with each other and find joy in their work depicts a healthy
school organisational climate. On the other hand, a school that lacks security, necessary
facilities and where the efforts of teachers are often frustrated can be regarded as an

unhealthy school organisational climate?.

School effectiveness and success is directly attached to the school organisational climate.
Experts have also linked the school organisational climate with values %rust,
respect, mutual obligation, and concern for others’ welfare, fairness,, s , pressure,
autonomy, cohesion, innovation, recognition, all of which has @cant impact on
teachers’ job performance®*?°. A researcher posited that %rganisational climate
directly influences the performance of teachers which h@ overall success of a school™®.
Indeed, scholars have encouraged the ne s@o promote a healthy school
organisational climate®®. A favourable s @ organisational climate provides the
structure within which teachers can func 'o\ncooperatively and constructively®. Therefore,
.
schools must cultivate a positiw&ce}mate needed to succeed and retain excellent job
performance of their teachegssthrough good leadership style, proper staff welfare, conflict
management, adequa&@?ities and infrastructures amongst others. School organisational
climate needs '@porﬁve and provide a healthy atmosphere where teachers would be
motivated@vork and improve on their job performance. When teachers are supported,
Vab@@recognimd in a school, they tend to exert more energy into the execution of

their jobs, which contributes to the betterment of their performance and the school as a

whole??.

Educational institutions must be concerned with the quality of work of their teachers and
its improvement. An important aspect of the school organisational climate is the school

environment. The school environment in which a teacher operates also plays a great role



in determining the student’s performance, school tone and consequently, the performance
of teachers which is a paramount determinant of the overall school success*’. The school
environmental factor is seen as an embodiment of all that surrounds and interact with
teaching and learning®. The condition of a school will have an effect on the level of
teachers’ effectiveness and student patronage. A supportive school environment
characterized by safety, strong leadership, a collaborative culture, adequate resou& and

reduced workload is essential for optimal teacher performance. OQ

Over the years, different literature has touched on the declining perfo@lce of secondary
school teachers in Nigeria. In recent times, scholars have obs ack of enthusiasm
in the teaching profession causing teachers to perform w job specifications and
societal expectations. This has led to a high tumove@% teaching profession and low
level of interpersonal relationships between tea@ students, parents and the society at
large. In several parts of the country, thtlon, commitment and loyalty of teachers
needed for an effective job performﬁ@ds to be lacking as teachers these days believe
that their salary alone can no@ sustain them and their immediate families. Therefore,
their attention is gea%@ds seeking an alternative means of livelihood**. A closer
look into many sch@ols®in Oyo state reveal that the performance of secondary school
KX
teachers in Oyo Sfate 1s below expectation especially when it is assessed in relation to the

quality ents that is produced to the society*.

Several factors have been identified as responsible for the low job performance of
teachers. Irregularity in payment of teachers’ salary and other allowances, underpayment,
poor condition of work, poor subject mastery, level of education, age, promotion and
advancement, teaching experience, non-availability of instructional materials, dilapidated

school structures and poor recognition of teachers, unfavourable school climates'’.

10



Therefore, this research work focuses in depth on examining the extent to which
academic qualifications and the school organisational climate predicts the job

performance of junior secondary school teachers in Ibadan Metropolis, Oyo State.
1.2 Statement of the Problem

Performance of teachers in secondary schools in Nigeria has been a great concern to
educational stakeholders*’. This is because teachers play a pertinent and sensiQ role in
the attainment of desired educational goals. However, in many Nigeriait=Secondary
schools, particularly in Oyo State, concerns have been raised abo@eclining quality

of teaching and the low performance of students in bc%temal and external

examinations*. Q

Recent studies highlight a consistent trend 6% teacher commitment in public
secondary schools across South-West N@%This is reflected through high rates of
teacher absenteeism, recurring teacha\& strikes, lack of motivation among teachers, and
a general decline in the status, @@(?, appeal and popularity of the teaching profession*2.
Consequently, these is u@ contributed to the deterioration of the education system
as a whole and specifieally on the student outcomes. Many students emerge from the
system lacki@e tial knowledge, skills, and capabilities needed to contribute
meanin%@o national development and compete effectively on global stages. Several

fac}Q{s/Q{ave been attributed to teacher job performance which include academic

qualifications and school organisational climate.

Existing literature suggests that academic qualifications are a key determinant of teacher
competence and instructional delivery. Teachers with higher academic qualifications are
expected to possess deeper content knowledge and advanced pedagogical skills®.

However, some highly qualified teachers still perform below expectations, raising the

11



possibility that other factors, such as the school organisational climate, may play a
significant role. On the other hand, school organisational climate has been found to affect

teachers' motivation, morale, and performance**.

Despite the critical nature of these variables, limited empirical research has focused on
how both academic qualifications and school organisational climate jointly predict
teachers' job performance in public secondary schools within Oyo State %ugh
literature abounds on studies which examine the influence of teachers’ ions on
students’ academic performance, the researcher has observed thaf\limited empirical
studies have been concentrated on the impact of academi cation on the job
performance of junior secondary school teachers. Thus, to @ﬁs gap, this study seeks to
investigate the extent to which academic qualiﬁcatio§$school organisational climate

predict the job performance of junior seconda@ool teachers in Ibadan Metropolis,

Oyo State. ®%
1.3 Aim and Objectives of tl@q
R\4

The aim of the study i: ‘@stigate academic qualifications and school organisational

he job performance of secondary school teachers in Ibadan

climate as predictx
Metropolis, @e. The objectives were to:

1. @‘m‘ine the level of job performance of junior secondary school teachers in

™

badan Metropolis, Oyo State.

ii.  ascertain the level of academic qualifications of junior secondary school teachers

in Ibadan Metropolis, Oyo State.

iii.  examine the state of school organisational climate in junior secondary schools in
Ibadan Metropolis, Oyo State.
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1v.

examine the combined influence of academic qualifications and school
organisational climate on the job performance of junior secondary school teachers

in Ibadan Metropolis, Oyo State.

examine the relative influence of academic qualifications and school

organisational climate on the job performance of junior secondary school teachers

in Ibadan Metropolis, Oyo State. Q\

Research Questions &< 0

. What is the level of job performance of junior seconda teachers in Ibadan

Metropolis, Oyo State? 0

Q

. What is the level of academic qualiﬁcations’@'nior secondary school teachers in

Ibadan Metropolis, Oyo State?

®%

. What is the state of school,o;%’sational climate in junior secondary schools in

Ibadan Metropolis, Oyo &fa

N
1.5 Hypothese%Q\

Hol: %@ be no significant combined influence of academic qualifications

an@hool organisational climate on the job performance of junior secondary

\%’?001 teachers in Ibadan Metropolis, Oyo State.

Ho2: There will be no significant relative influence of academic qualifications and
school organisational climate on the job performance of junior secondary school

teachers in Ibadan Metropolis, Oyo State.
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1.6 Significance of the Study

This study will be beneficial to various educational stakeholders such aQ&tate

government, educational bodies and policy makers, school administratofs, ers, and

the society at large. 6\

The findings of this study will enlighten the Oyo Stat@ve%nent on the level of
academically qualified staff present in the educatio@ystem of the state and the
different school organisational climate factors@?g the performance of secondary
school teachers in the state. They will (bvaluable tools and insights to the Oyo
State government for improving the al working terms and conditions of Secondary
School teachers in the state. T%% bring about an improved standard and quality of
education in the state. .Q\A
N
For educationa] @{ makers and educational bodies such as Ministry of Education,
Science a g@g}lology, Teaching Service Commission (TESCOM) and the Teachers
Regist@@ Council of Nigeria (TRCN), the findings of this study will offer them
inf“(}i(ation to be able to make informed and data driven decisions on recruitment

practices, school accreditation policies, as well as professional development initiatives

that help improve teachers’ job performance and effectiveness.

From this study, school administrators or principals will gain some useful information on

the possible causes of poor teacher job performance. This knowledge may also prompt

14



school administrators to put more effort in the close supervision of the recruitment
process of teachers in their institutions as well as provide a friendly and conducive work

environment in which teachers can discharge their duties with maximum efficiency.

The study will reveal to teachers the importance of acquiring the necessary educational

qualifications and expertise needed to perform well in their responsibilities. It will also

serve as a guide for teachers to develop measures to aid them in making efficig

\J

&)

school resources, relationships and environment to ameliorate their job

order to promote quality teaching practices in Oyo State Secondary sehqols.

Finally, the results of this study will enable the society t s&e role of teachers in
moulding the lives of their students to become future le 6@ ,the important part they play
in the society and the need to be attentive to the:'r yus%e in order to improve the quality

of education in the society. fb

O
1.7 Scope of the Study é_@

This study is delimited gquq%ally and contextually. The main focus of the study is to
determine the acader@@iﬁcations and school organisational climate as predictors of
the job performa\&f secondary school teachers in Oyo State, Nigeria. The dependent
variable i%@s’ job performance which is measured by various factors such as;
studer@demic performance, student engagement and discipline, use of instructional
mz&ﬁls, subject-matter expertise, classroom management, regular student assessments
and lesson planning. The first independent variable is academic qualification of teachers,
which refers to the educational background of teachers. This can be measured by the level
of education of a teacher such as Nigerian Certificate of Education (NCE), Bachelors of
Education (B.Ed), Postgraduate Diploma in Education (PGDE), Masters of Education

(M.Ed.) and Doctorate in Philosophy of education (PhD). The second independent
15



variable is school organisational climate. Some of its indicators are safety, teaching and
learning processes, interpersonal relationships, institution or academic encouragement,

and school leadership.

Geographically, the study is delimited to public junior secondary schools in Oyo State.
This implies that it focuses exclusively on educational institutions funded and managed
by the government. Ibadan, the state capital which is the area this study focuses\on, is
selected because of the plethora of secondary schools available in @ These
numerous schools are spread across the city’s urban and rural areé\servmg different

communities with varying socio-economic environments. %
1.8 Limitation of the Study Q:

One of the notable challenges faced during the@ was gaining access to teachers in
junior secondary schools. Some schools w@tant to participate, citing concerns about
the study's interference into theirob\q\' schedules. Another significant difficulty was
securing a high response rate @%aﬂicipants. Despite the researcher's best efforts to
reach out, many teache - ed uninterested or overwhelmed with their workload,
however with the h lp§

secure a hig@ rate. In spite of these limitations, the findings of this study are

considerﬁ@id.

\/QJ

the research assistants, the researcher was eventually able to
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1.9 Operational Definition of Terms
The following terms are defined as they are used in the study. Q\

O
Teachers’ Job Performance: This refers to the extent to which publi jgm'dr secondary
school teachers in Ibadan Metropolis, Oyo State fulfil their res lities and perform
their duties in the overall accomplishment of educatior@%and objectives. The
indices to measure teachers’ job performance conside& this study are instructional
competence, classroom management, profession%ﬁb&pment and contributions, student

assessment practices, student academic p ce.

Instructional Competence: It refé@me ability of teachers to design and implement
lesson plans aligned with.c@hm goals and responsive to diverse student needs in

public junior seconda@@s in Ibadan Metropolis, Oyo State.

Classroom H@ent: This refers to the ability of public junior secondary school
teachers im\lbadan Metropolis, Oyo state to enforce discipline, manage classroom

acb'&it/% and foster an environment that supports effective teaching and learning.

Professional Development and Contributions: This refers to the level of participation
and contributions to the process of teaching and learning processes of junior secondary

school teachers in Ibadan Metropolis, Oyo State.
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Student Assessment Practices: This represents the ability of public junior secondary
school teachers in Ibadan to evaluate student learning through the right assessment tools

which include formative and summative assessment tests.

Student Academic Performance: This refers to the academic performance of students,
taught by junior secondary school teachers in Ibadan Metropolis, Oyo State including test

scores, examination results, and overall subject proficiency. \

Academic Qualifications: It refers to the formal educational de&ejgacademic

certifications and credentials of public junior secondary scho@ hers in Ibadan

O

The indices to measure academic qualifications c@d in this study are Nigeria

Metropolis, Oyo State.

Certificate in education, Bachelor's Degree, Post@ate Diploma in Education, Master’s

Degree and Doctor of Philosophy. @

School Organisational Climate:cﬁq\"r fers to the overall atmosphere and working

conditions experienced by @ers in public junior secondary schools in Ibadan

N\
Metropolis, Oyo StatQQ

The indices t(<m® school organizational climate in this study are safety, teaching and

learning, @rpersonal relationships, institutional environment and leadership and

efﬁcqg/

Safety: This refers to the extent to which teachers feel physically and emotionally secure
without the fear of bullying, harassment, threats and the absence of violence in public

junior secondary schools in Ibadan Metropolis, Oyo State.
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Teaching and Learning: This relates to the quality of instructional practices and learning
experiences in public junior secondary schools in Ibadan Metropolis, Oyo State which
involves employing effective teaching methodologies, student engagement and academic

support.

Interpersonal Relationships: This encompasses the connections, interactions, and

relationships between administrators, staff, students, parents and public junior Eeek&dary

school teachers in Ibadan Metropolis, Oyo State. : 0

Institutional Environment: This refers to the physical and ad@s«&ative conditions
which contribute to a productive work atmosphere in publi: f’$secondary schools in

Ibadan Metropolis, Oyo State. This includes availabi nfrastructure, instructional

materials, academic culture, efficient administrati'v?@facility maintenance processes.

Leadership and Efficacy: It represents t@c styles and approaches leaders employ
to interact with public junior secon school teachers in Ibadan Metropolis, Oyo to

achieve stated goals and olij e&%fo\
N
¢
O
\/Q
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Literature Review Q&

Chapter Two

This chapter reviews existing literature on the key VMi@%his study: academic
qualification, school organisational climate, and teach@ob performance. The review
thoroughly examines how these variables have %@%ceptualized by previous scholars
and examines relevant theories that explai %r relationships. Furthermore, empirical
studies on academic qualifications, @)1 organisational climate, and their impact on
teachers' job performance are an to provide a foundation for the present study. The

chapter is organized under.t'@)llowing subheadings;

2.1 Conceptual k‘gw

2.1.1 Con: of Academic Qualifications
2.1. anept of School Organisational Climate
2.1.3 Concept of Teachers’ Job Performance

2.2 Theoretical Framework

2.2.1 Person - Environment Fit Theory
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2.2.2 Organisational Climate Theory

2.2.3 Human Capital Theory

2.3 Review of Empirical Studies

2.3.1 Academic Qualifications and Teachers' Job Performance

2.3.2 School Organisational Climate and Teachers’ Job Performance Q\
2.4 Conceptual Model Q/

2.5 Summary of Gaps in Literature Reviewed %
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Academic qualifications refer to the formal certificatiens, degrees, and credentials

2.1 Conceptual Review

2.1.1 Concept of Academic Qualifications

obtained through structured education and traini@grammes. It serves as a measure of
an individual's academic knowledge, cies, and expertise in a specific field'.
Academic qualification is often clas@based on educational level, ranging from basic

literacy certificates to postgradlé&%grees.

Scholars opine that a@g‘c qualifications encompass both theoretical knowledge and
practical skillse @ed for professional competence®>. The dimensions of academic
qualiﬁcati%gdﬁde level of education, field of study, and institutional accreditation’.
These@%nsions significantly influence professional credibility and career progression,
particularly in the teaching profession where higher qualifications are often linked to

better pedagogical strategies and student outcomes®.

In addition, academic qualifications refer to the formal educational credentials, including
degrees, diplomas, and certificates, awarded by recognized institutions upon successful

completion of specified programmes. These qualifications represent a structured

26



combination of theoretical knowledge and practical skills essential for professional
practice, particularly in education, where teachers' qualifications directly influence their

instructional effectiveness and subsequently, student achievement.

Also, in the educational context, academic qualifications serve as critical indicators of a
teacher's preparedness, expertise, and capacity for delivering quality instruction. Teachers
with advanced academic qualifications are typically equipped with superior pe gical

strategies and deeper content knowledge, which enable them to create cot;@ earning

environments and significantly enhance students' academic outcomesﬁ‘\

Furthermore, academic qualifications may be categorized as i rv1ce and in-service

qualifications. Pre-service qualifications refer to initial d obtained before entering a

profession, while in-service qualifications ag&?ﬁed while actively engaged in

professional practice to enhance expertise’. T% edibility and recognition of academic
qualifications often depend on the @y of institutions that issue them and the

regulatory bodies that oversee ed@nal standards®.

The evolution of teacher@%emic qualifications in Nigeria has undergone significant

transformation, % by colonial education, post-independence reforms, and

contemporar)Qol

role in t training, with most educators holding basic teaching certificates rather than

During the colonial era, missionary schools played a dominant

foébqgégrees? This era saw the establishment of teacher training colleges that provided

structured certification programmes, such as the Grade II Teacher Certificate!°.

Post-independence, Nigeria prioritized educational development, leading to the
establishment of teacher education institutions like the Advanced Teachers’ Colleges and
universities offering Bachelor of Education (B.Ed.) degrees!!. The National Policy on

Education (NPE) of 1977 marked a significant shift by emphasizing minimum teaching
27



qualifications, requiring primary school teachers to hold at least a National Certificate in

Education (NCE)'2.

The Teachers Registration Council of Nigeria (TRCN), established in 1993, further
standardized teachers' academic qualifications by mandating professional certification for
all educators'. Recent reforms have encouraged continuous professional development,

making postgraduate degrees increasingly essential for career advanceme the

teaching profession!'*. : O

Professional development and continuous learning are intert@l%\ with academic
qualifications, as teachers with higher qualifications tend to%ge more actively in
lifelong learning. Professional development enl@@ teachers' competencies,
contributing positively to job performance'. cpa ihg to the Teachers Registration
Council of Nigeria (TRCN), continuous pro al training programmes substantially
improve teachers' teaching abilities, égogical adaptability, and responsiveness to
. \
6

emerging educational trends' &C#ach rs who engage in ongoing professional

development consistently re@ﬁgher job satisfaction and effectiveness. Other scholars
posit that regular pasticipation in workshops, seminars, conferences and postgraduate
courses contri %niﬁcantly to the professional growth of teachers, enhancing their
classroom MNeffeCtiveness and overall performance!’”. Thus, sustained professional
deveh@lt linked to higher academic qualifications promotes a continuous

improvement cycle in teachers' job performance.
2.1.1.1 Types of Academic Qualifications in the Teaching Profession

Teachers in Nigeria and globally acquire various academic qualifications, each tailored to
specific educational levels and professional expectations. The major types of academic

qualifications include:
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1. Basic Teaching Certificates: These include Grade II Teacher Certificates, which
were widely used before being phased out in favour of more advanced
qualifications's.

2. Nigeria Certificate in Education (NCE): The NCE is the minimum qualification
for primary and junior secondary school teachers in Nigeria. It provides
foundational pedagogical skills'.

3. Bachelor’s Degrees (B.Ed., B.A. Ed., B.Sc. Ed.): These s offer
specialized knowledge in various subjects and pedagogical Ket&d} qualifying
individuals to teach at secondary and higher education leve

4. Postgraduate Diplomas in Education (PGDE): '%iﬁcaﬁon is designed
for graduates of non-education disciplines who @to transition into the teaching
profession?!. er

5. Master’s Degrees (M.Ed., M. .Sc. Ed.): Advanced degrees that
emphasize educational resezirg\’ﬁculum development, and leadership skills?2.

6. Doctoral Degrees (Ph.D@ucation): These qualifications focus on research,

policy forrnulation,'a@ugher education teaching?’.

Although the minim &ademic qualification for teachers in junior secondary schools is
[ ]

a Nigeria Ce@e in Education (NCE), with the increasing complexity of educational

demands; y teachers pursue multiple qualifications to enhance their expertise and

car&;,prospects24

2.1.1.2 The Role of Higher Education in Teacher Development

Higher education plays a fundamental role in shaping and advancing the professional
competencies of teachers by equipping them with the theoretical knowledge and practical

skills necessary for effective teaching. Universities and colleges of education serve as
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training grounds where aspiring and in-service teachers gain expertise in subject mastery,
pedagogy, and educational psychology, all of which are essential for fostering student
success?. Through well-structured curricula, higher education institutions provide
teachers with advanced pedagogical training, encompassing modern teaching
methodologies, classroom management techniques, and assessment strategies that
enhance instructional effectiveness?®. Additionally, courses in educational law, ethics, and

inclusive education help instil professionalism, ensuring that teachers uphol@ ethical

,\(,

Beyond foundational training, higher education promotes r and innovation in

standards in their practice?’.

teaching, encouraging educators to engage in evidence- instructional approaches
that improve learning outcomes?®. Furthermore, it @er opportunities for continuous
professional development (CPD), enabling te@ to refine their skills and pursue

advanced qualifications through workshops; ifications, and postgraduate studies®. B
postg y

fostering lifelong learning and pm@wl growth, higher education strengthens the

teaching profession, ultimatel éﬁnbuting to improved educational quality and student

achievement. QQ\

Higher educai:'b itutions play a pivotal role in shaping teachers' effectiveness by
tens

providing @

instiﬂ@ equip teachers with contemporary teaching methodologies, curriculum

ive knowledge and cultivating pedagogical excellence. Higher

evaluation techniques, and innovative assessment practices essential for improving
student learning outcomes®®. Graduates from higher education often exhibit higher
confidence, greater professional ethics, and superior problem-solving skills within

educational settings.
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In the Nigerian context, a researcher confirmed that teachers who acquire postgraduate
qualifications demonstrate heightened teaching effectiveness, increased creativity in
lesson delivery, and enhanced classroom management capabilities®'. Higher education
also provides a platform for research engagement, empowering teachers to contribute to

educational improvements and reforms, ultimately boosting job performance.

Empirical studies suggest that teachers with higher academic qualifications demenstrate
improved instructional effectiveness, student engagement, and adap 0 new
teaching methodologies*?. Higher education also fosters leadership d@pment, enabling
teachers to assume administrative roles in educational (J ions®’.  Academic
qualifications form the foundation of professional competen the teaching profession.
The evolution of teacher education in Nigeria reﬂec%&ler global trends emphasizing
continuous learning and higher academic stan@ Different academic qualifications
cater to varying levels of the education s)@, ensuring that teachers are well-equipped
to meet pedagogical challenges. Mofeover, higher education institutions play a pivotal
role in teacher preparation, on@g professional development, and educational research.
As the educational lan Q@Q volves, there is a growing need for policies that encourage

teachers to pursue %e qualifications and continuous professional learning.

2.1.2 Conceptof School Organisational Climate

O

SCN/ rganisational climate refers to the quality and character of school life that
influences the experiences and behaviours of teachers, students, and administrators within
an educational setting. It embodies the patterns of attitudes, values, behaviours, and
feelings prevalent within a school environment. A scholar posits that the school
organisational climate is perceived as the “collective perceptions of teachers and staff

concerning the psychological environment of the school™. The concept includes
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emotional, psychological, and social elements, emphasizing the atmosphere that either
enhances or hinders teaching effectiveness and overall educational outcomes. Yet,
another researcher refers to it as the element of a professional environment that has a

strong influence on the action and performance of teachers working in the school®.

In line with the above definition, another scholar defined school organisational climate as
a construct referring to the shared meaning attached to educational policies, pr@ and
measures that are associated with teaching experience’®. Commentin @e , other
researchers asserted that school organisational climate is perceived tg{ers as those
feelings concerning the arrangement and the activities in the Qas it relates to the
extent they feel the arrangement, interaction and activitiestes a balance between the

personnel need and the school goal®’. Also, experts @n organisational climate as the

condition that supports the motivation and perfon@e of people in the workplace*.

In addition, another scholar defined c&é&sational climate as a quality of the internal
environment of the organisation @wnced by its members, affecting their behaviour,
and can be described by &%lues of organisational characteristics*®. While other
researchers compare @tional climate to personality, stating that "personality is to
the individual w@anisaﬁonal climate is to the organization," highlighting its role in
shaping t%b aviours and interactions within the school setting®.  The National
Scho@ate Center defines school organisational climate as the quality and character
of school life, reflecting norms, goals, values, interpersonal relationships, teaching and
learning practices, and organisational structures*!.  Also, another researcher emphasized
that the school organisational climate is impacted by school culture, which is defined by

shared values, assumptions, and beliefs, and strongly influences leadership enactment*.
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Collectively, these definitions underscore that the school organisational climate
encompasses the shared perceptions and experiences of educators regarding their work
environment, which in turn influence their behaviours, job satisfaction, and performance.
A positive organisational climate is characterized by supportive leadership, collaborative
relationships, and a shared commitment to the school's mission and goals, all of which are

essential for fostering effective teaching and learning environments. \

Therefore, it is important to understand and improve school organisationa c@t as it is
crucial to enhancing teachers’ job performance. When a positive @g‘mat supports
professional development, recognizes achievements, and Q collaboration is
fostered, schools can create environments where teachers @mtivated and equipped to
perform at their best, ultimately leading to impr@deucational outcomes for the
institution. The nature of organisational climateé ools is dynamic and multifaceted,
comprising various interactions and relatl@)s between teachers, students, parents, and

school management. Researchers that a positive school organisational climate

fosters mutual respect, encour@\e fective communication, and promotes collaborative
°

problem-solving, sig@ impacting student achievement and teacher performance®.
It

Conversely, nega,t&

[ ]
collegial su@tend to lead to dissatisfaction, reduced morale, and decreased

ates characterized by distrust, poor communication, and limited

professi fectiveness among educators**.

School organisational climate directly influences teachers’ motivation, professional
satisfaction, and instructional efficacy. A supportive climate characterized by positive
leadership, adequate resources, and collegiality significantly enhances teachers’

effectiveness by fostering commitment and innovative instructional practices®.

Furthermore, a positive climate encourages professional risk-taking, experimentation, and

33



adoption of new teaching methodologies, enhancing student engagement and academic
achievement. Effective teaching thrives in climates where teachers feel respected, valued,
and professionally supported. In contrast, climates marred by distrust, resource
inadequacy, and administrative inefficiency negatively affect teaching effectiveness,
leading to burnout and attrition*¢. Therefore, cultivating a positive organisational climate

becomes a strategic imperative for educational administrators aiming to achieve s&ined

improvement in teaching and learning outcomes. OQ

Furthermore, school culture, which is an important aspect of the sé‘()l organisational
climate, encompasses how the deeper and more stable underlyi fs and values of a

school community significantly influences teachers’ job mance. A positive school
a;

culture promotes professional values such as f{ ration, continuous learning,

innovation, and a strong focus on student succe@:h cultures enhance teachers’ sense

of efficacy, commitment, and professiona\\%;action, leading to improved instructional
quality and student achievement*’. '@
On the other hand, toxic sehq@ltures characterized by blame, isolation, and resistance

to change undermine‘@% morale, satisfaction, and ultimately job performance. In the

context of O 05\& Nigeria, recognizing and strategically shaping positive school
gﬁ

cultures t@

res@ significantly impact teacher performance positively*®.

inclusive leadership, transparent communication, and professional

Importantly, school organisational climate is context-specific and significantly shaped by
leadership styles, institutional policies, and cultural orientations. This is particularly
relevant in Oyo State, Nigeria, where educational institutions face distinct socio-
economic, cultural, and infrastructural challenges affecting climate. Thus, understanding

and improving school organisational climate is essential for educational leadership and
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administration aiming to enhance teacher performance and academic outcomes in the

region®.
2.1.2.1 Dimensions of School Organisational Climate

Existing research identifies various dimensions crucial to understanding the school
organisational climate. These dimensions include collegial leadership, professional
teacher behaviour, academic emphasis, and institutional vulnerability®. In tQi rian
context, the dimensions of school organisational climate particularly emphasiz€d include

leadership style, teacher collaboration, resource availability, par@volvement, and

O

A positive and inclusive school organisational c@is foundational to effective

discipline management>!.

teaching and learning. Research has consistent %wn that the emotional, social, and
physical environments in which stude significantly influence their academic
performance and overall well-being& effort to systematically evaluate and improve
school organisational climate, t@é?ional School Climate Center (NSCC) developed the
Comprehensive Schoo @ Inventory (CSCI), an empirically validated assessment
tool designed to m g the quality and character of school life across a range of

dimensions. 'hi:\t\u'd explores the structure and significance of the CSCI, highlighting

its five ategories and fourteen essential dimensions.

Q

The CSCI is grounded in the understanding that school organisational climate
encompasses more than just academic instruction; it includes the values, expectations,
interpersonal relationships, and institutional structures that shape everyday experiences in
the educational setting. According to the National School Climate Center, the CSCI is
divided into five overarching domains: Safety, Teaching and Learning, Interpersonal

Relationships, Institutional Environment, and Leadership and Efficacy. Each of these
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domains is further broken down into specific dimensions that provide a nuanced view of

how students, staff, and families experience the school environment™2.

The first domain, Safety, covers three key dimensions: Rules and Norms, Sense of
Physical Security, and Sense of Social-Emotional Security. The Rules and Norms
dimension assesses whether schools have clear and consistently enforced policies
regarding violence, verbal abuse, and harassment. It also examines how effectiv dults
intervene when rules are broken. The Sense of Physical Security eva w safe
teachers feel from physical harm, while the Sense of Social-Emotioﬁ\Security looks at
teachers’ experiences with verbal abuse, teasing, and e by peers. These
components are essential in fostering a safe and welcom@nvironmen‘[ where school

members can thrive without fear of harm or discrimir@n .

O

udes the dimensions of Support for

The second domain, Teaching and Learnin
Learning and Social and Civic Learnin S\pport for Learning assesses whether teaching
practices are engaging, encourag@md inclusive of different learning styles, with an
emphasis on constructive \le'oack and opportunities for independent thinking.

Meanwhile, Social a@c Learning assesses how well the school fosters students'

development g\’@ responsibility, empathy, conflict resolution skills, and ethical

decision-n@n

not o@demically competent but also socially responsible individuals in the society>2.

These dimensions reflect the broader educational mission of developing

Interpersonal Relationships, the third domain, consists of Respect for Diversity, Social
Support Adults, and Social Support Students. Respect for Diversity measures the extent to
which differences in race, gender, culture, and other personal characteristics are
acknowledged and respected within the school community. Social Support Adults focuses

on the presence of caring and supportive relationships between staff and students, while
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Social Support—Students examines peer relationships and the presence of a collaborative,
inclusive student culture. Together, these aspects highlight the importance of mutual

respect and emotional connectivity in fostering a healthy school climate>?.

The fourth domain, Institutional Environment, addresses the physical and psychological
context in which education takes place. It comprises School Connectedness/Engagement
and Physical Surroundings. School Connectedness/Engagement evaluates th. el of
participation and identification that students, staff, and families feel to @Qschool,
while Physical Surroundings assesses the cleanliness, order, and @uacy of school

facilities and materials. A well-maintained and inclusive physi Qironment supports

student engagement and communicates institutional respecearning”.

Lastly, the domain of Leadership and Efficac @es Leadership and Professional
Relationships. The Leadership dimension e%&es whether school leaders provide a
clear vision and accessible support%%f staff and students, while Professional
Relationships focuses on the co@h\(y and collaboration among school staff. Strong,

visionary leadership and su&e professional relationships are integral to building and

sustaining a positive s@ulture”.
When these Q%ce imensions are thoroughly examined across five broad categories,

the CSC@vides a comprehensive snapshot of a school’s climate. It allows school
leahe@ ducators, students, and families to identify strengths and areas for improvement
in the school environment. The ultimate goal of the CSCI is not only to assess but also to
guide actionable strategies that enhance safety, foster engagement, support learning, and
cultivate respectful and supportive relationships. In this way, the CSCI functions as a

crucial instrument in the pursuit of educational excellence and equity.

2.1.2.2 Types of School Organisational Climate
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The concept of school organisational climate has become central in contemporary
educational discourse, influencing everything from teacher effectiveness and student
learning to institutional development and educational policy. School organisational
climate encompasses the quality and character of school life as experienced by students,
teachers, and administrators. This includes interpersonal relationships, teaching and
learning practices, organisational structures, and the norms and values that, guide
behaviour within schools. According to scholars’ seminal class1ﬁcat10 %hool
organisational climates into six distinctive types and this includes utonomous

& framework for

controlled, familiar, paternal, and closed continues to prov1de a

analysing educational environments™?.

The open school climate represents the ideal O@Qional setting in educational
institutions. It is characterized by sincerity, t@rbcollaboration, mutual respect, and
enthusiasm among school members. T and administrators in an open climate
engage in sincere dialogues, eX 3@%6 high levels of collaboration and enjoy
professional autonomy. Leaden@s 1s democratic, and decision-making is participatory,
ensuring that teacher @reated as professionals with valuable insights. In this
environment, both ructional and relational dimensions flourish. Research supports the
benefits of o®hool climates. For instance, a study conducted by a scholar in Ghana
reveale open climate, alongside familiar and controlled climates, significantly
contributed to teacher job performance’*. Teachers in these environments reported feeling
empowered, supported, and respected by their headteachers. Moreover, schools with an
open climate were associated with higher levels of teacher motivation and commitment to

student learning outcomes™.

38



However, contrasting findings from other scholars in Anambra State, Nigeria, complicate
this narrative. Their study found a negligible and negative correlation between teachers’
perception of open school climate and their job performance®. This counterintuitive
result suggests that open climate, while generally perceived positively, may not always
translate into higher performance, especially if teachers become disengaged or interpret

autonomy as a license for complacency. \

The autonomous climate is similar to the open climate in its respél@gteacher
professionalism but differs in its reduced emphasis on leadership ﬁqlvement. In this
setting, teachers operate with significant independence, havi Qeedom to conduct
their work and fulfil both professional and social needs@hout close administrative
oversight. Teachers are trusted to meet expectati@gsed on their judgment and
expertise. These findings in Ghana positioned @)mous climate as the second most
prevalent school climate, after the opeﬂ{@ . Teachers appreciated the professional
freedom and reduced bureaucratic “i ence, which allowed for creative and flexible
teaching methods. However, t@tudy also noted that the autonomous climate did not
significantly predict %@performance, possibly due to the absence of structured

guidance and sup

N\
Furthermo tge}controlled climate emphasizes structure, discipline, and the achievement
of ins@%nal goals. In such settings, the principal typically exerts significant control
over school operations, often prioritizing production outcomes over individual or social
needs of teachers. While this climate may appear rigid, it can lead to high performance
when organisational objectives are clearly communicated and closely monitored. In
conjunction with a scholar’s research, the controlled climate was the third most influential

in enhancing teacher performance®®. Teachers in this environment recognized the
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importance of accountability and appreciated the clarity of expectations, even though the
emotional climate might be less warm. The success of the controlled climate, however,
depends heavily on the leadership style employed. When principals are supportive and
communicate expectations constructively, teachers are more likely to respond positively
to control and structure. This finding aligns with the work of another scholar, who noted
that in a controlled climate, the emphasis on task achievement can be balanced with
organisational effectiveness if leaders maintain professional relationships®’. limates

may suit schools where performance metrics are central, but their& -term viability

relies on integrating consideration for teacher well-being and in@n 57

The familiar climate places a premium on interpersonal 'onships, collegiality, and
emotional support. Teachers and administrators operﬁi a friendly environment where
mutual trust and intimacy flourish. In this , there is high consideration for

individual needs, and work is often condﬁ\ 1thin a framework of social cohesion and

personal connection rather than forh@ority. Interestingly, another study by a scholar

found that the familiar climate &c?buted most significantly to teacher job performance

N

among all six types56%®s working in familiar climates reported higher satisfaction,

improved collaborﬁn, and greater emotional commitment to the school community.
. \

This outcole,Nerscores the importance of nurturing social bonds in educational

settings ¢ emotional labour plays a significant role in day-to-day responsibilities.

WI& familiar climate fosters a sense of belonging and collegiality, critics argue that

excessive focus on relationships may detract from goal-oriented productivity. However,

as long as professional expectations are maintained, the familiar climate can serve as a

strong foundation for morale and engagement, especially in resource-constrained or high-

stress educational contexts.
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Furthermore, the paternal climate is typified by a principal who is highly active and
controlling but lacks meaningful engagement with teachers’ professional development or
feedback. The leader makes most decisions unilaterally and discourages teacher
leadership or initiative. Although the principal may appear hardworking, the lack of
shared vision and teacher participation undermines organisational coherence®. In the
studies reviewed, the paternal climate was among the least effective in enhancin&cher
performance. For example, a number of scholars observed that in pate imates,
teachers felt alienated, and their contributions undervalued, leading to 1vation and
passive compliance®®. Teachers may fulfil their duties out of oblig ’g not passion or
professional commitment. The paternal climate correspo to cGregor s Theory X,
which posits that workers are inherently lazy and must @)sely monitored and directed.

In educational institutions, such a climate ten tb%h creativity, collaboration, and

professional growth, ultimately limiting th@nal for meaningful reform or innovation.

The closed school organisational c‘h@s the most dysfunctional of all six types. It is
marked by high levels of d@gagement mistrust, and inefficiency. Leadership is
autocratic and rigid, te @are often demoralized, and the overall school atmosphere is
toxic. Commumc t s poor, collaboration is minimal, and there is widespread
d1ssat1sfact10®ng staff. Multiple studies have shown the detrimental effects of closed
climate cholar reported that the closed climate had the least impact on teacher
per}bwance in Ghana, reflecting its damaging influence on organisational®® Similarly,
some researchers found a low but negative correlation between teachers’ perception of a
closed climate and their job performance in Anambra State®®. Closed climates often
emerge in schools with authoritarian leadership, lack of vision, and minimal teacher

involvement in decision-making. Over time, such environments foster cynicism,
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resistance, and burnout among teachers, severely undermining educational quality and

student outcomes.

The classification of school organisational climates into open, autonomous, controlled,
familiar, paternal, and closed provides a valuable framework for understanding how
organisational environments affect teacher performance and overall school effectiveness.
While open and familiar climates are generally associated with positive mes,
autonomous and controlled climates can also be effective if appropri t@'n naged.
Paternal and closed climates, however, tend to hinder professim&engagement and
institutional development. These findings underscore the imp@gof context-specific
leadership strategies in cultivating school climates tbalance professionalism,
emotional well-being, and organisational goals. ’E{@tional leaders must remain
cognizant of the dynamic interplay between clé@, leadership, and culture, and tailor

their approaches to foster environments cb@ive to excellence in teaching and learning.

.

2.1.2.3 Components of School O&onal Climate

R\
The organisational clima @school is a multifaceted construct that shapes the day-to-
day experiences of t gs, students, administrators, and other stakeholders. It represents

N

the cumulati@ect of leadership practices, interpersonal relationships, policies, and
resource;bb together define the school’s operational ethos. As schools evolve to meet
the\&se and complex demands of education in the 21st century, understanding the
components of school organisational climate becomes essential for ensuring institutional
effectiveness and sustainability. This study explores in detail the major components of a
school’s organisational climate, including leadership, interpersonal relations, professional

development, disciplinary practices, parental engagement, resource allocation, and the

physical and emotional safety of the school environment.
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Leadership is widely recognized as the cornerstone of school organisational climate. The
role of school leadership, particularly that of the school principal is instrumental in
shaping the vision, goals, and daily functioning of the school. Leadership practices
influence the level of trust among staff, the openness of communication, and the degree of
teacher autonomy. According to some scholars, effective leaders cultivate an inclusive
environment characterized by respect, personal regard, and competence core
responsibilities®®. Such leaders set clear expectations while also providing th % and
flexibility necessary for teachers to exercise professional judgment. T str a sense of
shared purpose and collaboration, which directly contributes to 1 e organisational

%an foster mistrust,

climate. Conversely, authoritarian or inconsistent lea

disengagement, and a toxic school culture. Q

QO

In addition, the quality of interpersonal relatio@ s among staff members is another
critical component of school organisation?@aate. These relationships are shaped by the
level of collegiality, trust, commﬁ@y and mutual support that exists within the
teaching staff and between staf@d administration. When teachers feel respected, valued,

and supported by the $agues they are more likely to engage in collaborative

professional pract demonstrate higher levels of motivation and commitment. In
addition, son@mlars emphasize the role of professional learning communities in
fosterin ed goals and continuous improvement through teamwork and reflective

diah)gye I, Strong interpersonal relationships not only improve teacher morale but also

contribute to more effective instructional practices and better student outcomes.

Moreover, access to meaningful and constant professional development is essential for
cultivating a dynamic and progressive school organisational climate. Professional

development refers to the structured opportunities for educators to enhance their

43



pedagogical knowledge, leadership skills, and classroom practices. It plays a significant
role in shaping teacher efficacy and satisfaction. Schools that prioritize professional
development are more likely to have staff who feel confident, competent, and invested in
their work. Furthermore, continuous learning opportunities signal that the institution
values growth and innovation, reinforcing a culture of excellence. According to studies by
researchers, schools with robust professional development frameworks den&trate
higher levels of teacher engagement and retention®”. Thus, investme teacher
development not only strengthens individual capacity but al&@ ributes to

O

The disciplinary climate of a school encompasses the and procedures used to

organisational effectiveness.

maintain order, enforce rules, and address behaVFQ{a issues. Effective disciplinary

practices are fair, transparent, and consistently @d. They promote a sense of justice

and accountability among students and sté@positive disciplinary climate contributes to

a safe and focused learning enviroﬂ@enabling teachers to concentrate on instruction

and students on learning. Howe@,\when disciplinary measures are perceived as punitive,

arbitrary, or biased, th @reate fear, resentment, and distrust undermining the overall
=

school organisatigg
[ ]

and equitable\enforcement of rules are therefore essential to maintaining a constructive

school ere.
3

Parental and community engagement is a frequently overlooked yet vital aspect of the

ate. Clear behavioural expectations, restorative justice practices,

school organisational climate. Parental involvement in school activities, decision-making
processes, and student learning builds trust and reinforces a sense of shared responsibility
for educational outcomes. High levels of parental engagement contribute to a more

cohesive school community and foster positive relationships between home and school.
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When parents are actively involved, teachers feel more supported and students tend to
demonstrate better academic and behavioural outcomes. Effective parental engagement
includes regular communication, collaborative goal-setting, and opportunities for
participation in school governance and events. According to some scholars, parental

engagement is an essential factor in building inclusive, culturally responsive school

environments®. \

The availability and equitable distribution of resources such as instructi terials,
teaching aids, classroom supplies, technological tools, and infrast@re significantly
impact the school organisational climate. Adequate resources s fective instruction
and signal institutional commitment to teaching and @ing. When schools lack
necessary resources, teachers often bear the burden éapensating for deficits, which
can lead to burnout and dissatisfaction. On the O@md, well-resourced schools foster a
sense of pride and purpose among staff a@fgnt& Resource allocation also extends to
staffing, scheduling, and the proV@f student support services. Transparent and

strategic resource managemen@&ects strong organisational capacity and promotes a
e

healthy school organi%@elimate by reducing stress and promoting equity.

Lastly, the ph @d emotional safety of the school environment is foundational to a
positive organisational climate. Physical safety involves ensuring that school facilities are
secur@-main‘[ained, and conducive to learning. Emotional safety refers to the degree
to which students and staff feel respected, valued, and psychologically supported. Schools
that prioritize inclusivity, anti-bullying policies, and mental health services create
environments in which all members feel they belong. Safe schools are characterized by

open communication, respect for diversity, and proactive conflict resolution strategies.
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Emotional safety is particularly important in fostering trust and encouraging innovation,

risk-taking, and academic engagement.
2.1.3 Concept of Teachers’ Job Performance

Teachers' job performance encapsulates all the duties performed by a teacher at a
particular period in the school system in achieving organisational goals. It implies the
efforts made by the teacher within and outside the school system in order to Qie set
educational goals and objectives®. Also, Teachers’ job performance explain$=the degree
of extent to which a teacher can execute his role in reference to t@n standards that
have been set by an educational institution. This relates to a i% the stated degrees of
quality, quantity, creativity and cooperation®. In additi degree of job performance
of teachers determines their capacity to meet ov'@pectations and prepare the next
generation to face the complexities of a ing social, economic, and political

W

[ ]
societal demand and expectations \1s0 o improve the quality of education process and

products®®. -Q\A%

The role of teachersywithin an educational institution cannot be overstated, as they serve

environment. Teachers' job performanc@beyond doubt very important not only to meet

not only as @tt rs of knowledge but also as developers of students’ cognitive,
emotion d social capabilities. The performance of teachers in fulfilling their
resb&ilities has been extensively studied and is widely regarded as a cornerstone of
educational effectiveness. Other researchers defined teachers’ job performance as “the act
of a teacher accomplishing or executing a given task in the school”. They further
elaborate that it goes beyond classroom instruction to include duties such as punctuality,
lesson planning, evaluating students, and managing extracurricular activities. This view

highlights job performance as encompassing both academic and administrative roles,
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emphasizing the teacher’s responsibility to ensure that students receive holistic

development®’.

Another definition provided by another scholar describes job performance more generally
as “putting knowledge and skills into practice so that work can be done effectively and
efficiently”®8. Applied to the teaching profession, this implies that a teacher must translate
pedagogical knowledge into action in ways that enhance learning outcomes apd.school
functionality. Another scholar views teacher job performance as the succ @ ecution
of tasks and responsibilities assigned to teachers in order to achieve cﬁq)bjectives of the
school, carried out with a strong sense of ethics and professio@glt includes routine
duties like monitoring attendance and assessing stu’ learning, along with
demonstrating dedication to learners’ growth and ot&ﬁievelopment69 . An academic
author explains teachers’ job performance as “t es and observable behaviours that a
teacher exhibits at a particular time on\\@%ar and co-curricular activities that are
planned and organized by the schod@o attain educational goals™*¢. These definitions

underscore the dual nature of @her responsibilities not only within the classroom but

also in contributing %@zmdent’s total development, school’s overall programming,
de

such as field trips, *
o\\'

The impo@: f teacher job performance lies in its direct and far-reaching impact on

clubs, and school sports.

the o@bsuccess of the educational enterprise. First and foremost, teachers are the
frontline agents of curriculum delivery. As noted by other scholars, teachers coordinate
all factors in the teaching and learning process to promote the attainment of educational
objectives”. If a teacher performs poorly, even the best-designed curriculum cannot be
successfully implemented. Second, teacher performance is closely linked to student

outcomes. A teacher who prepares thoroughly, engages students, manages the classroom
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well, and provides constructive feedback can significantly enhance student learning,
motivation, and performance’. According to a researcher’s study in Ghana, schools
where teachers exhibit strong job performance tend to record better academic
achievements and higher student satisfaction®. Also, job performance is integral to school
organisational climate and teacher retention. Teachers who perform well are more likely
to experience job satisfaction, professional growth, and a sense of efficacy. In &ntrast,
when performance is poor due to lack of motivation, support, or comp it can
negatively affect school morale, peer relationships, and the learning 3‘[% re. Schools

that monitor and support teacher performance effectively are
%

positive climate, which in turn fosters student achieve

ikely to sustain a
institutional growth.
Fourth, performance serves as a basis for professio ppraisal, development, and
accountability. Education stakeholders, incl inb%inistries of education, school
administrators, and parent bodies, require, ¢ ¢ indicators of teacher performance to
inform policies on promotion, trainin Besource allocation. Teacher job performance
.
is a central pillar of educational gég\s, as it directly influences student learning, school
culture, and institutional d@nes. In today’s educational landscape, effective teaching
demands more than sﬁ@t matter expertise; it requires a broad spectrum of competencies

that reflect bogh @ygical skill and professional behaviour.

For the se of this study, the indicators of teacher job performance are instructional
con\lp@ence, classroom management, student assessment, professional development, and
contributions, and students’ academic performance Each of these elements works

interdependently to enhance teacher effectiveness and, consequently, student achievement.

The foundation of excellent teaching begins with instructional competence, which refers

to the teacher’s ability to design and implement lesson plans aligned with curriculum
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goals and responsive to diverse student needs. This competency encompasses mastery of
subject matter, effective use of pedagogical strategies, and adaptability in instructional
delivery. Subject mastery refers to a teacher’s deep and comprehensive understanding of
the subject they teach. This knowledge allows educators to explain complex concepts
clearly, provide accurate answers, and present information in ways that resonate with
students. Subject mastery also helps teachers make meaningful connections &veen
topics, use real-world examples to illustrate abstract concepts, and ad Qstudent
misconceptions effectively’”. When teachers demonstrate conﬁdence and_enthusiasm in
their subject area, they inspire curiosity and engagement in lea @l reover, research
indicates that teachers with strong subject knowledge ten. éstudents with higher
academic achievement®. For instance, a competent t@r skilfully applies a mix of
direct instruction, inquiry-based learning, and o@ive activities, using technology
where appropriate to engage learners. Acc to a researcher, teachers with strong
instructional competence foster de.eg\’%ent understanding and contribute to higher
academic performance’?. Diffe&‘t;&:d instruction, the alignment of teaching with
students’ varied learning'@s, is particularly vital in inclusive classrooms, where

diversity in ability and\bagkground is the norm.

Additionally,@ner important indicator is the teacher’s ability to administer the right
student ment, which plays a pivotal role in guiding instruction and evaluating
lea}ﬁgg outcomes. Effective assessment includes both formative methods, such as
quizzes, reflective journals, and classroom observations, and summative tools, such as
final projects and standardized tests. Other scholars emphasized the formative function of
assessment in providing actionable feedback and informing timely instructional
adjustments’!. By analysing assessment data, teachers can identify learning gaps, tailor

interventions, and support differentiated instruction. Moreover, when students receive
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timely, constructive feedback, they are more likely to take ownership of their learning and

improve academically.

Professional development further reflects the teacher's commitment to continuous growth
and excellence. Through participation in workshops, conferences, training courses,
seminars, collaborative inquiry, and advanced academic programmes, teachers stay
abreast of new pedagogical trends and refine their instructional practices. A i&cher
argued that sustained, content-focused professional development posit@ uences
teacher knowledge and classroom practice, ultimately improving/student learning’>.
Teachers who actively engage in professional learning com i also benefit from
peer support, shared resources, and collective problem-solThis ongoing professional
renewal not only elevates individual teacher perfor &ut contributes to a culture of
innovation and reflective practice within schoo@so, professional contributions is an
essential performance indicator that &\\t@’?beyond classroom walls to include
relationships with colleagues, fah@ and community stakeholders. Collaborative
teachers engage in joint planr@» share best practices, and contribute to school-wide

RN

improvement efforts. h@lso maintain open lines of communication with parents,

recognizing the crixl role of home-school partnerships in student success. Another
.

scholar indic@t schools with strong teacher collaboration show higher levels of
instructi uality and student performance’. Collaboration nurtures a collective sense
of ksgonsibility and fosters a supportive professional environment where educators thrive
together. Professional contributions represent a vital but sometimes intangible measure of
teachers' job performance. These contributions include participation in curriculum
development, mentorship of new teachers, involvement in school leadership teams, and

engagement in professional learning communities (PLCs). Teachers who take on such

roles demonstrate a commitment to the collective mission of the school and often act as
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catalysts for innovation and change. A researcher found that sustained involvement in
collaborative professional development correlates positively with both teacher knowledge
and student outcomes®?. Furthermore, such teachers often model best practices for their

peers and help cultivate a culture of professionalism and excellence

Teacher job performance is a multifaceted construct that cannot be measured by a single
criterion. Rather, it encompasses a dynamic interplay of instructional skills, room
leadership, assessment literacy, professional growth, and interpersonet/b ration.
These indicators not only reflect individual competence but also ieﬁlkence the broader
school environment and educational outcomes. Strengtheni Qcher performance
requires systemic investment in professional developme@;pportive leadership, and
collaborative structures. When teachers excel acros@& domains, students are more

likely to succeed, and schools become vibrant ce@)f learning.

Student academic achievement remain@o; the most direct and widely used indicators
[ ]
of teacher effectiveness™. Stand@

benchmarks for evaluating@%ch students have learned over a specific period. While

est scores and internal examinations serve as

some critics argue tha@%ores alone cannot capture the full extent of learning, there is
broad agree &% consistently high student achievement is indicative of sound
instructio tchs%. Teachers who are effective in designing coherent lesson plans,
using @entiated strategies, and aligning their instruction with curriculum standards
tend to foster better academic outcomes. As noted by a researcher, effective teachers are
not only knowledgeable about their subject matter but are also skilled in translating that

knowledge into accessible learning experiences that improve student achievement.”

Closely related but broader in scope is the concept of student performance, which

includes academic, social, and emotional dimensions. Academic performance pertains to
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grades and test results, while social and emotional performance refers to behaviours such
as collaboration, resilience, emotional regulation, and participation in school life. These
aspects are vital because they reflect the holistic development of students, a primary goal
of modern education. Teachers who support students emotionally, create inclusive

classroom environments, and teach social skills contribute significantly to these non-

academic outcomes. \

Another important indicator of teachers' job performance is student eng , which
has emerged as a powerful predictor of both academic achievement&emotional well-
being. Student engagement refers to the level of interes iasm, and active
participation students demonstrate in learning activities.hers who cultivate high
levels of engagement often employ interactive teac@ngethods, integrate technology
meaningfully, and establish strong relational t@%th students. Engaged students are
more likely to complete assignments, as@ons, collaborate with peers, and persist
through academic challenges. Acco‘r@y a researcher, engagement is multidimensional
cognitive, emotional, and beha@r(a and closely linked to instructional quality’. In this
sense, student engag@a@trves as both a reflection of teacher effectiveness and a

contributing factor ﬁtu ent performance.

Effective teach®€fs demonstrate clarity in instruction, responsiveness to student needs,
ap ro@b pacing, and the ability to maintain a productive classroom environment’.
Researchers stress the importance of classroom management in facilitating instruction,
arguing that a well-managed classroom sets the foundation for effective teaching.
Observations, when conducted regularly and constructively, also serve as valuable tools

for professional growth and reflective practice”’.
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Teaching effectiveness encompasses the ability to employ a variety of instructional
strategies to address the diverse learning needs of students. Effective teachers
differentiate instruction, integrate active learning methods, and use technology to enhance
engagement. They assess student progress through formative and summative evaluations,
adjust their teaching methods based on feedback, and create inclusive classrooms that
support all learners. Effective teaching also involves fostering critical @(ing,
collaboration, and problem-solving skills among students. Studies show that Qers who

use student-centred approaches, such as inquiry-based learning and cooperative learning,

@x

Classroom management is the process of creating and ma1 1ng a structured, positive,

significantly improve student outcomes®!.

and productive learning environment. Effective cl<§ro m management ensures that
students feel safe, respected, and motivated to I%(Qet encourages timely feedback from
students. Teachers accomplish this by sb\\@ clear expectations, establishing routines,
and using proactive behaviour mén{gg nt strategies. Strong classroom management
minimizes disruptions, max1 & instructional time, and contributes to both student
success and teacher j b@&sfactlon yet encourages timely feedback from students.
According to a re ch 1, incorporating student voice into teacher evaluations not only
enhances th b111ty of assessments but also empowers students and promotes
transpar . Research suggests that well-managed classrooms lead to improved student
beIMur, higher academic performance, and reduced teacher stress®?>. Classroom
management creates the structural and emotional climate necessary for effective teaching
and learning. Teachers must establish clear behavioural expectations, foster mutual
respect, and manage disruptions efficiently. Well-managed classrooms are characterized
by consistent routines, proactive discipline strategies, and an atmosphere of psychological

safety
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Teachers' job performance in secondary schools cannot be assessed through a single
metric. Rather, it requires a multifaceted approach that combines evidence of student
outcomes, classroom practices, student perceptions, and professional behaviours.
Indicators such as instructional competence, classroom management professional
development and contributions, student assessment practices, and student academic
performance together provide a nuanced picture of teacher quality. When used
thoughtfully and in combination, these KPIs not only assess performance GQO guide

targeted professional development and school improvement efforts. ’\
2.1.3.1 Factors Influencing Teachers’ Job Performance Q

Teacher job performance is a fundamental determinant ational quality and student
achievement in secondary schools. It reflects @er effectiveness in delivering
instruction, managing classrooms, assessin dents, and participating in school
development. However, this perform %15 not shaped in isolation. Rather, it is
.
influenced by a confluence of @emlc institutional, social, and personal factors.
Scholars have identified -k%géments such as academic qualifications, professional
development, school*@?atlonal climate, workload, class size, resource availability,
motivation, tiﬁ@dent relationships, government policies, and personal well-being

as s1gn1ﬁc rminants of teacher performance.

Flr%@cademlc qualifications and professional development have a direct impact on
teachers’ instructional competence. Teachers with higher academic degrees are generally
better equipped with content knowledge and pedagogical strategies, enabling them to
deliver more effective instruction. Scholars found that teachers with advanced
qualifications demonstrate superior instructional skills, which contribute to better student

performance®*. Additionally, professional development ensures that teachers stay abreast
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of emerging trends in education, including new methodologies and curriculum reforms.
The researcher further emphasizes that continuous training such as workshops, in-service
programmes, and seminars enhances teachers’ capabilities to adapt to evolving
educational demands®. Nevertheless, in Nigeria, many teachers lack access to
professional development due to limited funding and infrastructural challenges®®. Without

structured opportunities for growth, teachers’ performance may stagnate, xecting

student achievement and teacher motivation alike. OQ
n;["u

Moreover, the school organisational climate and leadership style gre&S\i ence teacher
performance. A positive school organisational climate c zed by collegial
relationships, effective communication, and shared goa@ters motivation and job
satisfaction. Some scholars argue that supportive ﬁ@ir ments enhance collaboration
among teachers, which in turn improves instruc@ delivery®’. Equally important is the
leadership style of school administrators.@rgmational leaders who offer mentorship,
inspire vision, and support innovatib@tively impact teacher morale and engagement®®,

In contrast, autocratic leadersh@hay hinder creativity, breed dissatisfaction, and lead to

poor performance. Ir%@gerian context, a researcher notes significant variation in
ec

school leadershi%\' eness, often leading to disparities in teacher commitment and
productivity8®1ring effective leadership training and accountability systems can thus

enhanc 1 organisational climate and, by extension, teacher performance.

Q
In %ﬁion, workload and class size are significant institutional factors affecting teachers’
job performance. Teachers burdened with excessive administrative duties, large teaching
loads, and extracurricular responsibilities are more likely to experience burnout and
reduced teaching efficacy. Another scholar describes how such stressors compromise

classroom instruction and diminish teacher morale®®. This issue is acute in Nigeria, where
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secondary school teachers often manage overcrowded classrooms, making individualized
attention nearly impossible’!. In comparison, smaller class sizes facilitate personalized
instruction, allow for timely feedback, and encourage active student participation. Further
research by scholars confirm that reduced class sizes significantly improve both student
learning and teacher satisfaction®?. As such, policy efforts aimed at teacher redistribution

and classroom expansion are critical for improving instructional conditions. \

able to

tools, and

Furthermore, the availability of teaching and learning resources is ind

effective teaching. Resources such as textbooks, laboratory equipné%
teaching aids enable teachers to engage students, implement di Qtructional methods,
and assess learning accurately. Some scholars highli hat access to adequate
technology and learning materials empowers tee&r to create dynamic learning
environments®’, However, resource scarcity ren@f@ persistent issue in many Nigerian
schools. As observed by some other sch@, the lack of teaching materials severely
limits teachers’ ability to execute lé®ans effectively®. This situation is exacerbated

by inconsistent government @T&dlng and inadequate private sector involvement.

\

Addressing these cha§® through strategic resource provision and infrastructure

development is V@r rengthening teacher capacity.
.
N\
Equally i t are the psychosocial factors such as motivation, job satisfaction, and
compf@on. Teachers driven by intrinsic motivations such as a passion for teaching and
desire for student success tend to perform better and demonstrate greater commitment.
According to some scholars, both intrinsic and extrinsic motivators (e.g., recognition,
salary, promotions) play pivotal roles in influencing job performance®’. However, in

Nigeria, delayed salary payments, limited promotion opportunities, and inadequate

benefits contribute to widespread dissatisfaction®®. This demoralization not only affects
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teacher output but can lead to absenteeism and attrition. Hence, improving compensation
structures, ensuring timely salary disbursement, and providing clear career progression

paths are essential strategies to enhance motivation and performance.

Moreover, teacher-student relationships and parental involvement significantly shape the
teaching-learning dynamic. Positive relationships built on mutual respect and trust
improve classroom management, increase student engagement, and foster a rtive
learning environment. Some studies by scholars found that teachers who @t strong
relational bonds with students report higher levels of job satisfacti angJinstructional
success’’. Similarly, another researcher argued that when pare ely engage in their
children’s education, teachers receive vital support, W@ reinforces learning and
mitigates behavioural challenges®®. Unfortunately, so@&lomic constraints and cultural

perceptions in parts of Nigeria have led to low@s of parental involvement®. Thus,

schools must adopt inclusive strategies to‘@e the gap between home and school.

Finally, government policies and @\nal well-being are broader systemic and individual
factors influencing perform\a&%ell-designed policies on curriculum reform, teacher
certification, and edu\@%nding create enabling environments for effective teaching.
A researcher @at policy coherence and investment in teacher training directly
contribute@Qproved teacher quality!®. However, in Nigeria, inconsistent policy
im le@tion and frequent changes undermine educational stability'?!. On the personal
level, teachers’ physical and emotional well-being cannot be overlooked. Stress, illness,
and lack of work-life balance diminish performance and lead to burnout. Scholars
highlight the relationship between psychological health and job satisfaction among

102

teachers Interventions such as counselling services, wellness programmes, and
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manageable workloads are therefore critical to sustaining teacher well-being and

productivity.

Teachers' academic qualifications significantly influence their professional knowledge,
instructional skills, and pedagogical approaches. Academic qualifications serve as a
foundation for the teacher’s understanding of subject content, which consequently affects
classroom effectiveness. According to some studies, highly qualified ﬁ%hers
demonstrate superior instructional practices and are better equipped %ffective
pedagogical strategies, enhancing student achievement!'®, Teacher?%g(awe pursued
higher academic qualifications often possess deeper knowled Qarer understanding
of curriculum development, and robust classroom maent skills!®,  Academic
qualifications extend beyond theoretical knowled%&ncompass practical training,
reflecting on teaching methodologies and educ 1 psychology, crucial for fostering
engaging learning environments. Other ‘@rs highlight that Nigerian teachers with
advanced qualifications frequently‘@ innovative teaching techniques, significantly

enhancing job performance by %&tlvely addressing diverse student needs!®,

Higher education ins&@ﬁs\play a pivotal role in shaping teachers' job performance by
providing ex cq&' knowledge and cultivating pedagogical excellence. Higher
institution%q p teachers with contemporary teaching methodologies, curriculum
evalu@fb techniques, and innovative assessment practices essential for improving
student learning outcomes!®. Graduates from tertiary institutions often exhibit higher
confidence, greater professional ethics, and superior problem-solving skills within
educational settings. In the Nigerian context, a scholar confirms that teachers who acquire
postgraduate qualifications demonstrate heightened teaching effectiveness, increased

creativity in lesson delivery, and enhanced classroom management capabilities. Higher
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education also provides a platform for research engagement, empowering teachers to
contribute to educational improvements and reforms, ultimately boosting job

performance'%,

The relationship between school organisational climate and teachers’ job performance is a

crucial factor in determining the overall effectiveness of educational institutions. A

positive organisational climate, shaped by leadership style, workplace conditieds, and

school culture, creates an environment that fosters teacher motivation, j action,
and professional commitment. When school leaders provide sas{)rtlve guidance,
workplace conditions are conducive to effective teaching, an@boraﬁve culture is

upheld, teachers are more likely to perform optimally. O

Q

Effective school leadership significantly impac @rs‘ job performance, influencing
motivation, job satisfaction, and commitment(b ositive leadership style, characterized

\®)

by supportive, transformational, and ¢ ﬁborative attributes, fosters a conducive work
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.
environment and enhances tea@\per ormance'?’. School principals who adopt a
transformational leadership \Qg/inspire teachers, provide mentorship, and encourage
innovative teaching@mices, significantly improving teachers' instructional
effectiveness!? ’\KQ' ers who practice open communication, participatory decision-
making, a regl(gnition of teachers’ efforts effectively cultivate high teacher morale and
greate@essional commitment. According to some researchers, teachers working under

effective leadership are more productive, demonstrate greater instructional efficacy, and

report higher levels of satisfaction, all critical to enhance job performance!%.

Workplace conditions profoundly affect teachers’ performance. A supportive school
organisational climate characterized by adequate resources, manageable workloads, and

adequate instructional materials and infrastructural facilities enhances job performance
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significantly'®. However, poor workplace conditions, such as overcrowded classrooms,
inadequate teaching materials, and excessive workload, negatively impact teachers’
motivation, productivity, and overall job performance!'’. Adequate school infrastructure,
sufficient instructional resources, and optimal class sizes are pivotal in enabling teachers
to deliver quality education effectively. Teachers' performance thrives in environments
that facilitate innovation, professional autonomy, and collaboration among staff

members'!’. Consequently, providing supportive workplace conditions fost@yosnive

,\(,

School culture, encompassing shared values, beliefs, and no ficantly influences

organisational climate, boosting teachers' overall job performance.

teachers’ job performance. A positive school culture encos teamwork, professional
respect, collaboration, and collective responsibility, 1 @[O optimal job performance of
teachers'!!. Teachers working in schools with %‘Q cultures rooted in mutual support,
trust, and collective goals exhibit hig‘@o satisfaction, greater motivation, and
enhanced commitment to teaching & ce. Moreover, a healthy organisational culture
promotes professional learnin%&nmunities where teachers actively share knowledge,
engage in reflective r@'\ s, and pursue continuous improvement. Such cultural
frameworks significantly enhance teacher performance by fostering a cohesive, goal-

N

oriented environmient conducive to educational success'!?

. Therefore, establishing a

strong, ive school culture is instrumental in improving teachers’ job performance.

In conclusion, teachers’ job performance is shaped by an intricate web of academic,
institutional, social, and personal factors. From academic qualifications and school
organisational climate to class size, motivation, and personal health, each element
contributes to the complex realities of teaching. In Nigeria and similar contexts,

addressing these challenges requires a holistic approach involving government action,
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community engagement, and institutional support. By investing in teacher development,
improving working conditions, and prioritizing well-being, stakeholders can build a

robust educational system driven by empowered and high-performing educators.

2.2 Theoretical Review\ %
2.2.1 Person-En@ent Fit Theory

The P-E Fi gl\d)ry has its roots in interactionist psychology, which emphasizes that
huma@aviour results from an interplay between individual characteristics and
environmental conditions !'3!'*, The theory was further developed in organisational
behaviour and industrial psychology by other scholars who expanded the theoretical
framework to include dimensions such as person-job fit, person-organisation fit, and

person-supervisor fit'!>!116,
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Lewin laid the groundwork for understanding that individuals function optimally when
their psychological needs align with their work environment!!¢, This concept was refined
by another scholar in vocational choice theory, which argues that job satisfaction and
performance are higher when a person's characteristics match their occupational

environment!!’,

The Person-Environment (P-E) Fit Theory is a foundational psychologi and

organisational theory that explains how the alignment between individual ir work
environment influences their behaviour, job performance, satisfactiofy and overall well-
being. The theory has been widely applied in various fields,.1 ing organisational
psychology, human resource management, and educationaarch. As it relates to this
study on Academic Qualifications and School org@Qnal Climate as Predictors of
Teachers’ Job Performance in Oyo State, Nigeri e P-E Fit Theory provides a robust
framework for understanding how the a@ent between teachers' qualifications, their

work environment (school climate)’\@‘heir roles impact their job performance. This

section explores the orlglns co@nents implications, and applications of P-E Fit Theory

within the context of %@effectweness in Nigerian schools.

The P-E Fit T ggests that the compatibility between an individual and the work
0

env1ronme ccurs on multiple levels. Scholars have identified several dimensions of P-

E @lng
i. Person-Job Fit (P-J Fit)

This refers to the alignment between an individual’s knowledge, skills, and abilities
(KSAs) and the demands of their job!'8. In the teaching profession, P-J fit can be assessed

by the congruence between a teachers’ academic qualifications and their job requirements.
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Teachers who possess the appropriate educational background and pedagogical skills are

more likely to perform effectively in their roles.
ii. Person-organisation Fit (P-O Fit)

This dimension emphasizes the compatibility between an individual’s values, goals, and
personality and the overall culture and values of an organization''”®. In schools, P-O fit

can be examined by how well teachers’ professional values align with the etTQnis ion,

and expectations of the educational institution. ’\< ,
iii. Person-Group Fit (P-G Fit) %O

P-G fit focuses on the alignment between an individual ir colleagues, emphasizing
teamwork, collaboration, and interpersonal co @A@y In the school setting, this fit
determines how well teachers integrate v&% olleagues, contribute to a positive

organisational climate, and engage in C@Eive teaching strategies'?’.
iv. Person-Supervisor Fit (P-{@é9

This refers to the re@p between employees and their supervisors. In schools, a
positive relations tween teachers and school administrators can enhance motivation,

job satisfa@g,'ﬁld performance'?!.

V. Pv{gﬁ-Environment Fit as a Predictor of Job Performance

The fundamental premise of P-E Fit Theory is that a higher degree of congruence
between individuals and their work environment leads to better job performance, job
satisfaction, and reduced stress'??. Teachers who find a strong match between their

academic qualifications and their job roles, as well as between their expectations and the
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school climate, are more likely to be effective educators. Conversely, a poor fit can lead

to disengagement, reduced motivation, and lower performance!%.

The Person-Environment (P-E) Fit Theory is a widely used framework in educational
research that explores the alignment between individuals and their work environments. It
posits that when an individual’s characteristics, such as skills, abilities, and values, align
with the demands and culture of their workplace, job satisfaction and pe ance
improve. This theory is particularly relevant in analysing the rol @a ademic
qualifications and school organisational climate in shaping teachers'&gr'{ormance. In
the context of secondary education in Oyo State, Nigeria, app!@ Fit Theory helps
to understand how well teachers' qualifications and the nvironment contribute to

their effectiveness in the classroom. Q :

First, teachers' academic qualifications is a determinant of Person-Job (P-J) Fit,
which refers to the compatibility b t%en an individual's qualifications and job
requirements. Research has consi \ly shown that teachers who possess the necessary
educational credentials perfa@%etter in classroom instruction, student assessment, and
classroom managem@@%pared to those who lack formal training!'?*. In the Nigerian

educational sﬁg\l@‘eachers with formal pedagogical training are more likely to
tr

demonstrate,strohg subject mastery, effective teaching strategies, and the ability to adapt
to di\éb learning needs. This alignment between academic qualifications and job

expectations enables teachers to engage students effectively, implement curriculum

requirements, and foster a productive learning environment.

Furthermore, when teachers have appropriate academic qualifications, they exhibit higher
confidence and self-efficacy, which translates into improved classroom performance. In

contrast, a mismatch between teachers' qualifications and the demands of the job such as
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assigning teachers without science backgrounds to teach mathematics or physics can lead
to reduced teaching effectiveness, student disengagement, and overall poor learning
outcomes. Therefore, ensuring that teachers possess the requisite academic qualifications
is essential for optimizing their job performance and maintaining high educational

standards.

Second, beyond individual qualifications, the Person-organisation (P-O) Fit di ion of
P-E Fit Theory emphasizes the importance of aligning an employee’s V{l;@ﬂﬁi needs
with the broader organisational environment. In the educational%tor, the school
organisational climate which includes factors such as 1 style, collegial
relationships, availability of resources, and administrative rt plays a significant role
in shaping teachers' job satisfaction and effec&n si25, A positive school
organisational climate fosters higher levels 0@% Fit, thereby enhancing teachers’
commitment, motivation, and producti\@’ghools with supportive administrators,
collaborative work cultures, and Xﬂt%tured operational frameworks enable teachers
to focus on their instructional r@&sibilities without undue stress. In Oyo State, research
suggests that teachers c@g in supportive and resource-rich school environments tend
to be more engagse\,'gative, and effective in their teaching roles. Conversely, schools
.
characterized@ poor leadership, lack of teaching resources, and ineffective

adminis structures create stress and job dissatisfaction, leading to high teacher

turNr and reduced performance levels.

Moreover, the presence of collegial relationships within a school significantly influences
teacher performance. When teachers work in environments that encourage peer
collaboration, knowledge-sharing, and mentorship, they are more likely to develop

professionally and enhance their instructional techniques. In contrast, workplaces with
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toxic or unsupportive cultures can lead to professional isolation, burnout, and decreased
motivation to improve teaching practices. Therefore, fostering a positive school
organisational climate is essential in ensuring that teachers are well-supported and

motivated to deliver quality education.

The interaction between academic qualifications, school organisational climate, and P-E
Fit is central to understanding teachers’ job performance. An optimal fit oc when
teachers’ qualifications align with job demands, and the organisational ' pports
their professional growth. In such scenarios, teachers experience higher job satisfaction,
increased motivation, and enhanced teaching effectiveness, ulti leading to better
student learning outcomes. However, misalignment in @r P-J Fit or P-O Fit can
negatively impact job performance. For instance@gcher with strong academic
qualifications but placed in an unsupportive sc@@nvironment may struggle with job
dissatisfaction and disengagement. Sim \@ a school with a positive organisational
climate but employing underquh@ teachers may experience inefficiencies in
instructional delivery, leadini t@%boptimal student performance. Misalignment may also
occur when teachers e@igned to subjects outside their area of expertise or when
leadership styles ,w\it@e school fail to provide adequate guidance and support!?®.
.
N\

The Perso@n ronment Fit Theory provides a valuable framework for analysing the
relatic%@ between teachers’ academic qualifications, school organisational climate, and
job performance. Ensuring that teachers have the necessary qualifications and are placed
in supportive and well-structured school environments enhances their ability to perform
effectively. A misalignment in either qualifications or school organisational climate can
lead to dissatisfaction, reduced motivation, and poor teaching outcomes. Therefore,

education stakeholders in Oyo State must focus on creating policies that promote a strong
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fit between teachers and their work environments, ultimately leading to better student

achievement and improved overall educational quality.

While P-E Fit Theory provides a useful framework for understanding job performance,
some scholars argue that it oversimplifies the complexity of workplace dynamics. One
major criticism is that fit is not static but evolves over time as employees adapt to their
work environment '?’. Additionally, the theory may not fully account for exte ctors
such as socioeconomic conditions, policy changes, and cultural inﬂue{/@ shape

9

The Person-Environment Fit Theory provides a valuab s~ for examining how

teacher effectiveness in Nigeria.

academic qualifications and school organisational e predict teachers’ job
performance in Ibadan Metropolis, Oyo State. y&%sing P-J Fit, P-O Fit, and other
dimensions of alignment, educational ((6 ers and school administrators can
implement strategies to improve teach e&ectiveness. Ensuring that teachers are well-
AW
qualified and placed in supportiv invironments can enhance their motivation, job
satisfaction, and instmctiona\@ﬂty, ultimately leading to better student outcomes'?®.
N
Q)
2.2.2 O%ﬁd}onal Climate Theory
Orgqllgtrgnal climate theory originated from the human relations movement of the early
20th century, evolving considerably through the decades. Early conceptions emerged
from Kurt Lewin's field theory, which suggested that behaviour is a function of both the
person and their environment. Lewin's foundational work was significant in
acknowledging the role of the workplace environment on employees' attitudes and

behaviours. According to the scholar, the organisational environment can either facilitate
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or hinder employee performance, making the understanding of this environment crucial

for organisational effectiveness!%.

The concept was further developed in the late 1950s by Argyris, who emphasized the
importance of organisational practices in shaping employees' behaviours and attitudes.
Argyris posited that an organisational climate that respects individuals’ autonomy and
encourages participation contributes to positive employee outcomes, includi igher
satisfaction and improved performance!?°. Subsequently, Litwin and Stri ided a
clearer operationalization of the concept, identifying dimensions sn&s responsibility,

support, structure, rewards, risk-taking, and warmth, whi ectively influence

employee behaviours!'3!, Q

Q

Organisational climate refers to the collecti e,& ceptions, attitudes, and feelings
employees hold towards their organlzatlon S nvironment, processes, practices, and
expectations. It represents an endurlng y of the internal environment experienced by
employees, influencing their %rs and attitudes towards their roles'*%
Understanding orgamsaﬂma&%ate is essential, as it significantly affects employees'

motivation, satlsfachQommltment and ultimately their job performance. In
educational s@pemﬁcally schools, organisational climate becomes crucial as it
directly in@t

Se%(eg‘heoretical models within organisational climate theory further illustrate its

cachers' effectiveness and their overall job performance'2.

multidimensional and complex nature. One prominent model is Litwin and Stringer's
model, which articulates climate as an intervening variable influencing organisational and
individual outcomes. According to this model, organisational climate shapes attitudes,
motivation, and performance by impacting employees' perceptions of their workplace

environment!3!,
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Another influential theoretical perspective is Schneider's Attraction-Selection-Attrition
(ASA) model. Schneider argues that organisational climate evolves over time through
processes of attraction, selection, and attrition, suggesting that people are drawn to,
selected by, and retained in organizations with climates compatible with their personality

133

and values'””. This has direct implications for educational institutions, emphasizing the

importance of cultivating climates that attract and retain high-performing teachers\

Organisational climate theory identifies several core dimensions that s @e overall
work environment and influence employee behaviours and ormance. These
dimensions are particularly relevant in educational settir% ere teachers’ job

satisfaction and effectiveness are closely tied to their perce ‘@' s of workplace conditions.

One of the most significant dimensions is support, whicll refers to the extent to which
organisational members feel emotionally and in&mally assisted by their supervisors
and colleagues. When teachers perceive\@levels of support, they are more likely to
develop positive attitudes toward th s, experience reduced stress, and demonstrate
greater commitment to thei A@onsmlhtles Supportive environments contribute to
teachers' well-being and j erformance by fostering open communication, mentorship,
and teamwork 1se a crucial dimension is autonomy and responsibility, which
reflects the e of independence employees have in decision-making and task
executl l-§ the educational sector, teachers who experience autonomy in their
clas ms often develop a stronger sense of responsibility and intrinsic motivation. The
ability to tailor lesson plans, choose teaching methods, and manage classroom dynamics
according to their expertise fosters a deeper engagement with their work. This

independence not only enhances their confidence and professional satisfaction but also

leads to improved student outcomes. However, excessive autonomy without proper
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guidance can create inconsistencies in educational standards, highlighting the need for a

balanced approach that provides flexibility while maintaining accountability'3*.

Closely linked to autonomy is the structure of an organization, which defines the clarity
of roles, responsibilities, and procedures. A well-structured organisational climate ensures
that teachers understand their expectations and how their tasks align with broader
institutional goals. Clear guidelines, effective leadership, and streamlined admuffistrative
processes help reduce ambiguity, minimize workplace conflicts, and @ overall
efficiency. In schools, a well-defined hierarchy and functional poliCies contribute to a
stable work environment where teachers can focus on instru@ ffectiveness rather
than administrative confusion. Conversely, a lack of s @ may lead to uncertainty,

inefficiency, and frustration, ultimately dimin@l teacher morale and job

performance'?*. b’b
O

The dimension of recognition and rey s\plays a fundamental role in shaping employee
motivation and commitment. A K@lace climate characterized by fair and transparent
reward systems fosters a sé@%\/alue and appreciation among employees. In education,
teachers who perceﬁb“aimess in promotions, salary structures, and professional
development (&i@é@%ties tend to exhibit higher levels of job satisfaction and dedication.
Incentives@ch as merit-based recognition, career advancement opportunities, and
pe%@e-based rewards contribute to a culture of excellence, motivating teachers to
enhance their instructional practices and invest in their professional growth. Conversely,
an environment where recognition is lacking or perceived as biased can lead to

demotivation, dissatisfaction, and reduced performance’'.

In addition to recognition, the encouragement of risk-taking and innovation significantly

impacts job performance. Organizations that support creativity and experimentation
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empower employees to explore new ideas and solutions. In the educational context,
teachers who are encouraged to implement innovative teaching methodologies, adopt
technology-driven instruction, and experiment with different pedagogical approaches tend
to foster higher student engagement and learning outcomes'**. A school organisational
climate that values innovation not only benefits teachers but also enhances the overall
quality of education by promoting adaptability and continuous improvement. However, a
rigid and highly bureaucratic climate that discourages innovation may @teacher

creativity and limit educational advancements'3’. Q/

Finally, warmth and collegiality define the mterpersonal%@nshlps within an

organization, encompassing trust, friendliness, and colla ‘ ion among colleagues. A

positive and collegial work environment promotes Qtu support, knowledge sharing,
and professional growth among teachers. When &rs feel connected and valued within
their institutions, they are more likely\\gexperience job satisfaction and remain
committed to their roles. Strong p'rs’\qu nal relationships also enhance teamwork and
collective problem—solvin.g, @&ing a more cohesive and effective educational

environment. In contr: ,@brkplace characterized by hostility, lack of cooperation, or

social isolation cg&d to stress, burnout, and disengagement'’.
[ ]

In summa%organisational climate is shaped by various dimensions that collectively
in%@%eachers’ attitudes, motivation, and performance. A supportive and well-
structured environment, coupled with autonomy, recognition, innovation, and collegiality,
fosters higher levels of job satisfaction and effectiveness. Understanding and enhancing
these dimensions in educational institutions is crucial for creating a conducive work
atmosphere that promotes teacher well-being and ultimately improves student learning

outcomes.
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Organisational climate in schools, commonly referred to as "school organisational
climate," encompasses the environment created by the interactions between
administrators, teachers, and students. Previous research consistently links positive school
climates with beneficial outcomes, including teacher job satisfaction, motivation,
retention, and ultimately student achievement!'3’. Researchers notably highlighted the

school organisational climate as a critical factor influencing educational effec&wss,

emphasizing trust, openness, and supportive relationships as essential e ts of a
positive school climate'3* ’\Q/
Positive school climates foster supportive relationship en teachers and

administrators, encouraging professional collaboration, mng, and opportunities for
professional growth. Conversely, negative climates @r;terized by distrust, excessive

control, and poor communication can lead to (@faction, reduced commitment, and

diminished teacher performance. @
Teachers' job performance sign@hinges on the school organisational climate.

Empirical studies indicate %’ust correlation between perceived supportive school
p p pp

climates and improvsg?performance among teachers. When teachers perceive their

organisational '@f positively, characterized by clear communication, fairness,
agn’

recognitio%

impro aching practices, and greater effectiveness in their roles

collegial support, they tend to demonstrate increased dedication,

132.

On the contrary, a negative organisational climate characterized by lack of support,
unclear expectations, and inadequate recognition can result in teacher burnout,
dissatisfaction, low morale, and consequently poor job performance. Teachers working in
negative climates often feel isolated, undervalued, and unmotivated, negatively impacting

their teaching efficacy and student outcomes. In Nigeria, the school organisational
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climate significantly shapes teachers' perceptions and job performance. Nigerian
educational institutions face unique challenges, including resource constraints, large class
sizes, infrastructural inadequacies, and issues surrounding teacher professional
development!3®, These challenges intensify the importance of a supportive and nurturing

organisational climate in facilitating positive educational outcomes.

Studies conducted within Nigerian contexts have consistently highlighted that sitive
organisational climate, characterized by strong administrative @1, clear
communication, professional autonomy, and collaborative relatio@s, significantly

137 Teachers.d climates tend to

predicts higher job performance among teachers
exhibit increased commitment, higher job satisfaction@d superior performance,

ultimately contributing to improved educational outc$s.

(&

Organisational Climate Theory highlights profound influence the workplace
environment exerts on employees' atti dXs and behaviours!*®. Within the educational
N
setting, a positive organisationicgknate is imperative for optimizing teachers' job
performance. Recognizing Lb&%rious dimensions of organisational climate; including
support, autonomy, s@% rewards, innovation, and warmth - provides critical insight
into fostering @cive teaching environment'*®. For educational administrators and
policymakal Oyo State, Nigeria, understanding and enhancing the organisational
clima@rbhin schools can serve as a strategic approach to improving teachers' job
performance, ultimately elevating educational standards and student achievement across

the state.
2.2.3 Human Capital Theory

Human Capital Theory posits that individuals and society gain economically and socially

from investments made in people, particularly through education and training. Central to
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the theory is the notion that education, professional training, and skill development
enhance an individual's productivity, directly influencing economic growth and individual
earnings. Introduced by economists Theodore Schultz and Gary Becker in the early 1960s,
the theory revolutionized how education, knowledge, and professional competencies are

valued in economic and organisational contexts'#’,

The concept of human capital emerged distinctly in economic thought durin m1d-
20th century. Earlier economists viewed labour purely as a homogenou vilthout
consideration for skill variation and educational attainment. Theodor }Séwas among
the first economists to formally introduce the concept, emphasi at knowledge and
skill sets acquired through education represent crucial for@f capital investment. The
scholar argued that these investments contribute sif\&ltly to economic growth and
development!'¥’. Gary Becker expanded Schulé’qoundational ideas by highlighting
education, training, and health as critica@mn‘[s of human capital, drawing parallels
between investments in physical éa@nd investments in human resources. Becker's
foundational book, Human Ca@&' A Theoretical and Empirical Analysis, with Special

Reference to Educati @hlﬁcantly broadened the scope and understanding of the

economic 1mpacts &ducatlon141

>

The Hum ital Theory asserts that investments in education, training, experience,
and h%rbenhance individuals' skills and productivity, ultimately leading to greater
efficiency and economic benefits. This perspective emphasizes that human capital much
like physical capital requires deliberate investment to yield long-term returns. Education
is widely regarded as the most fundamental component of human capital development, as
it equips individuals with knowledge, skills, and competencies that directly impact their

productivity and job performance. Becker, a key proponent of Human Capital Theory,
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described education as a strategic and purposeful investment, arguing that individuals
willingly allocate time, effort, and financial resources to education because they
anticipate significant future economic and social rewards'*'. Educational qualifications
serve as reliable indicators of an individual's potential productivity, enhancing
employability, opportunities for career advancement, and earning potential'¥?. In the
context of educational institutions, particularly within secondary schools, teachers’
academic qualifications represent direct investments in human capital, Qvanced
academic credentials improve pedagogical skills, deepen subject mattex_expertise, and
enhance instructional effectiveness. Highly qualified teachers ute to superior
student learning outcomes, strengthen school reputations, ﬁe overall educational
quality, making the level of academic attainment amon ers a critical determinant of
their job performance and the success of the stu e%%ey instruct'*. Empirical research
consistently highlights the positive correlati ween teachers' academic qualifications
and job performance. Teachers wit? a kd qualifications and continuous professional
development exhibit higher instrlxﬁgl\al quality, better classroom management, enhanced
pedagogical approaches, ah&%er student achievement levels'¥’. The depth of subject

knowledge, critical pé@%cal techniques, and enhanced instructional strategies gained

through high '@n directly affect teachers' ability to perform effectively in diverse

education%ttlngs.

Be}&&formal education, continuous training and professional development play a
crucial role in refining skills and keeping professionals updated on evolving industry
standards. For teachers, engagement in workshops, seminars, and certification
programmes enhances their instructional methods and classroom management techniques,
while upgrading their competencies allows them to adapt to changing educational

demands, integrate innovative teaching strategies, and improve student engagement and
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learning outcomes. Consequently, professional development becomes a key driver of
teacher effectiveness and long-term career success. Additionally, practical experience
shapes an individual's proficiency and job performance, particularly in the teaching
profession, where years of experience refine educators' instructional delivery, decision-
making abilities, and classroom management skills. Veteran teachers often develop a
deeper understanding of student behaviour, effective pedagogical approaches, and
curriculum implementation strategies, all of which contribute to impro earning
environments, while their ability to navigate challenges, persona1’1<Qstju ction, and

optimize student engagement strengthens over time.

Moreover, the physical and mental well-being of individua@niﬁcanﬂy influences their
job performance, since healthy teachers are more t{&ic, focused, and emotionally
resilient, enabling them to handle the demands (@ profession effectively. Investments
in health, such as access to medical carb,\\%rgess programmes, and work-life balance
initiatives, directly enhance teacher’\%%siuctivity, whereas chronic stress, burnout, and
health challenges can lead to %ﬁteeism reduced motivation, and diminished teaching
effectiveness. Therefo talnlng teachers’ health and well-being is essential for
sustaining high perf ch and ensuring quality education delivery. The Human Capital
Theory prov@ valuable framework for understanding the factors that influence
teachers¥job’ performance, as academic qualifications, professional training, practical
ex;ksjpnce, and overall well-being collectively shape educators’ effectiveness in the
classroom. Schools and policymakers must recognize the importance of investing in
teachers' human capital through quality education, continuous professional development,
and well-structured wellness programmes to optimize both teacher performance and

student learning outcomes.
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Human Capital Theory thus provides the theoretical justification for investing in teachers'
continuous professional development, emphasizing its benefits for both individual
teachers and educational institutions. Schools benefit substantially from investing in
teachers' advanced training, professional development opportunities, and further
education, thus directly enhancing teaching effectiveness and student outcomes. Various
studies have empirically tested the assertions of Human Capital Theory (within
educational contexts. Research consistently demonstrates that teacher sessing
advanced academic qualifications exhibit higher levels of job satisf: c%motivation,

ificantly impact their

instructional effectiveness, and professional commitment!'®. rs' qualifications,

including degrees, certifications, and specialized traini st

instructional capabilities, classroom management stes, and overall educational

effectiveness. b’bQ

In Nigeria, and specifically in Oyo Statb\\églevance of human capital development
through academic qualifications h‘d@ered significant scholarly attention. Nigerian

educational researchers consis@&ky find that higher academic qualifications correlate

N

positively with impm@@cher job performance, greater commitment, and higher
0

student performanﬁu comes
. \

framework for understanding and improving teacher effectiveness in Ibadan Metropolis,

144 Human Capital Theory provides a robust theoretical

Oyo Statb ven the unique educational challenges within the Nigerian context which
inchd;%resource scarcity, infrastructural inadequacies, and large class sizes - investments
in teacher education and training emerge as particularly crucial. Policies prioritizing
continuous professional development, advanced academic training, and incentives for
further education among teachers can significantly enhance educational standards and

outcomes in Ibadan Metropolis, Oyo State.
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In practical terms, educational policymakers in the state should promote initiatives
focused on continuous teacher education, postgraduate qualifications, specialized
certifications, and robust professional development programmes. These initiatives directly
contribute to enhancing teachers' human capital, positively impacting their classroom

effectiveness, student outcomes, and overall educational quality.

Despite its broad acceptance and empirical support, Human Capital Theory is n. ithout
criticism. Critics argue the theory oversimplifies complex social and econ alities. It
often neglects broader social, cultural, and institutional factors inﬂ@:ing individuals'
educational decisions and productivity'4>. The assumptio ducation directly
translates to improved productivity and earnings may ok systemic challenges,
particularly within developing countries where (Qaral inefficiencies limit the
realization of human capital benefits. Additio@ Human Capital Theory has been
critiqued for reducing education to econ@terms, neglecting its broader societal and
intrinsic value. Education serves '@ses beyond economic productivity, including
fostering citizenship, cultural &smission, social cohesion, and personal fulfilment.

Recognizing these b@i@ﬁpacts of education is crucial in policy formulation and

implementation. ,6
[ ]

Human C@[a Theory does not exist in isolation. Integrating the theory with
or an%fgtal climate Theory provides a comprehensive understanding of the predictors
of teachers' job performance. organisational climate significantly mediates how
effectively teachers utilize their acquired human capital. A supportive and positive school
organisational climate enhances the application of teachers' skills, knowledge, and
professional competencies, further amplifying their job performance and educational

outcomes.
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This integrated perspective suggests that educational institutions must simultaneously
focus on both teacher qualifications and cultivating conducive organisational climates.
Enhancing human capital through academic qualifications, combined with a positive
organisational climate, produces a synergistic effect, maximizing teachers' potential and
effectiveness in schools. Human Capital Theory emphasizes the importance of education,
training, experience, and health in enhancing individuals’ productivity, &rectly
contributing to organisational effectiveness and economic development. I cational
contexts, particularly within Ibadan Metropolis, Oyo State. Investments gn teachers'

&nstitute critical

academic qualifications and continuous professional develop,

mechanisms for improving job performance and educationa@c es.

Therefore, it is important to understand and address Q&e strengths and limitations of
human capital theory, alongside integrating it wi&anisational climate theory, this will
provide a robust theoretical foundation tb\\@lancing educational policy and practice in
Ibadan Metropolis, Oyo State ultim@‘hereby fostering greater teacher effectiveness,

higher student achievement, an@nader societal development.
S
G
\‘,?:b

23 Review of Empirical Studies

2.3.1 Academic Qualifications and Teachers' Job Performance
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Academic qualifications consistently emerge as an important factor influencing teachers'
job performance across various educational contexts. Several studies conducted within
Nigeria and other comparable contexts have extensively explored this relationship,
highlighting a range of significant findings. A researcher conducted a correlational study
investigating the relationship between teachers' educational qualifications and
competence as correlates to students' academic performance in public senior s&dary
schools in Nigeria's South-South region. Utilizing a robust sample of 377 ers and
395 students, the research applied Pearson’s Product Moment tign (PPMC).
Findings indicated a significant relationship between educational &catlons teacher
competence, and students' academic performance. The dyéecommended ongoing
professional development and periodic training tc@hance teacher competence,

emphasizing that qualified teachers tend to ad @se teaching methodologies, thus

effectively meeting varied student learnin

N\

Complementing these findings, holars examined the influence of teachers’
qualifications and teachlng e:@&ence on job performance among secondary school
teachers in Maiduguri B@ State. The descriptive survey research revealed a strong
positive correla‘uo%gﬁgl p < 0.05) between teachers' educational qualifications and
their job perf@hce 47, This significant finding underscores the critical role that formal
educati edentials play in equipping teachers with the necessary pedagogical skills
anc%&ect matter expertise essential for effective classroom instruction and student

engagement.

Further corroboration comes from a study on teacher qualifications, class size, and
teaching experience as predictors of achievement in senior secondary school physics in

Oyo State, Nigeria. This study, employing multiple regression analysis, revealed that
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teachers' qualification significantly influenced student achievement in Physics.
Specifically, teachers possessing higher educational qualifications (bachelor's or master's
degrees in physics) demonstrated better student outcomes compared to those with lower
or unrelated academic backgrounds'#®. This finding aligns with international literature,
reinforcing that subject-specific academic credentials are indispensable for effective
teaching, particularly in specialized subjects like physics. Other researchers investigated
the relationship between teachers’ qualification and students’ academic pe ance in

Environmental Education at the University of Calabar. Using j< ’s, correlation
. tween lecturer

analysis, the study found a significantly positive correl;t

qualifications in Environmental Education and student ic performance. The

research stressed that teachers with specific educatlon 1n1ng in their teaching field

notably enhanced student performance, furth O@smng the value of specialized
;f

149

academic qualifications in achieving educ ti ctiveness

In Rivers South-East Senatorial D&& Nigeria, some studies further enriched this
discourse by examining educat%&l qualifications and their impact on job performance in
instructional delivery a room management within public primary schools. Through
a comprehenswe Q analysis, their research demonstrated a significant influence of
educational 'qua 1cat10ns on teachers’ instructional presentation and classroom
manage capabilities. Consequently, they argued for a rigorous recruitment policy
pri}ﬁ'@zlng high educational standards to boost educational outcomes, highlighting the
direct linkage between a teachers’ academic qualifications and professional
effectiveness!®’, These empirical findings from diverse Nigerian contexts collectively
underscore a consistent pattern: higher educational qualifications significantly correlate

with enhanced teacher job performance. Academic qualifications provide teachers with

essential pedagogical skills, confidence, and deeper subject knowledge, which translate
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directly into more effective classroom practices and improved student performance.
Furthermore, these studies consistently suggest policy implications, such as prioritizing
the employment of academically and professionally qualified teachers and investing in

continuous professional development to sustain high-quality teaching practices.

Moreover, these studies echo broader educational literature that stresses the importance of
teacher qualifications as critical determinants of educational quality and student emic
success. They align with earlier international studies, who found si @ ositive
associations between teacher qualifications and student achieverﬁ% e empirical
evidence from these studies significantly strengthens the ar or comprehensive
teacher qualification standards'>-'32, Policymakers and ednal stakeholders are thus
advised to consider these insights carefully when t&&ng recruitment, training, and
professional development programmes for ec@ rs. Ultimately, enhancing teacher

qualification standards emerges as an ind able strategy for educational improvement,

student achievement, and overall ed’l(o\zﬂg%al excellence.

A researcher conducted a @aﬁonal study focusing on the influence of teachers'
qualifications on stud@ievement in English language at the upper basic education

level in Ebon i@Nigeria. The study used regression analysis on a sample of 540
Soth

responden prising teachers and students, to determine the strength of the
relati . Results indicated a statistically significant relationship between teachers’
qua}lzations and students' academic achievement'>. The findings emphasized the
importance of employing professionally trained teachers, especially in critical subjects
like English, where linguistic competence and pedagogical understanding are key to

student success. He concluded that the mass failure in standardized English exams is

partly due to the engagement of unqualified or underqualified instructors.
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Further studies examined teacher training programmes as predictors of teacher job
satisfaction and performance in Oyo State, Nigeria. The study encompassed 1,800
teachers using ANOVA and multiple regression analysis. Although the emphasis was on
in-service training programmes like workshops and academic conferences, the findings
showed a significant combined influence of these programmes on teacher job

performance!>*

. While not limited to academic qualifications alone, the study confirmed
that ongoing training, which builds upon teachers’ foundational academic rounds,
enhances their instructional efficacy and overall job satisfaction. Ot}{ holars in their
study from Indonesia explored the measurement of teacher perf l@:e through teacher
certification, motivation, and job satisfaction. Although imternational, the findings are
highly applicable to the Nigerian context. Utilizing a st@ra equation modelling (PLS-
SEM) approach, the study revealed that te l% ertification and job satisfaction
significantly influenced performance, while m@tivation did not have a notable impact!*.
This underscores that formal acadefnic a %rofessional credentials (such as certification)
are more reliable predictors of joKS;formance than subjective motivators. Such findings
reinforce the need for robﬁ@an‘ler qualification frameworks in the Nigerian education

\

system.

In another @ conducted on professional qualifications, job experience, and
employabi of teachers in private secondary schools in Lagos State. The research
emplQyed a descriptive survey method with 150 school proprietors. The results revealed a
strong correlation between teacher qualifications and employability, and by extension,
inferred job performance. The study emphasized that private schools that adhered to
qualification standards exhibited higher instructional outcomes, indirectly pointing to the

value of hiring qualified professionals. Importantly, the study criticized non-compliance
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with Nigeria's National Policy on Education by many private schools, which often recruit

graduates lacking teaching credentials'>®,

Furthermore, some researchers investigated the influence of teachers' qualifications on
academic performance in mathematics in secondary schools in Anambra State. The
research compared performances of students taught by academically versus professionally
qualified teachers. Using Wilcoxon statistical tests, the findings demo ed a
significant difference in student outcomes in favour of those taught b @s ionally
qualified teachers (those holding degrees such as B.Ed., M.Ed., or Dﬁegd The study
emphasized the need for all mathematics teachers to hold at le E, reinforcing the

argument that pedagogical training coupled with acade@expertise yields superior

teaching outcomes. Q

Collectively, these studies affirm the multidi onal impact of teachers' qualification
on performance and effectiveness. Pro é\&al qualifications provide not only subject
knowledge but also the methodc{@&’%nd psychological tools necessary for efficient
classroom management, in@ﬁnal delivery, and student engagement. One common
trend among these @% is the distinction between academic and professional
qualifications, A{G@%ﬂc qualifications refer to content knowledge (e.g., B.Sc., B.A.),
while prof@&l’ﬁ qualifications involve pedagogical training (e.g., PGDE, B.Ed., M.Ed.).
The r%@ed studies unanimously agree that students perform better when taught by

teachers who hold both forms of qualification, confirming the necessity for dual

competency.

Moreover, the reviewed studies highlight systemic issues affecting the implementation of
qualification standards in Nigerian schools. Several findings point out the lack of

enforcement of the National Policy on Education, which mandates a minimum teaching
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qualification of the Nigeria Certificate in Education (NCE). Yet, many institutions still
recruit unqualified personnel, particularly in private schools, thereby compromising

educational quality.

Further, these empirical studies recommend robust policy action. Governments are
encouraged to enforce the Teachers Registration Council of Nigeria (TRCN) mandate to
ensure only qualified professionals are engaged. Increased access and priority 1d be
given to in-service training and professional development programmes. I @ should
be made available for teachers to pursue postgraduate qualiﬁc&&inally, the
government and educational stakeholders should ensure @Qt evaluation and

supervision to track job performance vis-a-vis qualiﬁcations.

From the comprehensive empirical review, it is e@ that academic qualifications are

foundational to effective teaching and im student academic performance. The

reviewed literature consistently support&%e assertion that teachers' qualification is not
.

only a predictor of employability, ﬁ’&so a determinant of classroom effectiveness. For

the Nigerian educationale &gﬂ particularly in Oyo State, rigorous adherence to

qualification standard@nhanced access to professional development are critical for

elevating teac@iw and educational outcomes.

2.3.2 Organisational Climate and Teachers' Job Performance

Q

The relationship between school organisational climate and teacher performance is a
growing area of focus in educational research. A positive school organisational climate
has been empirically shown to influence the efficiency, job satisfaction, motivation, and
overall job performance of teachers. According to a study conducted in Rivers State,
Nigeria, focusing on school climate as a correlate of teachers’ job performance. Using a

correlational design and a sample of 757 respondents, the study identified significant
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positive relationships between leadership style, staff welfare, and teachers’ job
performance. The study concluded that when school administrators adopt inclusive
leadership practices and prioritize staff welfare (through prompt salary payment,
promotions, and recognition), teacher morale and performance improve significantly'8,
These findings support earlier assertions by another researcher, who emphasized the link

between supportive organisational climates and enhanced teacher output'>°. \

Furthermore, in a comparative study conducted in public and private pri @c ools in
Ibadan North Local Government Area of Oyo State, investigated the (&{[ionship between
organisational culture and teacher performance. Grounded i n’s organisational

culture framework, the study revealed that management rs (r =.213), teamwork (r
i;

=.571), and shared vision (r = .312) had significant pesitiv€ relationships with teacher job
performance'®. Notably, teamwork emerged ’Qe strongest predictor. This study

reinforces the significance of collaborati vision-driven school cultures in shaping
positive teacher behaviour and effec@s.

Another scholar studied the\' nce of job satisfaction on teacher performance among
business education teac in Osun and Oyo States. Though job satisfaction was the
primary const @study extensively addressed how working environment, leadership,
and welfaB(c ponents of school climate) impact job performance. Key findings
incluc%f@niﬁcant correlations between salary/fringe benefits, working conditions, and
teacher output!®'. The research underscores how aspects of organisational climate,
particularly conditions of service and physical working environment, are crucial to

sustaining high performance among teachers.

Other researchers examined the organisational climate and teacher job performance in

public secondary schools in Abia State. Employing an ex-post facto design and sampling
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609 respondents, the study found that open organisational climates characterized by
cooperation, mutual respect, and participatory leadership had a more positive impact on
teacher performance than closed climates. Closed organisational climates, associated with
rigid leadership and lack of teacher autonomy, negatively influenced performance'®.

These findings point to the importance of inclusive governance structures and

interpersonal relations in boosting teacher engagement and productivity. \

Similarly, other studies explored the predictive power of school organisat@l ate on
teacher job performance in secondary schools in Anambra State. Th%searchers found
that teachers’ perception of open school climates was a positiv or of performance,
while closed school climates had a negative but insigniﬁcfectl“. The implication is
that organisational openness, characterized by trans egcommunication and collegial
relationships, provides a fertile ground for teach@vth and improved job delivery.

\Q’b

Further research extended the discours% ernational borders in Thailand by examining
the quality of work life and scho (§s\'nat

Though the context differs {@g{aphically, the findings align with Nigerian studies. A

in schools along the Thai-Cambodian border.

strong positive correlb@? =.759) was observed between the quality of work life which
includes orga i@l support, health and safety, and fair compensation and school
climate!®*. \Th&Se environmental factors jointly influenced teacher performance,

reafﬁ@ the global relevance of organisational climate in educational success.

Across these studies, leadership style repeatedly emerges as a decisive component of
organisational climate. Whether in public or private institutions, the principal’s approach
to communication, delegation, and conflict management directly influences the emotional
and professional investment of teachers in their roles. Staff welfare, including timely

salaries, promotional opportunities, and access to professional development, also
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significantly affects motivation and commitment. A notable theme from the reviewed
literature is the distinction between open and closed school climates. Open climates
promote trust, transparency, innovation, and teacher autonomy, while closed climates
often lead to dissatisfaction, alienation, and disengagement. This dichotomy is crucial for
school administrators and policymakers aiming to enhance teacher effectiveness through

institutional reforms.

A
Several empirical studies have investigated the effects of school organisati ate on
teachers’ job performance, revealing both regional similarities and cc&tua distinctions.
For instance, studies in Nigeria and other sub-Saharan countri%@onsistently shown
that factors such as administrative support, collegial collaion, resource availability,
and clear communication channels significantly affec@&eachers perform in their roles.
In South-Western Nigeria, some scholars have @sized the importance of a positive

and inclusive organisational culture, wh \@sters teacher motivation, innovation, and

Internationally, the work of \s@%cholars which border on schools in Thailand highlights

instructional effectiveness.

the universality of th%%menonm. Their study confirms that a healthy school climate,
especially one d‘@)hasizes safety, professional development, and collaborative values,
had a pro@&"impact on both job satisfaction and instructional quality. Similarly,
resear%fgnducted in the southeastern Nigerian states of Abia and Anambra reinforces
the idea that open organisational climates, where teachers feel valued and empowered, are
associated with higher performance levels. In contrast, studies on closed or authoritarian
school climates tend to report adverse outcomes, including poor teacher morale, reduced
instructional effectiveness, and increased turnover intentions. The consistent findings

across diverse contexts underscore the importance of fostering organisational cultures that
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prioritize communication, inclusion, shared vision, and teacher welfare as integral to

sustainable educational outcomes. 62163,

The relationship between school organisational climate and teacher job performance has
received significant attention in educational research, particularly in developing contexts
such as Nigeria and Ghana. The body of literature reveals that school organisational
climate factors ranging from interpersonal relationships, leadership styles sical
infrastructure, and professional support substantially impact how effe i eachers
perform their professional duties. In a Ghanaian study, school cli was investigated
using Halpin and Croft’s organisational climate framework.@@ted in the Shama
District, the study utilized a sequential explanatory mixed ods design to survey 585
respondents. The findings revealed that open, famj 'Qﬂd controlled climates were
dominant in schools and significantly contribut&enhanced teacher job performance.
Interestingly, while the open climate fac transparency and teamwork, the familiar
climate marked by personal closen@ interpersonal bonds emerged as the strongest
predictor of teacher performan@&(?‘he study emphasized the need for school leaders to

consciously foster op@pporﬁve environments to enhance job performance.

Other studies E@;d the relationship between school climate and organisational
commitme&agt{ng secondary school teachers in Oyo State, Nigeria. Their descriptive
surve;@%g a sample of 2,960 teachers, found a moderate level of school climate and
teacher commitment. The study concluded that a positive climate, especially one
emphasizing emotional and professional support, had a strong relationship with
organisational commitment!%6, Teachers who were effectively committed to their schools
reported higher motivation and stronger job engagement, suggesting that a nurturing

school environment cultivates a higher level of professional dedication.
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Furthermore, some scholars also examined the predictive role of school organisational
climate indices such as classroom condition, instructional materials, and libraries on
teacher job satisfaction and performance in Oyo State. Using a sample of 1,500 public
secondary school teachers, the study revealed that job satisfaction lagged slightly behind
job performance. The combined influence of the climate indices was statistically
significant (F = 11.919; p < 0.05), demonstrating that material and environmental aspects
of school climate, such as laboratories and class sizes, were vital in shapij &ners’
morale and instructional effectiveness. The researchers stressed the impartapce of well-

equipped school environments as essential components of ®n ucive teaching

atmosphere'®” §

A related study investigated school quality indicatort{gecondary school teachers’ job
performance in Cross River State. The study @nultiple regression and correlation
analyses to determine how facilities, sups@n, and leadership quality impacted teacher
output. Findings showed that thesé@indicators jointly accounted for 90.6% of the
variance in job performan.ce&@:% = 0.9063). Quality of leadership emerged as the
highest predictor (t = 48.38N\p< .05), followed closely by supervision (t = 27.29, p < .05)

§otal role of effective leadership and managerial practices in

This underscores §
[ ]
shaping a I‘(@’e school climate!®®. Moreover, the research aligns with findings from

the empitical work of some scholars, where classroom overcrowding, lack of functional
libéﬂ'ps, and poor infrastructure were identified as core detractors of teacher
performance'®’. The study lamented that only 11.7% of public schools in Oyo State met

the UNESCO-recommended student-teacher ratio, linking this shortfall directly to teacher

burnout, lack of motivation, and reduced classroom effectiveness!'®’.
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In another dimension, similar studies observed that where climate conditions were
favourable with modern libraries, well-equipped science laboratories, and access to
teaching aids, teachers were more likely to demonstrate positive attitudes, improved
morale, and better instructional delivery. The scholars suggested increased government
investment in educational infrastructure and a review of teacher workload to reflect
international standards'®®. The reviewed literature highlights a pattern of findings: that
school climate, whether through its social dimensions (interpersonal ﬁsdps,
administrative transparency) or physical components (infrastructure, teaching materials),
is a decisive factor in shaping teacher performance. Studies hav ’gstently reported
that schools with open and supportive climates foster better %)nal outcomes among

teachers, while those with closed, rigid, or poorly re@e environments struggle to

retain motivated and high-performing educators.bbe

Additionally, the international and cross-h@a nature of these findings emphasizes the
universality of the relationship bed@limate and performance. For instance, studies
made by scholars in Nigeria ar@cgna, though geographically distinct, converge on the
conclusion that emoti a@% structural support within schools is vital for sustainable
teacher performangc %ese findings imply that systemic reforms focused on school
R
organisationa@ate enhancement can have significant long-term benefits for teacher
retentiom;yihstructional quality, and student achievement. It is evident from these studies
thNool administrators and educational policymakers must prioritize the creation of
conducive environments for teaching. This includes not only improving infrastructural
facilities but also ensuring inclusive leadership, transparent communication, and ongoing

support for teacher welfare. When teachers operate within a system that values their

contribution, supports their growth, and provides adequate resources, they are more likely
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to demonstrate high levels of job performance, commitment, and innovation in teaching

practices.

The investigation by some other researchers provides a compelling contribution to the
understanding of how teachers’ job performance and student academic achievement

interrelate  within Nigerian secondary schools. Their research moves beyond the

traditional unidirectional approach where teacher characteristics are seen ly as
predictors of student performance and adopts a bi-causal model, wher riables
potentially influence each other. This perspective is particularly rel or educatlonal

systems like Nigeria's, where teaching effectiveness and stu@cess are mutually
dependent components of school performance metrics@ing a stepwise multiple
regression model across three academic terms, t%@iy found that teachers’ job
performance significantly predicted students’ @mic performance, and vice versa.
Specifically, they reported that teachers’\@s in lesson planning, delivery, evaluation,
and classroom management cumtﬂ@ accounted for approximately 63.4% of the
variance in students' academlc@xevement Conversely, students’ cumulative academic
performance account 62% of the changes in teachers' job performance,
underscoring a d 1c eedback loop'”. These findings affirm that student success can
enhance teaci%s/\notlvatlon and commitment, validating the emotional and professional

satisfacti achers derive from their students' academic progress.

Furthermore, this study referenced other works linking teachers’ academic and
professional qualifications to their instructional quality'”!. These studies emphasized that
a teachers' academic qualifications, content knowledge, and teaching experience
collectively influence their competence and job performance. For instance, findings from

one of the studies reported that up to 54.6% of the variance in student performance could
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be explained by a combination of teacher variables including academic qualifications and
professional preparation'’?. These insights have strong implications for teacher
recruitment, training, and appraisal policies in Oyo State, where diverse qualification

standards still persist across schools.

In contrast, another study conducted in the Philippines, contributes an international

perspective on the role of school organisational climate in shaping teac job

satisfaction and performance. Interestingly, while the study affirmed th r vailing
climate in selected secondary schools was largely “open” and faveurable, it found no
statistically significant relationship between the school organis thate and teacher
performance or job satisfaction. The Pearson correl results indicated weak
relationships (r = 0.027, -0.031, and 0.063), suggesting that factors other than school
organisational climate such as internal motivat%fgd professional ethics might play a
more decisive role in teacher outcomes”\ pite these findings, the study emphasized
that teachers in open climate schoot: *eg%led high levels of job satisfaction, especially in
areas like management comm tion, professional recognition, and work-life balance.
Teachers noted challe ated to training access, recognition systems, and resource
allocation, 1nd1cat that improvements in these areas might enhance performance
outcomes, e@ such enhancements are not statistically immediate. This research
finding aligns with the systems theory perspective, arguing that organisational
elews though sometimes appearing independent interact in complex ways to shape
performance. This model is particularly useful for understanding multifactorial challenges
in Nigerian schools, where infrastructure, leadership, policies, and staff motivation are
often deeply intertwined. The diverging findings between the two studies suggest a need

for context-specific policy recommendations. While the Nigerian-based research stresses

the importance of academic qualifications and the mutual feedback between teacher and
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student performance, the Philippine study points to internal drivers of performance, such
as personal commitment, that may overshadow organisational factors in some educational

settings.

Together, these studies reinforce the centrality of teacher characteristics (especially
qualifications and experience) and organisational context (school organisational climate)
in influencing job performance. However, they also highlight that the mag§ and

such as

direction of influence can vary by context. In resource-constrained envir
an

parts of Nigeria, where teacher turnover, under-qualiﬁcatio& inadequate
infrastructure are prevalent, organisational climate facto assume a more

pronounced role. Conversely, in more stable environment@ernal motivation and self-

regulation might play stronger roles in sustaining ’@ mance despite organisational

deficiencies. 6’6
()
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24 Conceptual Model

The conceptual model presented below illustrates the dynamic relationship among three
central variables: Academic Qualifications, School organisational Climate, and Teachers’

Job Performance.

Academic Qualifications

* Nigeria Certificate in Education

* Bachelor’s Degree \

* Postgraduate Diploma in Hy2

Education Teacher’s Job Performance

e Master's Degree

i * Instructional Competence
* Doctor of Philosophy

* Classroom Management

| Hpl =
School Organizational Climate ¢ Professional Development &
* Safety Contributions
* Teaching & Learning ¢ Student Assessment Practices
* Interpersonal Relationships e

¢ Student Academic Performance

Institutional Environment

Leadership & Efficacy

Figure»2d: Model of Academic Qualifications and School Organisational Climate
Influenc€s on Teacher Job Performance

Source: The Researcher's Compilation, 2025

This conceptual model provides a comprehensive framework for understanding the
interconnectedness of academic qualifications, school organisational climate and job
description performance of junior secondary school teachers in Ibadan Metropolis, Oyo

State.
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2.5  Summary of Gaps in Literature Reviewed

A thorough review of the extant literature on teacher job performance reveals that while
substantial efforts have been made to understand its determinants, several gaps remain
that limit the comprehensive application of existing findings, particularly in the context of
developing countries such as Nigeria and Ghana. Most of the reviewed st%s ave
contributed significantly to the theoretical and empirical understanding{of various
factors influence teacher effectiveness. However, critical gaps @in the areas of
methodology, contextual focus, conceptual integration, and\th¢ depth of variable

interactions. These gaps provide both the justification add dir€€tion for the current study.

Q
One of the most apparent weaknesses in prior re@%h lies in the overemphasis on either
individual-level factors or institutional&@es, with few studies exploring their
combined or interactive effects. Fea\&nce, some studies emphasize the influence of
academic qualifications on stuc@((?tcomes and teacher performance, while others focus
on the role of school o g@onal climate in shaping performance. However, there is a
paucity of empiric &rk that integrates both academic qualifications and school
organisationa@a e’into a unified model to assess their joint influence on teacher job
perform éThis conceptual separation fails to capture the complex dynamics in

eél&(al settings, where teacher attributes and school environments interact

continuously.

Moreover, a significant portion of the literature relies on quantitative methods alone,
often through self-report questionnaires, without triangulating findings with qualitative
data. While such approaches offer generalizability, they risk overlooking the nuanced

experiences and perceptions of teachers. For example, a study conducted in Ghana using
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a mixed-methods design to assess various school climates and their effects on teacher
performance'®. However, similar studies in Nigeria remain heavily reliant on quantitative
surveys, thereby limiting depth and contextual richness. Further research incorporating
qualitative approaches such as interviews, observations, or case studies would help

provide a more grounded understanding of the challenges teachers face in diverse school

settings. \

Additionally, the literature often neglects regional variations and socio-ec@ ealities

that shape teacher performance in different contexts. While much o&g obal literature
focuses on educational systems in the Global North, relativel tudies provide in-
depth analysis from sub-Saharan African perspectives, pa arly Nigeria. Even within
African contexts, some studies acknowledge systemi@a nges such as poor leadership,
inadequate funding, and low parental involver@but stop short of connecting these
systemic issues with theoretical framewoh@:ould inform intervention models. Thus,
there is a need for context-specifi€ fescatch that not only identifies these problems but
also investigates how contextu@ctors mediate or moderate the relationships among key

variables, such as aca@}aaliﬁcaﬁons, school climate, and job performance.

Another notable@yvolves the inconsistent or unclear operationalization of variables.

While theé

alway@-deﬁned or measured consistently across studies. Some studies include only

‘teacher job performance” is frequently used, its dimensions are not

instructional delivery and classroom management, while others incorporate broader roles
such as participation in professional learning communities or mentoring. This lack of
standardization complicates efforts to compare findings and develop unified strategies for
performance enhancement. It underscores the need for more conceptually robust models

that clearly define and measure job performance across its various domains.
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In terms of policy relevance, many studies tend to recommend generic solutions, such as
improving teacher salaries or reducing class sizes, without adequately addressing the
policy implementation challenges in resource-constrained settings. For example, although
scholars have discussed the frequent changes in educational policy in Nigeria, few studies
have explored how such volatility affects teacher morale, adaptation, and performance.

As such, a gap exists in research that critically examines the policy-practice dis&nect

and its impact on classroom realities. OQ
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Chapter Three

Methodology
This chapter describes the methods and techniques that were used to achieve t@ and
objectives of this study; it was presented in the following subheadings: tesearCh design,
population of the study, sample and sampling techniques, instrum@x data collection,
validity and reliability of the instrument, method of data %%and methods of data

analysis. Q
3.1 Research Design ,bQ

This study adopted the descriptive surve ﬁ”bérch design. This research design is
considered appropriate because it pro@modality for obtaining information from a
sample size and generalizing the\(%\ings obtained from analysis of the sample to the

entire population. The p f this design is to collect and interpret data without

manipulating any Vaﬁ%Q
3.2 Popgt@\f the Study

The popu@n of this study comprised 5,754 teachers distributed across 267 public
junior fgndary schools within the Ibadan metropolis. Further specifics regarding the

study’s population are presented in Table 3.1.
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Table 3.1: Population of the Study

S/N Local Government Number of NumWf
Zone
Area Schools tea S
y — N \
L. Ibadan South East 30 < z&l])
Ibadan Zone 1 /\
Ibadan South West

2. Ibadan North b$ 1268

Ibadan Zone 2 Ibadan North East
Ibadan North West
3. Egbeda 68 1615
Ibadan Zone 3 Oluyole
Ona-Ara
4. Akinyele 75 1333
Ibadan Zone 4
Lagelu
5. Eruwa Zone Ido 21 307
\ Total 267 5,754
Source!

3.3 Sample Size and Sampling Techniques
At the time of this study, there are a total of 5,754 teachers in 267 public junior secondary
schools in Ibadan Metropolis. These schools are stratified into five educational zones with

their local governments. A sample size of 574 teachers, which accounts for ten percent of
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the population, was selected for this study. This sample size was determined with the
intention to strike a balance between achieving a representative and reliable data set and
resource constraints. For this study, a multistage sampling procedure was used to curate a
sample that accurately mirrors the study’s population. In the initial stage, proportional
sampling technique was used to allocate samples to each zone according to their
contribution to the overall sample. In the second stage, using the simple random T)ling
technique, teachers were selected from four secondary schools in each zone@% on the
C

predetermined sample proportion.

&
O
Q

Table 3.2 Sample and Sampling Techniq sf)\Q

S/ Zone Local Numbef )\~ No. of Number of
N Government of @ Teachers Sampled
Area {6 Teachers
A\
1 Ibadan Zone Ibadan South Eas \ 30 1231 123
1 Ibadan South ‘i-b\
2 Ibadan Zone Ibadan Nortg 73 1268 126
2 Ibadan o@ ast
Iba nQQ h
t
3 Ibadan Zone beda 68 1615 161
3 ° ’&role
OOna-ara
4  Ibadan @e Akinyele 71 1333 133
4
be Lagelu
5 PBrywaZone Ido 21 307 31
Total 267 5754 574
Source!

3.4 Research instrument
A structured questionnaire titled Academic Qualifications and School Organisational

Climate as Predictors of Junior Secondary Teachers’ Job Performance in Ibadan
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Metropolis, Oyo State (AQSOCJSSTJP) was the main instrument used to collect data for
this study. The instrument contains four (4) sections namely; section A, B, C, and D.
Section A contains items on demographic characteristics of respondents such as gender,
age range, and years of experience. Section B contains 15 items carefully structured to
identify the level of job performance of junior secondary school teachers in Ibadan
Metropolis, Oyo State. The items in this section were adapted from related studixl job
performance among teachers?. This section contains items intended to assess ers’ job
performance such that items 1-3 measures instructional competencey 4-6 measures
classroom management, 7-9 measures professional development r@n&ibutions, 10- 12
measures student assessment practices and 13-15 measures student academic performance.
The items in this section are rated on 4 points Like@a e, e.g.; Very Often (VO),

Often(O), Not often (NO) and Never(N). Sectiogﬁains items carefully structured to
junior secondary school teachers in

measure the level of academic qualificati
Ibadan Metropolis Oyo State. Respf)n %ill be required to select their highest level of
academic qualification in this s@. Items in this section include various academic
qualifications such as Ni Certificate in Education popularly known as NCE,
Bachelor's Degree in‘]@%on (B.Ed, B.Sc Ed., B.A Ed.), Bachelor's Degree in a Non-
Education dis '@.Agric, B.Tech, B.Eng, etc.), Postgraduate Diploma In Education
popularly khown as PGDE, Masters Degrees, and Doctor of Philosophy (Ph.D). Section
D %@ items targeted at assessing the state of school organisational climate in junior
secondary schools in Ibadan Metropolis, Oyo State. The items in this section were self-
developed. Items 1-4 measures safety, 5-8 measures teaching and learning, 9-12 measures
interpersonal relationships, 13-16 measures institutional environment and 17-20 measures
leadership and efficacy. All of the items are rated on 4 points Likert Scale, e.g.; Strongly

Agree (SA), Agree (A), Disagree (D) and Strongly Disagree (SD).
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3.5 Validity of Research Instrument
The research instrument was tested for content and face validity by the &arch
supervisor and other experts in the department. This was done to ensure the.téms in the
instrument are good enough to achieve the stated objectives. Th&&gﬁéstions and

amendments were incorporated into the final modification b@ administration of

the instrument. 0

3.6 Reliability of Research Instrument be
To determine the internal consistency o g@ustrument, a pretest was carried out to
determine the reliability of the inftruﬁ}and to establish the stability principle. The
researcher administered the reseaég\strument on twenty (30) teachers from two public
secondary schools in Akin&@l@ocal Government who are not part of the original study.
The responses was an\@%o determine the Cronbach alpha value of each section of the
scale Results '@Wsed and Cronbach alpha coefficient a = 0.874 was generated

meaning t@nstrument was reliable.
3.7 Method of Data Collection
A letter of introduction about the researcher and the study was obtained from the Head of

Department so as to obtain necessary permission from the sampled respondents A verbal

permission from the respondents was also requested while detailing the aim of the
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research and the necessary instructions for completing the questionnaires. Four research

assistants were trained to help in data collection.

3.8 Method of Data Analysis
Data collected from the field was analysed using inferential and descriptive statistics. All
research questions were answered using descriptive statistics of frequency, pe&mtage,
mean and standard deviation, while hypotheses 1 and 2 were tested wi use of

inferential statistics of multiple regression analysis at 0.05 level of S1%@

3.9 Ethical Approval %

This study was conducted in strict adherence to estabh ethlcal research standards to
safeguard the participants and the integrity of th ch process. Informed consent was
obtained from all participants prior to dat 1on, and they were treated with dignity
and respect throughout the study. :A;n and confidentiality were maintained. Data
obtained from the field were u@clusively for research purposes. The researcher

exercised due diligence ‘t@revent any form of harm, bias, or misrepresentation

throughout the courseggstudy

x@b
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QA
Chapter Four Q}OQ
Q

questionnaire were

Results and Discussion of Findings
A total of five hundred and seventy-four (574) copies
distributed to teachers across selected public junio dary teachers in Ibadan
Metropolis, Oyo State. Out of these, five hundred andsixty-eight (568) were successfully

completed, submitted, and suitable for the anal)@epresenting a return rate of 98.95%.

This high return rate supports the relia@and trust-worthiness of the findings gathered
from the datasets used in this stu ,\\'

4.1 Demographic Da@lysis

This section prese:ﬁdemographic information of respondents

Table 4.1:éée r Distribution of Teachers

O

. Gender of Teachers

Gender Frequency Percent
Male 226 39.8
Female 342 60.2
Total 568 100.0

Source: Researcher’s Field Survey, 2025
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E male
W Female

Figure 4.1: Gender Distribution of Teachers N\
Source: Researcher’s Field Survey, 2025 Q

Table 4.1 shows the gender distribution of teacher@t participated in the study. The
findings revealed that out of 568 responden}s&les constitute a higher percentage
(60.2%) compared to males (39.8%). Th\Qicates a notable gender imbalance within
the teaching profession, characterizé@higher proportion of female teachers compared
to their male counterpar.tsA%X implications of these findings may have several
implications. Firstly, @ reflect broader societal perceptions that teaching is a
predominantly ‘.‘%&ne” profession, thereby potentially discouraging male participation
in the field. '&.iygender disparity may also affect the diversity of perspectives and role

model@ sible to students, particularly in subjects where male teacher representation

is Md
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Table 4.2: Age Distribution of Teachers

Age Range of Teachers
Age Range Frequency Percent
Less than 30 years 182 32.0
31-40 years 238 41.9
41-50 Years 88 15.5
Above 50 years 60 10.6
Total 568 100.0
Source: Researcher’s Field Survey, 2025 %\J
M\

E Less than 30 years
W3- 40

4150

E 50 and above

L 4
Figg%Z: Age Distribution of Teachers
Source: Researcher’s Field Survey, 2025

Table 4.2 shows the age distribution of teachers. It reveals that the largest proportion falls
within the age bracket of 31-40 years (41.9%), followed by those in Less than 30 years
(32.0%), 41-50 years (15.5%), and finally, those above 50 years (10.6%). These results
indicate a relatively balanced distribution across age groups, with a notable concentration

in mid-career stages. The implications of these findings could suggest stability and
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experience within the teaching profession, as the majority of teachers are in their early
thirties and forties. However, it also raises concerns about teacher retention rate and the
possible underrepresentation or shortage of experienced teachers within the teaching
profession. Proactive measures aimed at supporting and retaining younger teachers are

essential to maintaining a balanced and demographically diverse teaching workforce in

the long term. \

Table 4.3: Years of Experience of Teachers ( Q
Years of Experience of Teachers (\&
Years Frequency Percent

Less than 10years 312 54.9

11-20 years 192 33.8

21-30 years 52 9.2

Above 30 years 12 2.1

Total 568 100.0

Source: Researcher’s Field Survey, 202 O

-\

E Less than 10 years
M 11-20 years
W 21- 30 years

E Above 30 years

Figure 4.3: Years of Experience of Teachers
Source: Researcher's Field Survey, 2025
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Table 4.3 presents the distribution of teachers based on their years of experience. The
result reveals that the largest proportion falls within the range of less than 10 years
(54.9%), followed by 11-20 years (33.8%), 21-30 years (9.2%), and finally, above 30
years (2.1%). This finding aligns with recent recruitment data earlier obtained from the
Teaching Service Commission, which indicates a substantial intake of newly appointed
teachers in the period preceding the study. These results indicate a substantial ion of
teachers have beginner to moderate experience levels, particularly withi @1—20 age
bracket. This concentration suggests a seasoned workforce with wgﬁh of young
workforce. It also

teachers who will later succeed the extensively older teacherssi

indicates that there is a quality rate, continuity and V%@f the teaching profession

This sub-section contains tables showin, Xe:analysis of responses to answer formulated
Research Question One‘.\%@is the level of job performance of junior secondary

school teachers in Iba@vetropolis, Oyo State?

§.®ional Competence of Teachers in Junior Secondary Schools in

based on the proportions.

4.2 Presentation of Data

research questions.

Table 4.4:
Ibadan Mg is, Oyo State
S/N I(t) VO (%) 0O (%) NO (%) N (%) M SD
1 [ uyse different 326 30 (5.3) 212 0 3.52  .597
methods of (57.4) (37.3)
teaching
2 My lessons cater to 258 260 (45.8) 46 (8.1) 4 (.7) 3.36 .660
students of (45.4)
different abilities
and needs
3 I can teach difficult 218 292 (51.4) 58(10.2) 0 328 .638
lessons easily (38.4)
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Weighted Mean = 3.39 High SD = .478

Source: Researchers’ Field Survey, 2025

KEY: VO= Very Often (4), O= Often (3), NO= Not Often (2), N= Never (1), M= Mean
and SD= Standard Deviation

Threshold: Mean value of > 3.00 (High), 2.5-2.99 (Moderate) and < 2.50 (Low)

The data presented in Table 4.4 indicate that teachers in junior secondary schools in
Ibadan Metropolis demonstrate a high level of instructional competence. This is reflected
in the overall weighted mean score of 3.39, which falls within the "high" perfe&ance
threshold. Among the three items assessed, the highest-rated was "I use di ethods
of teaching" with a mean of 3.52 and 57.4% of respondents sele"%g ery Often."
Similarly, a substantial proportion (45.4%) reported that their les Qater to students of
different abilities and needs "Very Often," while another selected "Often" for that
item, yielding a mean of 3.36. The lowest mean in th@@ale was recorded for the item
"I can teach difficult lessons easily" at 3.28. H@r, 51.4% of the teachers still rated
themselves as "Often" performing this taﬁ\ 8.4% as "Very Often." Only a negligible
fraction (0.7%) indicated "Never" of the items, and none of the items recorded

widespread dissatisfaction. Tr%éldings suggest that most junior secondary school

teachers feel confident a@nactive in their instructional strategies, with consistent use
of varied methods $

responsiveness to students’ individual learning needs. The
[ ]

relatively low standard deviation (SD = 0.48) also suggests minimal variability in

respons% plying general consensus among teachers regarding their instructional

cow%me.

127



Table 4.5: Classroom management of Teachers in Junior Secondary Schools in
Ibadan Metropolis, Oyo State

S/N  Item VO (%) O (%) NO (%) N (%) N SD
DN

4 I maintain 342 216 (38.0) 10(1.8) 0 528
discipline in my (60.2) (
class ’\

5 Iencourage my 426  136(23.9)  4(7) @1) 3.74 480
students to (75.0) %
participate and be
active in class O
discussions Q

6 I don’t let co- 178 294 (51. f@(l 1.6) 30(5.3) 3.09 .780
curricular activities (31.3)
affect my class ’b
teaching ®

Weighted Mean = 3.47 High ~ * N\ SD = .435

Source: Researchers’ Field Sur éy;)ozs
KEY: VO= Very Often (4), i@kn (3), NO= Not Often (2), N=Never (1), M= Mean

and SD= Standard DeviatiO\O

Threshold: Mean Vah@ﬂ

Table 4.5 reve:}@eachers exhibit a high level of classroom management competence,

as indicate&

The h% -rated item was "I encourage my students to participate and be active in class

Y

discussions," with a remarkable mean score of 3.74. A significant 75.0% of respondents

0 (High), 2.5-2.99 (Moderate) and < 2.50 (Low)

weighted mean score of 3.47, which falls within the “High” category.

indicated “Very Often”, and 23.9% selected “Often,” suggesting that active student
engagement is a routine classroom practice among teachers. The second-highest mean,
3.59, was recorded for the item "I maintain discipline in my class," with 60.2% of

teachers selecting “Very Often” and 38.0% selecting “Often,” reflecting strong consensus
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on teachers’ ability to uphold classroom order. The item with the lowest mean, "I don’t let
co-curricular activities affect my class teaching", recorded a score of 3.09, which is still
within the high category but showed greater variability. Only 31.3% responded “Very
Often” to this item, while 11.6% and 5.3% selected “Not Often” and “Never” respectively,
indicating a small subset of teachers who may occasionally struggle with balancing co-
curricular responsibilities and academic duties. Nevertheless, the low standard c&ttion
(SD = 0.435) across the subscale implies that responses were genera sttered,

reinforcing the consistency in teachers’ positive perceptions 3{@ classroom

management skills.

Table 4.6: Professional Development and Contrib @ of Teachers in Junior
Secondary Schools in Ibadan Metropolis, Oyo State

S/N Item VO (%) O (%) on (%) N (%) M SD

7 I willingly attend 192 252 (44.9\7 120 4 (.7) 3.11  .752
programmes that (33.9) (21.1)
will contribute to \Q
the improvement of . *
teaching and &c;\\-'

learning process

8 I assist other * & 216 (38.0) 212 28 (49) 273 833
teachers with hi Q\wﬂ) (37.3)
workloads and
periods \

9 (Btive 200 268 (47.2) 98(17.3) 2(4) 3.17 714

ns to (35.2)

ity of teaching

Weighted Mean =3.00 High SD =.610
Source: Researchers’ Field Survey, 2025

KEY: VO= Very Often (4), O= Often (3), NO= Not Often (2), N= Never (1), M= Mean
and SD= Standard Deviation
Threshold: Mean value of > 3.00 (High), 2.5-2.99 (Moderate) and < 2.50 (Low)
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Table 4.6 presents the level of junior secondary school teachers’ engagement in
professional development and their contributions to the teaching profession. The
weighted mean score of 3.00 indicates a borderline high level of competence in this
domain. Among the three items assessed, “I make innovative suggestions to improve the
overall quality of teaching” received the highest mean of 3.17, with 35.2% of respondents
indicating “Very Often” and 47.2% selecting “Often.” This reflects a generally ;&active
attitude toward improving teaching quality. Similarly, 78.2% of teachers af (either
“Very Often” or “Often”) that they willingly attend programmes aimed @proving the
teaching and learning process, resulting in a mean of 3.11. Ho e item “T assist
other teachers with high workloads and periods” recorded éest mean of 2.73, with
only 19.7% selecting “Very Often” and a combined % choosing “Not Often” or
“Never.” This may indicate some reluctance or t%@al limitations regarding collegial
support. The overall standard deviation Qf 0.6 points to a slightly broader spread of
responses compared to previous .sg\'ﬁ, suggesting some variation in individual
commitment to professional dev&@en‘t and collaborative contributions. Nonetheless,

the overall weighted mean's@neets the threshold for a high level of performance in this

area. QQ
Table 4.7: { S& Assessment Practices of Teachers in Junior Secondary
a

Schools in n Metropolis, Oyo State

SIN VO (%) O(%) NO(®%) N®&) M SD

\ -
10 Nassess my 254 262 (46.1) 50(8.8) 2(.4) 335 .653
students after each (44.7)
lesson
11 Tuse formative and 238 298 (52.5) 32(5.6) 0 3.36  .587
summative (41.9)

assessments to
evaluate students
learning

12 I'make no injustice 342 184 (32.4) 26 (4.6) 16 (2.8) 3.50 .715
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in marking test and (60.2)
exam papers

Weighted Mean = 3.40 High SD = .473

Source: Researchers’ Field Survey, 2025

KEY: VO= Very Often (4), O= Often (3), NO= Not Often (2), N= Never (1), M= Mean
and SD= Standard Deviation

Threshold: Mean value of > 3.00 (High), 2.5-2.99 (Moderate) and < 2.50 (Low)

Table 4.7 illustrates that junior secondary school teachers in Ibadan Metropolis
demonstrate a strong commitment to effective student assessment practices. ThQ%hted
mean score of 3.40 places their performance firmly within the "high" c@/@. Among
the three items assessed, the highest-rated was “I make no injusti@"&‘arking test and
exam papers,” with a mean of 3.50, and 60.2% of teachers%ating “Very Often,”
reflecting a strong emphasis on fairness and ethical co assessment. Additionally,
“I use formative and summative assessments to e@e students’ learning” received a
mean of 3.36, with a substantial majority (56 “Often” and 41.9% “Very Often”)
affirming consistent use of a variety h\gssment methods. The item “I assess my
students after each lesson™ also ref@high level of compliance, with a mean of 3.35,
suggesting regular evaluaﬁo@udent understanding. The standard deviation for this
subscale (0.47) is reb@\ow, indicating that teachers’ responses were fairly consistent

across the boa;d\@%rall, these findings suggest that most teachers follow structured,

ethical, a(& ent assessment practices to monitor and support student learning

outc\o/.@fb
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Table 4.8 Student Academic Performance of Teachers.in Junior Secondary
Schools in Ibadan Metropolis, Oyo State ‘6

S/N  Item VO (%) O (%) &)Y/o) N®%) M SD
V_ N
13 My students 174 338(59.%05‘2 9.2) 4(7) 320 .622
demonstrate strong (30.6) fb
subject mastery ®
through their tests
and examinations N @
286 (50.4) 158 18(3.2) 2.85 .754

14 My students win @\C—’
. )

subjects related

competitions and Q\

awards

(27.8)

15 My studen rd 174 340 (59.9) 40(7.0) 14(2.5) 3.19 .664

t
visible ﬁ‘{ c (30.6)
progress metests
an %ﬁnaﬁons
O -

ightéd Mean = 3.08 High SD = .545
Source: Researchers’ Field Survey, 2025
KEY: VO= Very Often (4), O= Often (3), NO= Not Often (2), N= Never (1), M= Mean
and SD= Standard Deviation
Threshold: Mean value of > 3.00 (High), 2.5-2.99 (Moderate) and < 2.50 (Low)

Table 4.8 shows that teachers generally perceive their students’ academic performance to
be favourable, with a weighted mean of 3.08, indicating a high level of reported
performance. The highest mean was observed for the item “My students’ record visible
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academic progress in tests and examinations,” with a score of 3.19; this reflects that
nearly 91% of teachers selected either “Very Often” (30.6%) or “Often” (59.9%).
Similarly, the item “My students demonstrate strong subject mastery through their tests
and examinations” recorded a mean of 3.20, with 59.5% of teachers choosing “Often” and
30.6% selecting “Very Often.” These responses suggest that teachers largely believe their
students are mastering content and improving steadily. However, the item with the Jowest
mean (2.85) was “My students win subject-related competitions and awards” re only
18.7% of teachers reported this occurring “Very Often,” while 27.8% and ,3.2% chose

“Not Often” and ‘“Never,” respectively. This may indicat; @ hile academic

performance within the classroom is perceived as strong, gxte academic recognition
remains comparatively less frequent. The standard deV of 0.54 suggests a moderate
level of variability in responses, particularly for t@ related to competitions. Overall,

teachers’ perceptions portray student academiCpoutcomes as progressing well, though

with room for growth in external achie@t indicators.

N

Table 4.9: Level of Jo ormance (Instructional Competence, Classroom
Management, Professio evelopment and Contributions, Students Assessment
Practices and Stud ademic Performance) of Teachers in Junior Secondary
Schools in Ibadan Me olis, Oyo State
. \ o NO N
Items . @eq (%) Freq (%) Freq (%) Freq (%) Mean
Instruction 802 (47.05) 582 (34.15) 316 (18.54) 4(0.23) 3.39
Compe@
Classr 946 (55.5) 646 (37.9) 80 (4.7) 32(1.9) 3.47
Management
Professional 504 (29.6) 736 (43.19) 430 (25.2) 34 (1.99) 3.00
Development
and
Contributions
Students 834 (48.9) 744 (43.7) 108 (6.3) 18 (1.1) 3.40
Assessment
Practices
Student 454 (26.6) 964 (56.6) 250 (14.7) 36 (2.1) 3.08
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Academic

Performance
Overall 3540 (41.5) 3672 (43.1) 1184 (13.9) 124 (1.5) 3.268
Overall Weighted Mean= 3.27 High SD =.377

Source: Researchers’ Field Survey, 2025
Threshold: Mean value of > 3.00 (High), 2.5-2.99 (Moderate) and < 2.50 (Low)

Table 4.9 provides a consolidated summary of teachers’ job performance across five key
indicators: instructional competence, classroom management, student eng@nent,
student assessment practices, and student academic performance. To asses@%evel of
job performance, a 15-item scale was earlier administered to 568 te he&a&ross public
junior secondary schools in Ibadan Metropolis. Each item mea: ifferent teachers’
perceptions of various dimensions of job performance and ﬁlts were asked to rate

each item on a 4-point Likert scale ranging from 1 (I@') to 4 (Very Often). Higher

scores reflect more positive levels of job perforn@Q

The internal consistency of the 15—jt§&ale was tested using Cronbach’s Alpha, which
returned a coefficient of 0.844. T&%ﬂs within the threshold for “very good” reliability,
indicating that the scale i are highly consistent in measuring the same construct
which is the level (}ée teachers' job performance. The case processing summary
confirmed th(:ﬂ:\%é esponses were valid and included in the analysis, with no missing
data. The éults indicate a generally high level of job performance, with an overall
wel h%mean score of 3.27 and a standard deviation of 0.38, suggesting consistency in
the responses. Among the indicators, classroom management recorded the highest mean
of 3.47, with 55.5% of respondents selecting “Very Often” and 37.9% “Often,”
underscoring teachers’ strong ability to maintain order, discipline, and learner

participation. This was closely followed by student assessment practices (M = 3.40) and
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instructional competence (M = 3.39), where a large proportion of teachers reported using

varied assessment techniques and differentiated instructional strategies regularly.

While student academic performance also received a high rating (M = 3.08), the relatively
lower percentage of teachers selecting “Very Often” (26.6%) may reflect some hesitancy
in attributing academic excellence to their students consistently, particularly in txts of
external achievements. The lowest mean of 3.00 was recorded for ssional

development and contributions, where only 29.6% selected “Very 9%@ a sizable

25.2% indicated “Not Often.” This could point to areas where te;

constantly participating in professional development prO@

ce challenges in
and actively making
contributions to their schools. Nonetheless, the low p tages of “Never” responses

across all indicators (ranging from 0.23% tblb% reinforce the view that poor

performance practices are rare. \Q’b

In summary, the combined ﬁndi@ortray teachers in the surveyed schools as
professionally competent, con%&c? in assessment, and largely effective in managing
classrooms and deliverin@nt. However, the results also suggest a need for enhanced
strategies to encogggyrofessional development and contributions and to translate

[ )
instructional @

ore visibly into external academic achievements.

Resea@ uestion Two: What is the level of academic qualifications of junior

seco\dﬁry school teachers in Ibadan Metropolis, Oyo State?
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Table 4.10:

Ibadan Metropolis, Oyo State

Academic Qualifications of Teachers in J

O

3
\
O

A
O

condary Schools in

S/N Item Fl&lycy Percent (%)

1 Nigeria Certificate in Education 52 %‘ 9.2
(N.C.E) fb

2 Bachelor's Degree in Education @6 41.5
(B.Ed, B.Sc Ed, B.A. Ed) \

3 Bachelor’s Degree i 84 14.8
Education Discipfi ‘A
(B.Sc./B.A/B. Agric,
B.Eng, etc.

4 Postgraduate Diploma in 78 13.7

Q cation (PGDE)

5 Master's Degree (M.A, M.Sc., 112 19.7
M.Ed,, etc.)

6 Doctor of Philosophy (Ph.D.) 6 1.1
Total 568 100.0

Weighted Mean = 2.97 Moderate

SD =1.343

Source: Researchers’ Field Survey, 2025
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Threshold: Mean value of > 3.00 (High), 2.5-2.99 (Moderate) and < 2.50 (Low)

Table 4.10 provides a comprehensive summary of the academic qualifications possessed
by junior secondary school teachers in the Ibadan Metropolis. The academic qualification
variable was broken down into six categories: NCE, Bachelor's Degree in Education,
Bachelor's Degree in a Non-Education discipline, PGDE, Master’s Degree, and Rh& The
frequency and percentage of responses are presented, alongside a co i:;@Qelghted

mean of 2.97, which falls within the moderate range, and a standar n of 1.343,

indicating a fair degree of variability in academic quahﬁcahons%@he respondents.

The analysis reveals that the largest proportion of respo 41.5%) hold a Bachelor’s
Degree in Education (B.Ed., B.Sc. Ed., or B.A. Ed.),Q(icating that a significant segment
of the teaching workforce possesses both '@;Qmatter expertise and pedagogical
training. This is a positive indicator of pr&f\@onal readiness, as education-based degrees
typically equip teachers with cla management techniques, child psychology
knowledge, and 1nstruct10na1 @y\ng skills. The next largest group (19.7%) are holders
of Master’s degrees ( @\ M.A., M.Sc., etc.), reflecting a reasonable proportion of
teachers who h@ursued advanced studies and who may possess deeper content
knowledg§ rch exposure, and academic maturity. Meanwhile, teachers with

Bache %

ﬁg\éuggests that a notable portion of the teaching population may have entered the

rees in non-education disciplines constitute 14.8% of the sample. This

profession without formal pedagogical training, which may necessitate targeted

professional development to bridge potential gaps in instructional methodology.

The presence of teachers with Postgraduate Diplomas in Education (13.7%) further

highlights the pathway through which non-education degree holders are re-trained for
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classroom practice. PGDE holders often reflect a commitment to professionalization
among individuals initially trained in other disciplines. Those with only NCE
qualifications account for 9.2%, and while this is lower than in earlier decades, it reflects
the evolution of teacher qualification expectations at the junior secondary level. Ph.D.
holders were the least represented, constituting just 1.1% of the sample. This low
representation is understandable given the high academic demands and longer &aining

period involved in doctoral education, although their presence offers un@alue in

The computed weighted mean of 2.97 indicates a moderate%@level of academic

curriculum leadership and mentoring.
qualification among the surveyed teachers. Although this f: st below the threshold for
categorizing teacher qualifications as high (>3.00), 'tgects a positive trend toward
academic competency and a reasonably qual@beaching workforce. The standard
deviation of 1.343 further suggests a ge of academic attainment across the
sample. Grouping the qualiﬁcations@gls that 64.4% of respondents hold education-
aligned qualifications (NCE, é@c?, PGDE), while the remaining 35.6% possess
qualifications that are no@rﬂy education-based. This disparity implies that while the
majority of teache g pedagogically trained, a significant minority may require
retraining to @nment with professional teaching standards.

The ir@%)ns of these findings are multifaceted. Firstly, the predominance of teachers
with\oﬁly first degrees underscores the importance of creating incentives for higher
education, such as promotions, salary upgrades, or study leave opportunities. Secondly,
the presence of non-education graduates within the system necessitates the provision of

pedagogical conversion programmes such as the PGDE, to uphold instructional quality.

Thirdly, school administrators and policymakers may need to invest more in continuous
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professional development to support the academic growth of teachers, particularly in light

of emerging demands in curriculum reform, assessment literacy, and digital pedagogy.

Overall, while the current qualification profile of teachers in Ibadan Metropolis

demonstrates a reasonable foundation, there remains a need to expand access to

postgraduate training and enhance the academic profile of the teaching workforce.

Strengthening teacher education pipelines and supporting in-service a&emic

development will be critical in raising instructional standards and stu@zleaming

outcomes in the state’s junior secondary schools. /\

Frequency

NEiE Bachelors Bachelors Postgraduate Master's
Degree in Degreeina Diplomain Deqgree (M.A,
Education (B. MonEducation  Education  MSc, MEd, e.
Ed BScEd, Discipline (B. (PGDE) te)
B.A Ed) Sc/BAB.
Tech/B Agric,
BEng etc)

Figure 4.4: Academic Qualifications of Teachers
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Source: Researcher’s Field Survey, 2025

Research Question Three: What is the

secondary schools in Ibadan Metrop@yo State?

&

QO

6’6

school organisational climate in junior

3
\
O

Table 4.11: Level of S@@uf Teachers in Junior Secondary Schools in Ibadan

Metropolis, Oyo State

S/N Item \% SA (%) A (%) D (%) SD(%) M  SD
1 The school 284 228 24 (4.2) 32(5.6) 3.35 .806
m s a safe (50.0) (40.1)
@ ecure physical
\Mvironment
2 Adequate measures 188 282 48 (8.5) 50(8.8) 3.07 .874
and procedures are  (33.1) (49.6)
in place to address
safety or
emergency
concerns
3 The school 260 284 14 (2.5) 10(1.8) 3.40 .629
promotes a culture  (45.8) (50.0)

140



of respect and non-

violence

School = members 222 276 48 (8.5) 22(3.9) 323 .76l
are safe from  (39.1) (48.6)

bullying,

harassment and

emotional torture.

Weighted Mean =3.26 High SD =.620
Source: Researcher’s Field Survey, 2025

KEY: SA= Strongly Agree (4), A= Agree (3), D= Disagree (2), SD= Strong agree
(1), M= Mean and SD= Standard Deviation
Threshold: Mean value of > 3.00 (High), 2.5-2.99 (Moderate) and < 2.50 (Lo

Table 4.11 presents the teachers’ perceptions of the safety cli @ junior secondary
schools in Ibadan Metropolis. The findings indicate a gene@ positive assessment, with
a weighted mean of 3.26 and a standard deviation of , signifying a high level of
agreement across the four items. The highest—%gbitem was “The school promotes a
culture of respect and non-violence,” Wh@%ded a mean of 3.40; 95.8% of teachers
either agreed or strongly agreed wiﬂm&tatement, reflecting the presence of a respectful
and non-hostile learning envi@nﬁ. Similarly, 90.1% of respondents affirmed that
“The school maintains a & d secure physical environment” (M = 3.35), reinforcing
the impression of p & safety within school premises.

The statemet(iS%‘l%ﬁ

torture” @eceived a high level of agreement (M = 3.23), although a slightly higher

| members are safe from bullying, harassment and emotional

pr(ﬁs&n of respondents (8.5% disagreed, 3.9% strongly disagreed) indicated some
room for concern in interpersonal safety. The lowest-rated item in the safety domain was
“Adequate measures and procedures are in place to address safety or emergency
concerns” with a mean of 3.07; while still within the “high” range, this item showed the
widest standard deviation (0.87), suggesting less uniformity in responses and highlighting

an area where schools may need to strengthen their safety preparedness protocols.
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Overall, the data reveal that teachers generally perceive their schools as safe, secure, and

guided by respectful norms.

However, the slight variability in perceptions about

emergency response preparedness may warrant targeted policy or administrative attention

to bolster institutional confidence in safety procedures.

Table 4.12: Teaching and Learning am

Ibadan Metropolis, Oyo State

Q
>

&

O

3
\
O

o@c ers in Junior Secondary Schools in
O

S/N Item: SA (%-)@ (%) D (%) SD(%) M SD
L
O
5 Teachers are . 246 34 (6.0) 20 (3.5) 3.34 746
advised to tailor (43.3)
classroom @
1nstruct10n to
diverse
need \ using
diffeﬁ~ teaching
mefb and styles
6 \@strong academic 244 288 18 (3.2) 18(3.2) 333 .690
culture and  (43.0) (50.7)
continuous
improvement  are
emphasized in my
school
7 The teaching and 206 282 50 (8.8) 30(5.3) 3.17 .797
learning process  (36.3) (49.6)

allows for timely
and constructive
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feedback

8 Social 306 250 8(1.4) 4(.7) 3.51  .566
responsibility and  (53.9) (44.0)
good moral values
are emphasized

Weighted Mean = 3.34 High SD =.522
Source: Researcher’s Field Survey, 2025

(1), M= Mean and SD= Standard Deviation

KEY: SA= Strongly Agree (4), A= Agree (3), D= Disagree (2), SD= Strongly &gree
Threshold: Mean value of > 3.00 (High), 2.5-2.99 (Moderate) and < 2.50 (L(@

Table 4.12 presents the perceptions of teachers regarding the te@g.dud learning
environment in junior secondary schools across Ibadan Metropoh results indicate a
strongly favourable assessment, with a weighted mean @.3 and a relatively low
standard deviation of 0.52, suggesting that teachers generally share similar views. The
highest-rated item within this subscale was “So%fb%mnsibility and good moral values
are emphasized” (M = 3.51), with an ove g 97.9% of respondents either agreeing
or strongly agreeing. This reflects thés&ols’ emphasis on character formation alongside

academic development. éco\

The second-highest it @aehers are advised to tailor classroom instruction to meet
diverse student. needs using different teaching methods and styles” (M = 3.34), also
received tro@.lpport, with 90.5% of respondents affirming the statement. This
undersc supportive institutional culture that encourages inclusive and differentiated
ins}bgnon. Similarly, “A strong academic culture and continuous improvement are
emphasized in my school” recorded a mean of 3.33, with 93.7% of respondents agreeing
or strongly agreeing indicating a shared commitment to academic excellence and
pedagogical growth. Although still within the “high” range, the relatively lower-rated
item was “The teaching and learning process allows for timely and constructive

feedback” (M = 3.17), which also exhibited the highest standard deviation (0.80) in this

143



group. This suggests a more varied perception among teachers, possibly pointing to
inconsistent practices or institutional gaps in providing prompt and actionable feedback

during instruction.

In summary, the data demonstrate that teachers perceive their schools as supportive of
instructional effectiveness, academic rigor, and value-based education. Nonethel&ss, the

slight variation in feedback mechanisms could present an opportunity fi ools to

strengthen formative assessment practices and professional support S%Q/

Table 4.13: Interpersonal Relationships am achers in Junior Secondary
Schools in Ibadan Metropolis, Oyo State

SN Item: SA (%) ‘\@' D(%) SD(%) M SD
I; \

9 I have positive and 302 ® 12 (2.1) 6(1.1) 3.49 597
supportive (53{ (43.7)
relationships ~ with
my colleagues . A
(other teachers
our school

10  Commupi * 276 16 (2.8) 16 (2.8) 3.37 .678
ers is (45 8) (48.6)
clear open and
Ve

11 Vachers in our 242 292 14 (2.5) 20(3.5) 3.33 .695
school collaborate  (42.6) (51.4)
and support each
other in addressing

challenges
12 There is a strong 252 290 16 (2.8) 10(1.8) 3.38 631
sense of mutual (44.4) (51.1)
respect, community
and belonging

among teachers in
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my school
regardless of
gender, culture,
religion and
personality traits

Weighted Mean = 3.39 High SD =.521
Source: Researcher’s Field Survey, 2025

KEY: SA= Strongly Agree (4), A= Agree (3), D= Disagree (2), SD= Strongly Disagree

(1), M= Mean and SD= Standard Deviation
Threshold: Mean value of > 3.00 (High), 2.5-2.99 (Moderate) and < 2.50 (LOWQ\

Table 4.13 presents data on teachers’ perceptions of interpersone@%ﬂonships in their
school environment. With a weighted mean of 3.39 and a sfin$ieviation of 0.52, the
positive social dynamics

results indicate a generally high and consistent perce

highly rated item was “I have positive and s

NQ

(M = 3.49), with 96.9% of teachers %h\ebagreeing or strongly agreeing. This strong

among teaching staff in junior secondary schogls~within Ibadan Metropolis. The most
u@ve relationships with my colleagues”

N

endorsement suggests a collegial C%ﬁsp ere that may foster professional collaboration
and emotional well-being. \AQ
Similarly, the item “'S%Qa strong sense of mutual respect, community and belonging

among teachi’}’@? scored highly (M = 3.38), showing that teachers perceive
n

inclusivity social cohesion as integral parts of their workplace culture.
Comn@’gﬁon appears to be another strength, as 94.4% of respondents agreed that

“Communication among teachers is clear, open and effective” (M = 3.37), although the

slightly wider standard deviation (0.68) hints at some variability in experience.

The lowest-rated item in this subscale, “Teachers in our school collaborate and support

each other in addressing challenges” (M = 3.33), still falls within the high perception
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range, with 94.0% endorsement. However, the responses suggest that while collaboration

exists, it may be an area where more structured or formalised support systems could be

introduced to strengthen teamwork, especially in problem-solving contexts. Overall, these

findings reflect a favourable interpersonal climate characterised by mutual respect,

emotional support, open communication, and collegial collaboration which are key

factors in building a healthy and productive school organisational culture. \

O
Q,\(,

Q
O

Table 4.14: Institutional Environment of Teachers anior Secondary Schools in

Ibadan Metropolis, Oyo State Q
' o \
S/N  Item: SA (%) A (%) 6@) (%) SD(%) M  SD
L
ey
13 Educational 160 237 86(15.1) 70(12.3) 2.88 .956
facilities and  (28.2) %44.4)
resources co\\'
(classrooms, \

14

15

N7

library, laboratory, °© A%
instructional Q\
materials, sp@

field, ,&(}i,
comput(w;\ ,
markers, ) are
avail@ to aid

t Géng and
lghing

Educational 142 228 106 (18.7) 92(16.2) 2.74 1.01
facilities and  (25.0) (40.1)

resources are

adequately

managed and

maintained

Student-teacher 146 228 124 (21.8) 70(12.3) 2.79 .963
ratio is appropriate  (25.7) (40.1)
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in every classroom

16  The school 216 242 64 (11.3) 46(8.1) 3.11 .898
environment is kept  (38.0) (42.6)
clean and orderly at
all times

Weighted Mean = 2.88 Moderate SD =.763
Source: Researcher’s Field Survey, 2025

KEY: SA= Strongly Agree (4), A= Agree (3), D= Disagree (2), SD= Strongly Disagree
(1), M= Mean and SD= Standard Deviation
Threshold: Mean value of > 3.00 (High), 2.5-2.99 (Moderate) and < 2.50 (L(@

The data in Table 4.14 describe teachers’ perceptions of the instituti;Kal ironment in
junior secondary schools within Ibadan Metropolis. With a wei @wan of 2.88 and a
standard deviation of 0.76, the responses reflect a moderatﬁl f satisfaction regarding
the adequacy and management of school facilitie@frastructural resources and
instructional materials. This is notably low%ﬁ the other domains of school
organisational climate, suggesting a powfa‘ea for improvement. Among the four
items, the highest-rated was “The.s@ environment is kept clean and orderly at all
times” (M = 3.11), supported %%0\6% of respondents who either agreed or strongly
agreed. This indicates that despite other infrastructural concerns, schools make noticeable
efforts to maintain cl@uess and order. However, the overall consistency of perception

here is slightl( Io«’éa, s shown by a higher standard deviation value, 0.76.

By c@¢, only 72.6% of respondents agreed that “Educational facilities and
res&?les. ..are available to aid teaching and learning” (M = 2.88), while 27.4% expressed
dissatisfaction. This implies that although some basic resources may be present, their
sufficiency and accessibility are questionable. The situation appears more critical in the
management domain, where the item “Educational facilities and resources are adequately
managed and maintained” received the lowest mean score (M = 2.74), with nearly 35% of

teachers disagreeing or strongly disagreeing.
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Similarly, the availability of appropriate student-teacher ratios in classrooms also drew
concern (M = 2.79), suggesting that overcrowding may hinder effective teaching and
learning in some schools. These responses collectively signal that while interpersonal and
instructional aspects of school life are well regarded, the physical and administrative
infrastructure lags behind in supporting optimal educational delivery. This moderate
perception of the institutional environment not only affects teachers' morale but may also
indirectly influence student outcomes, highlighting the need for tar policy

interventions and infrastructure investment in public junior secondary sc@ across the

N

Table 4.15: Leadership and Efficacy of Teachers in r Secondary Schools in
Ibadan Metropolis, Oyo State

metropolis.

VN

S/N Item: SA (%) A (%) ,8@(%) SD(%) M SD
L

17 I have a positive \Q 12 (2.1) 14 (2.5) 3.40 .657
and respectful (47 2) N

relationship  with *
my superior (e.g., \C;\\‘

principal,

departmental head) * AQ

18 Q 242 256 36 (6.3) 34(6.0) 324 819
Pr1nc1pa1/D1r 0 (42.6) (45.1)
is accessi %

a

prov1de
to 1 m my
w
“b
19 &001 Leadership 190 242 76 (13.4) 60(10.6) 2.99 .945
supports innovation  (33.5) (42.6)
and provides
professional
development
opportunities to
teachers. (seminars,
workshops,
conferences, etc)

20 I feel valued and 170 332 40 (7.0) 26 (4.6) 3.14 731
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appreciated by my  (29.9) (58.5)
principal/director

for my

contributions to the

school

Weighted Mean =3.19 High SD =.597
Source: Researcher’s Field Survey, 2025

KEY: SA= Strongly Agree (4), A= Agree (3), D= Disagree (2), SD= Strongly Disagree

(1), M= Mean and SD= Standard Deviation
Threshold: Mean value of > 3.00 (High), 2.5-2.99 (Moderate) and < 2.50 (LOWQ\

Table 4.15 presents data on teachers’ perceptions of leadership and efﬁc%@dn junior
secondary schools in Ibadan Metropolis. The findings indicat@nerally positive
perception, with a weighted mean of 3.19, which falls within high category. This
suggests that, overall, school leadership is perceived ortive and effective by the
majority of teachers, though some dimensions s oy@n for improvement. The highest-
rated item was “I have a positive and respectfi tionship with my superior” (M = 3.40,
SD = 0.66), with 95.4% of teacherK%essing agreement. This reflects a healthy
interpersonal dynamic between {&;hers and their school leaders, a factor that can
significantly enhance worlepL\@%orale and teacher retention.

The perception of agce %ty and guidance from leadership was also relatively strong.
For the iter@ school Principal/Director is accessible and provides guidance to
improve@ work” (M = 3.24, SD = 0.82), 87.7% of teachers agreed, though a notable
12N&ported disagreement. This variance suggests that while many school heads are
approachable and provide instructional support, there may be inconsistencies across
schools in terms of leadership engagement. A weaker point in this domain was the item
“School leadership supports innovation and provides professional development
opportunities”, which had the lowest mean score (M = 2.99, SD = 0.94), teetering on the

edge of the moderate category. About 24% of respondents disagreed, revealing a concern
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that opportunities for growth through seminars, workshops, and training might be
insufficient or inequitably distributed. Nonetheless, the final item on the subscale “I feel
valued and appreciated by my principal/director” garnered a relatively strong mean score
of 3.14 (SD = 0.73), with 88.4% of teachers expressing agreement. Recognition of
contributions is critical for sustaining motivation and job satisfaction, indicating a

positive, though not universal, perception of appreciation practices.

A
Collectively, the results show that while interpersonal relationships and r @an from
leadership are well regarded, there is a need to strengthen instk‘@na support for
professional development and innovation, especially as sc onnd to evolving
educational demands. These insights offer actionable dire for school administrators

and policymakers in enhancing leadership efficacy ar&ager empowerment.

(&

Table 4.16: State of School Organisational te (Safety, Teaching and Learning,
Interpersonal Relationships, Institu nvironment and Leadership and
Efficacy) of Junior Secondary Schools\in Ibadan Metropolis, Oyo State

SA . ﬁ D SD
Items Freq (%) {ﬁ}(% Freq (%) Freq (%) Mean

Safety 954 (41.99) A@VO (47.1) 134 (5.9) 114 (5.0) 3.26
Teaching and 1024@\ 1066 (46.9) 110 (4.8) 72 (3.2) 3.34
Learning
Interpersonal ']@6.5) 1106 (48.7) 58 (2.6) 52(2.3) 3.39
Relationships
Institution% 664 (29.2) 950 (41.8) 380 (16.7) 278 (12.2) 2.88
Envirog?t
Lea\%{ p 870 (38.3) 1104 (48.6) 164 (7.2) 134 (5.9) 3.19
and Efficacy
Overall 4568 (40.2) 5296 (46.6) 846 (7.5) 650 (5.7) 3.21
Overall Weighted Mean= 3.21 High SD = 0.519

Source: Researchers’ Field Survey, 2025
Threshold: Mean value of > 3.00 (High), 2.5-2.99 (Moderate) and < 2.50 (Low)

Table 4.16 provides a summary of the perceived state of school organisational climate

across five key dimensions; Safety, Teaching and Learning, Interpersonal Relationships,
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Institutional Environment, and Leadership and Efficacy among teachers in junior
secondary schools in Ibadan Metropolis. To assess the state of school organisational
climate, a 20-item scale was earlier administered to 568 teachers across public junior
secondary schools in Ibadan Metropolis. Each item measured perceptions of various
dimensions of organisational climate such as safety, professional relationships, academic
support, leadership effectiveness, communication, and the availability and manag&nt of
teaching resources. Respondents rated each item on a 4-point Likert scale r: from 1
(Strongly Disagree) to 4 (Strongly Agree). Higher scores reflect\more positive
perceptions of the school’s organisational climate. The analysi @’a&&d on responses

which shows that the overall school organisational cli@ as rated high with a

weighted mean of 3.21 and a standard deviation of 0.51

Q

The internal consistency of the 20-item scale w ed using Cronbach’s Alpha, which
returned a coefficient of .903. This falls@n the threshold for “excellent” reliability,
indicating that the scale items aré@ consistent in measuring the same construct
which is school organisatif)nal %&aate. The case processing summary confirmed that all

568 responses were V%@ﬁncluded in the analysis, with no missing data.

The safety diﬁ@nad a mean score of 3.26, indicating a favourable climate in terms
cufl

of physica@

agreec@ 1070 (47.1%) agreed that safety conditions were adequate, while only 10.9%

ty and emotional well-being. A total of 954 teachers (41.99%) strongly

(combining Disagree and Strongly Disagree) reported negative views. This reflects strong
institutional attention to ensuring secure learning and working environments. With the
second highest mean score (3.34), the ‘Teaching and Learning’ dimension suggests an
overall positively perceived aspect of school organisation climate. An overwhelming 92%

of teachers (SA = 45.1%, A = 46.9%) acknowledged favourable teaching and learning
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conditions, such as instructional support, academic focus, and opportunities for feedback.
This underscores the schools’ emphasis on maintaining robust instructional practices and
standards. ‘Interpersonal Relationships’ received the highest mean score of 3.39, slightly
above the threshold for a high rating. Although 95.2% of teachers agreed or strongly
agreed that relationships among staff were positive, the lower mean compared to other

domains may suggest unevenness in collaboration, collegial support, or &ltural

inclusiveness across schools. QQ

Despite being critical to the physical and resource-based aspe‘\og/climate, the
institutional environment recorded the lowest mean score (2.88). ough still rated as
moderate, this suggests concerns about resource adequac @sroom infrastructure, and
maintenance. Over 28% of teachers disagreed (D = 16+7%)'that their school environments
were optimally resourced and managed, highlig@l potential area for policy attention
and facility upgrades. Leadership and Ef@scored 3.19, suggesting overall confidence
in administrative efficacy. The m‘d@of respondents (86.9%) felt positively about

leadership support, directio@ professional development efforts. However, 13.1%
%@ibly indicating variability in leadership quality among
schools or unequal distribution of opportunities.

K

The aggre& alues across the five indicators showed 40.2% Strongly Agree, 46.6%

reported dissatisfact

A ree@fb& Disagree, and 5.7% Strongly Disagree. The overall high mean score of 3.21
confirms a generally positive school organisational climate. However, some disparities
among the sub-domains, especially Institutional Environment and Leadership and
Efficacy, warrant targeted improvement efforts. The analysis reveals that while the
perceived institutional environments and leadership and efficacy is generally positive,

greater emphasis is needed in these areas if the aim is towards strengthening good school
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organisational climate, as well as boosting teachers’ job performance. Addressing these
areas could further enhance teachers’ morale, engagement, and performance, ultimately

improving student outcomes.

O

Table 4.17: Summary of Teachers’ Perceived (@ of School Organisational

Climate in Junior Secondary Schools in Ibada@ropolis, Oyo State

Perception Level Frequenc ~ Percent (%)

Q)

Low 28}")' 4.9

Moderate .\%O 28.2
\\}\

High Q:\\% 380 66.9

Total 6 568 100.0
' \

Sour%ﬂsearchers' Field Survey, 2025

Furthermore, the continuous composite scores were recorded into three categories: low
(below 2.50), moderate (2.50-2.99), and high (3.00—4.00), as shown in Table 4.17 above.
The recorded data revealed that 380 teachers (66.9%) perceived the school organisational
climate in their schools to be high, 160 teachers (28.2%) perceived it as moderate, and

only 28 teachers (4.9%) perceived the climate as low. This distribution demonstrates that
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a large majority of teachers experience school environments that support collaboration,

respect, academic growth, and safety.

400 Mean = 2.62

Stdl. Dev. = 574
M = SE8

300

200

Frequency

100

0

.50 1.00 150 2.00 250 300 3350

Figure 4.5: Histogram of Teachers’ Percept %chool Organisational Climate
Source: Researcher's Output, 2025

\O

Looking deeper into item-level\é}ti’cs in Table 4.6a above, several items scored
particularly high, reinfof&;%%is overall positive perception. The item “Social
responsibility and gob@%l values are emphasized” had the highest mean of 3.51 (SD
= 0.567), sh i@ong consensus among teachers. Likewise, “I have positive and
supportive@atlonships with my colleagues” scored 3.49 (SD = 0.597), and “The school
pr@bculture of respect and non-violence” scored 3.40 (SD = 0.629), highlighting a
generally respectful and ethical workplace climate. Other items with high mean scores
included “The school maintains a safe and secure physical environment” (3.35),
“Teachers tailor classroom instruction to meet diverse student needs” (3.34), and “There
is mutual respect and belonging among teachers” (3.38), all of which point to a climate

that values diversity, inclusiveness, and professional engagement.
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However, a few items showed relatively lower means, suggesting areas of concern. The
item “Educational facilities and resources are adequately managed and maintained” had
one of the lowest mean scores at 2.74 (SD = 1.009), along with “Student-teacher ratio is
appropriate in every classroom” (2.79, SD = 0.963), and “School leadership supports
innovation and provides professional development opportunities” (2.99, SD = 0.945).
These items fell below the 3.00 threshold, indicating moderate or insufficient sati&action
in terms of infrastructural support and administrative capacity to foster i Qtion or
continuing professional development. This suggests that while tea h&yerceive the

interpersonal and cultural climate positively, there may be inszita gaps related to

facilities, staffing, and strategic leadership. Q

Moreover, items such as “I feel valued and apprecia% y principal/director” (3.14),

“The school environment is kept clean and > (3.11), and “The teaching and

learning process allows for timely and@ctive feedback™ (3.17) scored slightly

above the threshold, pointing towaIK as that are functional but could benefit from

reinforcement to further strengt%ct% climate.

-

60 | I I [ Mean = 3.21
Std. Dev. = 465
N = 568

S0
40

30

Frequency

20
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Figure 4.6: Histogram of Teachers’ School Organisational Climate Composite
Scores
Source: Researcher’s SPSS Output, 2025

The frequency table (along with Fig 4.6 above) of individual school organisational
climate average values supports these interpretations, showing a concentration of scores
between 2.80 and 3.60, with peaks at 2.90 (4.9%), 3.00 (3.5%), 3.30 (4.9%), and 3.35
(5.3%). A small proportion of teachers (below 1.5%) had averages above 3.90 Qﬁonly
a few teachers reported very low scores, with 2.00 being the lowest com ongre among
6 respondents (1.1%). The scores reflect a fairly normal distributi@ a positive skew

toward favourable perceptions (see Appendix Table Al). %

In summary, the data suggests that junior secondary sc}@eachers in Ibadan Metropolis
generally perceive their school’s organisationaléﬁé% to be supportive, collaborative,
respectful, and professionally stimulatin @Verpersonal relationships, moral culture,
and physical safety scoring highgs{&wever, certain dimensions such as resource
adequacy, professional developm{ﬁ&md staffing ratios require administrative attention
and policy reinforcemenf@ findings imply that school leaders and policymakers
should consolidate the\Qitive cultural and relational climate while strategically investing
in physical Q}:\Sn»s ctional resources to achieve a more holistic and sustained

improveméntin organisational climate.

Q
4.2}\/1‘ est of Hypotheses

Hol: There will be no significant combined influence of academic qualifications and
school organisational climate on the job performance of junior secondary schools teachers

in Ibadan Metropolis, Oyo State.
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Table 4.18: Summary of Regression Analysis Showing the Combined Influence of
Academic Qualifications and School Organisational Climate as Predictors of Job

Performance in Junior Secondary Schools in Ibadan Metropolis, Oyo State

Model Summary
Model R R Adjusted  Std. Error Change Statistics
Square R Square ofi the R P dfl d Sig. F
Estimate
Square  Change Change
Change g
1 537 288 286 31843 .288 114.2%\ 565  .000

a. Predictors: (Constant), School Organisational Climate, Acad m'AQaliﬁcations

S

A0
ANOVA* A O

Model Sum of Df f@@an F Sig.
Squares \( ) Square

1 Regression 23.178 & 11.589 114.294  .000°

Residual 57.290 101
Total 80.469 67
a. Dependent Variable: Job P@ance
b. Predictors: (Constant) S@Q Organisational Climate, Academic
Qualifications \

Source: Researchﬁl*l'eld Survey, 2025

XN
The multi ggzssion analysis conducted to determine whether academic qualifications
and sc@%brganisational climate jointly predict the job performance of junior secondary
school teachers in Ibadan Metropolis is expressed statistically in Table 4.18 above. This
table tells us how well the two predictors (School Organisational Climate, Academic
Qualifications) together explain variance in the outcome variable (job performance). The
model summary as seen in Table 4.2.2a provides crucial metrics that illustrate the
strength and fit of the regression model employed to analyse the data. The F-statistic

which tested whether the overall regression model significantly improved prediction
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compared to having no predictors provided stronger evidence that the predictors were
highly useful. As seen, F (2, 565) = 114.29, p < .001), indicating that the independent

variables significantly predicted the dependent variable.

The multiple correlation coefficient (R) is 0.537, suggesting a moderate positive
correlation between the predictors (school organisational climate and academic
qualifications) and the dependent variable (job performance). This value, by nition
means that the overall relationship between the variables is satisfacto further
suggests that the cumulative effect of leadership practices, interpe;%&f@lationships,
policies, and resources that together define the school’s operati @hos as well as the
formal certifications, degrees, and credentials obtained th %ctured education and
training programmes together are responsible for 6&5’ overall job performance.
Hence, as the predictors (school organisation%%nate and academic qualifications)

increase, so also does the dependent Varia\ performance) increase.

The coefficient of determination (@e of .288 implies that approximately 28.8% of
the variance in teachers’ Jo@rmance is explained by the combined influence of
academic qualiﬁcati@hool organisational climate. It tells us how much of the

variance in job,_ mance can be explained by the combinative effect of the school’s

operationa: e@s well as the formal certifications, degrees, and credentials obtained

throug&%

the medel is moderately effective in explaining the factors (e.g. Safety, Teaching and

ured education and training programmes. This moderate value suggests that

Learning, Interpersonal Relationships, Institutional Environment, Leadership and
Efficacy, N.C. E, Bachelor’s Degree in Education (B.Ed., B.Sc. Ed, B.A. Ed), Bachelor’s
Degree in a Non Education Discipline (B.Sc./B.A/B.Tech/B.Agric, B.Eng, etc.),
Postgraduate Diploma in Education (PGDE), Master's Degree (M.A, M.Sc., M.Ed., etc.),
Doctor of Philosophy (Ph.D.)) that contribute to teachers' performance on the job.
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The adjusted R Square which corrects for the number of predictors in the model
preventing overestimation is also 0.286, which is very close to the coefficient of
determination (R?) value of .288, indicating that it is a stable model without much
inflation on the part of sample sizes, items or predictors. The standard error of the
estimate is 0.31843. It is the standard deviation of the residuals (errors) which tells us
how much predicted scores typically deviate from observed scores. Based on &islow
score, it tells us how accurately closer the model's predictions are to the ac served
data. The Sig. F Change (.000) is the p-value for the F-test. A p-v 1&\9 ue of .000

means the model is highly statistically significant. Hence, tho s jointly predict

job performance better than claims of chance/luck. O

The ANOVA table helps to determine if the regres%&del significantly predicts job
performance better than a model with no pred@ It shows the same F-test in more
detail seeing that it partitions the Variance@egression and residual (error) components.
The sum of squares for regression'@)is 23.178, indicating the total variation in job
performance that the mO(.iel @Sins. The residual sum of squares (SSE) is 57.290,
representing the variati \Xplained by the model, otherwise known as the leftover or
unexplained err.og.\' is relatively high value of SSE compared to the regression sum of
squares (S R@ests that the model (academic qualifications and school organisational
climate e significant, does not account for the majority of variation in teachers’
per%%ance. This could be likely due to other unmeasured variables that contribute to job
performance in teachers and could be explored in the future. The total sum of squares,

which is the total variation in the dependent variable (job performance), is 80.469. A

significant 71.2% of the variation is found to be unexplained by the model.
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The degrees of freedom for the regression model are 2 (K =2), and for the residuals, it is
565 N —-K—1=568—-2—1=565), with a total of 567 observations (N—1 =568 — 1 =
567), where N is the sample size and of 568 teachers. The mean square for regression
(MSR) when calculated using MSR = SSR/df gave a result of 11.589, indicating the
average amount of variation explained by each predictor in the model. The mean square
for residuals (MSE) when calculated using MSE = SSE/df gave a result of,0.101,

representing the average amount of variation not explained by the mc@)r each

observation. ’\< )

The F-value is 114.294, which is extremely greater than th@, indicating that the
model significantly predicts job performance better tha del with no predictors. It
could also be said that the predictors did a good job @@ﬁning the dependent variable.
The significance (Sig.) value is 0.000, which is&han the 0.001 threshold, indicating
that the results are statistically signiﬁcah\\@erefore, the null hypothesis (HO1) which
stated that there would be no signiﬁ%{, mbined influence of the independent variables
on job performance, is reie@ld we conclude that there is a significant combined
influence of organisati @‘mate and academic qualifications on job performance. This
implies that in.o,r\e' to improve job performance among teachers in junior secondary
schools in Ib%\/[etropolis, Oyo State, it would be statistically reasonable to prioritize

factors I(QNhers’ safety, teaching and learning, relationships, environment, leadership

and efficacy as well as their qualifications, development and training.

Ho2: There will be no significant relative influence of academic qualifications and school
organisational climate on the job performance of junior secondary school teachers in

Ibadan Metropolis, Oyo State.
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Table 4.19: Summary of Regression Analysis Showing the Relative Influence of
Academic Qualifications and School Organisational Climate as Predictors of Job
Performance in Junior Secondary Schools in Ibadan Metropolis, Oyo State

Coefficients®
Model Unstandardized Standardized t Sig. Collinearity
Coefficients Coefficients Statistics
B Std. Beta Toleran  VIF

Error %
1 (Constant) 1.886 .099 18.986 .000 %
Academic -.004 010 -014 -383 .70t® g8  1.002

Qualification

School 434 .029 .536 15.07 ‘%O .998 1.002
Organisation
al Climate %

a. Dependent Variable: Job Performance

Source: Researchers’ Field Survey, 2025 \)v

The result of the multiple regression analym@(gi to test the relative influence of
academic qualification and school orga \\\&nal climate on the job performance of
teachers in junior secondary schoo'[)\mdan Metropolis, Oyo State is shown in Table
4.19. The regression analymx@\)rowdes insights into how academic qualification and
school organisationa o@a e individually affect teachers’ job performance. The
coefficients table 0 gth unstandardized and standardised coefficients, as well as their
significance @ to understand the impact of each predictor. The unstandardized
coefﬁm §r the constant is 1.886, which represents the baseline level of job
per%@ance when all predictors (academic qualifications and school organisational
climate) are held at zero. This can be interpreted as the expected value of job performance
in the absence of influence from independent variables. The standard error associated

with this estimate is 0.099, indicating a relatively high precision of the constant's estimate.

The t-value for the constant is high at 18.986, showing that it is significantly different
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from zero. This is further confirmed by the significance level (p-value) of 0.000,

indicating that the intercept is statistically significant at the 0.001 level.

The unstandardized coefficient for academic qualifications is -.004. This means that for
each unit increase in academic qualifications (e.g. higher qualifications), job performance
decreases by 0.004 units, assuming other variables remain constant. It is very small and
negative, so it is not statistically meaningful here. The standard error for this gstishate is
0.010, indicating a relatively small value but still not significant. T, ardised
coefficient (Beta) is -.014, reflecting the moderately low inﬂ@e of academic
qualifications on job performance relative to other variab t-value is -.383,
suggesting that there is little or no impact of academic tions on job performance.
The significance level (p-value) is 0.702, indicating@t 1s influence is not statistically

significant. Hence, we fail to reject the null hypg%gsq for this variable.

The unstandardized coefficient for §c{\o&§anisaﬁonal climate is 0.434. This means that
for each additional unit in scho&(&gdnisaﬁonal climate, job performance increases by
0.434 units, assuming othe %ables remain constant. This high score is statistically
meaningful here and ?m a strong positive effect of school organisational climate on
teachers’ job 'e@mce. The standard error for this estimate is 0.029, indicating a
relatively é@ll value but since its t-value is high, this confirms high precision and
st 'st@rbreliability. The standardised coefficient (Beta) is 0.536, reflecting a highly
strong influence of school organisational climate on job performance and superiorly
relative to other variables. The very high t-value of 15.077 suggests that there is a very
strong contribution of school organisational climate to job performance. The significance

level (p-value) is 0.000, indicating that this influence is highly statistically significant.

The implication is that there is strong evidence that school organisational climate affects
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performance. Hence, we reject the null hypothesis for this variable and accept the

alternative hypothesis.

Although, the regression analysis shows that school organisational climate predicts the
majority of the influence on job performance of teachers in Ibadan Metropolis, it can still
be an indication that academic qualifications, certification etc. are better to have but not
meant to be dependent on teachers' job performance or quality education. O other
hand, it could just as well suggest that the higher the academic qualiﬁ@ he less

efficient the teachers’ performance likely due to overestimation of t@bl ities or other

unexplained factors. %Q

Hence, the null hypothesis which states that there @be no relative influence of
academic qualification and school organisation d’@@% on teachers’ job performance is

partially rejected. Only school organisatio imate contributed significantly to the

model. The VIF and tolerance Values’@ 1.002; Tolerance = .998) for both academic
qualifications and school organ®al climate indicate no collinearity between the

predictors. This implies thé® were in fact distinguishable, stable and interpretable.

163



4.3 Discussion of Findings

Findings from research question one revealed that the overall level of teachers’ job
performance in Ibadan Metropolis was high, with a weighted mean of 3.27. This_finding
aligns with earlier studies that suggest that despite structural challenges, Ni Qeachers
continue to demonstrate relatively strong instructional and professioo%o itment. For
instance, a study conducted in Oyo State by some scholars fo @t teachers exhibit
high levels of classroom management and instructional de, even in under-resourced
settings'. Similarly, research in the Niger Delta regt&@phasized that when provided
with minimal enabling environments, teachers %’b‘neet performance expectations due

to intrinsic motivation and a sense of res@yz.

This high performance also sup é%\’\mings by a study in Ghana, where open and
familiar organisational climQQiere associated with higher teacher effectiveness®. The
data further showed%@bects such as classroom management (mean = 3.47) and
assessment practi\q%gmean = 3.41) scored particularly high, which agrees with some
researcheré lusion that strong teacher-student interactions and professional
devel@t significantly boost teacher efficacy*. However, while academic performance
of students (mean = 3.08) was also rated high, it was the least scoring component among
the five dimensions of teacher performance. This may reflect systemic issues beyond
teacher influence such as curriculum overload, student absenteeism, or resource shortages,

a concern which was also noted by notable scholars in their analysis of public schools in

Nigeria?.
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The slight differences in dimensions, such as higher scores in classroom management and
interpersonal relationships reinforce studies by scholars who argued that structured
policies and peer accountability significantly influence teacher behaviour. Importantly,
this finding challenges widely held perceptions that public school teachers perform poorly;
rather, it suggests that systemic factors, not teacher apathy, may be the greater culprit for

underachievement in public education. \

For academic qualifications possessed by junior secondary school tea @nQIbadan
Metropolis, the findings from research question two revealed that aooﬁimc qualification
which was broken down into six categories: NCE, Bachelaor’ ree in Education,
Bachelor’s Degree in a Non-Education discipline, PGDE r’s Degree, and Ph.D. had
a weighted mean of 2.97, which falls within the mod@&nge, and a standard deviation
of 1.343, indicating a fair degree of Variabili@e analysis reveals that the largest
proportion of respondents (41.5%) hold elor’s Degree in Education (B.Ed., B.Sc.
Ed., or B.A. Ed.), indicating tha’@niﬁcant segment of the teaching workforce
possesses both subject- matter@sertise and pedagogical training®. This is a positive
indicator of professi Q\ ness, as education-based degrees typically equip teachers
with classroom rn e§ent techniques, child psychology knowledge, and instructional
planning SkllOﬁ) next largest group (19.7%) are holders of Master’s degrees (M.Ed.,

M.A., , etc.), reflecting a reasonable proportion of teachers who have pursued
ad\%‘% studies and who may possess deeper content knowledge, research exposure, and
academic maturity®. Meanwhile, teachers with Bachelor’s degrees in non-education
disciplines constitute 14.8% of the sample. This figure suggests that a notable portion of
the teaching population may have entered the profession without formal pedagogical
training, which may necessitate targeted professional development to bridge potential

gaps in instructional methodology. The presence of teachers with Postgraduate Diplomas
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in Education (13.7%) further highlights the pathway through which non-education degree
holders are re-trained for classroom practice. PGDE holders often reflect a commitment
to professionalization among individuals initially trained in other disciplines. Those with
only NCE qualifications account for 9.2%, and while this is lower than in earlier decades,
it reflects the evolution of teacher qualification expectations at the junior secondary level.

Ph.D. holders were the least represented, constituting just 1.1% of the sample. \

Following research question three, which included findings of the pe tate of
school organisational climate across five key dimensions; Safety, Te&lg and Learning,
Interpersonal Relationships, Institutional Environment, and %@hip and Efficacy
among teachers in junior secondary schools in Ibadan Molis, it was found that a
robust 92% of teachers (SA = 45.1%, A = 46.9%) ac@@dged favourable teaching and
learning conditions, such as instructional suppo&demic focus, and opportunities for
feedback with a mean score of 3.34. Thix nterpersonal Relationships (Mean = 3.39)
had the highest mean scores arﬂ(}\f&' e five indicators underscoring the schools’

emphasis on maintaining roblénstructional practices and standards, and ensuring a

friendly teaching syst% \

The aggregat across the five indicators showed 40.2% Strongly Agree, 46.6%

CN\
Agree, 7.56 agree, and 5.7% Strongly Disagree. The overall mean score of 3.21
confi ’bgenerally positive school organisational climate. However, some disparities
among the sub-domains, especially Institutional Environment and Leadership and
Efficacy, warrant targeted improvement efforts. The analysis reveals that while the
perceived institutional environments and leadership and efficacy is generally positive,

greater emphasis is needed in these areas if the aim is towards strengthening good school

organisational climate, as well as boosting teachers’ job performance. Addressing these
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areas could further enhance teachers’ morale, engagement, and performance, ultimately
improving student outcomes. This view is supported by suggestions by relevant scholars
that addressing school organisational climate conditions could potentially increase

teachers’ morale and job performance” ®.

Likewise, the conclusions that ‘interpersonal and professional relationships among staff
can be strengthened’ may be interpreted by opinions of scholars who believed weak
climates characterized by distrust, poor communication, and limited collegi @p rt tend
to lead to dissatisfaction, reduced morale, and decreased professional €ffectiveness among
educators®. Moreover, this result supports the theoretical fi n laid out in the
literature. Person-Environment Fit Theory, which em s that human behaviour
results from an interplay between individual charactegistics’and environmental conditions,
offers a strong framework to interpret this o@%e“’. According to a psychological
theory of work adjustment, individuals fub@ optimally when their psychological needs
align with their work environmenﬁ@reported high-performance level in this study

aligns with this theory, sugges@&hat motivators are present in meaningful ways within

the school environme%s@&yed.

The findings b@ study also revealed that academic qualifications and school
organisati% mate jointly and significantly predicted the job performance of junior
secon@ school teachers in Ibadan Metropolis. The multiple regression model
demonstrated a statistically significant combined influence of these two independent
variables on teachers’ job performance, F (2, 565) = 114.29, p <.001. The findings of this
study are further emphasized in the strong significant R? value of .288 implying that
approximately 28.8% of the variance in teachers’ job performance is explained by the

combined influence of academic qualification and school organisational climate. As
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earlier put, few scholars recognize their combined impact in determining job performance
of teachers but it is in line with findings by other scholars '?2. This result also underscores
the importance of both individual and contextual factors in shaping teachers’ professional
effectiveness as highlighted by certain scholars who argue that we cannot separate the
organism from the organisation, just as we cannot talk about certain individual factors
without mentioning the individual. Literature supporting this view is also stated ir&hapter
two on how important personality is to the individual as the organisational te is to
the organisation, highlighting its role in shaping the behaviours an(&t%ymns within

O

The significantly moderate predictive power of academic@iﬁcations aligns with the

the school setting'?.

findings of researchers who also found a strong posi'%&rrelation (r=10.781, p < 0.05)
between teachers' educational qualifications @’Qeir job performance'. Similarly,
scholars recommend ongoing professiona@pment and periodic training to enhance
teacher competence, emphasizing fl lified teachers tend to adopt diverse teaching

methodologies, thus effective&%&etmg varied student learning needs’.

Furthermore, the stm{b&\oborates the assertion of scholars that the organisational
climate of a s@exerts a profound influence on teacher job performance and
competenc &Jpositive school organisational climate is portrayed when school
admir%bors adopt inclusive leadership practices and prioritize staff welfare (through
prompt salary payment, promotions, and recognition), resulting in a boost in teachers
morale and significant improvement in teachers’ job performance.'*!>. The moderate
coefficient of multiple correlation (R = .537) further suggest that while academic
qualifications and school organisational climate are important predictors, other factors not

in depth measured in this study may also contribute to variations in teachers’ job
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performance such as intrinsic motivation, leadership styles, workload, and specific

resource availability, as stated by other scholars'®.

Therefore, the null hypothesis, which stated that there would be no significant combined
influence of the academic qualifications and school organisational climate on the job
performance of junior secondary school teachers in Ibadan Metropolis, is rejected. This
rejection is an indication of the need to improve teachers' academic qualific ﬂ% but
mostly a suggestion to policy makers on the need to continually foster school
organisational climate because when these conditions are prior@,céachers’ job

performance is enhanced. These findings support the view tha ional development

and conducive work environments are critical comfts in achieving quality

education'’. Q

Moreso, the regression analysis sought to e e the relative influence of academic

qualifications and school organisation%c}mate on teachers’ job performance in junior
|

secondary schools in Ibadan @s&po

organisational climate hade istically significant influence on job performance, while

s. The findings revealed that only school

academic qualiﬁcatioi@?ot contribute meaningfully.

The standard ;c?\\'ﬁﬁcient (B = 0.536) for school organisational climate was large and
statistic nificant (, t = 15.077, p = .001), indicating that a supportive and well-
strﬁs{&ﬁ organisational climate is a strong positive predictor of effective teachers' job
performance. This aligns with the findings of scholars who emphasized that a positive
school organisational climate promotes motivation, job satisfaction, and professional
commitment, all the way up to enhancing performance'®. Similarly, some scholars further
found that teachers working in open, collaborative environments report higher morale and

better student outcomes'®.
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Conversely, academic qualification showed a negative but negligible effect on teachers’
job performance (B = —.014, t = —.383, p = .702). This implies that variations in formal
educational attainment, including professional certifications etc. do not significantly
translate to better teachers’ job performance in this context. This result is consistent with
research by scholars who found no strong relationship between teachers’ degree levels
and overall job performance®. It also suggests that beyond -certifications, &oing

professional development, teaching environment, and school support systev@e more

,\(,

Hence, the null hypothesis which states that there will b Q«Jtive influence of

practical influence on day-to-day teaching effectiveness.

academic qualification and school organisational climate chers’ job performance is
partially rejected. Only school organisational clim@&tributed significantly to the
model. These findings also go against earlier stu@lat strongly proved that the variable
academic qualification is a major deterr@ of job performance among teachers?' 2.
This insignificance could suggest th@mal factors are mostly great predictors of how

well teachers perform rather th%{aarlier studies that found a strong positive relationship

between qualiﬁcation%@tformance”.

Overall, whil Q\% cademic qualifications, professional certifications and school
organisati glllmate of teachers are foundational to teachers’ job performance, this
study @fas that one or many of their sub-indicators may not be sufficient by themselves
in explaining differences in performance. More critically, the study reveals that school
organisational climate is a far stronger predictor of teacher job performance than
academic qualifications. The relational and structural dynamics within schools such as

leadership quality, communication flow, collaborative practices, safety, and provision of

resources emerge as the true levers for enhancing teacher motivation and instructional
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effectiveness. This is a significant finding, as it shifts the locus of educational
improvement beyond individual qualifications and emphasizes the need for systemic
reforms that prioritize school culture, administrative support, and professional
development infrastructure. This is also in line with studies that argue that in a context
like Nigeria where many are academically qualified with at least a Nigeria Certificate in
Education (NCE) or a Bachelor’s degrees, the real question of whether they perfoxbest
depends heavily on the school environment®. For policy and practice, this.implies that
recruiting qualified teachers must be matched by investment n(cgganisational
development at the school level. Equally, efforts to improve s comes in junior
secondary schools in Ibadan Metropolis must include strate interventions in leadership

training, teacher welfare, institutional support, and staf@smn

QO

In conclusion, while academic qualifications @sehool organisational climate are
essential, this study’s findings suggest th@not independently account for differences
in teachers' job performance. Thus,’ @ administrators and policymakers should adopt
a broader support structure @\mcludes motivation-enhancing strategies, work-life
balance, regular feedb lQécher involvement in decision-making, and inclusive school
leadership models ecalise as long as the environment is safe and encouraging for
teachers, the(}formance levels will be positively enhanced regardless of their

qualific

\/QJ
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Chapter Five \

Conclusion

This chapter focuses on the summary of findings, conclusions, reco 10ns (based
on the findings of the study), contribution to knowledge and the a rther research.
5.1 Summary of Findings §

This study investigated the influence of academic qualins and school organisational
climate on the job performance of junior second Qol teachers in Ibadan Metropolis,
Oyo State. Three research questions and%’@potheses guided the study. Descriptive
and inferential statistical method.s “&sed to analyse data obtained from 568

respondents. Key findings from t%sy\iy are summarized below.

In relation to resear @tion one, which sought to determine the level of job
performance amon%n r secondary school teachers, the results showed a high level of
overall perfo@e with a composite mean of 3.27. Among the five subscales assessed,
instructi competence (M = 3.39), students’ assessment practice (M = 3.41) and
clasSggom management (M = 3.47) emerged as the strongest dimensions, while
professional development and contributions (M = 3.00) was rated the lowest, yet still
meeting the threshold to be qualified at a high level. These results support previous
studies that job performance in teaching is often a reflection of professional and
pedagogical preparedness. These findings are also consistent with studies that strongly

linked student academic performance and teachers’ job performance with adequate
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training and teaching experience as it concluded that a decline in student academic
performance is partly due to the engagement of unqualified or underqualified teachers.
This has profound implications for school administrators and policymakers if they desire

to improve the job performance of teachers in Ibadan Metropolis.

Research question two, explored the academic qualifications of teachers. The analysis
revealed a moderate level of academic attainment with a weighted mean of 2:9J. The
largest proportion of teachers (41.5%) held a Bachelor’s Degree in E , while
19.7% had attained Masters level qualifications. Teachers with P&RE accounted for
13.7%, while NCE holders and those with Ph.D. degrees repr: e smallest groups
(9.2% and 1.1% respectively). These findings show that a majority of respondents
possessed education-aligned credentials, there @a@s a substantial proportion
(approximately 35.6%) whose qualifications fz tside the pedagogical track. This
corroborates existing literature in Oyo S@ch emphasized the importance of both
academic and professional qualiﬁt%q' (e.g., PGDE, B.Ed) as well as higher ones

(Masters and Ph.D.) in fosterin@&(c?er effectiveness.

N\

In response to Res@‘ Question Three, which examined the nature of school
organisational cl@samong the respondents, findings indicated that the overall climate
was rated Bigh (M = 3.21), although differences existed among dimensions. For instance,
instih@( environment (M = 2.88) and leadership and efficacy (M = 3.19) had
satisfactory mean scores yet were the lowest, suggesting that teachers generally perceived
their schools as limited in infrastructure, resources and lacking in administrative support.
Hence, there are still rooms for improvements in these areas. Moreover, the interpersonal
relationships were highly rated (M = 3.39), alongside Teaching and Learning (M = 3.34)

and Safety (M = 3.26), indicating that while challenges may still persist with physical
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infrastructure, access to teaching materials, and environmental conduciveness, teachers
generally perceived the level of respect, teaching process as well as overall safety
measures as high and adequately beneficial to their performance. These findings support
earlier assertions by existing literature emphasizing the link between supportive
organisational climates characterized by respectful leadership, participatory governance,
professional development opportunities and enhanced teacher output and overall

performance. It also corroborates findings from previous studies that inclusi Qdership

practices, as well as school management prioritizing staff welfare (th@mpt salary

payment, promotions, and recognition) led to an improvement %‘ morale and job

performance.

The first hypothesis (Hoi) tested whether ac@& qualifications and school
organisational climate jointly influence teacher &nance. Multiple regression analysis
revealed a statistically significant comb %nﬂuence (R =10.288; F = 114.294; p <
0.001), indicating that approx1mate‘lg§’w of the variance in teachers’ job performance
could be explained by the two I%(? or variables. This suggests that professional training,

school conditions, ar%@er academic preparedness greatly influence teachers' job

performance outco

\

For the se@ ypothesis (Hoz), the relative influence of each predictor was examined.
The r@ showed that school organisational climate had a statistically significant effect
on teachers’ job performance (B = 0.536; p < 0.001), whereas academic qualification was
not a significant predictor (B = —0.014; p = 0.702). This finding suggests that the quality
of the school environment comprising safety, interpersonal relationship, teaching and
learning practices, institutional environment and school leadership play a more critical

role in shaping teacher outcomes than academic credentials alone. Furthermore, the
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apparent insignificance of academic qualifications as a standalone factor supports the
argument made by existing research that firstly that credentials must be complemented
with conducive working conditions and continuous development to translate into
effectiveness, and lastly that there are other factors that could be predicting teachers’ job

performance.

In summary, the findings of this study demonstrate that while academic qu@ions
among junior secondary school teachers in Ibadan Metropolis are mo is the
organisational climate of schools that plays a more pronoun and statistically
significant role in determining teachers’ job performance. The@@ﬂs offer important
implications for educational policy and practice, particula@ prioritizing school-based
reforms that enhance leadership, collaboration, and iafrastructure, while simultaneously

enforcing qualification standards and investin@rofessional development in junior

secondary schools in Ibadan Metropolis, ate.

-

5.2 Conclusion \
&

This study inves@% the academic qualifications and school organisational

climate as predicto% job performance of junior secondary school teachers in Ibadan
Metropolis, @t .

schools, dings provide a nuanced understanding of how teacher characteristics and

Drawing on quantitative data from 568 teachers across multiple

insﬁtgg‘ﬁal conditions shape teachers’ job performance within the educational landscape

of a major Nigerian metropolis.

The study concludes that junior secondary school teachers in Ibadan Metropolis
generally demonstrate a high level of job performance, particularly in areas such as
instructional competence, teaching methodology, and interpersonal relations. However,

variability exists across sub-components of their job performance, with institutional and
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infrastructural support emerging as relatively weaker dimensions. These observations
affirm that while many teachers are professionally committed, their effectiveness is

sometimes constrained by environmental limitations within the school system.

In terms of academic qualifications, the findings reflect a workforce that is
moderately qualified, with the majority of teachers holding education-related bachelor’s
degrees and a smaller proportion possessing postgraduate degrees. A significan set of

teachers, however, still lacks formal pedagogical training, a trend which ;c ncerns

about instructional depth and long-term professional developme ile academic
qualifications are an important foundation, the study reveals t mic qualifications

alone are not sufficient to predict teachers’ job performar@; meaningful ways unless

they are supported by enabling work environments. Q

(&

More critically, the study reveals ﬂ&OOI organisational climate is a far

stronger predictor of teachers’ job @rmance than academic qualifications. The
[ ]

relational and structural dyna within schools, such as leadership quality,

communication flow, collaba& practices, safety, and provision of resources emerge as

the true levers for en@%g teachers’ job performance and instructional effectiveness.

This is a sigﬁ@nding, as it shifts the locus of educational improvement beyond

individual&

schoo@re, administrative support, and professional development infrastructure.

ications and emphasizes the need for systemic reforms that prioritize

Overall, the findings underscore the need for an integrated approach to teachers’
job performance, one that recognizes the foundational role of qualifications but
foregrounds the decisive influence of school organisational climate and working
conditions. For policy and practice, this implies that recruiting qualified teachers must be

matched by investment in organisational development at the school level. Equally, efforts
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to improve student outcomes in Oyo State's junior secondary schools must include
strategic interventions in leadership training, teacher welfare, institutional support, and

staff cohesion.

In conclusion, effective teaching is both a personal and systemic outcome. It
thrives not only on individual credentials but also on collective conditions. Improving job
performance of junior secondary school teachers in Ibadan Metropolis and by sion,
across Nigeria therefore requires deliberate efforts to enhance not just v&/ es, but

where and how they teach. /\
5.3 Recommendations QQ

Based on the findings of this study, the follow@ommendaﬁons are proposed:

\O

1. Educational Stakeholders ,q&chool administrators should promote open

communication, profess'@ﬂé&ollaboration, participatory leadership and constant

recognition to stre@ teacher motivation and job performance.

2. The Mip'g&)f Education, educational stakeholders and school owners should

en%rc@ct compliance with the National Policy on Education, ensuring that

&

3. Government, teacher unions, and educational stakeholders should enhance the

cademically qualified and certified teachers are employed into service.

value of academic qualifications through targeted in-service training, workshops,

and professional development and certification programmes.
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4. Government agencies, school owners and other private investors in education
should improve the institutional environment by providing adequately equipped

classrooms, laboratories, infrastructural and instructional materials.

5. Regulatory bodies and educational stakeholders should establish structured
performance appraisal systems that assess current instructional and school

organisational climate practices to ensure its consistency with con orary

educational standards. : 0

6’6

5.4 Contributions to Knowledge ®

This study makes several contrlbut@ducatlonal research and practice:

1. It reveals the d1stm®2{es academic qualifications and school organisational

climate play (Q teachers' job performance, with school organisational climate

emerg@g@reater predictor.

2. I(G%ldes empirical evidence specific to junior secondary school settings in
\/ adan Metropolis, offering context-specific insights that can inform regional

policy-making and guide targeted school improvement initiatives.

3. It reinforces the growing body of academic discourse which emphasises that

environmental and psycho-social factors such as interpersonal relationships,
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leadership practices, and overall school culture play a critical role in enhancing

teacher output.

4. Tt highlights the limited predictive strength of academic qualifications alone,
supporting the need to adopt broader performance-enhancing strategies for

improving teachers’ job performance and professional development.
5.5 Suggestions for Further Studies Q\

Future research could adopt qualitative or mixed-method appro&gﬁcorporating
interviews and focus group discussions to gain deeper insi o teachers’ lived
experiences regarding organisational climate. Further inveons might extend to other
educational levels, such as primary and tertiary inst'&&, or explore whether similar
patterns emerge across different states in %’Aa Longitudinal studies are also
recommended to track changes in teache@%rformance over time, thereby providing

a more dynamic understanding ofe \t& lationship between organisational climate and

Additionally, future@ could examine a broader range of predictor variables,

effectiveness.

including teacheg@&vation, workload, emotional intelligence, and work-life balance, to
better understand’ the multifaceted determinants of job performance. Finally, analysing
data b@der and subject area could reveal important interactions between these factors

and organisational climate, offering more nuanced and targeted recommendations.
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Dear Esteemed Respondent,

This questionnaire is designed to elicit response for the completion of postgraduate
research work with the above title. The researcher seeks your candid response. Be assured
that your responses are private and will be used strictly for academic and research

purposes. Thanks.

Instruction

Section A *
S

Please, tick the space (V) provided in front of the option that best fit yefir résponses to the
questions below

1. Gender: Male ( ) Female () %Q

2. Age Range: Less than 30 years ( ) 31-40 year@ 1-50 ()
Above 50 years ()

3. Years of Experience: Less than 10 yea@’qao years () 21-30 years ( )
Above 30 years () ®

Section B

This section contains items to collect information from respondents on the level of job
performance of junior secondary school teachers in Ibadan Metropolis, Oyo State. Please
respond to the statement in the table below using the following scale;

Very Often (VO), Often (O), Not Often (NO), and Never (N)
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S/N | Items VO O NO N
1. |I use different methods of
teaching
2. | My lessons cater to students of
different abilities and needs
3. | I can teach difficult lessons easily
4. | I maintain discipline in my class
5. | I encourage my students to
participate and be active in class \
discussions Q
6. | I don’t let co-curricular activities
affect my class teaching
7. | T willingly attend programmes ’\
that will contribute to the \(D
improvement of teaching and wi
learning process (\
8. | I assist other teachers with high QV
workloads and periods o
9. | I make innovative suggestions to fb>'
improve the overall quality of 6
teaching \(\’b
10.| I assess my students after ea& \d
lesson ‘N
11.| I use formative and sur@}vve -
assessments to eva.lu&@ ents
learning N\
12.| I make no irg\fn marking
test and exam papers
13.| My studefits~demonstrate strong
subje stery through their
tes d examinations
14. :g@‘fudents win subjects related
\, [‘€émpetitions and awards
15 My students record visible
academic progress in tests and
examinations.
Section C

This section contains items to collect information from respondents on the level of
academic qualifications of junior secondary school teachers in Ibadan Metropolis, Oyo
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State. Please tick (V) the item that best describes your highest level of academic
qualification.

Academic Qualification

1. Nigerian  Certificate  of
Education (NCE)

2. Bachelor’s Degree in

Education *
(B.Ed./B.Sc.Ed./B.A.Ed ) Q
3. Bachelor’s Degree in Non- (0

Education Discipline
(B.Sc./B.A./B.Agric./B.Tech.

) N
$Q

4. Postgraduate  Diploma in
Education (PGDE) {.\0
5. Master’s Degree V
(M.Ed/M.Sc/M.A) \’§

6. | Doctor of Philosophy (Ph.D) . @0

Section D

This section contains items to collect information from respondents on the state of school
organisational climate of public junior secondary schools in Ibadan Metropolis, Oyo State.
Please respond to the statement in the table below using the following scale;
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Strongly Agree (SA), Agree (A), Disagree (D), and Strongly Disagree (SD)

S/N | Items SA A SD
1. | The school maintains a safe and secure
physical environment
2. | Adequate measures and procedures are
in place to address safety or emergency
concerns
3. The school promotes a culture of respect
and non-violence
4. School members are safe from bullying, N
harassment and emotional torture. r\Q
5. Teachers are advised to tailor classroom Q/\)
instruction to meet diverse student ,\
needs using different teaching methods C
and styles Q >
6. | A strong academic culture and AN
continuous improvement are O
emphasized in my school Q
7. The teaching and learning process Q
allows for timely and constructiv ;b
feedback N f?}
8. Social responsibility and goo@ﬁ
values are emphasized A
9. I have positive ané%u&mrtive
relationships with my & gues (other
teachers) in our S@MQ
10. | Communicati ong teachers is
clear, open a ctive
11. | Teacher %\u? school collaborate and
suppgt} other in addressing
chall S
12. is a strong sense of mutual

P fespect, community and belonging
among teachers in my school regardless
of gender, culture, religion and
personality traits

Educational facilities and resources
(classrooms, library, laboratory,
instructional materials, sports field,
boards, computer room, markers, etc)
are available to aid teaching and
learning
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14.

Educational facilities and resources are
adequately managed and maintained

15.

Student-teacher ratio is appropriate in
every classroom

16.

The school environment is kept clean
and orderly at all times

17.

I have a positive and respectful
relationship with my superior (e.g.,
principal, departmental head)

18.

My school  Principal/Director is
accessible and provides guidance to
improve in my work

o,

19.

School Leadership supports innovation
and provides professional development
opportunities to teachers. (seminars,
workshops, conferences, etc)

%O/\
.

20.

I feel valued and appreciated by my
principal/director for my contributions
to the school

Bio-data
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A. Personal Data
e Name: Goodness Ebunoluwa ODUYALE
Lead City University, Ibadan, Oyo State

goodnessebunoluwa@gmail.com

08108560961
e Date of Birth: 20th January, 2000
e Nationality: Nigerian, Ogun State Q\
e Marital Status: Single (/O
e Name of Next of Kin: Mr Adetayo Oduyale Q&
e Address of Next of Kin: Road 3, Roolu, Gbonagun @, Ogun State.
B. Educational Background with Dates Q
i. Primary Education be
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ii. Secondary Educaﬁ@%
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D. Awards and Fellowships
3rd Position Prize, Nigerian Universities Education Student Association Writing
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F. Publication(s) Q
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