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Abstract

The study examined Principals’ Motivational Technique and Teachers’ Workload as
Determinants of Job Performance in Public Secondary Schools in Oyo Zone. The descriptive
research design was used for the study. The population of the study comprises of all the
principals and teachers in the public secondary schools in Oyo Zone which is 88 principals and
2080 teachers. Multistage sampling procedure involving several sampling methods was used to
select the sample size for the study, while the proportionate stratified sampling technique was
applied to the population of the teachers in Oyo Education Zone and eighty percent (80%) of the
population of the teachers was taken which gives 677 teachers (352 males and 325 feqales) and
all 37 principals was used for the study. The instrument for data collection w %onnaire
titled Principal’s Motivation Technique and Teachers’ Workload as D ts of Job
Performance Questionnaire (PMTTWDJPQ) for both principals and teach ools sampled.
Data collected from questionnaire were analyzed using descriptive statisti equency counts,
percentage score, mean and standard deviation including inferegtia tistics of Pearson
Products Moment Correlation and multiple regression analysis a&‘%\leyel of significance. The
results obtained from the hypotheses showed that the reward sy, IS\the prevalent motivational
technique among the principals selected for the study. Al mendation for promotion,
nature of job and time management, in that order, was s that could predict teachers’
job performance. Conclusively, workers place gr \ e on their motivation and job
performance and the influence of reward, trainin@velopment and time management in

relation to teachers’ motivation cannot be over- asised. Finally, it was recommended that
n e
ented

the growth and advancement of the employee job through rewards, promotions training
and development should be efficiently im@ and indiscriminately carried out by the
management to avoid dissatisfaction.
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Chapter One
Introduction
1.1 Background to the Study
Job performance can be seen as execution, conduct, compliance or conformity with stated
decisions or directives issued by a super-ordinate or demanded by a job!. This shows that
performance of any job must be according to the pattern set for someone performmi %h tasks.
A scholar opined that teacher job performance is a judicious devotion \d cation to the

achievement of standards within and outside the school setting®. A\res cher discovered that

\
workplace environment impacts on teachers job performance @ and negatively and if the

environment is tense the teachers get demotivated a@y

performance also affected?.
Therefore poorly designed work patterns, unsuitabl \ies, lack of appreciation and lack of
personal decision making opportunity also irdﬁ%Qn teacher job performance. According to a
school of thought, job performance ca g&m as an individual level variable or something a
single person does. Therefore an m@e s performance is determined during job performance
interviews*. The same schook&%fght purposed factor model of performance based on factor
analytic research that a @ capture dimension of job performance existent across all jobs*.
Job perfo &Q could therefore be described as how effective a teacher discharges the
assigned dﬁ% responsibilities in the school system®. On the other hand, job performance as

an outc%

fulfillment of school regulations, expectations and requirements for educational goals and

er a job is completed. It represents the levels of achievement of each job and the

objectives®. The job performance of a teacher manifests in his/her effectiveness in teaching,

classroom management, and students’ discipline, motivating and creating leadership roles in the

13



school system, among others®. Parameters such as lesson preparation, level of job commitment,

supervision, and evaluation among others can inform or influence teachers’ job performance’.
Teachers are indispensable factors in the realization of educational objectives of any level

of education, their roles in ensuring efficiency and effectiveness of the educational system,

especially the secondary education which is the focus of this study cannot be over emphasized

because of its roles in providing technical, entrepreneurial vocational job speci@or self-

reliance for students and provision of holders of the Basic Education Ceg@dn\ (BEC) with

chance for higher education among others>. The achievement of the g and objectives of

\

education could not be totally divorced from the effective !'cﬁ%formance on the parts of

teachers in the system. \&(/

Over the years, educational stakeholders hay ssed deep concern over the apparent

or obvious ineffective job performance of J@\ers in Oyo State secondary schools. The

N

exhibition of poor attitude to work by ﬁogdyy school teachers was one of the major factors

leading to the decline in the attainn&it?ﬁ

secondary school teachers se%o‘ hibit some actions such as lack of commitment to work,

e nation’s educational development®. This is because

poor subject mastery, @ sroom organization, lack of good teaching pedagogy and poor
lesson preparatio ng others which, many at times are detrimental to their performance®. The
indices of ee&b’ job performance such as lesson note preparation, good subject mastery,

PAQ

as very key to effective performance of teachers’ job!*!!. However, the indices of teachers’ job

priate teaching pedagogy, classroom arrangement and management among others

performance to be considered in this study include; subject mastery, lesson preparation and

teaching pedagogy.
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Teachers’ job performance is a major function of his time management skill. An
association of head teachers highlighted the following as the significance of successful time
management: it enables the teacher gain a better perspective of pending activities and priorities,
ensure more opportunities to be creative (that is, being proactive rather than reactive), helps deal
with reduce and often avoid stress, helps gain more leisure time, and enables the teacher attain
his objectives consistently and systematically'2. Q\

Workload is the sum of all activities that take the time of an emplq@ rkload can at

times be heavy (overload) or light (under load)'’. Role overlo&s situation in which

are anxious when they have a

\
employees feel they are being asked to do more than time (@emits”. He further stated

that working under time pressure can be stressful becaus%
lot to do before some deadline, as time runs out a fe \f impending disaster increases. Role
under load is a condition in which employee *too little work to do or too little variety in
their work. Role under load he furthgie sized can lead to passivity, low self-esteem,
increased frequency of nervous sw@ and complaint, lack of interest in social activity and
work performance output'. %%& aimed at determining the relationship between workload
and leadership effectiy, r%%s conducted. The result however, showed that workload has a
significant influe «QQ leadership effectiveness'®. In another study to assess the influence of
workload %’Ship effectiveness of head of department in a paper mill found out that
executi excess workload gave in so much of their time to meet up with deadline at the
expense of their leisure!” and this attract psychosomatic debilities'®. Once a worker has over
indulged in occupational pursuit, he suffers from occupational stress which can lead to decline in

his job performance.
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Teachers’ effectiveness is positively influenced by having too much to do or having to
tackle too difficult work. Overload whether quantitative or qualitative may lead to stress and
concomitant gross ineffectiveness'®!”. Work overload and under load of job are factors that can
generate feeling of hopelessness and also may contribute towards lack of motivation, depression
and inefficiency?’. In separate studies conducted by researchers, it was discovered that role
overload and role under load do significantly influence workers’ job perfor ?"‘2’23. An
executive who does not want to delegate powers and responsibilities to \ ifates for mere
fear that mistakes might be made and decides to do almost everything may get himself
overloaded with work and this may lead to the exhibition of @uef\ﬁciency, incompetence

and a high level of stress?*. When an executive is stre@gy

becomes moody, emotionally unstable, experie ered self esteem, resentment of

supervision, indecision, job dissatisfaction and@groductivity%,

In the research on secondary sc &shers’ workload in New Zealand, the managers

as a result of work overload,

were mainly clearly the grou affected by workload, largely related to their
responsibilities®®. Prioritizin léﬁ teachers using support staff for non professional duties,
minimizing the numb@ etings and using the meeting time for effectively time tabling
blocking of tim teachers to meet, filtering the demands of outside agencies, capacity-

building, ox% teachers with knowledge and skill they needed to work as competent

ighten workload and increases job satisfaction and work effectiveness?®.

Teaching is not new as it was about 20 years ago because of ever changing adoption of
technology. The lecture delivery has now upgraded from traditional chalk and duster to power
point slides. Also, the assessment method has been changed to different alternatives. Previously,

it was limited to only written test and interview, whereas many university teachers now adopting
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power point presentation, practical assignments, case based assignments, industrial tour, and so
on. However, a scholar points out that the dominant affordances of teaching in higher education
continue to be restricted to i) lecturing and delivering or presenting information®’ and to ii)
teaching taking place predominantly within the classroom?®. A technology of education approach
therefore advocates that university teachers as educators think deeply and carefully about what
and how they want their students to learn?®, placing emphasis on active parti@l\and the
social aspects of learning yet guided by the discipline they teach in serving@ amework for
the design of learning experiences which will ... ensure that student de op the understanding
and abilities they need in order to respond to and shape the wor 1ch they live?’.

Time is a resource that affects all aspects of hum% avours. It is a resource that is
extremely limited in supply and it is a factor that af stakeholders in educational sector -
students, teachers, administrators, supervisors c*%:cordmg to some researchers, instances now
abound where teachers complain of lac to do certain things which they would have done.
A good teacher must make effectlv({/ his or her time to have time for everything he or she
plans to do*’. A researcher opi at the most important asset a teacher should possess is the
skill in managing his tj ch skill will enable the teacher to devote a balanced attention to
interpersonal rel ngoduction30 In a previous assertion, it was stated that a maximization
of the use 6% for academic activities is required to enhance effective and efficient job
perform

Time is one of the most crucial resources to be considered in the performance of any
activity. Time determines the imperativeness of any other resources in accomplishing
organizational set out objectives and goals?. It is an essential resource every manager needs to

achieve the goals and objectives of an organisation®*. According to a scholar, time is the interval
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between the beginning and the end of an operation®. It is so delicate that it cannot be saved but
can only be spent and once misused it can never be regained. It can also be defined as a period
either long or short, during which a task is performed or when an event happens while
management is defined as the act or skill of dealing with people or situations in a successful way.
Therefore, time management can be defined as a period, either short or long, which involves how
people use their time judiciously to produce result. V\

Time management starts with the commitment to change®. A F\@er stated that,
better time management can be achieved if goals have been set a d% all future work is

value of time management lies in the fact that people h

prioritised based on how it moves the individual or organisatio S meetmg the goals®®. The
g&my tasks they need to do but

not enough time to do what they want. Time ma helps identify needs and wants in

terms of their importance and matches them %e and other resources?’. It also brings about

orderliness and enables one to be more e and fulfilled®>. Without time management the
efficient and effective use of all s will be impossible. Therefore, time management
stands as an effective tool for organizational effectiveness in realization of set out

objectives and goals®*. QJQQ

Effectwe@ management potentially increases productivity, promotes advancement,
limits burngu proves both professional and personal satisfaction®®**4°, The discussions on
time ma gent behaviour have focused on three types of behaviours which are; time
assessment behaviour, planning behaviour and monitoring behavior*!. Time assessment

behaviour aims at awareness of here and now, or past, present and future and self-awareness of

one’s time use and they help to accept tasks and responsibilities that fit within one’s capabilities.
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Monitoring behaviours focus on observing one’s use of time while performing activities,
generating a feedback loop that allows a limit to the influence of interruptions by others*!.

Time management has been identified as an aspect of high stress for teachers, many of
whom may not be adequately prepared to deal with the commitment and time involved in
teaching. Time is a key intangible resource in the school. The limitation of a definite amount of
time is identified by many principals and teachers as one of the most serious coa@’fhey face
in attempting to meet challenges presented by the teaching profess101\@g{gamzatlon as
important as school needs to be well structured, and teachers who ar important to achievement
of educational goals have to be efficient in order to be able to e thelr duties effectively.
The school system needs efficient teachers in order to Q&y he stated goals of the school,
higher students’ academic performance 1nclus®he declining quality of academic
performance of students in Nigeria in gener a@geen a major concern to all stakeholders. A
scholar observed that the academic pe g&a,ute of students manifests in the consistent poor
results in senior secondary exam@hover the years®’. For instance, the performance of
students with five credits m& ing English and Mathematics in the West African Senior
Secondary Certificate % ion (WASSCE) 2008 — 2017 is as follows: 2008 (13.76%), 2009
(25.94%), 2010 ( %0), 2011 (30.92%), 2012 (38.81%), 2013 (36.57%), 2014 (31.28%), 2015
(36.68%), 201 97%), 2017 (59.22%)*. The performance has been attributed partly to the
perfornt Sthe teachers. Some of the characteristics of successful teachers include: ability to
manage time very well; have positive time management behaviour; and able to impact positively
on students. Elements of time management include incorporating co-curricular activities into
teaching amid tight academic schedule, covering and completing the syllabus at the appropriate

time, time planning to correlate with what is on the time table. This efficiency can bring about
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higher job performance in teachers. However, many schools face challenges of inefficiencies in
time management by teachers. Some of these challenges include, poor commitment, inability to
develop self-discipline by teachers, involvement in time wasting activities among others. These
may probably impact on the learning outcome of the students.

Motivational techniques are various techniques that can be used to induce, encourage and
stir employees in any organization to put in their very best in the discharge %utles‘“
Observation has shown that teachers tend to perform well when pro % th conducive

working environment. She noted that the working env1ronment t nege sar11y high pay, if

properly improved to satisfaction of a worker, will gets motiva nable them to improve on
their performance. Motivation of teachers can be 1n of provision of good work
environment, maintaining high degree of relation a rovmg teacher’s general well-being

which in turn influences their performances «\Aqir schools. If teachers’ hard work is being
considered when providing teaching %' facilities and conducive environments in the
educational system, it will make tk@’be working very hard in the school in order to give in
their best effectively and efs 'ebl)ﬁ. It has also been observed that teaching materials aid
learning and teaching. @\ materials can be described as the system component that may be
used to dissemi formatlon or message or ideas which make communication possible in
teaching. In_s r@he government huge financial investment, there is still acute shortage of
teachin als. Motivation is very crucial in our school system, when teachers are given their
due benefit, both material benefit like salaries, traveling allowances, bonuses, and retirement
allowance and non-material benefits which are health care, material and annual leave, study

leave, insurance policy against accident, and death, job security and protection against dismissal,

unprepared retirement as well as adequate teaching materials they will be highly motivated and
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will bring out the best in them*. This refers to the positive quality of producing good products
and in this case, it is good and efficient teachers that will perform well in the classroom.
Motivational techniques are energizers to staff performance’. That is, motivational
techniques direct and control the behaviour of teachers to achieve maximum output. Motivated
teachers are resilient, creative and committed in the quest for enhancing teaching and learning in
the school, thereby offering the kind of qualitative education needed for achiev%\%u?lamable
economic development*®. School principals should use various 1ncent1ve\é$dvate teachers
because human behaviour is very difficult to understand. However, ther many factors that
motivate people to work*’. These factors are divided into two \led extrinsic motivation
and intrinsic motivation®. Intrinsic motivators 1nﬂuence% ls from inside while extrinsic
motivators influence individuals from outside. Rege have found that both intrinsic and
extrinsic motivation can have different effects&éqhaviour and how people pursue goals. Both
intrinsic and extrinsic motivations a % mportant in teaching and learning process’!

Teachers’ motivation can be in fo@h

promotion of teachers, and Em\lc_)\'of good working environment, maintaining high degree of

owances, bonuses, on-the-job training programmes,

relationship with teach s% proving the teachers’ general wellbeing?2.
A schola ed that the basic motive of man at work is economic, as money is the

principal t%ﬂ instrument®. Thus, for teachers to be motivated, their economic situation

atered for by providing them objective pay and incentives. They posits that, school
principals should create special financial incentive measures if they are not directly involve with
salaries, or they should lobby for special financial incentives for their staff from the relevant
authority. Such measures will boost their work morale for effective performance in the teaching-

learning process.
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A scholar argued that while the power of money and material rewards as motivating
instruments could not be ignored, emphasis should however be shifted from economic man to
social man, which is concerned with the effects of group membership and interaction on
production, attitudes and job satisfaction®*. It is the above views that gave rise to the human
relation movement which maintained that man does not only work for money, but for other
personal and interpersonal considerations, such as personal worth, recognition, '%, social
pressures from group members and level of job satisfaction. This was su a researcher

%should be satisfied

that, beyond economic needs, man has some social- psychologlcal need

According to a study, rewarding as a motivati tegy is made up of tangible

in order to stimulate behavior toward work thereby i 1ncreas1né& V1ty55

incentives such as promotions, increases in pay, m% iscretion, superior work assignments

and provision of additional responsibility>®. T“@x a reward does not necessarily have to be a

financial one. Some schools of though view that, the first task of a manager is to find
@make a balance between employee’s needs and the

out what motivates his/her employ{eé/
offered reward®’. Reward the&&e 18"1dentified as one of the indices for motivational techniques
in this research work. QJQQ

A study ¢ ﬁu{es that, recognition is a motivational strategy which is very important; it
is an inta i%centive that shows gratitude and offer praise’®. But yet, it has been
underut y most managers in organization. He further said that, recognition has an
optimistic meaning and it acknowledges good behavior or actions. Therefore, managers in
organizations can provide this strategy in their organization while managing by walking around
their organization and can also do it by giving a warm hand shake, through celebration, a good

word and a short written comment on a piece of paper just to name a few>. Recognition serves
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as another index for motivational technique in this study. Another study also said that, managers
always use feedback to shape employee performance’®. But his point here is, how do managers
uses this feedback? To him, feedback motivates employees and improves their actions. But, if it
is poorly carried out, it can demotivate employees. His view here is that, managers should
structure feedback in a way that, the victims will accepts the comments for future improvement
rather than using criticism for negative performance. Q\

He further stressed that, training and seminars plays an important {ole n it comes to

employees’ motivation in the organization because it prevents them f&n ng, due to a lack of
\
skills®. A scholar posited that training are special skills, glﬁ,‘s and

required to perform a specific job well®. After the aﬂﬁ& performance when measured

knowledge that are

indicates that training helps in proper utilization ces; that further helps employees to
achieve organizational as well as personal #pals, Trainings ensure the productivity of the

N

employees. Continuous learning is one% est ways of motivation to the employees of an

organization®'. (8\

Organizational ~perfosthance” is measured through different means by different
organizations. Employ, rtake and provide training for a variety of reasons®?. Possible
objectives inclu '&{Csing workforce skills; increasing labour productivity; facilitating the
introductio c%w products or working processes; enhancing worker commitment to the
enterprl% arding employees; reducing labor turnover; and, complying with legal
requirements. Ultimately, it can be argued that the primary rationale for employers to provide
training is to improve business performance, as defined by employers, although the assumed

positive relationship between training and business performance has been questioned®?.
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Therefore, managers should offer employees with so much training and encourage attendance at
seminars in order to increase their chances of doing a successful and competent job.

Therefore, based on the above background this study seeks to investigate principals’
motivational technique and teachers’ workload as determinants of job performance in public
secondary schools in Oyo Zone.

1.2 Statement of the Problem %\V\

It is pertinent that teacher's activities must be recognized and rew, e<$f principals so
as to spur them to put in even greater effort or in order to achieve th Ob] e(s) that was/were
set out to be achieved by the school. Therefore poor applicatio 1vat10na1 techniques has a
great negative effect on the morale of teachers in particu ﬂ&on standard of education in
general. Hence in public secondary schools in Oyo ' as been found out that teachers have
not been performing effectively due to poor@e{nentatlon of motivational techniques. Also
found to be a problem is the inefficient § ctlve use of teachers in the classroom setup due

to heavy workload. The result of \Q{?\

doing their teaching asmgnmm&a ¢’over-worked or under-worked and students perform poorly

at teachers avoid their duties, are not committed to

as a result of the teack@;ﬁmency and poor attitude to teaching. This study is therefore to

find out how thesg lems can be solved in public secondary schools in Oyo State.

%}Jectlves of the Study
%‘gneral aim of the study is to investigate principals’ motivation technique and
teachers” workload as determinants of job performance in public secondary schools in Oyo Zone.

The objectives of the study were to:

1. examine the level of job performance of teachers in secondary schools in Oyo State.
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1.4

1.5.

identify the best adopted motivational techniques by principal in secondary schools in
Oyo State.

examine the status of workload of teachers in secondary schools in Oyo State.
determine the joint influence of principal motivational technique (attending of
seminars, conferences, training and retraining of teachers, reward system and
promotion system of the teachers) and workload indices (nature of t k’and time
management) on job performance of the teachers in secondary S\O ifi Oyo State.
identify the relative influence of principal motlvatlon ques (attending of

seminars, conferences, training and retraining %ﬁ ers reward system and

promotion system of the teachers) and worklo@

management) on job performance of the t 1n secondary schools in Oyo State.

(nature of the work and time

Research Questions \\

1. What is the level of job perf ag@f teachers in secondary schools in Oyo State?

2. What is the status of wo&é& teachers in secondary schools in Oyo State?

3. What is the preve.l&kfopted motivational technique of principals in secondary
schools in ((J@Qte?

Researc theses

Hol; will be no significant joint influence of principals’ motivational techniques

Qgttendmg of seminars, conferences, training and retraining of teachers, reward

system and promotion system of the teachers) and workload indices (nature of the
work and time management) on job performance of the teachers in secondary

schools in Oyo State.
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Ho2: There will be no significant relative influence of principals’ motivational techniques
(attending of seminars, conferences, training and retraining of teachers, reward
system and promotion system of the teachers) and workload indices (nature of the
work and time management) on job performance of the teachers in secondary

schools in Oyo State.

1.6 Significance of the Study %\V\

The findings of the study if implemented will be beneficial to princi\lxchers, parents,
students, and government and future researchers in the following ways:

The findings of this study will beneficial to principals I@’éxie it\ will hopefully expose
them in finding possible ways motivation can inﬂuenceﬁ% tivity/performance in teaching
and also how they can use their leadership styles an@ packages to motivate their teachers
in their various schools. \\

Teachers on the other hand thr &:}ﬁndings of this study will know the facilities
needed to make their environme cive for teaching and teaching materials that will
enable them to put in their bes&%ﬁ teaching activities.

The study will @able the teachers realize that no individual can fulfill all role
expectations simulta gsffy and that trying to do that may lead to overload of work and
subsequent lo ormance.

% ult will enable educational planners, policymakers to formulate educational
policies that will enhance job effectiveness. It will also create awareness in the students of the
problems faced by their teachers in all the dimensions of teaching effectiveness. This could
create a desire in the students to be part of the solution not part of the problem.

Parents will also benefit when teachers are being motivated in the sense that the students

they sent to the school will be doing well and also the money spent on them will not be in vain.
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Moreover parents will also know the areas to channel their resources in the case of Parents
Teachers Association (PTA) contributions to motivate the teachers teaching their children.

Students also will benefit from the findings of this study as they will discover the
motivational strategies that could make their teachers to teach them well in their various schools.
This will help them to make demands from their parents in assisting their schools in providing
those facilities even as they too will be benefiting from the use of the conduci@r})nmems
and facilities provided. %

The government also stands to benefit from the study as the 1& will provide them
with vital information that will help them in improving the te@&the\ working conditions of

teachers in their various schools in Oyo State. &(/

Future researchers who intend to undertake study on effects of motivation on
teacher job performance will hopefully ﬁnd&%{udy useful. Literature reviewed as well as
findings from the study will present thew@%tal information that will adequately guide their
research. (8\

1.7 Scope of the Study N

This study is deh to finding out the principals’ motivation technique and teachers’
workload as dete ﬁwts of job performance in secondary schools in Oyo State. The study will
cover all th tvsecondary schools in Oyo East Local Government Area of Oyo State.

1.8 §ion of the Study
In the course of the study, the researcher encountered a series of challenges which can be

said to have affected the findings of the study in one way or the study. Though some of these

challenges really hindered the efforts of the researcher, they were not enough to completely alter
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the cause of the study. It is however, important to state these challenges so that future researchers

in related areas and in a similar setting should be aware of them when embarking on such a study.

1. Financial constraints were the major problem faced by the researcher in the cause of
carrying out this research work.

1i. Also, there was not much time available to the researcher as he had to devote time for
work, family, religious and other matters too. Q\

iil. Some respondents, especially principals, demanded for money for s @ﬁd before the
researcher could be allowed to distribute the research instrum ts to\tCachers. This the
researcher found to be a corrupt practice.

iv. Researcher had to travel long distances to adrnlnls% search instruments, this posed
lots of dangers and risks to the researcher beatwig mlnd the security challenges being
faced in the country. \\

v. Most of the respondents tried to ill the questionnaires, it took the researcher

%

much pleading before they e to help fill them up.

1.9 Operational Deﬁmth&f

Job Performance: Thi %l es teacher performance, preparation of lesson notes, regular and
early reporting, a ing school functions and meetings and supervision of school activities.

Principal’s l\%g ion Techniques: This involves attendance at seminar and conferences,
trainin aining of teachers, good reward system and recommendation for promotion.

Attending Seminars and Conferences: Face-to-face meetings organized outside the work
domains of participants and are grouped as off the job training methods that are very significant
and vital in enhancing quality instructional delivery by teachers of public secondary schools in

Oyo State.
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Training and Retraining Technique: This is a technique used to update, develop and broaden
the knowledge that teachers of public secondary schools in Oyo State had acquired during the
initial teacher education and/or provide them with new skills and professional understanding.
Rewarding System: Refers to all the monetary, non-monetary and psychological payments that
a school owner (i.e. the government) provides for its teachers in public secondary schools in Oyo
State in exchange for the work they perform.

Recommendation for Promeotion: This refers to as the permanent mov@éf an ongoing
teacher in public secondary schools in Oyo State from one posmo other position in the
teaching service with a higher attainable maximum salary than er s substantive position.
Teachers’ Workload: This has to do with the nature of Q@ time management of teachers
in public secondary schools in Oyo Zone.

Nature of Work: This refers to as what andd(@{eachers in public secondary schools in Oyo
State want their students to learn. QJ

Time Management: An effective ssary for organisational effectiveness in realisation of

S
set out objectives and goals. \
S
S
$

29



Endnotes

M. Angeles Lopez-Cabarcos & Lara Quinoa-Pinairo: An approach to employees’ job
performance through work environmental variables and leadership behaviours. Journal
of Business Research. Vol. 140, 2022, 361-369

A.A. Davidsecu, Simona-Andreea Apostu Paul & Lonut Casuneanu:; Work Flexibility,
Job Satisfaction and Job Performance among Romanian Employees }:}lion for
Sustainable Human Resource Management Sustainability. 12(15).&) 86.

M. Shaju & Subhashini Durai:; A study on the impacﬁj atisfaction on job

performance of employees working in Automobile IE@

Management Research. 9(1), 2017, 117. Doi:10. .vail.10420.

N\

Anna Toropova, Eva Myrberg & Stefa son: Teacher job satisfaction: The

unjab, India. Journal of

importance of school working cond@qs and teacher characteristics. Educational

Review. Vol 73, (1) 2021, 71-@3010@/10.1080100131911.2019.1705247

Federal Republic of Nige@

S.J. Faremi. nt Support Services, Professionalism, Job Security and Teacher

) National Policy on Education (6th Edition) Yaba,

Lagos.

Task P ance in Oyo State Public Secondary Schools, Nigeria. Unpublished Ph.D

TEesS the Department of Educational Management, Faculty of Education,

D

S. Biomeke, R. Houang, F.J. Hsiech & T.Y. Wang: Effect of job motives, teacher

rsity of Ibadan, Ibadan, Nigeria. (2021)

knowledge and school context on beginning teachers’ commitment to stay in the

profession: A longitudinal study in Germany, Taiwan and the United States in G.K.

30



LeTendre & M. Akiba (Eds). International handbook of teacher quality and policy.
2017, 374-387

8.  Conjoh, A. M., Taylor-Morgan, E. M., Sesay, 1., Mbayo, K., & Sesay, S. School
administrators’ and teachers’ perceptions of job satisfaction and job performance in
some secondary schools in Freetown, Sierra Leone. The Social Sciences, 12(6) 2017,
1340-1370. %\V\

9. Iwu, C. G, Ezeuduj, L. O., Iwu, L., Ikebuaku, K., & Tengeh, R. feving Quality
Education by Understanding Teacher Job Satisfaction Det i . Journal of Social
Sciences, 7(25) 2018, 1-13.

10. Atik, S., & Celik, O. T. An investigation of the% h1p between school principals’
empowering leadership style and teach% satisfaction: The role of trust and
psychological empowerment. Intern&éq nline Journal of Educational Sciences,
12(3) 2020, 177-193. QJ

11. Ayundasari, D.Y., Sudltc(é/&& Irawanto, D.W. Improving Employee Performance
through Work Mo&k n¥and Self-Efficacy Mediated by Job Satisfaction. Jurnal
Aplikasi MangiéeM 5 (4) 2017, 587-599.

12. AS. O ‘N{ Relationship between Workload and Infrastructural Facilities on

erformance in Some Selected Secondary Schools in Ibadan North Local

%Qment Area of Oyo State. Unpublished M.Ed Thesis, National Open University,
Nigeria. 2019

13. N. Pacaol. Teacher’s workload intensification: A qualitative case study of its

implications on teaching quality. International Online Journal of Education and

Teaching (I0JET), 8(1) 2021, 43-60.

31



14.

15.

16.

17.

18.

19.

¥

F. llyassova. Exploration of intensification and its influence on teacher's work and life
in international baccalaureate school in Astana (Master thesis, Nazarbayev University,
Kazakhstan). Retrieved from https://nur.nu.edu.kz/bit
stream/handle/123456789/3680/MSc_2018 Firuza%?20Ilyassova.pdf?sequence=1&is
Allowed=y 2018

K.N. Kim. Teachers’ administrative workload crowding out instrucgt %tivities.
Asia Pacific Journal of Education, 39(1) 2019, 31-49. DOI\@)%XO/O2188791.
2019.1572592

Jalagat, R. Determinants of job stress and its relations 6_05 mp\loyee job performance.
American Journal of Management Sc1ence gineering, 2(1) 2017, 1-10.

https://doi.org/10.11648/j.ajmse. 2017020@

Msimanga, M. R. Managing the us&*(esources in multi-grade classrooms. South

African Journal § ducation, 39(3) 2019, 1-9.
https://doi.org/10. 15700/S® al599
Narciso, R. M. \(ess and performance of UM Tagum college faculty.

International @Lof Advancements in Research & Technology, 6(2) 2017, 13-22.

Availables /bit.ly/2KMwgEB

H ri&. A. & Prabha, B. J. Performance on the work-related stress and job
;tment of primary school teachers of government and private sectors.
International Journal of Recent Technology and Engineering, 8(2) 2019, 143-147.

https://doi.org/10.35940/ijrte.B1027.0782S219

32



20.

21.

22.

23.

24.

25.

Vijayan, M. Impact of job stress on employee’s job performance in Aavin, Coimbatore.
Journal of Organisation & Human Behaviour, 6(3) 2018, 21-28. Available:
https://www.researchgate.net/publication/325734383

Laily, N. & Wahyuni, D. U. Teacher performance based on stress and organizational
commitment. International Journal of Scientific and Research Publications, 7(12) 2017,
192-199. Available: http://www.ijsrp.org/research-paper-1217/ijsrp-p7 k\

David, C., Albert, J.R. & Vizmanos, J.F. Pressures on publi teachers and
implications on quality. Retrieved on March 30, 2020\ from https://think-
asia.org/bitstream/handle/11540/9702/ pidspn1901.pdf? ’\we\:l

Beck, J. The weight of a heavy hour: Unders% teacher experiences of work
intensification. McGill Journal of %}1 52(3) 2017, 617-636. DOI:
https://doi.org/ 10.7202/1050906ar /\\

Desouky D, Allam H. Occu%gej.ﬁ ress, anxiety and depression among Egyptian

teachers. Journal of ep1de® and global health, 7(3) 2017. 191-198

Higton J, Leonard1 &(udhoury A, Richards N, Owen D, Sofroniou N (2017).
Teacher w ‘@ survey  2016. Retrieved August 6, 2017, from

https://v@&ov.uk/government/uploads/ system/uploads/attachment data/file/592499/

26. ém, G., Lingam, N., & Sharma, L. (2017). Educational reforms and implications

on teachers® world of work: Perspectives of Fijian primary teachers. Australian Journal

of Teacher Education, 42(1), 19-35. DOI: http://dx.doi.org/10.14221/ajte.2017v42n1.2

33



27.

28.

29.

30.

31.

32.

33.

34.

Sharon Kim, Mahjabeen Raza, & Edward Seidman. Improving 21st-century teaching
skills: The key to effective 2lstcentury learners, Research in Comparative &
International Education, Vol. 14(1) 2019, 99-117

Seidman E & Kim S, Raza M. Assessment of pedagogical practices and processes in
low and middle income countries: Findings from secondary school classrooms in
Uganda. Teaching and Teacher Education 71,2018, 283-296. \V\

Pastori G & Pagani V. Is validation always valid? Cross-cu L% plexities of
standard-based instruments migrating out of their context. £ur n Early Childhood

\
Education Research Journal 25(5) 2017, 682—-697. Q

S N A M Razali, M S Rusiman, W S Gag@ Arbin. The Impact of Time
‘%é%\“

Management on Students’ Academic ent, IOP Conf. Series: Journal of
Physics: Conf. Series 995, 2018, 1-7@@ Doi :10.1088/1742-6596/995/1/012042.
Broadbent, J. Comparing Onli g’ Blended Learner’s Self-Regulated Learning
Strategies and Academic ance. The Internet and Higher Education, 33, 2017,
24-32. \\'
Adams, R. V @r, E. Impact of Time Management Behaviors on Undergraduate
Engineept %tudents’ Performance. SAGE Open, 9, 2019, 1-11.
ht sf@ﬁ%org/lo.l177/2158244018824506

al Association of Head Teachers; NAHT. The Quick Reference Handbook for
School Leaders. London: Paul Chapman Publishing. 2017

Cox, J. Time Management Tips for Teacher. Retrieved June 20, 2019 from

https://www.teachhub.com/time-manage-ment-tips-teachers

34



35.

36.

37.

38.

39.

40.

Olivo, M. G. Time Management of Teachers and Its Relationship to Teaching
Performance. [International Journal of Multidisciplinary: Applied Business and
Education Research. 2(5), 2021, 448 — 462. doi: 10.11594/ijmaber.02.05.11

Aloo, J. O., Ajowi, J. O., & Aloka, P. J. O. Influence of Teachers Performance

Appraisal Policy on Timeliness in Implementation of the curriculum in Public

Secondary Schools in Kenya. Journal of Educational and Social Rese@b) 2017,
Nayak, S. G. Impact of Procrastination and Time- Manag %1 Academic Stress
among Undergraduate Nursing Students: A Cross Se& tudy International Journal
of Caring Sciences, 12, 2019, 1480-1486.

Edward Kirimi Marika, Nelson O. Ja %njamm M. Kanga, Eric M. Gitari.
Influence of Teacher Time Mana Pract1ces on Service Delivery in Public

Secondary Schools in Kitui C ernational Journal of Education and Research

Vol. 9 No. 7 July 2021, 49@\

Saghir Ahmad, § atool, Abid Hussain Ch. Path Relationship of Time

Management . emic Achievement of Students in Distance Learning Institutions,

Pakista al of Distance & Online Learning Volume: V, Issue II, 2019, 191-208

C i&. Job Satisfaction and Teaching Performance of Multigrade Teachers in the
Is Division of Zambales: Basis for Faculty Development Program. Retrieved Feb.

21, 2020 from

https://www.researchgate.net/publication/332706113 Job Satisfaction and Teaching

Performance of Multigrade Teachers in _the Schools Division of Zambales Ba-

sis_for Faculty Development Program 2019

35



41.

42.

43.

44,

45.

46.

47.

48.

Mgbere, B. C., & Andrew, M. V. Time management and female teachers’ job
performance in junior secondary schools in Rivers State. International Journal of
Innovative Psychology & Social Development, 7(1), 2019, 50-56.

Holand, C., Martinez, J. and Valentine, J. Time Management Tips for Educators.
Retrieved June 20, 2019 from http://www.nea.org/tools/time man-agement-tips-for-

educators.html. 2018 %\V\

Razali, S., Rusiman, M., Gan, W. and Arbin, N. The Impact of nagement on

Students’  Academic  Achievement.  Retrieved @, 2019  from
\
https://iopscience.iop.org/arti-cle/10.1088/1 742-6596/3@@

West African Examination Council 2017 &(/

Niken Wiandhani, Habibullah Jimad Xrlina; Effect of Transformational

042 2018

leadership on employee performana‘%&@icated by work motivation in Car Rental

Services Companies in Lamp%&.)\fnce SSRG International Journal of Economics

and Management Studies.@s

M. A. Bawa. Emplayee otivation and Productivity: A Review of Literature and

ssue 3, 2022, 53-59.

Implications () gement Practice, International Journal of Economics, Commerce
and M ent United Kingdom Vol. 5, Issue 12, December 2017 Licensed under
C a%ommon Page 662 http://ijecm.co.uk/ ISSN 2348 0386, 662-673

en, P.; Robbins, C.; Mary, A.; DE Cenzo, D.A. Fundamentals of Management;
Pearson: London, UK, 2019.
L.C. Onyali & C. Nnebedum. Relationship between total quality management practices
of principals’ and teacher’s productivity in secondary school in Anambra State. Journal

of Education Graduates, 3 (1), 2016, 10-23.

36



49.

50.

51.

52.

53.

54.

55.

Wachira, F.M.; Gitumu, M.; Mbugua, Z. Effect of Principals’ Leadership Styles on
Teachers’ Job Performance in Public Secondary Schools in Kieni West Sub-County.
[JHSSI 2017, 6, 72—-86.

Imhangbe, O.S.; Okecha, R.E.; Obozuwa, J. Principals’ leadership styles and teachers’
job performance: Evidence from Edo State, Nigeria. Educ. Manag. Adm. Leadersh.
2018, 47, 909-924. %\V\

Atif Saleem, Sarfraz Aslam, Hong-biao Yin and Congman Rao@(zl Leadership
Styles and Teacher Job Performance: Viewpoint of Mlddle&%nent, Sustainability
2020, 12, 3390, 1-15 d0i:10.3390/su12083390 0
Northouse, P.G. Leadership: Theory and Practi %ubhca‘uons Thousand Oaks,
CA, USA, 2018.
Garba Bala Bello, Abdu Ja’afaru B ﬁl@, Muhammad Bello Jakada & Kabiru Sani
Yakubu. Monetary Rewards a ers Performance in Selected Public Secondary
Schools in Kano State, N e International Journal Of Business & Management
(ISSN 2321- 8916) 2017 274-284
Achie, S.T. Qi‘ The Role of Financial Incentives as a Motivator in Employee’s
Productj in Nigeria Electricity Distribution Companies. International journal of
R e%n Business Studies and Management Volume 3(1) 2016, 1-8.

, 0.Y. The Impact of Remuneration on Employees' Performance (A Study of
Abdul Gusau Polytechnic, Talata-Mafara and State College of Education Maru,

Zamfara State). Arabian Journal of Business and Management Review (Nigerian

Chapter), 4(2) 2017, 34-43.

37



56.

57.

58.

59.

60.

61.

Bawalla Oluwatoyin Gbenga & Nafiu Folarin Yakub. Reward System and Public
Secondary School Teachers’ Performance, Covenant Journal of Business & Social
Sciences (CJBSS) Vol. 9 No.l, June,. 2018. 15-29

Gilbert, S., and Kelloway, E. K. Self-determined Leader Motivation and Follower

Perceptions of Leadership. Leadership Organ. Development J. 39 (5), 2018, 609-619.

doi:10.1108/10dj-09-2017-0262. %\V\
Hartinah, S., Suharso, P., Umam, R., Syazali, M., Lestari, B. @dna, R., et al.
=
\

Teacher’s Performance Management: The Role of Pr@7 Leadership, Work
6

Environment and Motivation in Tegal City, Indonesi Q@SZ /j.msl 10 (1), 235-246.
do0i:10.5267/1.ms1.2019.7.038. 2020 &

Olorunda Sola Elijah. Education and Traipi Tools for Sustainable Development
among Secondary School Teacher@@outhwest Nigeria, Indonesian Journal of
Contemporary Education Vol. ctober 2022, 89-94 ISSN 2656-033X (online)
Mabel Oyitso & Olom .O. Training and Retraining Nigeria Workers to
Enhance Task Perf%}{ Interdisciplinary Journal of Contemporary Research in
Business 202@(1), 69-78

Adelere ichacl Adekunle. Effect of Staff Training and Development on

ional Performance: Evidence from Nigerian Bottling Company, Arabian

Orga
% al of Business and Management Review (Oman Chapter), An Open Access

Journal Vol. 6 (12), 2017, 10-24 DOI: 10.12816/0041195

62. Neelam Tahir, Israr Khan Yousafzai, Shahid Jan & Muhammad Hashim. The Impact

of Training and Development on Employees Performance and Productivity. A case

38



study of United Bank Limited Peshawar City, KPK, Pakistan, International Journal of

Academic Research in Business and Social Sciences, Vol. 4 (4), 2014 ISSN: 2222-6990

39



Chapter Two
Review of Literature
This chapter presents the review of literature by various researchers on specific concepts
that enhance better understanding of this particular study. The chapter was discussed under the
following sub-headings:
2.1. Conceptual Studies %\V\
- Job Performance
- Teachers’ Job Performance

- Motivational Technique

- Training and Retraining &(/:

- Promotion System §
- Rewarding System \\\
- Attending Seminars and Confer@)

- Teachers’ Workload (8\
- Time Management Q’

- Nature of WorlK)QQ

2.2.  Theoreti mework
- Ex c& heory
- ory Theory (Hygiene Theory)
- Motivational Intensity Theory
2.3. Review of Empirical Studies
- Overall Effectiveness of Motivation on Job Performance of the Staff of Shaki East Local

Government Area of Oyo State.
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- Teachers’ Instructional Workload Management and Students’ Academic Performance in
Public and Private Secondary Schools in Akoko North-East Local Government, Ondo
State, Nigeria.
2.4. Conceptual Framework
2.5. Summary of Literature Reviewed
2.1. Conceptual Studies %\V\
2.1.1. Concept of Job Performance @
Performance is not only related to results but it also relates wi&h%ﬂes and behaviours
of employees that adopted to achieve their given goals. Perfo xﬂs behavior-the way which
organization’s teams and individuals get work done& ance appraisal is therefore
comparing the employees’ present and past perfo 0 his/her performance standards!. A
study says performance appraisal is a pro *\to evaluate how they can improve their
performance and contribute to overa§ atlonal performance?. According to the study

performance appraisal is the systen(@s

development. Thus employee\\\ﬁance is the major issue in an organization.’> In addition,

1on of employees according to their job and potential

some schools of thoug hat performance management system is the process that strongly
involves the as ’S}c&e and participation of employees within the organization and that
determines_the n1zat10na1 results®. This gap is the problem that occurs when performance
does n Q the standard that is set by the organization. The feedback system tells the
employee about the quality of his or her work performance. To the researcher performance can
be seen as the act of carrying out or performing a given task or job.

Job performance covers a person's contribution to organizational performance, refers to

actions that are part of the formal reward system (i.e., technical core), and addresses the
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requirements as specified in job descriptions®. At a general level, job performance consists of
activities that transform materials into the goods and services produced by the organization or to
allow for efficient functioning of the organization®. Thus, job performance covers the fulfillment
of the requirements that are part of the contract between the employer and employee.

Moreover, job performance in itself can be described as a multi -dimensional construct. A

scholar proposed a hierarchical model of eight performance factors®. Among th@?ﬁ factors,

five refer to job performance: @

1. job-specific proficiency; \

2. non-job-specific proficiency;

3. written and oral communication proficiency; &(/:

4. supervision, in case of leadership position; and ‘@

5. management/administration \

Each of these five factors itself g& sub-factors which are differently important for
various jobs. For example, the sup@actor includes (1) guiding, directing, and motivating
subordinates and prov1d1n§ dba , (2) maintaining good working relationships, and (3)

coordinating subordina, thers resources to get the job done’.

2.1.2. Concept hers’ Job Performance
Tea performance is the performance of teaching tasks and rendering of
expecte 1ng services by teachers®. It has to do with the abilities of the teacher to fulfill

his/her dut1es as a teacher. As these definitions suggest; job performance among teachers are
actions used in carrying out job requirement that often progresses the aims and objectives of any
educational system. Thus effective teacher job performance connotes the ability of the teacher to

do his or her work very well so that the objective of teaching and learning is achieved and this is
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not an easy task. Therefore for teachers to perform very well in their schools there must be effort
to motivate them by the principals using different strategies.

Job performance can be seen as execution, conduct, compliance or conformity with stated
decisions or directives issued by a super-ordinate or demanded by a job®. This shows that
performance of any job must be according to the pattern set performing such tasks. Teacher job
performance is a judicious devotion and dedication to the achievement of stan@nﬁhin and
outside the school setting!®. Workplace environment impacts on teachets 4o performance
positively and negatively and if the environment is tense the teacher&e emotivated and their

\
G%ms, unsuitable authorities,

nity also impact on teacher job

performance also affected!!. Therefore poorly designed wor

lack of appreciation and lack of personal decision making.0
performance. Job performance can be seen as an i %\ evel variable or something a single

person does!?. Therefore an employee’s per&%@ce is determined during job performance

Interviews.
2.1.3. Concept of Motivational 1{{5@

Motivational techni cor ing to a scholar, are various techniques that can be used to
induce, encourage an ;hployees in any organization to put in their very best in the

discharge of thei And to motivate such employees, the organization must find out what

the employges . This informed the statement of researchers that performance is a role of
individ Qvatlon organizational strategy and structure and resistance to change'4. However,
principals’ motivational technique encompasses so many things like the use of fringe benefits,
incentives, and style of leadership, working condition and others to influence worker’s
productivity. This may be seen as various techniques that can be employed in improving the

morale and performance of the employees in any organization.
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Studies on motivational techniques on teachers have shown that using some kind of
incentives on teachers has been recognized as being more effective than others. Incentives are
often given in form of money. Money can therefore be seen as a part of reward system designed
to reinforce behavior and can motivate people to work towards their goals and that of the
organization. A scholar is of the opinion that there can no greater motivational technique than
prompt payment of workers’ wages and salaries!>. Apart from the monet \%}d as a
motivational factor, according to Herzberg, recognition, achievement, r.x% ility and the
challenge of the work itself are all areas people should focus on when plahaihg the strategies for
motivating their personnel while Maslow is of the opinion the@\atio}l should be strategized

along the different hierarchy of needs of the employees“% s principals can motivate their

N\

teachers just by showing appreciation for a teacher@performance and by saying to him or

her ‘you are doing a very good job’, ‘thank yo& this can cost them nothing.

Motivational techniques are en&%ng staff performance. They further stressed that
motivational strategies direct and c@ﬂw behaviour of teachers to achieve maximum output!”.
A researcher opined that motivted t€achers are resilient, creative and committed in the quest for
enhancing teaching angeldarning in the school, thereby offering the kind of qualitative education
needed for achie@sustainable economic development!®. In the view of another researcher,
school pringi %ould use various incentives to motivate teachers because human behaviour is
very di o understand'®. However, there are many factors that motivate people to work.
These factors are divided into two types called extrinsic motivation and intrinsic motivation®.
Intrinsic motivators influence individuals from inside while extrinsic motivators influence
individuals from outside. Researchers have found that both intrinsic and extrinsic motivation can

have different effects on behaviour and how people pursue goals. Both intrinsic and extrinsic
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motivations are very important in teaching and learning process?!. In support of this assertion, a
researcher pointed out that teachers’ motivation can be in form of allowances, bonuses, on-the-
job training programmes, promotion of teachers, provision of good working environment,
maintaining high degree of relationship with teachers and improving the teachers’ general
wellbeing??,

There has been much outcry about the ineffectiveness of teachers in the di %of their
duties. In some cases, teachers have been seen carrying out one form <<¢ss activity or
another during school hours. Reports revealed that most teachers ar&m arm and unserious in
the discharge of their duties. Some of the complaints of the t@ch}de delayed promotion,

unpaid arrears, denial of staff development programmes aq&y

2.1.4. Concept of Training and Retraining §

To ensure efficient and effective teach&ﬁ%\Oyo State, there is need to train and retrain

alary.

our teachers. In this era of knowledge explosign as a result of modern technologies particularly

computer and Information Commu@&%’ﬁ Technology (ICT) it becomes pertinent that teachers

be provided with opportunitie%}(ate and improve their knowledge and skills through teacher

development programttj this line of thought, a study reported that teacher’s retraining

programmes apa developing the teachers’ self-confidence it also improves upon the

teachers’ teac method, class control, supervision of students, and knowledge of subject
.

matter @

quality outcomes.

s the use of instructional materials?>. These enhance teaching effectiveness and

In the same vein, the study further noted that teachers’ development programmes
improve them both academically and professionally and apart from helping them to update their

knowledge, it serves as a motivating factor for teacher efficiency. A scholar cited that training of
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a teacher is positively associated with productivity in middle and high school mathematics®*. In
the modern world, in-service training plays a crucial and pivotal role in improvement of
education. Contextually, this work was delimited in to workshop and conference programmes as
components of teacher professional development programme.

Furthermore, a study stated teachers are the most important inputs in the education
system?. They shape the direction and influence to a great extent other educati ?Tﬂputs to
achieve the stated goals of the education industry. The extent to which thi done depends
on the quality and quantity of training received by the teachers s1nc the uality of educational
outcomes depends to a great extent on the quality of teacher er study asserted that the
power to heal or kill, build up or tear apart depends partlc{ uch on the teacher who is the
most important part of the education process®® 01nted out that teachers quality is a

nagging issue in education. Their low perforrn@c‘ uld be attributed to many factors and could

/

also have adverse effects on students’ % ce which is one of the determinants of teacher

quality. The authors averred that tr@h

of teacher development. \

Training is the @wnt of specific skills and attitudes needed to perform a particular

d retraining programmes are a very important aspect

job or series of johs\to maximize the productivity of the individual and improve the overall

organizati03a$iency27. Also, training is defined as continuous assistance or coaching, given

to an e@

relationship within the organization?’. Training is a type of activity which is planned, systematic

¢ in order to make him have current knowledge of the job content, scope and

and it results in enhanced level of skill, knowledge and competency that are necessary to perform

work effectively?®. Training has specific goals of improving teachers’ capability, capacity,
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productivity and performance. It forms the core of apprenticeships and provides the backbone of
content at the tertiary institution.

Re-training on the order hand, according to some studies, is an on-the-job training used
by institutions to bring about development and improved competency in the teachers®. This is
essential especially with the frequent policy changes in education and also in the evolving new
knowledge and technology-based society. Retraining business education lect i\?ﬁhelp to
reduce mistakes and improve quality and innovations in the teaching profes& ZAscholar stated

that training and retraining of business education lecturers can be dong in the following ways: in-

service training, conferences, workshops, seminars and demon @%&25. '\Fhe purpose of training
and retraining is to update, develop and broaden the &&x that lecturers had acquired
during the initial teacher education and/or provide Retraining, on the other hand, is an
on-the-job training used by organizations to b»ﬁéQout development and improved competency

ogy-based society.

in workers®’. This is essential especiall igm\e frequent policy changes in education and also
in the evolving new knowledge and{a@

Training and re-trainig%ﬁﬁsiness education lecturers can be done in different ways
such as on-the-job-trai i@ off-the-job-training. The purpose of training and retraining of
business educato &Q update, develop and broaden their knowledge they had acquired during
the initial t&r education and/or provide them with new skills and professional
underst% . It improves the effectiveness and quality of business educators. Training and
retraining were seen as a vehicle to improve on teachers teaching effectiveness and quality?'. it is
further noted that teachers getting involved in staff development programmes, particularly
pursuing higher education and training motivate them into taking their teaching roles more

seriously.
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Teachers’ Registration Council of Nigeria (TRCN) lays emphasis on training and
retraining of teachers for improving their quality*?. A study submitted that the quality of teacher
at all levels of education cannot be compromised®. A scholar stated that it is not just enough to
recruit teachers in all tertiary institutions but to provide continuous in-service programme or
development programmes for them to update their knowledge, skills and competence so as to
function effectively and efficiently**. It focuses on improving the conceptual s@kllectual
and abilities needed to do a better job. %

Teachers’ training and retraining programmes are ass c1§w1th the general
improvement of teachers’ quality in terms of behaviour, iQ%N skills, knowledge, and
perception and in the performance of their duties’”. The@ te aim of teacher training and
retraining programmes in tertiary institutions is to_i the quality of teachers in terms of
teaching and learning processes*®. Teachers 1n@q institutions should be encouraged to attend
training and retraining programmes fQiC 1ty building and development. These can be
achieved by exposing them to in- SQ{/ aining, such as induction programmes, ICT training,
workshops, conferences, semm& refresher courses.

Training and r are seen as a strategy to improve teachers’ quality and teaching
effectiveness?! further noted that lecturers getting involved in staff development

)

programme ly pursuing higher education and training motivate them into taking their

teaching rnore seriously. At times it appears the training received in degree programmes
has little or no relevance with the practice in schools. There is, therefore, the need to address this
mismatch that appears to exist between training received in colleges, polytechnics and

universities and actual workplace performance. This will help lecturers to be abreast with the

changes in the field of education orchestrated by modern technology. In-service training enables
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lecturers to upgrade their qualifications to enable them to cope with challenges imposed upon
them by curriculum or examination changes®’.

Training and re-training has a direct effect on quality and productivity of lecturers,
because it serves as an incentive to self-esteem of lecturers and its ripple effects spread across
family life activities, health and productivity in schools in terms of students improved
performance?®. A study perceived training and retraining programmes as an ir@t\strategy
for improving teachers’ motivation, quality and performance which i % thfluences the
educational outcomes?®. The works of a scholar identified the functions of\raining and retraining

\
programmes to include: increased productivity, improvement &%&ity of teachers, improved

skills, knowledge, understanding and attitudes>’. @

In addition, training and re-training of teac%\e view of provides the teacher with
the knowledge, skill and ability that are rele the professional life of a teacher®’. Going
further, they posited that it moulds the Qgg}ﬁty of the teachers such that their attitudes are

reshaped, their habits are reformed@h

benefits associated with tram@ﬂ retraining programmes as a strategy for improving the

ir personality is reconstituted. However, despite the

quality of teachers i 1n stitutions, it is to a large extent neglected®’. Even as in tertiary
education teache expressed a strong desire for continuous professional development?.
Tra re-training programme stand to increase business education lecturers’
intellec d profess10na1 background; produce knowledgeable, competent and effective
business educators capable of inspiring students to learn; produce academically and
professionally sound and highly motivated conscientious and dynamic breed of teachers; and

enhance teachers commitment to the teaching profession. Insufficient provision for training and
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re-training of reasonable teachers to acceptable standards constitutes one of the major sources of
poor attitude of teachers and poor quality teachers and a falling standard of education®.

Training and re-training programme contribute to teachers’ professional improvement on
the job*. Lack of properly trained teachers can impose serious constraints both on education
quality, educational development and expansion especially in developing countries and results in
lack of motivation by teachers in instructional delivering. Teachers should be g %th local
and international scholarship to upgrade and update their knowledge a\ in order to
influence changes in education. As a way of motivation, teachers sho d%couraged to further
the spirit of enquiry and creativity and assisted to fit into the c%\li e\of the community and
society at large. This will enhance their quality to the teachi ession*?.

Though teachers’ effectiveness and efficien %een mentioned severally in meetings
and discussions, its importance requires that ﬂ%@etailed discussion should be carried out on
it*!. A teacher cannot teach what he /%&\mt know. Therefore, in the discourse of quality
assurance, it should start with the@ty of the educator who is supposed to implement the
school programme. Much as&e‘t acher is discussed, the quality of the students who are
supposed to undergo @ ing will be affected. The current advancement in technology
requires that tea@e given the opportunities to be trained and re-trained regularly to make

them be a r&%

worksh mmit, train-the-trainer programme, demonstration lesson part-time/sandwich

the advancement in technology. A study listed conferences, seminars,

courses, intellectual debates, and academic events (inaugural lecture)as strategies for that can be

used to improve the quality of teachers*'. The authors found out in their study that there was no

significant difference among the mean response of teachers with varying qualifications on the
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provision of in-service training as strategies for improving the quality of business education
programme®!,

While new instructional methods are under continuous development, several training
methods have proven highly effective and are widely used to acclimatize new teachers, impart

new skills, and improve existing instructional skills. They include on-the-job training, off-the-job

training, role-playing, self-instruction, team building games, computer-based @and job

rotation*?, %

a. On-the-job-training: one of the most common and least expenw’&%ﬁods of training. It
refers to the process of learning skills while working. It is trai G%&the\ actual work site using
the actual work equipment®*. &(/

b. Off-the-job-training: off-the-job training involv@g business educators away from their
usual work environments and therefore all co& tion is left out to the training. Examples of
off-the-job training include conferences go.}playingzg.

c. Role-playing: in role-playing, tﬁz/§

group to learn and practice \w@(&mdling different situations. A facilitator creates a scenario

ssume various roles and play out that role within a

that is to be acted out % rticipants and guided by the facilitator. While the situation might
be contrived, t‘@\terpersonal relations are genuine. Furthermore, participants receive
immediate fee from the facilitator and the scenario itself allowing a better understanding of
their oiour.

d. Self-instruction training: self-instruction refers to an instructional method that emphasizes
individual training. In self-instruction training programmes, business educators take primary
responsibility for their own training. Business educators have a greater degree of control over

topics, the sequence of training, and place of training.
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e. Team-building training: team building is the active creation and maintenance of an effective
workgroup with similar goals and objectives. Not to be confused with the informal, ad-hoc
formation and use of teams in the workplace, team building is a formal and methodological
process of building work teams with objectives and goals. The benefits of training in team-
building include a greater ability to manage complex projects and processes, flexibility to
respond to changing situations, and greater motivation among team members. Q\
f. Games and simulation: games and simulations are structured compe't\% d operational
models used as training situations to emulate real-life scenarios. nefits of games and
simulations include the improvement of problem-solving and cﬁ%&n-makmg skills, a greater
understanding of the problems, and the power to capture g&es interest.
g. Computer-based training: Computer-based .t 1s a teaching method that takes
advantage of the speed, memory, and data maﬁ%@tion capabilities of the computer for greater
flexibility of instruction. QJ
2.1.5. Concept of Promotion Sys Q

There is no single or@\\ﬁ definition for the term promotion. Definitions may vary
with societies and sit t% romotion means a motivational instrument for effective work
force performan retentlon The upward movement is based on years of experience,

)

qualificatio a%c

rank an t is financial benefits and recognition**. It is a major role of personnel policies to

evement. Teachers’ promotion is growth and advancement in a cadre or

ensure that secondary school teachers are promoted as and when due.
Regular promotion is likely to motivate teachers to be more productive and effective. A
promotion may be within a department, between department and division of an organization and

may result in a little change. Promotion deals with upward reassignment given to an employee in
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the organization to occupy higher position which command better status and/or pay keeping in
view the human resources of the employees and job requirements*. This function covers:

1. Overseeing the implementation of demotion policies and procedures.

2. Formulating equitable, fair and consistent promotion policies and procedures®.

A synthesis of these definitions posits that promotion is an approval of change of an
existing position to a higher position along with an increased pay of an empl&\’esult of
significant change in the duties and responsibilities of that position. Promat n results in a
pay grade increase and a little change and higher productivity. The N&tion olicy on Education

\
(NPE) stretched the idea further that “promotion opportusﬁ%will be created at every
A

educational level to allow for professional growth at eachJeet’,*Action on the harmonization of
teacher’s conditions of service will be sped up “¢c %ﬁﬂtly, school administrators and the
public should be properly informed on the pd@({ of the teachers in the society so that their
image will be taken on esteem and t%%heir status through an improved condition of
service. (8\

In similar view, a res%w_r nvestigated issues in incentive administration for effective
workforce retention: @ f some primary school teachers in Aguata Council Area and
findings reveale &“It is unfortunate that 80% of the total personnel during promotion
exercise in th%ntry today, protest and even take extreme measures like strikes to get the
authoriQ nd. Eight percent of teachers who attended sandwich courses for position
upgraded after course. About 56.7% of the teachers could be on one level for over seven years*’.
They explained that even when unions executively do bargaining, upgrading is still a personal

issue, and hence it is not easy. Well over 94% of teachers’ salary grade at level 12 to be inimical

to productivity”.
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From the findings of this study, it can be perceived that the educational authorities do not
do much with the professional upliftment of teachers who get-re-trained by any means. Rather
they, at worst, become apathetic to their profession just as they could constitute logs in the
system’s wheel of development.

Regardless of what the procedure for promotion entails, the incentives and reward system
operating in higher educational institutions has often been associated with staf \R{hion and

performance on the job. A study asserted that the most attractive reward pa\e' y the staff is

still promotion and that promotion will improve the staff obJectlve d rmance*®. Another
study found that promotion has a positive and significant effec satlsfactlon49 In line with
this view, a study had earlier asserted that promotion br1 with it not just more money,

but also a mark of recognition of an individual’s pe ce and that the motivating effect of
promotion is high®’. Similarly, a scholar uphoﬁ at a good and well functioning performance

N

appraisal system would help the educa%go.make their mark in the organizational setting of

their faculty’'. (8\

2.1.6. Concept of Rewardmg&

Reward system@t of an organization’s integrated policies, processes and practices
for rewarding its &}Qgrees in accordance with their contribution, skill and competence and their
markets w. e reward system is developed within the framework of the organization’s
reward %phy, strategies and policies and contains arrangements in the form of processes,
practices, structures and procedures which will provide and maintain appropriate types and levels
of pay, benefits and other forms of reward. Reward system is a prize given to employees as an

inducement towards their performance’®. A scholar also defined reward system as the process of

developing and implementing strategies, policies and systems which help the organization to
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achieve its objectives by obtaining and keeping the people it needs and increasing their
motivation and commitment®*,

A study outlines the aims of reward system to include: attract, retain and motivate
employee, to support the attainment of the organization’s strategic and short term objectives by
helping to ensure that it has the skilled, competent, committed and well motivated work force it
needs, to meet the expectations of employees that they will be treated equi %rly and
consistently in relation to the work they do and their contribution®. A scho\ a distinction
between two basic types of rewards namely: Intrinsic rewards and ex %ﬂ/ards“.

Intrinsic Rewards: Intrinsic rewards often called non-financial % are 1nherent of an activity

and their administration is not dependent upon the presg&@

thing. Intrinsic is concerned about the feeling of bei gmzed praised for a job well done

ctions of any other person or

and participation in whatever we do. Extrinsic %@s do not follow naturally or inherently from
the performance of an activity but a % 1stered to a person by some external agents.

Extrinsic reward concerns such n@m

scheme, compensation, sala nus; etc

A good reward system QJ%a e the following features:

Competitiveness; reward system must be attractive and competitive for the high caliber of

s like money, retirement benefits, health insurance

people that r%erally in short supply. These employees will know their worth, the actual or
potentia of their contribution and expect to be rewarded accordingly®’.

Rewards must satisfy employee needs: Reward is an important ingredient in an organization
and it is not motivational unless the rewards satisfy their basic needs such as food, shelter, safety

and security. Not all employees need the same thing and one employee may need different things
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at different times>®. Money for example, is a powerful motivator for those who seek security
through material wealth.

Equity: The distribution of rewards within the organization must be perceived to be done fairly
and equitably. Rewards are equitable if employees perceive it as fair and just.

Flexibility: A good reward system should be capable of dealing with members of the
organization as individuals. The reward system must take cognizance of differ@}\people’s
needs, desires, expectations, goals, and aspirations>°. @

2.1.7. Concept of Attending Seminars and Conferences %

The important of teachers’ professional development i levant to effective school
administration®®. It is not just enough to recruit teach@ e programme, but to provide
continuous in-service programme or development e programmes for the teachers to
function effectively and efficiently?*. Thus, t %ers should be encouraged to attend training
programmes for capacity building and % ent This can be achieved by exposing them to

in — service training, such as 1nd®\

seminars and refresher COUTS@%I’U ularly for non — professional teachers employed to teach in

rogrammes, ICT training, workshops, conferences,
secondary schools in O 2,

Worksho &@ﬁned as assembled group of ten to twenty five persons who share a
common i et%r problem. They meet together to improve their individual skill of a subject
through ve study, research, practice and discussion. A workshop is a type of interactive
training section enriched with training packages and functions. Workshop is used for practical
activities in which the barest of instructional guidelines, demonstrations and directives are given,
while the largest amount of the time is devoted to the participants’ actual practice of the art or

skill in question®!. The experts inspect and correct participants’ performance and output
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primarily at the individual level, while short plenary or sub — group sessions are used for
showing exceptional merit in participants output and for discussing common errors and problems
and seeking solutions to them®. The workshop aims at drawing conclusions from the
experiences of the participants®'. Apart from workshop, teachers also have the opportunity to
participate in academic conferences.

An academic conference is an event for researchers to present and disc %orks“.
Conferences usually encompass various presentations. They tend to be sh oncise with a
time span of about 10 to 30 minutes. Presentations are usually foll we a discussion. The

proceedings. Usually, a conference will include keyn ers (often scholars of some

work may be bundled in written form as academic papers S 11shed as the conference
standing but sometimes individuals from outside ac he key note lecture is often longer,
lasting sometimes up to an hour and half, par@ﬁy if there are several keynote speakers on a
panel. In addition to presentations, co%&y also feature panel discussions round tables on
various issues, poster session and ({/ ps. Some conferences take more interactive formats.
Conference ideally suggests cussfon among persons of similar experiential exposure to the
topic of discussion for Q pose of reaching agreements in controversial issues?. In practice,
however, lead pa; «ﬂ{e often presented by persons of acknowledgeable profound exposure to a

subject and d%nons follow the presentation. Teachers tend to suffer from instructional

planningand-delivery as a result of poor attendance to workshops and conferences®!. It is found
that proper conference and workshop organization can bring about quality in the education

industry?3.
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2.1.8. Concept of Teachers’ Workload

Workload is the sum of all activities that take the time of an employee®?. Workload can at
times be heavy (overload or light (under load). Overload is a situation in which employees feel
they are being asked to do more than time or ability permits®’. He further stated that working
under time pressure can be stressful because people are anxious when they have a lot to do
before some deadline, as time runs out a feeling of impending disaster increases. Q\

A researcher while working on workload of teachers stated that \% der-load is a
condition in which employees have too little work to do or too 11tt1e rlet n their work®. Work
under-load he further emphasized can lead to passivity, low (5*;5 1ncreased frequency of
nervous symptoms and complaint, lack of interest in soc1a]< and work performance output.
A research was conducted at determining the re a between workload and leadership
effectiveness®. The result however, showe&& workload has a significant influence on
leadership effectiveness. In another stud ogd.ul: ed by another researcher to assess the influence
of workload on leadership effectiw{z@ head of department in a paper mill found out that
executives with excess work % in so much of their time to meet up with deadline at the
expense of their leisu %. this according to a school of thought®” attract psychosomatic
debilities. Once S(as over indulged in occupational pursuit, he suffers from occupational

)

stress which o decline in his job performance.

KI6ad refers to ‘the number of tasks an individual must carry out and thus acts as one
of the important stressor’®®. It can be further divided into two types; firstly, when too many tasks
are assigned to the employees; secondly, when employees feel incapable to manage that certain
task due to perceived lack of abilities, knowledge and skills to accomplish that task. However,

work is not harmful in itself, but workload may lead to massive issues. In addition, effects of
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workload may also occur in the form of higher propensity to quit, lower commitment,
psychological health, exhaustion and higher tension. Some scholars suggest work environment as
one of the job stressors®. For instance, it may occur as role ambiguity, or work load, which are
capable of affecting the well-being of individuals at their job place. The above assertion was

supported by another scholar and described the term workload as “a confusion, or difficulty in

completing tasks, cognitive overload and rapid decision-making which serve as@“&ibutory

factors in causing job stress”°, %

Time Pressure: Meanwhile, time pressure is also assumed to hav a%t relationship with
amount of time within which employees are required to compl tc%utai; task®®, which is likely
to increase the perceived level of stress. In this regar vetal psychology and stress and
auditing related studies have reported that ti ure significantly affects the task
performance. \\

In a study, the top management%gée workers were found to be more susceptible to
higher stress levels than the genera% rce’!. Thus, time pressure acts as one of the important
factors which cause health ca&vc‘)r ers to face higher stress levels. Scholars have argued that

time pressure often o % en there is insufficient time available for the employees to

complete certain 2. Another study suggested time pressure as a factor responsible for long
working hours increasingly competitive work environment. In addition, time pressure may
directly ce the strain producing factor and in turn it will trigger several other workplace

factors. Thus, time pressure determines the level to which employees are exposed to workplace
stressors. Moreover, long working hours also expose workers to other job stressors’>.
Interruptions: Interruptions are the interferences which usually arise while performing certain

tasks’. In most professions, workflow interruptions arise every now and then’. Interruptions
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refer as “the secondary tasks which appear during the primary tasks, such as, requests for
assistance”. Previous research findings suggest that negative relationship exists between
satisfaction and occurrence of interruptions. Moreover, positive relationship was reported
between performance and experience of irritation and forgetting of intentions. A study asserts
interruption as “common workplace phenomena’ and an unwanted intrusion that cause
disruptions in employees work”, since it require workers to relocate the totalgtimg¢n&eded to
accomplish the required tasks. From the Human Relation (HR) persp 'V<<d(ere exists an
association between interruptions and stress, which causes relocat' cmployees’ time by
using cognitive and self-regulatory resources.
Interruption effects occur in the form of physical complai &ty and emotional exhaustion.
In their study, they found organizational factors an@\lons as the main job stress factors’®.
For instance, phone calls, jokes from peers, so tworkmg, emails, and phone calls, etc. Thus,
if employees perceive them negatively t would likely to cause stress among them. Some
researchers supported this and stat(&b hone calls, colleagues at workplace and e-mails are
the common cases of interru & commonly occur when it is essential for the employees to
continuously and qulc the required information and improve employee performance’®”’.
2.1.9. Concept e Management

Ti i%&source that affects all aspects of human endeavours. It is a resource that is
extrem ytrited in supply and it is a factor that affects all stakeholders in educational sector -
students, teachers, administrators, supervisors etc. A study is of the opinion that instances now
abound where teachers complain of lack of time to do certain things which they would have
done’®. A good teacher must make effective use of his time to have time for everything he plans

to do. The most important asset a teacher should possess is the skill in managing his time”. Such
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skill will enable the teacher to devote a balanced attention to interpersonal relations and
production’®. In a previous assertion, a scholar stated that a maximization of the use of time for
academic activities is required to enhance students’ academic performances and attitudes®’.

Some of the resources that affect students’ academic performance were grossly
inadequate and thus constituted severe challenges to educational goal of the school system®!. One
of these resources is time management especially by teachers. Teachers’ time iﬁ%ﬁen‘[ has
significant impacts on students’ academic performance though little or no i tion has been
carried out on this in the country. In Nigeria, students in both primary and\seé¢ondary schools are
guided by teachers and by their parents (home) to use time ’Swidi\ng guidelines for time
management. While teachers provided major guidance i&&wtional time management, the
\

home provides major guidance in the non-instmct@

number of studies previously conducted in K%{g have concentrated on the impacts of the

¢ management®?. Thus while a large

factors enumerated above, the impacts o 2&&35’ time management have been neglected.
Studies revealed that fact@m cause low academic performance by students at
secondary school certificate &%ﬁﬁon (SSCE) in Nigeria were mostly connected with supply
and utilization of hum % aterial resources®’. Some studies asserted that the quality of an
educational syste ends on the quality of the teachers®*. A researcher described teachers as
the main d e%nt of quality in education®*. They constitute a major drive in the production
process the determination of the output®. A nation where teachers are apathetic,
uncommitted, uninspired, lazy, unmotivated, immoral, antisocial, such nation is doomed. A study
reported positive effects of student-teacher ratio, educational materials, library size and teacher

education on learning outputs®®. Other studies revealed that class size®’, teachers’ qualification®,

61



teachers’ length of service®® and teachers’ attitude® affects students’ academic performance.
Effective utilization of teachers impacts students’ academic performance®’.
2.1.10 Concept of Nature of Work

In its broadest sense, teaching is a process that facilitates learning. Teaching is the
specialized application of knowledge, skills and attributes designed to provide unique service to
meet the educational needs of the individual and of society®?>. The choice of 1 %ctivities
whereby the goals of education are realized in the school is the respons@ef the teaching
profession.

In addition to providing students with learning o ties to meet curriculum
outcomes, teaching emphasizes the development of Vﬁl% guides students in their social
relationships. Teachers employ practices that develq% itive self-concept in students. Although
the work of teachers typically takes place in z‘{&room setting, the direct interaction between
teacher and student is the single most inQrtmement in teaching.

Teaching task of teachers v@h reflected in good subject mastery, good lesson notes

preparation and using the a

schools in Oyo Stat'

performance of & secondary school teachers in the state. For instance, lesson note

@teaching pedagogy appear to be poor in many secondary

a92

. Ineffective teaching appears to be associated with task
preparation is%’y crucial part of teaching task of teachers, however, writing of up-to date
lesson pears to always being an issue of disagreement between the teachers and their
principals, many of the teachers are grossly unwilling to write their lesson plans, and whenever
they do, it is usually not up-to-date or haphazardly done, thereby jeopardizing the realization of
classroom teaching objectives. Some of the teachers seem to have shallow subject mastery,

resulting to poor teaching in the class. Using appropriate teaching pedagogy seems to be poorly
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done in many secondary schools in Oyo State. Monotony of teaching methodology which
indicates a lack of dynamism among some of the teachers is the order of the day in many of the
State secondary schools®?. All these observations seem to promote poor task performance among
secondary schools teachers in the state and the outbreak of COVID 19 pandemic seems to have
likewise worsened the situation of teachers’ task performance in Oyo State secondary schools. If
these problems are not properly addressed, obviously it would jeopardize th %nent of
goals and objectives which secondary schools are set to achieve in line w@onal Policy on
Education®?.

\ .
All these poor attributes as regard teachers’ performanf&s%ﬁ to have contributed in no

small measure to students’ poor academic performa@ﬁ,

especially in public examination such as West téan School Certificate Examination

yo State secondary schools

(WASCE). This was evidently shown in th%{kz WASCE, where Oyo state took the 29th
position out of the 36 states in the ¢ &Uncluding the Federal Capital Territory (FCT).
Likewise, the 2018 released WA s showed that the situation was not really different
from that of 2017, as Oyo Sta%}ﬂ&h position out of the 36 States of the federation. Even in
2019, the state still to position like the previous year which is an indication that the
students’ academa rformance leaves much to be desired. There may therefore be a link
between thi l$ldents’ achievement and the task performance of their teachers.

education system, teachers’ role in the teaching-learning process has been
identified as a specialized body of cognitive-based group of people whose actions and inactions
affect the attainment of the set educational goals. Teachers’ professionalism can hence, be seen
to include the technical knowledge which encompasses professional judgment that requires

strong cognitive-based knowledge or mental ability. Teachers’ professionalism, according to a

63



study, builds into the teaching career some control devices to ensure that the practitioners are
worthy members of the profession®. Although several calls had been made from different
stakeholders in the education industry all over the world, especially in Nigeria, that teaching
should be professionalised, it is of great concern that teaching in Nigeria has not really assumed
full professional status like other professions such as the legal and medical professions®. In
relation to this study, indicators such as the code of ethics, teachers’ qualiﬁcati@k:achers’
autonomy will be used to measure teachers’ professionalism. This is becaLS\ variables are
very germane to the professionalism of teachers which in turn m&ﬂﬂuence their task

\
performance. Q
i i ;I

Code of ethics is one of the factors that could ipfluence teacher’s performance.
Teacher’s code of ethics, therefore, is the missio%%\ent or the standards of professional
conduct and integrity expected of teachers in S@Li for the purpose of upholding the values and
principles guiding the teaching professi 'I&E‘geria%. Its aim is to raise the status of teaching by
maintaining and promoting the hi&z@ndards of professional practice and conduct in the
interests of teachers, leame%&s, and all other stakeholders in the education industry.
Professional ethics ten % positive relationship with employees’ performance®’. In recent
times, it appears @Qme behavioural discontent are being exhibited by some teachers in Oyo
State seconda ools, such as lack of dedication to duty, lateness to school, absenteeism,
aiding ting examination malpractices, and indulgence in other anti-social activities that
can be referred to as unethical behaviour, which are against the ethics of the teaching profession
and which may hence, jeopardize or lead to low task performance among secondary school

teachers if not curtailed.
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However, it has been observed that many teachers in Oyo state secondary schools do not
comply with the code of ethics when performing their tasks. In reality, many of them seem not to
be aware of the existence of any code of ethics within their profession. Studies laid credence to
this fact, that, although, there exist code of ethics for secondary school teachers in Oyo State, it is
unfortunate to note that, most of them are not aware of what it entails because they have no
copies of it’8. However, there is a likelihood that this scenario has changed ove X%With this
situation, one could imagine a lot of unprofessional acts that many of th s would have
committed ignorantly or engaged in. In their study on challenge&f lementing code of
conduct within the public sector, a study revealed that most a rﬁns ato}s show no seriousness
about the implementation of code of ethics in their organi% hereby, making the practice of
code of conducts among workers (teachers inclugi \)e ineffective®. Corroborating this
position, another study noted that, the probl%%Qf code of ethics is more rampant among
secondary school teachers and its usua cguy:d by institutional related factors such as weak
leadership, weak supervision and @mg, syndrome of leniency, ignorance about the code
and personal factor'®. He th o@ﬁled that the more conflicting schools’ code of ethics is, the
poorer the implement proper classroom organization, adequate lesson preparation, and
commitment, whi ﬁh{y lead to low teachers’ task performance.

Alsg@rs’ professionalism is largely determined by the qualification acquired or

recom as criteria to be a member of a professional body. An individual teacher is,
therefore, accepted as a member into a professional body based on the qualification or
certification recommended by the body for all its members at a point of entry into the profession.

In the teaching profession, members are recognized as professional teachers if and when they

acquire the relevant academic certificate(s) that qualifies them as teachers. Such certificates in

65



Nigeria are, Nigeria Certificate in Education (NCE), Postgraduate Certificate Diploma in
Education (PGDE), Bachelor of Education (B. Ed.), and Bachelor of Science in Education (B.Sc
Ed.). Studies further affirmed that “a teaching qualification is an academic or professional
achievement that qualifies a person as a registered teacher and enables him/her to teach in
school”!?!. He remarked further that, such qualifications include, but are not limited to, the
PGDE, B. Ed., B.Sc (Ed.) and the NCE. As many other professions such a %e, law,
engineering, and others cannot be practiced without the requisite knO\ nd academic
qualification/certificates from the field, also should be teaching.

\ .
Meanwhile, in the teaching profession in Nigeria, @ualiﬁcaﬁons for teachers

have not been adhered to. This explains why so many pe are not trained as teachers and

have no teaching qualifications are found teachi \st Nigerian secondary schools®®. In
recent times, it has been observed that many % who do not have the basic requirements are
recruited and posted to many secondagi s s, thereby, making secondary schools full of
unqualified teacher who can hardl{ i knowledge to students. It appears that teaching in
Nigeria has been seen by m 'o%!ekers as a profession that provides them with a temporary
job while they seek fo sired employment in other areas of discipline. The incompetence
of these unqualij teaching personnel may result in poor subject mastery, poor lesson
preparation &neffective teaching pedagogy, and ultimately poor students’ academic
perfornt ich is a reflection of teachers’ low task performance. Studies also revealed that
trained teachers’ are more effective at work and are significantly better than untrained ones!®2.

They then, concluded that trained teachers’ are likely to perform better on their jobs than the

untrained ones.
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Also, teacher’s job autonomy is another important factor of professionalism that
determines how secondary school teachers perform their task. Teacher’s job autonomy can be
defined as the ability to take a free decision, and responsibility to take control of teaching and
learning in school!®. Teachers’ job autonomy is viewed as the ability of teachers to use their
initiatives and discretion in the day-to-day activities that revolves around their duties. It allows
teachers’ to be totally in charge of their work and make free decisions abo %thod of
teaching. In a school environment where teachers are subjected to seve\ ols and strict
supervision, their performance could be low. This is because they y%e able to use their
initiative to achieve better results. Since teachers are the key p@u the education system, the
government should realize that, teacher task performan&ﬁ} only be enhanced if they are
allowed some levels of professional autonomy a s their work. In a study on the
relationship between professional autonomy %rk performance of teachers, it was revealed

positively and significantly relate study then concluded that, educational institutions

that the overall professional autonom ® ers job performance in secondary schools are
needed to design strategies a er e a school culture which would encourage the professional
autonomy of teachers s % hieve better task performance!®.

However, ite the call by educational stakeholders for reasonable teacher’s job
autonomy ary schools, the government seems to be indifferent to this call. Secondary
school Q tend to operate based on orders from the above. A researcher noted that even
when there is job autonomy; teachers may not feel confident that they could exercise it without

being challenged by the administrator for doing things differently'®. Therefore, where a

teacher’s job autonomy is not allowed to operate, the task performance may be low.
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2.2.  Theoretical Framework

Theories are analytical tools for understanding, explaining, and making predictions in
particular areas of study.!° Many theories exist in varied fields of study, including the arts and
sciences. A formal theory is syntactic in nature and only makes meaning when given a semantic
component by applying it to some content (i.e. facts and relationships of the actual historical
world as it is unfolding). Theories of motivation are therefore a set of tools fo%%rhanding,
explaining, and making predictions on the forces that push people to behayg, i articular way
or take a particular action (motivation)'?’. Researchers have been &t velop a number of

\
different theories to explain motivation. Each individual thes&_’%ﬂs to be rather limited in

scope. However, by looking at the key ideas behin eory, one can gain a better
understanding of motivation as a whole. Below ar \ the different theories of motivation
as postulated by their authors and the implicat&%{these theories on educational practices.
Again, the theories below werg=ch \for this study by the researcher because the
theories are related to the topic @estigation. The theories talked on how employers

should motivate their emple;@f work and the present study is also looking at what

motivational technique g used by principals in some selected secondary schools in Oyo

State. \
. c&tgeory and;

1. Ex
2. % tor theory of motivation (Hygiene Theory)
Job Performance Theory — Expectancy Theory
With reference to specific incentives, Vroom’s (1964) “expectancy theory” is relevant to

developing countries because of its recognition that the links between effort and reward may be
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very tenuous. Improved pay for senior posts, for example, may not motivate eligible teachers if
they have no confidence in the system of assessment and selection for such posts.

The valence instrumental expectancy theory that why people or teachers work hard
according to efforts and abilities to reach the desired goals in academic performance!®. The
increased efforts in teaching and learning process lead to better performance, this means that job
performance from the effort must be well organized and feedback. The theory h@rﬁlerstand
that people in organization can work hard in order to reach the desired K% e presence of
efforts and abilities of teachers in both public and private seconda&h can lead to better

job performance when they motivated. (_§
Advantage of this theory to teachers &(/:

1. It is based on self-interest individual who wan@wve maximum satisfaction and who

wants to minimize dissatisfaction.

2. This theory stress upon the expectat@rceptlon.
3. It emphasize on reward or pay c({?\

Hence this theory bul«k&&pectatlon of job performance to teachers since it facilitate
reward in working plactance, in schools.
Frederick Herz ’\Two Factor Theory of Motivation (Hygiene Theory)

The th%of need was proposed by Fredrick Herzberg and his collaborations in 1959.
He put t is termed a two factor or dual factors of motivation. The two factor theory is
sometimes also called motivation-hygiene theory or satisfaction-dissatisfaction theory. Herzberg
and his colleagues used Maslow’s need theory as a base for carrying out research among middle
managers in engineering and accounting and presented their two factor need theory. He

identified two sets of needs or rather two major set of factors at work that affect employee
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performance. The first of these sets of need factor relates to man’s need as animals to avoid
physical pain and deprivation otherwise called maintenance or hygiene factors (dissatisfies)
while the second relates to man’s need as human beings who have to grow psychologically,
otherwise termed motivators or satisfies.

The maintenance of hygiene factors corresponds to the lower level needs in Maslow’s
theory, and when absent will give dissatisfaction of work but when present wi X&c}essarily
motivate workers. They are the extrinsic aspects of job and include such t@salary, fringe
benefits, company policies and administration, technical supervisk& ng conditions, job
security and interpersonal relations. Herzberg’s other need fac @mo\tivators or satisfier are
the intrinsic rewards derived from the work itself, that p S&ntinuous stimulation to strive
for the best possible performance-level. This includ %A\things as achievement, recognition,
the work itself (Challenging work), responsi@advancement and opportunities for growth.
Their presence in a work situation wouldsgiv rkers motivation'?. Those also would feature in
Maslow’s higher needs of esteem -actualization. Thus, one cluster of factors relates to
what a person does and the oth&o\‘t(e situation in which he does it (hygiene factors).

It should be n %1 Herzberg tended to support Maslow’s concept of hierarchy of
needs and what was to reduce Maslow’s hierarchy to a two dimensional need structure.
One need s st% avoidance of unpleasantness (the hygiene factors) which relates to the lower
level n sic safety and social needs) and a parallel need system for personal growth (the
motivators) which relate to the two highest level of that hierarchy (esteem and self-actualization).

Herzberg’s findings would seem natural in view of the composition of the population on
whom he based his study. They were managers in engineering and accounting, who would not

hold very clear the physiological, security and social needs because they already had a good
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amount of these. A study was of the view that Herzberg’s model relates to the
advanced/developed countries where many would seem to have satisfied their lower order
needs'®”. The lower-order needs many no longer produce strong, driving forces to the employees
or teachers. So, Herzberg’s model is not generally relevant to Nigeria and developing countries.
Two-factor theory distinguishes between Motivational factors: Examples; challenging work,
recognition, responsibility that gives positive satisfaction, cursing from intrinsic %s of the
job itself, such as recognition, achievement or personal growth and Hygi s: Examples;
status, job security, salary, fringe benefits, work conditions (that do net give positive satisfaction,
though dissatisfaction results from their absence. They are extri Qgﬁ he\work itself and include
aspects such as company policies, supervisory practices o%%alary.

Essentially, hygiene factors are needed to \ an employee is not dissatisfied.
Motivation factors are needed to motivate ar@{oyee to higher performance. Herzberg also
further classified our actions and how a \&q}ve do them, for instance, if you perform a work
related action because you have to@ is classed as movement, but if you perform a work
related action because you w: to, that is classed as motivation. Herzberg’s theory is related to
this study because he @ look into two factors that could influence the workers level of
performance dep ‘h&on the level of satisfaction he or she derives from those factors.
Workload Th - Motivational Intensity Theory (MIT)

% T is based on an expectancy-value model, where the value and need of the
outcome and the perceived probability that proper behavior will lead to the outcome are the
determinants of potential motivation. This potential motivation determines the effort invested in

outcome-oriented behavior, which is referred to as the acfual motivation. High effort investment

occurs when the task demands are high but within the individual’s capabilities and also justified
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by the value of the outcome. When the demands exceed the individual’s capabilities or outweigh
the value of the outcome, the individual may not mobilize effortful behavior''®. Physiological
indices of effort have been shown to increase with the difficulty of a task up until the task is
perceived as impossible, at which point they instead show no effect or approach the levels
exhibited by low difficulty control groups'!!. Studies have also found that subjective reports of
effort, including the DSSQ dimension of task engagement, follow this pattern!!2. Q\

In light of this theory, it is possible that the high task demand the current
experiment exceeded what most participants considered possible,\restitiiig in the observed
decline in task engagement and effort. Further support for @plat}ation comes from the
participants’ rating of their goal level. Previous research IJQS@ MIT has shown that subjective
goal attractiveness ratings increase with task dema %&) a point where the task demands are
deemed impossible, at which point the go@((activeness ratings drop'!®. In the current
experiment, those who were transitio &)lgher task demands reported on the post-task
questionnaire that they lowered tlﬁi{}%;s in response. The lower goal level in the current
experiment may be a reﬂecéc&}! decrease in goal attractiveness in response to perceived
impossible demands. @

The MIT &\also explain the physiological results in the current experiment. It is
possible that @;lsiological effects were found due to a withdrawal of effort and task
engage%@response to excessively high task demands. The MIT predicts that there should be
an increasing physiological response given higher task demands up until a point when the
participant instead withdraws effort resulting in a lack of physiological effects. This relationship
has been found using multiple physiological measures, including cardiovascular metrics such as

heart rate, blood pressure, and heart rate variability'!!. The subjective and physiological indices
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in the current experiment support the explanation that the high task demands were so excessively
high that the participants withdrew their effort.
2.3. Review of Empirical Studies

This section of the study seeks to summarily review related empirical studies and show
their relationships with the present study. It was discovered that not much studies has been
conducted on principals’ motivational techniques and teachers’ workload especi i o State,
but a few researches that have near semblance with the present study we;\% ed. Based on
the above, the following studies are considered. \

A researcher carried out a research on the overall e&ﬁs ess\ of motivation on job
performance of the staff of Shaki- East local governm ea* of Oyo state, Nigeria'!'*. The
sample for the study was arrived at through a rand, ing technique. The study employed
the use of self-administered questionnaire to Qﬂé\the required data from the respondents. 110
questionnaires were administered and gaal o seek the opinion of the staff as regards the

effectiveness of motivation on jo@&rmance. The Kendal’s co-efficient of concordance
(Kendal’s W) was adopted to%%ypothesis for the relationship between motivation and job
performance. The findi aled that there is no significant relationship between motivation
and job perform ’&Ihe study concluded that, organisations should know that motivation is a

managerial u$ that is used to bring out the best of the employees and should be used for the

etit of both the employers and employee because they are partners in progress. It
was recommended that, there is the need for the management to have a more robust and
comprehensive motivation package in all aspects of the organization because this is directly
proportional to the output of their workforce. The study is relates to the present study in that the

study sought to also find out the overall effectiveness of motivation on job performance of the
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Staff of Shaki-East Local Government area of Oyo State, but differs in the sense that the study
did not look into the principal’s motivational techniques and teachers’ workload in Oyo State
public secondary schools as a whole which has created a gap that the present study is seeking to
fill.

Another researcher carried out a research on motivation and job satisfaction in Oyo State
civil service!'!®. The research work appraised the existing motivating packages fi %s in the
State and investigates the effect of staff motivation on job performance in QAS ” The research
made use of questionnaire and simple random sampling method W ed. It revealed that

\

Oyo civil servants have low job satisfaction, social relat'oﬁ;ls with co-workers, career
opportunities for promotion and salaries and wages etc. {Qﬁs; rch concluded that employees
be well motivated by provision of amenities like s ,\onuses and other entitlement which
should be promptly paid to enhance their stand&%{ living. The study also relates to the present
study as it is based on employees’ mot t&u\n an organization but the difference is that the
study was not carried out between ﬁ@h%s and their teachers in an educational setting like the
present study and also it did (@1’[0 teachers’ workload.

Furthermore, a % was carried out on the relationship between stress management
strategies and le &eg job effectiveness in college of education Oyo, State, Nigeria!'®. It
adopted a des e survey of correlation type. The population of the study consisted of all
lecturer% one of College of Education, owned by Oyo state. Sample size was 120 lecturers
were drawn using proportional sampling technique from five schools (school arts and social
sciences, sciences, languages, and business and vocational studies). A researcher- designed
questionnaire tagged’’ Stress management strategies and lecturers job effectiveness

Questionnaire (SMSLJEQ) was used to elicit relevant information from the respondents drawn
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from the sampled institution. Descriptive statistics of frequency counts and percentage was used
to analyze the personal data of respondents, mean and standard deviation was used to answer
research question 2 while Pearson Product Moment Correlation (PPMC) was used to test
research hypotheses at 0.05 alpha level of significance. The finding revealed that there was
significant relationship between exercise activities and lecturers job effectiveness in colleges of

education Oyo, State. There was significant relationship between lecturer ti les and

lecturers job effectiveness in college of education Oyo, State. There was t relationship
between lecturer interaction and lecturers job effectiveness in colle e o cation Oyo, State.
There was significant relationship between reduction on work lecturers job effectiveness
in college of education Oyo, State. It was recommended should be taken to reduce the
workload of the lecturers. Lecturers should learn to pi4 the various works such as lecturing,
paper writing, students’ assessment and othe \Qed activities. The above study relates to the
present study but it divers in the sense t% sed on stress management and also made use of

lecturers in higher institution. Hov(&\

techniques and teachers’ w \ﬁs determinants of job performance in public secondary

schools in Oyo State. QJQQ

A resear %y titled “motivation and teachers’ performance in selected secondary

e present study focuses on principals’ motivational

schools in ocal Government Area of Ogun State”!!’”. The study adopted a descriptive
survey §\ design of an ex-post facto type. Four research hypotheses were formulated and
tested at 0.05 level of significance. Data were collected using a self-developed questionnaire
tagged “Teachers' motivation and performance in secondary schools”. The questionnaire was

validated and the Cronbach’s alpha was 0.81 while the reliability was confirmed at 0.78 using a

split-half correlation coefficient. Research questionnaires were administered to two hundred (200)
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teachers that were randomly selected from four major (4) administrative zones in LGA but only
one hundred and eighty-seven (187) were adequately filled and used in the analysis. Data were
analysed using Pearson Product Moment Correlation Coefficient and Multiple Regression
statistical methods. The findings of this study reveal a significant positive relationship between
teachers’ job performance and motivation in ensuring quality education in secondary schools (r
= .567; p>.05). The study also indicated that reward system, professio \%ﬁmg and
development, work situational factors accounted for 10.4%, 29.1%, and spectively of
the variance in the motivation of teachers in public secondary sch . It was therefore
concluded that the importance of motivation in the day-to-day ance of teachers cannot be
overemphasized, especially when it comes to being rewa job done and being happy on
the job. It was recommended that for higher perfor %s well as for employees to have sense
of belonging, Management must introduce M@@en‘[ By Objective (MBO) approach so that
all staff will take part and be able %gnm ute meaningfully to the development of the
organization. &?\

Another research stu \,“Prlnmpals motivational techniques for effective teacher
job performance in pu 1% ndary schools in Awka South L.G.A. of Anambra State”!''® was
carried out in An &State. A total of 2 research questions were formulated to guide the study.
The popul io%prised of all the 640 teachers in all the public secondary schools in Awka
South overnment Area of Anambra State. The sample size was 250 respondents. The
instrument for data collection was a questionnaire that was validated by 3 experts from Nnamdi
Azikiwe University Awka. The reliability coefficient was 0.82 and the data was analyzed
through mean rating. The study found out among other things that principals use provision of

welfare packages, conducive environment, adequate teaching materials and leadership
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behaviours as motivational techniques to influence teacher job performances in Awka South
L.G.A. Based on the findings it was recommended that principals should provide adequate
teaching materials, conducive environment and welfare packages as good leadership behaviours
for effective teacher job performances in Awka South.

Furthermore, a researcher examined “the influence of principals’ management practices
on teachers’ job performance in secondary schools in Kaduna State™'!°. T \%ﬁesearch
questions and two (2) null hypotheses were raised. Descriptive research de\ used for the
study with the total population of 15,135. Purposive sampling technt& s‘used to select three
hundred and seventy-eight (378) respondents. Based on the t &i‘_s 1 a;d empirical constructs
of the study variables, the researcher designed a close-end stionnaire on five point Likert
scale which was administered to the 378 selected nts randomly. Analysis of Variance
(ANOVA) was used to test the two (2) hy ?h%&es postulated for the study at 0.5 level of
significance. The findings of the study ﬁg’&d that Principals used record keeping as a viable

tool for monitoring teachers’ job p@ﬁ

how teachers perform their dutigs in Secondary schools in Kaduna State. It was also revealed that

ce, decision-making process provided guidelines on

Principals used record @ as a viable tool for monitoring teachers’ job performance. The
study therefore @nends that, Participatory decision-making process should be used by
principals 1 &o have cross fertilization of ideas for efficient service delivery in secondary
schools na State.

Another similar research was recently carried out, it was aimed at investigating
“principals’ instructional supervision of teachers’ instructional strategies and assessment
methods correlate of students’ academic performance in Business Studies in junior secondary

schools in Taraba State”'?’. Two research questions and two hypotheses guided the study. The
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study adopted correlational survey research design using a questionnaire to collect its data. The
population of this study consisted of 97 Business Studies teachers. As a result of the relative
small size of the population (97), census sampling technique was adopted that allowed all the
population to be used. A self-developed questionnaire titled “Principal’s Instructional
Supervision of Business Studies Teachers’ Questionnaire (PISBSTQ)” was used for data
collection. The instrument was validated by 3 experts from the department of P@?&ciences
Education of Modibbo Adama University, Yola and trial tested using (@V Alpha to get
reliability co-efficient of 0.76. The data obtained were analysed ean and standard
deviation to answer the research questions; while Pearson’s Pr cﬁgs oment Correlation (PPMC)

was used to test the hypotheses at 0.05 level of s1gn1ﬁc e results of the study revealed

that; there is a significant high positive rela‘uonshm@n principal’s supervision of teachers’

instructional strategies and students’ acad erformance in business studies in junior
secondary schools in Taraba state (r = 0 05); and also that there was a significant high
positive relationship between prln upervision of business studies teachers’ assessment

method and students’ academ&er rmance in junior secondary schools in Taraba State (r =
0.980, p < 0.05). The oncluded that principal’s instructional supervision of teachers’
instructional stra %assessment method correlates of students’ academic performance in
Business S c@ study however recommended among others that respective stakeholders
such as als, school board, Nigerian Union of Teachers (NUT) should organise more often
various professional development like seminars, symposium, workshops etc. for the
improvement of business studies teachers’ instructional strategies.

A research study titled “The influence of secondary school infrastructural facilities on

121

teachers’ job satisfaction and performance in Ibadan metropolis, Oyo State of Nigeria”'*' was
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investigated. The school infrastructural facilities include: library, laboratory, furniture,
conveniences for staff and students, instructional materials among others. Descriptive survey
research design was used and it was questionnaire based the population of the study comprised
of public and private secondary school teachers in Ibadan Metropolis, Oyo State of Nigeria.
Multi-stage, purposive, cluster and simple random sampling techniques were used to select a
total of one thousand, three hundred and twenty (1,320) teachers (male and \%‘&om the
selected public and private secondary schools for the study. Three research s were raised
and seven hypotheses were formulated. The data collected for the tu, ere analysed using
descriptive analysis, MANOVA, multiple progression analysis % t All the hypothesis were

tested at 5% level of significance. Among others, the stud&(j

have significant combined influence on teachers’ job ctlon and performance in both public

d that infrastructural facilities

and private secondary schools in Ibadan Mg % of Oyo State, Nigeria. As a result of the
finding, it was recommended that there e adequate and prompt supply of infrastructural
facilities into all secondary schools(z/ n Metropolis with proper and timely maintenance of
these facilities.

A research stu @g “Teachers’ Instructional Workload Management and Students’
Academic Perfo in Pubhc and Private Secondary Schools in Akoko North-East Local

Governme tate, Nigeria”!??

was conducted. The study examined teachers’ workload
and de d its implication on students’ academic performance in secondary schools in
Akoko North East Local Government Area of Ondo State. Descriptive design of the survey type
was adopted and a stratified random sampling was used to select 12 schools, which were 6 public

and 6 private secondary schools, involving 132 participants who included 120 teachers and 12

principals. A self-constructed questionnaire titled “Teachers’ Workload and Student’s Academic
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Performance Questionnaire” (TWSAPQ), was administered. Five (5) hypotheses were tested
using Pearson’s product moment correlation (PPMCC) and T-test at p<0.05 level of significance.
The results showed that there was a negative correlation between teachers’ workload and
students’ academic performance (r-cal= -0.420), and a disparity between teachers’ actual
workload and workload policy standard (t-cal=27.219), also there was significant difference in
teachers” workload between public and private secondary schools (t-cal=2.36 ?\ﬁndings
indicated that teachers’ workload is high in teaching activities (75.8%), dat\'@&tion (62.5%),
and marking of students’ scripts (76.7%), .and impacted negatively, on“gathers’ instructional
tasks performance and students’ academic performance. It is h xcor\nmended that the State
Government and proprietors of private secondary scho employ adequate number of
qualified teachers to meet the workload standard for %\ive teaching, while learning facilities
should be upgraded to enhance workload bﬁ{&lentation and improve students’ academic
performance in secondary schools. QJ

In another study titled “Te@c rofessionalism and Task Performance in Oyo State
Public Secondary Schools, k%%‘m, the study investigated professionalism and Teachers’
Task Performance (TT )@ ondary Schools (SSs) in Oyo State, Nigeria. Descriptive survey
research design dopted while multi-stage sampling procedure was used to select the
samples. Si % om sampling technique was used to select 3 out of the 6 Educational Zones
(EZs) 1 tate. The same sampling technique was used to select 10 out of 20 Local
Government Areas across the sampled zones. 30% of schools in each of the selected 10 Local
Government Areas were equally randomly selected, giving a total of 78 schools. The
proportionate to size sampling technique was further adopted to select 20% teachers (1,189) in

all the 3 sampled EZs of the State. The total enumeration technique was used to select principals
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within the sampled schools, which gave 78 respondents. The instruments titled: Teacher
Professionalism Questionnaire (TPQ) and Teacher Task Performance Questionnaire (TTPQ)
were developed and used to collect data for the study. Reliability coefficients of: r = 0.73, r =
0.84 and r = 0.81 were obtained for the compliance with Code of Ethics, Teachers’ Job
Autonomy (indicators of Teachers’ Professionalism) and Teachers’ Task Performance(TTP),
through Cronbach alpha method. The result among others shows professio ariables
(F(3,1550) =11.404; R2 = 0.082) jointly influenced TTP among Oyo Sta\ dary Schools
Teachers and contributed 8.2% to its variance. The study recommen ed that"government should
allow teachers’ some level of autonomy that will enable the out their duties in such a
manner that will enhance their productivity and make the % creditably well on their jobs.
Furthermore, more studies related to the cu y was conducted in Benue State by
a postgraduate student of the University of }K@Q The study titled “Principals’ Motivational
Strategies and Teacher Job Satisfaction j Bgm,e State”!2* adopted the descriptive survey design
was adopted in this study. A total{o out of 2282 teachers were selected using stratified
random sampling technique. S)&éfrch questions and four null hypotheses guided the study. A
structured questlonna1® sed for data collection. Three experts in the department of
Educational Fou ns carried out the face validation. The reliability coefficient of the
instrument after the reliability test. Mean and standard deviation were used to answer
the rese %estions while t-test statistics was used to test the null hypothesis at 0.05 level of
significance. It was found that teamwork and teacher involvement are motivational strategies that
give teachers job satisfaction in secondary schools in Benue state and that there was no

significant difference between the opinions of first graduate and postgraduate teachers on the

motivating factors. It was recommended that teachers should be encouraged by payment of
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allowances for team activities and any other functions that promote teacher-involvement in
school administration. Other recommendations included among others, that teachers should be
adequately occupied each day with functions that would make them happy. This can be done by
allowing teachers to make decisions about their work.

Another study investigated Principals’ Motivational Strategies and Teachers’
Commitment to Work for Enhanced National Cohesion and Global Co %ﬂess in
Secondary Schools in Enugu State'?’. Three research questions and three h@ces guided the
study. The study adopted a descriptive survey design. The populatl 18 study included all
the 292 public senior secondary schools in Enugu State. A 1ze of 617 principals and

teachers was drawn using stratified random samplin ﬁ e. The instrument used was

questionnaire tagged “principals’ motivational stga nd teachers’ commitment to work
questionnaire” (PMSTCWQ) developed by th rchers. The instrument was validated by two
experts; reliability tested with Cronbac thh yielded a reliability index of 0.79. For data

analysis, mean scores and standard@n n were used to answer the research questions. z-test
was used to test the hypothes*\f alpha significant level. The findings of the study revealed
among others that, the % incipal’s administrative strategies enhance teachers’ commitment
to work for natio &thesion and global competitiveness include: promotion of good condition
of service %eachers motivates them to teach effectively for institutional productivity and
global itiveness, teachers making learning so interesting when they are regularly
motivated by administrators, praise/non-monetary motivation makes teachers to be active in
classroom activities, respect for teachers by administrative staff creates warm relationship among
them for effective teaching/learning, discipline through positive reinforcement among teachers

creates effective classroom instruction in schools, and motivation of teachers helps to control
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their classrooms instructions for improved students’ academic performance. Based on the
findings, the researchers recommended that teachers should be properly motivated so that they
can adequately control their classrooms for effective teachers’ commitment to work, productivity,
national cohesion and global competitiveness.

A study investigated the extent to which workload factors (such as working hours, class
size, teacher-student ratio, committee assignment and nature of work) influe \%H’er’s job
performance in public secondary schools in Education District III of Lago % he study was
carried out using descriptive survey design, the population comprlse of €960 teachers in the
66-public junior secondary school in the District and the Slove a of sample size was used

A

to select 280 teachers out of the 960 total populatlon@}

techniques were used to select and administe %search instrument A self-designed

ified and random sampling

questionnaire was the research instrument u&h\for the study. Descriptive statistics such as
frequency count and simple percentage ng oyed to analyse the demographic characteristics
of participants and all the research @ns while the chi-square statistical tool was used to test
the research hypotheses. Frs& e¥study it was discovered that working hours, class size,
teacher-student ratio, ¢ assignment and nature of work has an influence on teacher’s job
performance. It «;Qcommended that School authorities should be conscious of the health
status of t ers by enhancing work efficiency through health-prone working hours and
time m%ent maintain a sizeable classroom that will enhance academic excellence of
students and effective teaching of the teachers , play a significant role in promoting student-
teacher interaction and a significant student-teacher ratio in order to enhance an improved

academic performance and effective teaching among teachers. Teachers should be involved in

decision making of the school and to take active role in the effective administration of the school
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to promote an improved job performance among teachers, assigned to the work they find so
convenient and appealing doing. It is to promote teachers’ satisfaction, and to enhance higher job
satisfaction

Another study investigated the motivational strategies of principals in administration of
public secondary schools in Rivers State!?6. The study adopted a descriptive survey design. Two
research questions and two hypotheses were postulated and tested for the study. of 200
made up of principals, vice principals (academic) and vice principals (adrK jon) drawn out
of a population 461 was used for the study. Stratified random sampling ‘technique was used to
compose the sample. A self-designed questionnaire called Q\,\,’éﬁonr\laire for Motivational
Strategies of Principals in Public Secondary School Ad 'nﬂ&l (QMSPPSSA) was used for
data collection. The instrument was validated and,_ i \Bility index of 0.82 was established
using Cronbach Alpha method. Mean and sta&@deviaﬁon were used to answer the research
questions. The research questions wer glwz\d using Statistical Package for Social Science
(SPSS). The independent t-test was{u test the hypotheses. It was found out that principals
use advancement as a motive%l}ﬁrategy, by assigning jobs that help a teacher expand his
skills set in teaching ion. It was found out that principals use responsibility as a
motivational str: by emphasizing on a teacher accepting personal responsibility for
performanc %xercise of discretion in decision making. Based on the findings, it was
recom that principals should give new responsibilities to teachers to provide
opportunities for advancement in their career.

A study was carried out to look into job motivation techniques for enhanced secondary

school teacher’s job performance in Sagamu local government of Ogun State'?’. Four research

questions and two hypotheses were raised. The descriptive survey design was adopted. The
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population of the study comprised 489 public secondary school teachers in Sagamu local
government area of Ogun State. A total of 120 public secondary school teachers were chosen
as the study sample size. This represents 24.53% of the population. A purposive sampling
technique was used for the choosing of the sample. Researchers developed questionnaires;
titled: Motivation and Teacher Job Performance Questionnaire (MTJPQ) with 0.79 reliability
coefficient was used for data collection. Research questions were analyzed using regression
analysis. The hypotheses were tested using the Pearson Product Moment Correlation
Coefficient (PPMC). The findings revealed that conditions of service (salary, promotion and
fringe benefits) were found to be significant and strongly determine teacher’s job performance
in Sagamu local government of Ogun State (B = 0.312, t = 6.635, P<.05). It was also found out
that in-service training strongly determines secondary school teacher’s job performance (f =
0.656, t = 12.474, p<.05). About 99% of the variance in teacher’s job performance was
accounted for by the linear combination of the independent variables. There was a significant
relationship between the independent variable (condition of service) and the dependent
variable (teacher’s job performance) (r = 0.744, p<.05). There was a significant relationship
between the independent variable (in-service training) and the dependent variable (teacher’s
job performance) of (r = 0.683, p<.05). The study recommended that the condition of
employees should be adequately enhanced by management. Incentives such as medical care,
housing allowances, promotion, and fringe benefits among others should be adequately
provided to bring about high intrinsic motivation. The growth and advancement of employees
on the job through training and development should be efficiently implemented and

indiscriminately carried out by the management to avoid dissatisfaction and low performance.
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Another research was conducted to investigate factors influencing teachers’ job
satisfaction in public secondary schools in Mubi North Local Government and the role of school
managers in ensuring teachers’ job satisfaction'?®. The study adopted the survey method to
collect data from teachers. The population of the study comprised of government secondary
school teachers in Mubi North Local Government. By using stratified sampling technique, 200
secondary school teachers were selected. A questionnaire titled ‘Teachers’ Job Satisfaction
Questionnaire” (TJSQ) adapted from Nganzi (2014); Qaisrani, Mughal, & Solangi (2015) was
used to collect data. The reliability coefficient of was 0.85was found using test retest reliability
method. Data were analyzed using descriptive and inferential statistics such as simple percentage
and t-tests analysis. The findings of the study suggested that: teachers were satisfied with their
monthly salary, fringe benefits and administrative support provided to them. The findings of the
study also revealed that the roles of school managers in ensuring teachers’ job satisfaction were
flexible curriculum, interpersonal and intrapersonal relations at school, involvement of teachers
in decision making in schools, flexible school timetable, fringe benefits, autonomy to perform
own duties with no interference.. The findings of hypothesis one revealed that there was a
significant difference between policy and professional development of teachers. The results of
the second hypothesis revealed that there was no significant difference between female and male
teachers in their perception of salary as a factor affecting job satisfaction. In conclusion, factors
influencing teachers’ job satisfaction were promotion, salary, fringe benefits and motivation. If
these factors are made available to teachers, there shall be effective job performance. However,
if all these factors are not made available, the teachers shall develop negative attitude to work
and as such can lead to poor academic performance of students in examinations. In order to boost

the level of motivation and satisfaction of teachers the study recommended that there should be
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regularity in the promotion of teachers and such promotion should be based on merit to
encourage hard work and promotion should be promptly effected and arrears paid in block or in
reasonable installments to make teachers happy and instill in them more enthusiasm to perform
their duties.

Another study investigated the Effect of Work Environment on Teacher Commitment to
duty in selected Secondary Schools of South Eastern Nigeria, with emphasis on Nsukka
metropolis'?®. Teachers are important components of a work process and have to be given the
necessary facilitation for effective and efficient service delivery. The study employed field
survey research design. Population of this study was 156 teaching staff of the selected secondary
schools in Nsukka metropolis. The sample size of the study was 112 respondents from the
selected schools. Primary data were collected through questionnaire from the sampled schools.
Correlation Pearson Co-efficient and multiple regression techniques were employed to analyse
the collected data. The results revealed that interpersonal relationship, workload and physical
working condition determine teacher’s commitment level. While communication though has
positive effect on commitment level, does not significantly determine the commitment level of
the teachers. The study recommends that to ensure high commitment level of teachers, adequate
attention must be paid to the work environment like interpersonal relationship, workload and
physical work condition as these are important factors that trigger the commitment level of the
teachers and by so doing, the overall organizational performance is guaranteed.

A study determined the level of job commitment and organizational commitment

dimensions of public secondary school teachers in Oyo State, Nigeria!3°

. Descriptive research
design was used to guide the study. The population consisted of eleven thousand, seven

hundred and thirty-two (11,732) teachers in public secondary schools in Oyo state from

87



which multi stage sampling procedure was used to obtain two thousand, seven hundred and
twenty-six (2,276) respondents while descriptive statistics of simple percentage, mean, and
frequency were used to analyze the data obtained for the study. Findings of the study
revealed that job commitment of public secondary school teachers was low (weighted mean =
2.31), affective organizational commitment was moderate (weighted mean = 2.62),
continuance organizational commitment was high (weighted mean = 3.24) and normative
organizational commitment was low (weighted mean = 1.77). Low level of job
commitment among public school teachers was not unconnected to turnover intention
indices such as workload, promotional prospect and teacher autonomy. The study,
therefore, it was recommended that all hands should be on deck in order to devise necessary
measures to ensure that teachers are more committed to their jobs which can be
accomplished through genuine inspiration, a strong leadership style, and creation of an
empowering environment that fosters education and learning, and a strong cultural
recognition of the teaching profession. Also, government should ensure adequate
educational planning or create a framework to encourage teachers to develop affective
organizational commitment. Such policies should also aim at reducing to the barest
minimum continuance organizational commitment among public secondary teachers, which
was discovered to be high in this study.

A study examined motivation and teachers performance in public senior secondary
schools in Rivers State, Nigeria'®!. The study adopted descriptive survey design. The population
for the study consisted of 7842 teachers in the 237 senior secondary schools in Rivers State From
the population; samples of 940 teachers were selected through the use of stratified random

sampling technique. To ensure successful conduct of the study, five research questions and five
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hypotheses were formulated. A questionnaire instrument with the title “Teacher Motivational
Rating Questionnaire (TMRQ) and Teachers Performance Rating Questionnaire (TPRQ) was
constructed and used for the study. The reliability of the questionnaires was tested through the
use of test-retest method which yielded a correlation coefficient of 0.78 and 0.83 respectively.
The face and content validity of the questionnaires were established by the research supervisor
and experts in the institution of Education Rivers State University who were given the
questionnaire to vet the accuracy in addressing the research question. The data collected through
the questionnaire were used to answer the research questions and to test the hypotheses. Each of
the research questions was analyzed through the use of mean and standard deviation and each of
the hypothesis was tested through the use of Pearson Product Moment Correlation Coefficient.
The study found that there is a strong relationship between teachers™ remuneration and teacher
job performance. The findings of the study also affirmed that the relationship between working
condition and teachers' performance is positive. Also the study has it that there is a strong
positive correlation between teachers' promotion and their teaching performances. Based on the
findings of the study, the researcher recommended that: government and other secondary school
owners should regularly motivate their teachers through bonuses, allowances and increases in
their salary, if they want teachers to improve in their performance and that government should
regularly promote hard working teachers, this would not only help to improve their performance

but also, would motivate others to work very hard.
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2.4. Conceptual Framework

This study involves assessment of principal’s motivation technique and teachers’
workload as determinants of job performance in secondary schools in Oyo State.

Figure.1.1. summarizes the relationship between the dependent variables, which are

principal’s motivation technique and teachers’ workload, and the independent variable that is,

job satisfaction. %\V\
INDEPENDENT VARIABLES DEPENDENT VARIABLES

PRINCIPALS’ MOTIVATION JOB PERFORMANCE
TECHNIQUES

e Attendance at seminars and

Teacher performance

conferences —
® Training and re-training of teachers ® Preparation of lesson notes

e Good reward system

® Recommendation for promotion Regular and early reporting

'

TEACHERS" WORKLOAD

U

® Attending school functions and meetings

® Nature of work | ® Supervision of school activities

® Time management

t 1
Feedback
\J

Figure 2.1: Con ’S{l framework

Source: Baifc$ertzberg s (1966) Two Factor Theory

ammatlcally the study concentrated much on determining the dependent variables

that is principal’s motivation technique and teachers’ workload and independent variable that is
job performance and how they correlated to improve teaching and learning process in public

secondary schools in Oyo State.
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Figure 2.1 shows the study found that motivation technique was measured from
attendance at seminars and conferences, training and re-training of teachers, good reward system,
promotion of teachers as and when due, feedback on teachers work, on the job training,
involving teachers in decision making, good working environment, high degree of relationship
with teachers, positive feedback and reinforcement, giving of fringe benefits, allowances and
bonuses, prompt payment of salaries, promoting punctuality by example, giv®oans to
teachers and effective dissemination of information, that generally K% e principal’s
motivation technique tools.

o-curricular activities. Time

In addition, Figure 2.1 sees workload as nature of wor e management Nature of
work involves teaching and non-teaching, adm1n1strat C

management on the other hand involves time spent ng.
The presence of motivation among ﬂ@\blic secondary teachers in Oyo State will

encourage job performance when ther§ administration, presence of teaching material,

absent of conflict among teachers @h

job performance were meas@(hen a teacher prepare teaching and learning content,

ol management to school organization. Actually the

participating in staff ~control the school activities, prepare scheme of work, providing
tests and examin o learners and time punctuality in teaching.
m @therature Review
Q archer reviewed different literature pertaining to principal’s motivation technique
and teachers workload as determinants to job performance. On the effect of job performance on
teacher motivation, it was found that; salary, perceived fairness of promotion system, quality of
working condition, social relationships, leadership and the job itself affect job performance

among employees. Regarding the effect of reward system on teacher motivation, it was found
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that appreciation from the boss, pay, bonuses, fringe benefits, and promotions affect teacher
motivation. On the work situational factors, it was found that work place arrangement and
availability of teaching and learning resources affect teacher’s motivation. This study is therefore
aimed at findings out principal’s motivation technique and teachers’ workload as determinants of

job performance in public secondary schools in Oyo Zone.
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Chapter Three
Methodology
3.0. Introduction
This chapter intends to present the method that will be used for carrying out the research.
The concept of methodology is to be explained under the following sub-headings:
1. Research Design %\V\
ii. Population of the Study
ii. Sample and Sampling Techniques

iv. Description of Research Instrument

v. Validity of Research Instrument &(/:

vi. Reliability of Research Instrument §

Vii. Method of Data Collection \\\
viii.  Method of Data Analysis QJ

3.1. Research Design Q\:

The research design us&%ﬁw study is descriptive survey. Survey means a method of
obtaining information ious groups or persons mainly through questionnaire or personal
interview!. Wit ’egﬁriptive survey research design, the researcher was able to collect
information_ t ]Q a questionnaire from a group of people which was analyzed and
conseq eneralized to cover the entire population.
3.2.  Population of the Study

The population of the study comprises of all the principals and teachers in the 88 public

secondary schools in Oyo Zone which is 88 principals and 2080 teachers. (Oyo State Post
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Primary Schools Teaching Services Commission TESCOM, 2019)2. This is shown in Table 3.1.
below:

Table 3.1: Population of the Study (2080 Teachers and 88 Principals)

Local Government Number Number of Teachers Number

Areas in Oyo Zone of

of
Schools Princ%l:
Male Female Total P \

1. Afijio 17 194 207 401 @/\
2. Atiba 15 218 177 395 @IS
3. Iseyin 23 213 144 ﬁx \ 23
4. Itesiwaju 11 78 20 @ 11
5. Oyo East 11 194 282 &(/ 476 11
6. \ 353 11

Oyo West 11 144 i%

Total 88 1041 2080 88

Source: Ministry of Education, 2021 :\\

3.3. Sample and Sampling Techni
Multistage sampling proce@Nolving several sampling methods was used to select
the sample size for the stud % ‘ﬁ t type of sampling method that was used is the systematic
$

sampling technique. S@

the study populatj &Qording to some ordering scheme (in this case based on local government

sampling (also known as interval sampling) relies on arranging

areas as shfw$a le 3.1 above) and then selecting elements at regular interval through that

ordered%

every k' element from then upwards. In this case,

stematic sampling involves a random start and then proceeds with the selection of

K = Population size (N)

Sample size (n)

To find an appropriate interval suppose population contains N number of elements and

one needs a sample of n size. Then the researcher would divide N ny n. the number obtained
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through this division, say k, is an appropriate interval size to produce a representative sample.
For instance, if a population consists of 600 elements and one needs a sample of 60 participants,
then interval size will be 10, so he or she needs to select every tenth element starting from a
random number. In this study, from the list of the six (6) local government areas (N), the

researcher chose a sample size of three (3) local government areas. Therefore, the interval (k)

was calculated as: %\V\
<o -2 &

3 @

So, the researcher systematically chose a sample number th@@){ocal government areas

on the list (table 3.1.) on the interval (k) of every two (s) loc %vyn

random number of two (2) i.e., the second local government n the list. The selected number

ment areas starting from a

of local government areas (with their number of publi s) based on the systematic random
sampling method is shown in table 3.2.

Table 3.2: Sampled Local Government Al(ﬂ@he Study (n=3)

Local Government Number Q r;lber of Teachers Number
Areas in Oyo Zone of (8\ of
h%ly Principals
A~ ) Male Female Total
1. Atiba \)PS 218 177 395 15
2. Itesiwaju \ 11 78 20 98 11
3. Oyo W%Q 11 144 209 353 11
Total 37 440 406 846 37

Source: Mi ‘is'try of Education, 2021

Table 3.2 shows a selected number of three (3) local government areas from a total of six
(6) local government areas by systematic random sampling technique. The number of public
secondary school teachers and principals are 846 (440 males and 406 females) and 37

respectively.
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The second type of sampling method that was used is the proportionate stratified
sampling technique applied to the population of the teachers in Oyo Education Zone and eighty
percent (80%) of the population of the teachers was taken which gave the 677 teachers (352
males and 325 females) and all 37 principals (9 males and 28 females).

3.4. Description of the Research Instrument

The researcher formulated two questionnaires — Principal’s Motivatio %Tque and
Teachers’ Workload as Determinants of Job Performance Questionnaire\ WDJPQ) for
both principals and teachers of schools sampled, which covered echniques used by

principals in motivating their teachers in public secon @ ols in Oyo Zone. The

questionnaire was arranged in four sections. Section A Q&(}

respondents to complete the questionnaire and d % information of respondents. Section

f an introductory letter to the

B, C and D of the questionnaire contains th&%e (35) items carefully arranged in clusters
which seek to provide answers to the reQSQJ\ estions. The questionnaire is developed on four
(4) point rating scale provided for tl(egendents to choose from, they are: Strongly Agree (SA)
4, Agree (A) 3, Disagree (]&?ﬁtrongly Disagree (SD) 1 and Very High (VH), High (H),
Low (L) and Very Low,
3.5. Validity earch Instrument

e ins nt was subjected to face and content validation using three experts, two from
Educat@ganagement and Policy Department and one from Educational Foundations
measuring in measurement and evaluation. Those who validated the questionnaire made lot of
corrections to the questionnaire like suggesting the use of provision of and replacement of items.

They also suggested the addition of job performance in the topic as well as other items that were
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reframed. The researcher effected all the corrections suggested by the experts. And final edition
of the instrument was obtained after the researcher effected the necessary corrections required.
3.6. Reliability of the Research Instrument

This was determined by a means of test retest method. In this case the same questionnaire
was administered twice after a two weeks interval to 10 teachers from Afijio L.G.A. which was
not part of the original respondents. When the first and second results were corr }\?Ryielded
a coefficient of 0.82 which the researcher considered reliable since the coele as high.
3.7. Method of Data Collection

Questionnaire was used to collect data for the study.

\\
Tﬁ%&searcher and two research
assistants distributed the questionnaire to the 221 re@& The researcher waited and

collected the completed questionnaires from the r ts when they were through with it.
However, the researcher also returned back %@l{ect those of the respondents who were not

disposed to fill the questionnaire at the@&& otal of 446 questionnaires were retrieved from

the respondents. (8\

3.8. Method of Data Ana% .
Data collected @l'éstionnaire were analyzed using descriptive statistics of frequency

counts, percentag@&{w, mean and standard deviation including inferential statistics of Pearson

Products h&]ﬁ&orrelation and multiple regression analysis at 0.05 level of significance?.

Q
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CHAPTER FOUR
Results and Discussion of Findings
4.1 Demographic Data Analysis

Table 4.1: Demographic Information of the Principals

Demography Frequency Percentage

Gender V\
Male 9 243 ®%\
<V

Female 28 TS\
&00 \

Total 37 C_s

Age Q&

41 - 50 years 6 § 16.2

51 - 60 years 31 a\\ 83.8

Marital Status (8\

Married . 4 91.9
Widowed Q)QQ 3 8.1
Total Q\ 37 100
Educationﬁ%

Degree% 16 43.2
Master 21 56.8
Total 37 100
Teaching Experience

6 — 10 years 3 8.1

119



11 years and above 34 91.9
Total 37 100
Source: Author’s Fieldwork 2022
Table 4.1 shows the demographic information of the selected principals according to gender, age,
marital status, educational level and teaching experience. The result indicates that the majority of
the principals were female (28; 75.7%); aged 51-60 years (31; 83.8%); married @4 9.9%); and
had 11 years and above teaching experience (34; 91.9%). However, 43.K 56.8% of the
principals had both degree certificate and master certificate respecti\x

\

K

Table 4.2: Demographic Information of the Teachers

S

Demography Frequency \i(/ Percentage
A \ —
Gender

Male 352

Female 32% 748
Total @\ 100

2.
21 — 30 years Q)QQ

31 —40 years Q\ 187 27.6

W

2

183 27.1

41 - 50 yea 204 30.1
51~ 60%ea 103 15.2
Total 677 100
Marital Status

Single 194 28.7
Married 470 69.4

120



Widowed

Total
Educational Level
NCE

Diploma

Degree

Master

Total

Teaching Experience
Less than 2 years

3 — 5 years

6 — 10 years

11 years and above

Total

Source: Fieldwork, 2022

Table 4.2 indicates the d

13

677

158

16

439

64

677

156

100

233

C &@ aphic information of the selected teachers for the study. The result

shows that 352 (529%)_of the teachers were male while 325 (48%) were female. On age, 204

(30.1%) of he%hers were 41-50 years, 187 (27.6%) were 31-40 years, 183 (27.1%) were 21-

30 yea ¢ the remaining 103 (15.2%) were 51-60 years. Majority (470; 69.4%) of the

teachers were married; 194 (28.7%) were single, while the remaining 13 (1.9%) were widowed.

Majority (439; 64.8%) of the teachers were degree holders, 158 (23.3%) were NCE holders, 64

(9.5%) were master holder while the remaining 16 (2.4%) were diploma holders.
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4.2 Presentation of Data

4.2.1 Research Questions

1. What is the level of job performance of teachers in public secondary schools in Oyo
Zone?

Table 4.3: The level of job performance of teachers in public secondary schools in Oyo

X

S/N  Items VH H L VL \@S&ﬁ St. D
1. Effective preparation of lesson 463 3 67 S12
notes 68.3%  30.7% 6_45 0's%
2. Regular and early reporting % .555
57.9% 3% -

3. Attendance at school functions 35&\ 285 34 6 3.45 291
and meetings 9 42.1% 5%  0.9%
4. Supervision of school act1v1(</ 318 295 30 34 3.32 2.16

47% 43.6% 4.4% 5%

5. Participation at x%lQﬁlcular 372 271 17 17 3.47 .670
activities \ 55% 40%  2.5% 2.5%
Weighted &19 Standard Mean = 2.50

Source ork, 2022

Table 4.3 shows the level of teachers’ job performance in public secondary schools in Oyo zone.
The result indicates a weighted mean of 3.49 which is greater than the threshold set at 2.50. This
implies that the level of job performance among the selected teachers was high. Out of the five
items used, items 1 and 2 contributed more to this high level of job performance because their

mean scores are greater than the weighted mean.
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2. What is the status of workload of teachers in public secondary schools in Oyo Zone?

Table 4.4: The status of workload of teachers in public secondary schools in Oyo Zone

S/N  Items Low Moderate High Mean St.D
Nature of Job
1. Lesson presentation 102 374 210 2.15 .663
15% 55.3% 29.7% %\V\
2. Use of instructional aids 69 473 135 : 553

10.2%  69.9%

3. Classroom management 106 ® .940
15.6% 'Q(,t 26.8%

4. Evaluation of students 205 2.23 .569
7{@ 62.5% 30.3%
(LLé 454 107 1.99 1.58

5. Learning motivation Q

(</ 17.1%  67.1% 15.8%
Weighted Mean = 2.12 Standé&%%an =1.50

Time Manageme@

1. Poor Comm&{ 390 201 86 1.85 729
@ 57.6%  29.7% 12.7%
2. to develop self-discipline 455 196 26 1.37 .587
by teachers 67.2%  29% 3.8%
3. Involvement in time wasting 375 268 34 1.50 592
55.4%  39.6% 5%
4. Incorporating curriculum activities 259 315 103 1.77 .695
into teaching and tight academic 383%  46.5% 15.2%
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schedule
5. Covering and completing the 211 290 175 1.95 767

syllabus at the appropriate time 31.2%  42.9% 25.9%
Weighted Mean = 1.69 Standard Mean = 1.50
Source: Fieldwork, 2022

Table 4.4 shows the status of workload of teachers in public secondary schools in Oy _zone. The
result indicates weighted mean of 2.12 and 1.89 which is greater than the t et at 1.50.
This implies that the status of teachers’ workload in the selected schools%

3. What is the prevalent adopted motivational technique (‘K cipals in public

secondary schools in Oyo Zone? @

Table 4.5: The prevalent adopted motivational tec% principals in public secondary

schools in Oyo Zone @

£
S/N  Items \ A D SD Mean St. D
(N

Nt
Attendance at Seminars and Q

Conferences \\<§/

Principal: Q

1. allows teacl&@tend seminars 22 15 - - 3.60 514
And co es in their areas of  59.5% 40.5% - -
S a ion which leads to quality
&erformance.

2. encourages the government on 18 19 - - 3.49 522
conference sponsorship for 48.6% 51.4% - -

teachers in the school.

3. does not regard seminars and 7 - 15 15 1.97 1.08
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Conferences attendance as a 19% - 40.5% 40.5%
measure of professional growth.
4. encourages sharing of knowledge 15 22 - - 341 S14

garnered at seminars and 40.5%  59.5%

conferences among co-teachers.

5. sees frequent attendance at seminars 28 9 - - 3.@.452

and conferences necessary for 75.5%  24.3%

quality job performance. ®

Weighted Mean = 3.25 Standard Mean = 2.50

Training and Retraining (é}
1. Principal provides adequate fund 12 @

for teachers’ training and retraining 32.4@. % 8.1%

programmes. (\\

2. Training and retraining progra@6 25 6 - 3.00 .603

- 3.24 .621

Are not regular, adequate afé,%v 16.2% 67.6% 162 -

continuous basis fi chers.

3. Only a few t c(grgm my school 12 25 - - 3.32 492
are ex research and 324%  67.6% - -
I t%g programmes.

4. &th principal by cutting funds 3 6 25 3 2.24 753

meant for training and retraining 8.1% 16.2% 67.6% 8.1%
teachers’ programme.
5. Materials are inadequate for 7 9 9 12 2.30 1,13

retraining of teachers 19% 24.3% 24.3% 32.4%
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quality job performance.

Weighted Mean = 2.82 Standard Mean = 2.50

Reward System

Principal:

recognises teachers’ efforts in 22
Instructional activities. 59.5%
recommends to the school 22

Management the best performing  59.6%
Teachers for rewards every term.
praises exceptional teachers during 25

staff meetings and briefings for 67.6%

their performance. §

encourages the school management 2 \

to motivate the teachers through Q Yo

cash rewards, prizes and otr@

based on their improv:

performance. @L
issues letté&(ommendations to 22

teacEer outstanding job 59.5%
% ance.

quality job performance.

Weighted Mean = 3.61 Standard Mean = 2.50

Recommendation for Promotion
Principal:

ensures that teachers are promoted 22
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40.5%

12 3 - 3.%\

32.4%

15 - - 3.59

12 - - 3.68
32.4% - -
15 - - 3.59
40.5% - -
15 - - 3.59

522

492

492

514
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on regular basis. 59.5% 40.5% - -

2. recommends teachers for promotion 16 21 - - 3.43 522
based on appraisal of their job 43.2%  56.8% - -
performance.

3. is not bias when recommending 22 15 - - 3.

41 514
teachers for promotion. 59.5% 40.5% - - %\V\
4. follows up with the authority to 15 22 - - @V S14

ensure that teachers who are 40.5%  59.5% - {
\ \

promoted receive their improved

salaries and benefits. &(/

5. denies teachers promotion 3 9 22 1.65 984

opportunity. 8&@ 8.1% 24.3% 59.5%

Weighted Mean = 3.139 Standard Mean =

Source: Author’s Fieldwork 2022 (ﬁﬁk\

Table 4.5 shows the prevalent adbg{e, otivational technique of principals in public secondary
schools in Oyo Zone i@fegories of the four sub-variables (attending of seminars,
¢training of teachers, reward system and promotion system of the

conferences, traini\&%)

teachers). Base @elr weighted mean scores, the result indicates that principals made use of
the moti l echniques in the following order of magnitude: reward system (mean=3.61),
attendir&f seminars and conferences (mean= 3.25), promotion system of the teachers
(mean=3.13) and training and retraining (mean= 2.82). This implies that the reward system is the

prevalent motivational technique among the principals selected for the study.
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4.2.2 Research Hypotheses

Hol: There will be no significant joint influence of principals’ motivational techniques
(attending of seminars, conferences, training and retraining of teachers, reward system and
promotion system of the teachers) and workload indices (nature of the work and time
management) on job performance of the teachers in public secondary schools in Oyo Zone.

Table 4.6: Joint influence of principals’ motivational techniques and w0rl®?ﬂices on

job performance of the teachers in public secondary schools in Oyo ZO\\%
>,

Model = 1; R=372; R Square=.138; Adj. R Square=.113; Std. Error of the

Estimate=5.04542

Model Sum of Squares df Mean Square F Sig.
1 Regression 830.482 6 138.414 5.437  .000°
Residual 5167.613 708 25.456
Total 5998.095 714

Source: Fieldwork, 2022 \\ﬁ/\

Table 4.6 shows the joint Qﬁtfhﬂ‘tion of the principals’ motivational techniques (attending of
seminars, conferenc s,@g and retraining of teachers, reward system and promotion system
of the teacher &/orkload indices (nature of the work and time management) on job
performan@%he teachers in public secondary schools in Oyo Zone, using the multiple
regressio%nalysis. The result indicates that there was a significant joint influence of the
principals’ motivational techniques and workload indices on job performance of the teachers in
public secondary schools in Oyo Zone (F ; 203 = 5.437; Adj. R? = .113; p=.000<.05). This
implies that when all the principals’ motivational techniques and workload indices were pulled

together, they have a significant influence on the job performance of teachers. The result
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indicates an Adj. R Square of .113, which implies that 11.3% variance in the job performance of
teachers, could be account for by the joint influence of the principals’ motivational techniques
and workload indices while the remaining variance of 88.7% could be due to factors not included
in this model.

Ho2: There will be no significant relative influence of principals’ motivational techniques
(attending of seminars, conferences, training and retraining of teachers, re ?s}em and
promotion system of the teachers) and workload indices (nature of. % rk and time
management) on job performance of the teachers in public secondary schobdls in Oyo Zone.

\
Table 4.7: Relative influence of principals’ motivational tzcﬁ%ﬂes and workload indices

on job performance of the teachers in public secondar&\ in Oyo Zone

Model Unst \d Standardised T Sig.

@(ﬁcients Coefficients
2\

(\\Bl\ Std. Error Beta

(Constant) &?‘\8%52 2.623 3.260 .001

Attendance in Confereq&x -.096 .103 -.072 -929 354
Training and R @ -.096 130 -.060 =737 462

1 Reward S & -.085 .093 -.073 -914 362
Rec m%ation for Promotion .508 137 318 3.717  .000

of Job 271 118 157 2306 .022

Time Management 331 164 .140 2.019 .045

Source: Fieldwork, 2022
Table 4.7 shows the relative contribution of the principals’ motivational techniques (attending of

seminars, conferences, training and retraining of teachers, reward system and promotion system
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of the teachers) and workload indices (nature of the work and time management) on job
performance of the teachers in public secondary schools in Oyo Zone, using the standardized
coefficient beta weight of the multiple regression analysis. The result indicates that only
recommendation for promotion (Beta=.318;p=.000<.05), nature of job (Beta=.157;p=.022<.05)
and time management (Beta=.140;p=.045<.05) had significant relative influence on teachers’ job
performance. This implies that recommendation for promotion, nature o@a}d time
management, in that order, were the factors that could predict teachers’ joby nce.
4.3. Discussion of Findings

The first hypothesis stated “there will be no s1gn12$ t 1nﬂuence of principals’

motivation techniques (attending of seminars, conferen ng and retraining of teachers,

reward system and promotion system of the teache @vorkload indices (nature of the work
and time management) on job performance of(\&eachers in public secondary schools in Oyo
Zone. The result of the analysis sho here was a significant joint influence of the
principals’ motivational techniques%%orkload indices on job performance of the teachers in
public secondary schools in %%ﬂe. This corroborates the findings of Jalagat (2017) which
states that workload h. %1 ficant influence on teachers’ job performance. It also agrees with
the findings of a carried out by Gilbert (2018) which found that there can be no greater
motivation t%que than prompt payment of teachers’ wages and salaries. Using some kind of
incenti achers has been recognised as being more effective than others. Rewards in form
of incentives are often given in form of money. Money can therefore be seen as a part of reward
system designed to reinforce behaviour and can motivate people to work towards their goals and

that of the organisation.
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The second research hypothesis stated “There will be no significant relative influence of
principals’ motivational techniques (attending of seminars, conferences, training and retraining
of teachers, reward system and promotion system of the teachers) and workload indices (nature
of the work and time management) on job performance of the teachers in public secondary
schools in Oyo Zone. The result of the analysis showed that only recommendation for promotion,

nature of job and time management had significant relative influence Q%%rs’ job

performance. This implies that recommendation for promotion, nat fob and time

\

management, in that order, were the factors that could predict tea&i job performance. The
t\dePaul Kanwetuu, Joseph

finding of this hypothesis is in line with the finding of Vi

Asomaning Brenyah and Bernard Obeng (2020) whic sised that the most attractive
reward perceived by the staff is still promotion and@%\motion has a positive and significant
effect on job performance (satisfaction). Simi \1&1 scholar supports the above findings in his
research which asserted that promotion %gs.abng with it not just more money, but also a mark
of recognition of individual’s perf@e and that the motivating effect of promotion is high.
Also, the above finding is im&sﬁh a study which found that some teachers seem to have
shallow subject masteL g to poor teaching in the classroom. Using appropriate teaching
pedagogy seems @poorly done in many public secondary schools in Oyo Zone. Another
study lends cr%e to this findings in which it was found that maximisation of the use of time

for acac%gtivities is required to enhance students’ academic performances and attitudes.
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Chapter Five
Summary, Conclusion and Recommendations
5.1. Summary of Findings

The study was carried out to investigate the Principals’ Motivation Technique and

Teachers’ Workload as Determinants of Job Performance in public Secondary Schools in Oyo

Zone. Q\
The study adopted descriptive survey design. The sample size is @e)gondents (37

principals and 677 teachers) representing the entire population of bot th%n\ipals and teachers
in the Zone. A researcher designed questionnaire was used as in@f})r data collection.
Three experts face-validated the instrument while t {&method was used to compute
the reliability estimate for the study. Three research i0ns and two null hypotheses tested at
0.05 level of significant guided the study. A 40~item Structured questionnaire was subjected to
statistical analysis descriptive statistics of ﬁ@\cy counts, percentage score, mean and standard
deviation including inferential stat(‘%?%’earson Products Moment Correlation and multiple

regression analysis.

The results of tie@ugs showed that effective preparation of lesson notes and regular
and early reportin &{[r

in Oyo Zone. dy also showed that the status of teachers’ workload in the selected schools

was hngQ

The study further showed that principals made use of the motivational techniques in the

te more to high level of job performance in public secondary schools

following order of magnitude: reward system, attending of seminars and conferences and
recommendation for promotion. However, the reward system is the prevalent motivational

technique among the principals selected for the study.
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Based on the findings of the study, recommendations were made which include principals
of schools must know the type of motivational technique suitable in motivating the teachers in
their schools for effective and efficient job performance, principals must ensure that teachers are
not under-loaded or over-loaded with classroom and extra—curricular activities in order to
ensure effective and efficient job performance and employment of qualified teachers in Oyo
Zone must be based on merit in order to give room for the best hands to wo%\\}e\schools

among others. @

5.2. Conclusion

The importance of principals’ motivation technique in thi %@to-éay job performance of
teachers cannot be overemphasized, especially when it c@eing rewarded for a job done
and being happy on the job. It is a well-known @human performance of any sort is
improved by increase in motivation. Going b %dings of this study, it can be easily inferred

\ a lot and should be a concern of both the

that teachers’ motivation and workloa mgf;[y

employers and employees. The resdlts ined from the hypotheses showed that workers place

great value on their motivatio%%ﬁ performance.

Therefore, whe tivation is not achieved and encouraged by the school principal
and teachers are 6 geid with much work, teachers tends to express their displeasure through
poor perform@and non-commitment to their job. It is therefore important that the school
princip er the needs and feelings of his or her work force and not just overlook them in
order to safe guard school harmony, because —a happy worker they say is a productive worker.
Having stressed the importance of motivation on the job performance of teachers in public

secondary schools and particularly in Oyo Zone, this study equally established the influence of

reward, training and development, time management in relation to teachers’ motivation.
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5.3. Recommendations

Based on the above findings, the following were recommended:

ii.

iii.

1v.

Vi.

Employment of qualified teachers in Oyo Zone must be based on merit in order to
give room for the best hands to work in the schools.
Management must encourage equity between efforts put into the job and promotion to

encourage hard work. ®

There must be frequent supervision of school activities by t@ ment to ensure

high level of job performance by both principals and‘@e{s of public secondary
schools in Oyo Zone. %(.)

The growth and advancement of the e <§5’0n the job through rewards,
promotions training and developmegni\ should be efficiently implemented and
indiscriminately carried out by ﬂ(%\a ment to avoid dissatisfaction.

Provide the training and re%es employees need to do the work and, recognize
employees for good pe% ce, both formally and informally

The Governmerq Oyo State should enhance the existing pay package of the
teachers; s@ey could lead a well-balanced, prosperous and satisfied life with
their. @i and fulfill their family needs, and can attain a respectable status in the

@ity. This incentive will surely enhance their morale, motivation, dedication,

Qﬂd commitment towards their job and organizational goals.

Vil.

Viii.

Principals of schools must recommend teachers who are due for promotion and when
promoted, follow up to ensure that promoted teachers receive higher remunerations.
Teachers should be encouraged to attend seminars and conferences where new and

current knowledge on time management, classroom control and teaching and learning
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pedagogy can be learnt and applied in the classroom situation which will bring about
effective job performance.

iX. Principals must ensure that teachers are not under-loaded or over-loaded with
classroom and extra—curricular activities in order to ensure effective and efficient
job performance.

X. Principals of schools must know the type of motivational technj \Rﬁlable in
motivating the teachers in their schools for effective and efficient o formance.

N

AL

The results of this study will contribute to the b@s) of the society, given that

5.4. Contribution to Knowledge

motivational technique and teachers’ workload plays @l t role in the job performance of

teachers. The increased demand for graduates i % social, political, economic, financial

fields justifies the need for the applicatio@@ ivational techniques and proper teachers’
workload management which will bring%ut ctfective and efficient job performance of teachers
and also produce efficient stude{,u uts into the society. Therefore, schools that use the
recommendations from the @Qof this study will better motivate teachers and educate students.

Principals of @ will be exposed to possible ways motivation can influence
productivity/pe nee in teaching and also how they can use their leadership styles and
welfare p eSvto motivate their teachers in their various schools. Teachers on the other hand
will kn&e facilities needed to make their environments conducive for teaching and teaching
materials that will enable them to put in their best in their teaching activities. Teachers will
realize that no individual can fulfill all role expectations simultaneously and that trying to do that

may lead to overload of work and subsequent low performance.
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Educational planners, policymakers to formulate educational policies that will enhance
job effectiveness. Creation of awareness in the students of the problems faced by their teachers in
all the dimensions of teaching effectiveness. This could create a desire in the students to be part
of the solution not part of the problem. Parents will also benefit when teachers are being
motivated in the sense that the students they sent to the school will be doing well and also the
money spent on them will not be in vain. Moreover parents will also know the \%o\channel

their resources in the case of Parents Teachers Association (PTA) Contrib@(@ motivate the

teachers teaching their children. Students also will discover the mot@ trategies that could

\
will help them to make

make their teachers to teach them well in their various schogl
demands from their parents in assisting their schools in prQvi :those facilities even as they too

will be benefiting from the use of the conducive enyi s and facilities provided.

The government will provide the Vital@@aﬁon that will help in improving the terms
and the working conditions of teachers j t@arious schools in Oyo State. Future researchers
who intend to undertake related st ffects of motivation on teacher job performance will
hopefully find the study use&kﬁ&amre reviewed as well as findings from the study will
present them with vital g @ion that will adequately guide their research.

5.5. Suggeste of Further Research

i. Fu udies should be conducted with private secondary schools and tertiary
itutions in Oyo State as case study.

1. he research should be expanded to other States of the country and not limited to Oyo
State alone.

iii.  Some other variables should be included to the research topic.
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Appendix I

Department of Arts & Social Science
Education,
Faculty of Arts and Education,
Lead City University,
Ibadan. V\
N
&
Dear Respondents, $\
N
The researcher is a postgraduate student of the above named ent, currently undertaking a
research study on Principals’ Motivation Technique and e ex8’ Workload as determinants of

Job Performance in Public Secondary Schools in O}%

Please assist me by answering the quest1§§ research is purely for academic purpose

therefore your participation will be grea%

greater confidentiality. Q\
Thanks for your co- operatlcQ\

Yours faithfully, Q/

Akinto@vambi J.

Reg. No: LCU/PG/002465

ciated and your contribution will be treated with
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Appendix 11
Lead City University, Ibadan
Principals’ Motivation Technique and Teachers’ Workload as Determinants of Job

Performance in Public Secondary Schools in Oyo Zone Questionnaire
(PMTTWDJPPSSOZQ)

INSTRUCTION: Put a tick [V"] at the correct answer.

SECTION A — Demographic Information Respondents %\V\
1. Sex [ ]Male [ ]Female @/

2. Age 21-30[ ] 31-40[ ]

41-50[ ] 51-60[ ]

61-70[ ] QS§

3. Marital Status Single [ ] @[ ]

Widowed [ ] ivorced [ ]

4, Educational Level  NCE Qg Diploma [ ]
Degr@\ [ ] Master [ ]
\’ [ ]

Q.
5. Teaching Exper'()%Q

(a) L n2years|[ | (b) Between 3 - Syears [ ]

(c) %’een 6-10years[ ] (d) 11 years and above [ ]

Q
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SECTION B

INSTRUCTION: Please put a tick [”"] at the correct answer.

Please note the following: Strongly Agree — 4, Agree — 3, Disagree — 2, Strongly Disagree - 1
Prevalent adopted motivational technique of the principals in public secondary schools in

Oyo State.

S/N Items
o
\YZ

Attendance at Seminars and Conferences

N
Principal: %
\

A

1. allows teachers to attend seminars and conferences in theifazeas of
specialization which leads to quality job performa@(,
2. encourages the government on conference s yeship for teachers in the

school. (\\\

3. does not regard seminars and co%\dattendance as a measure of

professional growth. \(8\

4. encourages sharing o wLeng garnered at seminars and conferences among

co-teachers. @

5. sees frequ@&ndance at seminars and conferences necessary for quality job

e
P\

'l\qi)ﬁg and Retraining

1. Principal provides adequate fund for teachers’ training and retraining
programmes.

2. Training and retraining programmes are not regular, adequate and on

continuous basis for teachers.
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Only a few teachers in my school are exposed to research and retraining

programmes.

Corrupt principal by cutting funds meant for training and retraining teachers’

programme.

Materials are inadequate for retraining of teachers.

Reward System %\}\
Principal: é(/
AN

recognizes teachers’ efforts in instructional activities. &
\

recommends to the school management the best perfon& avhers for

rewards every term. &(/

praises exceptional teachers during staff meetin \ briefings for their

Q

performance.
O\

encourages the school managem%\ﬂtivate the teachers through cash

rewards, prizes and other g'\fﬁ{/&‘h on their improved job performance.

issues letter of com ions to teachers with outstanding job performance.
Recommendatlﬁ\}lj’romotlon
Pr1n01pal

ens \eachers are promoted on regular basis.

r&@mends teachers for promotion based on appraisal of their job

performance

is not bias when recommending teachers for promotion.

follows up with the authority to ensure that teachers who are promoted receive

their due salaries and benefits.
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5. denies teachers promotion opportunities.

SECTION C - Status of Workload of Teachers in Secondary Schools in Oyo State

INSTRUCTION: Please note the following: Low — 3, Moderate — 2, High - 1

S/N | Items
Nature of Job %\
r%
I. Lesson presentation

2. Use of instructional aids «&
X \

3. Classroom management \-)\
‘(Q‘\

5. Learning motivation

4, Evaluation of students
N\
N
~\

Time Management ’\\
QN

1. Poor commitment QV
P \‘
2. Inability to develop self di@ y teachers
\
3. Involvement in time o

(@

4. Incorporating CW activities into teaching and tight academic schedule

5. Coverin @&npleting the syllabus at the appropriate time
N

"
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SECTION D — Level of Job Performance of Teachers in Secondary Schools in Oyo State

INSTRUCTION: Please note the following: Very High — VH, High — H, Low — L, Very Low -

VL
S/N Items VH H|L| VL
1. Effective preparation of lesson notes
2. Regular and early reporting \k\
N~

3. Attendance at school functions and meetings N\

AN
4. Supervision of school activities && N\

L \
5. Participation at extracurricular activities \-)\
&
6. Timely preparation of scheme of work \\\(/
7. Timely preparation of report of activities Q\‘
<\

8. Encourage students’ participation duri ssons
9. Effective use of instructional ma%s\/
10.

Effective classroom intera@ -

\

S

<
N}
$
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