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Chapter One

Introduction

1.1 Background to the study

Secondary education in educational system of any nation cannot be undermining.

Secondary education serves as the link between primary and tertiary education and also provide

ample opportunity for a child to acquire additional knowledge, skills and traits beyond the

primary level1. The major reason for the provision of secondary education in Nigeria can be

attributed to the fact that the education being provided at the primary level is proving to be

insufficient and not adequate for a child to acquire permanent literacy, communicative, and

numeracy skills expected from him/her at the end of the training1. Secondary education is aged in

Nigeria, as it was developed alongside western education, which was introduced by christian

missionaries1. At the onset only primary education received a boost from the christian

missionaries as it was used as an avenue to woo the children into Christianity. Government’s

attention to secondary education started some decades ago after the development of primary

education, particularly when the need arises for the products of primary education to further their

education in secondary schools became paramount1.

Secondary education is provided for the products or outputs of primary education as a

link between the primary education and tertiary education. It is focused and aimed at developing

the products of primary education better than primary level. It is a clear fact that primary is

insufficient for any child that desire good education to acquire. Literacy, numeracy and

communication skill as such education is provided in secondary school which serves as a good

preparatory ground for admission to tertiary institution of learning. The secondary education is

divided into Junior and Senior Secondary phase respectively.
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The Junior Secondary phase comprises the first three years of secondary education. The

curriculum at this phase is pre-vocational and academic in scope. Core, pre-vocational and non-

prevocational subjects are included in the curriculum. The core subjects include: English

Language, Mathematics, French, and a major Nigeria Language, other than that of Environment

but basic science, social studies citizenship education and Basic technology. The pre-vocational

subjects include, Agricultural science, Business studies, Home-Economics, Local crafts, Fine

Arts, Computer Education as well as religious studies. Grading and rating at the end of this phase

depends on the performance of a student in continuous assessment (CA) and the result of the

Junior Secondary certificate Examination (JSCE), being coordinated by state Ministries of

Education or Federal Ministry of Education (if owned by Federal Government). A student has to

do the Junior School Certificate Examination (JSCE) at the end of this phase. A student with

minimum number of passes in the subjects in the curriculum including English Language and

Mathematics (varies cross states) qualifies to proceed to the Senior Secondary (SS) level where

he/she will be trained for additional three years. A child or student that fails the JSCE (that is

those without the minimum passes including English Language and Mathematics) is expected to

enroll in technical college, an out-of-school vocational training centre of an apprenticeship

scheme, in the 6-3-3-4 system of education2.

The next phase in the Nigerian Private secondary education system is the Senior

Secondary phase. This is the preceding three years after Junior Secondary phase. It has a wider

scope than the Junior Secondary phase and aim at broadening the knowledge and skills of a

student beyond the Junior Secondary level, and also prepare the student for higher education. It

is academic and vocational in scope. A student has to offer minimum of seven subjects and

maximum of eight subjects, comprising the six core subjects: English Language, Mathematics, a
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major Nigeria Language, one science subject, one art subject, and a vocational subject. One or

two other electives are to be selected from the Art, Science, technical, Social Science, and

vocational subjects. Certification at the end of this phase depends on the performance of a

student in the continuous Assessment (CA) and Senior School Certificate Examination (SSCE),

coordinated by West African Examination Council (WAEC) and National Examination Council

(NECO). A child must obtain a minimum of five credits at two sittings including English

Languages and Mathematics to be able to proceed to the tertiary level of the educational system2.

In Nigeria, Private secondary education aims at preparing an individual for useful living

within the society and Higher education, providing all primary school leavers with the

opportunity for education of higher level irrespective of sex, social status, religious or ethnic

background, offering diversified curriculum to cater for differences in talents, opportunities and

future roles, providing trained manpower in applied science, technology and commerce at sub-

professional grades, developing and promoting Nigeria Languages, arts, and culture in the

context of the world’s cultural heritage, inspiring students with a desire for self-improvement and

achievement of excellence, fostering national unity with an emphasis on the common ties that

unite us in our diversity, raising a generation of people who can think for themselves, respect the

views and felling of others, respect the dignity of labour and appreciate those values specified

under our broad national goals, and live as good citizens and providing technical knowledge and

vocational skills necessary for agricultural, industrial, commercial and economic developments3.

A researcher noted that, the image of the teacher has moved from just being a specialist

in a specific subject who stands alone in front of the class and a transmitter of knowledge to

being a mediator in the construction of knowledge. Secondary school teachers play a crucial role

in education systems, as they are responsible for imparting knowledge and shaping the academic
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development of students. Teachers are the strength of a nation since they are the key actors of the

instructional process and learner’s cognitive, social and emotional development3. The role of a

teacher in achievement of educational objectives of a nation can never be undermine as they are

the pilot that will actualize and implement any educational objective set by the government. The

commitment of teachers which is their attachment, belief and willingness to exert efforts on

behalf of their school, students and profession is imperative for achievement of educational

objectives4.

The work behaviour of teachers are the observable actions, attitudes, and interactions

exhibited by teachers within their professional roles. It is sometimes expressed in form of

motivation, commitment, and mode of instructional delivery in the classroom. Teachers work

behaviour is vital for creating a conducive learning environment, fostering positive student-

teachers relationship, and ensuring effective knowledge transfer. Work behaviour is one of the

significant aspects of human behaviour which is expressed in how an individual communicate

withother members of the organization5. There are various types of work behaviour according to

different study. A study highlighted leadership driven behaviour, creative behaviour, playful,

behaviour, introverted behaviour, aggressive behaviour, assertive behaviour, passive

communication behaviour, and passive-aggressive behaviour as types of work behaviour5.

Another investigation portrayed work behaviour as encompassing innovative, proactive, and

counterproductive actions. Innovative work behaviour encompasses all actions undertaken by

employees aimed at discovering, cultivating, suggesting, and executing innovative ideas within

the organization to enhance innovative performance. Proactive work behaviour refers to actions

taken by individuals or groups within an organization that involve anticipating and actively

addressing potential issues or opportunities before they arise. Proactive employees take initiative,
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demonstrate forward-thinking, and often go beyond their basic job requirements to contribute to

the success of the organization. Counterproductive work behaviour, on the other hand, refers to

actions or behaviours exhibited by employees that undermine the goals, effectiveness, or

functioning of the organization. This can include actions such as tardiness, absenteeism,

workplace deviance, sabotage, or other behaviours that deviate from organizational performance

and productivity6.

Another researcher defined innovative work behaviour as the deliberate introduction and

implementation of novel ideas, processes, products, or procedures within an organization, which

are new to the adopting unit and intended to bring significant benefits to the organization or

broader society7. According to this study, innovative work behaviour can arise from individual

responses to high workloads. Employees may seek to adapt to such workloads by generating,

advocating, and implementing ideas to adjust themselves or their work environment accordingly.

This adaptability becomes crucial in the face of rapid advancements and evolving knowledge in

fields such as teaching8. Upcoming advancements and evolving knowledge in the field of

teaching necessitate innovative work behaviour, as teachers and their instructional approaches

profoundly influence students' self-determination and motivation to learn8. Schools should serve

as role models and catalysts for fostering innovative work behaviour among individuals to ensure

societal competitiveness. This notion is supported by a researcher who asserts that innovation is

a crucial driver of economic and social progress9. Furthermore, innovation is recognized as a

means to enhance organizations' capacity to adapt to dynamic environments. Education plays a

pivotal role in nurturing the creative and innovative thinking of students. Encouraging innovative

work behaviour in teachers is essential for the continuous advancement of educational

professionals, school organizations, and the progression of a knowledge-based society. Despite
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this importance, there is a scarcity of studies specifically examining teacher professional

development and workload as determinants of work behaviour of private secondary school

teachers10.

Several factors do affect work behaviour and the nature of the job itself, including

workload, task variety, and autonomy, can significantly influence teacher behaviour. Heavy

workloads or monotonous tasks may lead to burnout and decreased motivation11. Work

behaviour in the context of teaching encompasses multiple dimensions, such as instructional

practices, classroom management, professional collaboration and commitment to student

learning. Unclear job expectations or conflicting roles (role ambiguity and conflict) can create

stress and confusion among teachers, impacting their behaviour and performance negatively. Job

security and compensation such as salary, benefits, and opportunities for advancement can

influence teacher motivation and job satisfaction which can have direct influence on teachers

work behaviour. The organizational culture, leadership style, physical environment, facilities,

resources, access to training, professional development opportunities, mentoring, and support

networks within the organization can enhance teacher effectiveness and job satisfaction and

teacher behaviour12.

Other research focusing on school teachers underscores the impact of various elements

such as job responsibilities, self-efficacy, engagement at work, autonomy, creative demands, as

well as personal characteristics like openness, motivation, job satisfaction, and interpersonal13.

The issue of work behaviour is pronounced in private secondary schools. Recently, there has

been a heightened awareness of the importance of secondary school education, leading to an

increased demand for access to this level of education14. The surge in demand has necessitated

the construction of additional Private schools and establishment of more private secondary
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schools and classrooms to broaden opportunities for the country's children to pursue secondary

education. This has significantly increased the workload for the teaching staff15. Teachers’

workloads are tasks, responsibilities, and duties that teachers are required to fulfill within their

professional roles. Workload is the amount of work assigned to or expected from a worker in a

specified time. It is also the amount of work to be done especially in a specific time by a person16.

Teachers’ workload can be categorized into academic workload and administrative workload.

Academic workload specifically refers to the educational tasks and delivering lessons,

classroom instruction, marking of scripts, grading assignments etc. that teachers, undertake

within an academic setting17. Teachers’ workload encompasses the complete set of academic

tasks such as preparing lesson notes, conducting tests and assignments, administering

examinations. This workload can be categorized into two main types: firstly, when individuals

are burdened workload on the other hand encompass the non-teaching tasks and responsibilities

such as such as maintaining student records, completing administrative paperwork, participating

in staff meetings, coordinating extracurricular activities, counseling, activities, moral standard

maintenance and discipline of erring students that educators are required to undertake in addition

to their instructional duties18. It is crucial to recognize that educators can experience overload

having an abundance of teaching units and committee assignment or under-load being assigned

fewer teaching. To prevent either excessive or insufficient workloads for teachers, the principal,

serving as the primary administrator in the school, bears the responsibility of distributing work

among the teaching staff judiciously. It is Imperative for the principal to adopt a proactive

approach to ensure optimal utilization of teaching staff, and at the same time, avoid work

overload, thereby fostering goal attainment and enhancing overall performance19.
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Teachers Professional Development refers to structured training programmes both on-

the-

job and off the-job training program, planned in form of seminars, workshops, etc. designed to

enhance the skills, knowledge, and effectiveness of educators within the field of teaching20.

Teacher’s professional development significantly impacts teacher work behaviour, influencing

their instructional practices, attitudes, and interactions within the educational environment.

Continuous learning and growth through professional development opportunities contribute to

improved teaching quality and student outcomes21. Professional development enhances teachers'

pedagogical knowledge, content expertise, and instructional strategies, equip teachers with new

skills and approaches, leads to positive changes in teaching practices thereby influencing their

behaviour in the classroom22.

Moreover, research indicates that engaging in effective professional development

programmess fosters reflective practice among teachers, encouraging them to critically examine

their teaching methods and adapt based on student needs23. By participating in reflective

activities and collaborative discussions during professional development sessions, teachers gain

insights into their teaching practices and adjust their behaviours accordingly to better meet the

diverse needs of their students24. Professional development programmes that emphasizes the

importance of a growth mindset or culturally responsive teaching can impact teachers'

perceptions and attitudes towards student learning and diversity. As a result, teachers may

demonstrate more inclusive and supportive behaviours in the classroom, fostering a positive

learning environment25.

Teachers’ development programmess are designed to enhance teachers’ skill knowledge

and instructional practices. The effectiveness of such programmes in improving teaching
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methods, classroom management and student engagement may directly affect teachers work

behaviour26. Therefore, understanding the relationship between teacher development

programmess and work behaviour is crucial for informing policy decisions and professional

development initiates. Teacher development can be viewed as teachers learning rather than as

others getting teachers to change. In learning teachers do develop their beliefs and ideas, develop

their classroom practice and attending to their feeling associated with change. Teachers’

development programmess include peer mentoring, seminars, workshop, in-service training,

online learning and symposium27.

Peer mentoring is a collaborative learning relationship between individuals within the

same organization or field, where one individual (the mentor) shares their knowledge, skills, and

experiences to support the professional and personal development of another individual (the

mentee)28. Peer mentoring involves experienced teachers providing guidance, support, and

feedback to their peers, often in a one-on-one or small group setting. Peer mentoring fosters a

collaborative and supportive professional culture where teachers can share best practices,

troubleshoot challenges, and learn from each other's experiences. Engaging in peer mentoring

can positively impact teacher work behaviour by enhancing instructional practices, promoting

reflective teaching, and increasing job satisfaction and morale28.

Seminar and conference collectively refer to structured events, focused on specific topics

or themes, convened to facilitate learning, collaboration, and the exchange of knowledge among

teachers29. Seminars often focused on interactive learning experiences which are on specific

topics related to teaching, curriculum development, classroom management, or educational

technology. These events provide teachers with opportunities to acquire new knowledge, skills,

and strategies that they can apply directly to their teaching practice. Participating in workshops
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and seminars can stimulate professional growth, inspire innovation, and encourage teachers to

experiment with new approaches, ultimately influencing their work behaviour in the classroom29.

In-service training refers to professional development activities and programmes

provided to teachers, which are designed to enhance their skills, knowledge, and competencies

while they are on the job30. In-service training programmess address various aspects of teaching,

including pedagogy, assessment, differentiated instruction, and cultural responsiveness.

Engaging in in-service training helps teachers stay current with educational trends, research, and

practices, leading to continuous improvement in their work behaviour and instructional

effectiveness30. From the foregoing one can observe that teachers’ development programmess

and workload plays a crucial role in teachers work behaviour, each playing a distinct yet

interconnected role in shaping educators' professional experiences and performance31. Hence it

becomes necessary to find out the relationship between teachers’ development programmes and

workload in relation to work behaviour of private secondary school teachers in Oyo State,

Nigeria. Engaging in professional development activities fosters reflective teaching, encourages

collaboration, and promotes a culture of lifelong learning among teachers. As a result, educators

who actively participate in development programmess are more likely to exhibit adaptive,

innovative, and effective work behaviours in the classroom. Schools should strive to create

supportive work environments that prioritize teacher well-being, provide adequate resources and

support for professional growth, and implement strategies to manage workload effectively. By

balancing teachers' development programmess with manageable workloads, educational

institutions can empower educators to thrive professionally, ultimately benefiting student

learning outcomes and the overall effectiveness of the education system32.

1.2 Statement of the problem
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Teachers' development programmess and workload significantly influence teachers' work

behaviourin private secondary schools in Oyo state, and ultimately impact educational outcomes.

However, despite their importance, and all efforts by government to improve the quality of

secondary education in Oyo state, private secondary school teachers are facing various

challenges that affect their work behaviour. There remains a need to explore and understand the

complex interplay between these determinants and their effects on teacher performance and

effectiveness in the classroom.

Many teachers lack necessary and needed development in term of training and to worsen

the situation, the workload is so much that only few dedicated and patriotic teachers can achieve

the set educational goals and objectives in respect to the school curriculum. The constant cases of

absenteeism, persistent lateness to school, irregular and unauthorized movement from duty post

and other forms of unprofessional behaviour constitute a big problem to attainment of

educational goals in private secondary schools in Oyo State33.

A lot of research study has been carried out on identifying factors responsible for private

secondary school teachers work behaviour. However, most of the researchers dwell on

motivation as the major factor that determine work behaviour, with little or no attention given to

development program and workload. This shows that more research studies need to be carried

out on teachers’ development programmess and workload as major determinants of teachers

work behaviour which translates into achievement of set educational goals and objectives of the

nation34.

The research therefore, intends to investigate teachers’ development programmess and workload

as determinants of private secondary school teachers’ work behaviour in Oyo state, Nigeria.

1.3 Aim and Objectives of the study
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The aim of the study is to determine the influence of teachers’ development programmess and

workloads on their work behaviour with respect to private secondary school teachers in Oyo

State, Nigeria.

The objectives of the research study includes to:

1. identify the level of teachers’ work behaviour in Oyo State private secondary schools;

2. examine the status of teachers’ workload (academic and administrative) in Oyo state private

secondary school;

3. determine the most adopted teachers’ development programmes by private secondary school

principals in Oyo state.

4. examine the joint contribution of teachers’ development programmes (peer mentoring,

seminars, conferences and in-service training) and workload of teachers (academic and

administrative workload) on the work behaviour of private secondary schools teachers in Oyo

State.

5. determine the relative influence of teachers’ development program (peer mentoring, seminars,

conferences, and in-service training) and workload of teachers (academic and administrative

workload) on the work behaviour of private secondary school teachers in Oyo state.

1.4 Research Questions

i. What is the level of teachers work behaviour in Oyo State Private Secondary Schools?

ii. What is the status of teachers’ workload in Oyo state private secondary schools?

iii. What is the most adopted teachers’ development programmes by private secondary school

principals in Oyo State.

1.5 Hypotheses

The following hypotheses serves as guide to this research study:



13

H01: There will be no significant combined influence of teachers’ development programmes

(peer mentoring, seminars, conferences and in-service training) and workload of teachers

(academic and administrative workload) on work behaviour of private secondary school teachers

in Oyo State.

H02: There will be no significant relative influence of teachers’ development programmes

(peer mentoring, seminars, conferences and in-service training) and teachers’ workload

(academic and administrative workload) on work behaviour of private secondary school teachers

in Oyo State.

1.6 Significance of the study

The findings from this research study will be of great advantage to the government,

principals of secondary schools, teacher, and parents as well as all the stakeholders in secondary

education in Oyo State and Nigeria at large. The findings will help government and policy

makers in formulating effective training and development programmess for teachers.

Consequently, the findings of this research study will contribute to the existing knowledge in the

area of teachers’ work behaviour. It will help government as machinery of state to know the

impact of development programmes, and work load on school teachers work behaviour. It will

also provide relevant information for secondary education stakeholders on the various

developments of teachers, and how to determine the appropriate workload for teachers in

secondary school in Oyo State.

The research findings will be of immense help in solving the problem of teachers’

adverse work behaviour and restore sanity to our secondary school education system. It will

enable stakeholders in secondary education to be more sensitive to various development
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programmes for secondary school teachers that will enhance their productivity through positive

work behaviour.

The study will also expose future researchers to the gap that exist in the factors that

determines secondary school teachers work behaviour. Finally, the findings of this research study

will contribute immensely to the development of knowledge’s hence the findings will provide

more information for furthers research work.

1.7 Operational Definition of Terms

1. Teachers’ Professional Development: It refers to structured training programmes both on-

the-job and off the-job training program, planned in form of seminars, conferences, etc. designed

to enhance the skills, knowledge, and effectiveness of educators within the field of teaching.

Peer mentoring is a collaborative learning relationship between individuals within the same

organization or field, where one individual (the mentor) shares their knowledge, skills, and

experiences to support the professional and personal development of another individual (the

mentee)

Conference refers to structured events, focused on specific topics or themes, convened to

facilitate learning, collaboration, and the exchange of knowledge among teachers.

Seminars focused on interactive learning experiences on specific topics related to teaching,

curriculum development, classroom management, or educational technology organization or

field, where one individual (the mentor) shares their knowledge, skills, and experiences to

support the professional and personal development of another individual (the mentee).
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In-service training refers to professional development activities and programmes provided to

teachers, which are designed to enhance their skills, knowledge, and competencies while they are

on the job.

Teachers’ Workload is the tasks, responsibilities, and duties that teachers are required to

fulfill within their professional roles.

Teachers' Academic Workload refers to the educational tasks and responsibilities such as

planning and delivering lessons, classroom instruction, grading, period per week,nature of

subject being taught, assignments, etc. that teachers undertake within an academic setting.

Teachers' Administrative Workload: encompass the non-teaching tasks and responsibilities

such as maintaining student records, completing administrative paperwork, participating in staff

meetings, coordinating extracurricular activities, etc. that educators are required to undertake in

addition to their instructional duties.

Teachers’ Work Behaviour: are the observable actions, attitudes, and interactions exhibited by

teachers within their professional roles such as: Innovative behaviour, Proactive behaviour,

Counterproductive behaviour.

Innovative Behaviour refers to actions and thinking that lead to the development of new ideas

in teaching and learning in the school system.

Proactive Behaviour refers to thinking ahead of time to address challenges and preparing for

future events.

Counterproductive Behaviour refers to actions or attitudes that hinder work against desired

outcome within the school system.

Private Secondary School: refers to private or individual funded educational institutions that

provides secondary education which comprises Junior and Senior Secondary education
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2.1 Conceptual Review

2.1.1 Concept of Work Behaviour

Behaviour can be defined as the manner in which individuals act and express themselves,

reflecting their responses to stimuli and their specific objectives. Every behaviour is prompted by

a stimulus and is driven by underlying motivations. Within the context of employment or an

organization, behaviour manifests as the attitudes displayed while performing tasks1. Workplace

behaviours are observable actions that support the organization’s core values and drive the

culture. These behaviours are the defined expectations for how to act at work and are the

standard by which employee actions are assessed. All workplace behaviour definitions should

align to the mission and further the vision of the organization1.

An author noted that organizational behaviour or work behaviour can be cultivated in

individuals through the developmental processes they undergo2. Therefore, it can arise not only
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from individual behaviour but also from the acceptance and integration of individuals within the

organization. It represents commendable actions undertaken by organizational members,

characterized by sincere and selfless efforts to voluntarily contribute their best performance for

the betterment of the organization2. Culture plays a pivotal role in shaping employee work

behaviour by conveying expectations and norms. According to a study, employees are more

likely to engage when they understand the organization's goals, the benefits for themselves, and

the approach taken to achieve these objectives3. An author defines culture as a set of shared basic

assumptions that groups develop to address external challenges and internal cohesion. Work

culture is influenced by several factors, including employee responsibility, innovation, result

orientation, knowledge, and work systems4. These factors directly impact employees' perceptions

and behaviours within a company or organization.

2.1.2 Teachers’ Work behaviour

The work behaviour of teachers are the observable actions, attitudes, and interactions

exhibited by teachers within their professional roles. It is sometimes expressed in form of

motivation, commitment, and mode of instructional delivery in the classroom5. Teachers work

behaviour is vital for creating a conducive learning environment, fostering positive student-

teachers relationship, and ensuring effective knowledge transfer6. Work behaviour is one of the

significant aspects of human behaviour which is expressed in how an individual communicate

with other members of the organization6.

There are various types of work behaviour according to different study. A study

highlighted leadership driven behaviour, creative behaviour, playful, behaviour, introverted

behaviour, aggressive behaviour, assertive behaviour, passive communication behaviour, and

passive-aggressive behaviour as types of work behaviour7. Another investigation portrayed work
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behaviour as encompassing innovative, proactive, and counterproductive actions. Innovative

work behaviour encompasses all actions undertaken by employees aimed at discovering,

cultivating, suggesting, and executing innovative ideas within the organization to enhance

innovative performance8. Proactive work behaviour refers to actions taken by individuals or

groups within an organization that involve anticipating and actively addressing potential issues

or opportunities before they arise. Proactive employees take initiative, demonstrate forward-

thinking, and often go beyond their basic job requirements to contribute to the success of the

organization9. Counter productive work behaviour, on the other hand, refers to actions or

behaviours exhibited by employees that undermine the goals, effectiveness, or functioning of the

organization10. This can include actions such as tardiness, absenteeism, workplace deviance,

sabotage, or other behaviours that detract from organizational performance and productivity10.

Another researcher defined innovative work behaviour as the deliberate introduction and

implementation of novel ideas, processes, products, or procedures within an organization, which

are new to the adopting unit and intended to bring significant benefits to the organization or

broader society11. According to this study, innovate ve work behaviour can arise from individual

responses to high workloads12. Employees may seek to adapt to such workloads by generating,

advocating, and implementing ideas to adjust themselves or their work environment accordingly.

This adaptability becomes crucial in the face of rapid advancements and evolving knowledge in

fields such as teaching12.

A lot of factors do affect work behaviour13. The nature of the job itself, including

workload, task variety, and autonomy, can significantly influence teacher behaviour. Heavy

workloads or monotonous tasks may lead to burnout and decreased motivation13. Work

behaviour in the context of teaching encompasses multiple dimensions, such as instructional
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practices, classroom management, professional collaboration and commitment to student

learning14. Unclear job expectations or conflicting roles (role ambiguity and conflict) can create

stress and confusion among teachers, impacting their behaviour and performance negatively. Job

security and compensation such as salary, benefits, and opportunities for advancement can

influence teacher motivation and job satisfaction which can have direct influence on teachers

work behaviour14. The organizational culture, leadership style, physical environment, facilities,

resources, access to training, professional development opportunities, mentoring, and support

networks within the organization can enhance teacher effectiveness and job satisfaction and

teacher behaviour14.

Other research focusing on school teachers underscores the impact of various elements

such as job responsibilities, self-efficacy, engagement at work, autonomy, creative demands, as

well as personal characteristics like openness, motivation, job satisfaction, and interpersonal

relationships within the workplace as factors that determine teachers work behaviour15.

2.1.3 Concept of Innovative Work Behaviour

Innovative work behaviour can be defined as the deliberate generation, introduction, and

application of novel concepts within one's professional capacity, aimed at enhancing individual

or organizational performance16. Thus, educators exhibiting innovative work behaviour are those

capable of engaging in creative problem-solving, contributing original ideas, and yielding

favorable outcomes for their educational institution. Prior research has identified several

determinants or precursors of innovative work behaviour, including job commitment, workplace

amenities, autonomy in job roles, concerns regarding job security, recognition and rewards, and

the design of job tasks. Nevertheless, predominant emphasis within existing literature suggests
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that job commitment and autonomy in job roles are significant factors influencing innovative

work behaviour16.

Innovative work behaviour encompasses actions undertaken by employees that directly

and indirectly foster the creation and implementation of innovations within the workplace17. In

today's dynamic work environments, innovative work behaviour stands as a crucial factor driving

organizational growth and development across both private and Private sectors. It can serve as a

competitive advantage for an organization. However, it's important to note that innovation is

often perceived as discontinuous process. Upcoming advancements and evolving knowledge in

the field of teaching necessitate innovative work behaviour, as teachers and their instructional

approaches profoundly influence students' self-determination and motivation to learn17.

Schools should serve as role models and catalysts for fostering innovative work

behaviour among individuals to ensure societal competitiveness. This notion is supported by a

researcher who asserts that innovation is a crucial driver of economic and social progress.

Furthermore, innovation is recognized as a means to enhance organizations' capacity to adapt to

dynamic environments17. Education plays a pivotal role in nurturing the creative and innovative

thinking of students. Encouraging innovative work behaviour in teachers is essential for the

continuous advancement of educational professionals, school organizations, and the progression

of a knowledge-based society. Despite this importance, there is a scarcity of studies specifically

examining teacher professional development and workload as determinants of work behaviour of

Private and private secondary school teachers17.

Innovative work behaviour can be triggered by individual responses to high workloads

and employees often seek to adapt to such pressures by generating, advocating, and

implementing ideas to adjust themselves or their work environments accordingly18. With the
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imperative of efficiency and the need to navigate the dynamic changes in today's competitive

markets, organizations increasingly rely on the innovativeness of their workforce. This trend has

spurred organizational scholars to explore the factors within organizations that significantly

influence employees' innovative work behaviour18. Emerging advancements and evolving

pedagogical knowledge in teaching underscore the necessity for innovative work behaviour

among educators, given their profound influence on students' self-determination and motivation

to learn. Schools should serve as exemplars and catalysts for fostering innovative work

behaviour, thereby enhancing societal competitiveness18. The study further identifies innovation

as a pivotal driver of economic and social progress. Additionally, innovation is recognized as a

means to bolster organizations' capacity to adapt to changing environments.

Education plays a pivotal role in fostering students' creative and innovative thinking.

Therefore, innovative work behaviour is crucial not only for the continual development of

educational professionals and school organizations but also for the advancement of knowledge

societies. Despite the importance, there is a scarcity of research specifically focusing on school

teachers' innovative work behaviour and its determinants19. Studies within the realm of education

highlight various factors influencing teachers' innovative work behaviour, including job function

or role, self-efficacy, work engagement, job autonomy, creative requirements, openness,

motivation, job satisfaction, and interpersonal dynamics within the job20. Despite the diversity of

motivational factors identified, numerous studies underscore the positive impact of job autonomy

and job commitment on fostering innovative work behaviour, supporting job performance across

various industries, including education. Additionally, both external rewards such as salary,

position, and credentials, as well as internal rewards derived from the work environment, play

crucial roles in motivating employees and promoting professional performance21.
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Several prior studies have proposed that the dimension of innovative work behaviour

comprises opportunity, exploration, idea generation, idea promotion (championing), and idea

realization (implementation)22. Moreover, the study shed light on the innovation process,

indicating that it commences with opportunity exploration, involving the identification of

opportunities to address existing problems. Opportunity exploration subsequently contributes to

idea generation, which is characterized as a dynamic process encompassing the creation and

association of ideas, the generation of representations and categories of opportunities, and the

communication of ideas, which may manifest in abstract, concrete, or visual forms23. According

to a study, there exists a close relationship between teachers' commitment to their schools, work

groups, and the teaching profession, with a direct correlation observed between teachers'

organizational commitment and their sense of pride in belonging to their school and work

group24. It further elaborates on the dimensions of teachers' commitment, which include

commitment to students, commitment to teaching, commitment to the school, and commitment

to the profession. Furthermore, there is an expectation that commitment has a positive influence

on innovative work behaviour. It suggests that teachers' commitment enhances their capacity to

innovate and incorporate new ideas into their teaching methodologies24.

2.1.4 Concept of Proactive Work Behaviour

Proactive behaviour at work is about making things happen. It involves self-initiated,

anticipatory action aimed at changing either the situation or oneself. Examples include taking

charge to improve work methods, proactive problem solving and using personal initiative25.

Practically, organizations are increasingly decentralized, change is fast-paced, there is a demand

for innovation, and operational uncertainty is greater than ever; all trends that mean employees

need to use their initiative and be proactive. Moreover, careers are increasingly boundary-less,
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and not confined to one organization, requiring individuals to take charge of their own careers.

Thus, for both theoretical and practical reasons, a review on proactivity is timely26. A study

defined proactive behaviour as self-directed and future-focused action in an organization, in

which the individual aims to bring about change, including change to the situation (e.g.,

introducing new work methods, influencing organizational strategy) and/or change within

oneself (e.g., learning new skills to cope with future demands)27. This definition concurs with lay

definitions, which highlight both a future focus (anticipation) and a change focus (taking

control)28.

A scholar proposed that proactive behaviours vary in terms of their form (the type of

behaviour), their intended target of impact (self, others, and/or the organization), their frequency

(how often), their timing (where and when), and their tactics (how)29. The intended target of

impact of this behaviour can be the self (e.g., to improve one’s own performance), or others (e.g.,

to improve how one manages others). Adopting an empirical approach, the study investigated a

higher-order factor structure of proactive behaviour at work30. Factor analyses of multiple forms

of proactive behaviour suggested at least three higher-order categories, each with a different

target of impact30. Proactive work behaviour includes those behaviours aimed at taking control of,

and bringing about change in, the internal organization environment. It can take the form of

implementation items of individual innovation, problem prevention, self-initiated behaviours that

aim to achieve greater compatibility between one's own attributes (skills, knowledge, values,

preferences) and the organizational environment31. Through such action, the individual aims to

improve their performance within the organization. This is supported by the findings of a study

that individuals with optimistic views demonstrate greater willingness to exert the necessary

efforts to ensure success compared to those with a negative attitude.
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2.1.5 Concept of Counterproductive Behaviour

Counterproductive behaviours represent a concerning phenomenon within the realm of

industrial and organizational psychology, encompassing a spectrum of actions detrimental to the

functioning and well-being of both the organization and its members32. These behaviours, which

include but are not limited to theft, sabotage, withdrawal behaviours (such as absenteeism and

lateness), harassment, and substance abuse during work hours, have garnered significant

attention due to their adverse impact on workplace dynamics32. The seriousness of

counterproductive behaviours cannot be overstated, as they pose substantial threats to

organizational productivity, morale, and overall success. Consequently, extensive research has

been dedicated to understanding the root causes, consequences, and potential mitigating

strategies surrounding these behaviours. It is evident that counterproductive behaviours have

profound implications for the psychological well-being of employees, the organizational climate,

and ultimately, the achievement of strategic objectives33.

To comprehensively address the complexities of counterproductive behaviours, it is

imperative to delve deeper into their multifaceted nature, exploring factors such as individual

differences, organizational culture, leadership styles, and situational triggers. By elucidating the

underlying mechanisms driving these behaviours, organizations can proactively implement

targeted interventions aimed at prevention and mitigation. Fostering a supportive and inclusive

work environment, where employees feel valued, respected, and empowered, can serve as a

formidable deterrent against the manifestation of counterproductive behaviours. Initiatives such

as clear communication channels, conflict resolution mechanisms, fair and equitable policies,

and opportunities for professional growth can significantly contribute to cultivating a positive

organizational culture resilient to the detrimental effects of counterproductive behaviours34.
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In essence, recognizing the pervasive impact of counterproductive behaviours and taking

proactive measures to address them are indispensable for promoting organizational health,

productivity, and sustainability in today's dynamic workplace landscape. Through

interdisciplinary collaboration and evidence-based interventions, stakeholders can

collaboratively work towards fostering environments conducive to mutual respect, integrity, and

collective success35. The study of counterproductive work behaviours has garnered significant

attention within industrial and organizational psychology due to its consequential impact on

organizations and their members36. Counterproductive behaviours encompass a spectrum of

actions detrimental to the organization or its constituents, including theft, sabotage, withdrawal

behaviours (such as absenteeism and tardiness), harassment, and substance abuse during work

hours. The gravity of these behaviours underscores the urgency for research to understand their

origins and effects37.

Within the context of educational institutions, the exploration of Counterproductive Work

Behaviours among teachers is particularly pertinent given their pivotal role in shaping the

learning environment and student outcomes38. Teachers, like employees in any other

organizational setting, may exhibit a range of behaviours that undermine the goals and

functioning of the educational institution. These behaviours could include actions such as

academic dishonesty, misuse of resources, disengagement from professional responsibilities,

interpersonal conflicts with colleagues or students, and even substance abuse. Indeed, extensive

research efforts have been dedicated to identifying the root causes of counterproductive

behaviours. Moreover, scholars have investigated the impact of work-related stressors on the

occurrence of counterproductive behaviours. Stressful environments, characterized by factors
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such as high workload, interpersonal conflicts, and job insecurity, have been linked to increased

likelihood of engaging in counterproductive behaviours39.

Understanding the interplay between individual characteristics and environmental

stressors is crucial for developing comprehensive strategies to mitigate counterproductive

behaviours in organizational settings40. Efforts to address counterproductive behaviours among

teachers must be tailored to the unique challenges and dynamics of the education sector.

Interventions may involve targeted professional development programmess aimed at enhancing

coping strategies for managing stress, promoting positive communication and conflict resolution

skills, fostering a sense of belonging and job satisfaction, and reinforcing ethical standards and

professional norms. Moreover, creating a culture of accountability and mutual respect within

educational institutions can serve as a protective factor against the emergence of

counterproductive behavioursamong teachers41. By comprehensively understanding the drivers

of counterproductive behaviours among educators and implementing evidence-based strategies

to address them, educational institutions can cultivate a more supportive, productive, and

conducive learning environment for both teachers and students alike42.

2.1.6 Concept of Workload

Workload is defined as the tasks outlined in job descriptions that must be completed

within specified timeframes43. The concept of workload, is also viewed as encompassing the

tasks assigned to an individual, serving as a significant stressor. This workload can be

categorized into two main types: firstly, when individuals are burdened with an excessive

number of tasks, and secondly, when they perceive themselves as lacking the abilities,

knowledge, and skills required to manage those tasks effectively44. While work itself is not

inherently harmful, high workload levels can lead to various detrimental effects, including
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increased likelihood of quitting, diminished commitment, psychological health issues, exhaustion,

and heightened tension. It is important to recognize that workload-related issues can have serious

consequences for both individuals and organizations, highlighting the need for effective

workload management strategies and support mechanisms. A research work supported this

argument and described the term workload as “a confusion, or difficulty in completing tasks,

cognitive overload and rapid decision-making which serve as the contributory factors in causing

job stress”45.

In another study, workload is seen as the various tasks and responsibilities that require

expertise and must be completed within a specific time frame, either physically or

psychologically46. The study describes workload as the tasks that can be stress-inducing, such as

those demanding fast-paced work, productivity, and concentration, leading to work-related stress.

Workload is also viewed as the comparison between employee capabilities and job demands47.

When employees possess greater abilities than the job requires, they may experience boredom;

conversely, if employee abilities fall short of job demands, they may experience heightened

fatigue. The indicators used to assess workload, include the number of tasks, work targets, the

presence of boredom, overload and pressure. Workload can also be understood as the amount of

work or activity associated with a job within a specified time frame, which individuals or groups

are required to complete48. In everyday scenarios, workload must be managed within set

deadlines. When individuals face low work demands, they often exhibit positive behaviour,

whereas high work pressure may lead individuals to avoid or escape from tasks. The study

characterizes workload as a comparison between employees' capabilities and job demands. When

employees possess greater abilities than required by their jobs, they may experience boredom,

whereas if their abilities fall short of job demands, they may experience fatigue49.
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2.1.7 Concept of Teachers’ Workload

Education is a mass-production and labor-intensive endeavor, and as the student

population grows, there is a corresponding increase in the demand for additional teachers50. The

quality of education in a nation is intrinsically linked to the competence and quantity of its

teachers. Nations aspiring to impart knowledge and foster development must prioritize enhancing

the strength and capabilities of their teaching staff. When teachers are either over-utilized or

under-utilized, it can have adverse effects on their work behaviour, subsequently impacting the

academic performance of students within the secondary school system. Therefore, maintaining

an optimal balance in the workload and utilization of teachers is crucial for the overall success of

an education system51.

2.1.8 Workload System in Private Secondary Schools

According to the findings of an author, teacher's workload encompasses the complete set

of academic and committee responsibilities delegated to an educator to achieve the overarching

educational goals within the school51. This includes tasks such as preparing lesson notes,

conducting tests and assignments, administering examinations, undertaking house mastership

duties, and any other routine assignments assigned by the school principal52. To prevent either

excessive or insufficient workloads for teachers, it is crucial to recognize that educators can

experience overload—having an abundance of teaching units and committee assignments—or

under-load—being assigned fewer teaching. The principal, serving as the primary administrator

in the school, bears the responsibility of distributing work among the teaching staff judiciously.

It is imperative for the principal to adopt a proactive approach to ensure optimal utilization of

teaching staff, fostering goal attainment and enhancing overall performance53.
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A study highlights the consequences of excessive workload, with stress being a primary

outcome. In this context, stress refers to the teacher's encounter with unfavorable emotions such

as frustration, anxiety, anger, and depression arising from various aspects of their professional

responsibilities54. These emotional experiences have the potential to significantly impact the

behaviour and performance of teachers in their work55. Moreover, stress tends to manifest in

various ways, including poor concentration, heightened exhaustion, and challenges in decision-

making. Prolonged exposure to these stressful conditions can lead to a state where an individual

may experience a breakdown or collapse. It underscores the critical importance of addressing and

mitigating stress factors to maintain the well-being, work behaviour and effectiveness of teachers

in their professional roles56.

An author identifies various areas where Information and Communication Technology

(ICT) could play a significant role in reducing the workload of educators in the future57. These

areas include lesson resource preparation (e.g., worksheets), teaching (e.g., lesson/curriculum

delivery), reporting of pupil progress (e.g., reporting to parents), recording of pupil progress,

assessment of pupil progress (e.g., online testing) including key stage administration/reporting,

individual/professional activity (e.g., personal development/staff training), non-teaching contact

with pupils (e.g., registration), transferring data to and from other schools, school/department

and staff management (e.g., staff allocation/timetabling and financing) and examination entry58.

By leveraging ICT in these areas, educators can potentially streamline processes, enhance

efficiency, and alleviate some of the administrative burdens associated with teaching, allowing

them to focus more on the core aspects of education59. The author advocates the viewpoint that

schools embracing modern technology have the potential to markedly improve the efficiency and

effectiveness of the teaching and learning process. In this context, a range of Information and
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Communication Technology (ICT) facilities is identified as valuable tools to alleviate teachers'

workload. These include the utilization of computers such as notebooks, laptops, and desktops,

projectors for enhanced visual aids, academic application software to streamline educational

tasks, interactive whiteboards to facilitate dynamic teaching methods, and internet connectivity

to access a wealth of educational resources. The author emphasizes the transformative impact of

integrating these technological tools, asserting that such measures not only address the

challenges posed by teachers' workload but also contribute to a more streamlined and advanced

educational environment60. By incorporating these modern technological tools into the

educational environment, schools can create a more dynamic and interactive learning experience.

These technologies have the potential to streamline administrative tasks, facilitate innovative

teaching methods, and provide educators with resources to enhance the overall quality of

education61.

The study also highlights a significant contrast between educational practices in

developing countries, including Nigeria, and those in the developed world. While some schools

in the developing world, including Nigeria, still rely on traditional methods such as the chalk and

board system, the developed world has embraced the use of computer gadgets in the teaching

process. The author suggests that, given the prevalence of technology in daily life—such as the

use of phones and laptops for communication and business activities—similar technology

integration should be brought into the educational systems62. This argument underscores the

potential benefits of incorporating modern technology into education, aligning with the digital

habits and skills students develop in their daily lives. Integrating computer gadgets, interactive

learning tools, and other technology resources in schools can not only make learning more

engaging for students but also better prepare them for the technology-driven world they will
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encounter beyond the classroom. It emphasizes the importance of bridging the technological gap

in education to equip students with the skills needed for the contemporary, digital era as well as

reduce teachers’ workload and stress62.

A research work delineated the advantages of Information and Communication

Technology (ICT) usage across the entire school system, benefiting administrators, teachers,

students, and parents alike63. The key benefits include greater efficiency throughout the school,

streamlining administrative processes, and facilitating smoother operations. Additionally, the

integration of ICT expands communication channels within the school community, utilizing

platforms such as email, discussion groups, and chat rooms to provide effective means for

communication among administrators, teachers, students, and parents. Moreover, the use of

Information and Communication Technology (ICT) in education has the potential to significantly

reduce teacher workload through various mechanisms and efficiencies. For teachers, the benefits

of ICT usage are evident in efficient lesson planning and material design, as well as access to up-

to-date pupil and school data, enabling informed decision-making. The use of ICT also motivates

students to continue learning outside of school hours, fostering self-directed and continuous

learning. Parents, too, experience improved communication with teachers through ICT, leading

to regular and timely updates on their child's progress and creating a more transparent and

collaborative relationship between parents and educators63.

The constraints in the utilization of Information and Communication Technology (ICT)

networks and connectivity, and negative impact on the full realization of ICT's potential to

address teacher workload issues may pose challenges to the effective integration of ICT into

educational practices and hinder the optimal use of technology in alleviating the workload of

teachers. Identifying and addressing these constraints is crucial to maximizing the benefits that
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ICT can bring to the education sector in addressing workload concerns64. The study outlined

several constraints related to the use of ICT networks and connectivity in addressing teacher

workload issues65. These challenges encompass factors such as the multiplication of databases,

which can lead to inefficiencies and difficulties in managing data. Slow and unreliable systems

pose another constraint, hindering the effectiveness of technology and potentially causing

frustration for teachers. Poor integration between software modules and databases can impede

the seamless flow of information, impacting overall efficiency65.

The development of ad-hoc technical solutions may lack standardization, making it

challenging to implement cohesive ICT strategies. Unhelpful duplication of computer and paper

systems contributes to confusion and redundancy, rather than alleviating workload. The absence

of a centralized Management Information System (MIS) and a lack of convergence between

management and learning systems further hinder effective information management.

Additionally, limited staff access to systems, inadequate training, and a lack of confidence in

system reliability are highlighted challenges66. Moreover, the need for more effective staff

training on system usage is crucial, and the lack of mechanisms for facilitating home-school

links may limit the potential benefits of technology in enhancing collaboration. Restricted access

to current versions of MIS software and systems not being sufficiently classroom or teacher-

friendly are additional obstacles in fully realizing the potential of ICT to address teacher

workload issues67.

Addressing the constraints inherent in the educational system is crucial to establishing an

Information and Communication Technology (ICT) environment that genuinely aids in

mitigating teacher workload and improving the overall efficiency of educational processes. An

author proposed several strategies that school administrators can adopt to effectively manage
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teachers' workload. One key strategy is the delegation of responsibilities and duties. School

administrators can assign specific tasks to staff members, allowing them to handle various

responsibilities on behalf of the administrator. This approach not only distributes the workload

more evenly but also ensures that tasks are efficiently managed by individuals with the

appropriate skills68.

Another important strategy is the introduction of Information and Communication

Technology (ICT) tools. Implementing such tools can significantly reduce teachers' working

hours, enabling them to concentrate more on teaching-related activities. The integration of

technology can streamline administrative processes, contributing to an overall enhancement of

efficiency within the educational institution69. Additionally, the recruitment of a sufficient

number of qualified teachers is emphasized. This includes individuals with experience and high

competency levels. A well-qualified teaching staff is essential for the effective execution of

school tasks, as personnel with the right skills and expertise can bring valuable contributions to

the institution. The adoption of an organizational structure and adherence to the principle of

unity of command are also recommended strategies. Establishing a clear organizational hierarchy

helps define responsibilities and reporting lines, ensuring that everyone, from the principal to

class monitors, has a specific role and responsibility. This structured approach creates an

organized system for communication and task execution. By implementing these strategies,

school administrators can cultivate a conducive working environment, optimize resource

utilization, and enhance overall efficiency in managing teachers' workload. These approaches

encompass various facets, from effective delegation to the strategic use of technology and

adherence to organizational principles, collectively contributing to a well-managed educational

system69.
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2.1.9 Teachers Workload Management in Private Secondary Schools

Private are educational institution established by individuals and financed by the owner.

These schools are administered by proprietor, principals or administrator in the private secondary

schools charged with the responsibility of overseeing both teachers and students. Operating

under the curricula, secondary schools aim to prepare students for higher education and equip

them with skills for practical application in society. The achievement of the established

educational goals is heavily contingent on the effective and efficient management of teachers'

instructional workloads within these secondary schools. A well-managed and organized system

for handling the teaching responsibilities of educators is essential for ensuring the successful

delivery of education and the overall development of students70.

Teachers' workload management refers to the systematic process of assigning subjects,

determining the number of periods, and allocating other administrative duties related to

curriculum planning, implementation, and reviews to teachers71. This allocation is based on

considerations such as their areas of specialization, professional knowledge, skills, and

experiences. The effectiveness of this management process significantly influences the quality of

instructional task performance by teachers. By aligning teaching responsibilities with the

strengths and expertise of each educator, schools can optimize instructional outcomes and create

a more conducive learning environment for students72.

The effective management of teachers' workload plays a crucial role in shaping the

academic performance of students and the overall accomplishment of educational objectives

within the school system. Teachers' instructional workload encompasses various tasks, including

curriculum organization, preparation of lesson notes, facilitating learners' engagement in

curriculum instructions, conducting continuous assessments, and managing classroom activities73.
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The quantification of teachers' instructional workload involves a direct assessment of the

available teaching resources in relation to the student population. This evaluation includes

factors such as the teacher-student ratio, the number of scripts to be marked, and additional

responsibilities assigned by the school principal, whether on a regular or occasional basis. The

allocation and balance of these responsibilities are instrumental in creating an environment

conducive to effective teaching and learning, contributing significantly to the overall success of

educational goals within the school74.

The degree to which students attain educational goals, particularly in academic performance, is

heavily contingent on the effectiveness with which teachers carry out their instructional

responsibilities75. Teachers who manage moderate instructional workloads are often deemed

more effective and efficient within the secondary school system when compared to their

counterparts burdened with heavier workloads. The manageable workload allows teachers to

allocate sufficient time and attention to each instructional task, fostering a conducive learning

environment76. In contrast, teachers with heavier workloads may face challenges in providing the

necessary level of attention and quality instruction, potentially impacting student outcomes. The

balance of instructional tasks plays a critical role in determining the effectiveness of teachers and,

consequently, the success of students in achieving educational goals77.

The management of teachers' instructional workload encounters significant challenges,

including but not limited to, a shortage of teachers, insufficient instructional materials, student

over-enrollment, and excessive number of teaching periods per week, inadequately equipped

laboratories, and large class sizes without proper instructional technology78. These challenges

collectively impact students' academic performance in secondary schools. The shortage of

teachers and lack of necessary resources can hinder effective teaching, while overcrowded
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classrooms and a high number of teaching periods may compromise the quality of instruction.

Additionally, inadequately equipped laboratories and the absence of instructional technology

further limit the opportunities for hands-on and technology-enhanced learning79.

Addressing these challenges requires proactive and professional efforts from principals

and other stakeholders in education to ensure a conducive learning environment and promote

positive academic outcomes for students80. As an instructional leader, the school principal holds

a crucial role in the effective management of teachers' workloads. It is anticipated that principals

take into account various variables, including teachers' areas of specialization, professional

competence, class size, and the recommended teacher-student ratio. By considering these factors,

principals can strategically allocate instructional tasks, ensuring that teachers are assigned

responsibilities aligned with their expertise and qualifications. Additionally, evaluating class

sizes and adhering to established teacher-student ratios contributes to the creation of an optimal

learning environment, fostering effective teaching and facilitating positive academic outcomes.

The school principal's thoughtful consideration of these variables enhances the overall

management of teachers' workloads and plays a pivotal role in promoting the success of both

educators and students within the school system81.

Given the human aspect of teachers, including their emotions and susceptibility to stress,

it becomes imperative for the school principal to devise the most efficient method for assigning

workloads. This strategic approach aims to empower teachers to contribute their best efforts

toward achieving the desired outputs and results. Recognizing teachers as individuals with

emotional and psychological needs underscores the importance of effective workload

management82. Teachers, like anyone else, can experience stress, depression, agitation, and

boredom if subjected to excessive work demands. Therefore, a well-thought-out and balanced
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distribution of responsibilities by the school principal not only enhances the overall productivity

of teachers but also fosters a healthier and more conducive work environment, acknowledging

and catering to the well-being of the teaching staff82.

The challenge in school management arises from the failure of the individual school

owners to adhere to the policy on teachers' workloads. This non-adherence has led to an

excessive amount of work that places an unnecessary burden on teachers within the stipulated

working hours. The discrepancy between policy intent and implementation contributes to an

environment where teachers face heightened stress and challenges in meeting their professional

responsibilities83. Addressing this issue requires a commitment to aligning policy goals with

practical considerations, ensuring that teachers can effectively carry out their duties within

reasonable working hours. By bridging this gap, the government and individual school owners

can collectively contribute to a more sustainable and supportive educational system, fostering

positive outcomes for both teachers and students. The misalignment between government policy

on teachers' workloads and its implementation can have detrimental effects on teachers' work

behaviour, thereby undermining the achievement of educational objectives. The Nigerian

national policy on education emphasizes the pivotal role of teachers, stating that "no education

system can rise above the quality of its teachers." This underscores the significant influence

teachers wield in facilitating teaching and learning, ultimately determining the quality of

education service delivery. However, when negative work behaviours arise, management often

places blame on teachers, while teachers, in turn, express concerns about excessive workloads.

This cycle of blame and discontent highlights the need for a more balanced and supportive

approach to workload management that aligns with educational policy goals, fostering a positive

work environment conducive to effective teaching and learning83.
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The challenges in workload management for teachers may stem from the continuously

growing student population and the expansion of subjects in the curriculum. These factors place

additional responsibilities on teachers and stretch them beyond their manpower carrying capacity.

As a result, teachers face overbearing workloads that can negatively impact their well-being and

effectiveness in the classroom. The need to cater for a larger number of students and cover an

extensive curriculum often outpaces the available resources and manpower, contributing to the

strain on teachers. Addressing these challenges requires a comprehensive approach that considers

resource allocation, staffing levels, and curriculum planning to ensure a more sustainable and

supportive working environment for educators83.

2.1.10 Determinants of Teachers’ Workload

Measuring teachers' workload encompasses several factors outlined in the conceptual

framework, including class size, subject areas taught, conditions of service, school policies,

teaching staff strength, and teachers' individual abilities. The number of students in a class, the

diversity and complexity of subjects, contractual obligations, school policies on extracurricular

activities and administrative duties, the overall staff strength, and the unique skills and

qualifications of individual teachers all contribute to the comprehensive assessment of workload.

Understanding and evaluating these factors provide insights into the multifaceted nature of

teachers' workload, enabling schools to develop effective strategies for workload management

and distribution among the teaching staff84.

Class Size and Composition

Class size, identified as a sub-variable of school quality, plays a crucial role in

influencing teachers' instructional workload across various aspects such as lesson planning,

teaching, assessment of students' academic performance, and classroom management. The size of
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the class directly impacts the demands placed on teachers as they navigate their instructional

responsibilities. These studies suggest that larger class sizes may contribute to increased

workload for teachers, affecting their ability to effectively plan lessons, conduct teaching

activities, assess student performance, and manage the classroom environment. Understanding

the relationship between class size and instructional workload is essential for educators and

policymakers in shaping conducive learning environments and optimizing teacher effectiveness85.

Class workload, if not effectively managed, has the potential to result in burnout for teachers,

ultimately leading to challenges such as the failure to complete the academic curriculum and

poor academic performance among students. Particularly, large class sizes, when not supported

by technology, present a significant hurdle to the teaching-learning process. In such situations,

teachers may encounter difficulties in addressing the needs of individual students, impacting the

quality of education delivery. The incorporation of technology can offer solutions to mitigate

these challenges, providing teachers with tools to manage larger classes more efficiently and

ensuring a more personalized and effective learning experience for students85.

The Nigerian National Policy on Education outlines a recommended class size ratio of

1:40 in secondary schools. Unfortunately, the reality is that classes, particularly in urban schools

in Nigeria, often surpass this ratio. The consequence of such large class sizes is that teachers face

challenges in recognizing their students by names, and they operate within limited spaces for

instructional tasks in congested classrooms. This scenario restricts meaningful teacher-learner

interaction, hampers peer-to-peer interaction among students, and obstructs the provision of

individualized academic, psychological, or counseling services. The disparity between the

recommended class size and the actual conditions in many Nigerian schools underscores the
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need for addressing classroom congestion to enhance the overall quality of education and support

services for students86.

Subject Area

Core courses in secondary schools, including Mathematics, English, and subjects in the

Sciences, are contributing to an increase in teachers' workloads. These subjects often demand

high-level cognition and significant effort for comprehension and interpretation. According to

research, findings indicate that 66.7% of Mathematics teachers teach between 16 to 30 lessons

per week, while 27.8% teach more than 30 lessons. These numbers highlight the substantial

teaching responsibilities placed on educators in these core subjects, underscoring the need for

effective workload management strategies to ensure the quality of instruction and the well-being

of teachers87. The data revealing that 27.8% of mathematics teachers teach more than 30 lessons

per week indicates that a significant portion of these educators is overloaded. To support students

facing challenges, teachers often go the extra mile by dedicating additional time to lesson

preparation. Moreover, many teachers organize remedial and after-school lessons for students

who may struggle to keep pace with the formal class instruction. These efforts underscore the

commitment of educators to ensuring that students receive the necessary support and

opportunities for comprehension in subjects that demand higher cognitive efforts, such as

Mathematics. However, it also emphasizes the strain on teachers and the importance of

addressing workload challenges to maintain effective and sustainable teaching practices87.

Conditions of Work or Service

The organization of work is influenced by various factors that can pose constraints,

necessitating additional actions and coping strategies88. These constraints, in turn, have

consequences for individuals and their effectiveness in the workplace. In every institution, there
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are specific rules and regulations that employees must adhere to, shaping the structure and

dynamics of their work environment. The ability to navigate and respond to these inherent

constraints is crucial for both individual employees and the overall effectiveness of the

organization. Successful coping strategies can lead to improved productivity and job satisfaction,

while ineffective approaches may result in challenges for both individuals and the institution as a

whole88.

Researchers posited that certain rules within institutions pertain to various aspects of

teachers' responsibilities, including punctuality, fee collection, engagement in extra lessons,

development of lesson plans, and involvement in tasks that may be deemed as unnecessary by

both the school management and teachers89. These rules shape the expectations and behaviours

of teachers, influencing aspects of their daily routine and professional responsibilities. The

identification and interpretation of certain tasks as unnecessary can lead to differing perspectives

between school management and teachers, highlighting the need for effective communication

and mutual understanding to foster a harmonious working environment89.

School Policy

The workload policy provisions play a crucial role in determining the amount of work

assigned to any worker90. If the workload policy statement is not strictly adhered to, there is a

risk that principals may assign additional tasks to teachers. The policy essentially serves as a

guideline for workload distribution, outlining the expectations and limits for each worker.

Deviating from these policies can result in the imposition of extra tasks on teachers, potentially

leading to increased workload and challenges in managing professional responsibilities.

Adherence to workload policies is essential for maintaining fairness, transparency, and a

balanced distribution of tasks within an organization. Effective workload management in the
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educational system hinges on the school principal's ability to apply various variables. These

include ensuring equity in workload distribution, maintaining transparency in task allocation,

prioritizing activities based on importance, fostering an appropriate work-life balance for

teachers, responding promptly to short-term changes in staff resources and work demands,

maintaining consistency in staff resource allocation to teaching programmess and course reviews,

and utilizing measured data for the purposes of recognizing, rewarding, and promoting teachers.

By skillfully navigating these variables, school principals can establish a conducive work

environment, optimize teacher performance, and contribute to the overall success of the

educational institution90.

Teaching Staff Strength

The demand for education from various quarters has led to a continuous increase in

teachers' workload. Achieving equilibrium, particularly based on the students-teaching staff

strength ratio, is essential in addressing the supply of teaching manpower. Striking a balance

between the growing demand for education and the available teaching resources is crucial to

ensure that teachers can effectively manage their workload and deliver quality education.

Maintaining equilibrium in the students-teaching staff ratio is essential for fostering a conducive

learning environment and promoting positive outcomes for both educators and students in the

educational system91. The distribution of workload by the principal is contingent on the available

manpower. In situations where the staff size is limited, the workload per teacher tends to be high,

and certain tasks may go unfinished. This variability, ranging from small to moderate to high,

reflects the diverse levels of teachers' workload. The productivity of teachers is directly linked to

the workload assigned to them. Insufficient numbers of teachers result in an excess workload,

impacting their ability to effectively handle their responsibilities. Ensuring an appropriate
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balance between the available teaching staff and the workload is vital for optimizing teacher

productivity and maintaining a sustainable and effective educational environment91.

Individual Teachers Abilities

Ability is defined as an individual's capability to complete tasks, considering it to be a

stable trait92. According to him, work performance is the amalgamation of an individual's mental

and physical capabilities to successfully accomplish a task. He further elaborated that ability

encompasses competence, covering both knowledge and skills. These perspectives collectively

emphasize the multifaceted nature of ability, incorporating stable traits, mental and physical

capacities, and the competency in knowledge and skills required for task completion. He

elaborated further on ability by breaking it down into four dimensions: cognitive, functional,

social, and meta. Cognitive competence pertains to the level of knowledge, while functional

competence relates to the level of skill possessed by an individual. Social competence explains

the behaviour and attitude of individual workers within a social context. Meta competence, on

the other hand, is associated with an individual's ability to acquire these competencies through

their own knowledge and learning processes. These dimensions provide a comprehensive

framework for understanding the diverse facets of ability, encompassing knowledge, skills,

social interactions, and the capacity for self-directed learning93.

Teachers are typically accustomed to putting in hard work for the betterment of education,

but if their goodwill is taken advantage of, it can lead to counterproductive outcomes. The

workload of teachers encompasses various responsibilities, such as teaching subjects,

administrative duties, supervision of students, and other related activities. Recognizing and

valuing the contributions of teachers is crucial to maintaining their motivation and ensuring that

their efforts contribute positively to the overall educational objectives. Exploiting the goodwill of
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teachers can lead to burnout, decreased job satisfaction, negative work behaviour and ultimately

hinder the effectiveness of the education system94. The established policy stipulates that the

maximum teaching load for teachers is thirty periods per week, with a minimum of twenty-two

periods per week. However, especially in the case of science subjects, some teachers may have

more than the maximum load. Despite these guidelines, strict adherence to the policy is not

consistently maintained. Some teachers might be allocated fewer than the maximum teaching

periods, while others may be assigned more than the maximum. This variation in workload

allocation can significantly impact teachers' work behaviour, potentially leading to disparities in

workload-related stress, job satisfaction, and overall effectiveness in fulfilling their professional

responsibilities94.

According to another author, workload is influenced by the interplay between the

demands inherent in the tasks, the perception of the situation by those responsible for executing

the tasks, the actions taken, and the skills and knowledge possessed by individuals in carrying

out those tasks95. This perspective highlights the dynamic and multifaceted nature of workload,

indicating that it is shaped not only by the inherent requirements of the tasks but also by the

subjective perceptions, actions, and competencies of the individuals involved in performing

those tasks. The task demands that contribute to workload encompass a range of elements,

including physical actions, cognitive tasks, and other factors. According to the study, teachers

are consistently confronted with a multitude of tasks, roles, and responsibilities that must be

carried out on a daily basis96. This workload extends beyond academic responsibilities and often

includes non-academic tasks such as data entry, fee collection, and clerical work, which are

among the most frequently performed duties. The diverse nature of these tasks adds complexity
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to teachers' workloads, requiring them to navigate a spectrum of responsibilities that extend

beyond traditional academic duties96.

In the field of education, an author reported that levels of teachers' workload have risen in

recent years, and they are observed to be higher compared to other professions97. This suggests

that teachers are experiencing an increased demand for their time and efforts in fulfilling their

professional responsibilities, and their workload exceeds that of many other professions. The

recognition of elevated workload levels underscores the need for effective strategies and policies

to manage and balance the demands placed on teachers within the educational system97.

Research further reveal that teachers' workload encompasses both academic teachings and

administrative tasks assigned to them, aimed at achieving the goals and objectives outlined by

schools. This dual burden of academic and administrative responsibilities adds pressure to

teachers, potentially influencing their overall job satisfaction98. Teachers are frequently observed

taking their tasks home for completion and are subject to high expectations from schools, as

noted by a study. This implies that teachers' workload is characterized by the multitude of tasks

that demand additional time for completion. The escalating workload is having a substantial

impact on the profession of teaching, as highlighted by a study. The increased demands on

teachers, both within and beyond the classroom, underscore the challenges they face in managing

their workload effectively while meeting the expectations set by educational institutions99.

The primary objective of today's education system is to ensure the holistic success of

students encompassing physical, emotional, spiritual, intellectual, and personality development.

However, many teachers currently face a high workload, attributed in part to policy changes in

the past100. The evolving nature of educational policies can contribute to increased demands on

teachers, impacting their ability to effectively address the diverse needs and goals of students.
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Recognizing and addressing the challenges associated with high teacher workloads is crucial to

fostering a conducive learning environment and promoting the overall success of students. The

work pressure experienced by teachers, particularly due to high workload, can result in several

adverse effects, including low morale, reduced effectiveness, increased absenteeism, and

diminished commitment to the profession. This suggests that the pressure associated with these

work demands, especially workload, may hinder personal growth and achievements among

employees. This underscores the significant impact that excessive workload can have on the

overall well-being and professional development of teachers, emphasizing the importance of

addressing and managing workload-related challenges in the education sector. All these can have

a negative effect on teachers’ work behaviour100.

Numerous studies support the notion that teachers' workload can impact students'

academic performance101. For instance, a study conducted explored the relationship between

human resource management variables and students' academic performance in secondary schools.

The findings revealed a negative relationship between teachers' workload and students' academic

performance, suggesting that lower staff workload is associated with better student performance.

This underscores the importance of managing and optimizing teachers' workload to enhance the

overall educational outcomes for students101. Several other studies have indicated that teachers'

workload can influence their teaching methods, potentially impacting students' academic

performance negatively102. However, despite the contributions of these studies to knowledge,

none of them have directly established the relationship between teachers' workload, professional

development, and teachers' work behaviour. Recognizing this gap, the current study aims to

address and contribute to a more comprehensive understanding of the interplay between teachers'

workload, professional development, and work behaviour. This research intends to fill this gap
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by exploring the intricate connections and implications of workload on teachers' professional

development and work behaviour102.

Understanding the differences in teachers' workload is crucial for comprehending its

impact on commitment, job satisfaction, work behaviour, and performance103. Teachers who

perceive their workload as unjust or excessive tend to exhibit lower motivation levels at work.

Additionally, they are more likely to be absent from school more frequently, less engaged in

their work, and less productive in contributing to the overall effectiveness of schools.

Recognizing and addressing these differences in workload perceptions is essential for fostering a

positive work environment and enhancing the overall professional experience and effectiveness

of teachers within the educational system103. Researchers have contended that a high workload

for teachers can lead to reduced satisfaction and increased pressure, ultimately affecting the

effectiveness of their teaching. Furthermore, some teachers may cope with excessive workload

by adjusting their commitment to teaching and learning, often by reducing their input into

teaching tasks104. This adaptation to workload pressures can have implications for both teacher

satisfaction and the quality of teaching and learning experiences. Understanding and addressing

these dynamics are crucial for creating a supportive and conducive environment for effective

teaching and positive outcomes for both educators and students104.

It is noteworthy that while some teachers perceive the workload associated with tasks as

opportunities for learning and accelerated success, others may find the pressure too

overwhelming, leading to decisions to leave the teaching profession. The impact of workload can

vary among individuals, and for some, the burden may become untenable, contributing to

attrition in the teaching profession. Recognizing the diverse responses to workload is crucial for

developing strategies to support teachers who may be struggling and to foster an environment
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that encourages professional growth and retention within the teaching profession. A report on

teacher workload indicates that the current workload is perceived as "extremely heavy." This

increased workload is attributed to additional administrative duties, particularly arising from new

developments and changed practices in curriculum and assessment105.

According to the report, 67% of surveyed teachers identified increased administrative

duties as a major cause of the heightened workload. While 63.9% felt that their preparation for

teaching had been adequate, all teachers expressed the need to dedicate time to continuing

professional development. The survey further revealed that spending more time on

administration and curriculum development had adversely impacted the quality of classroom

teaching and lesson preparation. This underscores the challenges teachers face in balancing

administrative responsibilities with maintaining high-quality teaching practices106.The survey

findings indicate that extra-curricular activities have suffered due to a lack of available time,

with 53.7% of respondents stating that increased workload adversely impacted lesson preparation.

Additionally, 65% reported that their classroom teaching had suffered, and 61.1% noted

detrimental effects on extra-curricular activities. More than two-thirds of teachers expressed that

increased workload negatively affected their physical and emotional health, leading to

difficulties in friendships, relationships, family life, and leisure activities. Specifically, 71.5% of

respondents reported adverse effects on emotional well-being, 65.5% on physical health, 72% on

family life, 65.5% on relationships with friends, and 77% on leisure activities. These findings

underscore the multifaceted and pervasive impact of increased workload on various aspects of

teachers' lives and well-being106.

Many private secondary schools in Oyo state report class sizes exceeding appropriate

class six which undoubtedly hampers the learning environment. Under such conditions, if a
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teacher initially has five classes with 20 students in each class, their responsibility is for 100

students. However, if each class has increased to 30 students, the teacher's workload would then

extend to 150 students, constituting a 50 percent increase in teaching responsibilities. To

illustrate the impact, if a teacher spends only 15 minutes reading, analyzing, and responding to a

written assignment for each of the 20 students in a class, it would require 300 minutes or about

five hours per class. For five classes with writing assignments, this would escalate to 25 hours.

For a teacher with 150 students, the time required would reach 2,250 minutes or nearly a full 40-

hour work week. This underscores the significant challenge posed by large class sizes on

teachers' workload and time commitments107.

Smaller class sizes offer teachers the opportunity to employ more personalized

instructional techniques and experiment with new teaching methods. The size of a class has a

notable impact on students' academic performance, and exploring the relationship between class

size and academic outcomes has been a complex challenge for educators. While limited research

has focused on the impact of class size on students' academic performance at the secondary level,

existing studies have primarily investigated the extent to which class size influences performance,

particularly at the university level. The intricate dynamics of class size and its effects on

students' learning outcomes continue to be a subject of academic inquiry65. The study conducted

on the impact of class size on students' academic performance in Biology in Idemili North Local

Government Area of Anambra State revealed that a large class size had a negative effect on

students' academic performance in biology108.

Teachers' workload has a profound influence on their work behaviour, impacting their

approach to instructional tasks, interactions with students, and overall job engagement109. High

levels of workload often associated with large class sizes, extensive administrative duties, and
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rigorous curriculum planning, can lead to heightened stress levels among teachers. This stress, in

turn, may manifest in work behaviour characterized by reduced enthusiasm, decreased classroom

engagement, and potential burnout. Conversely, when teachers experience a manageable

workload, they are more likely to exhibit positive work behaviour, such as increased creativity in

lesson planning, greater engagement with students, and a higher level of job satisfaction. Striking

the right balance in teachers' workload is essential for cultivating a work environment that

supports positive work behaviour, contributing to a more effective and fulfilling teaching

profession109.

2.1.11 Concept of Teacher Development

Secondary Schools are formal organizations established to achieve the goal of producing

students that can fit into tertiary institutions110. The successful achievement of this goal depends

on the quality and quantity of available educational resources. The educational resources

includes human resources, material resources, time and money. A challenge in our educational

system is poor implementation of effective manpower development and training programmes

which is meant to enhance teachers’ performance. Achieving educational objectives and goals as

a country depends largely on the ability to use human resources in an effective and efficient

manner. Human resources are the most vital factor of production and it determines overall level

of productivity in any sector of the economy. Resources are those factors of production used to

create goods or services that are not themselves significantly consumed in the production process

while the human element serves as the only factor of production that coordinate all other factors

of production, this shows that human resource (staff) is a key production element that adds value

and enhances the success of the production process110.
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Teachers’ development is a way of improving the standard of teachers through training

which will enhance their level of productivity and pave way for efficiency in the discharge of

their duties111. Human resources depicts and represents the human factor in the production

system. It comprises the knowledge, skills, competencies and attributes embodied in individuals

that facilitate the creation of personal, social and economic wellbeing. Human development

enhances productivity of the personnel in any sector and enables the human aspect of production

to improve upon its performance, competitiveness, innovation, efficiency and effectiveness. This

is because staff’s or personnel skills, knowledge and ability are among the most distinctive and

renewable resources upon which an organization can draw its strategic management and

comparative advantage44.Teachers development is the vital factor that will determine the

success or otherwise of our secondary school system in the country111.

The success or failure of our secondary system of education depends on teachers’

performance which can be enhanced through appropriate staff development programmes112.

Teachers’ development is one of the most important aspect of our educational system that

demands urgent and serious attention. It means to develop the skill and ability of our teachers

and the entire secondary system as a whole. When a system is contributing towards the

development of its human capital through developmental programmes such will be channeled

towards the actualization of the set goals and objectives. Teachers’ development will give the

educational sector the advantage of possessing competent and productive manpower112.

Teachers’ development is the practice of planning systematic change in the attitude,

belief, skills, knowledge, abilities, and values of teachers through creation and reinforcement of

long term training programmes113. Teachers’ development is the use of strategies such as career

planning, job rotation, coaching, monitoring, job training and proficiency courses such as
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technical courses and professional certification to implore the current future job performance of

teachers. Another aspect of teachers’ development is provision of cordial atmosphere in the work

place that encourages employees to add value to enhance their current and future goal attainment

in cost effective ways114. Human development is a process by which employees of an

organization are aided in planning a way to obtain capabilities required to perform various

functional roles, develop their general capabilities as individuals and discover and exploit their

own inherent potentials for their own or organizational development process. Teachers’

development represents an international effort by government and stakeholders in the

educational sector to improve teachers’ effectiveness. Teachers’ development programmes can

be viewed as activities and programmes (formal or informal and on or off the job) that helps

teachers to learn about their responsibilities, develop required skills and competences necessary

to accomplish overall educational goals and objectives, and grow personally and professionally

to prepare themselves for advancement in the educational sector beyond the classroom setting114.

Teachers’ professional development training serves as a valuable point of reference for

improvement. It offers teachers opportunities to enhance their skills, acquire new knowledge,

and stay current with developments in education. It plays a significant role in professional

growth, job satisfaction, and overall effectiveness in the classroom115. By actively engaging in

Teachers’ Development Programmess, teachers can continuously improve their teaching

methods and contribute to the overall quality of education. Teachers’ development will have

positive impact on the secondary school system in the country. There is positive significant

relationship between training and development and increased employees’

motivation/commitment and productivity115.

2.1.12 Teachers Development Programmes
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Teachers’ development programmes refers to those programmes that will aid skills and

knowledge acquisition towards productivity and effective and efficient discharge of tasks by

teachers116. It includes any type of continuing education effort for educators. It is one way

teachers can improve their skills and, in turn, boost student outcomes. Learning can take place in

formal or informal settings. Formal settings include conferences, courses, seminars, retreats and

workshops. Informal opportunities for teacher professional development include independent

research or investigation, peer learning initiatives or even just chatting with a colleague in the

staff room. Professional development for teachers takes place on a number of different levels:

district-wide, among teachers in a given school, or even on a classroom or individual basis116.

There abound a lot of developmental programmes that can aid teachers productivity and

reduce to minimal level if not totally eradicate non-productivity by teachers, among such

includes: Attending of professional conferences; seminars; symposiums; on the job training, new

employee orientation; mentoring; workshops e.t.c. Teachers should be allowed to attend

conferences both local and international conferences in order to gain access to new and modern

methods of teaching and also gain needed exposures that will aid and improve their level of

productivity. In conferences there will be resources persons who will shed more light on areas

that needed clarification. Attending regular seminars by teachers in our secondary schools is

another way to develop their skills and knowledge and be more proactive and productive in the

task of impacting knowledge to students. Government should organize seminars for teachers in

secondary schools where they will be able to exchange knowledge with their counterparts from

various part of the country. Symposiums is another avenue where secondary school teachers can

acquire needed skills, knowledge and technical-know-how that will aid and improve their level

of productivity and enhance good and quality education in the country117.
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Based on the research findings of a notable study, it is recommended that secondary

school principals should be encouraged to attend conferences, workshops, seminars, in-service

training, and retraining programmess to enhance their administrative skills118. On the job training

is another form of development in which secondary school teachers are trained while on the job

and gain needed and required knowledge to be more effective and efficient in discharge of their

duty. Teachers can be trained on the job through the help of experts who will be with them or the

job and guide them on how to be more effective and efficient in teaching and administrative

tasks that will make them to be more productive118.

In-service training

In-service training denotes training initiatives or professional development sessions

offered to staff members while they are actively engaged in their roles within an organization119.

Distinguishing it from pre-service training, which takes place prior to individuals commencing

their employment, in-service training unfolds throughout an employee's tenure with the

organization. The aim of in-service training is to enrich employees' skill sets, knowledge, and

proficiencies in areas directly pertinent to their job functions. These training initiatives are

crafted to meet the changing requirements of both employees and the organization, ensuring they

stay abreast of current industry trends, technological advancements, and best practices. In-service

training encompasses a diverse array of formats, such as workshops, seminars, conferences,

online courses, on-the-job training, mentoring, coaching, and peer learning sessions. These

programmess are frequently customized to cater for the unique needs of individual employees or

particular departments within the organization119.

In-service training serves as a crucial catalyst for fostering ongoing learning and

professional development among employees, thereby enhancing their effectiveness and job
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satisfaction while also bolstering the overall success of the organization120. It is particularly vital

in improving work performance and motivating teachers within the education sector. Without

adequate in-service training, teachers' professional growth may stagnate, leading to discrepancies

between expectations and actual achievement levels. Furthermore, in today's context, the

competency-based teacher education movement emphasizes the importance of 21st-century

competencies in navigating modern and future life, which is increasingly influenced by evolving

technologies shaping workplaces and lifestyles. Thus, providing relevant in-service training is

essential for ensuring that educators are equipped with the necessary skills and knowledge to

meet the demands of contemporary education and prepare students for the challenges of

tomorrow120.

In the evolving landscape of education, there has been a notable shift away from the

traditional perception of teacher professionalism. Increasingly, it is recognized that continuous

learning and regular review of both content and instructional methods are indispensable aspects

of the teaching profession. Consequently, teacher professional development programmess have

evolved to focus more prominently on enhancing teachers' knowledge bases. These knowledge

bases encompass various dimensions, including content knowledge, pedagogical content

knowledge, and procedural knowledge. According to this perspective, effective teaching hinges

on a teacher's ability to judiciously select and seamlessly integrate elements from these three

knowledge bases to create meaningful learning experiences. As a result, the criteria for assessing

teacher quality have undergone significant transformation. There is now a heightened emphasis

on the importance of high-quality teachers who are adequately equipped and prepared to fulfill

their roles effectively. In this context, in-service training programmess focusing on content and

pedagogy assume paramount importance121.
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These programmess are instrumental in providing teachers with the necessary tools,

strategies, and insights to enhance their proficiency in both subject matter and instructional

methodologies. By investing in such targeted professional development initiatives, educational

institutions can foster the continuous growth and development of their teaching staff, thereby

ensuring the delivery of high-quality education to students122. Given the inherent responsibilities

of the teaching profession, both classroom teachers and educational leaders are held to rigorous

standards and are expected to embody moral and virtuous behaviour. Ethics training integrated

into preparation programmess is specifically tailored to equip educators with the skills and

insights necessary to effectively navigate the myriad ethical dilemmas they may encounter in

their professional roles. By providing ethics training, educators are better prepared to confront

ethical challenges with confidence and integrity. This type of training enhances decision-making

capabilities by empowering teachers and leaders to draw upon the knowledge and principles

acquired during their training to make ethical and principled choices in diverse situations122.

Mentoring, this is another form of development for secondary school teachers in which a

newly employed teacher will be mentored on how to be effective and efficient in the teaching

profession by those that have been in the profession for long period of time and have acquired

the needed skills and knowledge in the field of teaching profession123. Secondary school teachers

should be allowed to be mentored by those that have retired from teaching profession who had

the experience that will be of added advantage to the new intake into the teaching profession.

Manpower training in which teachers training and development is not left out pave ways for an

effective and efficient discharge of task by teachers which in turn aid performance and improve

level of productivity. A trained teacher in our secondary school system will be a good team

player and a goal getter123.



61

2.2 Theoretical Review

2.2.1 Social Cognitive Theory

Social cognitive theory proposed by psychologist Albert Bandura, emphasizes the

importance of observational learning, imitation, and cognitive processes in understanding human

behaviour124. It posits that people learn not only through direct experience but also by observing

others and the outcomes of their actions. In the context of teachers' development programmess

and workload as determinants of secondary school teachers' work behaviour, social cognitive

theory offers valuable insights into how teachers' behaviours are shaped and influenced124.

According to social cognitive theory, teachers learn from observing the behaviours of their

colleagues, administrators, and students. Teachers' development programmess can leverage this

aspect by providing opportunities for teachers to observe effective teaching practices,

collaborative planning sessions, and constructive feedback sessions. When teachers observe

successful teaching strategies in action, they are more likely to adopt similar practices in their

own classrooms124.

Modeling: Modeling, or imitation of behaviours observed in others, plays a significant role in

social cognitive theory125. Teachers are likely to imitate the behaviours of their peers and

mentors, particularly if they perceive those behaviours as effective or successful. Development

programmess can incorporate mentorship opportunities where experienced teachers serve as role

models for newer teachers, demonstrating effective classroom management techniques,

instructional strategies, and ways to manage workload effectively125.

Self-Efficacy: Social cognitive theory emphasizes the importance of self-efficacy beliefs in

shaping behaviour126. Teachers' perceptions of their own efficacy in managing workload and

implementing effective teaching practices strongly influence their behaviour. Teachers who
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believe in their ability to handle workload demands and deliver quality instruction are more

likely to exhibit proactive work behaviours, such as effective time management, collaboration

with colleagues, and engagement in professional development activities. Teacher development

programmess can enhance self-efficacy by providing support, resources, and targeted training to

help teachers develop the skills and confidence needed to excel in their roles126.

Outcome Expectations: Social cognitive theory suggests that individuals are motivated to

engage in behaviours that they believe will lead to desirable outcomes and avoid behaviours

associated with negative consequences127. Teachers' perceptions of the outcomes associated with

workload management and participation in development programmess influence their behaviour.

If teachers perceive that participating in professional development programmess will lead to

improved student outcomes, career advancement opportunities, or personal fulfillment, they are

more likely to actively engage in those programmess despite the associated workload. Similarly,

if teachers believe that effective workload management strategies will lead to reduced stress,

improved job satisfaction, and better work-life balance, they are motivated to invest time and

effort in developing and implementing such strategies127.

Environmental Factors: Social cognitive theory acknowledges the role of environmental factors

in shaping behaviour128. Workload demands, organizational culture, support from administrators,

and the availability of resources all influence teachers' behaviour and decision-making processes.

Teacher development programmess should take into account the contextual factors that impact

teachers' work behaviours and provide support structures to help teachers navigate challenges

effectively. This may include providing opportunities for collaboration, offering mentoring and

coaching support, advocating for manageable workloads, and creating a positive and supportive

work environment128.
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The Social cognitive theory offers a comprehensive framework for understanding how

teachers' development programmess and workload interact to shape secondary school teachers'

work behaviour. By considering factors such as observational learning, modeling, self-efficacy,

outcome expectations, and environmental influences, education stakeholders can design more

effective professional development initiatives and support mechanisms to empower teachers and

enhance their effectiveness in the classroom129.

2.2.2 The Broken Window Theory

The Broken Windows Theory is a criminological theory that suggests that visible signs of

disorder and neglect, such as broken windows, graffiti, litter, and other forms of urban decay, can

contribute to an environment conducive to crime and anti-social behaviour. The theory was first

introduced by social scientists James Q. Wilson and George L. Kelling in a 1982 article titled

"Broken Windows" published in The Atlantic Monthly. In the context of teachers' development

programmess and workload as determinants of secondary school teachers' work behaviour. The

Broken Windows Theory can offer insights into how the environment and organizational factors

influence teachers' behaviours130.

School Climate and Teacher Behaviour as the physical and social environment of a

school can impact students’ behaviour, it can also affect teachers’ behaviour131. Teachers are

more likely to exhibit positive work behaviours, such as collaboration, innovation, and

engagement in professional development, in schools with a positive and supportive climate.

Conversely, schools with a negative climate characterized by high workload, lack of support, and

limited resources may contribute to teacher burnout, disengagement, and lower performance131.

Addressing Workload as a Minor Infraction: The Broken Windows Theory suggests that

addressing minor infractions can prevent more serious problems from arising. In the context of



64

teacher workload, schools can implement strategies to address workload issues promptly and

effectively. This may include providing resources and support for teachers to manage their

workload, advocating for manageable class sizes, and promoting a culture of collaboration and

shared responsibility. By addressing workload as a minor infraction and prioritizing teachers'

well-being, schools can prevent burnout and improve teacher retention131.

Promoting a Culture of Professional Development: Teachers' development programmess play

a crucial role in shaping their behaviour and professional growth. Schools that prioritize

professional development opportunities, such as workshops, conferences, mentoring, and peer

collaboration, etc. are more likely to foster a culture of continuous improvement and innovation

among teachers. By investing in teachers' development and providing opportunities for skill

enhancement and career advancement, schools can create a positive work environment that

encourages teachers to engage in lifelong learning and professional growth132.

Collaborative Approach to Addressing Challenges: The Broken Windows Theory emphasizes

the importance of community involvement in addressing social issues. Similarly, in the context

of education, schools can adopt a collaborative approach to address workload and other

organizational challenges133. By involving teachers, administrators, parents, and other

stakeholders in decision-making processes and problem-solving initiatives, schools can create a

sense of ownership and shared responsibility for addressing challenges. This collaborative

approach can help build trust, strengthen relationships, and promote a sense of collective efficacy

among school staff, ultimately contributing to positive work behaviours and outcomes133.

By applying the principles of the Broken Windows Theory to teachers' development

programmess and workload management, schools can create a supportive and empowering

environment that fosters positive work behaviours among secondary school teachers. By
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addressing workload issues, promoting professional development opportunities, and fostering a

culture of collaboration and support, schools can improve teacher satisfaction, retention, and

ultimately, student success.

2.2.3 Consistency/Congruence Theory

Consistency theory, also known as congruence theory or balance theory was developed

by Fritz Heider and later expanded upon by Theodore Newcomb and Leon Festinger134. It is a

psychological framework that explains how individuals strive to maintain cognitive consistency

or harmony in their beliefs, attitudes, and behaviours. The theory suggests that people are

motivated to seek coherence and balance among their cognition, and they experience discomfort

or cognitive dissonance when they perceive inconsistencies among their beliefs or actions.

Consistency theory can be applied to understanding how teachers' development programmess

and workload influence the work behaviour of secondary school teachers134.

Cognitive Consistency: According to consistency theory, individuals have a fundamental drive

to maintain internal consistency in their beliefs, attitudes, and behaviours135. When there is

congruence or harmony among these elements, individuals experience psychological balance and

satisfaction. In the context of teachers' development programmess, if teachers believe that

participation in professional development leads to improved teaching skills and student outcomes,

they are more likely to engage in such programmess to maintain cognitive consistency135.

Congruence and Imbalance: Consistency theory suggests that people strive to achieve balance

or congruence among their beliefs, attitudes, and behaviours136. In the context of workload,

teachers may experience imbalance when there is a discrepancy between their workload

expectations and their capacity to manage it effectively. For example, if teachers believe that
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their workload is excessive and unsustainable, they may experience cognitive dissonance,

leading to negative work behaviours such as stress, burnout, or disengagement136.

Cognitive Dissonance: Cognitive dissonance occurs when individuals hold contradictory beliefs,

attitudes, or behaviours137. In the context of teachers' development programmess and workload,

cognitive dissonance may arise when teachers perceive inconsistencies between their beliefs

about the benefits of professional development and the demands of their workload. For instance,

if teachers believe that participating in professional development is essential for their growth as

educators but feel overwhelmed by their workload, they may experience stress or

dissatisfaction137.

Consistency theory proposes several modes of resolution for reducing cognitive

dissonance and restoring balance138. In the context of teachers' development programmess and

workload, teachers may adopt various strategies to resolve cognitive dissonance, such as

changing beliefs or attitudes and reassess their beliefs about the importance of professional

development and workload management to align them with their experiences and circumstances.

Teachers may also modify their behaviour by seeking additional support or resources to manage

their workload effectively while still participating in professional development opportunities;

rationalize their workload or professional development participation by finding reasons or

justifications to reduce the perceived inconsistency between the two; or seek additional

information or evidence about workload management strategies or the benefits of professional

development to alleviate cognitive dissonance and make informed decisions about their work

behaviour. By recognizing the importance of cognitive consistency and addressing potential

discrepancies between teachers' beliefs, attitudes, and behaviours, education stakeholders can

design more effective strategies to support teachers' professional growth and well-being138.
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2.3 Review of Empirical Studies

2.3.1 Studies on Teachers’ Development Programmes and Work Behaviour of Private

Secondary School Teachers

A related study investigated the drivers of workshop attendance among the working

population. In an analysis carried out by Dutch Adult Education survey138. It was discovered that

workshop attendance is the highest among managers and professionals, in contrasts to their

participation in training. The result showed that our expectation that workshop attendance is

important in acquiring state of the art knowledge on external developments as dominant source

of competitive advantage for the organization. Also that workshop attendance is important in

acquiring state – of the art knowledge on external development as a dominant source of

competitive advantage for the organization. However, workshop attendance is positively related

to individuals’ level of education138.

Thus, it was discovered that workshop attendance is complementary to training

participation instead of a substitute139. And the result shows that there is honesty difference

between the drivers of workshop attendance and those of participation in training and informal

learning. Also, similar study said that seminars and workshops are organized with the primary

aim of importance information in terms of a particular subject or concept. However, the students

are provided with the opportunities to present their papers and home communication,

Privateation and Private-speaking skills. These are useful in argumentary knowledge,

competencies and abilities among students. The individuals in leadership positions are vested

with the authority and responsibility of on- going seminar and workshops. They are to plan the

schedule or activities and manage financial technical, material and information resources in a
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well-organized manner. Seminars and workshops have been useful to the students and overall

system of education139.

A similar study, examined the understanding the significance of seminars and workshops

in educational institutions, is of the opinion that seminars and workshops are organized with the

primary aim of imparting information in terms of a particular subject or concept140. However,

students are provided with the opportunities to present their paper and home communication,

presentation and Private-speaking skills. These are useful in augmenting knowledge,

competencies and abilities among students. The individual in leadership positions are vested with

the authority and responsibility of organizing seminars and workshops and they needs to make

wise and productive decisions. Also needs to ensure, that these are enriching to the students’

overall system of education. The conveners must plan the schedule of activities and manage

financial, technical material and information resources in a well-organized manner. Thus,

seminars and workshops have been useful to the students and overall system of education140.

Another related study on usefulness of a workshop on scientific writing and Privateation

in improving the body of knowledge deficit among postgraduates in which the participants were

engaged with lectures, discussions and a practical session requiring critical appraisal of a

manuscript, also discussed Privateation ethics and the points of falling prey to minatory

journals141. Both pre and post-workshop surveys were given to the participants to assess the

knowledge of the workshop on the baseline knowledge of scarifies writing and publishing. The

results of the findings indicate that out of 59 participants, there were 67 (response rate 97%) and

41 (response rate 59%) respondents to the pre and poor-workshop (surveys respectively). The

former identified a lack of baseline knowledge ranging from 6% for determining the components

of the individual sections of the manuscript such as introduction or methods, 40% for the use of
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acronyms, and 55% for knowledge of different referencing styles to 61% for knowledge of

indexing agencies. While the post-workshop survey revealed improvement in participants’

knowledge of the agencies. Also in the post-workshop survey, 20% of the respondents said that

they would be open to engaging with redactor journals, which underscored the need to educate

them commonly regarding the disadvantage of such practice. Participants expressed the need for

longer workshops, preferably spread over two days, with the discussion on research methodology

and statistical analysis, and more “land – on-“sessions. The study therefore concludes that the

survey underscores the need for structured training in scientific writing; its inclusion in the

medical postgraduate curriculum appears desirable141.

A similar study was carried out to examine the impact of in-service programmes

on principals’ management in Private secondary schools in Machakos County, Kenya based on

the following objectives: to ascertain the impact of sponsorship of in-service programs, to

examine the impact of availability of methodology and content of in-service programs on

principals’ management142. Descriptive survey research design was used to carry out the study.

The target population included all two hundred and thirty (230) Private secondary schools in

Machakos County which included two hundred and thirty (230) principals, two hundred and

sixty four (264) deputy principals, five (5) directors of KEMI and eight sub-county educational

officers. Stratified sampling technique was used to select eight sub-county forms a strata’s of the

study. Thirty percent of population was used on principals and deputy principal. Seventy schools

were selected for the study. Census sampling technique was used to select the eight sub county

officers and five directors of KEMI. Interview schedule (Sub-county education officials and

KEMI directors) and questionnaires (principals and deputy principals) were used as instruments

to gather data. The correlation result indicated a positive and strong significant coefficient
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between in-service training programs and principals’ management. Therefore, the null hypothesis

was rejected. Hence there is an association between in-service training programs and principals’

management. This implied that when in-service training programs should be conducted more

frequently so as principals’ management becomes more effective. It was concluded that there is a

significant association between understudy programs and principals management of Private

secondary schools142.

Another closely related study was carried out with the primary objective of investigating

the impact of school tutor training and development on their productivity and performance in

classroom teaching and in their administrative work as well143. Data were collected through

structured questionnaire. Fifty eight (58) tutors were interviewed through the questionnaire.

Statistical Software (SPSS Version 16) was used for analyzing the data. The study concluded

that there is a positive and strong association between training or development and productivity

of tutors of Kurdistan143.

A closely similar study attempted to examine the association and impact of training and

development practices on job satisfaction of tutors144. Study’s population was limited to faculty

members employed at institutes providing technical education in the city of Nagpur, Maharashtra,

India. A sample size of three hundred and sixty (360) faculty members was collected to represent

the population. The research was conducted in a confirmatory framework so as to examine the

causal linkage among the study variables. The results depicted a positive association between

training and development practices and job satisfaction among the faculty members of technical

educational institutes. The study not only provides empirical credence to the importance of

training and development practices but also has implications for the management of technical

educational institutes that educational institutes should conduct a effective training need analysis
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to ensure that appropriate training and development practices are employed leading to creating a

learning environment in the Private secondary school which eventually contributes towards job

satisfaction of tutors through appropriate skills development for tutor and Private secondary

school growth144.

Another similar study sought to find out the impact of tutors’ professional development

practices on their work performance in Nyamagana District, Mwanza Region145. The study

employed a convergent parallel design under the mixed methods approach to help collect and

analyze both quantitative and qualitative data strands. Stratified and simple random sampling

procedures were employed to sample Private secondary schools and tutors while purposive

sampling procedure was used to sample school heads and District Education Officer. Data were

collected through the use of questionnaires and in-depth interview guides. The quantitative data

was analyzed with the aid of Statistical Package for Social Sciences while qualitative data were

analyzed through thematic analysis of the particular objectives. The findings showed that

training the workforce (tutors) has the most impact on various dimensions like: improvement in

teaching strategies, effectiveness and personal, reduction in tutors’ burnout, stress and turnover

This implied that regular performance appraisals in schools enable tutors to improve themselves

in classroom management, simplifies supervision, evaluation and assessment process, improves

effective communication and it also ensures tutors’ discipline at work. It was recommended on

the basis of the findings that the ministry of education, science and technology, education

stakeholders in conjunction with school administrators (district educational officer and heads of

schools) should regularly organize and facilitate formative in-service training for tutors to boost

their work performance145.
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A related study assessed the impact of school tutor training and development on tutors’

work performance and retention among secondary schools in South-East, Nigeria146. Three

research questions and three null hypotheses were employed for the study. Descriptive survey

research design was employed for the study. The study’s population consisted of all the twenty

five thousand, nine hundred and seventy six (25,976) tutors drawn from one thousand, nine

hundred and eight (1,908) secondary schools in Abia, Anambra, Ebonyi, Enugu and Imo States,

Nigeria. The study sampled two thousand, six hundred (2,600) tutors from one hundred and

thirteen (113) schools through stratified random and cluster sampling procedures. The instrument

to gather data was a well- structured questionnaire developed by the researcher titled: “School

tutor Training and Development on Tutors’ performance and Retention Questionnaire”. The

instrument was validated by three experts from the Faculty of Education, University of Nigeria,

Nsukka. Pearson Product Moment Correlation Co-efficient Statistics was used to obtain a

reliability index of 0.823. Data gathered were analyzed using mean, standard deviation and

Pearson product moment correlation. The finding of the study showed that implementation of

personnel policy of training and development enhance tutors’ work performance on the job and

also significantly contributed to tutor retention among secondary schools in South East, Nigeria.

Based on the finding, it was recommended among others that government across levels should

provide necessary environment for regular and periodic training and retraining of tutors for job

productivity and retention among others146.

Another study examined teachers’ degree of willingness to provide learning support for

students will social special needs by inventor and the participants to attend a disability awareness

seminars and workshop147. It adopted a quantitative quasi – experimental research design and it

was anchored in Albert Bandura’s Self – Efficacy Theory, that relates to how teachers’ view of
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their capabilities in handling students with spread needs affect their openness and willingness to

provide learning support for them. Results of the findings therefore imply a positive impact of

the disability seminar and workshop; the participants’ level of awareness and characteristics of

disabilities and degree of willingness to provide learning support for students with special needs

as they both household after attending a disability awareness seminar and workshop. The

positive impact was also evident in the significant difference found on the same variables

mentored before and after attending a disability seminar and workshop, which P-values of 0.001

No significant relationship was found between the level of awareness of signs and characteristics

of disabilities and the degree of willingness to provide learning support for the students with

special needs before attending the seminar and workshop. The reason r value implied weak

correlations, and the P-value is greater than the P – value of 0.05. Furthermore a significant

relationship was found among the variable after attending the disability awareness seminar and

workshop. The Pearson r value implied a strong correlation, and the p – value is less than the p –

value 0.05109147 .

Moreover, a related study determined the librarians attendance to conferences and

workshops as a correlated of job performance in University Libraries in the South-South

Nigeria148. It uses two research questions and two hypotheses were tested at 0.05 level of

significance. It adopted correlation survey method and the population of the study was 108

librarians. It adopted two sets of questionnaire titled: Librarians attendance to conferences and

workshops questionnaire (LACWO) and job performance questionnaire (JPO) were the instants

used to collect data. The reliability of the instruments was established using Cronbach Alpha

method to measure Librarian attendance to conferences and workshops resulted to the coefficient

of 0.697, 0.741 respectively while instrument for job performance resulted to 0.669. Pearson
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product moment Correlation (PPMC) (r) method to answer the research questions while t-test

analysis as used to test the null hypotheses. Result finding of the study revealed that there is a

positive but weak relationships between librarians attendance to conference and job performance

in university libraries in the South – South, Nigeria. The study therefore, recommended that a

library managers should spend resources in sponsor librarians perform so that librarians may not

end up been develop wrongly148.

In-addition, a study presents the Workshop –Seminar Demonstration class PD (WSDPD)

model addresses the factor of duration by shortening the hours of contact, (lengthening the total

span of time required and integrating elements such as active learning and follow-up to improve

teachers practical teaching methods149. With “Teaching for conceptual change” as the there and

Junior High School Science teachers as participants, the result of the findings show that WSD –

PD can serve teachers by generating willingness to improve teaching practices for and influence

teaching behaviours in them. Also the setting of different activities in the model is also

considered to play different and insensitive role in the program149.

A paper examined the importance of workshop for teachers to enhance the abilities of

classroom management and implementation for latest techniques, better understanding of

students learning needs and more productivity towards effective teaching process150. The study

adopt descriptive method and the population of the were-secondary school teachers of private

school in Kstsvhi with 100 teachers from 32 schools were selected as sample for data collection

by using questionnaire. However, the result findings revealed the essential importance of

workshop at school level as a growing need of effective teaching – learning process among

teachers and students. The study stressed that one of the major challenges of countless social and

economic issues is low-quality education system and that the major hindrance in learning skills is
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being taught by teachers’ who are not interested in the professional development programs.

Teacher training workshops are becoming one of the important sources to cope with continuous

changes occurring in teaching-learning process therefore. It should be a part of educative set-up

from school level. The study therefore, recommended that training workshop should be

conducted as per need of diverse aspect of teaching skills and practices, feed -back is essential

need to the fast changing demands of teaching learning process and to develop the model of

participation it among teachers for advancement at their work places. The student trained and

guided by the professionally equipped teacher would be in a better position to put their

knowledge and abilities into greater use for economic development and growth of the nation151.

A study examined the impact of seminars on students’ soft skills development, show that

conduction of senior is important and essential for the students who find different in

understanding more or less understanding on subject topics152. Seminar creates interest in

students understanding by means of better teaching aids compare to normal classroom chalk and

based/talk session. Thus, seminar plays vital role in business as well as in educational field to

group subject inside. Conducting a successful technical seminar requires careful preparation.

Seminar ML<QIT focuses on mandatory course of Technical Seminar for empowering students

and overall personality development152.

Another study examined the effect of implementing workshops for nurses to improve

their knowledge and skill about collaboration and their effect on their performance at Menoufia

University Hospital and National Liver Institute Research Design153. The study adopted a quasi-

experimental design to achieve the purpose of the current study. The population consists of

available lead nurse (IT) and simple random samples of staff nurses (154) working in selected

units. Also employed five instruments which include, collaboration scale, observational checklist
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for performance of staff nurse and observations checklist for performance of staff nurse and

observations checklist for performance of head nurse was used. The results showed that there

was positive effect of the workshops. However, the study concluded that there was a positive

effect of the workshops for head and staff nurses on their knowledge, skills regarding

collaboration and performance. Thus, the study recommended that future studies to investigate

the effect of nursing collaboration on other variables such as nurse turnover absenteeism and

productivity153.

Moreover, a study was carried out to evaluate the impact of training and development on

employee’s productivity, the identification of the relationship there and to suggest how business

organization can enhance the productivity of its workforce to meet challenges of 21st century154.

Thus, conceptual literature review approach was adopted which involves critically reviewing

articles, periodicals, books published in English language between the year 2000 to 2020 with

the view of synthesizing information on training and development on employee productivity

based on the analysis from existing studies. The study reveals that employees who are trained are

likely to be more skillful, competent and more proficient in performing their jobs than the

employee and organizational productivity. It is a process of continuous learning which provider’s

conducive environment for employee to gain various knowledge, skills (personal, technical and

professional) and keeping them on the right track towards the achievement of organizational

mission, vision and goals. It was concluded that training and development has a positive impact

on employee productivity and organization should lay emphasis on effective training and

development of its employee to increase their productivity and gain competitive edge over

competitors’ implication for future research may include moderators variables such as age, team

work, life style and level of education154.
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A similar study investigates the impact of training on employees performance in the

technology focused on academic institution. The study adopted a quantitative approach and the

cross- sectional survey was used to collect data from sample population of administrative

employees of Bahir Bar University, Ethopia who took training in 2019 by simple random

sampling 316 questionnaires were distributed and collected for the study. Data were analyzed

using both descriptive and inferential statistics. Results findings show that training design,

training needs assessment, delivery style and training evaluation has significant positive effect on

employees’ performances. Thus, the study recommended that human resources management

showed engage in increasing the addition question and quantitative of the training program and

properly apply the four phases of the systematic training processed to increase the performance

of administrative employees of Bahir Dar University, mostly the technology institution,

especially the technology institution155.

Another related study was carried out to explore the relationship between training and

development and employee performance to recommend strategies that can be used to improve

training and development of employee for better performance156. The study therefore designed

descriptive survey research where by primary data were collected from both the teaching and

non-teaching staff of federal polytechnic Nassarawa through the administration of questionnaire

where data were collated from the respondents as the study population, from which a simple

random sampling of 355 was derived and studied. The data gathered from the survey were first

of all subjected to various preliminary tests: Including Exploratory Factor Analysis (EFA) and

confirmatory factor Analysis (CFA) to ensure that there is a fit in the model and data. The data

were further analyzed using a structural equation modeling (SEMA) technique to test the effects

of the various network effects (download, speed, upload speed, packs transfer delays and packets
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loss rate) on the sustainability of the subscribers. The analysis was concluded in the analysis of

moment structures (AMOS) V.24 software and the statistical package for social sciences (SPSS)

v.25. The results of the research revealed that there were statistical effects training and

development on employee performance in Federal Polytechnic Nasarawa. The implications of

the findings are that the effects of different forms of training and development cannot be over

emphasized. The study therefore, recommended that academic institution of learning showed

emphasize different forms of training and development of their employee for effective and

efficient performance157.

A related study investigates the impact of staff training and development on their

productivity and performance in classroom teaching and in their administrative work as well as

on their overall product158. The data collected was through structure question of which 58

teachers were interviewed through the questionnaire. Statistical software (SPSS variable) was

used for analyzing the data. The study were therefore, concluded that there exist positive and

strong relations between training and development and productivity of the teachers of Kurdistan.

The study of further concluded strong positive correlation between productivity and other

independent factors like skills, Expertise Morale, Enhancement, Potential, Job knowledge and

proficiency158.

A study was carried out on Teacher Training Programmess as Predictors of Teachers Job

Satisfaction and Performance in Oyo State, Nigeria159. Teacher training programmes examined in

the study includes: regular course, workshops, seminars and academic conferences. Descriptive

survey research was used. The population of the study comprised all Private and private

secondary school teachers in Oyo State. Cluster purposive and simple random sampling

techniques were employed to select a total of 1,800 teachers on whom questionnaire was
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administered, while 1,500 copies of the questionnaire distributed were retrieved and found

suitable for analysis. The research instrument used for data collection in the study was Teacher

job satisfaction and performance (TJSP). Three research questions and six hypotheses were

answered. Data collected were analysed using descriptive statistics for the research questions

while MANOVA, multiple Regression Analysis (ANOVA) and t-test were used for the

hypotheses. The result revealed that the level of teachers job satisfaction was lower than the level

of teacher job performance with the overall weighted average of 2.380 and 2.702 respectively.

Also, there was a significant combined influence of teacher training programmes on teacher job

satisfaction and performance. The study concluded that teachers in Oyo state rarely participated

in teacher training programmes especially, in-service training. On the basis of the findings of the

study, it was recommended that in-service training for teachers should be given priority by the

secondary school management board. Also, government should make adequate provisions for

teacher training programmes in its budget, while proper follow-up and feedback should be

provided159.

Another study was carried out on “Barriers to the use of ICT in the teaching health

education among teachers in Ilorin-South Local Government Kwara State, Nigeria160. The study

examined the barriers to using ICT in the teaching of Health Education in Secondary Schools in

Ilorin South Local Government Area, Kwara State. The Objective of the study was to examine

accessibility to internet network services, ICT training and allotted time as barriers to the use of

ICT in teaching Health Eduation. A descriptive research design survey type was used. A total of

two hundred and forty four (244) teachers were used for the study. A research structured,

validated and pilot tested questionnaire was used for data collection. Findings according to the

study revealed that: majority (87.7%) of the respondents do not have stable internet service in
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their work place. Eighty-four (84.0%) of the respondents had the knowledge and needed ICT

skills in teaching of Health Education, while 79.51% of the respondents disagreed that there is no

adequate time allotted to Health Education on the school time table. It was concluded that ICT

facilities are not adequate in most of the schools in the study area and teachers have to use their

meagre salary to purchase data needed for internet activities. The study recommended that the

Ministry of Education should carry out continuous training in the form of workshops and

seminars to assist teachers in gaining more knowledge and competence on use of ICT160.

Another study was carried out on “Staff Development and Organization performance in

Colleges of Education in South-South, Nigeria161. The study centers on one of the leading

challenges in organizational managements (Colleges of Education inclusive) which has been

poor implementation of the effective staff development and training programmess meant to

enhance the performance of staff. In the light of the above, this study investigated the influence

of staff development (on-the-job training, staff qualification and staff conference attendance) on

the organizational performance in the Colleges of Education in South-South, Nigeria. In carrying

out the study, the designed adopted was correlation research design. The study used stratified

sampling technique to select six (6) Colleges of Education (3 Federal and 3 States) which are

located in six states (Akwa-Ibom, Bayelsa, Cross Rivers, Delta, Edo and Rivers). Also fifty (50)

staffers (Academic and non-Academic) each were randomly selected from the six (6)

respondents. The data collected through self-designed questionnaire titled in staff Development

and organization performance questionnaire’ were analysed using chi-square. All the hypotheses

were tested at -0.05 level of significance. The results from the analysis revealed that there is

significant correlation between staff development and organizational performance. That is there

is significant correlation between on-the-job training and organizational performance
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(47.99>16.151) staff qualification and organization performance (42.38>5.226) and staff

conference attendance and organizational performance (34.68>5.22). It was therefore concluded

according to the research study that training and development play crucial role in the growth and

success of any organization. Based on the findings and conclusion, it was recommended that

Colleges should develop appropriate staff development policy that will equip the staff with the

right kind of skills, knowledge and abilities to perform their assigned tasks effectively161.

A similar study investigates on staff training and employee performance perspective of

the workplace162. It is of the view that wherever the issue of poor employee performance arises,

the question of the provision of staff training takes caters stage staff training is seen as the

principal driving force and central to effective and efficient job performance. The quest to

achieve high performance at the workplace has always been derailed by an acute lack of skills.

Despite the plethora of studies of staff training and employee performance in different sectors,

the literature has not yet explored the relationship between the two variables in the transport

sector, particularly in the South African context. Thus, the relationship between staff training and

employee performance has been engulfed in and apprehended by complexities, mistrust and

misunderstandings. It is through thus premises that the paper seeks to evaluate the influence of

staff training on employee performance in the transport sector. The study adopted an exploratory

research design and tapped into a quantitative research approach. Using the purposive sampling

technique, a sample of 15 respondents, comprises of skill development representatives of

organizations operating in the transport sector in Durban, were interviewed. Unstructured

interview was used to collect data for the respondents. The key findings revealed that staff

training has a positive influence on employee162.
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A related study assessed the levels of professional learning community (PLC) among

faculty members and their relationship to the organizational performance (OP) of Private higher

education institutions (HEI)163. The study therefore adopted mixed research design and it was

conducted in different campuses of a Private higher education institution in region 02 Philippines.

This, the study employed random-proportional sampling. The CEOS and the College dreams of

different campuses are the study participate of this study. In determining the frequency court

rank, percentage and mean, descriptive statistical was used to analyzed the respondents. Profile

and their level of Plc. Analysis of variance was utilized in assessing the difference of Plc and OP.

611 analyses were tested at 0.05 level of significance using IBM SPSS. However, the study

utilized sequential explanatory design to analyze the factors explaining the quantitative result of

the study through interview with the CEOs and select dreams of various colleges in the

campuses163.

In another related study which examined the implementation of the Professional Learning

Communities in Basic and posts- basic schools in musical, Oman164. The research was conducted

in five schools and the schools were chosen to study the current implementation of PLCS, their

impact on teachers’ professional development and the obstacles that hinder teachers from

implementing their activities. The study adopted qualitative method and the result showed that

their implementation is work. The implementation of PLCS is highly supported by schools

principals and is believed to have a great impact on teachers’ performance. Thus, the study

recommends that Ministry of Education officials showed consider removing these obstacles to

help teachers implements PLCS effectively inside their schools. Improve their performance and

license their students’ achievements164.
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A related study assessed the contribution of Professional Learning Community (PLC) to

teachers’ work place learning and career development165. The study adopted descriptive statistics

and inference to collect data through questionnaire on 246 teachers and was analyzed through

SPSS programmes. The result of the findings revealed that the level of PLC was moderate

among the teachers. This the result of the study revealed that there is a moderate and positive

correlation between PLC and the two dependent variables; i.e. the work place learning and career

development. The study therefore, concluded that the PLC practice were improve the teachers’

way to acquire best teaching and learning practices and which would enhance their self –

professionalism level, which can be useful for their knowledge and professional development165.

2.3.2 Studies on Workload and Word Behaviour of Private Secondary School Teachers in

Oyo State

A study was carried out on class size indices as predictors of teachers’ performance in

Private and private secondary schools in Ibadan metropolis, Oyo State Nigeria166. The study

focused on teachers’ workload with respect to class size. Indices as predictors of teachers’ job

performance in private and Private and private secondary schools in Ibadan metropolis, Oyo

State of Nigeria. Descriptive survey research design was used and it was questionnaire based.

The population of the study comprised Private and private secondary school teachers in Ibadan

metropolis, Oyo State of Nigeria. Multi-stage cluster purposive and simple random sampling

techniques were used to select, 1,320 teachers (male and female) from the selected Private and

private secondary schools for the study. Two research questions were raised while two

hypotheses were formulated. The data collected for the study were analysed and t-test. All the

hypotheses were tested at 5% level of significance. Among others, the study revealed that class

size has significant combined influence on teachers’ job performance in both Private and private
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secondary schools in Ibadan metropolis of Oyo State, Nigeria. As a result of the findings, it was

recommended that more classroom blocks should be constructed in many Private schools and

some private schools to ensure moderate class size in Ibadan metropolis166.

Another research study examines the effect of workload and non-physical work

environment on the performance of employees of the Directorate General Training and

Productivity Development of the monitory of Manpower of the population of Indonesia (Ditjan

Bina Latitas)167. Work fatigue is described as a mediating variable. The study was a quantitative

approach using saturated sample technique to 85 employees in the sector. A questionnaire was

used for data collection and the data was analyzed using path analysis with the Structural

Equation Modeling (SEMA). It was suggested that practicing this paper would provide

information about the relationship of workload, non-physical work environment, work fatigue

and employee performance at the Directorate General of Training and Productivity of the

Ministry of Manpower of the Private of Indonesia1167.

In another study carried out to assess how work environment affects employees”

performance at Federal Polytechnic Ekowe168. A survey of 450 staff of the institution including

senior and junior members, using questionnaire to collect data was carried out. The results of the

findings revealed that the organization’s environment affects its member, and solving identified

problems could boost employee performance. These problems include employee performance

feedback, job aid and physical work environment. This, the study suggested that the organization

should hold regular meeting for employees to discuss covers with management which could

motivate them. Management should also try as much as possible to build a work environment

that attaches retain and motivate its employees so as to enable them to wok comfortable and

thereby increase organization productivity168.
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Another study examined workers impression about their workplace environment and

provides a better understanding to the managers about improvement169. Industry level emphasis

on these factors that can improve workers performance standards and production quality.

Previous work performance studies are not focused on hygiene and sanitation facility but due to

the corona pandemic situation concern has been raised. Thus, the study examine the relationship

of these factors with gender and work experience of these factors with gender and work

experience of the workers. Thus, the variation in each group has provided an understanding of

the basic demand of each type of worker170.

Also a research assessed the work environment and workers’ productivity in Rivers State

Civil Service McGregor X and Y Theories were employed at the theoretical framework171. The

study adopted survey research design carryout the study, while primary and secondary data were

collected analyzed with the use of tables and Pearson product Moment correlation coefficient. A

self administered questionnaire distributed for five hundred and civil servants from the selected

ministries in Rivers State Civil Servants, Ministry of Agriculture, Environment, Youth

Development, Education, Establishment and their responses were analyzed to test the validity of

the hypotheses formulated. The results of the findings show that the work environment has a

great impact on workers’ productivity in Rivers State Civil service. The study therefore

recommended that the management of the Rulers State Civil service should try and much as

possible amongst others that the management of the Rivers State Civil service should try as

much as possible to provide a conducive work environment that can increase worker’s

productivity171.

Moreover, a related literature assesses the impact of variables such as work environment

and work pressure on the performance of PT employees. Sinar Tehr Jaya Lampy NG172. The
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population of the study consisted of 100 employees using purposive sampling technique

sampling. Liket multiple regression was employed. However, the findings of the research

revealed that the work environment and work pressure have a significant influence on the

performance of PT employees. PT Sinar Tehr Jaye Lapung partially simultaneously, the work

environment variables and work pressure together have a significant influence on the

performance of PT employees Sinar Tehr Jaya Lampy partially. Also, the work environment

variables and work pressure together have a significant effect and contribute 77.2% of the

relationship between the variables studied by the researcher172.

A research study examines the impact of work environment on academic staff

performance in tertiary institutions in Nigeria173. A secondary data was systematically collected

from both point and on like Privateations. The findings research that het work environment of

tertiary institutions affects academic staff job performance. Therefore, the paper concluded that a

good and conducive working environment enhances the job performance of Academic Staff in

tertiary institutions. The paper therefore, suggested that the government and relevant

stakeholders in the management of tertiary institutions in Nigeria should ensure that a conducive

work environment should be provided in all tertiary institutions across the nation173.

A similar study examines the effect of indoor physical work environment on the

employees’ performance, a case study of Deger Auiation Industry (DAU)174. The study adopts

descriptive research design and quantitative research approach was used and sample of 100

employee’s, with 35 from DAVi staff and 65 from DAVi factory. The data was collected through

questionnaires and it was analyzed through statistical package for social science (SPSS) software

and information was presented through tables, bar charts and pie charts. The results of the

findings revealed that all independent variables have a positive and significant impact on
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employee’s performance in DAVi. It was suggested that the study will help the management to

look into the problems to improve on its environment and the increase employee’s

performance175.

Another study assesses the influence of human relations and the physical environment on

employee performance through work ethos176. The study is quantitative in nature and with

explanatory research and a saturated sampling technique. The study employed primary data

through questionnaire distributed to 70 respondents from the Tourism office of Batu city, East

Java indenesia, in 2022. Both the validity and reliability of the study were tested using smart Pls.

the results indicates that human relations significantly affect employee performance. It was

revealed that work ethos has positive effect on employee performance. Also work ethos mediates

human relations and physical work environment on employee performance. Thus, the research

implies that it can improve the performance of the Batu City Tourism office, East Java Indonesia,

by enhancing their work environment, and employees can respect each other176.

Moreover, a study investigates the influence of physical work environment on the

research productivity of Liberians in universities in South Western Nigeria177. A survey

population of 312 Liberians from university Libraries in the region was sampled. Thus, the result

revealed that the librarians’ research productivity was significantly influenced by their

surroundings at work. Thus, the study recommends continued efforts to Nigerians and improves

that het fitness of Liberians workplaces177.

Another research study carried out to examine the influence of Work Environment and

Work Discipline on Employee performance with motivation as interviewing variable of PT

Hutama Kenya infrastruktur Binjai – Brandan zone iv178. The study adopt causal associative 70

employees of PT. Hutams Kenya infrastuktur who works at the Binjai – Branden Zone IV branch
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office which has staff and non-managerial positions, both permanent and contracts employees

are the sample population of the study, using saturated sample method. Primary data was used

for data collection through observation and interviews through the distributed questionnaires.

The data was analysed through structural questionnaires. The data was analyzed through

structural equation analysis (SEM) using PLS (partial least squares) statistical tool software. The

result therefore, indicates that Work Discipline had a positive and significant effect on Employee

Performance. Work Discipline does not have a positive and significant effect on Employee

Performance – Work Environment has a positive and significant effect on Work Motivation.

Work Motivation on the other hand, has a positive and significant effect on Employee

performance. Work disciple has no effect and is not significant on employee performance

through work motivation. The work environment influence and significantly affects employee

performance through work motvvation178.

A research study examines now incentives affect workers productivity and also assess the

relationship between incentives and productivity, as well as the impact that various incentives

and productivity, as well as the impact that various incentives have on productivity outcomes179.

It also explores now crucial incentives are for boosting employee motive and increasing

productivity in business. Incentives can be in various informs including, cash, payments, bonuses,

accolades and non-cash, benefits. The type and form of incentives, work happiness, motivation,

and job design are only a few examples of the variables that influence the relationship between

incentives and productivity. Employees should view incentives programmess as far and equitable

and they should be routinely reviewed and altered based on feedbacks and performance statistics.

Effective incentive programmess should also be in line with organizational goals. According to

the past studies incentives have a favorable effect on worker productivity across a range of
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sectors and situations. In general, incentives have a substantial impact on employee productivity

and organizational performance. To maximize the impact of incentives, organizations should

properly plan and manage their incentive programmess179.

A similar study also examined the industry and geographic nature of incentive – induced

employee productivity spillovers to inform managerial decision – making on intrinsic and

extrinsic motivator of employee productivity in the workplace180. For this study, it was important

to indicate whether incentive – induced employee productivity spillover differ between industries

and geographic areas by taking into consideration form – size, firm- profitability, different

incentive schemes, trade union presence, employee age and skill levels. the study employed fixed

–effect panel data estimations were computed to predict incentive – induced employee

productivity spill – over effects based on secondary firm – based data sets. The results of the

findings reveal that incentive scheme- induced employee productivity spillover effects were

generally similar for all the different industry and geographical areas. The spillovers increased

with greater firm, higher profitability levels, introduction of greater levels of monetary- based

incentive schemes (especially for employee segments) and allocation of incentive schemes to the

middle-ages employee grouping (35 years – 55 years) as well as higher skilled employees. Thus,

the effective introduction of incentive schemes in the workplace is an important mechanism for

creating positive employee productivity spillover effects and it is generally common all firms

irrespective of the industry or geographic area180.

Another study as carried out to assess the motivation of workers performance and ways

to improve the reward system in an organization181. The study used both primary and secondary

techniques for data collection. The primary source adopted questionnaire and face to face

interview to collect information from the respondents while the secondary collect data through
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the text books, Journals, Magazine, Newspaper etc. Simple percentage method was used for the

analysis of the data while chi-square and co-efficient of contingency was used to analyze the data

collected in the course of the research. The study revealed that reward system contributes to the

effectiveness and efficiency of business organization by motivating the workers. Thus, the study

recommended that organization should employed well trained personal in addition; workers

should be properly trained among others181.

A study carried out to examined the relationship between supervisor support and

employee performance and the mediating effects of work life balance (WLB), job and life

satisfaction and organizational commitment in a sample of 305 financial- sector employees in

Sydney Australia182. The result shows that supervisor support is positively elected to employee

performance WLB, job and life satisfaction, and organizational commitment are positively

linked to employee performance. The findings indicate a significant mediation between

supervisor support and employee performance only through WLB and organizational

commitment; implications for theory and practical are discussed182.

A similar study was carried out to develop and test an integrated model of supervisor

supports and employee task performance with sequential mediation of reliance, disclosure and

felt an obligation183. The data was collected through self-administer questionnaires from Private

sector organizations employees. 228 samples were collected using purposive sampling

techniques. SEMA was employed for testing the sequential mediation. Therefore, the results

revealed that the supervisor support has a significant impact on employee task performance. This,

reliance and feet obligation also playing a positive sequential mediation role in the said

relationship while the second path disclosure and felt obligation also shows the supporting

sequential path183.
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Another study investigates the impact of work place setting and supervisor on staff

performance in Nigerian with reference to the banking industry184. Thus, Nigerian banking

industry was taken as the case study with the sample of 51% employees drawn across the

selected banks. However, a survey research design and systematic literature review were

employed to achieve the study objectives and later used moos’ validated scale on work

environment and nowadays validated scale can commitment scale after necessary modification to

collect the required data from the respondents. The finding of the study therefore indicate that

office furniture, validation, light, Athletic design/structure, supervisor support, co-workers

relations positively and significantly affect staff productivity and that the supervision sights, such

as open communication employee participation in organization performance and monitoring

creativity has great effect on bank employee productivity. Therefore the study concluded that

the Nigerian banks must focus on work place settings and respond to employees

office/environment and supervision as it has significant effect on employee to perform the job

assigned to the efficiently and effectively that will eventually lead to productivity184.

A research study examines what antecedents of engagement drive TVET College

lecturers to be engaged with the outcomes of an organization, in order to identify further

strategies that organizations can implement to improve engagement185. However, the study was

part of a larger interdisciplinary research project in which a cross-sectional design with a survey

data –collection technique was used. The study considered five variables and with six (6)

hypotheses. Thus, the results indicate that supervisor support, performance feedback and

adequate workload are important for job engagement among lecturers within the TVET sector,

while performance feedback and adequate workload are both important for organization

engagement. Thus, the study recommends that involvement of top management in the creation of
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strategies interventions that may enable more lecturers to be more productivity engaged with

their job and organization185.

A similar study investigates the impact of supervisory support through their cultural traits

see their employees reciprocating through positive outcomes186. The study examined the impact

of supervisory support on employee engagement in Ghana’s telecommunication sector and the

moderating effect of supportive organization culture on the relationship. The study adopted

descriptive research design, with a sample of three hundred and fifty-three (353) employees was

drawn randomly from a top selected telecommunication company in the ACCRA Metropolis of

Ghana. Thus, the information collated were analyzed using statistical package for social sciences

(SPSS version 26) and partial least square based on structural Equation Modeling (SEM). The

result of the findings shows that supervisory support significantly influences employee

engagement and sub statically moderates the relationship between supervisory support and

employee engagement. The study therefore suggested that supervisions should emphasize or

measure such as a robust feedback system, training of supervisors and enhancing employees’

freedom to operate within the organization, which increase employee engagement and

optimizing the organization’s competitive advantages186.

Another study explored how leader’s support and communication increase subordinates’

engagement and performance by applying social exchange theory (SET)187. The study adopt

Dyadic data of 249 full-time (middle level) employees and their data were collected from the

Indian automobile sector through a survey, after achieving the goodness-of-fit indices the

hypothesized framework was analyzed. The study revealed that employees who perceived

support from their leaders were engaged which consequently adds to their performance. Thus,

the results of moderation analysis highlighted that internal communication is a crucial factor in
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engagement. However, by measuring employee engagement across the three domains, the study

adds to the business communication literature and calls attention to human resource professionals

to update the organization policies to enable managers to engage their sub dominants for better

performance. Organizational development specialist can improve internal communication which

further enhances the relationship between leaders’ support and engagement. Thus the study

contributes to understanding of engagement performance across and as an outcome of

leadership187.

A study was carried out to assess the influence of perceived supervisor on organization

performance at Kokamage society and government188. The study was enclaves in the resource-

based view (RBV). It was hypothesized that there is a relationship between the perceived

supervisor support and organization performance. A descriptive research design was applied.

The target population was 332 employees of all degrees of the board and supervisory unit. The

study employed purposive examining to concentrate on specific question of a populace that are

of enthusiasm under examination of pilot test was conducted and directed on 10 employees to

gauge the quality of the instruments. The data was analyzed and employed statistical package for

social scientist (SPSS) Programming. Also, to test the quality and legitimacy a pilot study was

adopted and Cronbach’s Coefficient alpha was used to test the consistency. Thus, the study uses

a relapse model to show the connection between factors. The results finding show that, there is a

positive relationship between supervisor support and organization performance. The study

therefore concludes that high quality perceived manager and which includes supervisor

encouraging on desirable overall performance. Thus recommended that Kakamager country can

enhance its organization performance by improving its organization performance by improving

its policies regarding supervisor – subordinate staff relationship188.
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Research was undertaken to find out the effect of teacher professional competence and

learning facility on students learning motivation189. The research method used by the researcher

is the survey method. One hundred and seventy-four respondents were sampled and standardized

instruments were used for data collection. Results revealed that teacher professional competence

and learning facility had positive and significant effect on students’ learning motivation both

partially and simultaneously. Therefore, to increase the students’ learning motivation, the teacher

professional competence and learning facility should be increased,. It was therefore

recommended that teachers should master the learning material and improve the attractive

learning method or media to increase students learning motivation; teachers should create

pleasant learning atmosphere so the learning process can run effectively; and students should

increase their reading so they can utilize their own ability and not depend on other’s opinion189.

A closely related study was done to ascertain the relationship between teachers’

professional and pedagogic competences in media literacy with students’ motivation to learn

Economics during the Covid-19 pandemic190. Correlational research design was employed. The

research sample consisted of two hundred and sixty nine (269) students at State High School 1

Ngaglik, Sleman Regency; Special Province of Yogyakarta, Indonesia selected using purposeful

sampling technique. Data was collected through a questionnaire. Data were analyzed using

Spearman rank correlation. Results showed that there is a relationship between students’

perception of teachers’ professional competence in media literacy with students’ motivation to

learn Economics; and there is a relationship between students’ perception of teachers’ pedagogic

competence in media literacy with students’ motivation to learn Economics. It was

recommended that teachers who have professional and pedagogic competence should be

employed190.
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An identical study was examined on the influence of teacher’s competence on students’

learning in some selected secondary schools in Buea Municipality191. Four research questions

were formulated to guide the study. The study adopted a survey research design. The target

population of the study consisted of five thousand, nine hundred and ninety two (5,992) students,

drawn from six secondary schools that where selected using stratified sampling technique. The

accessible population consisted of seven hundred and three (703) form four students drawn from

the six schools. The sample size was made up of three hundred (300) students using simple

random sampling technique. A closed ended four-point Likert scale questionnaire was used for

data collection. The data collected were analysed using Pearson product moment correlation

coefficient. The findings revealed that there exists a significant positive relationship between

teachers professional, pedagogic, socio-emotional, personality competence and students’

learning in secondary schools in Buea Municipality. It was recommended that teachers should

partake in seminars/workshops if possible, because this will improve their teaching competence;

educational administrators should equip the regional pedagogic inspectors with sufficient

pedagogic didactic materials that they can use to train or carry out in-service training for the

teachers doing seminars/workshops; principals should encourage mentor-mentee relationship

among teachers of the same department, because this will help train the novice teachers on all the

aspects of competence and this will intend booze their self-esteem; and decision-makers should

recruit more trained teachers so as to reduce teacher-student ratio. This is very important because,

teacher professional competence can only be effective in a classroom that meets international

standard of teacher-student ratio191.

Similar research was carried out to ascertain the influence of teachers’ professional

competence in social subject192. Survey method was used to carry out the research. Study
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population comprised of one hundred and fourteen (114) students while sample consisted of

eighty - two (82) respondents. The techniques of collecting data in this research used interview,

questionnaire, documentation, and test. Results revealed a significant influence of teachers’

professional competence in social subject towards students learning achievement at MIN 1

Banyumas. It was recommended that since teachers’ professional competence has an important

role to play in students’ achievements, there is need for a great deal of attention to be given to

it192.

A similar study was implemented on the relationship between teachers’ professional

skills and students’ achievement in English at BA Level193. Population of the study comprised of

students of Government Degree Colleges affiliated with University of the Punjab. Twenty

percent of colleges were selected as sample of the study using random sampling technique.

Research design was correlational. Students’ Questionnaire for Teachers’ Professional Skills

(SQTPS) was used to collect data. Data analysis was done using descriptive and inferential

statistics. Results showed a significant relationship between teachers’ professional skills and

students’ achievements in English at BA levels. There was also a weak positive significant

relationship between teachers’ professional skills in assessment and student achievement in

English at BA level. It also found that on the basis of gender, there is no difference in the

teachers’ professional skills and students’ achievements. Lastly, the teachers prefer to assess the

students individually relying on oral questioning for the comprehension of the students. It was

recommended that for the better students’ achievement in English, there is need for teachers to

better their professional skills in area of assessment193.

A similar study was examined on the relationship among teacher’s competences,

students’ learning motivation, and students’ English proficiency at Junior High Schools in
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OKUT194. The samples consisted of thirty teachers and nine hundred and eighteen students. Data

were collected through documentation (teachers’ competence test result and students’ English

proficiency test result) and questionnaire (students’ learning English motivation). Results

showed that there is a significant correlation between the English teachers’ competence and the

English proficiency of students; a positive significant correlation between students’ motivation in

learning English and their English proficiency achievement; a positive significant correlation

between teachers’ competence and students’ motivation in learning English; significant

correlation between teachers’ competence and students’ learning English motivation and English

proficiency. It was recommended that attention should be paid to teachers’ competence when it

comes to English language proficiency and students’ motivation in learning the subject194.

Another closely similar work carried out on the effect of teachers’ professional

competence on students’ academic achievement in History in secondary schools in Arusha

District Council, Tanzania195. Convergent parallel mixed method design in which descriptive

survey design and correlation research designs were used. Target population included one

thousand and eighty (1,080) form five and six history students in Private secondary schools in

Arusha District Council. Stratified random sampling technique was used to sample two hundred

and sixteen (216) students. Findings showed that the rate of teacher’s professional competency

among secondary schools in Arusha District Council is low; students’ academic performance in

history is dismal; and there is a significant relationship between teacher’s professional

competency and students’ academic achievement in history in secondary schools in Arusha

District Council, Tanzania. It was concluded that teachers in Private secondary schools in Arusha

District Council, Tanzania only use question and answer method, problem solving and

demonstrations to assess students. It was recommended that the Ministry of Education should
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consider introducing incentivized in-service training courses for teachers in higher learning

institutions195.

An identical study was carried out to determine the relationship between teachers’

competence in areas of instruction, research and extension and students’ math performance and

its predictors as basis to improve Mathematics instruction196. It made use of a descriptive

correlational approach with eight mathematics teacher respondents and one hundred and fifty one

(151) students major in Mathematics in the College of Education for the SY 2016-2017.

Questionnaire was used to gather the data while Pearson r and regression analysis were used to

determine relationship and predictors. The teachers are highly competent in instruction but are

competent in research and in extension. Mathematics majors have very good performance in

Mathematics and they are best in Linear Algebra and Technology in Mathematics. The

instruction, research and extension competence of teachers are not significantly correlated with

the students’ Mathematics performance. The competence in instruction, research and extension

are not predictors of the performance in Mathematics. It was concluded that the competence of

the teacher in instruction, research and extension may not necessarily determine the Mathematics

performance of students. It was however recommended that teachers should still retain high level

of competence in the above areas because they could still impart students’ mathematics

performance196.

Another identical study was carried out to investigate the influence of teacher’s

competence on students’ interest in science in secondary schools in Fako division197. The

objectives of the study were to find out how teachers’ mastery of subject matter to be taught

affects students’ interest in science and the relationship between teacher’s training and Teacher

professional competence in relation to learners’ interest in science. All form six students and
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their teachers in Private, confessional and lay private schools were used. A structured

questionnaire was used for data collection. The sample consisted of three hundred and forty one

(341) respondents selected using simple random and purposive sampling techniques. Data

collected was analyzed using the Pearson Product Moment Correlation analysis with the help of

the Statistical Package for Social Sciences (SPSS). Findings suggest that teachers’ mastery of

subject matter significantly affects students’ interest in science; there is a significant relationship

between teacher’s training, teacher’s competence and students’ interest. It was recommended

that teachers’ education programmess should lay emphasis on the mastery of content to be taught;

teacher education should focus attention on learner interest as an important aspect of teacher

professional competence; and people with academic qualifications should mandatorily go

through teacher education courses that will equip them with pedagogical skills197.

A closely related study was investigated to determine the influence of teacher's pedagogic

competence on student learning motivation198. The study was a quantitative research that shows a

causal relationship. The sample of the research comprised of sixty four (64) students. Data were

collected using observation, questionnaires and documentation. Data collected were subjected to

descriptive statistics analysis by using percentage, mean, and standard deviation and inferential

statistics such as normality test, simple linear regression analysis, and Pearson product-moment

correlation analysis. The results showed that the teacher's pedagogic competence is in a very

good category; and that there is a significant correlation between teacher's pedagogic

competences with student motivation. It can be seen from the increase of student learning

motivation in the learning process, learning motivation is obviously needed by a student to

always be eager in terms of teaching and learning process198.
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A closely similar study was also carried out on the relationship between managerial roles

of principal and teacher job performance in Ekiti state secondary schools199. This study made use

of descriptive research of the survey type to carry out its research. The participants in this study

included all nine thousand, five hundred and thirty eight (9,538) Private secondary school

teachers in Ekiti State as well as all two hundred and five (205) principals working in the state's

Private secondary schools. A multistage sampling procedure was used to choose the participants

for the study, and the resulting sample included forty (40) principals and four hundred (400)

instructors. Questionnaires titled – “Managerial Roles of Principal Questionnaire (MRPQ)” and

the “Teacher Job Performance Questionnaire (TJPQ)” were used for data collection. The

questionnaires were subjected to face and content validity. The data was collected and analysed

descriptively and inferentially at 0.05 level of significance. The findings revealed that there is

significant relationship between motivational role and teacher job performance; significant

relationship between communication role and teacher job performance; and significant

relationship between supervision role and teacher job performance. It was concluded that the

managerial roles of principals like motivational role, communication role and supervision role

have impact on teachers’ job performance. It was recommended among others that principals

should implement incentive programs or recognition systems to acknowledge outstanding

performance, encourage two-way communication by seeking input from teachers on decision-

making processes and involving them in relevant discussions199.

A closely similar study was undertaken to investigate administrative variables of

principals’ and job performance in Private secondary schools in Anambra and Delta States,

Nigeria200. Four research questions were raised and answered, while three null hypotheses were

formulated and tested to guide the study. Ex-post facto design was employed to carry out the
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study. The population of the study was seven hundred and three (703) principals in Anambra and

Delta States. This population was two hundred and fifty four (254) principals in Anambra State

and four hundred and forty nine (449) principals in Delta State Private secondary schools. A

sample of four hundred and twenty-one (421) principals representing 60% of the target

population was sampled using stratified random sampling technique. The instrument utilized for

collection of data was a questionnaire titled - “Administrative Variables on Job Performance of

Principals Questionnaire (AVJPPQ)”. Validity of the instrument was established through

judgement of experts and Split Half method was used to establish the reliability. The sets of

scores were correlated with Pearson Product Correlational Coefficient (r) test was utilized to

score the instrument. The overall reliability coefficient of 0.873 was established. Three hundred

and fifty-two (352) copies of the instrument administered were returned (one hundred and thirty

three for Anambra State and two hundred and nineteen for Delta State). The research questions

were answered with mean rating and standard Deviation while z test was utilized to test the null

hypotheses at 0.05 level of significance. Items on the instrument were scored based on the four

points scoring scale. Findings in the study signified that level of performance of principals in

Anambra and Delta States on influence of administrative variables was low, the administrative

variable such as funding, security of school environment and school monitoring influence the

performance of principals in Anambra and Delta States positively as the ratings of the principals

were higher than the criterion level of acceptance. There was no significant difference on the

influence of funding, security of school environment and school monitoring of administrative

variables of principals and job performance in Private secondary schools in Anambra and Delta

States. It concluded that administrative variables such as funding, security of school environment,

and school monitoring influence positively on job performance of principals in Anambra and
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Delta States. It was recommended among others in the study that fund should be provided by

government to enhance school administration200.

Another closely identical study was undertaken to ascertain principals’ application of

administrative strategies for enhancing teachers’ job performance in secondary schools in

Anambra State201. The study was guided by five research questions and five hypotheses which

were tested at 0.05 level of significance. Descriptive survey research design was adopted for the

study159. The population of the study comprised six thousand, six hundred and fifty four (6,654)

respondents made up of two hundred and fifty eight (258) principals and six thousand, three

hundred and ninety six (6,396) teachers in the two hundred and fifty eight (258) Private

secondary schools in Anambra State. Proportionate sampling technique was used to sample

seven hundred and eight (708) respondents which consisted of thirty nine (39) principals and six

hundred and sixty nine (669) teachers. The researcher-developed instrument titled – “Principals’

Application of Administrative Strategies Questionnaire (PAASQ)” was used for data collection.

Mean and standard deviation were used to analyse the research questions, while t-test was used

to test the null hypotheses. The findings of the study revealed among others that the monitoring

strategies applied by principals for enhancing teachers’ job performance in secondary schools in

Anambra State include; observing teachers’ classroom instructional delivery, inspecting of

teachers’ lesson plans and notes, observing teachers’ attendance of school assemblies and

checking of teachers’ coverage of scheme of work. Based on the findings, it was recommended

among others that State Post Primary school Service Commission should encourage and support

principals to participate in international conferences in order to acquaint themselves with

knowledge of participatory decision making strategies in the school system outside the shores of

Nigeria201.
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An investigation was carried out on principals’ management strategies for effective

teachers’ performance in Private senior secondary schools in Anambra State202. A descriptive

research design was adopted and the population of the study comprised of three thousand, three

hundred and ninety five (3,395) teachers in Private senior secondary schools in the six education

zones identified in Anambra State. From the population, a sample of two hundred and sixty three

(263) respondents was randomly drawn from Onitsha and Awka education zones based on

simple random sampling by balloting. The instrument for data collection was a researcher-

designed questionnaire titled - “Principals’ Management Strategies for Teachers’ Performance in

Secondary Schools Questionnaire (PMSTPSSQ).” The instrument was validated by experts and

the reliability coefficient of 0.887 was determined using the Cronbach’s Alpha. Mean and

standard deviation was used to answer the research questions while z-test statistics were used to

test the null hypotheses at 0.05 level of significance. Findings revealed that principals’

motivational, supervisory, staff training and development strategies influenced teachers’

performance in Private senior secondary schools in Anambra State. The study concluded that the

principals’ management strategies discussed have significantly contributed to teachers’ job

performance in the administration of Private secondary schools in Anambra State. It was

therefore recommended that motivation is an integral part of teachers’ job performance as such,

principals should employ motivational strategies that will meet the needs of teachers to improve

their job performance; and principals of Private secondary schools should adopt appropriate

supervisory techniques to continuously ensure effective administrative performance202.

Another similar investigation was undertaken to assess principals’ management practices

for quality assurance in secondary schools in Anambra State203. Two research questions guided

the study and two hypotheses were tested. Descriptive survey research design was adopted for
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the study. The population of the study comprised of all the two hundred and fifty seven (257)

Private secondary school principals in Anambra State. All the population were selected as

sample size for the study because of the relatively small size of the population of the study. A

21-item questionnaire titled - Assessment of Principals’ Resource Management Practices for

Quality Assurance Questionnaire (APRMPQAQ)’ was the instrument for data collection. The

instrument was subjected to face validation by three experts from Faculty of Education, Nnamdi

Azikiwe University. Cronbach-alpha method was used to ascertain the reliability of the

instrument. The overall coefficient of 0.884 was obtained. Mean was used to answer the research

questions, while Z-test was used to test the null hypotheses at 0.05 level of significance. The

findings of the study, among others revealed that principals’ human and material resources

management for quality assurance in secondary schools in Anambra State was low. It also

revealed that there was no significant difference in the mean ratings of male and female

principals on the extent of their human and material resources management practices for quality

assurance in secondary schools in Anambra State. Based on the findings, it was recommended

among others that principals should involve the teachers in decision making to improve their

participation in achieving school goals. More so, seminars and workshops should be organized

for teachers and principals to enhance their managerial practices203.

A similar study was examined on the relationship between the teachers’ perceptions

scores of the principals’ managerial strategies and their job performance in Private secondary

schools in Anambra State204. Ten research questions guided the study. Ten hypotheses were

tested at 0.05 significant levels. Correlational survey research design was adopted. The study was

carried out in Anambra State. The population of the study consisted of six thousand, four

hundred and two (6,402) Private secondary school teachers, and two hundred and fifty eight (258)
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principals within the six education zones in the state. Sample size of one thousand and fifty six

(1,056) teacher respondents were used using a multi-stage random sampling techniques for the

selection. Gender as moderator variable was also adopted for the study. Questionnaires were

used for the study as adopted and validated by educational experts. Trial testing of the

instruments was determined in Enugu State using Cronbach’s alpha and reliability indices of

0.846 and 0.866 were obtained. Data were collected by the researcher within the three selected

sample zones. Results from the findings among others revealed; a significant low positive

relationships, between the teachers’ perceptions scores of the principals’ management strategies

and their job performance, in the application of motivational strategy, as ascertained by both

teacher gender respondents. In contrast; a significant medium positive relationship existed

between the key variables, in the implementation of communication strategy as identified by

both teacher gender respondents also. Based on the findings, it was recommended among others

that regular workshops and seminars on modern motivational strategy at different levels of

learning should be organized, to enhance teacher job performance and other managerial practices

and leadership skills and qualities, in Private secondary schools in Anambra State and beyond204.

A closely identical study was carried out to determine the principals’ application of

quality assurance strategies for enhancing administration of secondary schools in Ideato North

local government area of Imo state205. The study was guided by three research questions. The

study adopted descriptive survey research design. The population of the study comprised all the

thirty four (34) Private secondary school principals in Ideato North LGA. The entire population

was used. The instrument for data collection was the researcher developed questionnaire titled -

‘‘Principals’ Application of Quality Assurance Strategies for Enhancing School Administration

Questionnaire (PAQASESAQ).” The instrument was validated using face and content validity
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type. The reliability of the instrument was ascertained using Cronbach’s alpha reliability which

yielded overall coefficient of 0.894 was obtained. The data for the study was collected with the

help of three research assistants. The data generated for the study were analyzed using mean and

standard deviation for answering the research questions. The results of the study found among

others that there is a high extent of principals’ application of instructional supervision strategies

for enhancing administration of secondary schools in Ideato North LGA of Imo state. It also

revealed that there is a high extent of principals’ application of staff professional development

strategies for enhancing administration of secondary schools in Ideato North LGA of Imo state.

Based on the findings, it was recommended among others that the teachers should be encouraged

and sponsored to participate in workshops, seminars and conference for exchange of ideas and

update of their knowledge. This will not only serve as a tool for staff professional development

but will also serve as moral boast and incentives to teachers205.

An identical study was investigated on the effectiveness of administrative strategies used

by secondary school principals in handling disciplinary problems in Anambra State Private

secondary schools206. Two research questions guided the study and two null hypotheses were

tested at 0.05 level of significance. The study adopted a descriptive survey research design. The

population for the study consisted of six thousand, one hundred and eighty five (6,185) teachers

of all Private secondary schools in the six Education Zones in Anambra State. A sample of three

hundred and sixty (360) teachers was used for the study. Simple random sampling technique was

used in two stages for the study. A sixty five-item instrument titled – “Principals’ Strategies in

Handling Disciplinary Problems Questionnaire (PSHDPQ)” developed by the researcher were

used for the study. The instrument was validated by three experts. The reliability of the

instruments was determined using Cronbach’s Alpha which yielded coefficient of internal
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consistency of 0.882 and was considered reliable for the study. Data were collected by

administering the instrument with the help of six research assistants. Data collected were

analyzed with mean and standard deviation for research questions while paired sample t-test

statistics was used to test the hypotheses at 0.05 level of significance. The findings revealed that

among the administrative strategies by principals that counseling strategy was found to be more

efficient in handling disciplinary problems in secondary schools. The study also showed that the

communication is significant in handling disciplinar y problems in secondary schools. The study

concluded that although there is a high level of disciplinary problems in Private the secondary

schools, but effective administrative strategies of principals help in curbing these problems.

Based on the findings, it was recommended among others, that the school authorities alongside

the principals should sustain the use of communication and counselling in handling disciplinary

problems in Anambra State Private secondary schools206.

A study was investigated on the impact of instructional supervision strategies on

teachers’ job performance in senior secondary schools in Obio-Akpor Local Government Area of

Rivers State207. Three specific objectives were stated, three research questions raised and three

hypotheses were formulated to guide the study. This study adopted the descriptive survey

research design. The population of the study was four hundred (400) teachers in senior secondary

schools in Obio-Akpor Local Government Area of Rivers State. The Taro Yamane formula was

used to obtain the sample size of two hundred (200) respondents, while the simple random

sampling technique was adopted in selecting the sample for the study. A structured questionnaire

titled - “Instructional Supervision Strategies and Teachers Job Performance (ISSTJP)” with a

four point rating scale was designed and used data collection. The instrument was validated by

the supervisor and two experts in the field of Measurement and Evaluation, while a reliability
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coefficient value of 0.878 was obtained using the Pearson’s Product Moment Correlation. Mean

and standard deviation was used to answer the stated research questions, while Z-test Analysis

was used to test the formulated hypotheses at 0.05 level of significance. Results revealed that

there is no significant difference in the mean response of principal and teachers on the extent to

which classroom visitation, micro-teaching and research approach influences teachers’ job

performance in senior secondary schools in Obio-Akpor Local Government Area of Rivers State.

It was concluded that instructional supervisory techniques in terms of classroom visitation,

micro-teaching and research approach have a significant influence on teacher’s job performance.

In addition, the job performance of teachers would be enhanced when they are adequately

supervised by principals using the various supervisory techniques. It was therefore,

recommended among other things that principals should regularly observe teachers’ classroom

instructional delivery and provide professional guidance and assistance to them were necessary;

and that government should provide opportunity for principals to attend conference, workshop

seminars and supervisory techniques at least once a year both nationally and internationally for

more acquisition of skills and supervision inorder to keep them at par with their foreign

counterparts207.

A closely similar study was assessed on the principals' supervisory roles and teachers' job

performance in Private secondary schools in Ekiti State208. Two objectives with corresponding

two research questions and hypotheses were formulated to guide the study. The correlational

survey research design was used for the study. A sample size of six hundred and ninety- three

(693) teachers was selected from a population of six thousand, nine hundred and thirty six (6,936)

using the multistage and simple random sampling techniques. The researchers’ self-designed

questionnaire that consisted of twelve (12) items was used for data collection. The instrument for
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data collection was titled – “Teachers’ Questionnaire on Principals' Instructional Supervisory

Roles and Teachers' Job Performance (TQPISRTJP).” The instrument was duly validated and it

yielded 0.886 as the index of rational validity. Cronbach’s Alpha was employed to determine the

reliability of the instrument and it yielded 0.876 as the coefficient of internal consistency.

Descriptive statistics of means and standard deviations were used to answer the research

questions while Pearson Product Moment Correlation (PPMC) was used to test the hypotheses at

0.05 level of significance. The findings of the study indicated that there is a significant

relationship between the principals’ role of classroom observation and teachers’ job performance

in Private secondary schools in Ekiti State and there is a significant relationship between the

principals' role of staff evaluation and teachers' job performance in Private secondary schools in

Ekiti State. It was recommended that the Ekiti State Ministry of Education needs to organize

workshops, conferences, symposia and seminars for principals to enable them acquire the

requisite knowledge and skills needed for classroom observation of teachers by identifying their

teaching weaknesses and develop strategies for teachers to overcome the weaknesses and

perform their job effectively. It was also recommended that the Ekiti State Teaching Service

Commission needs to mandate every principal to submit the outcome of the staff evaluation

exercise on yearly basis to the commission to ensure that principals undertake the exercise

judiciously with a high level of commitment as such effort would help the commission to use the

results of the evaluation and organize training programmess to improve the job performance of

underperforming teachers208.

An identical research work was undertaken to investigate the influence of internal

supervision of instruction on improving teachers’ performance in secondary schools in Edo

State209. Four research questions and four hypotheses were raised to guide the study. Descriptive
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survey design was used. From the population of one thousand, one hundred and ten (1,110)

teachers, of Edo State, four hundred and forty four (444) teachers were sampled using

proportionate stratified random sampling technique. A thirty two (32) item questionnaire was

sent to experts for validation and they offered useful suggestions after their review. Data were

analyzed using mean, standard deviation, t-test and analysis of variance (ANOVA). Mean and

Standard Deviation were used to answer all the research questions posed in the study. Four null

hypotheses formulated were tested using t-test and ANOVA at 0.05 level of significance. Results

revealed that internal supervision of instruction had positive influence on improving teacher

performance in Edo State. It further revealed that classroom visitation, observation technique,

demonstration technique and evaluation technique had a positive influence on teacher

performance in secondary schools in Edo State. In addition, the results showed no significant

difference on the influence of internal supervision in improving teacher performance in

secondary school based on gender, location, educational qualifications and teaching experience.

Based on the findings, it was recommended that: supervisors and principals should endeavour to

ensure that classes are regularly visited to enable secondary school teachers to improve more in

their performances209.

A similar study was examined on administrative supervisory strategies in the

management of Private secondary schools in Anambra State210. This study adopted a descriptive

survey research design. The population consisted of two hundred and sixty three (263) principals.

These principals were made up of one hundred and seven (107) male and one hundred and fifty

six (156) female principals. The entire population was used as the sample size; this means, that

no sampling technique was used in sample size selection. A nineteen-item structured

questionnaire was used for data collection. The questionnaire was subjected to face and content
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validity and Cronbach’s alpha reliability which gave correlation coefficient value of 0.884. The

data collected was subjected to descriptive and inferential statistical methods. Results revealed

that motivational strategies adopted by principals in management of Private secondary schools in

Anambra State are provision of welfare packages, making available conducive environment,

assisting teachers to solve some personal problems. The personnel management strategies

adopted by principals in management of Private secondary schools because principals adopt

treatment of teachers as individuals rather than just members of a group, expression of

satisfaction when teachers do their work well. It was recommended that principals should

involve teachers in managing the school through thorough supervision by networking the

activities of the staff. Principals should ensure effective communication is established with the

teachers210.

Another closely related research was investigated on principals’ supervisory strategies

as correlate of teachers’ effectiveness in Private secondary schools in Anambra State211.

Correlational survey design was adopted for the study. Three research questions and three null

hypotheses guided the study. The population of the study was six thousand, four hundred and

forty seven (6,447) which comprised all the two hundred and sixty two (262) principals and six

thousand, one hundred and eighty five (6,185) teachers in all the two hundred and sixty two (262)

Private secondary schools in the six education zones of Anambra State (PPSSC, Awka, 2021).

The sample of the study was seven hundred and eleven (711) respondents consisting twenty six

(26) principals and six hundred and eighty five (685) teachers selected from the population

through purposive sampling technique. Two researcher-structured instruments titled

"Supervisory Strategies Questionnaire (SSQ)” and Teachers Effectiveness Questionnaire (TEQ)”

was used to collect data. The instruments were face validated by three experts drawn from the
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Faculty of Education, Chukwuemeka Odumegwu Ojukwu University, Anambra State.

Cronbach’s Alpha technique was used to determine the internal consistency reliability of the

instruments. The research questions were answered using Pearson Product Moment Correlation

Coefficient (Pearson r) while the null hypotheses were tested with t-test for correlation. The

findings of the study include: that there is a high positive significant correlation between

classroom visitation strategy and teachers’ effectiveness in Private secondary schools in

Anambra State; there is a high positive correlation between teaching demonstration strategy and

teachers’ effectiveness in Private secondary schools in Anambra State among others. Based on

the findings, the following recommendations were made: that principals should intensify

instructional supervision through regular classroom visitation and observation of teachers at least

once every week as doing so will enhance teachers’ effectiveness in Private secondary schools in

Anambra State; and government should through Ministry of Education and Post Primary School

Service Commission (PPSSC) train all the secondary school administrators/supervisors to be

conversant with the use of all supervisory strategies in the supervision of teachers in their various

schools211.

An identically related research work was undertaken to examine the significance of

supervision in the attainment of the specific objectives of secondary education in Nigeria as

indicated in the National Policy on Education212. Emphasis was placed on the internal

supervisory roles of principals and their impact on teachers’ productivity. This is in view of the

perceived correlation between principals’ approaches to supervision and teachers’ productivity.

The study used descriptive research of the survey type. The population of the study comprised all

Private secondary school teachers and students in Badagry Local Government. Simple random

sampling technique was used to select one hundred and fifty (150) secondary school teachers and
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two hundred and forty (240) secondary students in Badagry Local Government. A self-designed

instrument titled - “Principals’ Instructional Supervisory Practices and Teachers’ Productivity

Questionnaire (PISPTPQ)” was used for data collection. The reliability of the instrument was

established through test-re-test method. The scores obtained were correlated using Pearson

Moment Correlation Coefficient. A coefficient of 0.886 obtained for the instrument was

considered adequate for the instrument. The data collected were analyzed using frequency and

mean scores as descriptive statistics while correlation coefficient was used as the inferential

statistic. Results revealed existence of internal measures for instructional supervision in the

Private secondary schools with teachers exhibiting negative perception towards principals’

instructional supervisory practices. It also showed that teachers’ productivity was high in these

Private secondary schools but there was no statistically significant relationship between

principals’ instructional supervisory practices and teachers’ productivity. It was concluded based

on the results of the study that the negative perception of teachers towards principals’

supervisory practices is highly worrisome while the observed high productivity among the

teachers is a positive development for secondary education212.

Similarly, a study was investigated on principal’s supervisory strategies for teacher’s job

performances in Private Senior Secondary Schools in Abia State213. The design for the study was

descriptive. The population of the study consisted of all the principals and teachers of Senior

Secondary Schools in Abia State. The population of the study was two thousand, two hundred

and twenty four (2,224) people comprising of two hundred and fifty three (253) principals and

one thousand, nine hundred and seventy one (1,971) teachers in two hundred and fifty three (253)

Private senior secondary schools in Abia State. The sample size for the study was eight hundred

and forty-six (846). The drawn sample size was 30% of the entire population. A total of forty
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nine (49) teachers were drawn from each of the seventeen (17) local government areas of Abia

State, using a stratified random sampling technique. The instrument for the study was titled -

“Supervisory Strategies and Teacher Performance Questionnaire (PSQMSQ)”. The response

scale for the questionnaire items was structured using modified Likert type scale of Very High

Extent- VHE (4), High Extent- HE (3), Low Extent- LE (2) and Very Low Extent- VLE (1). The

instrument was subjected to face and content validity while Cronbach’s Alpha was used to

estimate the reliability of the instrument. A reliability index of .893 was obtained which showed

that the instrument was highly reliable. Out of the eight hundred and forty six (846) copies of

questionnaires distributed, eight hundred (800) copies representing 95% were duly completed

and returned. Descriptive analysis such as mean and standard deviation was used to answer the

research questions, while inferential statistics such as t-test statistics was used to test hypotheses

at 0.05 significance level. The result showed a significant relationship between principals’

supervisory strategies and teachers’ job performances in Private senior secondary schools in

Abia State. It was concluded that supervisory strategies of the principals in other terms refer to

his or her job roles to ensure effective job performance of teachers. It was also recommended

among others that principals should visit teachers in the classroom during lessons to observe and

supervise them for effective teacher job performance213.

An identical research work was undertaken to assess quality control measures in terms of

school supervision on teachers' job performance in universal basic educations in Calabar

Educational Zone of Cross River State, Nigeria214. One null hypothesis was formulated to guide

the study. The sample consisted of four hundred and fifty-nine (459) teachers and one thousand,

eight hundred and thirty-six (1,836) pupils selected from primary six class. Two instruments

were designed for the collection of data. They were – “Quality Control Measures Questionnaire
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(QCMQ)” and “Teachers' Job Performance Questionnaire (TJPQ).” Pearson reliability values of

the instruments were 0.880 and 0.871 respectively. The data collected were subjected to

statistical analysis using One-way Analysis of Variance (ANOVA) and Fisher's protected t-test.

The hypothesis was tested at 0.05 level of significance. Findings of the study showed that there is

a significant influence of school supervision on teachers' job performance. It was concluded that

teachers’ job performance could be improved through school supervision. It was recommended

among others, that regular school supervision should be undertaken to monitor teachers214.

A closely related study was investigated on the influence of teachers’ competence on

students’ academic performance in Private senior secondary schools in Ikot Ekpene and Essien

Udim Local Government Areas of Akwa Ibom State215. Two objectives and two null hypotheses

guided the study. The total population was thirty two thousand, three hundred and three (32,303)

students from nineteen Private Senior Secondary Schools in Ikot Ekpene and Essien Udim Local

Government Areas of Akwa Ibom State. A sample size of three hundred twenty three (323) were

selected using Taro Yamane’s formula. Questionnair was used as instrument for data collection.

The data collected were subjected to descriptive and inferential statistics. Findings showed that

teacher’s subject content knowledge and pedagogical skills influence students’ academic

performance in Private senior secondary schools. It was recommended that teachers should be

encouraged to go for both long term and short term training to boost their quality in subject

content knowledge teaching skills in senior secondary schools; and government should also

ensure adequate selection of competent and qualified teachers to teach in all senior secondary

schools215.

Another closely related study was implemented to determine teachers’ pedagogical

competence as a determinant of students’ motivation towards business education216. Qualitative
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research involving instrumental case study was employed. The participants were final year

undergraduate business education students. The sampling technique used was purposeful

sampling in selecting six (6) participants, three from the students and three from the academic

staff. The researcher with the help of one (1) research assistant conducted face to face interview

using semi structured interview protocol, with few open-ended questions. Data collected were

analyzed using thematic analysis for interview. The results revealed that teacher’ pedagogical

competences as a determinant of students’ motivation towards business education require

possession of knowledge of the subject matter, use of appropriate teaching methods and using of

instructional materials in teaching and learning process. The results also revealed that teachers’

pedagogical competence as a determinant of students’ motivation towards business education

requires teacher-student positive relationship, use of positive reinforcement and incentives, and

teacher personality to motivate students towards business education. Based on the findings, it

was recommended that Government, National Commission for Colleges of education, and other

stakeholders should consider professional teaching qualification as pre-requisite for the

recruitment of teachers and to provide in-service training, seminars, and conferences, workshops

for the teachers, to improve in student-teacher relationship, and use of positive

reinforcement/incentives in order to motivate students toward business education216.

In-addition, a study was carried out on the influence of workplace inability, perceived

supervision support and job satisfaction on organizational identification and the implications for

employee performance and turnover intention217. The workplace incivility is related to a range of

work attitudes, stress indicators and behaviors, both for the person experiencing inability as well

as for those engaging in localized behavior. This experienced is closely associated with low job

satisfactory and sub-optimal employee performance, high levels of stress turnout, and a strong
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desire to leave the job-perceived supervisor support refers to the perception among employees of

“how much their supervisors value their contributions and care about their well-being. The study

adopted purposive sampling method involving employees work in the renewable energy industry

in Jakarta as many and 210 respondents and use structural Equation Modeling (SEMA) using

DMOS version 220. The results findings revealed that workplace does not affect organizations

identification has an influence on Employee Performance and turnover intention, but Employee

performance does not affect the turnover intention of employees working in renewable energy in

Jakarta. However, from the results of the findings, management can get used to the culture that

superiors should pay more attention to be performance of employees. Also, management can

consider that employees are part of the company, with this, employees will be more confident in

their identity in the company which will increase organizational identification. Thus, high

organizational identification is proven to improve employee performance and reduce turnover

intention of employees217.

A similar study assessed the impact of supervisor support on organization commitment of

employees, the sample consist of 100 participants with the prepared questionnaire distributed via

the web218. The study adopted SPSS factor for effective the impact of supervisor supreme on

organizational commitment of employee’s process is appropriate organizational structure which

should be in learning with what the organization to accomplish in the long run organizational

structure should align with the goals of the organization and thus will make the supervisor

support effective in achieving organizational objectives218.

A related study examined the relationship between supervisor support and job

performance among nurses219. A self-reported data from 718 Staff Nurses in Malayora’s Private

hospitals and the study revealed that there is no significant relationship between supervisor
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support and job performance. The results findings shows that the supernatural were not able to

provide the necessary support they need and indicates that the support given to each staff may

seem not work well with many staff. Therefore, health care institutions must play a better role in

coordinating and providing training for nursing supervisors in order for them to give their

subordinates great support219.

In another study that examines the effect of supervisor support on workplace ergonomics

on employee performance in private security firms in Kenya220. The study adopted the Two-

Factor Theory of motivation. It also makes use of positivism research approach. The study

utilized descriptive and correlation research designs. Population of 13,484 employee drawn from

Kenya security Industry Association (KASIA) and protective secondary Industry Association

(PSIA) the sample size was 180 respondents established by the use of Slovin sample size

determination formulae. The data was obtained through questionnaire. A pilot study was carried

out to test the reliability and validity of the questionnaire for the collection of the data.

Regression analysis was employed to establish the effect of supervisor support on employee

performance in private security firms in Kenya, Therefore, the results of the findings revealed

that supervisor support had a positive and significant relationship with employee performance in

private security firms in Kenya. Thus, the relationship between supervisor support and employee

performance is crucial as it can have for reaching implications for both employee and private

security firms. The posit and significant are relationship between supervisor support and

employee performance suggest that private security firms should consider investing in economic

improvements to create a healthier, more productive and engaged workforce. Thus, supervisor,

support has several implications on employee performance influencing various aspects of job

satisfaction, engagement, motivation and overall organizational success. However, a supportive
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supervisory relationship is a key driver of a healthy and productive work environment, which in

turn can contribute to the overall success and employee performance of private security firms in

Kenya220.

A study was carried out to examine the impact of teachers’ welfare on their work

performance in Private secondary schools in Danko-Wasagu Local Government, Kebbi State,

Nigeria221. Using a mixed approach, the study employed descriptive correlational design. The

population for the study was three hundred and eighty four (384) teachers out of which the

sample size of one hundred and ninety six (196) respondents was drawn. Systematic random

sampling technique was used to select respondents. The objectives were: to ascertain the level of

teachers’ welfare and work performance; to examine the relationship between teachers’ welfare

and their work performance; and the impact of welfare on teachers’ work performance. Data

were collected using a self-designed questionnaire. The questionnaire was subjected to

Cronbach’s Alpha and reliability coefficient value of 0.876 was obtained. The quantitative data

was analysed using mean, Pearson’s linear correlation coefficient and multiple regression

analysis. The quantitative results showed that the level of welfare for teachers is poor and the

level of teachers’ work performance is moderate among others. It also showed a significant

relationship between welfare and teachers’ work performance. It was recommended among

others, that the government and the school administrators should improve on the welfare scheme

they offer to teachers to attain quality secondary education through a high level teacher

performance221.

Another related research was carried out on teachers’ fringe benefits and professional

development as correlate of teachers’ work performance in senior secondary schools in

Adamawa State222. Two research questions and hypotheses were raised to guide the study. The
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correlational survey design was employed for the study. The study population consisted of three

hundred and thirty seven (337) principals and five thousand, one hundred and twenty eight

(5,128) teachers. A stratified simple random sampling technique was used to select two

education zones out of five and a sample of one hundred and sixty six (166) principals and one

hundred and sixty six (166) teachers was determined using Taro Yamane’s formula. The

instrument for data collection was a self-developed questionnaire titled - Teachers’ Fringe

Benefits, Teachers’ Professional Development for Teachers’ Determination Questionnaire

(TFTPDTDQ) and Teachers’ Work performance Questionnaire (TJPQ). The instrument was

validated by three experts in Physical Sciences Education Department, School of Technology

and Science Education Modibbo Adama University of Technology, Yola. The questionnaire was

subjected to a pilot study conducted in six senior secondary schools in Adamawa State and

reliability coefficient values of 0.894 and 0.892 were obtained using Cronbach’s alpha method.

The data were analysed using mean and standard deviation for research questions and Pearson

Product Moment Correlation Coefficient (PPMCC) for the null hypotheses. Findings indicated

that there are significant relationships between teachers’ fringe benefits, teachers’ professional

development and teachers’ work performance in senior secondary schools in Adamawa state. It

was recommended among others that teachers should be provided surprise packages and sent on

training programmess222.

A closely similar study was examined on the impact of compensation practices on job

satisfaction among teachers in private schools in Benin City223. The particular objective was to

ascertain whether pay level, incentive and employee benefits have significant influence on the

job satisfaction of teachers in private schools in Benin City. The paper employed a survey study,

whereby copies of the questionnaire were administered to one hundred and eighty eight (188)
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teachers in private schools in Oredo Local Government Area, Benin City. The data were

analyzed using both descriptive and inferential statistics. The study established that job

satisfaction of teachers is dependent on the compensation practices of the schools and that

incentives are the most significant factor that influence job satisfaction of private school teachers

in Oredo LGA, Benin City. The study recommended that private school management review

their compensation policies to include more incentives and benefits such as contributory and loan

schemes223.

Another similar study was investigated on the relationship between the level of welfare

packages and teachers’ job satisfaction among Private secondary school teachers in Ondo State,

Nigeria224. A descriptive research design of a survey type was employed for guide the study. The

study’s population consisted of all the sixteen (16) Private secondary schools in Akoko North

East Local Government Area of Ondo State. The simple random sampling method was employed

to sample one principal and nineteen teachers from thirty (30) Private secondary schools where a

total sample of six hundred (600) respondents comprising thirty (30) principals and five hundred

and seventy (570) teachers was used for the study. The instrument for data collection was a

researcher-developed questionnaire titled - “Welfare Packages and Job Satisfaction of Teachers

Questionnaire (WPJSTQ) which was validated by experts. It was tested and found reliable at

0.837. The findings of the study showed that there is a significant relationship between teachers’

welfare packages and job satisfaction in secondary schools. It also was also found out that there

is no significant relationship between internal welfare packages factors and teachers’ job

satisfaction in Ondo state secondary schools; and that there is a significant relationship between

external welfare packages and job satisfaction in secondary schools. It was recommended that to

increase teachers’ job satisfaction and attainment in secondary schools, it is important that the
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Government should increase its budgetary allocation to education and to adequately allocate

sufficient funds to secondary schools for the provision of necessary welfare packages to

teachers224.

A closely identical study was examined on prompt payment of salaries and fringe

benefits as determinants of teachers’ productivity in Private Secondary Schools of Calabar South

Local Government Area of Cross River State, Nigeria225. The descriptive survey research design

was used in the study. The method of data collection was a questionnaire which was validated

and found to be reliable. The reliability index of the instrument was .880 using the Cronbach’s

alpha method. A sample of one hundred and sixteen (116) respondents were used for the study.

Data was analysed using the simple linear regression at 0.05 level of significance. The result of

the study showed that prompt payment of salaries does not significantly predict teachers’

productivity, and that there is a significant prediction of fringe benefits on teachers’ productivity.

Based on the findings, it was recommended that the government in order to boost the morale and

performance of teachers should ensure regular payment of fringe benefits as it has been found as

a factor influencing their job productivity225.

A similar study was carried out to ascertain school discipline, reward system and

administrative efficacy of principals in secondary schools in Akwa Ibom State, Nigeria226. The

chosen research design was a correlation research design. The population consisted of all three

hundred and seventy four (374) members of the teaching staff in fifteen (15) Private secondary

schools in the study area. A sample comprising seventy six (76) teachers was selected from three

schools chosen at random using the simple random sampling method. A researcher made

instrument, titled - “Principals Administrative Efficacy Questionnaire” (PAEQ), was employed

for data collection. The reliability of the PAEQ was determined to be 0.889 through the use of
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Cronbach’s Alpha Statistics. To test the two hypotheses, Pearson product moment correlation

statistics was employed at p<0.05 level of significance. The findings of the study indicated that

there exists a weak positive correlation between school discipline, the reward system, and the

administrative efficacy of principals in secondary schools. As a result, it was concluded that a

relationship does exist between school discipline, the reward system, and the administrative

efficacy of principals in secondary schools. Based on the findings, it is recommended that

principals of schools should give due consideration to matters pertaining to school discipline and

actively enhance the reward system as a means of achieving effective administration226.

Another closely related study was aimed at determining the impact of academic

qualification, work experience and work motivation (compensation) towards primary school

principal performance227. The research was carried out in Primary Schools in Kalidoni,

Palembang. The partial correlation method was employed. The sample consisted of twenty eight

(28) primary school principals in Kalidoni. The instrument in the study included a research

questionnaire. The results indicated there is a significant effect of work motivation

(compensation) on principal’s performance. It was recommended that attention should be paid to

principals’ compensation for improved performance227.

A similar study was conducted to find out the effect of compensation and work

environment on work productivity of Junior high school teachers of Suak Tapeh228. The

quantitative research method was used. Data were collected through a questionnaire and

analyzed using simple linear regression analysis and multiple linear regression. Population

consisted of eighty three teachers in Junior High Schools of Suak Tapeh. The population number

was used as sample for the study since the population is below hundred (100) people. The results

showed that there is a significant influence between compensation on teacher’s work
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productivity. It was recommended that attention should be paid to improving teachers’

compensation in order to boost their productivity at work228.

A closely similar research work was undertaken to investigate employees’ rewards and

job commitment among Private secondary school teachers in Ogun State, Nigeria229. Research

design was cross-sectional. Thirty Private secondary schools and seven hundred and fifty (750)

teachers were sampled using random sampling method and Cochran’s sample size determination

formula. A structured questionnaire was used to elicit information on socio-demographic features

of respondents, types of rewards, and effects of rewards on teachers’ job commitment.

Quantitative data were analysed using descriptive and inferential statistics p≤0.05 and qualitative

data were analysed using thematic content analysis. Results showed that rewards influence

teachers’ job commitment in the study area. It was recommended that teachers’ reward should

not be taken lightly as it can affect their commitment positively or negatively229.

A closely related study was carried out to examine the incentives and employee

performance in tertiary institutions in Anambra and Enugu state, Nigeria230. Descriptive research

survey was employed. The population consisted of seven thousand, three hundred (7,300)

selected academic and non-academic staff of tertiary institutions in Anambra and Enugu state,

Nigeria, while the sample size of three hundred and sixty two (362) was obtained using

purposive Sampling method. Data was sourced from a self-designed questionnaire. The

instrument was validated through face and content validity using research experts while internal

consistency was determined using Cronbach’s alpha. Multiple regression analysis was employed

to analyze the data generated. Results showed that monetary incentives have a positive

significant influence on employees’ productivity in Nigerian organisation; and Non-monetary

incentives also have a positive significant influence on employees’ productivity in Nigerian
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organisation. It was recommended based on the findings that effective and good employee

financial incentives schemes should be designed to include a mix of both and non-financial

incentives. Organisations should strive to improve on non-monetary package giving to their

employees in order to get the best out of them230.

Another related study was investigated on the effect of financial incentives on employee

morale and motivation of small and medium enterprises (SMEs) in Ekiti State, Nigeria, to

establish whether merit pay and bonuses significantly affect employee morale and motivation of

SMEs in Ekiti State, Nigeria231. The study employed a survey research method to obtain the

needed data. Data on merit pay and bonuses represented the financial incentive measurement,

while employee morale and motivation of SMEs represented the dependent variable which was

sourced primarily through a well-structured questionnaire which was administered to two

hundred and forty SME owners, managers, and employees in Ado-Ekiti, Ekiti State, Nigeria. The

collated data were analysed through descriptive statistics and ANOVA regression statistics. The

result of multiple regression showed that merit positively and significantly affects employee

morale and motivation ages of SMEs; and bonuses positively and significantly impact employee

morale and motivation of SMEs. It was recommended that financial incentives should be taken

seriously for improved moral of the teachers231.

Another study was undertaken to examine the types of non-monetary incentives provided

to teachers and the role of nonfinancial incentives on teachers’ performance in Private secondary

schools in Ilemela District232. The study employed a mixed approach with convergent parallel

research design, targeting teachers, heads of schools, school quality assurance and district

education officers, which made up a total population of one thousand and fifty six (1,056) people.

The study employed probability and non-probability sampling methods for teachers and officers
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respectively to get a sample size of one hundred and eighty two (182) participants. Questionnaire

was used to collect data from teachers while interview guide was used in data collection from the

heads of schools, the quality assurance officer and the district education officer. The instruments

were subjected to Cronbach’s alpha and a reliability coefficient value of 0.851 was obtained.

Qualitative data were analyzed using descriptive statistics such as frequencies and percentages

on tables while qualitative data were analysed thematically based on narratives. The study

showed that there are many types of incentives but non-monetary incentives play a vital role in

ensuring teachers’ work performance. Also, the study showed that the provision of meals, staff

houses, transport, health services and availability of teaching and learning materials as incentives

encourage teachers to perform effectively. It was recommended that there is a need to enhance

non-monetary incentives for teachers' work performance. The government should equip heads of

schools with administrative skills on how to improve teachers’ work performance232.

Another similar investigation was carried out on the impact of incentive on tutors’

performance in primary schools in Ogun State233. A descriptive survey research design and

simple random sampling method was used to select hundred (100) tutors from both private and

Private schools for the study. A self-developed questionnaire was used to collect data for the

study while collected data analyzed using ANOVA statistics. The findings showed that there is

significant difference in tutors’ condition of service and tutors performance in primary school;

there is significant difference between tutors’ fringe benefit and tutors’ performance; and there is

a significant positive relationship between tutors’ incentive and tutors’ performance in primary.

It was suggested that government should improve welfare packages, condition of service and

other benefits of tutors233.
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Related research was conducted to evaluate the impact of welfare packages on Private

school tutors’ capability to deliver high-quality instruction at the fundamental level234. A cross-

sectional research design was employed. Data was gathered from randomly sampled one hundred

and fifty three (153) tutors and purposively selected fifteen key informants. Results revealed

under functioning of professional responsibilities among Private basic school tutors due to the

deprivation of basic welfare packages (allowances, housing facilities, and medical health care),

which consequently thwarts the academic performance of students and the quality education

provision at the basic level. It was recommended that there should be collaboration of the

government and the ministry in making sure welfare packages are provided for basic school

tutors; and also the fair wage and salary commission should conduct salary parity analysis to

ensure equitable welfare package provision at all sectors and levels234.

Another research was carried out on the effect of compensation and interpersonal

communication on performance through job satisfaction of elementary school honorary tutors in

West Banjarmasin235. The researchers used quantitative method with a population of all honorary

tutors in forty two (42) elementary schools. The sampling method was Non-probability Sampling.

The total sample was one hundred and forty seven (147) people with data collection using an

instrument in the form of a questionnaire. The validity and reliability tests were done using

Cronbach’s Alpha which consists of honorary tutor performance (30 items), compensation (35

items), interpersonal communication (23 items) and job satisfaction (25 items). The data were

analyzed through path analysis by first conducting assumption tests, namely normality, linearity

and multi-co-linearity tests. The results of the study showed that there is an effect between: (1)

compensation and performance; compensation and job satisfaction; compensation and
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performance through job satisfaction. It was recommended that attention should be paid to

compensating tutors for improved satisfaction and performance235.

A similar study was investigated on tutors’ compensation as a correlate of work

performance in Ilorin West Local Government Basic Schools, Kwara State236. The descriptive

research design of correlation type was employed. Multi-stage sampling method was used for the

study. Random sampling method was used to sample twenty two (22) out of the sixty four (64)

primary schools in Ilorin West Local Government, Kwara State. Proportional sampling method

was used to select three hundred and fifty one (351) out of the two thousand, eight hundred and

eighty two (2,882) tutors in these schools. Purposive sampling method was used to select twenty

two (22) head tutors and forty four (44) assistant head tutors to assess tutors’ work performance.

Two researcher-designed questionnaires with reliability coefficients of 0.871 and 0.883 were

used to collect data. Pearson product-moment correlation statistics was used to test the

hypotheses generated. The results showed that there is a significant relationship between tutors’

compensation and work performance in Ilorin West Local Government Basic Schools, Kwara

State. It was concluded that, adequate provision of compensation would assist in achieving

effective tutors’ work performance in Ilorin West Local government Basic Schools, Kwara State.

Based on the findings and conclusion of the study, it was recommended that there is need for

Kwara State Government to ensure adequate and timely provision of compensation to basic

school tutors, to make them exhibit good attitudes which would lead to carrying out their job

effectively236.

A closely related study was conducted on the effect of compensation practices on work

performance237. A questionnaire was used to collect data from two hundred (200) participants

working in different Private universities. Results revealed a positive relationship between
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compensation and work performance. Based on the result of the study, it was recommended that

management of the Private universities should pay close attention to the compensation of

employees in order to enhance their work performance237.

Another closely similar study was investigated on the relationship between remuneration

and performance of tutors in government-aided secondary schools in Western Uganda238.

Remuneration was studied in terms of basic pay, income security schemes, and bonuses and

allowances. Tutors’ performance was considered in terms of classroom teaching, management of

learners, discipline and regularity and interpersonal relations. The study employed a cross-

sectional research design using the quantitative approach on a sample of three hundred and thirty

three (333) tutors. Data were collected using both a questionnaire. Descriptive results showed

that performance of tutors is high and their remuneration is moderate. Inferential analysis

showed that while income security schemes had a positive and significant influence on tutors'

performance, basic pay had a positive but insignificant influence on tutors’ performance, and

bonuses and allowances had a negative insignificant influence on tutors’ performance. It was

concluded that low remuneration to tutors impedes high performance, especially when basic pay

is low and there is a lack of bonuses and allowances. Existence of income security schemes

increases the performance of tutors. It was therefore recommended that stakeholders involved in

the management of schools such as Government, headtutors, and Boards of governors, devise

means of enhancing the remuneration of tutors. Tutors should be given bonuses for exceeding

performance and allowances when they do extra work. Pension plan and social welfare benefits

should also be made attractive to increase the performance of tutors238.

A similar research work was undertaken to assess the impact of tutors' remuneration on

the provision of quality education in secondary schools of Zimbabwe239. It looked at a single
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ignored but most important quality education component: Tutors’ salaries. These salaries in

many African countries are way below prevailing inflation rates. In this study the major

argument was that, if education is perceived as a key institution for social political-economic and

technological development of any country underpinning sustainable living, why are people who

provide such a vital commodity left at the periphery of empowerment? Research findings suggest

that, Zimbabwe will never effectively attain sustainable development goals and quality education

if it does not considerately remunerate its tutors, who when well-motivated become agents of

transform. Research findings argued that tutor remuneration is interrelated to all aspects of

quality education, such that choice to ignore it affect costs and benefits of education in very

complex ways. The content of the entry is based on theoretical analysis of published literature

sources. Synthesis of analysed information led to the conclusion that, education is key to

development but also a very costly enterprise. Within that pivotal enterprise tutors represent the

single most important variable to the attainment of functional literacy which is a cornerstone for

sustainable development. On the basis of the findings, it was recommended that finding

mechanisms to improving tutors’ remuneration an obvious centrality for sustainable

development239.

Similarly, another study investigated the extent to which reward system predicts teaching

staff morale in Private senior secondary schools in Imo State240. Two research questions and two

hypotheses guided the study. The study employed correlational research design. The study’s

population was six thousand, five hundred and sixty six (6,566) tutors in the two hundred and

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

seventy seven (377) tutors of Private senior secondary schools in Imo State was employed. A

multi-stage sampling procedure involving cluster sampling method was employed. Two sets of
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instruments titled: Reward System Questionnaire (RSQ) and Teaching Staff Morale

Questionnaire (TSMQ) were used to gather data. Cronbach’s Alpha was employed to ascertain

the reliability coefficients of reward system and teaching staff morale questionnaire at 0.872 and

0.843. Simple regression was employed to answer the research questions and t-test associated

with simple regression was employed to test hypotheses. The findings showed that remuneration

predicted teaching staff morale and promotion predicted teaching staff morale in Private senior

secondary schools in Imo State. It was recommended that tutors should be enhanced in other to

boost their teaching morale in Private senior secondary schools in Imo State240.

A closely similar study was done to ascertain the contribution of work environment and

compensation to the productivity of tutors in Ogun State, Nigeria241. Descriptive research design

was employed for the study and two hundred and eighty five (285) tutors were selected from

both private and Private primary and secondary schools through multi-stage stratified random

sampling method. Responses were sought from participants with standardized questionnaires

namely - Workplace Outcomes Questionnaire with ten (10) items and reliability coefficient

of .838; Employee Compensation Scale comprising of five (5) items with a reliability coefficient

of .837, and Productivity Scale with five (5) items and reliability coefficient of .735. The data

collected were analysed using descriptive and inferential statistics (such as multiple regression

analysis and correlation matrix for the proposed hypotheses). Results showed a significant

combined contribution of work environment and compensation on tutors’ productivity.

Compensation was found to have a significant relative contribution to tutors’ productivity but a

non-significant relative contribution of work environment to tutors’ productivity was reported.

Based on the findings, it was concluded that good compensation plan enhances tutors’

productivity and it was recommended that government as well as management of private schools
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should ensure that they improve on the existing compensation packages to embrace both

financial and nonfinancial rewards. It was suggested that future research on this topic be

extended to the whole of South-West, Nigeria241.

A similar research was done to ascertain the impact of welfare package on tutors'

performance in private secondary school in Anambra State242. Three research questions guided

the conduct of the study. Three hypotheses were formulated for the study. Descriptive survey

research design was employed for the study. The study’s population comprised two thousand,

seven hundred (2,700) tutors in Anambra state secondary schools. The Sample size for this study

is fifteen thousand, seven hundred and ninety five (15,795) tutors drawn from one thousand,

seven hundred and fifty five (1,755) register private secondary schools in Anambra State.

Sample size consists of seven hundred and ninety (790) tutors drawn from the study’s population.

The sample consisted of five percent (5%) of the entire population. The instrument to gather data

was a structured questionnaire titled “Welfare Package and Tutor Performance Questionnaire”

(WPTPQ) designed by the researcher. Data generated were analyzed using Mean and standard

deviation to answer the research questions. Z-test was employed to test the hypotheses at 0.05

level of significance. The findings of the study included: Housing allowances influencing tutor's

performance in private secondary school is high. Co-operatives and saving facilities influencing

tutor's performance in private secondary school is high. Medical care allowances on tutor's

performance in private secondary school are high. Housing allowances and tutors' performance

in private secondary school in Anambra State was not significant. Co-operatives and saving

facilities and tutors' performance in private secondary school in Anambra State was not

significant. Medical care allowance and tutors' performance in private secondary school in

Anambra State was not significant. The study recommended on the basis of the findings that
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tutors housing allowances be paid promptly to enable them concentrate on their job for effective

delivery. Private school management and the government should make sure that Co-operatives

and Saving Facilities for tutors are well managed to ensure conformity of regular payment by the

appropriate authorities. The government and private school management should motivate tutors

by providing free medical care that will spur them to enhance tutors’ performance242.

Another closely similar study investigated the predictive impacts of welfare packages on

tutors' job satisfaction and productivity in Private senior secondary schools in Lagos State

Education District V243. A multipurpose questionnaire titled: Tutors' Welfare Packages, Job

Satisfaction and Productivity Questionnaire (TWPJSAPQ) with a Cronbach’s Alpha reliability

coefficient of 0.821 was administered to two hundred and twenty (220) purposively selected

tutors. Two null hypotheses were tested with the aid of multiple regression analysis. Results

showed that staff training and house allowance have positive but insignificant predictive impact

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

satisfaction. The results also showed that promotion allowance is a positive but insignificant

predictor while staff training, house allowance and hazard allowance are negative but

insignificant predictors of job productivity. In the same vein, staff salary, car loan, study leave

and leave allowance contributed nothing to tutors’ job satisfaction and productivity. It was

recommended that Lagos State Government should continue to set the pace in making prompt

payment of tutors’ salaries but should improve on the provision of car loan, study leave and

leave allowance to all eligible tutors. Also, the Government should synergize with quality

assurance department and salary-welfare units to effectively investigate tutors’ plight and

complaints in all the districts, while tutors should be encouraged to put hard work and

commitment ahead of incentives and welfare packages243.
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A strongly related study was done to ascertain the nexus among irregular payment of

modulated salary, tutors’ productivity and general welfare in Osun State, Nigeria244. Descriptive

research design was employed and two-hundred (200) participants were sampled. Structured

questionnaire titled - "Modulated Salary Structure Tutors’ Productivity and Welfare

Questionnaire’ (MSSTPWQ)" was employed. Both inferential and descriptive statistical tools

were used for data analysis. The findings showed that the irregular payment of modulated salary

did not prevent serving tutors under consideration from being productive but they were unable to

meet up with some of their welfare-enhancing targets. It was further showed that there is no

significant difference between male and female tutors’ level of productivity during irregular

payment of modulated salary. Besides, a significant difference was discovered between tutors’

level of productivity based on school location but in favour of tutors serving in urban schools.

On the part of welfare, the outcomes showed that there is no significant difference in the tutors’

welfare level during irregular payment of modulated salary when gender and school location

were considered. As a result, it was recommended that, employers should desist from applying

contract wage policy during financial crisis, bush allowances should be introduced for those

employees working in rural areas, employees in teaching industry are advised to enforce the

professional ethics of their job and the need for financial institutions or other lending houses to

review the mode of loan repayment in a bid to lessen employees’ debt burden during the period

of servicing the loan and so on and forth244.

Another similar research sought to evaluate impact of welfare activity and performance

of tutors in private primary schools located in Bomet County245. Particular objectives sought to

examine the impact of housing provision, social support programs, staff motivation programs

and work environment on tutors' performance of different private-owned primary schools within
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Bomet County. Additionally, the study was driven by functional theory of labor welfare,

Fredrick Herzberg Two Factor theory, Abraham Maslow’s need Hierarchy theory and also

expectancy theory. Descriptive research design was employed in this research. Study population

was one hundred and thirty two (132) privately-owned primary schools in Bomet County.

Stratified random sampling method was employed in selecting ninety nine (99) schools out of

one hundred and thirty two (132) schools. Both primary and secondary data was employed.

Secondary data on tutors' performance was obtained from performance appraisal reports in the

private primary schools while semi structured questionnaires were used in the collection of

primary data. Assessment of the reliability as well as validity of research tool was done through a

pilot test. The research tool generated both quantitative as well as qualitative data. Thematic

content analysis was utilised to analyze all qualitative data after which findings were presented in

form of narrative. Further, quantitative data analysis was performed using both descriptive and

also inferential statistics with aid of statistical package for social sciences. Presentation of results

were done in tables and figures such as bar charts and pie charts. The relationship between the

dependent variable and the independent variable was established through correlation and

regression analysis. The survey showed that housing provision has positive as well as significant

impact on performance of tutors amid private primary schools. Study found that social support

programs have positive significant impact on tutors' performance in private primary schools. The

study further showed that staff motivation programs have positive as well as significant impact

on tutors' performance in private primary schools. The study further showed that work

environment has a positive and significant influence on tutors' performance in private primary

schools. On the basis of the findings, it was recommended that the management of private

primary schools should provide adequate housing for the tutors in the schools. The management
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of the private primary schools should ensure adequate provision of water by using piped water,

drilling of a borehole or collecting and storing of the rain water. The study also recommended

that the establishment of counseling department for tutors working in private primary school

within Bomet County. It was also recommended that the schools ought to start hiring counselors

to advice tutors on social matters in a bid to improving their morale and productivity in their

schools. Also, private primary schools in Bomet County should start arranging academic tours

for the tutors and install televisions and provide well equipped gymnastic rooms for tutors245.

A study was carried out to ascertain the extent to which components of workload

management predict lecturers’ effectiveness of university lecturers in Southwest, Nigeria246.

Descriptive research of survey design was employed for the study. A sample of six hundred (600)

university lecturers was selected for the study through purposive sampling method. Two

instruments titled – “Managing Workload Questionnaire (MWLQ)” and “Lecturers’

Effectiveness Questionnaire (LEQ)” were used to gather data. The face and content validities of

the instruments were established. The two instruments were validated by the experts through face

and content validity. The reliability of the instruments was done using the test-re-test method

with MWLQ and LEQ yielding the reliability coefficients of 0.888 and 0.885 respectively. The

data were analyzed using descriptive and inferential statistics. All the hypotheses were tested at

0.05 level of significance. Results showed that: teaching a large class, supervising more than five

students’ theses/dissertations, and projects in a semester, handling more than five courses in a

semester among others are the factors that constitute workload in university system. It was also

showed that the strategies to manage workload such as: manage time appropriately, prioritise the

various works, always taking a short break in whatever work one does, appointment of lecturers

into various offices should be well distributed, analysis of one’s responsibilities adequately,
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adequate payment of overtime allowance to lecturers to enhance health checkups, earned

academic allowance should be regularly paid to lecturers, lecturers who already occupied in a

position should not be engaged in more other appointments, efforts to employ more lecturers to

avoid one lecturer teaching very large classes, lecturers should learn to say no when they are to

face with so many works jointly contribute to lecturers’ effectiveness in Southwest Nigerian

Universities. Based on the findings of the study, it was recommended that government should

ensure that universities in Southwest Nigeria are adequately staffed to reduce the level of

workload on university lecturer246.

An empirical study was carried out on workload management strategies and employees

efficiency of Nigerian banks in Port Harcourt, Rivers State247. A cross sectional survey design

was employed. Workload management is a critical function of supervisors therefore, only senior

supervisors and managers of the studied banks were covered. Two hundred (200) managers and

supervisors were drawn from the 6 banks and their branches, however, a total of one hundred and

thirty-three (133) participants were sampled using the Taro Yamane statistics for sample

determination from a finite population. Therefore, the sample size for this study is one hundred

and thirty three (133). A total of one hundred and thirty three (133) questionnaires were

distributed across ten (10) commercial banks in Rivers State, out of which one hundred and thirty

(130) questionnaires were returned, representing ninety eight percent of the questionnaire. Three

(3) copies were left unfilled sequel to tide schedule of work activities as against the duration of

this research; representing two percent of the questionnaire, which numbered to hundred percent

in line to the one hundred and thirty three (133) copies of questionnaires distributed. The

responses gathered from the questionnaire were collected and scored for analysis using

frequency table, mean, standard deviation and simple percentage, while the research hypotheses
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was tested using Pearson product Moment Correlation coefficient. Findings showed that all

dimensions of workload management strategies have association on employees’ efficiency of the

banking sector studied. It was recommended that attention should be paid to the various

workload management strategies for improved employees’ efficiency247.

A closely similar study was conducted on the teaching workload management and

its impact on tutors’ wellbeing and effectiveness in all Private schools248. The study primarily

focused on describing the nature of a demographic segment. The researchers employed the

descriptive-documentary survey design to describe the features of the subject that were studied.

There were seventy five (75) grade one tutors from Ubay, Bohol, Philippines, selected for the

study. A standardized questionnaire was employed in data gathering. The results showed that

there is no significant association between the extent of management of tutors’ teaching

workload, wellbeing and their profile in terms of age, highest educational attainment, and years

of teaching experience. Moreover, there was no significant association between the extent of

management of tutors’ teaching workload and their overall wellbeing; and between the extent of

management of tutors’ teaching workload and their teaching effectiveness thus, the researcher

accepted the null hypothesis. It was concluded that teaching effectiveness does not depend on the

duties and functions given to the tutors, hence, they can still attain satisfactory rating despite the

fact that they are bombarded with designation and responsibility248.

A similar study was implemented to ascertain the extent to which components of

workload management predict work performance of university tutors in Rivers State, Nigeria249.

Correlational research design was employed for the study. A sample of six hundred (600)

university tutors was selected for the study through purposive sampling method. Two

instruments titled “Workload Management Strategies Questionnaire” (WMSQ) and “Tutors’
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Work performance Scale” (LJPS) were employed to gather data. The face and content validities

of the instruments were established. Reliabilities of WMSQ and LJPS were determined through

Cronbach’s Alpha and test-retest methods respectively. Overall reliability coefficients of 0.972

and 0.970 were obtained for WMSQ and LJPS respectively. Mean, standard deviation, multiple

regression, and ANOVA associated with multiple regression were employed for data analysis at

0.05 level of significance. Results obtained among others were that: Teaching a large class,

supervising more than five students’ theses, dissertations, and projects in a semester, handling

more than five courses in a semester constitute workload among university tutors; components of

workload management (distancing, avoidance, social support, planful, and emotion focused)

jointly contribute to work performance of university tutors by twenty eight percent as indicated

by the coefficient of determination. It can therefore be said that an increase of workload tends to

transform the structure of the job designed for tutors, which may ultimately affect their work

performance. Based on the findings of the study, recommendations were made that the

government should ensure that universities in Nigeria are adequately staffed to reduce the level

of workload on university tutors249.

A study was conducted to find out the association between delegation of responsibilities

and tutors’ performance in selected secondary school in Kabale Municipality250. The study was

guided by objectives which were to establish how assignment of responsibilities affects tutors’

performance in selected secondary schools in Kabale Municipality, to establish the effect of

power of decision making on tutors’ performance in selected secondary schools in Kabale

Municipality and to analyse the factors that affect effective delegation of responsibilities in

selected secondary schools in Kabale Municipality. The study employed a cross sectional

research design which was supported by both qualitative and quantitative research approaches.
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The study used a sample size of one hundred and forty two (142) participants. Purposive and

simple random sampling methods were used in selecting participants. Questionnaires, interviews

and documentary review were used in data collection. Statistical Package for Social Sciences

was used to analysed data where frequency tables were generated to present the findings. From

the study, delegation of responsibilities was found to have a greater effect on tutors’ performance

in secondary schools in Kabale Municipality. The study established that the greater the activities

allocated to the tutors the greater the job satisfaction obtained that leads to improved tutors

performance. Tutors are encouraged to do their work well and be creative, get more involved in

running the affairs of their schools and work towards perfection. They also develop the

willingness to work beyond normal time, putting in more effort and have better attitudes towards

their jobs. They feel more involved, have a more sense of belonging, work hard to justify their

positions in offices and enjoy work because they feel enhanced since they are implementing high

level roles. The study established that power to decision making affect tutors performance

because it was showed that the higher the power to decision making, the higher the job

satisfaction because possession of power by tutors influences their job satisfaction making them

work hard for improved performance. The study established that the power to make decisions

and execute responsibilities makes tutors work harder towards the development of their

respective schools. It was also established that tutors have full authority to decision making.

Power for making decision is an important component and predictor of performance.

Furthermore, tutors are given authority to make decisions relative to their roles and within the

school policy guidelines. The study recommended that Head-tutors should allocate more

activities to tutors through ensuring that there is existence of functioning departments,

consideration of expertise in assignment and allocation of activities, giving positions of
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responsibility to tutors and being flexible in the management of the schools through letting tutors

be involved in handling different matters as situations arise. This is because allocation of

activities leads to efficiency and effectiveness of tutors in schools hence leading to their job

satisfaction250.

2.4 Conceptual Model

Conceptual framework shows the relationship between the variables in the study. They

are two independent variables (Teacher Development programmes and Teachers’ workload) and

one dependent variable) Teachers’ work behaviour. The relationship between these variables is

represented in the fig. 7

Independent Variables

Dependent Variable

The above figure shows the relationship between each independent variables with the dependent

variable. Teachers Development programmes as an independent variable were studied using four

indices which are: peer mentoring, attending seminars, attending of conference and In-service

Teacher’s Work Behaviour

- Innovative Work Behaviour

- Proactive Work Behaviour

- Counter -Productive Work
Behaviour

Teachers’ Workload

- Academic work Behaviour

- Administrative work Behaviour

Teachers’ Development Programme

- In-service Training

- Attendance of Conference

- Attendance of Seminar

- Peer Monitoring ,

Ho2

Ho1

Ho2
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training. Teachers’ workload indices as another independent variable were studied using two

indices which are: Academic workload and administrative workload. The dependent variable

consists of five indices which are: innovative behaviour, proactive behaviour and

counterproductive behaviour251.

2.5 Summary of Review of Literature

The empirical review on the topic of teachers' professional development and workload as

determinants of teachers' work behaviour provides valuable insights into the dynamics of

educators' performance and well-being. Studies consistently demonstrate that participation in

ongoing learning opportunities enhances teachers' enthusiasm, commitment, and effectiveness in

their roles. By engaging in professional development activities, educators are better equipped to

meet the evolving needs of their students and adapt to changes in educational practices.

Conversely, the review also highlights the detrimental effects of high workload on teachers' work

behaviour. Excessive work demands, including heavy administrative tasks, large class sizes, and

inadequate resources, contribute to increased stress, burnout, and diminished job satisfaction

among teachers. Consequently, these challenges can hinder their motivation and effectiveness in

the classroom, ultimately impacting student outcomes252.

A crucial consideration arising from the empirical evidence is the delicate balance

between professional development and workload management. Teachers who receive adequate

support in managing their workload, such as effective administrative assistance and reasonable

class sizes, professional development opportunities are more likely to exhibit positive work

behaviour253. Moreover, the review underscores the significance of contextual factors such as

school culture, leadership practices, and educational policies in shaping the impact of

professional development and workload on teachers' work behaviour. Schools that prioritize
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teacher well-being and foster a supportive environment tend to see more positive outcomes in

terms of work behaviour despite workload challenges. By addressing workload issues and

providing meaningful professional development opportunities within supportive contexts,

schools can promote positive work behaviour among educators, ultimately benefiting student

learning outcome254.

Endnotes

1.D. P. Sari., & H. Ali. Literature Review Measurement Model of Individual Behaviour and
Organizational Citizenship Behaviour: Individual Characteristics, Work Culture and
Workload. Dinasti International Journal of Management Science, 3(4), 2022, 647-656.

2. B. Afsar, & W. A. Umrani.: “Transformational Leadership and Innovative Work Behaviour:
Therole of Motivation to Learn, Task Complexity and Innovation Climate”, European Journal
of Innovation Management, 23(3), 2019, 402-428, doi 10.1108/EJIM-12-2018-0257.

3. F. Assibey-Ankrah, Stress Management Practices and Employees’ Performance at the
University of Cape Coast, Master’s Dissertation in Business Administration, Department of
Human Resource Management, University of Cape Coast, 2021.
https://ir.ucc.edu.gh/xmlui/handle/123456789/7677.

4. N. Oguzo, Workplace Automation and Employee Performance, Innovative Journal of
Advancement in Business Education and Management, 8(3), 2022, 95-103. ISSN: 4608 –
4775

5. J. A. Forson, E. Ofosu-Dwamena, R. A. Opoku & S. E. Adjavon, Employee Motivation and
Job Performance: A Study of Basic School Teachers in Ghana, Future Business Journal, 7(1),
2021, 1-12. https://doi.org/10.1186/s43093-021-00077-6

6. J. C. Agu & N. S. Oputa, Principals’ Leadership Styles and Teachers’ Job Performance in
Secondary Schools in Anambra State, International Journal of Innovative Social & Science
Education Research, 9(2), 2021, 88-98. ISSN: 2360-8978

7. C. B. Okolocha, G. U. Akam & F. O. Chehara, Effect of Job Satisfaction on Job
Performance of University Lecturers in South-East, Nigeria, International Journal of
Management Studies and Social Science Research, 3(1), 2021, 119-137. ISSN: 2582 – 0265

8. M. A. Lopez-Cabarcos, P. Vazquez-Rodríguez & L. M. Quinoa-Pineiro, An Approach to
Employees’ Job Performance through Work Environmental Variables and Leadership
Behaviours, Journal of Business Research, 140, 2022, 361-369.
https://doi.org/10.1016/j.jbusres.2021.11.006

https://ir.ucc.edu.gh/xmlui/handle/123456789/7677
https://doi.org/10.1186/s43093-021-00077-6
https://doi.org/10.1016/j.jbusres.2021.11.006


144

9. Y. M. Sabti, R. I. N. Alqatrani, M. I. Zaid, B. Taengkliang & J. M. Kareem, Impact of
Business Environment on the Performance of Employees in the Private-Listed Companies,
FMDB Transactions on Sustainable Management Letters, 1(2), 2023, 56-65.
https://www.fmdbpub.com

10. O. A. Alabi, Z. O. Olonade, O. O. Omotoye & A. S. Odebode, Non-Financial Rewards and
Employee Performance in Money Deposit Banks in Lagos State, Nigeria, ABUAD Journal of
Social and Management Sciences (AJSMS), 3(1), 2022, 58-77.
DOI: https://doi.org/10.53982/ajsms.2022.0301.05-j
11. D. S. Riatmaja & S. Wibawanto, The Effect of Financial Compensation and Non-Financial
Compensation on Employee Performance with Motivation as an Intervening Variable in
Yogyakarta Startup Companies, Media Pengkajian Manajemendan Akuntansi, 21(1), 2022,
124-133. DOI:10.32639/fokbis.v21i1.99

12. M. M. Yakubu, H. S. Abubakar & C. O. Daniel, Effect of Compensation on Employee Job
Performance of Deposit Money Banks in Kano State, Nigeria, International Journal of
Economics, Business and Management Research, 7(6), 2023, 353-371. ISSN: 2456-7760, doi:
10.51505/IJEBMR.2023.7622

13. E. O. Afriyie, E. A. Twumasi, L. Sarpong & O. Darko, The Effect of Compensation on
Employees’ Performance: A Case of a Technical University in Ghana, International Journal of
Managerial Studies and Research (IJMSR), 8(6), 2020, 44-54. ISSN 2349-0330 (Print) &
ISSN 2349-0349 (Online) http://dx.doi.org/10.20431/2349-0349.0806005

14. U. J. Nwogu & F. G. Adieme, Principals’ Job Performance Enhancement for Economic
Recovery in Secondary Schools in Rivers State, Nigeria, Asian Journal of Management
Sciences & Education, 7(4), 2018, 7-17. ISSN: 2186-845X ISSN: 2186-8441 Print

15. S. A Wahab & S. Ileuma School location as correlates of Learners Motivation towards
Learning and Achievement of Universal Basic Education Goals in Private Basic Schools, Ogun
State, Nigeria. Journal of Capital Development in Behavioural Science 10 (1) March, 2022,
20 – 40 ISSN: Online 2449 – 0679; (Print): 2354 -3981

16. S. Ray, G. Muhammad & M. Adnan, The Administrative Role of Principals: Insights and
Implication in Secondary Schools of Mardan District, Journal of Social Sciences Review
(JSSR), 1(1), 2021, 46-56. DOI:10.54183/jssr.2021.1.1.46

17. A. Samad & A. A. Lashari, Analysis of Administrative and Educational Experience of
School Principal in Enhancing School Performance, Journal of Positive School Psychology,
6(11), 2022, 3442-3452. http://journalppw.com

18. S. Aidoo, Principals' Instructional Leadership in Secondary Schools in Bohlabela District:
A Matter of Concern (June 4, 2020), Available at
SSRN: https://ssrn.com/abstract=3618943 or http://dx.doi.org/10.2139/ssrn.3618943

https://www.fmdbpub.com
https://doi.org/10.53982/ajsms.2022.0301.05-j
http://dx.doi.org/10.32639/fokbis.v21i1.99
http://dx.doi.org/10.20431/2349-0349.0806005
http://dx.doi.org/10.54183/jssr.2021.1.1.46
http://journalppw.com
https://ssrn.com/abstract=3618943
https://dx.doi.org/10.2139/ssrn.3618943


145

19. U. Ughamadu & R. U. Ezinine, Effective Leadership Practices of Principals for Sustainable
Development in Secondary Schools in Anambra State, COOU Journal of Educational
Research, 6(2), 2021, 70 – 80. ISSN (Print): 2682-5201

20. C. B. Akins, The Relationship between Instructional Leadership Practices and Leadership
Self-Efficacy of School Leaders, Electronic Theses and Dissertations, Georgia Southern
University, 2019, 8. . https://digitalcommons.georgiasouthern.edu/etd/2019

21. S. E. Ebete & C. L. Ejims, Principals’ Leadership Practices for Goal Attainment in Private
Senior Secondary Schools in Rivers State, African Journal of Educational Research and
Development (AJERD), 13(2), 2020, 90-104. http://ajerduniport.com

22. S. N. Ismail, Y. Don, F. Husin & R. Khalid, Instructional Leadership and Teachers’
Functional Competency across the 21st Century Learning, International Journal of
Instruction, 11(3), 2018, 135-152. https://doi.org/10.12973/iji.2018.11310a

23. A. Mokhtar & Y. Ibrahim, Community Awareness and Leadership among Singapore
Youths Amidst a COVID-19 Landscape, In Handbook of Research on Revisioning and
Reconstructing Higher Education After Global Crises, 2023, 1-18. DOI: 10.4018/978-1-6684-
5934-8.ch010

24. N. Jain, What is Community Engagement? Definition, Principal, Example, Model,
Framework, Strategies and Best Practices, Available at https://ideascale.com/blog/what-is-
community-engagement/#toc_Principal_of_Community_Engagement November 30, 2023

25. D. Chakma, School as an Agency of Education, Available at
https://onlinenotebank.wordpress.com/2022/01/15/school-as-an-agency-of-education (Posted: 15
January, 2022)

26. J. Boruah, School as a Social System – A Study, International Research Journal of
Education and Technology, 1(2), 2020, 26-28. ISSN 2581-7795
27. A.T. Abdulganiyu & N. Obiweluozor, In-Service Training and School Effectiveness in
Private Secondary Schools in Ilorin Metropolis, Kwara State, Nigeria, European Journal of
Education Studies, 6(9), 2019, 269-280. doi: 10.5281/zenodo.3593309

28. M. Kools, L. Stoll, B. George, B. Steijn, V. Bekkers & P. Gouëdard, The School as a
Learning Organisation: The Concept and its Measurement, Eur J Educ, 55, 2020, 24-42.
https://doi.org/10.1111/ejed.12383

29. G. U. Evans, S. A. Usen & U. S. Ibok, Institutional Variables as a Determinant of
Secondary School Effectiveness, International Journal of Innovative Science and Research
Technology, 8(7), 2023, 649-655. ISSN No:-2456-2165

30. S. Sikombe & M. A. Phiri, Institutional Factors Influencing Institutionalised Supplier
Development Initiatives in the Construction Industry in Zambia. Cogent Business &
Management, 8(1), 2021, 1935184. http://dx.doi.org/10.1080/23311975.2021.1935184

https://digitalcommons.georgiasouthern.edu/etd/2019
http://ajerduniport.com
https://doi.org/10.12973/iji.2018.11310a
https://www.igi-global.com/book/handbook-research-revisioning-reconstructing-higher/298639
https://www.igi-global.com/book/handbook-research-revisioning-reconstructing-higher/298639
https://ideascale.com/blog/what-is-community-engagement/
https://ideascale.com/blog/what-is-community-engagement/
https://onlinenotebank.wordpress.com/2022/01/15/school-as-an-agency-of-education
https://onlinenotebank.wordpress.com/2022/01/15/school-as-an-agency-of-education/
https://onlinenotebank.wordpress.com/2022/01/15/school-as-an-agency-of-education/
https://doi.org/10.1111/ejed.12383
http://dx.doi.org/10.1080/23311975.2021.1935184


146

31. M. B. Adesola & H. T. Ekundayo, Institutional Factors and Academic Staff Job
Performance in Private Universities in Southwest, Nigeria, Journal of Education and
Practice, 6(5), 2022, 66–80. https://doi.org/10.47941/jep.1071

32. F. Wajdi, Z. Putra & A. Arif, Management of Educational Facilities and Infrastructure in
Improving Learning Productivity in Elementary Schools, ASSEHR, 727, 2023, 44–51.
https://doi.org/10.2991/978-2-494069-95-4_6

33. S. T. Subair, Assessment of Functionalities, Utilisation and Management of Hostel
Facilities in Nigerian Universities, International Journal of Humanities Social Sciences and
Education (IJHSSE), 7(6), 2020, 102-109. ISSN 2349-0373 (Print) & ISSN 2349-0381 (Online)
http://dx.doi.org/10.20431/2349-0381.0706011

34. M. Olugbenga, Impact of School Facilities on the Academic Performance of Secondary
School Students in Kaduna State, Nigeria, International Journal of Social Science and
Humanities Research, 7(3), 2019, 497-507. ISSN 2348-3164 (online), ISSN 2348-3156 (Print)

35. S. O. Olajide, B. V. Olanipekun, & A. O. Obafunmilayo, Influence of School Facilities on
Students’ Academic Performance in Basic Science and Technology in Junior Secondary Schools
in Osun State, Nigeria, International Journal of Innovative Research and Development,
10(2), 2021, 182-186. https://doi.org/10.24940/ijird/2021/v10/i2/FEB21037

36. F. K. Onubuleze, School Facilities as Predictors of Students’ Academic Performance in
Secondary Schools in Enugu State, Sapientia Global Journal of Arts, Humanities and
Development Studies (SGOJAHDS), 6(2), 2023, 315-324. ISSN: 2695- 2319 (Print); ISSN:
2695-2327 (Online)

37. M. Adamu, Teachers’ Fringe Benefits and Teachers’ Professional Development as
Correlate of Teachers’ Job Performance in Senior Secondary Schools in Adamawa State,
International Journal of Innovative Science and Research Technology, 4(5), 2019, 508-514.
ISSN 2456-2165

38. K. M. Ojoogun, & S. Ileuma: Human Resource Factors and Employability of Educational
Management Undergraduates in Southwest, Nigeria. African Journal of Educational
Management 6(1&2), 2023, 1-20 ISSN 0795-0063

39. E. Umemezia & A. E. Akenzua, Compensation Effect on Job Satisfaction among Private
School Teachers in Benin City, Nigeria, DBA Africa Management Review, 10(4), 2020, 92-
105. ISSN - 2224-2023

40. P. I. Idigo, Incentives and Performance of Workers in Tertiary Institutions in Anambra and
Enugu State, Nigeria, International Journal of Innovative Social Sciences & Humanities
Research, 11(1), 2023, 6-20. ISSN: 2354-2926

https://doi.org/10.47941/jep.1071
https://doi.org/10.2991/978-2-494069-95-4_6
http://dx.doi.org/10.20431/2349-0381.0706011
https://doi.org/10.24940/ijird/2021/v10/i2/FEB21037


147

41. A. I. Oyetakin, & J. A. Ajalode & T. Alen, Welfare Packages and Job Satisfaction among
Private Secondary School Teachers’ Ondo State, Nigeria, UNIZIK Journal of Educational
Management and Policy, 3(1), 2019, 63-76.
https://journals.unizik.edu.ng/index.php/ujoemp/article/view/583

42. S. Sudarti, P. B. Setiadi & S. Rahayu, Effect of Remuneration and Motivation on Employee
Performance at the State Court of Sidoarjo, Indonesia, Indonesia World Journal of Advanced
Research and Reviews. DOI: https://doi.org/10.30574/wjarr.2022.14.3.0571. 14(03), 2022,
403–412

43. W. O. Osang, A. W. Osang & S. I. Akpama, Prompt Payment of Salaries and Fringe
Benefits as Determinants of Teachers Productivity in Private Secondary Schools of Calabar
South Local Government Area of Cross River State, Nigeria, Turkish Online Journal of
Qualitative Inquiry (TOJQI), 12(10), 2021, 4413-4423

44. C. O. Odoh & D. P. Okeofu, Influence of In-Service Training on Primary School Teachers`
Job Performance in Nsukka Local Government Education Authority, IOSR Journal of
Research & Method in Education (IOSR-JRME), 10(5), 2020, 45-54. e-ISSN: 2320–7388, p-
ISSN: 2320-737x

45. P. Akira, Teachers’ Perception on Workload and Performance (A Case Study of Homeroom
Teachers’ at Primary Global Islamic School 2 Serpong), Unpublished Master Degree of
Education (M.Pd.) Thesis, Faculty of Educational Sciences Syarif Hidayatullah State Islamic
University Jakart, 2020. https://repository.uinjkt.ac.id/dspace/handle/123456789/51564. 2020

46. O. S. F. Okiridu & Y. J. Godpower, Teachers’ Workload and Effective Instructional
Delivery of Business Education Courses in Rivers State Universities, International Journal of
Innovative Social & Science Education Research, 9(1), 2021, 60-66. ISSN: 2360-8978

47. A. R. Aminullahi & O. M. Olojuola, Managing Workload and Lecturers Effectiveness in
Southwest Nigerian Universities, International Journal of Advanced Research in
Management and Social Sciences, 10(4), 2021, 59-72. ISSN: 2278-6236

48. C. Amini-Philips & A. N. Okonmah, Lecturers’ Workload and Productivity in Universities
in Delta State, International Journal of Education, Learning and Development, 8(3), 2020,
111-136. Print ISSN: 2054-6297(Print). Online ISSN: 2054-6300 (Online).

49. T. Maldrine & H. K. Kiplangat, Workload and Job Satisfaction Revisited among Private
Secondary School Teachers in Nakuru West Sub County, Kenya, International Journal of
Social Sciences and Management Review, 3(5), 2020, 88-100. ISSN 2582-0176

50. A. A. R. A. Omar, Efficiency and Effectiveness in Management, Journal of Survey in
Fisheries Sciences, 10(3S), 2023, 3382-3392. DOI: 10(3S)3382-3392.pdf

51. C. D. Ullas & K. M. Ajit, Management Concepts and Practices, Excel Books Private Limited:
Jhandewalan Extension, New Delhi, 2019, 1-125. https://ddceutkal.ac.in

https://journals.unizik.edu.ng/index.php/ujoemp/article/view/583
https://repository.uinjkt.ac.id/dspace/handle/123456789/51564.%202020
https://ddceutkal.ac.in


148

52. J. Herrity, What Is Management? Definitions, Functions and Styles, Available at
https://www.indeed.com/career-advice/career-development/what-is-management Updated
February 28, 2023
53. D. E. Amanawa, An Introduction to Management Concepts, International Journal of
Academic Management Science Research (IJAMSR), 6(6), 2022, 1-16. ISSN: 2643-900X

54. T. Team, Workload Management: A Complete Guide For Creative Agencies, Available at
https://toggl.com/blog/workload-management updated 14 August, 2023

55. S. Inabo, Workload Management: The Expert Guide for Efficient Project Planning in 2024,
Available at https://www.float.com/resources/workload-management (Updated: 27 February
2024)

56. M. S. Nemțeanu, D. C. Dabija, & L. Stanca.: The Influence of Teleworking on Performance
and Employees’ Counterproductive Behaviour. Amfiteatru Economic, 23(58), 2021, 601-619.

57. K. Ali., & S, K, Johl: Impact of Nurse Supervisor on Social Exclusion and
Counterproductive Behaviour of Employees. Cogent Business &Management, 7(1), 2020.
1811044.

58. J. Striler, M. Shoss, & S. Jex.: The Relationship between Stressors of Temporary Work and
Counterproductive Work Behaviour. Stress and Health, 37(2), 2021, 329-340.

59. O. Dixit, & S. Singh: Moderating Influence of Emotional Intelligence on Organizational
Citizenship Behaviour and Counterproductive Work Behaviour. Journal of Strategic Human
Resource Management, 8(1), 2019, 26-31.

60. K. Jermsittiparsert, P. Petchchedchoo, S. Kumsuprom & P. Panmanee.: The Impact of the
Workload on the Job Satisfaction: Does the Job Stress Matter?. Academy of Strategic
Management Journal, 20, 2021, 1-13.

61. C. Kerdpitak, & K. Jermsittiparsert: The Effects of Workplace Stress, Work-life Balance on
Turnover Intention: An Empirical Evidence from Pharmaceutical Industry in Thailand.
Systematic Reviews in Pharmacy, 11(2), 2020, 586-594.

62. E. N. Adi., A, Eliyana, & A. T. M. Hamidah: Safety Leadership and Safety Behaviour in
MRO Business: Moderating Role of Safety Climate in Garuda Maintenance Facility Indonesia.
Systematic Reviews in Pharmacy, 11(4), 2020, 151-163.

63. M. Fayzhall., A, Purwanto, & M. Asbari, : Transformational versus Transactional
Leadership: Manakah yang MempengaruhiKepuasanKerja Guru? EduPsyCouns: Journal of
Education, Psychology and Counseling, 2(1), 2020, 256-275.

64. M. Tufail, & F. Sultan.: Examining the Effect of Challenge-Hindrance Stressors on Work
Attitude and Behaviour. FWU Journal of Social Sciences, 13(1), 2019

https://www.indeed.com/career-advice/career-development/what-is-management%20Updated%20February%2028
https://www.indeed.com/career-advice/career-development/what-is-management%20Updated%20February%2028
https://toggl.com/blog/workload-management
https://www.float.com/resources/workload-management


149

65. D. P. Sari, & H. Ali: Literature Review Measurement Model of Individual Behaviour and
Organizational Citizenship Behaviour: Individual Characteristics,Work Culture and
Workload. Dinasti International Journal of Management Science, 3(4), 2022, 647-656.
66. V. M. Tarimo, D. Bahati, & R. A. Labito.: Teachers’ Workload and Class Size as
Correlate of Students’ Academic Performance in Selected Secondary Schools in Singida Urban.
International Journal of Scientific Research and Management (IJSRM), 8(4), EL-2020-
1282-1291. doi:10.18535/ijsrm/v8i04.el03

67. V. O. Ossai., & N. Okoko.: Teaching Staff Strength and Workload in the Merged Secondary
Schools in Bayelsa State. Unpublished Manuscript, Department of Educational Management,
University of Port Harcourt, Choba, Rivers State 2019

68. H. Ujir, S. F. Salleh., A. S. W. Marzuki, H. F. Hashim, & A. A. Alias,.: Teaching Workload
in 21st Century Higher Education Learning Setting. International Journal of Evaluation and
Research in Education, 9(1), 2020, 221-227.

69. V. Connolly: Is Less More? The Relationship between Teacher Workload, Students’
Instruction Time and School Performance and Teacher Retention. [Ph.D.]. University of
Cambridge. 2022

70. F. A. B. Ibrahim: Resource elements in the construct of special education teacher workload
in Malaysia. Turkish Journal of Computer and Mathematics Education
(TURCOMAT), 12(11), 2021, 5289-5293.

71. M. D. Hubers, M. D. Endedyik & K. Vanvee: Effective Characteristics of Professional
Programes for Science and Technology Education. Professional Development in Education.
48(5) 2022, 827-846. doi:10.1080/19415257.2020.1752289

72. S. Sims & H. Fletcher-Wood: Identifying the Characteristics of Effective Teacher
Professional Development: A Critical Review. School Effectiveness and School Improvement,
32(1) 2021, 47-63. DOI: 10.1080109243453, 202

73. K. N. Hayes, C. Inouye, C. L. Bae & B. Toven-Lindsey: Reciprocal Learning in K-12
Professional Development: How do Faculty Change their Instructional Practice? Science
Education, 105(1) 2020, 95-106

74. S. Ileuma: Principals’ Managerial Skills and Efficient Management of Educational Record
Keeping In Secondary Schools, Edo State. International Journal of Strategic Research in
Education, Technology & Humanities. 8(1), September, 2020, 96-106. p-ISSN: 2465-731X, e-
ISSN: 2467-818X

75. F. P. Tupas,. & R. P. Noderama: Looking into In-Service Training for Teachers in the
Philippines: Are They Gearing towards Education 4.0?. Universal Journal of Educational
Research, 8(10), 2020, 4651-4660.DOI: 10.13189/ujer.2020.081034



150

76. E. J. Ciesielski & N. A Creaghead: The Effectiveness of Professional Development on the
Phonological Awareness Outcomes of Preschool Children: A Systematic Review. Literacy
Research and Instruction. 59(2) 2020, 121-147. doi:101080//9388071.2019.1710785
77. Y. Copur-Gencturk & I. Thacker. A Comparison of Perceived and Observed Learning from
Professional Development: Relationship among Self-reports, Direct Assessment, and Teacher
Characteristics. Journal of Teacher Education, 72(2), 2021, 138-151,
doi:10.1177/0022487119899101

78. M. L. Longhurst, S. H. Jones & T. Campbell: Mediating Influences in Professional
Learning: Factors that lead to Appropriation and Principled Adaptation. Professional
Development in Education. 48(3) 2021, 506-522 doi: 10.1080119415257.2021.1879220

79. J. Mesa, Pringle & L. Hayes: Meeting the Demands of Science Reforms: A Comprehensive
Professional Development for Practicing Middle School Teachers. Research in Science
Education. 50(2) 2020, 709-737 doi: 10.1007/S11 65-018-9708-9

80. S. Ileuma & A. O. Oladeji: Nexus between Manpower Development and Lecturers’
Productivity in Colleges of Education in Oyo State: Journal of Arts and Social Science
Education (JASSE) 1(1), 2022, 1-20

81. L. Shi: Professional Positioning and Institutional Power. Professional development in
Education 48(2) 2022, 330-342. doi: 10.1080/19415257.2020.1725595.

82. P. Taylor: The Complexity of Teacher Professional Growth - Unveiling threads of Purpose,
Opportunity and Response.; Professional Development in Education. 49(1) 2023, 16-29. doi:
10.1080/19415257.2020.1747106

83. D. T. O'Brien, C. Farrell., & B. C. Welsh.: Broken (Windows) Theory: A Meta-analysis of
the evidence for the Pathways from Neighborhood Disorder to Resident Health Outcomes and
Behaviours. Social Science & Medicine, 228, 2019, 272-292.

84. I. F. Akinnola: Teacher Training Programmess as Predictors of Teachers Job Satisfaction
and Performance in Oyo State, Nigeria, Journal of Capital Development in Behavioral
Sciences, 8(2), 2020, 16-42

85. A. M. Abdulraheem. & R. A. Shebu.: Barrers : The Use of ICT in the Teaching Health
Educat ion among Teachers in Ilorin-South Local Government, Kwara state, Nigeria, Journal of
Capital Development in Behavioural Sciences, 10(1), 2022, 177-190

86. F. C. Akinkuade. & A. O. Oredein.: Class Size Indices as Predictors of Teachers’ Job
Performance in Private and Private and Private Secondary Schools in Ibadan Metropolis, Oyo
State Nigeria. Journal of Capital Development in Behavioural Sciences, 8(2), 2020, 114-126

87. L. Peng & Z. Li, Psychological Contract, Organizational Commitment, and Knowledge
Innovation: A Perspective of Open Innovation. Problems and Perspectives in Management,
19(2), 2021, 418-432. doi:10.21511/ppm.19(2).2021.33



151

88. B. Al-Jabari & I. Ghazzawi, Organizational Commitment: A Review of the Conceptual and
Empirical Literature and a Research Agenda, International Leadership Journal, 11(1), 2019,
78-119. https://www.researchgate.net/Privateation/331635975

89. D. D. Hembah, An Analysis of Self Esteem and Work Commitment Levels of Employees
in Nigerian Non-Profit Organisations, MA Thesis in Human Resource Management, National
College of Ireland. 2021. https://norma.ncirl.ie/5316/1/deborahdoofanhembah.pdf

90. D. Grego-Planer, The Relationship between Organizational Commitment and
Organizational Citizenship Behaviours in the Private and Private Sectors, Sustainability, 11(1),
2019, 1-20. doi:10.3390 or su11226395

91. E. C. Udoh, Personality Traits and Employee Commitment, International Journal of
Advanced Academic Research in Social and Management Sciences, 6(1), 2020, 84-90. ISSN:
2488-9849

92. C. C. Okaforcha, Relationship between Principals’ Staff Personnel Practices and Teachers’
Job Commitment in Private Secondary Schools in Anambra State, African Journal of
Educational Management, Teaching and Entrepreneurship Studies, 4(1), 2021, 191-198.
https://ajemates.org

93. M. A. Onafowope, E. J. Egwunyenga & V. G. Oweikpodor, Administrative Strategies to
Enhance Teachers’ Commitment in Delta State Private and Private Secondary Schools in
Nigeria, European Journal of Alternative Education Studies, 8(1), 2023, 180-195. DOI:
10.46827/ejae.v8i1.4693

94. B. Abaiola & S. O. Nwafor, Talent Acquisition and Retention as Predictors of Teachers’
Job Commitment in Secondary Schools in Bayelsa State, Journal of Advances in Education
and Philosophy, 5(8), 2021, 262-269. DOI: 10.36348/jaep.2021.v05i08.005

95. K. D. Singh & B. D. Onahring, Entrepreneurial Intention, Job Satisfaction and Organiation
Commitzment - Construct of a Research Model Through Literature Review, Journal of Global
Entrepreneurship Research, 9(16), 2019, 1-18. doi.org or 10.1186 or s40497-018-0134-2

96. A. Bastian & W. Widodo, Evoking teacher’s professional commitment: Exploring
Interpersonal Communication in Transmitting Emotional Intelligence and Psychological
Capital, Cogent Education, 11(1), 2024, 1-19. https://doi.org/10.1080/2331186X.2024.2418786

97. G. C. Uwaleke, S. Yakubu & C. M. Joel, Teacher Commitment and Students’ Academic
Achievement in Nasarawa State Secondary Schools, Nigeria, African Scholars Journal of
Education Research and Library Practice(JERLP-8), 28(8), 2023, 105-118. ISSN: 2659-
1999

https://www.researchgate.net/publication/331635975
https://norma.ncirl.ie/5316/1/deborahdoofanhembah.pdf
https://ajemates.org
https://doi.org/10.1080/2331186X.2024.2418786


152

98. D. C. Igbegiri & J. U. Mbagwu, Teacher Commitment to Duty and Attainment of
Educational Goals, Global Journal of Research in Education & Literature, 1(3), 2021, 12-19.
https://gjrPrivateation.com/journals
99. A. Ibrahim & F. Aljneibi, The Influence of Personal and Work-Related Factors on
Teachers' Commitment during Educational Change: A Study on UAE Private Schools, Heliyon,
8(11), 2022, 1-5. doi: 10.1016/j.heliyon.2022.e11333

100. F. Shiralinejad, A. Hamedi, H. Amadi & S. Ahmadi, The Spiritual Status and
Organizational Commitment of Elementary School Teachers, Eurasian J. Sci. Tech, 3(1), 2023,
39-45. https://doi.org/10.22034/ejst.2023.138998

101. E. O. Bello & A. O. Oredein, School Climate, Principal Managerial Styles and
Commitment among Junior Secondary School Teachers in Oyo State, Nigeria, International
Journal of Research - GRANTHAALAYAH, 10(7), 2022, 51-69. doi:
10.29121/granthaalayah.v10.i7.2022.4686

102. B. K. Taye & M. M. Gebremeskel, The Association between Organizational Culture and
Teachers’ Organizational Commitment in Bahir Dar Polytechnic College, the State of Amhara,
Bahir Dar J Educ, 22(1), 2022, 20-38. eISSN: 2415-0452
print ISSN: 1816-336X

103. D. Ma, The Role of Motivation and Commitment in Teachers’ Professional Identity, Front.
Psychol. 13(910747), 2022, 1-5. doi: 10.3389/fpsyg.2022.910747

104. K. Shu, Teachers’ Commitment and Self-Efficacy as Predictors of Work Engagement and
Well-Being, Front. Psychol, 13(850204), 2022, 1-7. doi: 10.3389/fpsyg.2022.850204

105. A. S. Akinwale & C. A. Okotoni, Assessment of Job Commitment of Secondary School
Teachers in Osun State, Nigeria, PEOPLE: International Journal of Social Sciences, 4(3),
2019, 1553-1572. DOI:10.20319/pijss.2019.43.15531572

106. C. A. Okotoni & A. S. Akinwale, Principals’ Communication Styles and Teachers’ Job
Commitment in Secondary Schools in Osun State, Nigeria, British Journal of Education, 7(12),
2019, 7-19. Print ISSN: ISSN 2054-6351 (print), Online ISSN: ISSN 2054-636X (online)

107. E. Murekatete, I. Ndayambaje & E. Nsabayezu, Effect of Chemistry Teacher’s Commitment
on Private Secondary School Student Performance in Chemistry Subject in Nyagatare District,
Rwanda, Journal of Research Innovation and Implications in Education, 6(3), 2022, 379-388.
ISSN 2520-7504 (Online)

108. S. M. Yusoff, T. F. T. Ariffin & M. Noman, Principals’ Contextual Leadership on
Teachers’ Organizational Commitment: Teacher Empowerment and Teachers’ Workplace Well-
Being as a Serial Mediator, The Journal of Management Theory and Practice (JMTP), 3(3),
2022, 10-19. http://dx.doi.org/10.37231/jmtp.2022.3.3.268, ISSN: 2716-7089

https://gjrpublication.com/journals
https://doi.org/10.22034/ejst.2023.138998


153

109. B. A. Ijekpa & A. M. Mkpa, Influence of Principals' Administrative Styles on Teachers’
Performance in Aba Education Zone of Abia State, Nigeria, International Journal of Research
and Innovation in Social Science (IJRISS), 4(11), 2020, 76-82. ISSN 2454-6186
110. H. Boma-Siaminabo, Management and Administration: Conceptual Clarification of
Management and Administration, Innovative Journal of Marketing Management, 10(2), 2022,
40-46. ISSN: 4388 -7618

111. K. Mwelwa & M. S. Sohawon, Educational Administration and Management; Issues and
Perspectives, In book: Selected Readings In Education .2, 154-175. Publisher: Marvel Publishers,
2021. https://www.researchgate.net/Privateation/348817615

112. P. Egboka & H. C. Ezebuilo, Comparative Analysis of Students’ Personnel Management
Practices of Principals in Private and Private Secondary Schools in Imo State, International
Journal of Advanced Academic Research, 9(5), 2023, 71-82. ISSN: 2488-9849

113. S. C. Ukonu & O. Atukpa, Principals’ Administrative Practices for Effective Teachers
Job Performance in Private Senior Secondary Schools in Rivers State, International Journal of
Institutional Leadership, Policy and Management, 7(2), 2025, 212-226. ISSN: 2735-9220

114. C. G. Igoni, Administrative Practices of Principals and Teaching Staff Job Performance in
Secondary Schools in Nigeria, International Journal of Scientific & Engineering Research,
11(10), 2020, 1034-1046. ISSN 2229-5518

115. C. N. Oguejiofor, Influence of Principals’ Administrative Roles on Teachers’ Job
Performance in Catholic Secondary Schools in Nasarawa State of Nigeria, British
International Journal of Education and Social Sciences, 7(6), 2020, 57-66. ISSN (3342 –
543X); p –ISSN (4519 – 6511)

116. C. N. Oguejiofor, Principals’ Administrative Practices as Predictors of Teachers’ Job
Performance in Secondary Schools in Enugu State, Unizik Journal of Educational Research
and Policy Studies, 15(2), 2023, 172-184. https://unijerps.org

117. C. Aslamiah, Teachers Organizational Commitment in Elementary School: A Study in
Banjarmasın Indonesia, The Open Psychology Journal, 12(1), 2019, 1-6. DOI:
10.2174/1874350101912010001

118. L. Bashir, The Influence of Professional Commitment on Teaching Effectiveness among
Secondary School Teachers, Research Guru Online Journal of Multidisciplinary Subject,
12(4), 2019, 424-432. ISSN:2349-266X

119. M. Özgenel, An Antecedent of Teacher Performance: Occupational Commitment,
International Journal of Eurasian Education and Culture, 4(7), 2019, 100-126. ISSN: 2602-
404

120. A. Aloyzius & J. N. Kindiki, Administration and Management: A Determinant to
Organizational Efficiency and Progress (A Consideration to Henri Fayol’s Principles; Luther

https://www.researchgate.net/publication/348817615
https://unijerps.org


154

Gulick and Lyndall Urwick Edited Papers of Science), EPRA. International Journal of
Research and Development (IJRD), 5(5), 2020, 326-335. ISSN: 2455-7838(Online)
121. N. F. Manafa, Influence of Administrative Factors on Teachers Performance in Private
Secondary School in Anambra State, International Journal of Innovative Education Research,
8(4), 2020, 85-97. ISSN: 2354-2942

122. M. M. Mbithe, Effects of Principals’ Administrative Practices on Teachers’ Job
Performance in Private Secondary Schools in Kathiani Sub-County, Kenya, Master’s Thesis in
Education Administration, School of Education, Machakos University, 2022. http://ir.mksu.ac.ke

123. B. C. Nwanisobi & C. C. Inienger, Definition of Private Administration: Various
Scholars, American International Journal of Business Management (AIJBM), 3(9), 2020,
56-61. ISSN- 2379-106X

124. T. Obied, Role of School Administration in Providing an Attractive and Safe School
Environment to Students under Vision 2030, Propósitos Representaciones, 8(3), 2020, 1-15.
Doi: http://dx.doi.org/10.20511/pyr2020.v8nSPE3.748

125. M. Mwele, S. Asatsa & S. Kang’ethe, Demographic Correlates of Deviance among
Teachers in Private Secondary Schools in Nairobi County, Kenya, International Journal of
Research and Innovation in Social Science (IJRISS), 6(1), 2022, 248-253. ISSN 2454-6186

126. T. M. Ndiso, Institutional Factors Influencing Female Teachers’ Progression into
Management of Private Secondary Schools in Kajiado County, Kenya, Unpublished PhD Thesis,
Department of Educational Management, Policy and Curriculum Studies, Faculty of Education,
University of Nairobi, 2024. https://erepository.uonbi.ac.ke/handle/11295/166904

127 .E. Costantine, J. S. Mwinjuma & J. Nemes, Assessing the Influence of Socio-Demographic
Characteristics on Teachers’ Resilience in Tanzania: A Study of Selected Secondary Schools in
Morogoro Municipality, Educational Dimension [Online], 2025, 1-18. Available
from: https://doi.org/10.55056/ed.842 [Accessed 21 March 2025].

128. S. Nwokeocha, A. Sessay, E. D. Kah, H. Njora, & Q. Wodon, West Africa – Investing in
Teachers and School Leaders: Professional Standards and Competencies, Working Education,
and Teacher Education, Addis Ababa, Ethiopia: UNESCO International Institute for Capacity
Building in Africa, 2023. 1-111. https://www.iicba.unesco.org/

129. K. J. G. Sackou, A. A. Desquith, P. C. M. Barro-Kiki, J. Kouame, M. L. Tiade, M. B.
Gokpeya & L. K. Kouadio, Personal Hygiene in Schools: Retrospective Survey in the Northern
Part of Côte d'Ivoire, J. Prev. Med. Hyg., 62(1), 2021, 75-81. doi: 10.15167/2421-
4248/jpmh2021.62.1.1655

130. S. N. Kumtong, Assessment of Principals’ Role Performance in Administration of Private
Secondary Schools in Federal Capital Territory, Abuja Nigeria, Unpublished M.Ed Project,

http://ir.mksu.ac.ke
http://dx.doi.org/10.20511/pyr2020.v8nSPE3.748
https://doi.org/10.55056/ed.842


155

Department of Educational Foundations and Curriculum, Faculty of Education, Ahmadu Bello
University, Zaria. https://teras.ng/api/asset/document/1f6c1474-9e25-472e-89ce-e94ddff3d850

131. A. D. Amenu, K. Esia-Donkoh & A. A. Osei, Headteachers’ Administrative Duties and
Teacher Job Performance in Private Junior High Schools at Agona Swedru, Ghana, European
Journal of Education Studies, 8(12), 2021, 447-464. ISSN: 2501 – 1111, DOI:
10.46827/ejes.v8i12.4094

132. A. Tanyi, F. Ashu & P. Tambi, Administrative Function of Principal as a Correlates to
Teacher Training Colleges Effectiveness in Littoral Region of Cameroon, International Journal
of Leadership and Governance, 3(2), 2023, 15–42. https://doi.org/10.47604/ijlg.2042

133. H. A. Bada, A. T. F. Tengku & H. Nordin, Teachers’ Perception of Principals'
Instructional Leadership Practices in Nigeria, Universal Journal of Educational Research,
8(10), 2020, 4459-4469. DOI: 10.13189/ujer.2020.081013

134. M. O. Nwogbo, Effectiveness of Principals’ Role Performance in Curriculum and
Instructional Development in Private Secondary Schools in Anambra State, Unizik Journal of
Educational Research and Policy Studies, 3, 2021, 255-277. https://unijerps.org

135. I. B. Mandapitan & M. M. Rodriguez, Administrative and Instructional Leadership of
School Heads among Integrated Schools, Psych Educ., 28(1), 2024, 40-52,
DOI:10.5281/zenodo.14186456, ISSN 2822-4353

136. N. L. Okeke, P. U. Obilor, E. C. Okonkwo & C. Ezeonwumere, Factors Influencing
School Principals’ Effectiveness in Private Secondary Schools in Awka South Local Government
Area, Anambra State, Unizik Journal of Educational Research and Policy Studies, 16(1),
2023, 9-17. URL: http://sjifactor.com/passport.php?id=21363

137. D. K. Mutunga, J. Kalai & S. Chepkonga, Influence of In-Service Programmess on
Principals’ Management of Private Secondary Schools in Machakos, Kenya, IOSR Journal of
Humanities And Social Science (IOSR-JHSS), 27(10), 2022, 48-57. e-ISSN: 2279-0837, p-
ISSN: 2279-0845

138. K. D. Ongubo & J. G. Kwaba, Assessement on the Impact of School Resources on
Principals’ Administrative Duties in Selected Private Secondary Day Schools in Maara Sub-
County, Kenya, International Journal of Research and Innovation in Social Science
(IJRISS), 7 (12), 2023, 882-895. ISSN No. 2454-6186, DOI: 10.47772/IJRISS

139. L. W. Ndirangu & J. G. Mungai, Influence of principals’ responsibilities delegation and
feedback provision on teachers’ work performance in Private secondary schools in Kiambu
County, Kenya, International Academic Journal of Social Sciences and Education (IAJSSE),
2(3), 2024, 443-470

https://teras.ng/api/asset/document/1f6c1474-9e25-472e-89ce-e94ddff3d850
https://doi.org/10.47604/ijlg.2042
https://unijerps.org
http://sjifactor.com/passport.php?id=21363


156

140. U. Amadi, S. Ndu-Johnson, D. A. Kelvin & U. W. Orji, Delegation Strategies of
Principals and their Impact on Administrative Effectiveness in Private Secondary Schools in Imo
State, International Journal of Research Privateation and Reviews, 5(11), 2024, 1244-1249.
ISSN 2582-7421

141. A. R. Aminullahi & O. M. Olojuola, Managing Workload and Lecturers Effectiveness in
Southwest Nigerian Universities, International Journal of Advanced Research in
Management and Social Sciences, 10(4), 2021, 59-72. ISSN: 2278-6236

142. E. Omorogbe & O. E. Okhiku, Principals’ Time Management Practices and
Administrative Effectiveness in Private Secondary Schools in Edo State, Nigeria, GVU Journal
of Management and Social Sciences, 9(2), 2024, 166-176. DOI:
https://doi.org/10.5281/zenodo.14720040

143. E. Masharubu & B. M. Mutilu, Influence of Administrative Factors on Principals’
Performance in Private Secondary Schools in Kenya: A Case of Kilifi North SubCounty,
International Journal of Research and Innovation in Social Science (IJRISS), 8(5), 2024,
1361-1369. ISSN No. 2454-6186, DOI: 10.47772/IJRISS

144. Y. A. Faruk & T. A. Ajadi, School Environments and Principals’ Administrative
Effectiveness in Kwara State Private Secondary Schools, Nigeria, International Journal of
Research in Education Humanities and Commerce, 4(3), 2023, 51-58. ISSN 2583-0333

145. B. A. Onyango & J. O. Sika, Effects of Physical Facilities on Job Satisfaction Among
Secondary Schools Female Principals in Siaya County, Kenya, European Journal of Research
and Reflection in Educational Sciences, 8(7), 2020, 1-11. ISSN 2056-5852

146. E. C. Elujekwute, J. I. Daagu & A. U. Ikwen, Influence of School Plant on the
Management of Secondary Schools in Zone “B” Senatorial District of Benue State, Nigeria,
Sapientia Foundation Journal of Education, Sciences and Gender Studies (SFJESGS), 4(1),
2021, 31-49. ISSN (PRINT): 2734 – 2522, ISSN (ONLINE): 2734 – 2514

147. E. U. Umoetuk, J. A. Boc-Ifeobu, M. I-I. Eden & W. E. Mbuk, School Discipline,
Reward System and Administrative Efficacy of Principals in Secondary Schools in Akwa Ibom
State, Nigeria, Asian Journal of Education and Social Studies, 49(3), 2023, 312–317.
https://doi.org/10.9734/ajess/2023/v49i31157

148. W. Widodo & R. Damayanti, Vitality of Job Satisfaction in Mediation: The Effect of
Reward and Personality on Organizational Commitment, Management Science Letters, 10(1),
2020, 2131–2138. doi: 10.5267/j.msl.2020.1.016

149. V. Kayindu, S. Asiimwe, R. Bisaso & S. Nakiyingi, Association between Remuneration
and Employee Performance: The Case of Teachers in Private Secondary Schools in Buikwe

https://doi.org/10.9734/ajess/2023/v49i31157


157

District, Uganda, International Journal of Research and Innovation in Social Science
(IJRISS), 4(3), 2020, 41-4. ISSN 2454-6186

150. D. K. Mutunga, J. Kalai & S. Chepkonga, Influence of In-Service Programmess on
Principals’ Management of Private Secondary Schools in Machakos, Kenya, IOSR Journal of
Humanities And Social Science (IOSR-JHSS), 27(10), 2022, 48-57. e-ISSN: 2279-0837, p-
ISSN: 2279-0845

151. S. Khan & N. N. Abdullah, The Impact of Staff Training and Development on Teachers’
Productivity, Economics, Management and Sustainability, 4(1), 2019, 37-45. doi:10.14254 or
jems.2019.4-1.4

152. K. K. Paposa & Y. M. Kumar, Impact of Training and Development Practices on Job
Satisfaction: A Study on Faculty Members of Technical Education Institutes, Management and
Labour Studies, 44(3), 2019, 248-262. DOI:10.1177/0258042X19851649

153. E. R. Mduma & D. G. Mkulu, Influence of Teachers' Professional Development Practices
on Job Performance in Private Secondary Schools: A Case of Nyamagana District, Mwanza –
Tanzania, International Journal of English Literature and Social Sciences, 6(1), 2021, 215-
230. DOI:10.22161/ijels.61.26

154. J. C. Chukwuemeka, U. F. Iremeka, M. C. Aneke, N. A. Ozioko, I. A. Muhammad & P. O.
Nweke, Assessment of the Impact of Staff Training and Development on Teachers’ Job
Performance and Retention among Secondary Schools in South-East, Nigeria, International
Journal of Management (IJM), 12(5), 2021, 285-298. ISSN Print: 0976-6502, ISSN
Online: 0976-6510, DOI: 10.34218/IJM.12.5.2021.025

155. A. A. Magalong & L. C. Torreon, Teaching Workload Management: It’s Impact to
Teachers’ Wellbeing and Effectiveness, American Journal of Multidisciplinary Research &
Development (AJMRD), 3(2), 2021, 31-36. ISSN: 2360-821X.

156. P. C. Aderiye & A. N. Ohia, Components of Workload Management as Predictors of Job
Performance of University Lecturers in Rivers State, Nigeria, National Journal of Advanced
Research, 5(1), 2019, 114-118. . ISSN: 2455-216X

157. A. Onesmo, P. Siamoo & E. Ogoti, Influence of Delegation of Responsibility in
Participative Leadership Style on Improving the Quality of Education in Private Secondary
Schools in Arusha Region, Tanzania, British Journal of Education, 10(7), 2022, 1-19. Print
ISSN: 2054-6351(Print) Online ISSN: 2054-636X (Online)

158. E. A. Wabomba, A. Onguso & H. O. Bula, The Influence of Employee Delegation on the
Performance in Commercial Banks in Nairobi County, Kenya, Journal of Human Resource
Management, 10(4), 2022, 123-128. doi: 10.11648/j.jhrm.20221004.12

https://journals.sagepub.com/doi/abs/10.1177/0258042X19851649
https://journals.sagepub.com/doi/abs/10.1177/0258042X19851649


158

159. D. Ssegawa & M. Matovu, Head Teachers’ Delegation Practices and Teachers’
Psychological Job Commitment in Secondary Schools in Kira municipality Wakiso district,
Uganda, European Journal of Special Education Research, 6(1), 2020, 101-114. doi:
10.5281/zenodo.3890941

160. M. H. Ochieng, R. A. Odhiambo & Y. M. John, Selected Practices of Delegation and It's
Influence on Principals' Management of Private Secondary Schools in Rachuonyo South Sub-
County Kenya, International Journal for Research in Educational Studies, 5(9), 2019, 1-15.
ISSN: 2208-2115

161. C. Nworgu & C. U. Madumere-Obike, Twin Components of Time Resource and
Teachers’ Task Performance in Private Senior Secondary Schools in Rivers State, International
Journal of Innovative Development and Policy Studies, 7(4), 2019, 21-30. ISSN: 2467- 8465

162. O. D. Ogunbiyi, F. O. Adepoju & O. R. Oshinowo, Principals' Time Management and
Administrative Effectiveness in Secondary School in Ekiti State, Ekiti State University Journal
of Contemporary Issues in Education, 5(1), 2021, 11-19. https://www.eksujcie.com/elementor-
2078

163. A. O. Ejimofor & N. C. Okonkwo, Influence of the Use of Education Management
Information System (EMIS) on Management of Secondary Schools in Anambra State, Journal of
Educational Research and Development, 5(1), 2022, 167 – 178. ISSN (Print): 2682-5201

164. H. C. Onuorah & N. R. Chukwu, Principals’ Utilisation of Information and
Communication Technology (ICT) for Effective Management of Secondary Schools in Awka
Education Zone, Anambra State Nigeria, International Journal of Research Privateation and
Reviews, 3(11), 2022, 67-72. ISSN 2582-7421

165. C. O. Nyambane, D. M. Nzuki & J. Korir, The Impact of ICT Capacity on Organizational
Performance of Private Secondary Schools in Kisii County, Kenya, International Journal of
Economics, Commerce and Management, United Kingdom, 8(2), 2020, 96-119. ISSN 2348
0386

166. W. Mugizi & C. Amwine, Information Communication Technology Use and Job
Performance of Teachers at a Private International School in Uganda, Creative
Education, 11(2), 2020, 166-181. doi: 10.4236/ce.2020.112012

167. J. N. ThankGod & B. K. Vulasi, Utilisation of ICT in the Administration of Private Senior
Secondary Schools in Rivers State, International Journal of Institutional Leadership, Policy
and Management, 2(2), 2020, 401-413. ISSN: 2735-9220

168. B. F. Olowo, C. O. Fashiku, F. O. Alabi & A. S. Adelokun, Principals’ Leadership
Characteristics: An Indispensable Tool for Teachers’ Effectiveness in Southwestern Nigeria

https://www.eksujcie.com/elementor-2078
https://www.eksujcie.com/elementor-2078
https://doi.org/10.4236/ce.2020.112012


159

Secondary Schools, Educational Leader (Pemimpin Pendidikan), 8(1), 2020, 17-44.
https://ejournal.um.edu.my/index.php/PEMIMPIN/issue/view/1728/545

169. J. A. Ogunjide & D. A. Odeleye, Motivational Strategies and School Factors as
Predictors of Teachers' Commitment in Private Secondary Schools in South-west, Nigeria,
Journal of Capital Development in Behavioural Sciences, 10(1), 2022, 41-60. ISSN Online:
2449-0679 ISSN Print: 2354-3981

170. O. I. Awolola & C. O. Alabi, Influence of Teacher Features on Instructional Quality in
Private Secondary Schools in the South-West, Nigeria, African Journal of Education and
Practice, 8(2), 2022, 1-14. ISSN 2519-0296 (Online)

171. V. Oadeuya, Teacher’s Characteristics and Implementation of National Curriculum for
Secondary School Biology in Southwest, Nigeria, Commonwealth Journal of Academic
Research (CJAR.EU), 1(9), 2020, 1-9. ISSN: 2708-4841(Print), 2708-7042 (Online)

172. S. E. Ileuma & I. O. Adegoke, Demographic Indices as Predictor of Science Teachers'
Job Commitment in Secondary Schools in Ogun State, Nigeria, Journal of Advances in
Education and Philosophy, 5(12), 2021, 384-390. ISSN 2523-2665 (Print), ISSN 2523-2223
(Online), DOI: 10.36348/jaep.2021.v05i12.003.

173. A. S. Akinwale & C. A. Okotoni, Assessment of Job Commitment of Secondary School
Teachers in Osun State, Nigeria, PEOPLE: International Journal of Social Sciences, 4(3),
2019, 1553-1572. DOI:10.20319/pijss.2019.43.15531572

174. T. Oniya, D. L. Akindele & M. A. Faluyi, Job Commitment as a Correlate of Teachers’
Productivity in Private Primary Schools in South West, Nigeria, European Journal of
Theoretical and Applied Sciences, 3(1), 2025, 385-394. DOI: 10.59324/ejtas.2025.3(1).34

175. A. A. Lawal, Analysis of Secondary Schools Teachers’ Commitment in Kwara State,
Nigeria, Islamic University Multidisciplinary Journal, 7(2), 2020, 179-184.
https://www.iuiu.ac.ug/journaladmin/iumj/ArticleFiles/10423.pdf

176. C. E. Eze, V. H. U. Eze, O. E. Ifeyinwa & A. I. Nwabueze, Principals’ Administrative
Strategies as Correlates of Teachers’ Job Performance in Private Secondary Schools in Obollo-
Afor Education Zone of Enugu State, Nigeria, International Digital Organization for
Scientific Research Journal of Humanities And Social Sciences, 8(1), 2023, 76-87. ISSN:
2550-7966

177. O. A. Adegun & M. A. Animashaun, Principals' Administrative Roles and Teachers'
Instructional Task Performance as Correlates of Secondary School Effectiveness in Southwest
Nigeria, Social Science Education Journal (SOSCED-J), 5(1), 2022, 45-52.
https://soscedj.eksu.edu.ng/

https://ejournal.um.edu.my/index.php/PEMIMPIN/issue/view/1728/545
https://www.iuiu.ac.ug/journaladmin/iumj/ArticleFiles/10423.pdf
https://soscedj.eksu.edu.ng/


160

178. O. I. Bamikole, K. M. Odediji, O. E. Akinsuroju, & H. T. Ekundayo, Principals’
Administrative Strategies and Teachers Job Performance in Secondary Schools In Osun State,
Available at https://www.researchgate.net/Privateation/382284097_(Published 20 June, 2024).

179. A. I. Atanda & O. O. Abikoye, School Support Services, Principal Administrative Skills
and Teacher Job Commitment in Private Secondary Schools in Ogun State, Nigeria, African
Journal of Educational Management, 24(1&2), 2023, 270-289. ISSN 0795 – 0063

180. U. Akuche & A. A. Fadipe, Employee Benefits as Predictor of Teachers' Job Satisfaction
in Private Primary Schools in Southwest, Nigeria, Journal of Capital Development in
Behavioural Sciences, 10(1), 2022, 123-141. ISSN Online: 2449-0679 ISSN Print: 2354-3981

181. S. C. Ukonu & O. Atukpa, Principals’ Administrative Practices for Effective Teachers
Job Performance in Private Senior Secondary Schools in Rivers State, International Journal of
Institutional Leadership, Policy and Management, 7(2), 2025, 212-226. ISSN: 2735-9220

182. A. A. Alaka, A. A. Odunlami & B. A. Adeyeye, Principals’ Managerial Practices as
Predictor of Teacher Effectiveness in Private Senior Secondary Schools in Ogun-East Senatorial
District, Nigeria, Lagos Journal of Contemporary Studies in Education, 2(2), 2024, 315-326.
ISSN: 3043-9075 E-ISSN: 3043-6834, DOI :https://doi.org/10.36349/lajocse.2024.v02i02.24

183. C. G. Igoni, Administrative Practices of Principals and Teaching Staff Job Performance
in Secondary Schools in Nigeria, International Journal of Scientific & Engineering Research,
11(10), 2020, 1034-1046. ISSN 2229-5518

184. F., Hardiansyah, The Implementation of School-Based Management in Improving Quality
of Education in Primary School. Kelola: Jurnal Manajemen Pendidikan, 9(2), 2022, 148-
162.https://doi.org/10.24246/j.jk.2022.v9.i2.p148-162.

185. T., Van Waeyenberg, R., Peccei & A., Decramer, Performance Management and Teacher
Performance: The Role of Affective Organizational Commitment and Exhaustion. The
International Journal of Human Resource Management, 33(4), 2022, 623-
646.https://doi.org/10.1080/09585192.2020.1754881.

186. A., Olsen & F., Huang, Teacher Job Satisfaction by Principal Support and Teacher
Cooperation: Results from the Schools and Staffing Survey. Education Policy Analysis
Archives, 27, 2019, 11-11.https://doi.org/10.14507/epaa.27.4174. 159. F. K. Onubuleze,
School Facilities as Predictors of Students’ Academic Performance in Secondary Schools in
Enugu State, Sapientia Global Journal of Arts, Humanities and Development Studies
(SGOJAHDS), 6(2), 2023, 315-324. ISSN: 2695- 2319 (Print); ISSN: 2695-2327 (Online)

187. M. Adamu, Teachers’ Fringe Benefits and Teachers’ Professional Development as
Correlate of Teachers’ Job Performance in Senior Secondary Schools in Adamawa State,

https://www.researchgate.net/publication/382284097_(Published
https://doi.org/10.24246/j.jk.2022.v9.i2.p148-162
https://doi.org/10.1080/09585192.2020.1754881
https://doi.org/10.14507/epaa.27.4174


161

International Journal of Innovative Science and Research Technology, 4(5), 2019, 508-514.
ISSN 2456-2165

188. E. Umemezia & A. E. Akenzua, Compensation Effect on Job Satisfaction among Private
School Teachers in Benin City, Nigeria, DBA Africa Management Review, 10(4), 2020, 92-
105. ISSN - 2224-2023

189. P. I. Idigo, Incentives and Performance of Workers in Tertiary Institutions in Anambra
and Enugu State, Nigeria, International Journal of Innovative Social Sciences & Humanities
Research, 11(1), 2023, 6-20. ISSN: 2354-2926

190. A. I. Oyetakin, J. A. Ajalode & T. Alen, Welfare Packages and Job Satisfaction among
Private Secondary School Teachers’ Ondo State, Nigeria, UNIZIK Journal of Educational
Management and Policy, 3(1), 2019, 63-76.
https://journals.unizik.edu.ng/index.php/ujoemp/article/view/583

191. S. Sudarti, P. B. Setiadi & S. Rahayu, Effect of Remuneration and Motivation on
Employee Performance at the State Court of Sidoarjo, Indonesia, Indonesia World Journal of
Advanced Research and Reviews. DOI: https://doi.org/10.30574/wjarr.2022.14.3.0571. 14(03),
2022, 403–412

192. W. O. Osang, A. W. Osang & S. I. Akpama, Prompt Payment of Salaries and Fringe
Benefits as Determinants of Teachers Productivity in Private Secondary Schools of Calabar
South Local Government Area of Cross River State, Nigeria, Turkish Online Journal of
Qualitative Inquiry (TOJQI), 12(10), 2021, 4413-4423

193. C. O. Odoh & D. P. Okeofu, Influence of In-Service Training on Primary School
Teachers` Job Performance in Nsukka Local Government Education Authority, IOSR Journal
of Research & Method in Education (IOSR-JRME), 10(5), 2020, 45-54. e-ISSN: 2320–7388,
p- ISSN: 2320-737x

194. P. Akira, Teachers’ Perception on Workload and Performance (A Case Study of
Homeroom Teachers’ at Primary Global Islamic School 2 Serpong), Unpublished Master Degree
of Education (M.Pd.) Thesis, Faculty of Educational Sciences Syarif Hidayatullah State Islamic
University Jakart, 2020. https://repository.uinjkt.ac.id/dspace/handle/123456789/51564. 2020

195. O. S. F. Okiridu & Y. J. Godpower, Teachers’ Workload and Effective Instructional
Delivery of Business Education Courses in Rivers State Universities, International Journal of
Innovative Social & Science Education Research, 9(1), 2021, 60-66. ISSN: 2360-8978

196. A. R. Aminullahi & O. M. Olojuola, Managing Workload and Lecturers Effectiveness in
Southwest Nigerian Universities, International Journal of Advanced Research in
Management and Social Sciences, 10(4), 2021, 59-72. ISSN: 2278-6236

https://repository.uinjkt.ac.id/dspace/handle/123456789/51564.%202020


162

197. C. Amini-Philips & A. N. Okonmah, Lecturers’ Workload and Productivity in
Universities in Delta State, International Journal of Education, Learning and Development,
8(3), 2020, 111-136. Print ISSN: 2054-6297(Print). Online ISSN: 2054-6300 (Online).

198. T. Maldrine & H. K. Kiplangat, Workload and Job Satisfaction Revisited among Private
Secondary School Teachers in Nakuru West Sub County, Kenya, International Journal of
Social Sciences and Management Review, 3(5), 2020, 88-100. ISSN 2582-0176

199. A. A. R. A. Omar, Efficiency and Effectiveness in Management, Journal of Survey in
Fisheries Sciences, 10(3S), 2023, 3382-3392. DOI: 10(3S)3382-3392.pdf

200. S., Ganon-Shilon & C., Schechter, School Principals’ Sense-Making of their Leadership
Role during Reform Implementation. International Journal of Leadership in Education, 22(3),
2019, 279-300.

201. O. Y., Romlah & S., Latief, Empowering the Quality of School Resources in Improving
the Quality of Education. Bulletin of Science Education, 1(1), 2021, 27-44.

202. E., Whelan, A. N., Islam & S., Brooks, Applying the SOBC Paradigm to Explain How
Social Media Overload Affects Academic Performance. Computers & Education, 143, 2020,
103692.

203. M., Guhn, S. D., Emerson & P., Gouzouasis, A Population-level Analysis of Associations
Between School Music Participation and Academic Achievement. Journal of Educational
Psychology,112(2), 2020, 308–328.

204. N. C. Celik, & B. Kıral, Teacher Empowerment STRATEGIES: Reasons for Nonfulfillment
and Solution Suggestions. Eğitimde Nitel Araştırmalar Dergisi, (29), 2022 179-202. https://
dergipark.orgtr/tr/pub/enad/issue/68506/1071960.

205. M., Yohana. "Evaluasi Implementasi Kurikulum 2013 Mata Pelajaran Biologi di SMA
Negeri." Kelola: Jurnal Manajemen Pendidika,6(2), 2019, 130-
145.https://doi.org/10.24246/j.jk.2019.v6.i2.p130-145.

206. Y., Yustina, L., Halim & I., Mahadi, The Effect of Fish Diversity' book in Kampar District
on the Learning Motivation and Obstacles of Kampar High School Students’ Through Online
Learning during the Covid-19 Period. Journal of Innovation in Educational and Cultural
Research, 1(1), 2020, 7-14.https://doi.org/10.46843/jiecr.v1i1.2.

207. A. S., Clarin & E. L., Baluyos, Challenges Encountered in The Implementation of Online
Distance Learning. EduLine: Journal of Education and Learning Innovation, 2(1), 2022, 33-
46.https://doi.org/10.35877/454ri.eduline591.

208. A., Afrina, E. W., Abbas & H., Susanto, The Role of Historical Science in Social Studies
Learning Materials for Increasing Values of Student's Nationalism. The Innovation of Social
Studies Journal, 3(1), 2021, 1-8.https://doi.org/10.20527/iis.v3i1.3769.

https://doi.org/10.24246/j.jk.2019.v6.i2.p130-145
https://doi.org/10.46843/jiecr.v1i1.2
https://doi.org/10.35877/454ri.eduline591
https://doi.org/10.20527/iis.v3i1.3769


163

209. C., Sze-Yeung Lai & P., Chi-leung Hui, Service-learning: Impacts of Learning Motivation
and Learning Experience on Extended Social/Civic Engagement. Higher Education Research &
Development, 40(2), 2021, 400-415.https://doi.org/10.1080/07294360.2020.1756748.

210. H. Fitria, N. Ahyani, M. Mahasir, & H. Hermalita, The Influence of Principal’s
Leadership and Professional Teacher’s Competence on Teacher’s Performance. JMKSP
(Jurnal Manajemen, Kepemimpinan, dan Supervisi Pendidikan), 8(2), 2023. 946-957.
https://doi.org/10.31851/jmksp.v8i2.11783.

211. N. Pellas,P. Fotaris, I. Kazanidis, & D. Wells. Augmenting the Learning Experience in
Primary and Secondary School Education: A Systematic Review of Recent Trends in Augmented
Reality Game-Based Learning. Virtual Reality, 23(4), 2019. 329-
346. https://doi.org/10.1007/s10055-018-0347-2.

212. A., Alshuraiaan, Exploring the Relationship between Teacher-student Interaction
Patterns and Language Learning Outcomes in TESOL Classrooms. Journal of English
Language Teaching and Applied Linguistics, 5(3), 2023, 25-
34.https://doi.org/10.32996/jeltal.2023.5.3.3.

213. R., Deng, P., Benckendorff & D., Gannaway, Learner Engagement in MOOCs: Scale
Development and Validation. British Journal of Educational Technology, 51(1), 2020, 245-
262.https://doi.org/10.1111/bjet.12810.

214. D., Maulud & A. M., Abdulazeez, A Review on Linear Regression Comprehensive in
Machine Learning. Journal of Applied Science and Technology
Trends, https://doi.org/10.38094/jastt1457. 1(4), 2020, 140-147.

215. M. A., Qureshi, A., Khaskheli, J. A., Qureshi, S. A., Raza & S. Q., Yousufi, Factors
Affecting Students’ Learning Performance Through Collaborative Learning and
Engagement. Interactive Learning Environments, 31(4), 2023, 2371-
2391.https://doi.org/10.1080/10494820.2021.1884886.

216. N., Alalwan, W. M., Al-Rahmi, O., Alfarraj, A., Alzahrani, N., Yahaya & A. M., Al-
Rahmi, Integrated Three Theories to Develop a Model of Factors Affecting Students’ Academic
Performance in Higher Education. Ieee Access,7, 2019, 98725-
98742.https://doi.org/10.1109/access.2019.2928142.

217. M. I., Obiakor, Leadership as a Critical Responsibility That Requires Effective Attention
on The Improvement Of Educational Standard In Enugu Education Zone Of Enugu State.Multi-
Disciplinary Research and Development Journals Int'l, 1(1), 2023, 11-
11. https://doi.org/10.15373/2249555x/mar2014/32.

218. A. Zambak, & E. Ozdemir, Investigating Pre-School Teachers' Perceptions about the
Leadership Styles of School Principals. Uluslararası Liderlik Çalışmaları Dergisi: Kuram ve
Uygulama, 5(2), 2022. 123-139. https://doi.org/10.52848/ijls.1098341.

https://doi.org/10.1080/07294360.2020.1756748
https://doi.org/10.31851/jmksp.v8i2.11783
https://doi.org/10.1007/s10055-018-0347-2
https://doi.org/10.32996/jeltal.2023.5.3.3
https://doi.org/10.1111/bjet.12810
https://doi.org/10.38094/jastt1457
https://doi.org/10.1080/10494820.2021.1884886
https://doi.org/10.1109/access.2019.2928142
https://doi.org/10.15373/2249555x/mar2014/32
https://doi.org/10.52848/ijls.1098341


164

219. Ü., Kalkan, F., Altınay Aksal, Z., Altınay Gazi, R., Atasoy & G., Dağlı, The Relationship
between School Administrators’ Leadership Styles, School Culture, and Organizational
Image. Sage Open,10(1), 2020, 1-12. https://doi.org/10.1177/2158244020902081,

220. S. Moghadam Hosseini, Predicting the Performance of School Principals in leadership
Based on Spiritual Intelligence and Spirituality at Workplace with the Mediation of
Organizational Intelligence. School Administration, 10(4), 2023. 216-
237. https://jsa.uok.1173b817fd71823b41e64a92

221. G., Maheshwari, Influence of Teacher-Perceived Transformational and Transactional
School Leadership on Teachers’ Job Satisfaction and Performance: A Case of
Vietnam. Leadership and Policy in Schools, 21(4), 2022, 876-
890.https://doi.org/10.1080/15700763.2020.1866020.

222. R. M., Abdelrahman, Metacognitive Awareness and Academic Motivation and Their
Impact on Academic Achievement of Ajman University Students. Heliyon, 6(9), 2020, 12-
26.https://doi.org/10.1016/j.heliyon.2020.e04192.

223. H. K., Gemeda & J., Lee, Leadership Styles, Work Engagement and Outcomes among
Information and Communications Technology Professionals: A Cross-National
Study. Heliyon, 6(4), 2020, 11-22.https://doi.org/10.1016/j.heliyon.2020.e03699.

224. F., Gathura, M., Momanyi & S., Mwalw’a, Effectiveness of Students’ Council Leaders
Involvement in Management Roles for Enhancing Students’ Discipline among Different
Categories of Private Secondary Schools in Machakos County, Kenya. Journal of African
Interdisciplinary Studies, 5(7), 2021, 89-116.https://doi.org/10.7176/jep/11-23-06.

225. M. Özgenel, & P., Mert, the Role of Teacher Performance in School
Effectiveness. International Journal of Education Technology and Scientific Researches, 10,
2019, 417-434. https://doi.org/10.35826/ijetsar.42.

226. B. C., Oguguo, F. A., Nannim, J. J., Agah, C. S., Ugwuanyi, C. U., Ene & A. C., Nzeadibe,
Effect of Learning Management System on Student’s Performance in Educational Measurement
and Evaluation. Education and Information Technologies, 26, 2021, 1471-
1483.https://doi.org/10.1007/s10639-020-10318-w.

227. J. F., Cohen, A. A., Hecht, G. M., McLoughlin, L., Turner & M. B., Schwartz, Universal
School Meals and Associations with Student Participation, Attendance, Academic Performance,
Diet Quality, Food Security, and Body Mass Index: A Systematic Review. Nutrients, 13(3),
2021911.https://doi.org/10.3390/nu13030911.

228. S, O. Folorunsho, O. G. Olunsade A. A.Bakere & S. O. Afolabi, Teacher Characteristics
and students’ Acaemic Performance in Secondary Schools in Ilorin South Local Government
Area, Kwara State, KWASU International Journal of Education, 7(2), 2024,

229. S. A. Adeyemo, The Relationship between Effective Classroom Management and
Students’ Academic Achievement, European Journal of Educational Research, 4(3), 2022, 367
- 381

https://doi.org/10.1177/2158244020902081
https://jsa.uok.1173b817fd71823b41e64a92
https://doi.org/10.1080/15700763.2020.1866020
https://doi.org/10.1016/j.heliyon.2020.e04192
https://doi.org/10.1016/j.heliyon.2020.e03699
https://doi.org/10.7176/jep/11-23-06
https://doi.org/10.35826/ijetsar.42
https://doi.org/10.35826/ijetsar.42
https://doi.org/10.1007/s10639-020-10318-w
https://doi.org/10.3390/nu13030911


165

230. A. F. Amoli, & M. Youran, Delving The Relationship between Teacher Empowerment
and Job Satisfaction among Iranian Efl Teachers in Tehran Aviatian University, Theory and
Practice in Language Studies, 4(4), 2014, 771-777

231. A., Baylor, K. Ozcan, & A. Yildiz, Teacher Empowerment: School Administrators' Roles,
Eurasian Journal of Educational Research, 2017, 70, 1-17.

232. O. Ogunyemi, Supervisory practices of school principals and the teaching efficacy of
teachers in Ogun State, Nigeria, Journal of Educational Leadership And Policy Studies, 5(2),
2022, 45-60.

233. O. Odukoya,. Evaluating The Effectiveness of Professional Development Programs For
Teachers in Nigeria, Educational Review, 75(2), 2022, 245-263.

234. T. Ajayi, Professional development and its impact on teacher performance in Nigeria,
International Journal on Educational Management, 36(4), 2022, 252-269

235. F. Onoh,.& C. Ijeoma, Instructional Leadership and Teacher Effectiveness: Evidence from
Nigeria, Journal of School Leadership, 31(3), 2022, 301-3118.

236. O. Afolabi, Leadership Styles and Teachers' Empowerment; A Study of Secondary
Schools in Nigeria, Nigerian Journal of Educational Leadership, 12(3), 2021, 45-58

237. N. Nwagwu, Teacher Empowerment; A Cornerstone for Enhancing Teacher Productivity
in Nigeria, Journal of Education and Practice, 11(22), 2020, 112-118

238. L. A. Suleiman, & J. Owoye, Capacity Building as a Tool for Teacher Empowerment, in
Nigerian Secondary Schools, International Journal of Leadership in Education, 25(3), 2022,
408-421

239. T. O. Adeyemi, Teacher Empowerment and its Impact on Teacher Effectiveness: A study
of Secondary School, Journal of Educational and Special Research, 10(2), 2020, 25-32.

240. O. E. Oduoluwa, & A. Olatunji, Teacher Participation in School Management & its
Relationship with Teachers’ Empowerment in Nigeria, Journal of Educational Research and
Practice, 11(4), 2021, 150-162

241. U. A., Bassey, A. O., Bassey, T.A. Ojua, & J. G., Offiong, Impact of Training and
Retraining on Teachers' Productivity: An Empirical Analysis of Private Schools in Calabar
South, Nigeria, Journal of Educational Leadership Development. 3, 2021. 75-84,
Www.Cenresinpub.Org.

242. S. F. Kazmi, T. Pervez,. & S. Mumtaz, In-Service Teacher Training In Pakistani Schools
and Total Quality Management (TQM), Interdisciplinary Journal of Contemporary Research
in Business, 3(2), 2021, 238-248

http://www.cenresinpub.org/


166

243. Z. Abba, Identification of Factors and their Impact on Employees' Training and
Organizational Performance in Parkist, Kasbit Journal of Management & Social Science,
7(1), 2024, 93-109.

244. M, Imran, & A. Tanveer, Impact of Training and Development on Employee Performance
in Banks of Pakistan, European Journal of Training and Development Studies, 3(1), 2015,
22-44

245. D. M. Hervie, & E. C, Windful, Enhancing Teachers' Performance through Training and
Development in Ghana Education Service: A case study of Ebenezer Senior High School,
Journal of Human Resource Management, 6(1), 2018, 1-8.

246. Z. L. Bgiwa, & A. Salism, Effectiveness of Staff Development Training Programmess on
Job Performance among Secondary School Teachers in Kastina State, FUDMA Journal of
Educational Foundations, 2(3), 2019, 289-296.

247. K. E Hoque, H. B. B. Kenayathulla, M. V. D. Subramaniam & R. Islam, Relationship
between Supervision and Teachers' Performance and Attitude in Secondary Schools in Malaysia.
Sage and Open Acess, Journals Sagepub, 2020, 1-11. Doi:10.1177/215824402 0925501, ,
Com/Homesigo

248. J. O, Adesina, & T. O. Adeyemi, The Role of Instructional Supervision in Enhancing
Teachers Productivity in Southwest Nigeria. Journal of Educational Practic,.12(5), 2021, 100-
109.

249. E.O, Ojo, & A. A. Akinola, Influence of principals' supervisory roles on teachers' job
performance in Private secondary school in Ekiti State, Nigeria. International, Journal of
Educational Management, 35(3), 2021, 641-661

250. O. A, Ogunyemi & J. A. O. Owoye, Principals' Supervision and Teachers' Job
Performance In Secondary Schools In Ekiti State, Nigeria, International Journal of
Educational Leadership and Management, 9(2), 2021, 134-150.

251. 1. A. Abolade & O. Ogunyemi, Impact of Principal's Supervisory Roles of Teacher'
Productivity in Private Secondary Schools in Oyo State, Nigeria, Journal of Educational Policy
and Entrepreneurial Research, 7(1), 2020, 123-135

252. P. Baffour-Awuah, Supervision of Instruction in Private Primary Schools in Ghana:
Teachers And Head-Teachers Perspectives, (Online) Https://Www. Research
Repository.Murdoch.Edu.Au/8483/2/02whole.Pdf. 2021, Retrieved on 26th March, 2024.

253. C. Ogbuje, The roles of principals in enhancing teacher performance in Nigerian
secondary schools, Nigeria, Journal of Educational Administration and Planning, 22(1),
2022, 45-58

254. B. Umoh, Supervisory Roles of Principals In Enhancing Teachers' Professional
Development In Secondary Schools In Kitui West District, Kenya. An Unpublished M.Ed Thesis,
Catholic University of Eastern Africa, Nairobi Kenya, 2023.

https://www/


167

Chapter Three

Methodology

This chapter focused on the methodology of the research work. The chapter was organized under

the following sub-headings: research design, population of the study, sample and sampling

techniques, research instrument, validity of the instrument, reliability of the instrument, method

of data collection and method of data analysis.

3.1 Research Design

This present study employed a descriptive research design survey type as it sought to find

out teachers’ development programmes and workload as determinants of teachers’ work

behaviour among private secondary schools in Oyo State, Nigeria without manipulations of the

“dependent” and “independent variable”. Descriptive research design was also considered

necessary for this study because it simply describes the desired characteristics of the sample that

is being studied without the variables of study influenced in any way1. A descriptive study also

tries to generalize the findings from a representative sample to a larger target population2.

3.2 Population of the Study

The population of this study comprised of all the principals, six hundred and twenty-five (625)

and one thousand, two hundred and fifty teachers (1250) in all the private secondary schools in

Oyo State, Nigeria. As at the time of the study, there were a total of six hundred and twenty-five

(625) private secondary schools in Oyo State3. The schools are distributed over the three (3)

senatorial districts and their local government areas. The three existing senatorial districts are:
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Oyo central, Oyo North and Oyo South. Oyo central comprises of eleven (11) local government

areas with a total number of two hundred and forty-four (244) schools. Oyo north comprises of

thirteen (13) local government areas with a total of number of one hundred and seventy-one

schools (171). Oyo south comprises of nine (9) local government areas with a total number of

two hundred and ten (210) schools. The distribution of schools by senatorial districts and local

government areas is presented in the table 3.1

Table 3.1: Population of the Study (N= 1250 Teachers and 625 Principals)
S/N Senatorial

District
Local
Government
Areas

Number
of
Schools

Number
of
Teachers

Number
of
Principals

1. Oyo Central Afijio 17 34 17
Akinyele 36 72 36
Egbeda 30 60 30
Ogo Oluwa 13 26 13
Surulere 23 46 23
Lagelu 26 52 26
Oluyole 29 58 29
Ona Ara 33 66 33
Oyo East 11 22 11
Oyo West 11 22 11
Atiba 15 30 15
Sub-total 244 488 244

2. Oyo North Saki West 22 44 22
Saki East 11 22 11
Atisbo 12 24 12
Irepo 6 12 6
Olorunsogo 4 8 4
Kajola 16 32 16
Iwajowa 9 18 9
Ogbomoso North 15 30 15
Ogbomoso South 16 32 16
Iseyin 23 46 23
Oorelope 8 16 8
Itesiwaju 11 22 11
Orire 18 36 18
Sub total 171 342 171

3. Oyo South Ibadan North 42 84 42
Ibadan North West 13 26 13
Ibadan South West 30 60 30
Ibadan North East 34 68 34
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Ibadan South East 36 72 36
Ibarapa East 11 22 11
Ibarapa North 8 16 8
Ibarapa Central 10 20 10
Ido 26 52 26
Sub total 210 420 210

Grand Total 625 1250 625
Source3
3.3 Sample and Sampling Technique

"Multistage sampling procedure" involving several sampling methods was used to select

the sample size for the study. The first type of sampling method that was used is the "systematic

sampling technique". Systematic sampling (also known as interval sampling) relies on arranging

the study population according to some ordering scheme (in this case based on senatorial districts

and local government areas as shown in table 3.1 above) and then selecting elements at regular

intervals through that ordered list. Systematic sampling involves a random start and then

proceeds with the selection of every kth element from then onwards. In this case,

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 by n. The number obtained

through this division, say k, is an appropriate interval size to produce a representative sample4.

For instance, if a population consists of 250 elements and one needs a sample of 50 participants,

then interval size will be 5, so he or she needs to select every fifth element starting from a

random number. In this study, from the list of the thirty-three (33) local government areas (N),

the researcher chose a sample size of sixteen (16) local government areas. Therefore, the interval

(k) was calculated as

k = 33 = 2
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16

So, the researcher systematically chose a sample number of sixteen (16) local

government areas on the list (table 3.1) on the interval (k) of every two (2) local government

areas starting from a random number of two (2) i.e., the second local government area on the list.

The selected number of local government areas (with their number of private schools) based on

the systematic random sampling method is shown in table 3.2.

Table 3.2: Sampled Local Government Areas for the Study (n = 16)
S/N Senatorial

District
Local
Government
Areas

Number
of
Schools

Number
of
Teachers

Number
of
Principals

1. Oyo Central Akinyele 36 72 36
Ogo Oluwa 13 26 13
Lagelu 26 52 26
Ona Ara 33 66 33
Oyo West 11 22 11
Sub-total 119 238 119

2. Oyo North Saki West 22 44 22
Atisbo 12 24 12
Olorunsogo 4 8 4
Iwajowa 9 18 9
Ogbomoso South 16 32 16
Oorelope 8 16 8
Orire 18 36 18

89 178 89
3. Oyo South Ibadan North West 13 26 13

Ibadan North East 34 68 34
Ibarapa East 11 22 11
Ibarapa Central 10 20 10
Sub total 68 136 68

Grand Total 276 552 276
Source: Systematic Random Sampling Technique, 2025

Table 3.2 shows a selected number of sixteen (16) local government areas from a total

number of thirty-three (33) local government areas by "systematic random sampling technique".

The number of private secondary schools, teachers and principals are 276, 552 and 276

respectively.
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The second type of sampling technique that was used is the "total enumeration technique".

This sampling technique is a type where all the population is used as sample for research. In this

case, all the two hundred and seventy-six (276) private secondary schools and five hundred and

fifty-two (552) teachers were used as sampled number of schools and teachers.

Lastly, the "total enumeration technique" was also used to select all the principals in the

selected private secondary schools in the chosen local government areas as sample for the study.

This sampling technique type is chosen because the number of principals is an acceptable

fraction for the population of the study. The sample number of principals for the study was

therefore two hundred and seventy-six as shown in table 3.3:

Table 3.3: Sampled Number of Principals for the Study using Total Enumeration
Technique (n = 276)

S/N Senatorial
District

Local Government
Areas

Number of
schools

Number of
Principals

1. Oyo Central Akinyele 36 36
Ogo Oluwa 13 13
Lagelu 26 26
Ona Ara 33 33
Oyo West 11 11
Sub-total 119 119

2. Oyo North Saki West 22 22
Atisbo 12 12
Olorunsogo 4 4
Iwajowa 9 9
Ogbomoso South 16 16
Oorelope 8 8
Orire 18 18
Sub total 89 89

3. Oyo South Ibadan North West 13 13
Ibadan North East 34 34
Ibarapa East 11 11
Ibarapa Central 10 10
Sub total 68 68

Grand Total 276 276
Source3

3.4 Research Instruments
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This study made use of adapted questionnaire to obtain information from teachers and principals

in Oyo State private secondary schools. The questionnaires are titled: Teachers’ Development

Programmes and Workload Questionnaire (TDPWQ) and Teachers’ work behaviour indices

Questionnaire (TWBIQ).

3.4.1 Teachers’ Development Programmes and Workload Questionnaire (TDPWQ)

This questionnaire is divided into three sections.

Section A is designed to contain demographic information such as gender, age, teaching

experience and qualifications of teachers.

Section B is designed to find out the extent to which teacher’s development programmes has

been undertaken. It consists of thirty- two structured items. The rating technique is based on the

following: Strongly Agree (4), Agree (3), Disagree (2) and Strongly Disagree (1).

Section C is designed to examine the level of teacher’s workload in two areas: Academic

workload and administrative workload. It consists of sixteen structured items. Eight items each

for Academic workload and another eight items for the administrative workload. The rating

technique is based on the following:

SD = Strongly Disagree (1),

D = Disagree (2),

A = Agree (3)

SA = Strongly Agree (4).

3.4.2 Teachers’ Work Behaviour Indices Questionnaire (TWBIQ)

This questionnaire is divided into two sections:

Section A: is designed to contain demographic information such as gender, age and class of the

students.
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Section B: is designed to examine work behavioural indices which are: based on Innovative

behaviour, Proactive behaviour and Counter productive behaviour, playful behaviour and

introverted behaviour. It consists of ten structured items.

The items were responded to by the secondary school principals for this section. The rating

technique was based on the four Likert scale type as follows: Strongly Agree (4), Agree (3),

Disagree (2) and Strongly Disagree (1).

3.5 Validity of the Instruments

The instruments was subject to content and face validity. The type of validity was engaged to

ensure that items evaluated on the instrument were representative of others and adequate

measure of a particular constructs3. The copies of the instruments were shown to experts in the

field of test and measurement, educational management and lecturers present in the Faculty of

education at Lead City University, Ibadan, Oyo State. The instruments were also shown to

researchers supervisor to scrutinize and/or correct. Corrections and modification made on the

instruments were properly done and effected before making the final copy for field work.The

instruments were also shown to the researcher’s supervisor to scrutinize and/or correct.

Corrections and modifications made on the instruments were properly done or effected before

making the final copy for field work.

3.6 Reliability of the Instruments

The reliability of the instruments was determined using test–retest method. The instruments were

distributed to twenty-five (25) teachers and principals in private secondary schools which were

excluded from the main study. The questionnaires were collected and another set of same

questionnaires were given out to the same respondents after two weeks. The scores from the two

sets of responses were correlated using Pearson Product Moment Correlation to determine the
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level of reliability. The Pearson Product Moment Correlation (r) formula that was used is shown

below:

ΣXY- (ΣX) (ΣY)

r = n ……………………. (formula 2)

√ [ΣX2 - (ΣX)2] [ΣY2 - (ΣY)2]

nn

Test–retest results of 0.87 and 0.83 (rounded) were obtained for "Teachers’ Development

Programmes Questionnaire (TDPQ)" and "Teachers’ Workload Questionnaire (TWQ)"

respectively. The coefficients (r) of the relationship were interpreted using the psychometric test

for evaluating the magnitude of a correlation. According to the psychometric test, the correlation

coefficient values of 0.874 and 0.833 (rounded) for both the " Teachers’ Development

Programmes Questionnaire (TDPQ)" and "Teachers’ Workload Questionnaire (TWQ)"

respectively respectively were considered high which made them good for usage in the final

study.

3.7 Administration and Methods of Collection of the Research Instrument

The researcher individually administered the devices with the assistance of four qualified

research assistants. This made it easier to retrieve the questionnaires, which helped. The

respondents at the chosen private secondary schools were personally interacted with by the

researcher and trained research assistants, which improved their comprehension of the

instrument's items. After completion, copies of the questionnaires were obtained from the

respondents.

3.8 Method of Data Analysis
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Data collected from the field work survey were analysed using descriptive and inferential

statistical techniques via Statistical Package for Social Science (SPSS) version 29. Descriptive

statistics like frequencies and percentage were used for the bio-data of the respondents.

Descriptive statistics like frequencies and percentage, mean and standard deviation (SD) were

used to answer the research questions while inferential statistic such as multiple regression

analysis was used to test Hypothesis one (H01) and two (H02) at 0.05 level of significance.
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Chapter Four

Results and Discussion of Findings

This chapter presents the results and discussion of findings which was based on the data

collection and analysis with respect to the objectives (research questions and hypotheses) of the

study. This chapter first shows the instruments' response rate followed by the presentation and

interpretation of data (demographic characteristics of respondents, research questions and

hypotheses) and then the discussion of findings.

4.1 Questionnaire Return and Response Rate

Table 4.1: Questionnaire Return and Response Rate

Title of Questionnaire Number

Distributed

Number

Returned

Number

Found

Valid

Response

Rate

Attrition

Rate

“Teachers’ Work Behaviour

Questionnaire (TWQ)

276 274 274 99.3% 0.7%

“Teachers’ Development

Programmes and Teachers’

Workload Questionnaire

552 548 548 98.4% 2.6%
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(TDPTWQ)

Source: Fieldwork, 2025

According to table 4.1, two self-made and validated instruments (questionnaires) titled: Two

instruments named - Teachers’ Work Behaviour Questionnaire (TWQ), and Teachers’

Development Programmes and Teachers’ Workload Questionnaire (TDPTWQ) were

administered in order to collect data for the study. “Teachers’ Development Programmes

Questionnaire (TDPQ) and Teachers’ Workload Questionnaire (TWQ) which was administered

to private secondary school teachers were produced into 552 copies and distributed to the

sampled respondents in the sampled schools. About 548 were retrieved of which all of them were

rendered valid and useful for analysis. This gave a huge response rate of 99.28%. However,

Teachers’ Work Behaviour Questionnaire (TWBQ) which was administered to school principals

were produced into 276 copies and distributed to the sampled respondents in the sampled schools.

All the instruments were retrieved of which 274 were rendered valid and useful for analysis. This

gave a response rate of 99.28%. These valid questionnaires were used for data analysis. This

gave a high response rate of 98.4%. The attrition rate for both questionnaires were very low.

4.1.2. Demographic Data of Results
Table 4.2: Frequency Distribution of Principals' Demography (n =274)
Demographic Variables Frequency

(n)
Percentage
(%)

Gender Male 106 38.7
Female 168 61.3
Total 274 100

Age 18-28 years - -
29-59 years 223 81.4
60 years and above 51 18.6
Total 274 100

Marital Status Single - -
Married 271 98.9
Divorced 1 0.4
Separated 2 0.7
Total 274 100

Highest Educational Qualifications Bachelor's degree 209 76.3
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Master's degree 63 23.0
MPhil or PhD degree 2 0.7
Others - -
Total 274 100

Years of Teaching Experience 6-10 years - -
11-15 years - -
16 years and above 274 100.0
Total 274 100

Source: Fieldwork, 2025

Table 4.2 presents a comprehensive frequency distribution of the demographic characteristics of

principals in private secondary schools in Oyo State, which consists of 274 individuals. The first

demographic variable examined is gender, revealing that the majority of principals are female,

constituting 61.3% of the total sample, while males account for 38.7%. This suggests a notable

gender disparity, with female principals being more prevalent in the dataset. The second

demographic variable, age, indicates that a significant proportion of principals fall into the 60

years and above category, comprising 81.4% of the total sample. Only 18.6% of principals are in

the 39-59 years age group, and there is no representation for individuals aged 18-38 years. This

distribution suggests a predominantly mature age profile among the sampled principals, with a

majority being in the senior age bracket. Marital status is the third demographic variable,

revealing that the overwhelming majority of principals are married, constituting 98.9% of the

sample. The small percentage of divorced and separated individuals (0.4% and 0.7%,

respectively) indicates a relatively stable marital status among the principals in the dataset. The

fourth variable, highest educational qualifications, demonstrates that a significant proportion of

principals hold a Bachelor's degree (76.3%), while 23.0% possess a Master's degree. The

representation of individuals with an MPhil or PhD degree is minimal, accounting for only 0.7%

of the sample. This suggests that the majority of principals in the dataset have attained at least a

Bachelor's or Master's degree. Finally, the fifth demographic variable is years of teaching

experience. The table indicates that an overwhelming majority of principals have 16 years of
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teaching experience and above, constituting 100% of the sample in this category. There is no

representation for principals with 6-10 or 11-15 years of teaching experience. This distribution

suggests that the majority of principals in the sample are seasoned principals with extensive

teaching backgrounds.

Table 4.3: Frequency Distribution of Teachers' Demography (n =548)

Demographic Variables Frequency
(n)

Percentage
(%)

Gender Male 296 54.0
Female 252 46.0
Total 548 100

Age 18-39 years 212 38.7
40-59 years 316 57.7
60 years and above 20 3.6
Total 548 100

Marital Status Single 21 3.8
Married 526 96.0
Divorced 0 0
Separated 1 .2
Total 548 100

Highest Educational Qualifications Bachelor's degree 423 77.2
Master's degree 27 4.9
Mphil or PhD Degree 3 .5
Others 95 17.3
Total 548 100

Position Class Teacher 548 100

Total 548 100
Department or Field Science 0 0

Social Science 235 42.9
Arts 313 57.1
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Total 548 100
Years of Teaching Experience 1-5 years 178 32.5

6-10 years 174 31.8
11-15 years 101 18.4
16 years and above 95 17.3
Total 548 100

Source: Fieldwork, 2025

Table 4.3 presents a detailed frequency distribution of the demographic characteristics of

teachers in the provided sample, comprising 548 individuals. The first demographic variable,

gender, indicates a relatively balanced distribution, with 54.0% of teachers being male and

46.0% female. This suggests a relatively equitable representation of both genders in the dataset.

The second demographic variable, age, reveals a diverse age profile among teachers. The

majority fall within the 39-59 years age group, constituting 57.7% of the total sample.

Additionally, 38.7% of teachers are aged 18-38 years, while a smaller percentage, 3.6%, are 60

years and above. This distribution suggests a mix of both younger and more experienced

individuals within the teaching profession. Marital status, indicates that the overwhelming

majority of teachers are married, comprising 96.0% of the sample. Only a small percentage,

3.8%, are single, and there is minimal representation for separated and divorced individuals. This

suggests a predominantly married status among teachers in the dataset. Highest educational

qualifications, demonstrates that a significant proportion of teachers hold a Bachelor's degree

(77.2%), while 4.9% possess a Master's degree and 0.5% have an MPhil or PhD degree. A

notable 17.3% fall under the category of "Others," which may include individuals with diverse

educational backgrounds. This diversity suggests a range of educational qualifications among

teachers. Also, position, indicates that the majority of teachers serve as Class Teachers,

constituting 100% of the sample. A smaller percentage, 7.8%, holds the position of Head teacher.

This distribution suggests a predominant concentration of teachers in regular classroom roles.
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The department or field of specialization, reveals that teachers predominantly belong to the Arts

department, constituting 57.1% of the total sample. Social Science follows closely, with 42.9%,

while there is no representation from the Science department. This distribution highlights the

concentration of teachers in the Arts and Social Science fields. Finally, years of teaching

experience, indicates a relatively balanced distribution across different experience levels.

Teachers with 1-5 years of experience constitute 32.5%, those with 6-10 years represent 31.8%,

individuals with 11-15 years account for 18.4%, and teachers with 16 years and above make up

17.3% of the sample. This suggests a mix of early-career and more experienced teachers within

the teaching profession.

Presentation of Data
4.2 Answer to Research Questions
Research Question One: What is the Level of Teachers’ Work Behaviour in Oyo State
Private Secondary Schools?
Table 4.4: Level of Teachers’ Work Behaviour in Oyo State Private Secondary Schools (N = 274)
S/N Items N SA A D SD x̅ SD
Teachers’ Work Behaviour
1. My teacher has capacity

and ability to develop
solution to seemingly
impossible problem.

274 143
53.0%

98
35.8%

28
06.4%

05

01.8%

2.94 0.69

2. My teacher engaged in acts
of unplanned anger and
intimidation to meet
his/her own needs

274 55
20.1%

88
32.1%

106
38.7%

25
09.1%

2.63 0.86

3. My teachers is flexible and
prone to corrections by
others including correction
from student

274 68
24.8%

35
12.8%

126
46.0%

45
16.4%

2.45 1.01

4. My teacher assumes
leadership responsibilities
and volunteers to help
student in any situation

274 30
11.0%

14
05.1%

100
36.5%

130
47.4%

1.79 0.68

5.

6.

My teacher enjoy routine
and innovative tasks
My teacher lacks
understanding and patient

274

274

42
15.2%

31

31
11.3%

20

100
36.5%

121

137
50.0%

102

2.18

1.92

1.22

0.92
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7.

8.

9.

10.

when discharging his/her
task
My teacher is skilled at
problem solving issues that
arise on the job
My teacher is innovative
whenever he/she teaches
us
My teacher thinks out of
the box to create and
provide solution to any
problem
My teacher focuses on
accomplishment and
always refuse to be
distracted at any time

274

274

274

274

11.3%

21
07.7%

64
21.9%

23
08.4%

61
22.3%

07.4%

28
10.2%

63
21.9%

54
19.7%

72
26.3%

44.1%

115
41.9%

104
12.9%

103
37.6%

102
37.2%

37.2%

110
40.1%

43
12.7%

94
34.3%

39
14.2%

1.85

2.54

2.24

2.57

0.64

0.62

0.97

1.23

Weighted Mean Score (x̅) = 2.31 (0.88); General Decision = Very Low Level
Source: Fieldwork, 2025
KEY: SA = Strongly Agree (4), A = Agree (3), D = Disagree (2) and SD = Strongly Disagree (1); S.Dev
= Standard Deviation
Threshold: 0.000-2.499 = Very Low; 2.500-3.499 = Low; 3.500 to 4.499 = Moderate and 4.500-5.000 =
High
Table 4.4 shows the level of teachers’ work behaviour in Oyo State Private Secondary Schools.,

Nigeria. The rating scale of ' Strongly Disagree” (1)' to ' Strongly Agree” (4)' was used with a

criterion of 3.50 set for the study. Ten (10) items were set to measure the level of teachers’ work

behaviour in Oyo State Private Secondary Schools, Nigeria. Among the items, one (1) are

remarked "very low". It implies majority of the senior secondary school principals opined that

the teachers has capacity and ability to develop solution to seemingly impossible, teacher

engaged in acts of unplanned anger and intimidation to meet his/her own needs problem, the

teachers is flexible and prone to corrections by others including correction from student, the

teacher assumes leadership responsibilities and volunteers to help student in any situation, the

teacher enjoy routine and innovative tasks, the teacher lacks understanding and patient when

discharging his/her task, the teacher is skilled at problem solving issues that arise on the job, the

teacher is innovative whenever he/she teaches us, the teacher think out of the box to create and

provide solution to any problem and the teacher focuses on accomplishment and always refuse to
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be distracted at any time. It was therefore regarded that, the table reveals that there was a very

low level of teachers work behaviour in Oyo State Secondary Schools (x̅ =2.31, SD = 0.88)

according to the study threshold.
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Research Question Two: What is the status of teachers’ workload in Oyo State Private
Secondary Schools, Nigeria?
Table 4.5: Status of Teachers’ Workload in Oyo State Private Secondary Schools, Nigeria
(N = 274)
S/N Items N SA A D SD x̅ SD
Academics Teachers’ Workload
1. The academic task

assigned to me as a
teacher are too many

548 368
67.1%

106
19.4%

50
09.1%

24
04.4 % 3.98 0.15

2. I engaged in counselling
of students most of the
time

548 325
59.3%

112
20.4%

48
08.8%

39
07.1% 3.40 1.00

3. My working hours as a
teacher is overstretched

548 313
57.1%

134
24.4%

70
12.7%

31
05.7% 3.07 0.94

4. The classes I teach are
large in term of
students’ capacity

548 191
34.9%

256
46.7%

61
11.1%

40
07.3% 3.53 0.86

5.

6.

7.

8.

I am made to teach extra
classes and extra-moral
lessons

I teach more students
than am supposed to
teach

I often carry undone
tasks to the next
working day

I teach more subjects
than I should

548

548

548

548

262
47.8%

278
50.7%

268
48.9%

218
39.7%

187
34.1%

151
27.6%

150
27.4%

232
42.3%

90
16.4%

81
14.8%

84
15.3%

66
12.0%

09
01.6%

38
06.9%

46
08.4%

32
05.8%

3.65

3.42

3.69

3.68

0.7
4

0.92

0.76

0.72

Weighted Mean Score (x̅) = 3.62 (0.77); General Decision = High Level

Source: Fieldwork Survey, 2025
KEY: SA = Strongly Agree (4), A = Agree (3), D = Disagree (2) and SD = Strongly Disagree (1);
S.Dev = Standard Deviation
Threshold: 0.000-2.499 = Low; 2.500-3.499 = Moderate; 3.500 to 4.499 = High and 4.500-
5.000 = Very High

Table 4.5 shows the status of teachers’ workload in Oyo State Private Secondary Schools,

Nigeria in term of academic workload. The rating scale of ' Strongly Disagree” (1)' to ' Strongly

Agree” (4)' was used with a criterion of 3.50 set for the study. Eight (8) items were set to

measure the status of teachers’ workload in Oyo State Private Secondary Schools, Nigeria. All
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the available items were at a ‘moderate level’. It implies majority of the private secondary school

teachers opined that the academic task assigned to him/her as a teacher, he/she engaged in

counselling of students most of the time, his/her working hours as a teacher is overstretched, the

classes I teach are large in term of student’ s capacity, I am made to teach extra classes and extra-

moral lessons, I teach more students than am supposed to teach, I often carry undone tasks to the

next working day, I teach more subjects than I should. It was therefore regarded that, the table

reveals that there was a high level of teachers’ workload in Oyo State Private Secondary Schools,

Nigeria in term of academic workload (x̅ =3.62, SD = 0.77) according to the study threshold

Table 4.6 Status of Teachers’ Workload in Oyo State Private Secondary Schools, Nigeria
(N = 274)
S/N Items N SA A D SD x̅ SD
Administrative Teachers’ Workload
1. I do some of my

administrative official work
at home

548 252
46.0%

218
39.8%

58
10.6%

20
03.6% 3.49 0.36

2. I often carry undone
administrative tasks to the
next working day

548 262
47.8%

179
32.7%

73
13.3%

34
06.2% 3.22 1.19

3. The administrative task
assigned to me are too
many

548 211
38.5%

132
24.1%

128
23.4%

73
13.3% 2.86 1.01

4. Participate in giving reports
concerning students to their
parents

548 184
33.5 %

170
31.0%

96
17.5%

94
17.2% 2.79 1.24

5.

6

7.

8.

Participate in students’
welfare services in the
school
Inculcate effective discipline
strategies in the class
Actively involved in
curricular and extra –
curricular activities
Adequately keep records in
the school

548

548

548

548

279
50.9%

289
52.7%
213
38.8%

268
48.9%

183
33.4%

194
45.0%
218
39.8%

232
42.3%

67
12.2%

58
10.6%
63
11.5%

40
07.2%

19
03.5%

07
01.3%
54
09.9%

08
01.5%

3.33

3.39

3.08

4.66

0.88

0.60

1.17

0.72
Weighted Mean Score (x̅) = 3.35 (0.89); General Decision = Moderate Level

Source: Fieldwork, 2025
KEY: SA = Strongly Agree (4), A = Agree (3), D = Disagree (2) and SD = Strongly Disagree (1); S.Dev
= Standard Deviation
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Threshold: 0.000-2.499 = Very Low; 2.500-3.499 = Low; 3.500 to 4.499 = Moderate and 4.500-5.000 = High
Table 4.6 shows the status of teachers’ workload in Oyo State Private Secondary Schools,

Nigeria in term of academic workload. The rating scale of ' Strongly Disagree” (1)' to ' Strongly

Agree” (4)' was used with a criterion of 3.50 set for the study. Eight (8) items were set to

measure the status of teachers’ workload in Oyo State Private Secondary Schools, Nigeria. All

the available items were at a ‘moderate level’. It implies majority of the private secondary school

teachers opined that the teacher do some of their administrative official work at home, they often

carry undone administrative tasks to the next working day, the administrative task assigned to me

are too many, participate in giving reports concerning students to their parents, participate in

students’ welfare services in the school, inculcate effective discipline strategies in the class,

actively involved in curricular and extra – curricular activities and adequately keep records in the

school. It was therefore regarded that, the table reveals a moderate level in term of administrative

teachers’ workload in Oyo State private secondary schools (x̅ =3.35, SD = 0.89) according to the

study threshold.
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Research Question Three: What is the Most Adopted Teachers’ Development Programmes
by Principals in Private Secondary Schools in Oyo state, Nigeria?

Table 4.7: Most Adopted Teachers’ Development Programmes by Principals in Private
Secondary Schools in Oyo State (N = 548)
S/N Items (My Principal) N SA A D SD x̅ SD
In-service training
1. creates a dynamic

training that caters to
diverse learning styles
and pace s

548 232
42.3%

194
35.4%

62
11.3%

60
10.9%

3.09 1.11

2. emphasizes as teachers
and staff are directly
responsible for the
success of their
initiatives during in-
service training

548 313
57.1%

171
31.2%

37
06.8%

27
04.9%

3.40 1.19

3. identifies the specific
areas requiring
retraining for teachers.

548 78
14.2%

31
05.2%

466
75.9%

23
04.2% 2.48 0.80

4. organizes in-service
courses for teachers to
attend.

548 22 04
04.0 %

53
09.7%

321
58.1%

152
27.7% 3.10 0.86

5.

6.

7.

8.

allows teachers to attend
conferences in their area
of profession
is responsive to
suggestions or requests
for specific types of
professional
development support
mentors teachers to
improve in their
profession
creates meetings and
study groups for
teachers to help them
improve in their
knowledge and skills

548

548

548

548

41
07.5%

114
20.8%

106
19.3%

171
31.2%

97
17.7%

62
11.3%

11
20.0%

37
06.8%

278
50.7%

337
61.5%

-
0.00%

313
57.1%

132
24.1%

35
06.4%

431
78.6%

27
04.9%

2.60

2.46
1.62

2.45

0.88

0.60
1.17
0.72

Weighted Mean Score (x̅) = 2.62 (0.89); General Decision = Low Level
Source: Fieldwork, 2025
KEY: SA = Strongly Agree (4), A = Agree (3), D = Disagree (2) and SD = Strongly Disagree (1);
S.Dev = Standard Deviation
Threshold: 0.000-2.499 = Very Low; 2.500-3.499 = Low; 3.500 to 4.499 = Moderate and 4.500-
5.000 = High
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Table 4.7 shows the most adopted teachers’ development programmes by Principals in Private

Secondary Schools in Oyo state, Nigeria in term of in-service training. The rating scale of '

Strongly Disagree” (1)' to ' Strongly Agree” (4)' was used with a criterion of 3.50 set for the

study. Eight (8) items were set to measure the status of most adopted teachers’ development

Programmes by Principals in Private Secondary Schools in Oyo state, Nigeria. All the available

items were at a ‘low level’. It implies majority of the private secondary school teachers opined

that the principal “creates a dynamic training that caters to diverse learning styles and paces,

emphasizes as teachers and staff are directly responsible for the success of their initiatives during

in-service training, identifies the specific areas requiring retraining for teachers, . organizes in-

service courses for teachers to attend, allows teachers to attend conferences in their area of

profession, is responsive to suggestions or requests for specific types of professional

development support, mentor teachers to improve in their profession and creates meetings and

study groups for teachers to help them improve in their knowledge and skills. It was therefore

regarded that, the table reveals a low level of in-service training as one of the most adopted

teachers’ development programmes by principals in private Secondary Schools in Oyo state,

Nigeria (x̅ =2.62, SD = 0.89) according to the study threshold
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Table 4.8: Most Adopted Teachers’ Development Programmes by Principals in Private
Secondary Schools in Oyo State (N = 548)
S/N Items (My Principal) N SA A D SD x̅ SD

Peer Monitoring
1. empowers teachers and

staff to explore creative
teaching methods and
innovative approaches.

584 101
18.4%

58
10.6%

53
09.7%

336
61.3% 1.86 0.76

2. allows teachers and staff to
feel more comfortable
sharing their ideas, leading
to the implementation of
fresh and effective
teaching methods

548 62
11.3%

100
18.6%

197
35.9%

189
34.3%

2.06 1.19

3. promotes a positive school
culture based on trust,
respect, and cooperation

548 35
06.4%

102
18.6%

138
25.2%

273
49.8% 1.81 1.01

4. enables teachers to adapt
their teaching methods to
suit individual student
needs

548 184
33.6 %

130
23.7%

166
30.3%

35
06.4% 2.72 0.64

5.

6.

7.

8.

Foster a sense of purpose
and belonging in the
teaching staff and students.
Professional development
programmess make
employees become more
effective and experience in
their teaching skills
Mentoring is part of
development programmes I
have enjoyed as a teacher.
Create new insights and
knowledge from the
collaboration of peer
monitoring

548

548

548

548

73
13.3%

67
12.2%

83
15.7%

10
01.8%

43
07.8%

60
11.0%

58
10.6%

20
03.6%

227
41.4%

218
39.7%

163
29.7%

218
39.9%

205
37.4%

203
37.0%

280
51.0%

300
54.7%

2.51

1.98

2.03

1.52

0.88

0.60

0.87

0.72

Weighted Mean Score (x̅) = 2.06 (0.83) General Decision = Very Low Level

Source: Fieldwork, 2025
KEY: SA = Strongly Agree (4), A = Agree (3), D = Disagree (2) and SD = Strongly Disagree (1);
S.Dev = Standard Deviation
Threshold: 0.000-2.499 = Very Low; 2.500-3.499 = Low; 3.500 to 4.499 = Moderate and 4.500-
5.000 = High
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Table 4.8 shows the most adopted teachers’ development Programmes by Principals in Private

Secondary Schools in Oyo state, Nigeria in term of peer monitoring. The rating scale of '

Strongly Disagree” (1)' to ' Strongly Agree” (4)' was used with a criterion of 3.50 set for the

study. Eight (8) items were set to measure the status of most adopted teachers’ development

Programmes by Principals in Private Secondary Schools in Oyo state, Nigeria. All the available

items were at a ‘moderate level’. It implies majority of the private secondary school teachers

opined that the empowers teachers and staff to explore creative teaching methods and innovative

approaches, allows teachers and staff to feel more comfortable sharing their ideas, leading to the

implementation of fresh and effective teaching methods, promotes a positive school culture

based on trust, respect, and cooperation, enables teachers to adapt their teaching methods to suit

individual student needs, foster a sense of purpose and belonging in the teaching staff and

students, professional development programmess make employees become more effective and

loyal in their teaching skills, mentoring is part of development programmes he/she have enjoyed

as a teacher, create new insights and knowledge from the collaboration of peer monitoring. It

was therefore regarded that, the table reveals that there was a very low level of peer monitoring

as one of the most adopted teachers’ development programmes by principals in private

Secondary Schools in Oyo state, Nigeria (x̅ =2.06, SD = 0.83) according to the study threshold



191

Table 4.9: Most Adopted Teachers’ Development Programmes by Principals in Private
Secondary Schools in Oyo State (N = 548)
S/N Items (My Principal) N SA A D SD x̅ SD
Attendance of Conference
1. facilitates opportunities for

you to attend conferences
related to your field

548 40
07.3%

84
15.3%

223

40.7%

201
36.7% 1.93 0.36

2. seeks feedback from me
regarding my professional
development needs and
interests.

548 62
11.3%

79
14.4%

233
42.5%

174
31.8% 2 .05 1.19

3. engage in discussions with
me about my professional
growth and goals

548 61
11.1%

136
24.8%

178
32.5%

173
31.6% 2.15 1.01

4. provide resources or
funding to support
teachers’ participation in
attending educational
conferences.

548 58
10.6 %

30
05.5%

266
48.5%

194
35.4%

1.91 1.24

5.

6.

7.

8.

recognize and celebrate my
achievements and
milestones in my
professional development

facilitates collaborative
professional development
initiatives for teachers

ensures workshops
involving experts/keynote
speakers are regularly
organized for the teachers

leverage technology to
enhance access to
professional development
resources for teachers

548

548

548

548

79
14.4%

73
13.3%

73
13.3%

62
11.3%

73
13.3%

54
09.9%

158
28.8%

52
09.5%

161
29.4%

218
39.7%

217
39.7%

216
39.4%

235
42.9%

203
37.0%

100
18.2%

218
39.8%

1.99

1.99

2.37

1.92

0.88

0.60

1.17

0.72

Weighted Mean Score (x̅) = 2.04 (0.89); General Decision = Very Low Level
Source: Fieldwork Survey, 2025
KEY: SA = Strongly Agree (4), A = Agree (3), D = Disagree (2) and SD = Strongly Disagree (1);
S.Dev = Standard Deviation
Threshold: 0.000-2.499 = Very Low; 2.500-3.499 = Low; 3.500 to 4.499 = Moderate and 4.500-
5.000 = High
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Table 4.9 shows the most adopted teachers’ development programmes by principals in private

secondary schools in Oyo State in term attendance of conference. The rating scale of ' Strongly

Disagree” (1)' to ' Strongly Agree” (4)' was used with a criterion of 3.50 set for the study. Eight

(8) items were set to measure the status of teachers’ workload in Oyo State Private Secondary

Schools, Nigeria. All the available items were at a ‘Very Low level’. It implies majority of the

private secondary school teachers opined that the principal “facilitates opportunities for you to

attend conferences related to your field, seeks feedback from me regarding my professional

development needs and interests, engage in discussions with me about my professional growth

and goals, provide resources or funding to support teachers’ participation in attending

educational conferences, recognize and celebrate my achievements and milestones in my

professional development, facilitates collaborative professional development initiatives for

teachers, ensures workshops involving experts/keynote speakers are regularly organized for the

teachers and leverage technology to enhance access to professional development resources for

teachers. It was therefore regarded that, the table reveals a very low level of attendance of

conferences by the private secondary school teachers in Oyo State (x̅ =2.04, SD = 0.89)

according to the study threshold.
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Table 4.10: Most Adopted Teachers’ Development Programmes by Principals in Private
Secondary Schools in Oyo State (N = 548)

S/N Items (My Principal) N SA A D SD x̅ SD
Attendance of Seminar
1. Allows the teachers the chance

to participate professional
development programmess
such as seminar.

548 52
09.5%

108
20.0%

183
33.4%

205
37.4%

2.01 0.86

2. allows the teachers the
opportunity to use their
initiative and make
contribution while attending
seminars.

548 80
14.6%

85
15.5%

183
33.4%

200
36.5%

2.09 0.99

3. makes adequate consultations
with the teachers before
making key decisions in the
school for attending seminar

548 61
11.1%

102
18.6%

115
21.0%

270
49.3%

1.91 0.81

4. allows teachers to attend
conferences in their area of
profession

548 158
28.8 %

190
34.7%

96
17.5%

104
19.0%

2.73 1.44

5.

6.

7.

8.

leverage technology to enhance
access to professional
development resources for
teachers such as seminar

My school made it mandatory
for the teachers to attend
seminar at least once in a year

Teachers are made to
participate in stakeholder
seminars that enhances their
knowledge on the job

ensures seminars involving
experts/keynote speakers in the
school

548

548

548

548

79
14.4%

63
11.5%

50
09.1%

64
11.7%

103
18.8%

74
13.5%

55
10.0%

100
18.2%

157
28.7%

108
19.7%

163
29.8%

216
39.4%

209
38.1%

303
55.3%

280
51.1%

168
30.7%

2.09

1.86

1.87

2.17

0.88

0.90

0.97

0.72

Weighted Mean Score (x̅) = 2.09 (0.94); General Decision = Very Low Level
Source: Fieldwork Survey, 2025
KEY: SA = Strongly Agree (4), A = Agree (3), D = Disagree (2) and SD = Strongly Disagree
( 1); S.Dev = Standard Deviation
Threshold: 0.000-2.499 = Very Low; 2.500-3.499 = Low; 3.500 to 4.499 = Moderate and 4.500-
5.000 = High
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Table 4.10 shows the shows the most adopted teachers’ development programmes by principals

in private secondary schools in Oyo State in terms of attendance of seminars. The rating scale of

' Strongly Disagree” (1)' to ' Strongly Agree” (4)' was used with a criterion of 3.50 set for the

study. Eight (8) items were set to measure the most adopted teachers’ development programmes

by principals in private secondary schools in Oyo State in terms of attendance of seminars status

All the available items were at a ‘Very Low Level’. It implies that majority of the private

secondary school teachers opined that if the principal “allows the teachers the chance to

participate professional development programmess such as seminar, allows the teachers the

opportunity to use their initiative and make contribution while attending seminars, makes

adequate consultations with the teachers before making key decisions in the school for attending

seminar, allows teachers to attend conferences in their area of profession, leverage technology to

enhance access to professional development resources for teachers such as seminar, my school

made it mandatory for the teachers to attend seminar at least once in a year, teachers are made to

participate in stakeholder seminars that enhances their knowledge on the job and ensures

seminars involving experts/keynote speakers in the school. It was therefore regarded that, the

table reveals that there was a moderate available in term of instructional materials in Oyo State

Secondary Schools (x̅ =2.09, SD = 0.94) according to the study threshold.

Table 4.11: Most Adopted Teachers’ Development Programmes by Principals in Private
Secondary Schools in Oyo State
S/N Teachers’ Development

Programmes by Principals

Decision

1 In-service training 2.62 Low

2 Peer Monitoring 2.06 Very Low

3

4

Attending Conferences

Attending Seminars

2.04

2.09

Very Low

Very Low

Weighted Mean Score 2.20
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According to the Decision, 2.20 is very low. The most adopted teachers’ development

programmes is in – service training development on the teachers.

4.1.4: Presentation of Hypotheses

H01: There will be no significant combined influence of Teachers’ Development Programmes

indices (In-service training, Peer mentoring, Attendance of Seminar and Attendance of

Conference) and Workload Indices (Academic and Administrative workload) on Teachers’ Work

Behaviour in private Secondary Schools in Oyo State, Nigeria.

Model Summary of Combined Significant Influence of Teachers’ Development

Programmes Indices (In-service training, Peer mentoring, Attendance of Seminar and

Attendance of Conference) and Workload Indices (academics and administrative workload)

on Teachers’ Work Behaviour in private Secondary Schools in Oyo State, Nigeria.

ANOVA
Sum of
Squares Df

Mean
Square F P-Value

Decision

1 Regression 24.593 6 4.099 69.953 .000b Significant
Residual 15.645 268 .059
Total 40.237 274

Model Summary

R = .782
R Square = .611
Adjusted R Square = .602
Standard Error of the Estimate = 0.64206

Dependent Variable: Teachers’ Work Behaviour
Predictors: (Constant), In-service training, Peer mentoring, Attendance of Seminar, Attendance
of Conference, Academics and Administrative Workload
Source: Fieldwork, 2025

F-value is significant at 0.05*

Table 4.6 shows the results of a multiple regression analysis examining the joint contribution of

training development programmes indices (In-service training, peer mentoring, attendance of

seminar and attendance of conference) and workload indices (academic and administrative

workload) on teachers’ work behaviour in private secondary schools in Oyo State, Nigeria. The
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ANOVA table indicates that the regression model is significant (F = 69.953, p < 0.001),

suggesting that at least one of the determinant variables significantly contributes to determining

teachers’ work behaviour in private secondary schools in Oyo State, Nigeria. The decision to

reject the null hypothesis of no effect is supported by the low p-value, indicating that the joint

contribution of the included variables is statistically significant. The model summary provides

additional insights into the overall performance of the regression model. The multiple R

(correlation coefficient) is 0.782, indicating a strong positive correlation between the predictors

and the dependent variable. The R Square (coefficient of determination) is 0.611, suggesting that

approximately 61.1% of the variance in teachers’ work behaviour in private secondary schools

can be explained by the combined influence of the predictor variables. The Adjusted R Square,

which takes into account the number of predictors in the model, is 0.602, indicating a good fit.

The standard error of the estimate is 0.64206, providing an indication of the average difference

between the observed and predicted values. The predictors included in the model are the constant

term, in-service training, peer mentoring, seminar, workshop and conference, academics and

administrative workload. Summarily, the multiple regression analysis suggests that the joint

contribution of training development programmes indices and workload indices significantly

influences teachers’ work behaviour in private secondary schools. The predictors collectively

explain a substantial portion of the variance in teachers’ work behaviour supporting the notion

that both training development programmes indices and workload indices play crucial roles in

shaping the behaviour of secondary school teachers in Oyo State, Nigeria.
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H02: There will be no significant relative influence of Teachers’ Development Programmes

indices (In-service training, peer mentoring, attendance of seminar, and attendance Conference)

and Workload Indices (Academic and Administrative workload) on Teachers’ Work Behaviour

in private secondary schools in Oyo State, Nigeria.

Table 4.9: Coefficients of Multiple Regression Analysis for the Relative Influence of
Teachers’ Development Programmes indices (In-service training, Peer mentoring,
attendance of Seminar, and attendance of Conference) and Workload Indices (academic
and administrative workload) on Teachers’ Work Behaviour in private secondary schools
in Oyo State, Nigeria
Coefficients a

Model

Unstandardized
Coefficients

Standardized
Coefficients

T Sig.B Std. Error Beta
1 (Constant) 1.443 .126 11.447 .000

In-service training .213 .014 1.667 7.525 .000

Peer mentoring .152 .023 2.563 6.667 .000

Attendance of Seminar .056 .018 1.045 3.036 .003

Attendance of

Conference

.094 .023 -1.218 4.095 .000

Academic Workload .156 .022 -.913 2.497 .013

Administrative

Workload

.040 .009 .614 4.178 .000

a. Dependent Variable: Teachers’ Work Behaviour
Source: Fieldwork, 2025

Table 4.8 shows the coefficients of the multiple regression analysis for the relative influence of

Teachers’ Development Programmes indices (In-service training, Peer mentoring, attendance of

seminar and attendance of conference) and Workload Indices (academic and administrative

workload) on Teachers’ Work Behaviour in private secondary schools in Oyo State, Nigeria. The

constant term, representing the intercept, is 1.443. This value indicates the expected value of the

dependent variable (Teachers’ Work Behaviour) when all predictor variables are zero. The t-

value of 11.447 is highly significant (p < 0.001), suggesting that the intercept is significantly
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different from zero. This intercept provides a baseline teachers’ work behaviour level in Oyo

state private secondary schools, Nigeria in the absence of any influence from the predictor

variables. The coefficients for Independent Variables (Teachers’ Development Programmes

indices and Workload Indices) represent the change in the dependent variable (teachers’ work

behaviour) in Oyo state private secondary schools, Nigeria associated with a one-unit change in

each predictor variable while holding the other variable constant. It also shows the coefficients of

multiple regression analysis for the relative influence of Training Development Programmes

indices (In-service training, Peer mentoring, attendance of Seminar, and attendance of

Conference) and Workload Indices (academic and administrative workload) on Teachers’ Work

Behaviour in private secondary schools in Oyo State, Nigeria. The table shows that the beta

coefficient (β) and t-values for In-service training (β =.213; t = 7.525; p < .005), Peer mentoring

(β =.152; t = 6.667; p < .000), attendance of Seminar (β =.056; t = 3.036; p < .005), attendance of

Conference (β =.094; t = 4.095; p < .005), administrative workload (β =.040; t = 4.178; p

< .005), and academic workload (β =.156; t = 2.497; p < .005), are significant at P>0.05.

Therefore, the results show that the differences on Teachers’ Work Behaviour in Oyo state

private secondary schools, Nigeria can be explained by Training Development Programmes and

Workload Indices, which means they are needed in the model. It means that Training

Development Programmes and Workload Indices had a positive influence on Teachers’ Work

Behaviour in Oyo state private secondary schools, Nigeria. The empirical value of the F-value,

which was calculated, is 4.080, which is significant at p < 0.001, and then we can say that the F-

value is statistically significant. The independent variables (Training Development Programmes

and Workload Indices) are statistically and significantly influence the dependent variable

(Teachers’ Work Behaviour in Oyo state private secondary schools, Nigeria). Therefore,
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Training Development Programmes and Workload Indices on Teachers’ Work Behaviour in Oyo

State private Secondary Schools, Nigeria are statistically significant. In summary, both Training

Development Programmes and Workload Indices play important roles in influencing Teachers’

Work Behaviour in Oyo state private secondary schools, Nigeria, with having a relatively greater

influence. These findings emphasize the significance of addressing both Principals’ Motivational

Techniques and Physical Learning Environment considerations to foster a supportive and

committed teaching environment.

The unstandardized coefficients for each predictor variable provide information about the

magnitude and direction of their influence on the dependent variable. In-service training has a

negative unstandardized coefficient of -0.103, suggesting that an increase in in- service training

is associated with a decrease in teachers’ work behaviour. This relationship is supported by a

significant t-value of -7.525 (p < 0.001). Conversely, peer monitoring has a positive

unstandardized coefficient of 0.152, indicating that an increase in peer monitoring is associated

with an increase in teachers’ work behaviour. This relationship is supported by a significant t-

value of 6.667 (p < 0.001). Attendance of Seminar also has a positive unstandardized coefficient

of 0.056, indicating a positive association with teachers’ work behaviour, supported by a

significant t-value of 3.036 (p = 0.003). Attendance of conference has a negative unstandardized

coefficient of -.094, suggesting that an increase in attendance of conference is associated with a

decrease in teachers’ work behaviour. This relationship is supported by a significant t-value of -

4.095 (p < 0.001).

Among the teachers’ workload indices, academic workload has a negative unstandardized

coefficient of .156, suggesting that an increase in academic workload decrease in teachers’ work

behavior. This relationship is supported by a significant t-value of --.913 (p < 0.001) and lastly
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administrative teachers’ workload has a positive unstandardized coefficient of 0.009, indicating

that an increase in administrative teachers’ workload is associated with an decrease in teachers’

work behaviour. This relationship is supported by a significant t-value of 4.178 (p < 0.001). All

the positive variables have significant t-values, indicating that their effects are statistically

significant. In summary, the coefficients also provide detailed information about the direction

and strength of the relationships between each predictor variable and teachers’ work behaviour.

The findings suggest that certain training development programmes indices and workload

Indices significantly contribute to shaping teachers’ work behaviour in Oyo State Secondary

schools, Nigeria.

4.2 Discussion of Findings

This research investigated training development programmes indices and workload

Indices as determinants of teachers’ work behaviour in Oyo State private secondary schools,

Nigeria. Discussion of the findings presents the results of the research and relates them with

previous studies by other researchers to for differences or similarities. In this study, demographic

information of the respondents (teachers and principals) was analyzed, three research questions

were answered and two hypotheses were tested.

Results of the demographic data analysis of principals showed insights into the gender, age,

marital status, highest educational qualifications, and years of teaching experience of principals

in private secondary schools in Oyo State. The data reveal a balanced representation in terms of

gender, with a higher percentage of female principals. The majority of principals are in the age

category of 40 years and above, indicating a potential generational trend in leadership.

Furthermore, a significant proportion of principals are married, hold Bachelor's degrees, and

have extensive teaching experience of 10 years and above. These findings shed light on the
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demographic landscape of school principals, providing a foundation for understanding their

potential impact on school management and educational outcomes.

Results on the demographic characteristics of private secondary school teachers is vital for

comprehending the composition of the teaching workforce. It also shows the gender, age, marital

status, highest educational qualifications, position, department or field, and years of teaching

experience of private secondary school teachers in Oyo State. Notably, the majority of teachers

are female. This result was in line with a study on gender differences in teachers’ work

behaviour and student outcomes in found a higher proportion of female teachers in Nigerian

secondary schools1. They argue that female teachers often adopt more participatory approaches,

potentially benefiting teaching work behaviour. The overwhelming majority are married and

hold Bachelor's degrees. The prevalence of teachers in the role of class teacher and their

distribution across different departments or fields showcases the diverse expertise within the

private secondary school teaching staff2. The data on years of teaching experience highlight a

considerable number of teachers with 10 years and above, underscoring the wealth of teaching

experience. A study highlights the importance of subject-specific qualifications and continuous

professional development for private secondary school teachers, regardless of their base degree

(e.g., Bachelor's)3. The finding of diverse expertise across departments strengthens this point.

However, this study contradicts research which found no significant relationship between teacher

marital status and their effectiveness, suggesting this factor might not be as relevant as the

findings indicate4.

Findings from research question one showed that a predominant trend where classroom teachers

consistently exhibit low level work behaviors. Principals are reported to make quick decisions,

provide clear directions, foster a sense of purpose, maintain consistent rules, and take ultimate
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responsibility for the school's performance. The overall weighted mean score of 2.31 and the

general decision of "very low, affirm the behaiour of the teachers toward their different tasks.

This finding partially aligns with a work on “Motivational Strategies and School Factors as

Predictors of Teachers' Commitment in Private Secondary Schools in South-west, Nigeria”5

which showed low level of teachers' commitment to the school, students and profession

Although the differences could be that they were carried out in two different years (the former

was conducted in year 2022 while the latter in year 2025) and two different schools (the former

was carried out in senior secondary schools whereas the latter was conducted in private

secondary school). This finding however do corroborate that of a work on “Demographic Indices

as Predictor of Science Teachers’ behaviour to work in Secondary Schools in Ogun State,

Nigeria6” which showed poor behaviour of teachers to the school task6. The differences observed

in both studies could be that the former was carried out only among science teachers and in Ogun

state whereas the latter was carried out on all the teachers and in the entire Oyo State, Nigeria.

This study’s finding almost completely disagree with that of a work on “Assessment of Job

behaviour of Secondary School Teachers in Osun State, Nigeria”7 which revealed that the

bahaviour of teachers to the teaching profession was generally low in Osun State secondary

schools7. The differences observed in both studies could be that the former was carried out in the

year 2019 and only in Osun State whereas the latter was conducted in the year 2025 and in the

entire Oyo State. This study’s findings almost completely agree with the work on “Job behaviour

as a Correlate of Teachers’ Productivity in Private Primary Schools in South West, Nigeria”

which revealed high level of teachers’ behaviour to work8. The little differences could that the

former was carried out in the primary school sector whereas the latter was done in the senior

private secondary school segment. This finding is almost completely supported by the work on
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“Analysis of Secondary Schools Teachers’ work behaviour in Kwara State, Nigeria”9 which

showed that teachers’ work behaviour to school in areas of class attendance and preparation of

lesson were always good (very high) while their commitment to students in areas of

extracurricular activities, students discipline and students’ assessment were found to be

moderate9.

Findings from research question two showed that the status of teachers’ workload is high. It was

revealed that the status of teachers’ workload is high. The findings is not supported by the work

on “Motivational Strategies and School Factors as Predictors of Teachers' attitude to work in

Private Secondary Schools in South-west, Nigeria”10 which showed poor or low level of

principals’ motivational strategies in areas of incentives such as remuneration, bonuses,

allowances and various employee benefits11. Although the difference is that the former was

carried out in southwest while the latter is out in Oyo State. This study’s finding partially agrees

with the work on “School Support Services and Teacher Job Commitment in Private Secondary

Schools in Ogun State, Nigeria” which revealed a high level of support services such as library

support, health bonuses and insurance, attending seminars, incentives and mentoring services12.

The differences in the results could be that the former study was carried out in only Ogun state

whereas the present study was conducted in the entire Oyo State, Nigeria.

Findings from research question three indicated the most adopted teachers’ development

programmes by principal in private secondary secondary schools in Oyo State. It was revealed

that in-service training was most adopted by the secondary school principals and at a low level.

This finding is duly supported by a previous study which reported Teachers’ Instructional

Workload Management will increased teachers’ participation, engagement and work behaviour

Private Secondary Schools in Oyo State, aligning with the significant contribution of teachers’
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development programmes indices13. Another previous similar study on "The Importance of In-

service training, Peer mentoring, attendance of seminar and attendance of conference" also

concluded that attending a variety of engaging in the in-service training significantly improved

teachers’ work behaviour, consistent with your findings on the importance of teachers’ work

behaviour14.

Findings from hypothesis one (Ho1) revealed a significant joint contribution of teachers’

development programmes indices and workload Indices on teachers’ work behaviour in Oyo

State Secondary schools, Nigeria. The model summary statistics reveal a strong positive

correlation (R = 0.782) between the predictors and the dependent variable. The R Square value

of 0.611 indicates that approximately 61.1% of the variance in teachers’ work behaviour can be

explained by the combined influence of the predictor variables. The Adjusted R Square value of

0.602 suggests a good fit of the model, considering the number of predictors. The standard error

of the estimate is 0.64206, providing an average measure of the discrepancy between observed

and predicted values. The predictors include In-service training, Peer mentoring, attendance of

seminar and attendance of conference, academic and administrative workload15. The findings

highlight the significant role played by both teachers’ development programmes indices and

workload Indices in shaping teachers’ work behaviour in Oyo state private secondary schools16.

This finding is duly supported by a previous study which reported Teachers’ Instructional

Workload Management will increased teachers’ participation, engagement and work behaviour

Private Secondary Schools in Oyo State, aligning with the significant contribution of teachers’

development programmes indices8. Another previous similar study on "The Importance of In-

service training, Peer mentoring, attendance of seminar and attendance of conference" also

concluded that attending a variety of engaging in the in-service training significantly improved
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teachers’ work behaviour, consistent with your findings on the importance of teachers’ work

behaviour17.

Findings from hypothesis two (Ho2) revealed that the beta coefficient (β) and t- values for In-

service training (β =.213; t = 7.525; p < .005), Peer mentoring (β =.152; t = 6.667; p < .000),

attendance of Seminar (β =.056; t = 3.036; p < .005), attendance of Conference (β =.094; t =

4.095; p < .005), administrative workload (β =.040; t = 4.178; p < .005), and academic workload

(β =.156; t = 2.497; p < .005), are significant at P>0.05. This finding completely agrees with a

previous empirical study which reported that peer monitoring and attending seminar can be

beneficial when teachers have intrinsic motivation and a clear understanding of learning

objectives18. Furthermore, a study also showed a support for the observation of negative

associations with factors like academic workload, attendance of conference and engagement19.
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Chapter Five

Conclusion

This chapter presented the summary of findings, conclusion and recommendations based on the

findings, contributions to knowledge and suggested areas for further research.

5.1 Summary of Findings

The research findings revealed that the level of work behaviour among teachers is very low (x̅ =

-2.31) in private secondary school in Oyo State. Study findings also revealed that the status of

the teachers ‘workload both academic and administrative workload which constitute the overall

workload for this study was at high level (x̅=3.62). The finding also showed that the most

adopted teachers’ development programmes in private secondary schools in Oyo State is in-

service training (x̅ = 2.61) and at a low leve by the principal. It shows that there was a

significant joint influence of teachers’ development programmes and workload indices on work

behaviour among teachers in private secondary schools in Oyo State (F = 69.953, p < 0.001). It

also showed that In-service training (β =.213; t = 7.525; p < .005), Peer mentoring (β =.152; t =

6.667; p < .000), attendance of Seminar (β =.056; t = 3.036; p < .005), attendance of Conference

(β =.094; t = 4.095; p < .005), administrative workload (β =.040; t = 4.178; p < .005), and

academic workload (β =.156; t = 2.497; p < .005), are significant at P>0.05.

5.2 Conclusion

On the basis of the findings of this study, it can be concluded that very low level of

teachers’ work behaviour, high level of teachers’ academic workload as well as administrative

workload and low level of in- service teacher development programmes which was the most

adopted programmes by the principal in private secondary schools in Oyo State.
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5.3 Recommendations

Based on the findings and conclusion, it was recommended as follows:

1. Teachers’ work behavior was found to be at a low level. There is need for them to

improve their work behaviour and attitude from low level to a moderate or high level.

This means that the school workload should be reduced to ensure a better work behaviour

by the teachers.

2. In the area of teachers’ development programmes, it was found to be at a low level and

the most adopted programmes by the principal is the in – service training. This shows that

there is need for principals to create more time in engaging the other training

programmes.. The principals should ensure higher teachers’ development programmes as

it is important for effective administration of the school;

3. Teachers’ workload in area of academic and administrative was found to be at a high

level. Principals should thus ensure that they make a reduce of tasks they have to do in

other to reduce the low work behaviour on the teachers. It will be more easier for the

principals to manage their workload and increase their work behaviour.

5.4 Contribution to Knowledge

This research has added to knowledge conceptually, theoretically and empirically as discussed

below:

Conceptual Contribution

This study has contributed to knowledge conceptually by providing a better insight and vivid

clarification of the concepts (teachers’ work behaviour, academic teachers’ workload,

administrative teachers’ workload, in – service training, peer monitoring, attending seminars and

attending conference) beyond that used in previous studies and/or literatures. Most of the above
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concepts were provided richer and deeper clarity more than the way they were conceptualized

and/or defined in previous studies.

Theoretical Contribution

This study was hinged on social cognitive theory which was proposed by psychologist

Albert Bandura, emphasizes the importance of observational learning, imitation, and cognitive

processes in understanding human behaviour. It posits that people learn not only through direct

experience but also by observing others and the outcomes of their actions. In the context of

teachers' development programmess and workload as determinants of secondary school teachers'

work behaviour, social cognitive theory offers valuable insights into how teachers' behaviours

are shaped and influenced. According to social cognitive theory, teachers learn from observing

the behaviours of their colleagues, administrators, and students. Teachers' development

programmess can leverage this aspect by providing opportunities for teachers to observe

effective teaching practices, collaborative planning sessions, and constructive feedback sessions.

When teachers observe successful teaching strategies in action, they are more likely to adopt

similar practices in their own classrooms. This study has also contributed theoretically by

providing useful and relevant application of the theories above to this study on “teachers’

development training programmes and workload Indices as determinants of work behaviour

among teachers in private secondary schools in Oyo State” other than the way they were used in

previous studies.

Empirical Contribution

Previous empirical studies showed that there are dearth of scholarly works on the status

of teachers’ development training programmes and workload Indices as determinants of work

behaviour among teachers in private secondary schools in Oyo State. This study has contributed
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empirically to knowledge by establishing that there exists significant joint and relative effect of

important factors such as teachers’ training development programmes (peer mentoring, attending

seminar, attending conferences and in-service training) and teachers’ workload (academic and

administrative) on teachers’ work behaviour in private secondary schools in Oyo State thus

closing this identified gap in knowledge.

5.5 Suggested Areas of Further Research

In subsequent studies, qualitative research approach which involve the use of in-depth

interviews, case studies and focus group discussions can be adopted to provide qualitative

information on the research topic (teachers’ development training programmes and workload

Indices as determinants of work behaviour among teachers in private secondary schools in Oyo

State. Mixed study research design can therefore be used in further study. The demographic

variables of the principals could be considered as moderating variables in subsequent studies.

This will help to see if there exists significant moderating influence of principals’ age, gender,

years of educational experience, and academic qualifications on the relationship among teachers’

development training programmes, workload Indices and work behaviour among teachers in

private secondary schools in Oyo State.

Other educational sectors such as primary, technical/vocational and tertiary sectors can be

used in subsequent studies while maintaining the topic. The influence of the independent

variables (teachers’ development training programmes, and workload Indices) on the dependent

variable (teachers’ work behaviour) public secondary schools can be compared in another study.

More or other indices of teachers’ development training programmes, and workload Indices and

teachers’ work behaviour could be used in further studies.
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Appendices

Appendix I

Research Questionnaire I

Teachers’ Development Programmes and Workload Indices Questionnaire (TDPAWIQ)

Department of Arts and Social Science Education,

Faculty of Arts and Education,

Lead City University, Ibadan, Oyo State.

25th April, 2025

Dear Sir/Ma,

I am a Doctorate Degree Student in the Department of Educational management and I am

carrying out a research study on how teachers’ development programmes and workload indices

may be affecting teachers’ work behaviour in the school. Your responses and cooperation are

highly needed. Confidentiality to your responses will strictly be adhered to.

Yours Faithfully,

The Researcher
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Teachers’ Development Programmes and Workload Indices Questionnaire (TDPAWIQ)

Section A: Demographic Information (to be answered by Teachers)

1. Gender: Male ( ) Female ( )

2. Age: 18 – 39 years ( ) 40 – 60 years ( ) 60 years and above ( )

3. Marital Status: Single ( ) Married ( ) Divoried ( ), Separated ( )

4. Years of Teaching Experience: 1 – 15 years ( ) 6 – 10 years ( ) 11 – 15 years ( ) 16

years and above ( )

5. Highest Educational Qualification : NCE ( ) Bachelor’s degree ( ) Masters Degree

( ) M Phil ( ) Ph.D ( ) and others -----------

6. Position: Classteacher ( ) Assistant classteacher ( )

7. Department: Science ( ), Social Science ( ), Arts ( )

Section B: Teachers’ Development Programmes Questionnaire [TDPQ]

For each item, please tick (√) the appropriate box that describes your opinion. Rating scale used
SA = Strongly Agree (1), A = Agree (2) D = Disagree (3), and SD = Strongly Disagree(4)
S/N Items (My Principal) 4

SA
3
A

2
D

1
SD

In-service Training
1 creates a dynamic training that caters to diverse

learning styles and pace s
2. emphasizes as teachers and staff are directly

responsible for the success of their initiatives during in-
service training

3. identifies the specific areas requiring retraining for
teachers

4. organizes in-service courses for teachers to attend.
5.. allows teachers to attend conferences in their area of

profession
6. is responsive to suggestions or requests for specific

types of professional development support
7. mentors teachers to improve in their profession
8. creates meetings and study groups for teachers to help

us improve in their knowledge and skills
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Attending of Conference
9. facilitates opportunities for you to attend conferences

related to your field
10. seeks feedback from me regarding my professional

development needs and interests.
11 engage in discussions with me about my professional

growth and goals
12 provide resources or funding to support teachers’

participation in attending educational conferences.
13 recognize and celebrate my achievements and

milestones in my professional development
14. facilitates collaborative professional development

initiatives for teachers
15 ensures gatherings involving experts/keynote speakers

are regularly organized for the teachers
16. leverage technology to enhance access to professional

development resources for teachers
Attending of Seminars

17 allows the teachers the chance to participate
professional development programmess such as
seminar.

18 allows the teachers the opportunity to use their
initiative and make contribution while attending
seminars

19 makes adequate consultations with the teachers before
making key decisions in the school for attending
seminar

20 allows teachers to attend conferences in their area of profession

21 leverage technology to enhance access to professional
development resources for teachers such as seminar

22 My school made it mandatory for the teachers to attend
seminar at least once in a year

23 Teachers are made to participate in stakeholder
seminars that enhances their knowledge on the job

24 ensures seminars involving experts/keynote speakers
in the school
Peer Monitoring

25 empowers teachers and staff to explore creative
teaching methods and innovative approaches

26 Encourages professional development programmess
which make employees become more effective and
loyal in their teaching skills

27 allows teachers and staff to feel more comfortable
sharing their ideas, leading to the implementation of
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fresh and effective teaching methods
28 promotes a positive school culture based on trust,

respect, and cooperation
29 Creates new insights and knowledge from the

collaboration of peer monitoring
30 enables teachers to adapt their teaching methods to suit

individual student needs
31 fosters a sense of purpose and belonging in the

teaching staff and students

Section C: Teachers’ Workload Questionnaire (ATWQ)
Instruction: Please tick (√) the appropriate box that describes your opinion.
SD = Strongly Disagree (1), D = Disagree (2), A = Agree (3) and SA = Strongly Agree (4)
S/N ITEMS 4

SA
3
A

2
D

1
SD

. Academics Teachers’ Workload
1 The academic task assigned to me as a teacher are too many
2. My working hours as a teacher is overstretched
3. I teach more subjects than I should
4. I am made to teach extra classes and extra-moral lessons
5. The classes I teach are large in term of students’ capacity
6. I engaged in counselling of students most of the time
7. I often carry undone tasks to the next working day
8. I teach more students than am supposed to teach

Administrative Teachers’ Workload
9. I do some of my administrative official work at home
10. I often carry undone tasks to the next working day
11 Participate in giving reports concerning students to their parents
12 Participate in students’ welfare services in the school
13 Inculcate effective discipline strategies in the class
14 Actively involved in curricular and extra – curricular activities
15 Adequately keep records in the school
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Appendices

Appendix I1

Teachers’ Workload Indices Questionnaire (TWLIQ)

Department of Arts and Social Science Education,

Faculty of Arts and Education,

Lead City University, Ibadan, Oyo State.

25th April, 2025

Dear Sir/Ma,

I am a Doctorate Degree Student in the Department of Educational management and I am

carrying out a research study on how teachers’ development programmes and workload indices

may be affecting teachers’ work behaviour in the school. Your responses and cooperation are

highly needed. Confidentiality to your responses will strictly be adhered to.

Yours Faithfully,

The Researcher

Section A: Demographic Information (to be answered by Principal)
1. Gender: Male ( ) Female ( )
2. Age:

Section B: Teachers’ Work Behaviour Questionnaire [TWBQ] By the Principals
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For each item, please tick (√) the appropriate box that describes your opinion
SD = Strongly Agree (4), D = Agree (3), Disagree (2) Strongly Agree (4)
S/N Items 4

SA
3
A

2
D

1
SD

1. My teacher assumes leadership responsibilities and volunteers
to help student in any situation

2. My teacher focuses on accomplishment and always refuse to be
distracted at anytime.

3. My teachers is flexible and prone to corrections by others
including correction from student

4. My teacher is skilled at problem solving issues that arise on the
job

5. My teacher has capacity and ability to develop solution to
seemingly impossible problem.

6. My teacher is innovative whenever he/she teaches us
7. My teacher enjoy routine and innovative tasks
8. My teacher think out of the box to create and provide solution

to any problem
9. My teacher engaged in acts of unplanned anger and

intimidation to meet his/her own needs
10. My teacher lacks understanding and patient when discharging

his/her task
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Appendix II

Computation Results from SPSS Analysis

Gender Frequency Distribution of Principals' Demography
Frequency Percent Valid

percent
Cumulative
percent

Valid Male
Female

106
168

38.7
61.3

38.7
61.3

Total 274 100 100

Age Frequency distribution of principals’ demography
Frequency Percent Valid

percent
Cumulative
percent

Valid 18 – 28 years
29 – 59 years
60 years and above

-
223
51

-
81.4
18.6

-
81.4
18.6

Total 274 100 100

Marital Status Frequency distribution of principals’ demography
Frequency Percent Valid

percent
Cumulative
percent

Valid Single
Married
Divorced
Separated

-
271
1
2

-
98.9
0.4
0.7

-
98.9
0.4
0.7

Total 274 100 100
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Highest Education Qualifications
Frequency Percent Valid

percent
Cumulati
ve percent

Valid Bachelor’s degree
Master’s degree
Mphil or PhD degree
Others

209
63
2
-

76.3
23.0
0.7
-

76.3
23.0
0.7
-

Total 274 100 100
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Years of Teaching Experience
Frequency Percent Valid

percent
Cumulative
percent

Valid 6 – 10 years
11 – 15 years
16 years and above

-
-
274

-
-
100.0

-
-
100.0

Total 274 100 100

Gender Frequency Distribution of Teacher' Demography
Frequency Percent Valid

percent
Cumulative
percent

Valid Male
Female

296
252

54.0
46.0

54.0
46.0

Total 548 100 100

Age Frequency distribution of teacher demography
Frequency Percent Valid

percent
Cumulative
percent

Valid 18 – 39 years
40 – 59 years
60 years and above

212
316
20

38.7
57.7
3.6

38.7
57.7
3.6

Total 548 100 100

Marital Status Frequency distribution of principals’ demography
Frequency Percent Valid

percent
Cumulative
percent

Valid Single
Married
Divorced
Separated

21
526
0
1

21
526
0
1

21
526
0
1

Total 548 100 100

Highest Education Qualifications
Frequency Percent Valid

percent
Cumulati
ve percent

Valid Bachelor’s degree
Master’s degree
Mphil or PhD degree
Others

423
27
3
95

77.2
4.9
5
17.3

77.2
4.9
5
17.3

Total 548 100 100
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Position
Frequency Percent Valid

percent
Cumulati
ve percent

Valid Class Teacher 548 100 100

Total 548 100 100

Department or Field
Frequency Percent Valid

percent
Cumulative
percent

Valid Science
Social Science
Arts

0
235
313

0
42.9
57.1

0
42.9
57.1

Total 548 100 100

Years of Teaching Experience
Frequency Percent Valid

percent
Cumulative
percent

Valid 1 – 5 years
6 – 10 years
11-15years
16 years and above

178
174
101
95

32.5
31.8
18.4
17.3

2.5
31.8
18.4
17.30

Total 274 100 100

Teacher’ work Behaviour
My teacher has capacity and ability to develop solution to seemingly impossible problem.

Frequency Percent Valid
percent

Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

143
98
28
05

53.0
35.8
06.4
01.8

53.0
35.8
06.4
01.8

Total 274 100 100

My teacher engaged in acts of unplanned anger and intimidation to meet his/her own needs
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

55
88
106
25

20.1
32.1
38.7
09.1

20.1
32.1
38.7
09.1

Total 274 100 100
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My teachers is flexible and prone to corrections by others including correction from student
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

68
35
126
45

24.8
12.8
46.0
16.4

24.8
12.8
46.0
16.4

Total 274 100 100

My teacher assumes leadership responsibilities and volunteers to help student in any
situation

Frequency Percent Valid
percent

Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

30
14
100
130

11.0
05.1
36.5
47.4

1.0
05.1
36.5
47.4

Total 274 100 100

My teacher enjoy routine and innovative tasks

Frequency Percent Valid
percent

Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

42
31
100
137

15.2
11.3
36.5
50.0

15.2
11.3
36.5
50.0

Total 274 100 100

My teacher lacks understanding and patient when discharging his/her task

Frequency Percent Valid
percent

Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

31
20
121
102

11.3
07.4
44.1
37.2

11.3
07.4
44.1
37.2

Total 274 100 100
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My teacher is skilled at problem solving issues that arise on the job

Frequency Percent Valid
percent

Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

21
28
115
110

07.7
10.2
41.9
40.1

07.7
10.2
41.9
40.1

Total 274 100 100

My teacher is innovative whenever he/she teaches us

Frequency Percent Valid
percent

Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

64
63
104
43

21.9
21.9
12.9
12.7

21.9
21.9
12.9
12.7

Total 274 100 100

My teacher think out of the box to create and provide solution to any problem

Frequency Percent Valid
percent

Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

23
54
103
94

08.4
19.7
37.6
34.3

08.4
19.7
37.6
34.3

Total 274 100 100

My teacher focus on accomplishment and always refuse to be distracted at any time
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

61
72
102
39

22.3
26.3
37.2
14.2

22.3
26.3
37.2
14.2

Total 274 100 100
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Academics Teachers’ Workload

The academic task assigned to me as a teacher are too many
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

368
106
50
24

67.1
19.4
09.1
04.4

67.1
19.4
09.1
04.4

Total 548 100 100

I engaged in counselling of students most of the time
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

325
112
48
39

59.3
20.4
08.8
07.1

59.3
20.4
08.8
07.1

Total 548 100 100

My working hours as a teacher is overstretched
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

313
134
70
31

57.1
24.4
12.7
05.7

57.1
24.4
12.7
05.7

Total 548 100 100

The classes I teach are large in term of students’ capacity
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

191
256
61
40

34.9
46.7
11.1
07.3

34.9
46.7
11.1
07.3

Total 548 100 100
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I am made to teach extra classes and extra-moral lessons
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

262
187
90
09

47.8
34.1
16.4
01.6

47.8
34.1
16.4
01.6

Total 548 100 100

I teach more students than am supposed to teach
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

278
151
81
38

50.7
27.6
14.8
06.9

50.7
27.6
14.8
06.9

Total 548 100 100

I often carry undone tasks to the next working day
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

268
150
84
46

48.9
27.4
15.3
08.4

48.9
27.4
15.3
08.4

Total 548 100 100

Administrative Teachers’ Workload
I do some of my administrative official work at home

Frequency Percent Valid
percent

Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

252
18
03
01

92.0
06.6
01.1
0.04

92.0
06.6
01.1
0.04

Total 548 100 100
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I often carry undone administrative tasks to the next working day
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

262
179
73
20

22.6
28.8
12.0
36.5

22.6
28.8
12.0
36.5

Total 548 100 100

The administrative task assigned to me are too many
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

211
132
118
73

22.3
37.2
13.9
26.6

22.3
37.2
13.9
26.6

Total 548 100 100

Participate in giving reports concerning students to their parents
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

184
160
96
84

30.7
10.9
24.1
34.3

30.7
10.9
24.1
34.3

Total 548 100 100

Participate in students’ welfare services in the school
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

179
53
27
15

65.3
19.3
09.9
05.5

65.3
19.3
09.9
05.5

Total 548 100 100
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Inculcate effective discipline strategies in the class
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

189
274
58
43

69.0
27.0
02.9
01.1

69.0
27.0
02.9
01.1

Total 548 100 100

Actively involved in curricular and extra – curricular activities
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

213
218
63
80

26.6
21.1
23.0
29.2

26.6
21.1
23.0
29.2

Total 548 100 100

Adequately keep records in the school
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

218
132
66
72

79.6
11.7
05.8
02.9

79.6
11.7
05.8
02.9

Total 548 100 100

In-service training
Creates a dynamic training that caters to diverse learning styles and paces

Frequency Percent Valid
percent

Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

232
194
62
60

42.3
35.4
11.3
10.9

42.3
35.4
11.3
10.9

Total 548 100 100

Emphasizes as teachers and staff are directly responsible for the success of their initiatives
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during in-service training
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

313
171
37
27

57.1
31.2
06.8
04.9

57.1
31.2
06.8
04.9

Total 548 100 100

Identifies the specific areas requiring retraining for teachers.
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

78
31
466
23

14.2
05.2
75.9
04.2

14.2
05.2
75.9
04.2

Total 548 100 100

Organizes in-service courses for teachers to attend.
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

22
53
321
152

04.0
09.7
58.1
27.7

04.0
09.7
58.1
27.7

Total 548 100 100

Allows teachers to attend conferences in their area of profession
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

41
97
278
132

07.5
58.1
58.1
27.7

07.5
58.1
58.1
27.7

Total 548 100 100

Is responsive to suggestions or requests for specific types of professional development
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support
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

114
62
337
35

20.8
11.3
61.5
06.4

20.8
11.3
61.5
06.4

Total 548 100 100

Mentors teachers to improve in their profession
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

106
11
-
431

19.3
20.0
0.00
78.6

19.3
20.0
0.00
78.6

Total 548 100 100

Creates meetings and study groups for teachers to help them improve in their knowledge and
skills

Frequency Percent Valid
percent

Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

171
37
313
27

31.2
06.8
57.1
04.9

31.2
06.8
57.1
04.9

Total 548 100 100

Peer Monitoring

Empowers teachers and staff to explore creative teaching methods and innovative
approaches.

Frequency Percent Valid
percent

Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

101
58
53
336

18.4
0.6
09.7
61.3

18.4
0.6
09.7
61.3

Total 548 100 100
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Allows teachers and staff to feel more comfortable sharing their ideas, leading to the
implementation of fresh and effective teaching methods

Frequency Percent Valid
percent

Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

62
100
197
189

11.3
18.6
35.9
34.3

11.3
18.6
35.9
34.3

Total 548 100 100

Promotes a positive school culture based on trust, respect, and cooperation
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

35
102
138
273

06.4
18.6
25.2
49.8

06.4
18.6
25.2
49.8

Total 548 100 100

Enables teachers to adapt their teaching methods to suit individual student needs
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

184
130
166
35

33.6
23.7
30.3
06.4

33.6
23.7
30.3
06.4

Total 548 100 100

Foster a sense of purpose and belonging in the teaching staff and students.
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

73
43
227
205

13.3
07.8
41.4
37.4

13.3
07.8
41.4
37.4

Total 548 100 100

Professional development programmess make employees become more effective and
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experience in their teaching skills
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

67
60
218
203

12.2
11.0
39.7
37.0

12.2
11.0
39.7
37.0

Total 548 100 100

Mentoring is part of development programmes I have enjoyed as a teacher

Frequency Percent Valid
percent

Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

83
58
163
280

15.7
10.6
29.7
51.0

15.7
10.6
29.7
51.0

Total 548 100 100

I have enjoyed as a teacher create new insights and knowledge from the collaboration of peer
monitoring

Frequency Percent Valid
percent

Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

10
20
218
300

01.8
03.6
39.9
54.7

15.7
10.6
29.7
51.0

Total 548 100 100

Attendance of Conference

Facilitates opportunities for you to attend conferences related to your field
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

40
84
223
201

07.3
15.3
40.7
36.7

07.3
15.3
40.7
36.7

Total 548 100 100

Seeks feedback from me regarding my professional development needs and interests.
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Frequency Percent Valid
percent

Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

62
79
233
174

11.3
14.4
42.5
31.8

11.3
14.4
42.5
31.8

Total 548 100 100

Engage in discussions with me about my professional growth and goals
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

61
136
178
173

11.1
24.8
32.5
31.6

11.1
24.8
32.5
31.6

Total 548 100 100

Provide resources or funding to support teachers’ participation in attending educational
conferences.

Frequency Percent Valid
percent

Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

58
30
266
194

10.6
05.5
48.5
35.4

10.6
05.5
48.5
35.4

Total 548 100 100

Recognize and celebrate my achievements and milestones in my professional development
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

79
73
161
235

14.4
13.3
29.4
42.9

14.4
13.3
29.4
42.9

Total 548 100 100

Facilitates collaborative professional development initiatives for teachers
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Frequency Percent Valid
percent

Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

73
54
218
203

13.3
09.9
39.7
37.0

13.3
09.9
39.7
37.0

Total 548 100 100

Facilitates collaborative professional development initiatives for teachers
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

73
54
218
203

13.3
09.9
39.7
37.0

13.3
09.9
39.7
37.0

Total 548 100 100

Ensures workshops involving experts/keynote speakers are regularly organized for the
teachers

Frequency Percent Valid
percent

Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

73
158
217
100

13.3
28.8
39.7
18.2

13.3
28.8
39.7
18.2

Total 548 100 100

Leverage technology to enhance access to professional development resources for teachers
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

62
52
216
218

13.3
09.5
39.4
39.8

13.3
09.5
39.4
39.8

Total 548 100 100

Attendance of Conference
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Facilitates opportunities for you to attend conferences related to your field
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

40
84
223
201

07.3
15.3
40.7
36.7

07.3
15.3
40.7
36.7

Total 548 100 100

Seeks feedback from me regarding my professional development needs and interests.
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

62
79
233
174

11.3
14.4
42.5
31.8

11.3
14.4
42.5
31.8

Total 548 100 100

Engage in discussions with me about my professional growth and goals
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

61
136
178
173

11.1
24.8
32.5
31.6

11.1
24.8
32.5
31.6

Total 548 100 100

Provide resources or funding to support teachers’ participation in attending educational
conferences.

Frequency Percent Valid
percent

Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

58
30
266
194

10.6
05.5
48.5
35.4

10.6
05.5
48.5
35.4

Total 548 100 100

Recognize and celebrate my achievements and milestones in my professional development
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Frequency Percent Valid
percent

Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

79
73
161
235

10.6
05.5
48.5
35.4

10.6
05.5
48.5
35.4

Total 548 100 100

Facilitates collaborative professional development initiatives for teachers
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

73
54
218
203

13.3
09.9
39.7
37.0

13.3
09.9
39.7
37.0

Total 548 100 100

Ensures workshops involving experts/keynote speakers are regularly organized for the
teachers

Frequency Percent Valid
percent

Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

73
158
217
100

13.3
28.8
39.7
18.2

13.3
28.8
39.7
18.2

Total 548 100 100

Leverage technology to enhance access to professional development resources for teachers
Frequency Percent Valid

percent
Cumulative
percent

Valid Strongly Agree
Agree
Disagree
Strongly Disagree

63
52
216
218

11.3
09.5
39.4
39.8

11.3
09.5
39.4
39.8

Total 548 100 100
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ANOVA
Sum of
Squares Df

Mean
Square F P-Value

Decision

1 Regression 24.593 6 4.099 69.953 .000b Significant
Residual 15.645 268 .059
Total 40.237 274

Model Summary

R = .782
R Square = .611
Adjusted R Square = .602
Standard Error of the Estimate = 0.64206
Dependent Variable: Teachers’ Work Behaviour
Predictors: (Constant), In-service training, Peer mentoring, Attendance of
Seminar, Attendance of Conference, Academics and Administrative Workload
Source: Fieldwork, 2025
F-value is significant at 0.05*

Coefficients a

Model

Unstandardized
Coefficients

Standardized
Coefficients

t Sig.B Std. Error Beta
1 (Constant) 1.443 .126 11.447 .000

In-service training -.103 .014 -1.667 -7.525 .000

Peer mentoring .152 .023 2.563 6.667 .000

Attendance of Seminar .056 .018 1.045 3.036 .003

Attendance of

Conference

-.094 .023 -1.218 -4.095 .000

Academic Workload -.056 .022 -.913 -2.497 .013

Administrative

Workload

.040 .009 .614 4.178 .000

a. Dependent Variable: Teachers’ Work Behaviour
Source: Fieldwork, 2025
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Appendix III

Pictures of Researcher during administration of the Instruments
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