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ABSTRACT 

 

Teachers’ Task Performance (TTP), the extent of duty performance by teachers, is required 

for accomplishing educational goals of school. However, reports have shown that tasks 

performance of Secondary School (SS) teachers in Nigeria was low, particularly in Oyo State. 

Previous studies focused more on professionalism, management practices and motivational 

packages than on Recruitment Factors-RF (Personnel Needs-PNs and Recruitment Process-

RP); Organisational Culture-OC (Leadership Styles-LSs, Task Autonomy-TA and Capacity 

Building-CB) and Work Environment-WE (Safety/Security-SS, Reward System-RS and 

Physical Environment-PE). This study, therefore, was carried out to investigate the 

contributions of RF, OC and WE to TTP in public SSs in Oyo State, Nigeria. 

The Fredric Herzberg’s Two-factor Theory served as the anchor, while the study adopted the 

mixed methods design. The multi-stage sampling procedure was adopted.nothree educational 

zones (Saki, Oyo, and Ibadan Zone 1) were randomly selected out of the existing six in Oyo 

State. The probability proportionate to size sampling technique was used to select 59 SSs and 

1296 teachers, while 59 principals and three zone inspectors were enumerated. The 

instruments used were Personnel needs (0.78), Recruitment process (0.81), Leadership styles 

(0.93), Task autonomy(0.87), Capacity building (0.84), Safety/ security (0.74), Reward 

system (0.76), Physical environment (0.72) scales and Teacher task performance 

questionnaire (0.83). Key Informant Interview was conducted with zonal inspectors. The 

quantitative data was analysed using Pearson Product Moment Correlation and multiple 

regression analysis at 0.05 level of significance, while the qualitative data was content 

analysed.  

Teachers and principals age were 45.5.0±1.09 and 51.00±0.44 years, respectively. The TTP 

(�̅�=2.47), RF (�̅�=2.24) were low, while LS (�̅�=3.05), TA (�̅�=2.96), CB (�̅�=2.65) and WE 

(�̅�=3.53) were high against threshold of 2.50. There were positive significant relationships 

between PN (r = 0.38); RP (r = 0.34); LS (r = 0.64), TA (r = 0.37), CB (r = 0.59); SS (0.97), 

RS (r = 0.55), PE (r = 0.58) and TTP. The RF, OC and WE had significant composite 

contribution to TTP (F (3, 55) = 44.958; Adjusted R2 = 0.695), accounted for 69.5% of its 

variance. The LS (β = 0.52), PN (β = 0.43), RP (β = 0.35), TA (β = 0.30), PE (β = 0.29), CB 

(β = 0.28), SS (β = 0.25) and RS (β = 0. 22) made significant relative contributions to TTP. 

The TTP was revealed not satisfactory, while RF was not given attention until the 2020 

teachers recruitment exercise but WE was good.  

 

Recruitment factors, organizational culture, work environment, influenced teacher task 

performance in public secondary schools in Oyo State, Nigeria. The Teaching Service 

Commission and other stakeholders should pay attention to these factors to enhance teachers’ 

task performance in Oyo State Secondary Schools. 

Keywords: Teacher’s recruitment factors, Teacher’s capacity building, Teacher task 

performance, Organisational culture, Work environment  

Word count: 485 
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CH.APTE.R O.NE 

I.NTR.OD.UC.TIO.N 

1.1   Ba.ckgr.o.und to th.e S.tudy  

Ta.sk pe.rfo.r.mance is a co.nsi.d.e.rabl.e fa.c.to.r th..at i.nfl.uences th.e r.e.alis.atio.n of o.rganis.atio.nal 

go.al.s and obje.c.tives. Th.e extent to which ta.sk is bei.ng pe.rfo.r.med co.uld i.nfl.uence th.e l.eve.l of 

o.rganisatio.nal effe.c.tiveness. A we.ll pe.rfo.r.med ta.sk wo.uld a.ssis.t i.n a.chievi.ng o.rganis.atio.nal 

go.al.s whi.l.e i.neffe.c.tive ta.sk pe.rfo.r.mance co.uld jeop.ardise th.e r.e.alis.atio.n of o.rganis.atio.nal 

obje.c.tives. Effe.c.tive ta.sk pe.rfo.r.mance by te.a.ch.e.rs is impo.rtant to any sch.o.ol a.s an 

o.rganis.atio.n be.cause it l.e.ads to th.e a.chievement of bo.th sh.o.rt and lo.ng te.r.m ed.ucatio.nal 

go.al.s and obje.c.tives. Te.a.ch.e.rs pl.ay ve.ry significant r.ol.es i.n th..e smo.o.th run.ni.ng o.f t.h.e 

sch.o.ol sys.tem, th.us, th.ey ar.e i.ndispens.abl.e fa.c.to.rs i.n th.e r.e.alis.atio.n of se.co.ndary sch.o.ol.s 

ed.ucatio.nal go.al.s and obje.c.tives. Th.ey ar.e al.so need.ed i.n o.rd.e.r to a.chieve efficiency and 

effe.c.tiveness i.n th.e sch.o.ol sys.tem. Th.ey put i.n th.eir effo.rts, ski.ll.s, knowl.edge, expe.riences 

and i.d.e.a.s, amo.ng o.th.e.rs, i.nto th.e sch.o.ol.s’ ta.sks fo.r pe.rso.nal and ed.ucatio.nal d.eve.lopment of 

th.eir s.tud.ents. Th.e.r.efo.r.e, th.e effe.c.tive pe.rfo.r.mance of a sch.o.ol and its abi.lity to pr.od.uce 

s.tud.ents wh.o ar.e so.und i.n mi.nd and knowl.edge seem to be th.e r.efl.e.c.tio.n of te.a.ch.e.rs’ 

pe.rfo.r.mance of ta.sks a.ssigned to th.em withi.n th.e sch.o.ol sys.tem. 

 

Te.a.ch.e.rs’ ta.sk pe.rfo.r.mance is d.escribed a.s h.ow effe.c.tive a te.a.ch.e.r is i.n disch.argi.ng th.e 

a.ssigned d.uties and r.espo.nsibi.lities i.n th.e sch.o.ol sys.tem. Byars and Rue (2000) vie.wed th.e 

ta.sk pe.rfo.r.mance of a te.a.ch.e.r a.s a ki.nd of o.utco.me afte.r a job is co.mpl.eted. It r.epr.esents th.e 

l.eve.l.s of a.chievement o.n e.a.ch job and th.e fulfi.llment of sch.o.ol.s’ r.egul.atio.ns, expe.c.tatio.ns 

and r.equir.ements to a.chieve ed.ucatio.nal go.al.s and obje.c.tives. P.arvi.n, Mah.amuda, Kabir and 

Nurul (2011) a.sse.rted th.at th.e ta.sk pe.rfo.r.mance of a te.a.ch.e.r is th.e effe.c.tiveness i.n te.a.chi.ng, 

cl.a.ssr.o.o.m management, s.tud.ents’ discipli.ne, mo.tivati.ng and cr.e.ati.ng l.e.ad.e.rship r.ol.es i.n th.e 

sch.o.ol sys.tem. Th.e te.a.ch.e.r’s ta.sk is crucial to effe.c.tive l.e.arni.ng i.n t.h.e sch.o.ol a.s th.e te.a.ch.e.r 

is expe.c.ted to pr.ovi.d.e pr.ofessio.nal se.rvices like ad.equate pl.an.ni.ng of l.esso.n notes, effe.c.tive 

d.e.live.ry of l.esso.ns, pr.ope.r mo.nito.ri.ng and eval.uatio.n of s.tud.ents’ pe.rfo.r.mance. Al.so, a 
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te.a.ch.e.r is ch.arged with pr.ovi.di.ng r.egul.ar feedba.ck o.n s.tud.ents’ pe.rfo.r.mance, impr.ovis.atio.n 

of i.ns.truc.tio.nal mate.rial.s, ad.equate keepi.ng of r.e.co.rds and appr.opriate discipli.ne of s.tud.ents 

to pr.od.uce and enh.ance expe.c.ted l.e.arni.ng a.chievement i.n se.co.ndary sch.o.ol.s (Ayeni, 2010). 

Ove.r th.e ye.ars, ed.ucatio.nal s.takeh.old.e.rs (p.ar.ents, s.tud.ents, policy make.rs, and th.e 

gove.rnment) h.ave expr.essed co.nce.rn ove.r th.e app.ar.ent i.neffe.c.tive ta.sk pe.rfo.r.mance of 

te.a.ch.e.rs i.n Oyo S.tate. Fo.r i.ns.tance, so.me te.a.ch.e.rs seem not pe.rfo.r.m th.eir d.uties a.s expe.c.ted 

and th.eir i.neffe.c.tiveness i.n th.e ar.e.a of te.a.chi.ng and admi.nis.tratio.n co.uld affe.c.t th.e 

r.e.alis.atio.n of se.co.ndary sch.o.ol ed.ucatio.n go.al.s. Al-O.mari and Oka.sh.e (2017) r.eve.al.ed th.at 

i.neffe.c.tivenote.a.chi.ng, po.o.r s.tud.ent mo.tivatio.n, po.o.r attitud.e towards s.tud.ent discipli.ne and 

po.o.r l.e.ad.e.rship r.ol.es ar.e majo.r i.ndicato.rs of po.o.r ta.sk pe.rfo.r.mance of te.a.ch.e.rs which 

eventually pr.event th.em fr.o.m a.chievi.ng se.co.ndary sch.o.ol ed.ucatio.n go.al.s and obje.c.tives. 

Ol.adiran (2019) catego.rised te.a.ch.e.rs’ ta.sk i.n se.co.ndary sch.o.ol i.nto te.a.chi.ng and 

admi.nis.trative ta.sks, which ar.e significant i.ndicato.rs of te.a.ch.e.rs’ ta.sk pe.rfo.r.mance. Th.e 

sch.ol.ar furth.e.r a.sse.rted th.at te.a.chi.ng ta.sks ar.e l.esso.n notes pr.ep.aratio.n, ch.o.osi.ng appr.opriate 

meth.ods of te.a.chi.ng, usi.ng r.e.l.evant i.ns.truc.tio.nal mate.rial.s, s.tud.ents’ eval.uatio.n and 

cl.a.ssr.o.o.m arrangement whi.l.e admi.nis.trative ta.sks i.ncl.ud.e s.tud.ents’ discipli.ne, taki.ng 

s.tud.ents’ attendance, r.e.co.rd keepi.ng, s.tud.ents’ mo.tivatio.n and mo.ral upbri.ngi.ng of s.tud.ents. 

H.ence, ta.sk pe.rfo.r.mance i.n this s.tudy is d.escribed a.s te.a.chi.ng and admi.nis.trative ta.sk 

pe.rfo.r.mance of te.a.ch.e.rs i.n public se.co.ndary sch.o.ol.s. 

Te.a.chi.ng is o.ne of th.e co.r.e ta.sks of te.a.ch.e.rs i..n th..e sch.o.ol sys.tem a.s th.ey ar.e expe.c.ted to 

pr.ep.ar.e l.esso.n notes, use suitabl.e i.ns.truc.tio.nal mate.rial.s fo.r th.e l.esso.n, use ad.equate and 

appr.opriate te.a.chi.ng meth.ods to co.mmunicate fl.uently and sh.ow a ma.s.te.ry of th.e subje.c.t 

co.ntent d.uri.ng te.a.chi.ng i.n th.e cl.a.ssr.o.o.m. H.oweve.r, this seems not to be th.e ca.se with so.me 

te.a.ch.e.rs i.n Oyo S.tate. Th.e te.a.chi.ng ta.sk of te.a.ch.e.rs is o.ne of th.e crucial i.ndicato.rs of th.eir 

pe.rfo.r.mance. I.neffe.c.tive te.a.chi.ng is o.ne of th.e pr.obl.ems th.at appe.ar to be a.ssociated with th.e 

ta.sk pe.rfo.r.mance of te.a.ch.e.rs. Th.e i.ndices of te.a.chi.ng ta.sk wo.uld be discussed i.n te.r.ms of 

l.esso.n notes pr.ep.aratio.n, us.age of i.ns.truc.tio.nal mate.rial.s and te.a.chi.ng meth.odology, which 

ar.e seen to be ge.r.mane to te.a.chi.ng a.c.tivities i.n se.co.ndary sch.o.ol.s. 

L.esso.n note is a ve.ry significant p.art of te.a.chi.ng ta.sks; writi.ng of up-to-date l.esso.n notes 

always seems to be an issue fo.r dis.agr.eement between te.a.ch.e.rs and th.e pri.ncip.al.s. It appe.ars 

th.at so.me te.a.ch.e.rs h.ave fo.r.med th.e h.abit of not writi.ng up-to-date l.esso.n notes whi.l.e so.me 
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may not even write at all. I.n so doi.ng, th.ey negl.e.c.t th.e implicatio.n o.n th.eir te.a.chi.ng 

pr.ofessio.n. Cl.a.ss.r.o.o.m te.a.chi.ng with.o.ut l.esso.n notes co.uld hi.nd.e.r th.e r.e.alis.atio.n of l.e.arni.ng 

obje.c.tives. Any te.a.ch.e.r th.at is fo.und teaching with.o.ut a l.ess.o.n note co.uld be r.egard.ed a.s an 

a.cci.d.ental te.a.ch.e.r be.cause th.e entir.e l.esso.n th.at such a te.a.ch.e.r wo.uld take may not be 

sys.tematically arranged and th.e targeted obje.c.tives of th.e l.esso.n may not be r.e.alised. 

nomatterh.ow knowl.edge.abl.e such a te.a.ch.e.r may be i.n th.e ma.s.te.ry of th.e subje.c.t matte.r, 

wh.en sequential arrangement of th.o.ught and sys.tematic d.e.live.ry of th.e l.esso.n is missi.ng i.n a 

cl.a.ss, th.e obje.c.tives of such l.esso.n may not be to.tally a.chieved. So, th.e te.a.chi.ng ta.sk of such 

a te.a.ch.e.r co.uld be r.egard.ed a.s i.neffe.c.tive.   

Th.e us.age of suitabl.e i.ns.truc.tio.nal mate.rial.s is anoth.e.r a.spe.c.t of te.a.chi.ng ta.sk i.n se.co.ndary 

sch.o.ol.s. I.ns.truc.tio.nal mate.rial.s ar.e ve.ry ge.r.mane to th.e r.e.alis.atio.n of te.a.chi.ng and l.e.arni.ng 

a.c.tivities i.n th.e cl.a.ssr.o.o.m. Th.ese mate.rial.s make l.e.arni.ng to be pra.c.tical and enabl.e s.tud.ents 

to see, to.uch and pra.c.tice th.e o.ral i.ns.truc.tio.n given by a te.a.ch.e.r i.n th.e cl.a.ssr.o.o.m. This a.c.t 

r.esults i.n cl.e.ar l.esso.n d.e.live.ry and simplifies th.e effo.rts of a te.a.ch.e.r (Jamwal, 2017). So.me 

te.a.ch.e.rs fi.nd th.e us.age of i.ns.truc.tio.nal mate.rial.s a difficult ta.sk, whi.l.e o.th.e.rs battl.e with h.ow 

to ch.o.ose r.e.l.evant i.ns.truc.tio.nal mate.rial.s fo.r ce.rtai.n co.ncepts. Even wh.en so.me te.a.ch.e.rs 

attempt to use such mate.rial.s, th.ey use it i.neffe.c.tive.ly, displ.ayi.ng it at th.e wr.o.ng time o.r 

usi.ng it to dis.tra.c.t th.e attentio.n of s.tud.ents. Anoth.e.r pr.obl.em is th.at, it appe.ars th.at so.me 

te.a.ch.e.rs usually displ.ay i.ns.truc.tio.nal mate.rial.s th.at ar.e not r.e.adabl.e and l.a.ck impr.ovis.atio.n 

te.chniques. Th.ese i.d.entified issues and many o.th.e.rs co.uld mar th.e ta.sk pe.rfo.r.mance of 

te.a.ch.e.rs i.n se.co.ndary sch.o.ol.s. 

Meth.od of te.a.chi.ng is anoth.e.r i.nd.ex of te.a.chi.ng ta.sk th.at may be r.espo.nsibl.e fo.r po.o.r ta.sk 

pe.rfo.r.mance of te.a.ch.e.rs i.n se.co.ndary sch.o.ol.s. Th.e right meth.ods of te.a.chi.ng co.uld fa.ci.litate 

te.a.chi.ng effe.c.tiveness i.n sch.o.ol.s; so.me te.a.ch.e.rs tend to use th.e s.ame meth.od of te.a.chi.ng i.n 

d.e.live.ri.ng l.es.so.n.s i.n. t.h..e cl.a.s.sr.o..o.m, whi.l.e o.th.e.rs be.co.me so atta.ch.ed to th.e s.ame man.ne.r of 

i.ntr.od.uci.ng co.ncepts to th.eir s.tud.ents, fai.li.ng to take i.nto cognis.ance th.e i.ndivi.d.ual 

diffe.r.ences of th.e s.tud.ents and th.e mod.es of eval.uatio.n d.uri.ng and afte.r th.e l.esso.n. This 

mo.noto.ny i.n te.a.chi.ng meth.odology i.ndicates a l.a.ck of dynamism amo.ng so.me te.a.ch.e.rs i.n 

se.co.ndary sch.o.ol.s. Eventually, this may r.esult to po.o.r ta.sk pe.rfo.r.mance of te.a.ch.e.rs.   
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Admi.nis.trative ta.sk is anoth.e.r i.ndicato.r of ta.sk pe.rfo.r.mance of te.a.ch.e.rs i.n this s.tudy. 

Te.a.ch.e.rs ar.e al.so s.addl.ed with admi.nis.trative ta.sks i..n t.h..e s.ch.o.ol sys.tem. Th.e ta.sks i.ncl.ud.e 

r.e.co.rd keepi.ng, discipli.ni.ng e.rrant s.tud.ents and marki.ng of s.tud.ents’ attendance to mentio.n 

but a fe.w. I.na.c.tive i.n vement i.n r.e.co.rd keepi.ng, s.tud.ents’ discipli.ne and marki.ng of s.tud.ents’ 

attendance i.n sch.o.ol.s so.me.wh.at r.efl.e.c.ts po.o.r admi.nis.trative ta.sk pe.rfo.r.mance of te.a.ch.e.rs a.s 

obse.rved i.n public se.co.ndary sch.o.ol.s.  

S.tud.ents’ discipli.ne is o.ne of th.e i.ndices of admi.nis.trative ta.sks pe.rfo.r.mance by te.a.ch.e.rs. It 

i.n ves th.e d.eve.lopment of an i.nfo.r.med co.nscience withi.n th.e i.ndivi.d.ual s.tud.ent a.s p.art of his 

o.r h.e.r pe.rso.nality. Jeng (2011) poi.nted o.ut th.at i.nd.eed, it enco.mp.a.sses trai.ni.ng of th.e mi.nd 

and ch.ara.c.te.r of a pe.rso.n i.n a way th.at r.esults i.nto cultivati.ng se.lf-co.ntr.ol and a h.abit of 

obedience. Nowadays, s.tud.ents’ discipli.ne seems to be l.eft i.n th.e purvie.w of pri.ncip.al.s alo.ne 

a.s te.a.ch.e.rs    lo.nge.r take an a.c.tive p.art i.n this even th.o.ugh it is expe.c.ted to be a joi.nt effo.rt of 

th.e pri.ncip.al and membe.rs of th.e te.a.chi.ng s.taff i.n se.co.ndary sch.o.ol.s. Th.e negligence of this 

a.spe.c.t appe.ars to be th.e catalys.t i.n br.eedi.ng h.o.odl.ums and s.tud.ent cultis.ts wh.o po.tentially 

disrupt th.e pe.a.ce and s .afety of th.e sch.o.ol.s and frus.trate th.e ta.sk pe.rfo.r.mance of te.a.ch.e.rs. 

Po.o.r r.e.co.rd keepi.ng meth.ods, negl.e.c.t of s.tud.ents’ mo.tivatio.n, irr.egul.ar taki.ng of s.tud.ents’ 

attendance amo.ng o.th.e.rs appe.ar to be th.e ch.ara.c.te.ris.tics of po.o.r ta.sk pe.rfo.r.mance of 

te.a.ch.e.rs i.n se.co.ndary sch.o.ol.s. 

R.e.co.rd keepi.ng is anoth.e.r admi.nis.trative ta.sk of te.a.ch.e.rs i.n se.co.ndary sch.o.ol.s. Marks bo.ok, 

sch.emes of wo.rk, time tabl.es, text bo.oks, pr.ep.ar.ed notes and p.a.s.t ques.tio.n p.ape.rs ar.e 

expe.c.ted to be kept by te.a.ch.e.rs to enabl.e th.em disch.arge th.eir d.uties effe.c.tive.ly. Th.ese 

mate.rial.s ar.e impo.rtant fo.r th.e admi.nis.tratio.n of sch.o.ol.s and make te.a.ch.e.rs to be effe.c.tive i.n 

th.eir d.uties. H.oweve.r, so.me te.a.ch.e.rs seem to h.ave a po.o.r attitud.e towards r.e.co.rd keepi.ng i.n 

th.e sch.o.ol sys.tem. D.ur.os.ar.o (2002) attes.ted th.at so.me te.a.ch.e.rs fi.nd it difficult to keep so.me 

s.tatuto.ry r.e.co.rds whi.l.e so.me put th.em i.n bad co.nditio.ns (to.rn, r.o.ugh and mispl.a.ced p.arts of 

th.e documents). Th.e sch.ol.ar r.eite.rated th.at th.e.r.e used to be fr.equent i.nci.d.ences of missi.ng 

r.e.co.rds amo.ng te.a.ch.e.rs which so.metimes make te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.neffe.c.tive and 

this seemed to be r.efl.e.c.ted i.n marki.ng of s.tud.ents’ attendance i.n se.co.ndary sch.o.ol.s.  

Marki.ng of s.tud.ents’ attendance is o.ne of th.e admi.nis.trative ta.sks of te.a.ch.e.rs i.n se.co.ndary 

sch.o.ol.s. S.tud.ents’ attendance spe.aks  .ume abo.ut th.e s.tud.ents and al.so an i.ndicatio.n of th.e 
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l.eve.l of p.articip.atio.n of s.tud.ents i.n th.e sch.o.ol a.c.tivities. Th.e pe.rceived po.o.r attitud.e of 

te.a.ch.e.rs to r.e.co.rd keepi.ng al.so r.efl.e.c.ted o.n i.nco.nsis.tency i.n th.e marki.ng of s.tud.ents’ 

attendance, it appe.ars th.at so.me te.a.ch.e.rs ar.e not faithful to this ta.sk. S.tud.ents’ sch.o.ol 

attendance is expe.c.ted to be marked twice dai.ly (mo.rni.ng and afte.r  .o.n) but so.me te.a.ch.e.rs do 

mark th.e attendance i.n th.e mo.rni.ng o.nly and a.ssumed th.at th.e s.tud.ents wi.ll s.ti.ll be i.n sch.o.ol 

ti.ll afte.r  .o.n. So.me te.a.ch.e.rs ar.e not effe.c.tive i.n marki.ng s.tud.ents’ attendance a.s th.ey do not 

take attendance r.egul.arly, so.me used to give th.e attendance to th.e cl.a.ss l.e.ad.e.r o.r captai.n to 

mark, whi.l.e so.me te.a.ch.e.rs mark ba.sed o.n a.ssumptio.ns, and th.ey may not bal.ance up th.e cl.a.ss 

attendance weekly. Th.ese and lo.ts mo.r.e co.uld make it impossibl.e fo.r te.a.ch.e.rs to give 

a.ccurate i.nfo.r.matio.n abo.ut s.tud.ents’ attendance which co.uld mar te.a.ch.e.rs’ ta.sk pe.rfo.r.mance. 

Th.e pe.rceived low ta.sk pe.rfo.r.mance of te.a.ch.e.rs i.n Oyo S.tate se.co.ndary sch.o.ol.s seems to 

h.ave r.esulted i.nto a se.rio.us setba.ck fo.r th.e r.e.alis.atio.n of se.co.ndary sch.o.ol.s ed.ucatio.n go.al.s 

and obje.c.tives. Th.e situatio.n h.a.s d.ete.rio.rated to th.e extent th.at th.e r.esults of s.tud.ents i.n 

exte.rnal exami.natio.ns ar.e now a cause of se.rio.us wo.rry to ed.ucatio.nal s.takeh.old.e.rs (p.ar.ents, 

gove.rnment and policy make.rs). Th.e pe.rcentage of s.tud.ents wh.o obtai.ned cr.edit p.a.sses i.n a 

mi.nimum of five subje.c.ts i.ncl.udi.ng English L.anguage and Math.ematics i.n th.e exami.natio.ns 

co.nd.uc.ted by Wes.t Africa Exami.natio.ns Co.unci.l (WAE.C) keeps dwi.ndli.ng ye.arly. Oyo 

S.tate, fr.o.m 2016 to 2019, s.ti.ll mai.ntai.ned 26th positio.n i.n Nige.ria but th.e S.tate r.e.co.rd.ed a 

r.emarkabl.e a.chievement by risi.ng to11th positio.n i.n 2020 which is co.mmendabl.e but s.ti.ll th.e 

pe.rfo.r.mance wa.s d.efl.ated to 33rd positio.n i.n 2021 which seems not to.o go.od fo.r a 

“p.a.cesette.r” s.tate th.at is expe.c.ted to be fo.und withi.n th.e range of 1S
.

t to 3rd positio.n i.n th.e 

co.untry (see d.etai.l.s sh.own i.n Tabl.e 1). 
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Tabl.e 1.: Positio.n and pe.rcentage of s.tud.ents wh.o obtai.ned cr.edit p.a.ss i.n five subje.c.ts 

i.ncl.udi.ng English L.anguage and Math.ematics i.n WA.SSC Exami.natio.ns i.n Oyo S.tate 

Ye.ar 

 

Oyo S.tate 

Positio.n 

Pe.rcentage of 

S.tud.ents th.at 

P.a.ssed (%). 

Pe.rcentage of 

s.tud.ents th.at 

Fai.l.ed (%) 

2010 32 13.40 86.6 

2011 34 16.97 83.03 

2012 23 21.35 78.65 

2013 24 21.79 78.21 

2014 24 19.19 80.81 

2015 27 21.61 78.39 

2016 26 22.12 77.88 

2017 26 54.19 45.81 

2018 26 49.98 50.02 

2019 26 39.35 60.65 

2020 11 42.41 57.59 

2021 33 54.8 45.2% 

So.urce: Wes.t African Exami.natio.ns Co.unci.l (WAE.C) Ye.arly publicatio.ns (2010-2021) 
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Fr.o.m Tabl.e 1.1, th.e pe.rcentage of s.tud.ents th.at obtai.ned five cr.edits p.a.ss i.ncl.udi.ng English 

l.anguage and Math.ematics ar.e a.s follows: 11.92% i.n 2009, 13.40% i.n 2010, 16.97% i.n 2011, 

21.35% i.n 2012, 21.7% i.n 2013; and 19.19% i.n 2014 i.n all public se.co.ndary sch.o.ol.s i.n Oyo 

S.tate. I.n 2015, th.e pe.rcentage of candi.dates th.at obtai.ned cr.edits i.n five subje.c.ts and above 

i.ncl.udi.ng i.n English L.anguage and Math.ematics wa.s 21.61%. Fr.o.m th.e above, it is cl.e.ar th.at 

all is not we.ll with s.tud.ents’ a.cad.emic pe.rfo.r.mance i.n Oyo S.tate. Oyo S.tate ranked 26th 

amo.ng th.e 36 s.tates of th.e fed.e.ratio.n goi.ng by th.e r.esults r.e.l.e.a.sed by th.e Wes.t African 

Exami.natio.n Co.unci.l (WAE.C) i.n 2016, falli.ng furth.e.r be.low o.th.e.r s.tates i.n th.e r.egio.n. I.n 

2018 and 2019 r.espe.c.tive.ly, Oyo S.tate mai.ntai.ned 26th positio.n s.ti.ll. Th.e s.tatis.tics r.eve.al.ed 

th.at s.tud.ents’ a.cad.emic pe.rfo.r.mance l.e.aves much to be d.esir.ed. Significantly, th.e.r.e may be a 

li.nk between this low s.tud.ents’ a.chievement and th.e po.o.r ta.sk pe.rfo.r.mance of te.a.ch.e.rs. 

Th.e implicatio.n of th.e pe.rsis.tent i.neffe.c.tive ta.sk pe.rfo.r.mance of te.a.ch.e.rs i.n public se.co.ndary 

sch.o.ol.s co.uld be co.nti.nuo.us i.ncr.e.a.se i.n po.o.r pe.rfo.r.mance of s.tud.ents i.n Senio.r Se.co.ndary 

Sch.o.ol Ce.rtificate Exami.natio.ns. By implicatio.n, this me.ans th.at majo.rity of th.e s.tud.ents 

wo.uld not h.ave th.e oppo.rtunity to gai.n admissio.n i.nto te.rtiary i.ns.titutio.ns. Fr.o.m th.e feedba.ck 

o.n s.tud.ents’ pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s, it is obse.rved th.at th.e high rate of 

fai.l.ur.e amo.ng th.e s.tud.ents may be a r.efl.e.c.tio.n of th.e po.o.r ta.sk (te.a.chi.ng and admi.nis.trative) 

pe.rfo.r.mance of te.a.ch.e.rs. Th.us, this raises a pe.rti.nent ques.tio.n: h.ow can th.ese te.a.ch.e.rs be 

mo.r.e effe.c.tive i.n th.e pe.rfo.r.mance of th.eir ta.sks si.nce th.e pr.obl.em of d.e.cli.ne i.n s.tud.ents’ 

l.e.arni.ng a.chievement pe.rsis.ts withi.n th.e ed.ucatio.nal sys.tem? Mbo.n (2017), Akinola (2018) 

and Far.emi (2021) h.ave wo.rked o.n te.a.ch.e.rs’ pr.ofessio.nalism, job se.curity, admi.nis.trative 

suppo.rt, management pra.c.tices, mo.tivatio.nal p.a.ckages, pri.ncip.al l.e.ad.e.rship s.tyl.e a.s fa.c.to.rs 

th.at can impr.ove ta.sk pe.rfo.r.mance of te.a.ch.e.rs i.n Oyo S.tate. H.oweve.r, th.e fai.l.ur.e of s.tud.ents 

i.n public exami.natio.ns i.n Oyo S.tate s.ti.ll pe.rsis.ts.  

R.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e, sch.o.ol locatio.n, r.eso.urce avai.l.abi.lity, and wo.rk 

envir.o.nment we.r.e i.d.entified a.s fa.c.to.rs th.at co.uld h.ave r.e.l.atio.nship with th.e ta.sk 

pe.rfo.r.mance of se.co.ndary sch.o.ol te.a.ch.e.rs (D.emet and E.rkut, 2018).  H.ence, effe.c.tive ta.sk 

pe.rfo.r.mance of te.a.ch.e.rs may not be a.chieved with.o.ut givi.ng attentio.n to r.e.cruitment fa.c.to.rs, 

o.rganis.atio.nal cultur.e and th.e wo.rk envir.o.nment of te.a.ch.e.rs a.s th.e variabl.es used i.n this 

s.tudy a.s th.ey co.uld be ge.r.mane to te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n se.co.ndary sch.o.ol.s. 
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R.e.cruitment co.uld be d.escribed a.s a positive pr.ocess of gene.rati.ng a po.ol of candi.dates by 

r.e.a.chi.ng th.e right audience suitabl.e to fi.ll a va.cancy. This co.uld be possibl.e by co.nsi.d.e.ri.ng 

so.me fa.c.to.rs such a.s o.rganis.atio.nal needs, o.rganis.atio.nal obje.c.tives, and th.e r.e.cruitment 

pr.ocess. R.e.cruitment fa.c.to.rs ar.e ve.ry significant to th.e ed.ucatio.nal sys.tem i.n o.rd.e.r to get 

qualified applicants th.at can effe.c.tive.ly fi.ll any va.cant positio.n withi.n a sch.o.ol sys.tem d.ue to 

th.e i.ncr.e.a.se i.n s.taff r.etir.ement, d.e.ath, tunover and co.mpetitio.n withi.n th.e ed.ucatio.nal 

sys.tem. Th.e ne.cess.ary fa.c.to.rs th.at mus.t be co.nsi.d.e.r.ed befo.r.e r.e.cruitment is co.nsi.d.e.r.ed ar.e 

pe.rso.n.ne.l needs and r.e.cruitment pr.ocess which ar.e th.e i.ndicato.rs of r.e.cruitment fa.c.to.rs 

(Ad.eyemi, D.umad.e and Fadar.e, 2015). Th.ese i.ndicato.rs of r.e.cruitment fa.c.to.rs i.d.entified i.n 

this s.tudy ar.e th.ose fa.c.to.rs th.at co.uld ne.cessitate effe.c.tive te.a.ch.e.rs’ r.e.cruitment i.n th.e sch.o.ol 

sys.tem; th.ese ar.e pe.rso.n.ne.l needs and r.e.cruitment pr.ocess. 

Pe.rso.n.ne.l needs ar.e d.escribed a.s th.e quality, quantity, ch.ara.c.te.ris.tics and catego.ry of wo.rk 

fo.rce th.at ar.e need.ed by th.e ed.ucatio.n sys.tem fo.r effe.c.tive and gr.e.ate.r ta.sk pe.rfo.r.mance of 

te.a.ch.e.rs. Th.us, Ekwo.aba (2015) s.tated th.at “r.e.cruitments ba.sed o.n pe.rso.n.ne.l needs 

(spe.cialis.atio.n, age, gend.e.r and qualificatio.n) h.ave be.co.me essential be.cause i.ndivi.d.ual.s need 

to be attra.c.ted o.n a time.ly ba.sis, i.n sufficient numbe.rs and with appr.opriate qualificatio.ns.” 

Fo.r an appr.opriate r.e.cruitment to be mad.e, th.e needs of th.e sch.o.ol.s ar.e expe.c.ted to be 

co.nsi.d.e.r.ed i.n o.rd.e.r to a.chieve th.e i.ntend.ed ta.sk pe.rfo.r.mance of te.a.ch.e.rs. Th.e.r.e is need to 

h.ave ad.equate i.nfo.r.matio.n o.n th.e quality and quantity of s.taff, th.e va.cant positio.ns and th.e 

spe.cialis.atio.n by subje.c.t th.at is need.ed i.n e.a.ch sch.o.ol and ed.ucatio.nal zo.ne so a.s to 

r.e.cruitnoth.e right quality and quantity of te.a.ch.e.rs to impr.ove te.a.ch.e.rs’ ta.sk pe.rfo.r.mance. Th.e 

te.a.ch.e.rs’ ch.ara.c.te.ris.tics sh.o.uld be cl.e.arly d.efi.ned i.n te.r.ms of qualificatio.n, expe.rience, age 

and gend.e.r of any s.taff to be r.e.cruited fo.r effe.c.tive ta.sk pe.rfo.r.mance to be a.chieved withi.n 

th.e sch.o.ol sys.tem. R.egardl.ess of th.e economic climate, if th.e ed.ucatio.nal sys.tem at any l.eve.l 

r.e.cruits te.a.ch.e.rs ba.sed o.n possessio.n of th.e ne.cess.ary ski.ll.s, knowl.edge, r.equisite 

qualificatio.n and cap.abi.lities to wo.rk effe.c.tive.ly and efficiently a.s possibl.e, te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance co.uld impr.ove significantly i.n Oyo S.tate. 

R.e.cruitment pr.ocess is i.d.entified i.n this s.tudy a.s anoth.e.r i.nd.ex th.at is expe.c.ted to imp.a.c.t 

positive.ly o.n te.a.ch.e.rs’ ta.sk pe.rfo.r.mance if followed to th.e l.ette.r. It is d.escribed a.s th.e 

pr.oced.ur.e expe.c.ted to be followed i.n r.e.cruiti.ng te.a.ch.e.rs i.nto th.e ed.ucatio.nal sys.tem. Th.e 
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r.e.cruitment pr.ocess seems to be significant t .o t.h.e r.e.alis.atio.n o.f t.h.e g.o.a.l.s and obje.c.tives of 

se.co.ndary sch.o.ol ed.ucatio.n. Se.c.tio.n 79 (a) of th.e Natio.nal Policy o.n Ed.ucatio.n, 2013 editio.n 

(Fed.e.ral R.epublic of Nige.ria, 2013), r.equir.es th.e appoi.ntment of a.cad.emically and 

pr.ofessio.nally qualified pe.rso.ns (Nige.ria Ce.rtificate i.n Ed.ucatio.n and Ba.ch.e.lo.rs D.egr.ee i.n 

Ed.ucatio.n) a.s te.a.ch.e.rs and h.e.ad te.a.ch.e.rs i.n public se.co.ndary sch.o.ol..s. I..n Nige.ria, th.e 

r.e.cruitment pr.ocess i.nto public sch.o.ol.s i.ncl.ud.es pl.a.ci.ng adve.rtisements i.n bo.th th.e pri.nt and 

e.l.e.c.tr.o.nic media; th.e.r.e.afte.r, a se.l.e.c.tio.n co.mmittee is es.tablish.ed to scr.een th.e applicatio.ns 

and th.en i.nte.rvie.w th.e sh.o.rtlis.ted candi.dates. S.tayi.ng faithful to th.e pra.c.tices i.n ved i.n this 

pr.ocess usually ensur.es th.at qualified and ski.lful te.a.ch.e.rs ar.e br.o.ught i.nto th.e sys.tem. 

Po.tentially, this wo.uld i.n turn impr.ove te.a.ch.e.rs’ ta.sk pe.rfo.r.mance. Se.l.e.c.tio.n is usually ba.sed 

o.n pe.rfo.r.mance d.uri.ng o.ral and written i.nte.rvie.ws. Th.e crite.ria fo.r se.l.e.c.ti.ng ne.w te.a.ch.e.rs i.n 

a sch.o.ol i.ncl.ud.e knowl.edge of subje.c.t matte.r, physical appe.arance, ve.rbal abi.lity and medical 

fitness (Babari.nd.e, Ol.ujuwo.n, Abegunri.n and Jimoh 2019). An es.tablish.ed p.atte.rn of bes.t 

pra.c.tices i.n th.e r.e.cruitment pr.ocess i.n th.e ed.ucatio.nal sys.tem is expe.c.ted to pr.od.uce te.a.ch.e.rs 

th.at wo.uld like.ly be effe.c.tive i.n th.e te.a.chi.ng pr.ofessio.n. H.oweve.r, if th.e pr.ocess is 

politicised o.r marr.ed by favo.uritism, it may jeop.ardise th.e r.e.alis.atio.n of th.e ed.ucatio.nal 

obje.c.tives. Th.e i.nte.r.es.ted applicants fo.r a te.a.chi.ng positio.n ar.e expe.c.ted to fi.ll and submit an 

applicatio.n l.ette.r to sh.ow i.nte.r.es.t i.n th.e openi.ng, and th.ey may be i.nvited to take an aptitud.e 

tes.t and o.ral i.nte.rvie.w. Th.e successful applicant wo.uld be co.nsi.d.e.r.ed and pos.ted to th.e 

sch.o.ol of a.ssignment. Te.a.ch.e.rs th.at ar.e r.e.cruited with.o.ut followi.ng th.e d.ue pr.ocess may not 

give th.eir bes.t to th.e te.a.chi.ng pr.ofessio.n. If all th.e ne.cess.ary pr.ocesses ar.e not followed t.o th.e 

l.ette.r i.n th.e r.e.cruitment exe.rcise of te.a.ch.e.rs, this may negative.ly affe.c.t th.e ta.sk pe.rfo.r.mance 

of such te.a.ch.e.rs.  

O.rganis.atio.nal cultur.e is anoth.e.r key variabl.e th.at co.uld i.nfl.uence th.e ta.sk pe.rfo.r.mance of 

te.a.ch.e.rs i.n a sch.o.ol sys.tem. Cultur.e is a mixtur.e of val.ues, set of be.liefs, co.mmunicatio.n 

co.ntexts and beh.avio.urs th.at pr.ovi.d.e gui.dance to peopl.e withi.n an o.rganis.atio.n. T.h..e.r.ef.o.r.e, it 

is d.escribed a.s th.e val.ue, be.lief, and beh.avio.ur th.at h.olds wo.rke.rs togeth.e.r fo.r bette.r 

pe.rfo.r.mance of th.eir jobs (S.te.wart, 2010). Th.e sch.ol.ar expl.ai.ned th.at th.e attra.c.tio.n of 

o.rganis.atio.nal cultur.e such a.s l.e.ad.e.rship s.tyl.e, co.mmunicatio.n flow, te.amwo.rk, cap.a.city 

bui.ldi.ng and ta.sk autonomy may h.ave s.tr.o.ng i.nfl.uences o.n th.e ta.sk pe.rfo.r.mance of te.a.ch.e.rs 

and th.e sus.tai.nabi.lity of sch.o.ol.s. I.n this s.tudy, o.rganis.atio.nal cultur.e is ope.ratio.nalised to 



10 
 

me.an l.e.ad.e.rship s.tyl.e, cap.a.city bui.ldi.ng and ta.sk autonomy, a.s th.ese fa.c.to.rs co.uld 

po.tentially i.nfl.uence th.e ta.sk pe.rfo.r.mance of te.a.ch.e.rs withi.n a sch.o.ol sys.tem. 

O.ne of th.e i.ndicato.rs of o.rganis.atio.nal cultur.e is l.e.ad.e.rship s.tyl.e. L.e.ad.e.rship is an i.nfl.uence 

fr.o.m th.e sch.o.ol admi.nis.trato.r wh.o runs a sch.o.ol sys.tem, and it is dir.e.c.ted thr.o.ugh th.e 

pr.ocess of co.mmunicatio.n toward th.e a.chievement of ed.ucatio.nal go.al.s and obje.c.tives. 

Moses, Aki.nyi, and John (2015) a.sce.rtai.ned a significant i.nfl.uence of d.emocratic and 

autocratic l.e.ad.e.rship s.tyl.es o.n s.taff ta.sk pe.rfo.r.mance. So, d.emocratic and autocratic 

l.e.ad.e.rship s.tyl.es ar.e key d.ete.r.mi.nants of th.e success o.r fai.l.ur.e of any o.rganis.atio.n. 

L.e.ad.e.rship s.tyl.e co.uld i.nfl.uence mo.ral.e, job s.atisfa.c.tio.n, se.curity and quality of wo.rk life, 

and espe.cially, th.e l.eve.l of ta.sk pe.rfo.r.mance of te.a.ch.e.rs. H.ence, th.e success o.r fai.l.ur.e of a 

te.a.ch.e.r may d.epend o.n th.e l.e.ad.e.rship s.tyl.e adopted by such sch.o.ol h.e.ad and this may 

eventually i.nfl.uence th.e ta.sk pe.rfo.r.mance of such a te.a.ch.e.r. This  implies th.at th.e mo.r.e th.e 

l.e.ad.e.rship s.tyl.es ar.e effe.c.tive.ly d.emo.ns.trated i.n.  s.ch..o.ol..s, t.h.e bette.r th.e ta.sk pe.rfo.r.mance of 

te.a.ch.e.rs wo.uld like.ly be. 

Successful bl.end of th.e d.emocratic and autocratic s.tyl.es of l.e.ad.e.rship a.s used by sch.o.ol.s’ 

admi.nis.trato.rs seem to impr.ove te.a.ch.e.rs’ effe.c.tive ta.sk pe.rfo.r.mance withi.n a sch.o.ol sys.tem. 

I.n carryi.ng o.ut its a.c.tivities, l.e.ad.e.rs h.ave diffe.r.ent s.tyl.es i.n th.e pr.ocess of i.nfl.uenci.ng and 

dir.e.c.ti.ng th.eir s.taff. Th.e l.e.ad.e.rship s.tyl.es d.emo.ns.trated i.n sch.o.ol.s may go a lo.ng way i.n 

a.chievi.ng ed.ucatio.nal go.al.s and obje.c.tives i.n th.e sch.o.ol sys.tem. H.ence, effe.c.tive applicatio.n 

of d.emocratic and autocratic l.e.ad.e.rship s.tyl.e by th.e sch.o.ol admi.nis.trato.rs co.uld i.nfl.uence 

te.a.ch.e.rs’ ta.sk pe.rfo.r.mance. Babalol.a, (2012), Ayeni, Jaiyeoba and Atanda (2008) co.nsi.d.e.r 

fa.c.to.rs which can affe.c.t s.taff ta.sk pe.rfo.r.mance i.n  sch.o.ol.s to i.ncl.ud.e l.e.ad.e.rship s.tyl.es, 

i.nfra.s.truc.tural fa.ci.lities and envir.o.nmental fa.c.to.rs amo.ng o.th.e.rs. Si.nce th.e pr.obl.ems bei.ng 

fa.ced by e.a.ch sch.o.ol management vary, th.e l.e.ad.e.r is r.equir.ed to apply a variety of l.e.ad.e.rship 

s.tyl.es which ar.e i.n a.cco.rdance with th.e go.al.s of th.e ed.ucatio.nal sys.tem fo.r effe.c.tive 

te.a.ch.e.rs’ ta.sk pe.rfo.r.mance. 

R.egul.ar trai.ni.ng of te.a.ch.e.rs (cap.a.city bui.ldi.ng fo.r te.a.ch.e.rs) is anoth.e.r i.ndicato.r of 

o.rganis.atio.nal cultur.e which appe.ars to be an impo.rtant i.ns.trument fo.r effe.c.tive ta.sk 

pe.rfo.r.mance of te.a.ch.e.rs. Cap.a.city bui.ldi.ng is d.escribed a.s th.e pr.ocess by which s.taff ar.e 

pr.ovi.d.ed with knowl.edge and ski.ll.s th.at ar.e r.equir.ed fo.r th.em to ope.rate we.ll withi.n th.eir 
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wo.rk envir.o.nment (So.mme.rvi.ll.e, 2007).notrai.ni.ng is an impo.rtant to.ol fo.r effe.c.tive te.a.ch.e.rs’ 

ta.sk pe.rfo.r.mance i.n se.co.ndary sch.o.ol.s. H.ence, many sch.o.ol.s h.ave co.me to r.e.alise th.e 

impo.rtance of trai.ni.ng and d.eve.lopment i.n th.eir wo.rkpl.a.ce fo.r effe.c.tive ta.sk pe.rfo.r.mance of 

te.a.ch.e.rs. Emunemu and Isuku (2011) poi.nted o.ut th.at majo.rity of th.e seemi.ngly po.o.r 

pe.rfo.r.mance of s.tud.ents can be tra.ced to th.e d.eficiencies and i.neffe.c.tiveness of po.o.rly trai.ned 

and po.o.rly mo.tivated membe.rs of s.taff. I.nad.equate trai.ni.ng and d.eve.lopment may affe.c.t job 

s.atisfa.c.tio.n and ta.sk pe.rfo.r.mance of te.a.ch.e.rs. I.n turn, this impi.nges o.n th.e quality and 

s.tandards of th.e sch.o.ol sys.tem.  

Te.a.ch.e.rs co.uld be equipped with mo.r.e ski.ll.s i.n th.e use of ne.w te.ch  logies to bri.ng abo.ut 

effe.c.tive pe.rfo.r.mance i.n th.e sch.o.ol sys.tem. S.taff trai.ni.ng enh.ances h.ar.mo.nio.us wo.rk 

envir.o.nment, a.ccurate wo.rk spe.cificatio.ns and a p.a.ssio.n to wo.rk. It may al.soenco.urage te.am 

spirit amo.ngs.t wo.rke.rs. It co.uld al.so s.tr.ength.en th.e cap.abi.lities of s.taff and give th.em a 

co.mpetitive advantage. Te.a.ch.e.rs’ pe.rso.nal ch.ara.c.te.r and pr.ofessio.nal abi.lities may impr.ove 

with ad.equate and time.ly trai.ni.ng and d.eve.lopment (So.mme.rvi.ll.e, 2010).  

Ta.sk autonomy is a d.egr.ee o.r l.eve.l of fr.eedo.m and discr.etio.n allowed to a te.a.ch.e.r ove.r his o.r 

h.e.r job fo.r effe.c.tive pe.rfo.r.mance. Autonomy is th.e d.egr.ee to which a te.a.ch.e.r h.a.s th.e 

fr.eedo.m to d.e.ci.d.e h.ow to pe.rfo.r.m his o.r h.e.r ta.sks. Job autonomy i.ncr.e.a.ses mo.tivatio.n at 

wo.rk, but it al.so h.a.s o.th.e.r benefits such a.s engend.e.ri.ng trus.t and a sense of be.lo.ngi.ng. 

Givi.ng s.taff autonomy at wo.rk co.uld enh.ance i.ndivi.d.ual a.s we.ll a.s sch.o.ol.s’ success be.cause 

such s.taff membe.rs wo.uld fee.l fr.ee to ch.o.ose h.ow to do th.eir jobs and can th.e.r.efo.r..e b.e mo.r.e 

cr.e.ative and effe.c.tive. This ki.nd of autonomy is al.so a gr.e.at way to trai.n te.a.ch.e.rs o.n t.h.e job. 

Th.e r.e.l.atio.nship between job autonomy h.a.s been extensive.ly obse.rved to i.nfl.uence th.e ta.sk 

pe.rfo.r.mance of te.a.ch.e.rs. H.a.ss.an (2020) a.sce.rtai.ned th.at job autonomy h.a.s been seen to be 

r.e.l.ated to high.e.r job i.n vement and high.e.r te.a.ch.e.rs’ ta.sk pe.rfo.r.mance  

Wo.rk envir.o.nment al.so appe.ars to pl.ay a significant r.ol.e i.n sh.api.ng th.e ta.sk pe.rfo.r.mance of 

s.taff i.n th.e sch.o.ol sys.tem. This co.uld be job s.afety, r.e.ward sys.tem and physical envir.o.nment 

i.n th.e wo.rk pl.a.ce.  Ami.n (2015) catego.rised it i.nto two br.o.ad dimensio.ns such a.s wo.rk and 

co.ntext. Wo.rk i.ncl.ud.es all th.e diffe.r.ent ch.ara.c.te.ris.tics of th.e job like th.e way th.e job is 

carried o.ut and co.mpl.eted. I.n th.e sch.o.ol sys.tem, it i.n ves th.e ta.sks like cl.a.ssr.o.o.m co.ntr.ol, 
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l.esso.n notes pr.ep.aratio.n, l.esso.n eval.uatio.n, s.tud.ents’ mo.tivatio.n and th.e fundamental val.ue 

fo.r a ta.sk to mentio.n but a fe.w.   

R.ese.arch h.a.s sh.own a positive li.nk between wo.rk envir.o.nment and ta.sk pe.rfo.r.mance of 

te.a.ch.e.rs a.s it co.uld i.nfl.uence th.eir beh.avio.ur, sense of be.lo.ngi.ng, co.mmitment and ta.sk 

pe.rfo.r.mance i.n an o.rganis.atio.n. To subs.tantiate this, fi.ndi.ngs of Abiod.un-Oyebanji (2019) 

affir.med th.at th.e wo.rk envir.o.nment h.a.s a significant r.e.l.atio.nship with ta.sk pe.rfo.r.mance of 

s.taff i.n an o.rganis.atio.n. It is app.ar.ent th.at many sch.o.ol.s’ admi.nis.trato.rs ig  .r.e th.e wo.rki.ng 

envir.o.nment withi.n th.eir sch.o.ol.s and this usually h.a.s an adve.rse effe.c.t o.n th.e ta.sk 

pe.rfo.r.mance of th.eir s.taff. Furth.e.r.mo.r.e, wo.rk envir.o.nment co.nsis.ts of job s.afety, job 

se.curity, go.od r.e.l.atio.ns with co-wo.rke.rs, r.e.wards fo.r go.od ta.sk pe.rfo.r.mance, physical 

co.nditio.n of th.e sch.o.ol.s, mo.tivatio.n fo.r pe.rfo.r.mi.ng we.ll and p.articip.atio.n i.n th.e d.e.cisio.n 

maki.ng pr.ocess of th.e sch.o.ol (L.ane, Esse.r, H.olte, and An.ne, 2010). Job s.afety/se.curity, 

r.e.ward sys.tem and physical envir.o.nment wo.uld be co.nsi.d.e.r.ed a.s i.ndices of wo.rk 

envir.o.nment a.s th.ey appe.ar to be ve.ry critical to te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n se.co.ndary 

sch.o.ol.s. Co.nd.ucive wo.rk envir.o.nment i.n th.e sch.o.ol.s co.uld impr.ove ta.sk pe.rfo.r.mance of 

te.a.ch.e.rs i.n Oyo S.tate. This implies th.at wo.rk envir.o.nment, if pr.ope.rly managed, co.uld 

impr.ove th.e l.eve.l of ta.sk pe.rfo.r.mance of te.a.ch.e.rs i.n Oyo S.tate.  

Withi.n th.e sch.o.ol sys.tem, job se.curity and s.afety h.ave be.co.me i.ndispens.abl.e i.n s.taff and 

o.rganis.atio.n pr.efe.r.ence lis.ts. Th.us, th.ey h.ave be.co.me th.e mos.t essential and impo.rtant 

fa.c.to.rs o.n te.a.ch.e.rs’ pr.efe.r.ence lis.t a.s we.ll a.s th.at of th.e sch.o.ol.s. It d.e.al.s with th.e ch.ances of 

s.taff keepi.ng th.eir jobs o.r risk be.co.mi.ng unemployed and th.e s.afety me.a.sur.es put i.n pl.a.ce 

withi.n th.e sch.o.ol.s fo.r effe.c.tive ta.sk pe.rfo.r.mance of te.a.ch.e.rs (Simo.n, 2011). Th.e.r.e seems to 

be l.a.ck of job se.curity wh.en te.a.ch.e.rs’ jobs ar.e not ba.cked by d.efi.nite co.ntra.c.ts and 

guaranteed fo.r r.e.a.so.nabl.e pe.riods. Pr.esently, th.e mos.t impo.rtant d.esir.e of eve.ry te.a.ch.e.r 

seems to be mai.ntai.ni.ng th.eir jobs fo.r a.s lo.ng a.s th.ey wish. I.n th.e light of this, it appe.ars th.at 

job se.curity is now o.ne of th.e majo.r d.ete.r.mi.nants and key e.l.ements i.nfl.uenci.ng te.a.ch.e.rs’ 

d.e.cisio.n o.n wh.eth.e.r to joi.n a sch.o.ol sys.tem o.r not. Mo.r.e so, te.a.ch.e.rs’ ta.sk pe.rfo.r.mance may 

al.so be affe.c.ted by th.e natur.e of job s.afety avai.l.abl.e i.n th.e sch.o.ol.s. Th.e te.a.ch.e.r wh.o often 

wo.rks i.n a s.afe envir.o.nment may h.ave th.e tend.ency of putti.ng his/h.e.r bes.t i.nto th.e job. 

Th.e.r.efo.r.e, th.e crucial ch.all.enge fa.ci.ng sch.o.ol.s is not jus.t to employ and r.etai.n s.taff, but al.so 

https://scialert.net/fulltextmobile/?doi=rjbm.2013.64.70#54066_an
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to ensur.e th.at te.a.ch.e.rs ar.e a.ssur.ed of s.afety and se.curity to impr.ove th.eir ta.sk pe.rfo.r.mance 

withi.n th.e sch.o.ol sys.tem, espe.cially i.n th.e fa.ce of high l.eve.l of i.nse.curity co.nfr.o.nti.ng th.e 

Nige.ria ed.ucatio.nal sys.tem.  

R.e.ward sys.tem is anoth.e.r fa.c.to.r th.at may co.ntribute to th.e ta.sk pe.rfo.r.mance of te.a.ch.e.rs. It 

r.efe.rs to th.e employe.r’s avai.l.abl.e me.ch.anism th.at may be used to attra.c.t, r.etai.n, mo.tivate and 

s.atisfy s.taff (Ar.ms.tr.o.ng, 2009). It seems t ..h..at t.h..e.r.e is a r.e.l.atio.nship between th.e r.e.ward 

sys.tem and ta.sk pe.rfo.r.mance of te.a.ch.e.rs. To r.etai.n any s.taff i.n an o.rganis.atio.n, such wo.rke.rs 

h.ave to be co.mfo.rtabl.e with th.e mo.tivatio.n and we.lfar.e p.a.ckages of th.e o.rganis.atio.n. Al.so, 

th.e.r.e ar.e ce.rtai.n a.spe.c.ts of r.e.ward sys.tem which h.ave to be taken car.e of. Th.ese co.uld be 

avai.l.abi.lity of r.e.wards, val.ues of r.e.wards, amo.unt of r.e.wards, timi.ng of r.e.wards, like.lih.o.od 

of r.e.wards, and th.eir fairness. All th.ese may give i.nsight to te.a.ch.e.rs to judge wh.eth.e.r th.e 

wo.rk envir.o.nment is favo.urabl.e o.r not, and it may d.ete.r.mi.ne th.e ta.sk pe.rfo.r.mance of th.e 

s.taff to a gr.e.at extent. Abiod.un-Oyebanji and Ad.e.l.abu (2016) expl.ai.ned th.at fa.ci.lities such a.s 

h.o.usi.ng, medical and h.e.alth se.rvices, office a.cco.mmodatio.n, pensio.n funds and r.e.cr.e.atio.nal 

fa.ci.lities amo.ng o.th.e.rs ar.e ve.ry significant to th.e ta.sk pe.rfo.r.mance of te.a.ch.e.rs and advise 

th.at th.ese h.ave to be ad.equate.ly put i.n pl.a.ce so a.s to enh.ance th.eir pr.od.uc.tivity. 

Th.e co.nd.uciveness of th.e physical envir.o.nment is p.art of wo.rk envir.o.nment th.at is critical to 

ta.sk pe.rfo.r.mance of te.a.ch.e.rs. This may i.ncl.ud.e th.e natur.e of air fa.c.to.r, tempe.ratur.e, so.und, 

lighti.ng and sp.a.ce fa.c.to.r avai.l.abl.e to make th.e te.a.ch.e.rs func.tio.n effe.c.tive.ly. It is gene.rally 

und.e.rs.to.od th.at th.e physical d.esign of offices and th.e envir.o.nmental co.nditio.ns at sch.o.ol.s ar.e 

impo.rtant fa.c.to.rs i.n te.a.ch.e.rs’ ta.sk pe.rfo.r.mance. Po.o.r lighti.ng, po.o.r venti.l.atio.n, poll.uted 

envir.o.nment o.r mo.r.e, may r.ed.uce te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n sch.o.ol.s. Go.od r.o.o.m 

tempe.ratur.e i.ncr.e.a.ses pr.od.uc.tivity and r.ed.uces s.tr.ess i.n s.taff a.s it pl.ays a notabl.e r.ol.e i.n 

sch.o.ol envir.o.nment. Effe.c.tive tempe.ratur.e i.ndicates h.ow h..o.t o..r cold th..e envir.o.nme.nt r..e.ally 

makes o.ne fee.l and this may i.nfl.uence th.e ta.sk pe.rfo.r.mance of te.a.ch.e.rs (Aamodt, 2004). 

High tempe.ratur.es can affe.c.t s.taff pe.rfo.r.mance, p.articul.arly d.uties r.equir.ed o.n cognitive, 

physical, and pe.rceptual abi.lities (Badayai, 2012).  

Th.e r.e.cruitment fa.c.to.r, o.rganis.atio.nal cultur.e and wo.rk envir.o.nment seem to h.ave a 

significant r.ol.e to pl.ay i.n enh.anci.ng effe.c.tive ta.sk pe.rfo.r.mance amo.ng te.a.ch.e.rs, which co.uld 

be li.nked to th.e type of o.rganis.atio.nal cultur.e th.at wo.uld be pra.c.tised withi.n th.e sch.o.ol to 
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impr.ove ta.sk pe.rfo.r.mance of te.a.ch.e.rs. Th.e cultur.e of a sch.o.ol sys.tem co.uld pic.tur.e th.e 

natur.e of th.e wo.rk envir.o.nment th.at may i.nfl.uence th.e mobi.lity of te.a.ch.e.rs, th.eir attitud.e and 

i.n gene.ral, th.eir ta.sk pe.rfo.r.mance i.n an ed.ucatio.nal sys.tem. Sch.ol.ars like Mbo.n (2014), 

Akinola (2018) and Far.emi (2021) h.ave wo.rked o.n seve.ral fa.c.to.rs such a.s te.a.ch.e.rs’ 

pr.ofessio.nalism, job se.curity, admi.nis.trative suppo.rt, management pra.c.tices, mo.tivatio.nal 

p.a.ckages, pri.ncip.al l.e.ad.e.rship s.tyl.e a.s fa.c.to.rs th.at can impr.ove ta.sk pe.rfo.r.mance of te.a.ch.e.rs 

i.n Oyo S.tate. H.oweve.r, th.e fai.l.ur.e of s.tud.ents i.n Oyo S.tate i.n public exami.natio.ns s.ti.ll 

pe.rsis.ts. Th.e.r.e seems to be fe.w r.ese.arch.es o.n th.e co.mbi.natio.n of r.e.cruitment fa.c.to.rs, 

o.rganis.atio.nal cultur.e and wo.rk envir.o.nment .i.n r..e.l.atio.n to te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n 

public se.co.ndary sch.o.ol.s i.n Oyo S.tate. Al.so, many of th.e sch.ol.ars th.at h.ave wo.rked o.n 

te.a.ch.e.rs’ job pe.rfo.r.mance me.a.sur.ed it with te.a.chi.ng ta.sk of te.a.ch.e.rs but this s.tudy captur.ed 

te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n th.e co.ntext of th.eir te.a.chi.ng and admi.nis.trative ta.sk which is 

th.e gap this wo.rk i.ntends to fi.ll. It is agai.ns.t this ba.ckdr.op th.at th.e r.ese.arch.e.r i.nves.tigated 

r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e, wo.rk envir.o.nment and ta.sk pe.rfo.r.mance of 

te.a.ch.e.rs i.n public se.co.ndary sch.o.ol.s i.n Oyo S.tate, Nige.ria. 

 

1.2   S.tatement of th.e Pr.obl.em 

Th.e.r.e seems to be a pe.rsis.tent i.ncr.e.a.se i.n po.o.r ta.sk pe.rfo.r.mance of te.a.ch.e.rs i.n Oyo S.tate. It 

seems th.at so.me te.a.ch.e.rs i.n se.co.ndary sch.o.ol.s appe.ar not to be effe.c.tive i.n th.eir te.a.chi.ng 

and admi.nis.trative ta.sks. Po.o.r l.esso.n note pr.ep.aratio.n, wr.o.ng us.age of meth.odology, non-

us.age of i.ns.truc.tio.nal mate.rial.s, po.o.r s.tud.ents’ discipli.ne, po.o.r r.e.co.rd keepi.ng, i.nco.nsis.tency 

i.n marki.ng s.tud.ents’ attendance amo.ng o.th.e.rs we.r.e fa.c.to.rs implicated i.n te.a.chi.ng and 

admi.nis.trative ta.sks of te.a.ch.e.rs. Th.e implicatio.n of th.e po.o.r ta.sk pe.rfo.r.mance co.uld be th.e 

r.e.a.so.n why th.e s.tate h.a.s neve.r attai.ned 1s
.

t to 10th positio.ns i.n th.e p.a.s.t ten ye.ars. Al.so, .i.n t.h.e 

p.a.s.t o.ne d.e.cad.e, a s.te.ady dwi.ndli.ng i.n th.e rate of s.tud.ents’ academic pe.rfo.r.mance i.n exte.rnal 

exami.natio.ns h.a.s been a r.e.curri.ng issue. Th.e Wes.t African Senio.r Sch.o.ol Ce.rtificate 

Exami.natio.ns (WA.SSCE) r.esults th.at we.r.e r.e.l.e.a.sed i.n 2019 sh.owed th.at Oyo S.tate s.ti.ll 

r.emai.ned 26th amo.ng o.th.e.r s.tates i.n Nige.ria, but Oyo S.tate attai.ned 11th positio.n i.n 2020, 

which is co.mmendabl.e. Th.e situatio.n s.ti.ll puts th.e s.tate behi.nd so.me s.tates i.n th.e So.uth Wes.t 

geo-political zo.ne. This seems not to.o go.od fo.r a p.a.ce sette.r S.tate. Th.e co.nsequences of th.ese 

situatio.ns co.uld be dis.a.s.tr.o.us be.cause th.e.r.e co.uld be an i.ncr.e.a.se i.n s.tud.ents’ fai.l.ur.e i.n 
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exte.rnal exami.natio.ns, difficulty fo.r th.e s.tud.ents to gai.n admissio.n to high.e.r i.ns.titutio.ns of 

th.eir ch.oice; r.ed.uc.tio.n i.n th.e manpowe.r of th.e s.tate and natio.nal wo.rkfo.rce. Th.ese s.tated 

co.nsequences may jeop.ardise th.e r.e.alis.atio.n of se.co.ndary sch.o.ol ed.ucatio.n go.al.s and 

obje.c.tives. Th.o.ugh, sch.ol.ars h.ave wo.rked o.n pr.ofessio.nalism, management pra.c.tices, 

mo.tivatio.nal p.a.ckages, pri.ncip.al.s l.e.ad.e.rship s.tyl.es a.s fa.c.to.rs th.at ar.e significant to te.a.ch.e.rs’ 

ta.sk pe.rfo.r.mance, th.e issue of te.a.ch.e.rs’ po.o.r ta.sk pe.rfo.r.mance s.ti.ll li.nge.rs, espe.cially amo.ng 

public se.co.ndary sch.o.ol.s i.n Oyo S.tate. Th.e r.ese.arch.e..r therefore exami.ned h.ow r.e.cruitment 

fa.c.to.rs, o.rganis.atio.nal cultur.e and wo.rk envir.o.nment co.uld impr.ove ta.sk pe.rfo.r.mance of 

te.a.ch.e.rs i.n public se.co.ndary sch.o.ol.s i.n Oyo S.tate, Nige.ria. 

 

1.3 Purpose of th.e S.tudy  

Th.e s.tudy i.nves.tigated th.e r.e.l.atio.nship between r.e.cruitment fa.c.to.rs (pe.rso.n.ne.l needs, 

r.e.cruitment pr.ocess); o.rganis.atio.nal cultur.e (l.e.ad.e.rship s.tyl.es, cap.a.city bui.ldi.ng and ta.sk 

autonomy); wo.rk envir.o.nment (job s.afety/ se.curity, r.e.ward sys.tem and physical wo.rk 

envir.o.nment); and ta.sk pe.rfo.r.mance of public se.co.ndary sch.o.ol.s te.a.ch.e.rs i.n Oyo S.tate, 

Nigeria. Spe.cifically, th.e s.tudy: 

i. es.tablish.ed th.e l.eve.l of te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s i.n 

Oyo S.tate, Nigeria. 

ii. a.ssessed th.e fr.equency .i.n .th.e us.age o.f r.e.cruitment f.a.c.to..r.s .i.n public se.co.ndary sch.o.ol.s 

i.n Oyo S.tate, Nigeria. 

iii. exami.ned th.e pr.evai.li.ng o.rganis.atio.nal cultur.e bei.ng pra.c.tised amo.ng public 

se.co.ndary sch.o.ol.s i.n Oyo S.tate, Nigeria. 

iv. a.sce.rtai.ned th.e co.nd.uciveness of wo.rk envir.o.nment i.n public se.co.ndary sch.o.ol.s i.n 

Oyo S.tate, Nigeria. 

v. es.tablish.ed th.e r.e.l.atio.nship between pe.rso.n.ne.l needs, r.e.cruitment pr.ocess 

(r.e.cruitment fa.c.to.rs) and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s i.n 

Oyo S.tate, Nigeria. 

vi. a.sce.rtai.ned th.e r.e.l.atio.nship betwee o.rganis.atio.nal cultur.e (l.e.ad.e.rship s.tyl.e, ta.sk 

autonomy, cap.a.city bui.ldi.ng) and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary 

sch.o.ol.s i.n Oyo S.tate, Nigeria.  
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vii. es.tablish.ed th.e r.e.l.atio.nship between wo.rk envir.o.nment (job s.afety/se.curity, r.e.ward 

sys.tem, physical envir.o.nment) and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary 

sch.o.ol.s i.n Oyo S.tate, Nigeria. 

viii. a.sce.rtai.ned th.e joi.nt co.ntributio.ns of r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e, and 

wo.rk envir.o.nment to te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s i.n Oyo 

S.tate, Nigeria. 

ix. es.tablish.ed th.e r.e.l.ative co.ntributio.n of r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e, and 

wo.rk envir.o.nment to te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s i.n Oyo 

S.tate, Nigeria. 

 

1.4  R.ese.arch Ques.tio.ns 

Th.e followi.ng r.ese.arch ques.tio.ns we.r.e raised and answe.r.ed i.n th.e s.tudy 

i. Wh.at is th.e l.eve.l of te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s i.n Oyo 

S.tate? 

ii. H.ow fr.equent is r.e.cruitment fa.c.to.rs bei.ng used i.n th.e appoi.ntment of te.a.ch.e.rs i.n 

public se.co.ndary sch.o.ol.s i.n Oyo S.tate? 

iii. Wh.at is th.e pr.evai.li.ng o.rganis.atio.nal cultur.es bei.ng pra.c.tised i.n public se.co.ndary 

sch.o.ol.s i.n Oyo S.tate? 

iv. Wh.at is th.e extent of co.nd.uciveness of wo.rk envir.o.nment i.n public se.co.ndary 

sch.o.ol.s i.n Oyo S.tate? 

 

 1.5    Hypo.th.eses 

Th.e followi.ng hypo.th.eses we.r.e fo.r.mul.ated and tes.ted fo.r th.e s.tudy: 

H01: Th.e.r.e is no significant r.e.l.atio.nship between pe.rso.n.ne.l needs, r.e.cruitment pr.ocess 

(r.e.cruitment fa.c.to.rs) and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s i.n Oyo 

S.tate, Nigeria. 

H02: Th.e.r.e is no significant r.e.l.atio.nship between o.rganis.atio.nal cultur.es (l.e.ad.e.rship s.tyl.e, 

ta.sk autonomy, cap.a.city bui.ldi.ng) and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary 

sch.o.ol.s i.n Oyo S.tate, Nigeria.  

H03: Th.e.r.e is no significant r.e.l.atio.nship between wo.rk envir.o.nment (job s.afety/se.curity, 

r.e.ward sys.tem, physical envir.o.nment) and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary 

sch.o.ol.s i.n Oyo S.tate, Nigeria. 
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H04: Th.e.r.e is no significant joi.nt co.ntributio.n of r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e 

and wo.rk envir.o.nment to te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s i.n Oyo 

S.tate, Nigeria. 

H05: Th.e.r.e is no significant r.e.l.ative co.ntributio.ns of r.e.cruitment fa.c.to.rs, o.rganis.atio.nal 

cultur.e and wo.rk envir.o.nment to te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s i.n 

Oyo S.tate, Nigeria. 

 

1.6     Significance of th.e S.tudy 

Th.e s.tudy wo.uld be of gr.e.at benefit to th.e followi.ng s.takeh.old.e.rs: te.a.ch.e.rs, s.tud.ents, 

p.ar.ents/guardians, policy make.rs, r.ese.arch.e.rs and th.e gene.ral public. 

 Th.e s.tudy is quite impo.rtant a.s it wo.uld a.ssis.t te.a.ch.e.rs to a.ssess th.eir ta.sk pe.rfo.r.mance and 

its co.nsequences o..n t.h.e s.tu.d.ents i.n p.articul.ar. It wo.uld al.so h.e.lp th.e te.a.ch.e.rs to h.ave th.e 

und.e.rs.tandi.ng of th.e impo.rtance of th.eir ta.sk pe.rfo.r.mance o.n th.e lives of th.e s.tud.ents and 

al.so h.e.lp th.em to r.e.alise th.at th.eir r.ol.es / ta.sks d.ete.r.mi.ne th.e extent to which th.e s.tate 

a.chieves h.e.r se.co.ndary sch.o.ol ed.ucatio.n go.al.s and obje.c.tives.  

 

It wo.uld al.so a.ssis.t s.tud.ents wh.o ar.e at th.e r.e.ceivi.ng end of te.a.ch.e.rs’ ta.sk pe.rfo.r.mance to 

und.e.rs.tand th.e imp.a.c.t of ta.sk pe.rfo.r.mance o.n th.eir a.cad.emic pe.rfo.r.mance and make th.em 

see th.e need to be mo.r.e r.espo.nsibl.e i.n sch.o.ol, be.co.me mo.r.e se.rio.us with th.eir s.tudies and to 

i.ncr.e.a.se th.e ch.ances of th.e numbe.r of s.tud.ents th.at wo.uld eventually transit to high.e.r 

i.ns.titutio.ns, which seems to be th.e majo.r target of many se.co.ndary sch.o.ol s.tud.ents. 

 

Th.e p.ar.ents/guardians wo.uld al.so benefit fr.o.m th.e fi.ndi.ngs of th.e s.tudy a.s it wo.uld pr.ovi.d.e 

i.nsights o.n th.e effe.c.ts of th.e po.o.r ta.sk pe.rfo.r.mance of te.a.ch.e.rs o.n th.eir chi.ldr.en/wards. This 

co.uld furth.e.r pr.ovi.d.e th.e need fo.r th.em to a.ssis.t th.e sch.o.ol sys.tem i.n pr.ovi.di.ng a wo.rk 

envir.o.nment co.nd.ucive fo.r th.e te.a.ch.e.rs to bri.ng abo.ut effe.c.tive ta.sk  i.n public se.co.ndary 

sch.o.ol.s i.n Oyo S.tate. 

Th.e s.tudy wo.uld benefit th.e policy make.rs to und.e.rs.tand th.e impo.rtance of r.e.cruitment 

fa.c.to.rs (pe.rso.n.ne.l needs and r.e.cruitment) to th.e r.e.alis.atio.n of effe.c.tive te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance i.n th.e ed.ucatio.nal sys.tem. Al.so, th.e fi.ndi.ngs of this s.tudy wo.uld make 

gove.rnment to h.ave th.e und.e.rs.tandi.ng of th.e impo.rtance of a wo.rk envir.o.nment co.nd.ucive to 
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te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n Oyo S.tate by pr.ovi.di.ng policies o.n favo.urabl.e wo.rk 

envir.o.nment fo.r bette.r ta.sk pe.rfo.r.mance by se.co.ndary sch.o.ol te.a.ch.e.rs i.n th.e s.tate. 

Th.e s.tudy wo.uld benefit futur.e r.ese.arch.e.rs i.n th.e fie.ld of pe.rso.n.ne.l admi.nis.tratio.n a.s 

r.e.l.evant lite.ratur.e fo.r r.ese.arch r.e.l.ati.ng to pe.rso.n.ne.l needs, r.e.cruitment pr.ocess, l.e.ad.e.rship 

s.tyl.es, trai.ni.ng and d.eve.lopment, ta.sk autonomy, job se.curity/s.afety, r.e.ward sys.tem, physical 

envir.o.nment and ta.sk pe.rfo.r.mance wo.uld be pr.ovi.d.ed thr.o.ugh th.e s.tudy. 

Fi.nally, fo.r th.e gene.ral public, th.e fi.ndi.ngs of this s.tudy co.uld co.ntribute to pr.ovi.d.e th.em 

with knowl.edge th.at wo.uld enabl.e co.ntribute to h.e.lpi.ng te.a.ch.e.rs a.chieve effe.c.tive ta.sk 

pe.rfo.r.mance which wo.uld h.e.lp th.e ed.ucatio.n sys.tem to pr.od.uce discipli.ned and r.e.liabl.e 

pr.od.uc.ts th.at co.uld be of gr.e.at benefit to th.e society at l.arge.  

 

1.7  Scope of th.e S.tudy 

Th.e s.tudy i.nves.tigated th.e r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e, wo.rk envir.o.nment and 

te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary s.c.h.o.o.l.s i.n Oyo S.tate. T.h.e geographical scope 

of th.e s.tudy is Oyo S.tate, Nige.ria. Oyo S.tate wa.s used be.cause of th.e dwi.ndli.ng a.cad.emic 

pe.rfo.r.mance of s.tud.ents i.n th.e s.tate which seems to co.ntradic.t its e.arlie.r positio.n a.s a “p.a.ce 

sette.r” s.tate i.n Nige.ria and located i.n So.uthwes.te.rn p.art, an ed.ucatio.nally advantaged zo.ne. 

 

Th.e co.ntextual scope was r.e.cruitment fa.c.to.rs (pe.rso.n.ne.l needs and r.e.cruitment pr.ocess), 

o.rganis.atio.nal cultur.e (l.e.ad.e.rship s.tyl.e, job autonomy, cap.a.city bui.ldi.ng), wo.rk envir.o.nment 

(job s.afety and se.curity, r.e.ward sys.tem and physical envir.o.nment) a.s th.ey i.nfl.uence th.e 

te.a.ch.e.rs’ ta.sk pe.rfo.r.mance (te.a.chi.ng ta.sk such a.s po.o.r l.esso.n   no.tes pr.ep.aratio.n, po.o.r 

meth.odology, i.ns.truc.tio.nal mate.rial.s and admi.nis.trative ta.sk such a.s po.o.r discipli.ne abi.lity, 

r.e.co.rd keepi.ng, and marki.ng of s.tud.ents’ attendance r.egis.te.r) i.n public se.co.ndary s.c..h.o.o.l.s i.n 

Oyo S.tate. Th.e r.espo.nd.ents in this s.tudy we.r.e te.a.ch.e.rs, pri.ncip.al.s and zonal inspectors i.n 

public se.co.ndary sch.o.ol.s i.n th.e Oyo S.tate, Nigeria. 

 

1.8 Ope.ratio.nal d.efi.nitio.n of Te.r.ms 

Fo.r bette.r und.e.rs.tandi.ng of this s.tudy, th.e followi.ng te.r.ms we.r.e ope.ratio.nally d.efi.ned: 

Ta.sk pe.rfo.r.mance: this is th.e extent of r.ol.e pe.rfo.r.med by te.a.ch.e.rs i.n th.e sch.o.ol sys.tem to 

a.cco.mplish ed.ucatio.nal go.al.s and obje.c.tives. It wa.s me.a.sur.ed i.n te.r.ms of te.a.chi.ng ta.sks 
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(l.esso.n no.te pr.ep.aratio.n, te.a.chi.ng meth.odology, i.ns.truc.tio.nal mate.rial.s cl.a.ssr.o.o.m 

management) and admi.nis.trative ta.sks (discipli.ne abi.lity, keepi.ng of r.e.co.rd and marki.ng of 

s.tud.ent attendance). 

R.e.cruitment fa.c.to.rs: R.e.cruitment fa.c.to.rs ar.e th.ose co.nditio.ns th.at ne.cessitate th.e hiri.ng of 

wo.rke.rs i.nto an o.rganis.atio.n. Th.ese ar.e co.nditio.ns th.at co.uld be used to hir.e te.a.ch.e.rs i.nto th.e 

ed.ucatio.nal se.rvice, which wa.s me.a.sur.ed i.n te.r.ms of pe.rso.n.ne.l needs and r.e.cruitment 

pr.ocess. 

Pe.rso.n.ne.l needs: is d.escribed a.s th.e ch.ara.c.te.ris.tics of te.a.ch.e.rs th.at ar.e need.ed fo.r effe.c.tive 

ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s. This is me.a.sur.ed usi.ng spe.cialis.atio.n, age, 

gend.e.r and qualificatio.n 

R.e.cruitment pr.ocess:this is d.escribed a.s th.e pr.oced.ur.es th.at pr.ospe.c.tive te.a.ch.e.rs follow i.n 

getti.ng th.e te.a.chi.ng job, such a.s submitti.ng applicatio.n fo.r.m, attendi.ng aptitud.e tes.t, o.ral 

i.nte.rvie.w, and pl.a.cement.  

O.rganis.atio.nal cultur.es: ar.e th.e pr.edo.mi.nant be.liefs, val.ues and normsth.at co.uld i.nfl.uence 

s.taff ta.sk pe.rfo.r.mance i.n th.e sch.o.ol sys.tem. This wa.s me.a.sur.ed i.n te.r.ms of l.e.ad.e.rship s.tyl.es, 

cap.a.city bui.ldi.ng and ta.sk autonomy. 

L.e.ad.e.rship s.tyl.e: this is d.escribed a.s th.e mod.e of l.e.ad.e.rship th.at is employed by th.e 

pri.ncip.al o.r admi.nis.trato.r of th.e sch.o.ol th.at co.uld impr.ove te.a.ch.e.rs’ ta.sk pe.rfo.r.mance. It 

wa.s me.a.sur.ed a.cr.oss two i.ndicato.rs; d.emocratic and autocratic l.e.ad.e.rship s.tyl.es. 

Cap.a.city bui.ldi.ng:it is d.escribed a.s th.e trai.ni.ng pr.ovi.d.ed to te.a.ch.e.rs fo.r effe.c.tive 

pe.rfo.r.mance of ta.sks i.n th.e sch.o.ol sys.tem. It wa.s me.a.sur.ed by i.n-se.rvice trai.ni.ngs, 

wo.rksh.ops and semi.nars pr.ovi.d.ed fo.r th.e te.a.ch.e.rs i.n public se.co.ndary sch.o.ol.s. 

Ta.sk autonomy:this is th.e l.eve.l of fr.eedo.m i.n te.r.ms of discr.etio.n allowed to te.a.ch.e.rs i.n th.e 

pr.ocess of carryi.ng o.ut th.eir jobs.. It wa.s me.a.sur.ed i.n te.r.ms of pe.rso.nal opi.nio.n and 

discr.etio.ns.  

Wo.rk envir.o.nment: this is th.e wo.rk situatio.n withi.n th.e sch.o.ol vici.nity which wa.s 

me.a.sur.ed i.n te.r.ms of job s.afety and se.curity, r.e.ward sys.tem and physical envir.o.nment. 

Job s.afety / se.curity: is d.efi.ned a.s th.e pr.o.te.c.tio.n of te.a.ch.e.rs fr.o.m any fo.r.m of h.azard and th.e 

a.ssurance of job co.nti.nuity and s.afety withi.n th.e sch.o.ol envir.o.nment with th.e possibi.lity o.r 

pr.obabi.lity of an i.ndivi.d.ual keepi.ng his/h.e.r job. 
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R.e.ward sys.tem: this r.efe.rs to all th.e avai.l.abl.e me.a.sur.es th.at may be used to attra.c.t, r.etai.n, 

mo.tivate and s.atisfy te.a.ch.e.rs. Th.ese ar.e avai.l.abi.lity of r.e.wards, val.ues of r.e.wards, amo.unt of 

r.e.wards, timi.ng of r.e.wards, like.lih.o.od of r.e.wards, and th.eir fairness. It wa.s me.a.sur.ed by 

s.al.ary, l.e.ave bo.nus, and pr.o.mo.tio.n. 

Physical envir.o.nment: this is d.escribed a.s th.e physical d.esign of offices and th.e 

envir.o.nmental co.nditio.ns at wo.rk pl.a.ce wh.e.r.e te.a.ch.e.rs wo.rk. It wa.s me.a.sur.ed by th.e (non) 

avai.l.abi.lity of furnitur.e, office sp.a.ces, venti.l.atio.n i.n th.e s.taff r.o.o.ms and lighti.ngs i.n th.e 

offices. 
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CH.APTE.R TWO 

LITE.RATUR.E R.EVIE.W 

Th.e lite.ratur.es fo.r this s.tudy we.r.e r.evie.wed und.e.r th.e followi.ng sub h.e.adi.ngs:  

2.1    Co.nceptual R.evie.w 

2.1.1 note.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n se.co.ndary sch.o.ol 

2.1.2   R.e.cruitment fa.c.to.rs i.n se.co.ndary sch.o.ol 

2.1.3   O.rganis.atio.nal cultur.e i.n se.co.ndary sch.o.ol  

2.1.4   Wo.rk Envir.o.nment i.n se.co.ndary sch.o.ol 

 2.2    Empirical R.evie.w 

 2.2.1  R.e.cruitment fa.c.to.rs and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance  

2.2.1.1   Pe.rso.n.ne.l needs and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance  

2.2.1.2  R.e.cruitment pr.ocess and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance  

2.2.2  O.rganis.atio.nal Cultur.e and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance 

2.2.2 .1  L.e.ad.e.rship s.tyl.e and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance  

2.2.2 .2  Cap.a.city bui.ldi.ng and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance  

2.2.2 .3nota.sk autonomy and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance 

 2.2.3     Wo.rk envir.o.nment and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance  

2.2.3.1   Job se.curity and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance  

2.2.3 .2  R.e.ward sys.tem and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance  

2.2.3 3  Physical envir.o.nment and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance 

 2.3   Th.eo.r.etical frame.wo.rk 

2.4     Co.nceptual mod.e.l  

2.5     Apprais.al of lite.ratur.e 
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2.1  Co.nceptual R.evie.w 

2.1.1  Te.a.ch.e.r Ta.sk pe.rfo.r.mance i.n se.co.ndary sch.o.ol.s  

Ta.sk pe.rfo.r.mance .co.mprises job explicit beh.avio.urs which i.ncl.ud.e fundamental job 

r.espo.nsibi.lities a.ssigned a.s a p.art of job d.escriptio.n. Ta.sk pe.rfo.r.mance r.equir.es mo.r.e 

cognitive abi.lity and is primari.ly fa.ci.litated thr.o.ugh ta.sk knowl.edge (r.equisite te.chnical 

knowl.edge o.r pri.ncipl.es to ensur.e job pe.rfo.r.mance and h.avi.ng an abi.lity to h.andl.e multipl.e 

a.ssignments), ta.sk ski.ll (applicatio.n of te.chnical knowl.edge to a.cco.mplish ta.sk successfully 

with.o.ut much supe.rvisio.n), and ta.sk h.abits (an i.n.nate abi.lity to r.espo.nd to a.ssigned jobs th.at 

eith.e.r fa.ci.litate o.r imped.e th.e pe.rfo.r.mance) (Co.nway, 1999). Th.e.r.efo.r.e, th.e primary 

ante.ced.ents of ta.sk pe.rfo.r.mance ar.e th.e abi.lity to do th.e job and prio.r expe.rience.  

 

I.n an O.rganis.atio.nal co.ntext, ta.sk pe.rfo.r.mance is a co.ntra.c.tual und.e.rs.tandi.ng between a 

manage.r and a subo.rdi.nate to a.cco.mplish an a.ssigned ta.sk. Entrus.ted ta.sk pe.rfo.r.mance is 

br.oken i.nto two segments: te.chnical–admi.nis.trative ta.sk pe.rfo.r.mance and l.e.ad.e.rship ta.sk 

pe.rfo.r.mance. Th.e expe.c.ted job pe.rfo.r.mance co.mprisi.ng of pl.an.ni.ng, o.rganizi.ng, and 

admi.nis.te.ri.ng th.e day-to-day wo.rk thr.o.ugh o.ne’s te.chnical abi.lity, busi.ness judgment and so 

o.n ar.e call.ed a.s te.chnical–admi.nis.trative ta.sk pe.rfo.r.mance.nota.sk pe.rfo.r.mance is l.abe.l.ed 

thr.o.ugh setti.ng s.trategic go.al.s, uph.oldi.ng th.e ne.cess.ary pe.rfo.r.mance s.tandards, mo.tivati.ng 

and dir.e.c.ti.ng subo.rdi.nates to a.cco.mplish th.e job thr.o.ugh enco.uragement, r.e.cognitio.n, and 

co.ns.truc.tive criticisms (Bo.r.man, and Brush, 1993; Trip.athy, 2014).  Bo.r.man, and Mo.towi.dlo 

(1997) d.efi.ned job pe.rfo.r.mance i.n th.e co.ntext of ta.sk pe.rfo.r.mance a.s “effe.c.tiveness with 

which job occup.ants exe.cute th.eir a.ssigned ta.sks, th.at r.e.alizes th.e fulfi.llment of 

O.rganis.atio.n’s visio.n whi.l.e r.e.wardi.ng o.rganizatio.n and i.ndivi.d.ual pr.opo.rtio.nate.ly.” We.rne.r 

(1994) h.a.s synth.esized th.e e.arlie.r pr.opositio.ns of ta.sk pe.rfo.r.mance thr.o.ugh r.e.l.ati.ng it to 

O.rganis.atio.nal fo.r.mal r.e.ward s.tati.ng a.s “th.e d.emo.ns.trated ski.ll and beh.avio.ur th.at i.nfl.uences 

th.e dir.e.c.t pr.od.uc.tio.n of go.ods o.r se.rvice, o.r any ki.nd of a.c.tivities th.at pr.ovi.d.es i.ndir.e.c.t sup-

po.rts to O.rganis.atio.n’s co.r.e te.chnical pr.ocesses.” 

 

An i.ndivi.d.ual’s abi.lity to a.cclimatize and pr.ovi.d.e ne.cess.ary suppo.rt to th.e ta.sk pr.ofi.l.e i.n a 

dynamic wo.rk situatio.n is r.efe.rr.ed to a.s adaptive pe.rfo.r.mance(H.esketh, and Ne.al, 1999). 

E.arlie.r s.tudies h.ave fo.und th.at o.nce th.e te.a.ch.e.rs d.e.rive a ce.rtai.n amo.unt of pe.rfe.c.tio.n i.n 

th.eir a.ssigned ta.sks, th.ey try to adapt th.eir attitud.e and beh.avio.ur to th.e varied r.equir.ements 
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of th.eir job r.ol.es (H.uang et al., 2014; I.lgen and Pul.akos, 1999). An effe.c.tive adaptive 

pe.rfo.r.mance ne.cessitates te.a.ch.e.rs’ abi.lity to efficiently d.e.al with  .ati.l.e wo.rk circums.tances 

(Baard, R.ench, and Kozlowski, 2014), fo.r exampl.e, te.ch  logical transfo.r.matio.ns, ch.anges i.n 

o.ne’s co.r.e job a.ssignment, r.es.truc.turi.ng of o.rganis.atio.nand so o.n. E .utio.ns of vario.us ne.w 

occup.atio.ns a.s an offsh.o.o.t of te.ch  logical i.n.  vatio.n need te.a.ch.e.rs to engage i.n fr.esh 

l.e.arni.ng and get o.nese.lf adaptabl.e with ch.anges i.n an efficient man.ne.r (Griffi.n, P.arke.r, and 

Ma.so.n, 2010; H.oll.enbe.ck, L.ePi.ne, and I.lgen, 1996). Th.e te.a.ch.e.rs ar.e al.so expe.c.ted to adjus.t 

th.eir i.nte.rpe.rso.nal beh.avio.ur i.n suchch.anged circums.tances to wo.rk successfully with a wi.d.e 

range of pee.rs and subo.rdi.nates. I.n th.e co.ntext of wh.ol.eso.me wo.rk pe.rfo.r.mance, Griffi.n, 

Ne.al, and P.arke.r (2007) cited th.at job pr.oficiency may ai.d fo.r ta.sk pe.rfo.r.mance, but 

adaptabi.lity and pr.o.a.c.tiveness to o.ne’s job r.ol.e is impo.rtant to addr.ess unce.rtai.n busi.ness 

envir.o.nments. 

 

Alo.ng with th.e ta.sk and adaptabi.lity, effo.rts h.ave been carried o.ut toward a.sce.rtai.ni.ng th.e 

significance of non-ta.ssk co.mpo.nents of pe.rfo.r.mance to cr.e.ate a bette.r wo.rkpl.a.ce (Aus.ti.n, 

and Vi.ll.a  va, 1992; Viswesvaran, and O.nes, 2000). I.nd.us.trial psych.ologis.ts h.ave r.efe.rr.ed 

such non-job co.mpo.nents a.s O.rganis.atio.nal citizenship beh.avio.ur (OCB) o.r co.ntextual 

pe.rfo.r.mance th.at r.efe.rs to  .untary a.c.tio.ns of te.a.ch.e.rs (Bateman, and O.rgan, 1983) th.at benefit 

employe.rs i.ntangibly. Co.ntextual pe.rfo.r.manceis a ki.nd of pr.o-social beh.avio.ur d.emo.ns.trated 

by i.ndivi.d.ual.s i.n a wo.rk set-up. Such beh.avio.urs ar.e expe.c.ted of an te.a.ch.e.r but th.ey ar.e  no.t 

ove.rtly mentio.ned i.n o.ne’s job d.escriptio.n. Th.ese ki.nd of uns.tated expe.c.tatio.ns ar.e call.ed 

pr.o-social beh.avio.ur o.r extra r.ol.e beh.avio.ur. Ja.ck and Vand.en (2020) d.efi.ned it a.s a 

beh.avio.ur th.at is (i) a.cco.mplish.ed by a membe.r of an o.rganis.atio.n, (ii) which is dir.e.c.ted 

towards an i.ndivi.d.ual, gr.o.up, o.r sch.o.ol with wh.o.m th.e membe.r i.nte.ra.c.ts whi.l.e carryi.ng o.ut 

his o.r h.e.r sch.o.ol r.ol.e, and (iii) fi.nally such beh.avio.ur is pe.rfo.r.med with th.e i.ntentio.n of 

enco.uragi.ng th.e bette.r.ment of i.ndivi.d.ual, gr.o.up, o.r sch.o.ol towards which it is dir.e.c.ted. 

 

Suppo.rti.ng th.e afo.r.es.ai.d i.d.eology, many pr.o.mi.nent r.ese.arch.e.rs i.n this fie.ld h.ave advocated 

th.at expe.c.ted job pe.rfo.r.mance carries two vital dimensio.ns; o.ne a.s th.e wo.rk r.equir.ed by a 

sch.o.ol co.nco.mitant to o.ne’s r.ol.e and th.e o.th.e.r o.ne a.s th.e discr.etio.nary wo.rk beh.avio.urs 

(L.ePi.ne, E.r.ez, and Johnso.n, 2002; Van Dyne, and L.epi.ne,1998). Impr.essi.ng o.n th.e 

impo.rtance of  .untary wo.rk beh.avio.ur o.r non ta.sk pe.rfo.r.mance, l.ate.r r.ese.arch.e.rs h.ave coi.ned 
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it a.s co.ntextual pe.rfo.r.mance which co.no.tes h.e.lpi.ng o.th.e.rs to adapt with th.e varied job r.ol.es 

(Bo.r.man, and Mo.towi.dlo, 1993, 1997; Mo.towi.dlo, and Van Sco.tte.r, 1994; Mo.towi.dlo, 

Bo.r.man, and Schmit, 1997). Be.rge.r.o.n (2007), r.e.co.mmends th.at co.ntextual pe.rfo.r.mance 

sh.o.uld co.nsis.t of multipl.e“sub dimensio.ns” such a.s te.amwo.rk, all.egiance, and d.ete.r.mi.natio.n. 

 

It is be.lieved th.at an engaged te.a.ch.e.r wo.rks with a sense of p.a.ssio.n which l.e.ads to transl.atio.n 

i.nto  not o.nly high ta.sk pe.rfo.r.mance but extra r.ol.e beh.avio.ur a.s we.ll (Kahn, 1990). Th.e 

co.ntextual pe.rfo.r.mance of te.a.ch.e.r is e.l.abo.rated o.n th.e gr.o.und of “fee.li.ng and vie.wpoi.nt” 

th.at te.a.ch.e.r embra.ces abo.ut th.eir coll.e.agues, which is te.r.med a.s espirit-d.e-co.rps (te.am 

spirit). A ki.nd of fe.llow fee.li.ng gets i.ntensified thr.o.ugh te.am spirit, wh.e.r.ei.n te.a.ch.e.rs ar.e abl.e 

to sh.ar.e th.eir issues and pr.obl.ems wi.lli.ngly and fr.ee.ly with e.a.ch o.th.e.r withi.n th.e 

O.rganis.atio.n (Jawo.rski, and Kohli, 1993). Esprit-d.e-co.rps is an exce.ll.ent end.e.avo.r fo.r 

d.e.rivi.ng O.rganis.atio.nal success (Jo.nes, Rich.ard, P.aul, Slo.ane and Pete.r 2007; Wi.lliam, Swee-

Lim, and Ces.ar, 2005) and e.arlie.r r.ese.arch.e.rs i.n this co.ntext h.ave advocated th.at gr.owth i.n 

te.am spirit withi.n an O.rganis.atio.n r.esults i.n bette.r te.a.ch.e.r pe.rfo.r.mance and a h.appie.r 

wo.rkpl.a.ce (Alie, Be.am, and Car.ey, 1998; Boyt, L.usch, and Naylo.r, 2001; Coh.en, and Bai.l.ey, 

1999). Co.ntextual pe.rfo.r.mance is a ki.nd of attitud.e like  .untee.ri.ng fo.r extra wo.rk, h.e.lpi.ng 

o.th.e.rs i.n solvi.ng difficult ta.sk, uph.oldi.ng enth.usia.sm at wo.rk, co.ope.rati.ng with o.th.e.rs at th.e 

time of need, sh.ari.ng critical r.eso.urces and i.nfo.r.matio.n fo.r o.rganis.atio.nal d.eve.lopment, 

abi.di.ng by th.e pr.escribed rul.es and r.egul.atio.ns, and suppo.rti.ng o.rganis.atio.nal d.e.cisio.ns fo.r a 

bette.r ch.ange (Col.eman, and Bo.r.man, 2000; Mo.towi.dlo, and Schmit, 1999). This ki.nd of 

beh.avio.ur co.ntributes fo.r cr.e.ati.ng a s.timul.ati.ng cultur.e and climate of th.e o.rganis.atio.n which 

ai.ds i.n a.chievi.ng i.ndivi.d.ual pr.od.uc.tivity and o.rganis.atio.nal effe.c.tiveness. Fo.r se.l.e.c.ti.ng and 

i.nd.uc.ti.ng th.e right pe.rso.n.ne.l i.n o.rganis.atio.ns, i.ntr.od.uci.ng pe.rso.nality tes.ts and gr.o.up 

discussio.n fo.r me.a.suri.ng a pr.ospe.c.tive candi.date’s abi.lity fo.r co.ntextual pe.rfo.r.mance alo.ng 

with th.e efficiency tes.ts (abi.lity and expe.rience tes.ts) to me.a.sur.e th.eir ta.sk pe.rfo.r.mance is 

pr.oposed. 

 

Te.a.ch.e.rs’ ta.sk pe.rfo.r.mance  

A.cco.rdi.ng to Byars and Rue (2000) te.a.ch.e.rs’ ta.sk pe.rfo.r.mance is ki.nd of o.utco.mes afte.r a 

job is co.mpl.eted. It r.epr.esents th.e l.eve.l.s of a.chievement of e.a.ch ta.sk and th.e fulfi.llment of 

o.rganis.atio.nal r.egul.atio.ns, expe.c.tatio.ns, o.r r.equir.ements fo.r an official r.ol.e. P.arvi.n, 
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Mah.amuda, Kabir and Nurul (2011) a.sse.rt th.at job pe.rfo.r.mance is th.e attai.ned r.esult of 

a.c.tio.ns with th.e ski.ll.s of te.a.ch.e.rs wh.o pe.rfo.r.m i.n so.me situatio.n. A.cco.rdi.ng to Ch.en and 

Francesco (2003), ta.sk pe.rfo.r.mance is pr.od.uc.tivity th.at expr.esses th.e quantity, quality and 

co.ntributio.n of a job. Sch.e.r.me.rh.o.rn (1993) argues th.at ta.sk pe.rfo.r.mance is th.e r.esults of 

quality and quantity afte.r co.mpl.etio.n of a missio.n by an i.ndivi.d.ual o.r a gr.o.up. A.cco.rdi.ng to 

Col.e (2003), ove.rall pe.rfo.r.mance enco.mp.a.sses all beh.avio.urs, ta.sk o.r o.th.e.rwise, ne.cess.ary 

fo.r th.e successful pe.rfo.r.mance of a job. Mo.towi.dlo, Bo.r.man and Schmi.dt (1997) see job 

pe.rfo.r.mance a.s th.e aggr.egated val.ue to th.e o.rganis.atio.n of th.e discr.ete beh.avio.ural episod.es 

th.at an i.ndivi.d.ual pe.rfo.r.ms ove.r a s.tandard i.nte.rval of time. This d.epic.t th.at th.e beh.avio.ur o.r 

attitud.e of th.e te.a.ch.e.r wi.ll go a lo.ng way i.n a.chievi.ng effe.c.tive ta.sk pe.rfo.r.mance. Ta.sk 

pe.rfo.r.mance i.n this s.tudy wi.ll be d.efi.ned a.s attitud.e o.r beh.avio.ur and th.e l.eve.l of job 

co.mmitment exhibited by te.a.ch.e.r fo.r gr.e.ate.r ta.sk pe.rfo.r.mance. 

 

Te.a.ch.e.rs’ te.a.chi.ng ta.sk 

Te.a.ch.e.rs’ ta.sk pe.rfo.r.mance co.uld be d.escribed a.s th.e d.uties pe.rfo.r.med by a te.a.ch.e.r at a 

p.articul.ar pe.riod i.n th.e sch.o.ol sys.tem i.n a.chievi.ng th.e o.rganis.atio.nal go.al.s.  It co.uld al.so be 

d.escribed a.s th.e abi.lity of te.a.ch.e.rs to co.mbi.ne r.e.l.evant i.nputs fo.r th.e enh.ancement of 

te.a.chi.ng and l.e.arni.ng pr.ocesses.s 

Ad.epoju (2021) a.sse.rted th.at variabl.es of te.a.ch.e.rs’ ta.sk pe.rfo.r.mance such a.s effe.c.tive 

te.a.chi.ng, l.esso.n   no.te pr.ep.aratio.n, effe.c.tive use of sch.eme of wo.rk, effe.c.tive supe.rvisio.n, 

mo.nito.ri.ng of s.tud.ents’ wo.rk and discipli.nary abi.lity ar.e virtues which te.a.ch.e.rs sh.o.uld 

uph.old effe.c.tive.ly i.n th.e sch.o.ol sys.tem.  I.n this r.egard, th.e te.a.ch.e.rs’ pe.rfo.r.mance co.uld be 

me.a.sur.ed thr.o.ugh an.nual r.epo.rt of his/h.e.r a.c.tivities i.n te.r.ms of pe.rfo.r.mance i.n te.a.chi.ng, 

l.esso.n pr.ep.aratio.n, l.esso.n pr.esentatio.n, ma.s.te.ry of subje.c.t matte.rs, co.mpetent, te.a.ch.e.rs 

co.mmitment to job and extra-curricul.ar a.c.tivities.  O.th.e.r ar.e.a.s of a.ssessment i.ncl.ud.e 

effe.c.tive l.e.ad.e.rship, effe.c.tive supe.rvisio.n, effe.c.tive mo.nito.ri.ng of s.tud.ents’ wo.rk, 

mo.tivatio.n, cl.a.ss co.ntr.ol and discipli.nary abi.lity of th.e te.a.ch.e.rs. 

Th.e d.egr.ee of an a.chievement to which a te.a.ch.e.r’s fulfi.ll th.e o.rganis.atio.nal missio.n at 

wo.rkpl.a.ce is call.ed job pe.rfo.r.mance (Ca.scio, 2020). Pe.rfo.r.mance h.a.s been pe.rceived 

diffe.r.ently by vario.us r.ese.arch.e.rs, but mos.t of th.e sch.ol.ars r.e.l.ate pe.rfo.r.mance with 
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me.a.sur.ement of trans.a.c.tio.nal efficiency and effe.c.tiveness towards O.rganis.atio.nal go.al.s 

(S.tan.na.ck, 1996; Barne, 1991). 

Th.e pe.rfo.r.mance of a te.a.ch.e.r is bui.ld up by d.egr.ee of a.chievement of a p.articul.ar target o.r 

missio.n th.at d.efi.nes of pe.rfo.r.mance (Ca.scio, 2020). Ce.rtai.n r.ese.arch.e.rs h.ave i.d.entified 

diffe.r.ent th.o.ught, attitud.es and be.liefs of pe.rfo.r.mance a.s it h.e.lps i.n me.a.sur.ement of i.nput 

and o.utput efficiency me.a.sur.es th.at l.e.ad to trans.a.c.tio.nal a.ssociatio.n (Awad and S.aad, 2021) 

Attitud.es ar.e d.eve.loped a.s a r.esult of so.me ki.nd of wo.rk expe.riences, o.r Attitud.e can al.so be 

fo.r.med simply by adapti.ng th.e exampl.e and opi.nio.n of co-te.a.ch.e.rs, friends and manage.rs. 

This is mimicry o.r imitatio.n, which al.so h.a.s a vital to pl.ay i.n d.eve.lopi.ng negative attitud.e at 

wo.rkpl.a.ce. Po.o.r ta.sk pe.rfo.r.mance a.cco.rdi.ng to Ar.emu (2003) is a pe.rfo.r.mance th.at is 

adjudge by th.e admi.nis.trato.r, s.tud.ents and so.me o.th.e.r ed.ucatio.n s.takeh.old.e.rs significant a.s 

fall.en be.low an expe.c.ted s.tandard. I.neffe.c.tive ta.sk pe.rfo.r.mance of te.a.ch.e.rs h.a.s been 

obse.rved amo.ng te.a.ch.e.rs i.n bo.th public and private sch.o.ol.s.  

 

Th.e po.o.r ta.sk pe.rfo.r.manceof te.a.ch.e.rs h.a.s been and is s.ti.ll a so.urce of co.nce.rn to th.e sch.o.ol 

admi.nis.trato.rs, p.ar.ents and membe.rs of th.e co.mmunity a.s a wh.ol.e. This is be.cause of th.e 

gr.e.at i.nfl.uence th.at te.a.ch.e.rs h.ave o.n th.e natio.nald.eve.lopment of any fo.r.mal society. All ove.r 

th.e wo.rld th.e.r.e is unanimity of opi.nio.n abo.ut th.e low l.eve.l of te.a.ch.e.rs’ pe.rfo.r.mance 

(Mo.raki.nyo2021). Gove.rnment and sch.o.ol admi.nis.trato.rs ar.e i.n to.tal agr.eement th.at th.eir 

h.uge i.nves.tment o.n se.co.ndary sch.o.ol.s is  not yie.ldi.ng th.e d.esir.ed r.esults. P.ar.ents al.so 

co.mpl.ai.n of te.a.ch.e.rs’ po.o.r attitud.e to job at bo.th withi.n and o.utsi.d.e th.e sch.o.ol curricul.um. 

Ar.emu (2010) s.tr.essed th.at po.o.r ta.sk pe.rfo.r.mance is not o.nly frus.trati.ng to th.e sch.o.ol 

admi.nis.trato.rs and th.e s.tud.ents, its effe.c.ts ar.e equally grave o.n th.e society i.n te.r.ms of d.e.arth 

of manpowe.r for all sph.e.r.es of th.e e.co.  .my and politics. 

 

 Ta.sk pe.rfo.r.mance a.s a co.ncept is all abo.ut i.ndivi.d.ual way of thi.nki.ng, a.c.ti.ng and beh.avi.ng. 

It h.a.s se.rio.us effe.c.t o.n wo.rk/te.a.ch.e.r th.emse.lves. Positive attitud.e to ta.sks at wo.rk pl.a.ce is 

supposed to be th.e bedr.ock and fo.undatio.n toward high.e.r ta.sk pe.rfo.r.mance i.n a sch.o.ol 

setti.ng. It is an i.nves.tment a.s we.ll a.s r.eso.urces th.at can be used to a.chieve a high.e.r pr.ofit, 

go.od r.eputatio.n and ove.rall ed.ucatio.nal go.al.s and obje.c.tives. Th.e r.ol.e of te.a.ch.e.rs’ te.a.chi.ng 

ta.sk pe.rfo.r.mance is to l.ay th.e fo.undatio.n fo.r furth.e.r pe.rfo.r.mance and if a go.od fo.undatio.n is 
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l.ai.d by te.a.ch.e.rs i.n te.r.ms of te.a.chi.ng th.e.r.e like.ly to be impr.ovement at o.th.e.r l.eve.l and 

gene.ral pe.rfo.r.mance of a sch.o.ol sys.tem. H.oweve.r, diffe.r.ent s.takeh.old.e.rs at diffe.r.ent l.eve.l 

h.ave p.a.ssed th.e bl.ame .wo.rthi.ness of po.o.r ta.sk pe.rfo.r.mance i.n se.co.ndary sch.o.ol.s to th.e 

te.a.ch.e.rs, be.cause of th.eir i.neffe.c.tive a.chievement i.n te.a.chi.ng, low mo.tivatio.n and th.e likes. 

It wa.s agr.eed about how tangibl.e i.nfl.uences o.n te.a.ch.e.rs’ pe.rfo.r.mance ar.e i.nte.rnal fa.c.to.rs, 

such a.s mo.tivatio.n, abi.lity, attitud.e,  knowledge and ski.ll.s. It wa.s s.tated th.at th.e fall.en l.eve.l 

of wo.rke.r pe.rfo.r.mance is attributabl.e to owne.r’s non-use of supe.rviso.ry s.trategies 

(Mo.raki.nyo, 2021). Th.e sch.ol.ar fo.und o.ut th.at r.e.a.c.tio.ns of so.me sch.o.ol admi.nis.trato.rs to 

th.eir sch.o.ol sys.tem r.efl.e.c.ted i.n th.eir po.o.r attendance i.n sch.o.ol, l.ateness, uns.avo.ry co.mments 

abo.ut te.a.chi.ng pe.rfo.r.mance th.at co.uld damage th.eir ego, po.o.r meth.od of te.a.chi.ng, d.enyi.ng 

of o.n-job trai.ni.ng and th.e likes affe.c.ted te.a.ch.e.rs’ pe.rfo.r.mance. Sch.o.ol.s ar.e se.rio.usly fa.ci.ng 

th.e pe.ri.l of this i.neffe.c.tive te.a.chi.ng ta.sk with th.e e.rratic pr.ovisio.n of te.a.chi.ng se.rvices which 

h.a.s be.co.me an i.ncr.e.a.si.ng co.ns.tant pr.obl.em fa.ci.ng th.e ed.ucatio.nal sys.tem and se.rio.usly 

affe.c.ti.ng th.e society at l.arge. 

 

Te.a.ch.e.rs’ admi.nis.trative ta.sk 

Admi.nis.trative ta.sk is anoth.e.r te.a.ch.e.rs’ a.c.tivity i.n se.co.ndary sch.o.ol.s th.at co.nce.rned with 

o.rganisi.ng th.e ta.sk of se.co.ndary sch.o.ol.s. Te.a.ch.e.rs ar.e th.e mai.n agents i.n a.ssigni.ng diffe.r.ent 

ta.sks i.n th.eir sch.o.ol.s. Babaji.d.e (2020) poi.nts o.ut th.at admi.nis.tratio.n me.ans all a.c.ts and 

pr.oced.ur.es essential to make policies and pr.oced.ur.es essential fo.r th.e o.rganis.atio.n 

effe.c.tiveness. This me.ans th.at admi.nis.tratio.n is co.mposed of a.c.tivities which make th.e 

sch.o.ol.s to s.trive. Such a.c.tivities i.ncl.ud.e th.e co-o.rdi.natio.n of r.eso.urces so a.s to obtai.n th.e ends 

of th.e obje.c.tives fo.r which th.e sch.o.ol is es.tablish.ed. I.n ed.ucatio.n fo.r exampl.e, admi.nis.tratio.n 

is th.e pr.ocess of es.tablishi.ng s.truc.tur.es, policies and pr.oced.ur.es th.at wi.ll effe.c.tive.ly 

a.cco.mplish vario.us ed.ucatio.nal obje.c.tives.  

I.n th.e co.ntext of Nige.ria, th.e.r.e ar.e five dimensio.ns of admi.nis.tratio.n. A dimensio.n r.efe.rs to 

th.e size, magnitud.e, and dir.e.c.tio.ns of th.e r.egio.n und.e.r admi.nis.tratio.n's co.ntr.ol. Te.a.ch.e.rs' 

admi.nis.trative pr.ocesses i.n se.co.ndary sch.o.ol.s ar.e d.efi.ned by dimensio.ns. Admi.nis.trative ta.sks 

ar.e d.efi.ned and pr.ocesses ar.e es.tablish.ed withi.n th.ese co.ns.trai.nts. Purpose and missio.n, 

pr.od.uc.tive wo.rk and job pe.rfo.r.mance, social effe.c.t and social r.espo.nsibi.lity, time dimensio.n, 

and entr.epr.eneur dimensio.n ar.e so.me of th.ese dimensio.ns (Babaji.d.e, 2020). 
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A positio.n's ta.sk is a dynamic o.r beh.avio.r co.mpo.nent. A pe.rso.n h.olds a ta.sk such a.s h.e.ad 

te.a.ch.e.r o.r H.e.ad of D.ep.artment i.n a sch.o.ol setti.ng. E.a.ch positio.n is a.ssigned a r.ol.e, which 

co.nsis.ts of th.e pr.ope.r p.atte.rns of beh.avio.r fo.r th.e i.ndivi.d.ual i.n th.at positio.n. A ta.sk can be 

d.efi.ned i.n gr.e.at d.etai.l o.r it can be d.e.ci.d.ed by ta.sk   .r.ms, expe.c.tatio.ns h.e.ld by peopl.e i.n 

simi.l.ar positio.ns, o.r h.ow a pe.rso.n i.n th.at positio.n sh.o.uld a.c.t. 

Te.a.ch.e.rs i.n se.co.ndary sch.o.ol.s pl.ay an impo.rtant r.ol.e, th.e followi.ng ar.e th.e r.ol.es: A te.a.ch.e.r 

co.mprises a society's mo.ral pe.rceptio.ns o.r i.d.e.al.s. A te.a.ch.e.r is seen a.s a judge si.nce h.e a.ssigns 

grad.es and grad.es th.e s.tud.ents. A te.a.ch.e.r is a pe.rso.n wh.o te.a.ch.es o.th.e.rs. A te.a.ch.e.r is a 

h.e.lpe.r and co.unse.lo.r; h.e gui.d.es pupi.l.s i.n settli.ng disputes. Te.a.ch.e.r discove.rs rul.e br.e.ake.rs. 

H.e is an obje.c.t of i.d.entificatio.n; pupi.l.s imitate th.e trait th.at h.e possesses. 

Te.a.ch.e.r is an obje.c.t of affe.c.tio.n be.cause h.e meets th.e psych.ological needs of his pupi.l.s. H.e is 

a gr.o.up l.e.ad.e.r; h.e es.tablish.es climate of gr.o.up. H.e is a friend; h.e es.tablish.es a war.m 

r.e.l.atio.nship with pupi.l.s and sh.ar.es co.nfi.d.entiality with th.em. H.e is a limite.r of anxiety; h.e 

h.e.lps pupi.l.s co.ntr.ol th.eir emo.tio.ns. H.e is an ego – suppo.rte.r; h.e h.e.lps s.tud.ents d.eve.lop 

co.nfi.d.ence i.n th.emse.lves. Al.so, a.s seen alr.e.ady, th.e.r.e ar.e a numbe.r of admi.nis.trative r.ol.es 

which te.a.ch.e.rs pe.rfo.r.m i.n sch.o.ol.s, all of which make te.a.ch.e.rs’ wo.rklo.ad h.e.avie.r, espe.cially 

i.n co.mmunity se.co.ndary sch.o.ol.s wh.e.r.e th.e pr.obl.em of sh.o.rtage of te.a.ch.e.rs is pr.o.mi.nent. 

Furth.e.r.mo.r.e i.nte.ra.c.tive func.tio.n exe.cutive func.tio.n and O.rganis.atio.n func.tio.n of te.a.chi.ng ar.e 

pe.rfo.r.med by te.a.ch.e.rs i.n se.co.ndary sch.o.ol.s (Mbunda, 2006).  

I.n th.e s.ame man.ne.r, a te.a.ch.e.r is al.so a.ssumed to be go.od citizens. A.s a l.e.ad.e.r, a te.a.ch.e.r is 

expe.c.ted to displ.ay go.od man.ne.rs i.n br.o.ad te.r.ms. Th.e co.mmunity s.tr.o.ngly scruti.nizes bo.th 

th.e private and th.e public life of a te.a.ch.e.r. Te.a.ch.e.rs ar.e r.equir.ed to be mod.e.l.s bo.th i.n spee.ch 

and i.n th.e way th.ey dr.ess. Th.ey ar.e expe.c.ted to be sensibl.e and car.eful i.n maki.ng judgments, 

th.us, th.ey ar.e expe.c.ted prud.ent, h.o.nes.t and r.espo.nsibl.e peopl.e. Gene.rally th.e admi.nis.trative 

ta.sk do.ne by th.e te.a.ch.e.rs i.n se.co.ndary sch.o.ol.s i.ncr.e.a.se te.a.ch.e.rs’ wo.rklo.ad and affe.c.t 

te.a.ch.e.rs’ ta.sk pe.rfo.r.mance a.s te.a.ch.e.rs spent mos.t of th.eir time pe.rfo.r.mi.ng th.ose 

r.espo.nsibi.lities i.ns.te.ad of te.a.chi.ng. 

 

Ta.sk co.mmitment dimensio.ns  

Mi.ll.e.r and L.ee (2001) i.d.entify thr.ee dimensio.ns of ta.sk co.mmitment; affe.c.tive co.mmitment, 

co.nti.nuance co.mmitment, and   .r.mative co.mmitment. A.cco.rdi.ng to Po.rte.r, Lyman, S.tee.rs, 
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Mowday and Bo.ulian (1974), thr.ee dimensio.ns of O.rganis.atio.nal co.mmitment i.ncl.ud.es; (a) 

th.e be.lief of O.rganis.atio.nal go.al and val.ue a.cceptance, (b) th.e wi.lli.ngness to pursue th.e 

O.rganis.atio.nal benefit, and (c) th.e i.ntensive d.esir.e of O.rganis.atio.nal positio.n mai.ntenance.  

 

Affe.c.tive co.mmitment: is d.efi.ned a.s th.e emo.tio.nal atta.chment, i.d.entificatio.n, and i.n vement 

th.at a te.a.ch.e.r h.a.s with sch.o.ol and go.al.s. Math.e.w and Sh.eph.e.rd (2002) furth.e.r ch.ara.c.te.rized 

affe.c.tive co.mmitment by thr.ee fa.c.to.rs (1) “be.lief i.n and a.cceptance of th.e O.rganis.atio.n’s 

go.al.s and val.ues, (2) a wi.lli.ngness to focus effo.rt o.n h.e.lpi.ng th.e O.rganis.atio.n a.chieve its 

go.al.s, and (3) a d.esir.e to mai.ntai.n O.rganis.atio.nal membe.rship”. Na.se.r (2007) al.so furth.e.r 

s.tated th.at affe.c.tive co.mmunicatio.n is “wh.en th.e te.a.ch.e.r i.d.entifies with a p.articul.ar 

O.rganis.atio.n and its go.al.s i.n o.rd.e.r to mai.ntai.n membe.rship to fa.ci.litate th.e go.al”.  

 

Co.nti.nuance co.mmitment: is th.e wi.lli.ngness to r.emai.n i.n an O.rganis.atio.n be.cause of th.e 

i.nves.tment some te.a.ch.e.rs h.a.v with “non-transfe.rabl.e” i.nves.tments. non-transfe.rabl.e 

i.nves.tments i.ncl.ud.e thi.ngs such a.s r.etir.ement, r.e.l.atio.nships with o.th.e.r te.a.ch.e.rs, o.r thi.ngs 

th.at ar.e spe.cial to th.e O.rganis.atio.n Mi.ll.e.r and L.ee (2001) furth.e.r expl.ai.n th.at te.a.ch.e.rs wh.o 

sh.ar.e co.nti.nuance co.mmitment with th.eir employe.r often make it ve.ry difficult fo.r an te.a.ch.e.r 

to l.e.ave th.e O.rganis.atio.n.  

  .r.mative co.mmitment: is th.e co.mmitment th.at a pe.rso.n be.lieves th.at th.e o.rganis.atio.n o.r 

th.eir fee.li.ng of obligatio.n to th.eir wo.rkpl.a.ce.   .r.mative co.mmitment can be expl.ai.ned by 

o.th.e.r co.mmitments such a.s marriage, fami.ly, r.e.ligio.n, etc. th.e.r.efo.r.e wh.en it co.mes to o.nes 

co.mmitment to th.eir pl.a.ce of employment th.ey often fee.l like th.ey h.ave a mo.ral obligatio.n to 

th.e O.rganis.atio.n (Po.rte.r, 2010). 

 

2.1.2    R.e.cruitment fa.c.to.rs i.n se.co.ndary sch.o.ol.s 

R.e.cruitment is a vital func.tio.n of h.uman r.eso.urce management fo.r any type of busi.ness 

o.rganizatio.n i.ncl.udi.ng sch.o.ol sys.tem. Th.e te.r.m r.efe.rs to th.e pr.ocess of attra.c.ti.ng and 

ch.o.osi.ng candi.dates fo.r employment. Th.e quality of th.e h.uman r.eso.urce th.e ed.ucatio.n sys.tem 

h.a.s h.e.avi.ly d.epends o.n th.e effe.c.tiveness of this func.tio.n (Gamage, 2014). R.e.cruiti.ng th.e 

wr.o.ng candi.dates wh.o ar.e not cap.abl.e co.mes with a h.uge negative cos.t which busi.nesses 

can.not affo.rd th.us; th.e ove.rall aim of r.e.cruitment withi.n th.e o.rganis.atio.n is to obtai.n th.e 
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numbe.r and quality of te.a.ch.e.rs th.at ar.e r.equir.ed to s.atisfy th.e s.trategic obje.c.tives of th.e 

o.rganis.atio.n, at mi.nimal cos.t (Ofo.ri and Aryeetey, 2011).  

 

A.s expl.ai.ned by Op.ath.a (2010) r.e.cruitment is th.e pr.ocess of fi.ndi.ng and attra.c.ti.ng suitably 

qualified peopl.e to apply fo.r job va.cancies i.n th.e sch.o.ol sys.tem. It is a set of a.c.tivities an 

ed.ucatio.nal sys.tem uses to attra.c.t job candi.dates wh.o h.ave th.e need.ed abi.lities and attitud.es. 

R.e.cruitment is th.e pr.ocess of gene.rati.ng a po.ol of qualified applicants fo.r te.a.chi.ng job 

va.cancies. Fo.r Ofo.ri and Aryeetey (2011) r.e.cruitment is th.e pr.ocess of gene.rati.ng a po.ol of 

co.mpetent i.ndivi.d.ual.s to apply fo.r employment withi.n an o.rganis.atio.n. Evi.d.ence h.a.s sh.own 

th.at l.arge.r co.rpo.ratio.ns o.r i.ns.titutio.ns like sch.o.ol.s ar.e mo.r.e like.ly to use r.e.cruitment fa.c.to.rs 

th.an small.e.r o.rganis.atio.ns to a.chieve th.e targeted ed.ucatio.nal obje.c.tives such a.s r.e.cruitment 

pr.ocesses and pe.rso.n.ne.l needs of th.e sch.ol with majo.rity of so.me sch.o.ol.s r.e.lyi.ng o.n r.efe.rral.s 

and adve.rtisi.ng a.s th.eir r.e.cruitment pra.c.tices of ch.oice. 

 

Th.e gene.ral purpose of r.e.cruitment a.cco.rdi.ng to Gamage (2014) is to pr.ovi.d.e th.e 

o.rganis.atio.n with a po.ol of po.tentially qualified job candi.dates usi.ng th.e r.e.cruitment fa.c.to.rs 

such a.s pe.rso.n.ne.l needs of th.e sch.o.ol a.s th.e yards.tick fo.r th.e ba.sis of r.e.cruitment. Th.e 

quality of h.uman r.eso.urce i.n a sch.o.ol highly d.epends o.n th.e quality of applicants attra.c.ted 

be.cause sch.o.ol is goi.ng to se.l.e.c.t te.a.ch.e.rs fr.o.m th.ose wh.o we.r.e attra.c.ted. I.nth.e s.ame vei.n, 

(H.olm, 2014),  co.ns.trued r.e.cruitment a.s th.e entry poi.nt of manpowe.r i.nto a  sch.o.ol sys.tem 

and th.e p.ath an o.rganis.atio.n mus.t follow fr.o.m th.e.r.e o.n i.n o.rd.e.r to make sur.e th.at th.ey h.ave 

attra.c.ted th.e right i.ndivi.d.ual.s fo.r th.eir cultur.e and vibes so th.at th.e ove.rall s.trategic go.al.s ar.e 

a.chieved .  

 

O.n th.e o.th.e.r h.and, se.l.e.c.tio.n is th.e pr.ocess of maki.ng th.e ch.oice of th.e mos.t suitabl.e 

applicant fr.o.m th.e po.ol of applicants r.e.cruited to fi.ll th.e r.e.l.evant job va.cancy (Op.ath.a, 2010). 

Se.l.e.c.tio.n is th.e pr.ocess by which spe.cific i.ns.truments ar.e engaged to ch.o.ose fr.o.m th.e po.ol of 

i.ndivi.d.ual.s mos.t suitabl.e fo.r th.e job avai.l.abl.e (Ofo.ri and Aryeetey, 2011). Se.l.e.c.tio.n i.n ves 

th.e use of o.ne o.r mo.r.e meth.ods to a.ssess applicant’s suitabi.lity i.n o.rd.e.r to make th.e co.rr.e.c.t 

se.l.e.c.tio.n d.e.cisio.n and can be alte.rnative.ly seen a.s a pr.ocess of r.eje.c.tio.n a.s it r.eje.c.ts a 

numbe.r of applicants and se.l.e.c.t o.nly a fe.w applicants to fi.ll th.e va.cancy. Th.us, se.l.e.c.tio.n 

func.tio.n may be a negative func.tio.n rath.e.r th.an a positive func.tio.n (Gamage, 2014).  
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R.e.cruitment is an extr.eme.ly impo.rtant a.spe.c.t to co.nsi.d.e.r fo.r sch.o.ol.s d.ue to a numbe.r of 

r.e.a.so.ns. Often th.e pe.rfo.r.mance of sch.o.ol r.e.l.ates dir.e.c.tly to th.e peopl.e wo.rki.ng withi.n it, 

me.ani.ng th.e right peopl.e need to be hir.ed to ensur.e success i.n a sch.o.ol usi.ng th.e appr.opriate 

r.e.cruitment fa.c.to.rs. It is al.so an expensive pr.ocess to hir.e so.meo.ne ne.w i.nto th.e sch.o.ol. So it 

is not so.methi.ng sch.o.ol.s want to put time and mo.ney i.nto jus.t to fi.nd th.ey h.ave hir.ed 

so.mebody wh.o is not suitabl.e followi.ng r.e.cruitment pr.ocess to th.e l.ette.r. H.olm, (2014) 

emph.a.sized th.at it is vital th.at sch.o.ol.s get th.e pr.ocess right th.e firs.t time r.o.und, be.cause 

r.eso.urces ar.e scarce e  .ugh a.s it is. Getti.ng th.e right applicant can be a difficult ta.sk, but at th.e 

end of th.e day, th.e sch.o.ol’s r.eputatio.n is h.e.ld by th.e te.a.ch.e.rsemployed.  

 

R.e.cruitment so.urce  

Si.nh.a and Th.aly (2013) noted th.at th.e.r.e is a variety of r.e.cruitment appr.o.a.ch.es (e.g. te.a.ch.e.r 

r.efe.rral, campus r.e.cruitment, adve.rtisi.ng, r.e.cruitment agencies/co.nsultants, job sites/po.rtal.s, 

co.mp.any websites, social media); and mos.t o.rganis.atio.ns do use a mixtur.e of two o.r mo.r.e of 

th.ese a.s p.art of a r.e.cruitment pr.ocess o.r to d.e.live.r th.eir ove.rall r.e.cruitment s.trategy. 

H.oweve.r, which r.e.cruiti.ng ch.an.ne.l.s sh.o.uld be used d.epends o.n th.e job positio.n, o.n th.e 

co.mp.any’s employe.r brand, o.n th.e r.eso.urces th.e sch.o.olh.a.s o.n its r.e.cruiti.ng te.am, o.n h.ow 

much r.e.cruiti.ng budget th.e sch.o.olh.a.s, etc. O.ne can use th.em all and fi.nd o.ut which suits th.e 

bes.t. Eve.ry r.e.cruiti.ng ch.an.ne.l offe.rs diffe.r.ent benefits and limitatio.ns and wo.rks bette.r fo.r 

ce.rtai.n situatio.ns and co.mp.anies. Th.e key is coll.e.c.ti.ng r.e.al-time r.e.cruitment metrics o.n th.ese 

r.e.cruiti.ng ch.an.ne.l.s to figur.e o.ut wh.at wo.rks bes.t fo.r th.e sch.o.ol i.n diffe.r.ent situatio.ns. Th.e 

r.e.cruiti.ng expe.rience of e.a.ch sch.o.ol is diffe.r.ent and th.e bes.t way to draw o.ut wh.at wo.rks 

bes.t is to analyze metrics ba.sed o.n th.e p.a.s.t r.e.cruiti.ng effo.rts, not th.e effo.rts of eve.rybody 

e.l.se. O.nce th.e i.ns.titutio.n h.a.s its r.e.cruiti.ng metrics sol.utio.n i.n pl.a.ce, it is time to s.tart usi.ng 

th.e r.e.cruiti.ng ch.an.ne.l.s th.at th.e sch.o.ol thi.nks wi.ll wo.rk fo.r it (Si.nh.a and Th.aly, 2013).  

 

R.e.cruitment quality i.n th.e sch.o.ol sys.tem 

Th.e quality of r.e.cruitment crite.ria i.n te.r.m of r.efe.rral.s by curr.ent pe.rso.n.ne.l, i.n-h.o.use job 

pos.ti.ngs, and th.e r.e-hiri.ng of fo.r.me.r te.a.ch.e.rs i.n te.r.m of rates of tunover, job survival h.ave a 

significant i.nfl.uence o.n Te.a.ch.e.rs’ ta.sk pe.rfo.r.mance (Zo.ttoli and Wanous, 2000). Th.e sch.ol.ar 

emph.a.sized th.e impo.rtance of a quality pr.ocess d.uri.ng th.e time of r.e.cruitment and hiri.ng 
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given th.at th.e right type of l.abo.r is h.ard to co.me by. I.n fa.c.t, whi.l.e l.endi.ng cr.ed.ence to th.e 

impo.rtance of hiri.ng quality candi.dates wh.o ar.e h.ard to fi.nd Tendo.n (2006) warned th.at tal.ent 

d.eficiency is unr.e.l.ated to h.uge popul.atio.n. Whi.l.e r.epo.rti.ng th.at r.e.cruitment is th.e o.nly 

co.mpo.nent fo.r attra.c.ti.ng and r.etai.ni.ng  knowledge wo.rke.rs, Unwi.n (2005) gave significance 

to th.e pr.ocess i.n ved d.uri.ng th.e time of r.e.cruiti.ng and hiri.ng go.od candi.date.  

 

Alth.o.ugh th.e s.tudy co.nd.uc.ted by Subbarao (2006) expl.ai.ned th.e r.e.cruitment so.urces used by 

i.ndivi.d.ual job seeke.rs at vario.us l.eve.l.s, th.e s.tudy furth.e.r highlighted th.e impo.rtance of 

diffe.r.ent types of appr.o.a.ch.es used at th.e time of r.e.cruitment which i.n turn makes any sch.o.ol 

we.ll-es.tablish.ed o.r l.ess es.tablish.ed. A.cco.rdi.ng to S.arkar and Kumar (2007) te.a.ch.e.r’s ta.sk 

pe.rfo.r.mance is hi.nged o.n th.e appr.o.a.ch which th.e sch.o.ol adopts i.n th.e r.e.cruitment of 

te.a.ch.e.rs. To this end, S.arkar and Kumar (2007) spoke of a h.olis.tic mod.e.l of r.e.cruitment i.e. 

emph.a.sizi.ng th.e impo.rtance of th.e wh.ol.e pr.ocess of r.e.cruitment and th.e i.nte.rd.epend.ence of 

its p.arts (Si.nh.a and Th.aly, 2013).  

 

Vya.s (2011) a.sse.rted th.at th.e curr.ent tr.end is th.at sch.o.ol.s ar.e lo.oki.ng fo.r meth.ods of 

r.ed.uci.ng th.e time and effo.rt i.n th.e r.e.cruitment pr.ocess. H.oweve.r, Al.s.abbah and Ibrahim 

(2013) admo.nish.ed th.at meth.ods of te.am s.taffi.ng sh.o.uld transl.ate to co.mpetitive advantages 

to a sch.o.ol. Th.e sch.ol.ars d.emo.ns.trated th.at r.e.cruitment s.trategies can l.e.ad to positive 

te.a.ch.e.rs’ ta.sk pe.rfo.r.mance and se.co.ndary sch.o.ol’s o.utco.mes.Qualitative sys.tem i.n 

r.e.cruitment h.a.s h.e.lped sch.o.ol.s to gr.ow a.s th.ey h.ave been abl.e to get th.e right peopl.e fo.r th.eir 

va.cancies. I.n additio.n, th.e appr.opriate ch.an.ne.l.s h.ave h.e.lped th.e sch.o.ol.s to get th.e diffe.r.ent 

and varied so.urces to which th.ey can turn to fo.r effe.c.tive s.taff hiri.ng (Si.nh.a and Th.aly, 2013).  

 

R.e.cruitment pra.c.tices 

R.e.cruitment i.n any ed.ucatio.nal se.c.to.rs is a se.rio.us busi.ness a.s th.e success of any 

o.rganizatio.n o.r efficiency i.n se.rvice d.e.live.ry d.epends o.n th.e quality of ta.sk pe.rfo.r.mance of 

its wo.rkfo.rce wh.o wa.s r.e.cruited i.nto th.e o.rganizatio.n thr.o.ugh r.e.cruitment exe.rcises Si.nce 

r.e.cruitment i.n ve getti.ng th.e bes.t applicant fo.r a job (Dickso.n and Nus.air 2010 ), it h.a.s been 

emph.a.sized th.at r.e.cruitment pr.oced.ur.es th.at pr.ovi.d.e a l.arge po.ol of qualified applicants, 

p.air.ed with a r.e.liabl.e and vali.d se.l.e.c.tio.n r.egime, wi.ll h.ave a subs.tantial i.nfl.uence ove.r th.e 

quality and type of ski.ll.s ne.w te.a.ch.e.rs possess, a.cco.rdi.ng to Mulli.ns (2010), th.e impo.rtant 
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thi.ng is fo.r so.me suitabl.e pl.an to be used, co.mplyi.ng with all l.egal r.equir.ements r.e.l.ati.ng to 

employment and equal oppo.rtunities, to follow r.e.co.mmend.ed cod.es of pra.c.tice and to ensur.e 

jus.tice and fair tr.e.atment fo.r all applicants.  

 

Al.s.abbah and Ibrahim (2013)r.epo.rted th.at it is impo.rtant fo.r pri.ncip.al.s to und.e.rs.tand th.e 

obje.c.tives, policies and pra.c.tices of th.e sch.o.ol policies befo.r.e hiri.ng. Mo.r.e impo.rtantly, th.ose 

r.espo.nsibl.e fo.r maki.ng r.e.cruitment d.e.cisio.ns sh.o.uld h.ave ad.equate i.nfo.r.matio.n upo.n which 

to ba.se th.eir d.e.cisio.ns. A.s R.obbi.ns (2005) obse.rved, h.uman r.eso.urce policies and pra.c.tices i.n 

ed.ucatio.n r.epr.esent impo.rtant fo.rces fo.r sh.api.ng te.a.ch.e.r beh.avio.ur and attitud.es which co.uld 

equally affe.c.t th.eir ta.sk pe.rfo.r.mance. It co.uld be obse.rved th.at not jus.t se.co.ndary sch.o.ol 

r.e.cruitment pra.c.tices d.ete.r.mi.ne wh.o is hir.ed, th.e use of th.e pr.ope.r r.e.cruitment crite.ria wi.ll 

i.ncr.e.a.se th.e pr.obabi.lity th.at th.e right pe.rso.n wi.ll be ch.osen. Wh.en th.e bes.t peopl.e ar.e 

se.l.e.c.ted fo.r th.e job, Te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.ncr.e.a.ses and pr.od.uc.tivity i.ncr.e.a.ses 

(Osemeke, 2012).  

 

2.1.3   Co.ncept of o.rganis.atio.nal cultur.e i.n se.co.ndary sch.o.ol 

Cultur.e is d.escribed a.s a mixtur.e of val.ues, sets, be.liefs, co.mmunicatio.ns and expl.anatio.n of 

beh.avio.ur th.at pr.ovi.d.es gui.dance to peopl.e. 

Th.e mai.n i.d.e.a of cultur.e co.mes fr.o.m sh.ari.ng i.n l.e.arni.ng pr.ocesses th.at h.ave been ba.sed 

upo.n sys.tematic allocatio.n of r.eso.urces. Awad and S.aad, (2021) affir.med th.at th.e cognitive 

sys.tems of h.uman th.at h.e.lps i.n impr.ovi.ng thi.nki.ng and d.e.cisio.n maki.ng we.r.e ba.sed upo.n 

o.rganizatio.n cultur.e. H.e.llriege.l, Ja.ckso.n and Slocum, (2021).Th.e multifa.ceted set of be.liefs, 

a.ssumptio.ns and val.ues h.e.lps i.n pr.esenti.ng diffe.r.ent l.eve.l of cultur.e by co.nd.uc.ti.ng busi.ness 

at an effe.c.tive man.ne.r. Th.e   .r.mative gl.ue ba.sed upo.n o.rganis.atio.nal cultur.e h.e.lps i.n h.oldi.ng 

ove.rall management effe.c.tiveness. Th.e co.ncept of effe.c.tive o.rganizatio.n cultur.e h.e.lps i.n 

impr.ovi.ng busi.ness d.e.cisio.ns. Th.e survival of cultur.e i.n sch.o.ol.s lies upo.n natio.nal and 

fo.r.eign cultur.e diffe.r.entiatio.n i.n cultur.e management. Th.e cultur.e of sch.o.ol.s h.a.s been 

affe.c.ted by attitud.es, norms and be.liefs th.at l.e.ad to s.tr.o.ng co.mmunicatio.n between te.a.ch.e.rs. 

 

now a day’s o.rganis.atio.n cultur.e h.a.s gene.rally been i.nte.rr.e.l.ated to sch.o.ol management 

(Ko.tte.r and H.eskett, 1992).Th.e two essential fa.c.to.rs th.at l.e.ad to effe.c.tive cultur.e 

management i.ncl.ud.e s.truc.tural s.tabi.lity and i.ntegratio.n of supe.rio.r s.tandard of o.rganis.atio.n 
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cultur.e (Sch.ei.n, 2004) Ce.rtai.n ch.ara.c.te.ris.tics of o.rganis.atio.n cultur.e h.ave been es.tablish.ed i.n 

which set of   .r.ms, val.ues and be.liefs h.e.lps i.n pe.rfe.c.t a.ssociatio.n between th.em at diffe.r.ent 

l.eve.l of o.rganis.atio.n cultur.e diffe.r.ent ba.ckgr.o.und, ethics and ra.cial diffe.r.ences imp.a.c.t upo.n 

pe.rfo.r.mance. Th.e simi.l.ar o.rganis.atio.n cultur.e with diffe.r.ent ba.ckgr.o.unds h.a.s co.mmo.n set of 

val.ues and be.liefs to be effe.c.ted by sch.o.ol sys.tems. Th.e attra.c.tio.n of O.rganis.atio.n   .r.ms, 

val.ues and be.liefs h.ave s.tr.o.ng affe.c.t upo.n pe.rfo.r.mance and sus.tai.nabi.lity. (S.te.wart, 2010) 

Th.e normsof te.a.ch.e.rs imp.a.c.t upo.n sus.tai.nabl.e pe.rfo.r.mance and management of sch.o.ol 

cultur.e a.s it l.e.ads to attai.nment of high ta.sk pe.rfo.r.mance of te.a.ch.e.rs and th.e r.e.alis.atio.n of 

ed.ucatio.nal go.al.s and obje.c.tives.  

 

L.e.ad.e.rship s.tyl.es we.r.e co.nsi.d.e.r.ed a.s o.ne of th.e impo.rtant cultur.e of a sch.o.ol sys.tem Ali, 

(2012) d.efi.ned l.e.ad.e.rship a.s “i.nte.rpe.rso.nal i.nfl.uence exe.rcised i.n a situatio.n and dir.e.c.ted, 

thr.o.ugh th.e co.mmunicatio.n pr.ocess, toward th.e attai.nment of th.e spe.cialized go.al o.r go.al.s”. 

L.e.ad.e.rship is dir.e.c.ti.ng a gr.o.up of peopl.e to a.cco.mplish d.esignated go.al (P.a.ckard, 2009) and 

Yukl (2008) d.efi.ned l.e.ad.e.rship a.s a pr.ocess wh.e.r.e o.ne pe.rso.n exe.rted i.nfl.uence i.ntentio.nally 

to a gr.o.up of peopl.e i.n an o.rganis.atio.n thr.o.ugh r.e.l.atio.nship, s.truc.tur.e, and gui.d.e. 

L.e.ad.e.rship, a.s d.efi.ned by Gh.aribvand (2012) is h.ow th.e l.e.ad.e.r co.mmunicates i.n gene.ral and 

r.e.l.ates to peopl.e, th.e way i.n which th.e l.e.ad.e.r mo.tivates and trai.ns th.e subo.rdi.nates and th.e 

way l.e.ad.e.rs pr.ovi.d.es dir.e.c.tio.n to his/h.e.r te.am to exe.cute th.eir ta.sks. Sh.ar.ma and Jai.n (2013) 

d.efi.ned l.e.ad.e.rship a.s a pr.ocess of which a pe.rso.n i.nfl.uences o.th.e.r peopl.e to a.cco.mplish an 

obje.c.tive and dir.e.c.ti.ng i.n a way th.at makes it mo.r.e coh.esive and coh.e.r.ent.  

 

D.emocratic l.e.ad.e.rship i.nfl.uences peopl.e i.n a man.ne.r co.nsis.tent with th.e ba.sics of d.emocratic 

pri.ncipl.es and pr.ocesses, such a.s d.e.libe.ratio.n, equal p.articip.atio.n and i.ncl.usiveness. 

D.emocratic l.e.ad.e.rs a.c.tive.ly enco.urage and s.timul.ate gr.o.up d.e.cisio.ns and gr.o.up discussio.ns 

(Ch.oi, 2007). Kh.an, (2015)d.efi.ned ch.ara.c.te.ris.tic of d.emocratic l.e.ad.e.rs a.s i.nfl.uential, h.e.lpful,  

knowledge.abl.e, a go.od lis.tene.r, enco.uragi.ng, gui.di.ng, r.espe.c.ti.ng and situatio.n-cente.r.ed (Ray 

and Ray, 2012). Mulli.ns (2010) s.tated th.at d.emocratic l.e.ad.e.rship s.tyl.e centralised mo.r.e o.n 

peopl.e and i.nte.ra.c.tio.n is gr.e.ate.r withi.n th.e gr.o.up (Puni, 2014).  

A.cco.rdi.ng to Kh.an, (2015), autocratic l.e.ad.e.rship is wh.e.r.e sch.o.ol admi.nis.trato.r r.etai.ns a.s 

much powe.r and d.e.cisio.n-maki.ng auth.o.ris.atio.n a.s possibl.e. Autocratic l.e.ad.e.rs ar.e high-
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h.and.ed l.e.ad.e.rs and ar.e th.e centr.e of eve.ry a.c.tivity th.at goes o.n i.n th.e es.tablishment and all 

auth.o.rity emanated fr.o.m th.em and ends with th.em (Ako.r, 2014). A.cco.rdi.ng to Iqbal, (2015), 

autocratic l.e.ad.e.rs ar.e ch.ara.c.te.rized by an “I te.ll” phi.losophy. Nwankwo (2001) d.escribed 

autocratic s.tyl.e, l.e.ad.e.rs excl.usive.ly make d.e.cisio.ns and pr.od.uc.tio.n is emph.a.sized at th.e 

expense of any h.uman co.nsi.d.e.ratio.n. 

L.aissez-fair.e l.e.ad.e.rship s.tyl.e is a.ssociated with unpr.od.uc.tiveness, i.neffe.c.tiveness and 

diss.atisfa.c.tio.n (Koe.ch and Namuso.nge, 2012)., l.aissez fair.e l.e.ad.e.rs avoi.d maki.ng d.e.cisio.ns, 

th.e pr.ovisio.n of r.e.wards and th.e pr.ovisio.n of positive/negative feedba.ck to subo.rdi.nates 

(Mes.te.r, et al., 2003). Jo.nes and Rudd (2007) d.escribed l.aissez-fair.e l.e.ad.e.rship a.s l.e.ad.e.rship 

i.n an i.na.c.tive fo.r.m ch.ara.c.te.rized by unwi.lli.ngness to be a.c.tive.ly i.n ved and a vie.w th.at th.e 

bes.t l.e.ad.e.rship co.mes fr.o.m dis.a.ssociatio.n fr.o.m a.c.tivities. Th.ese l.e.ad.e.rs avoi.d a.c.tive 

p.articip.atio.n i.n r.espo.nsibi.lity of go.al.s setti.ng and avoi.d bei.ng i.n ved wh.en l.e.ad.e.rship 

dir.e.c.tio.n is need.ed (Ejimabo, 2015).  

Cl.a.ssical s.tyl.es of l.e.ad.e.rship i.n d.e.cisio.n maki.ng: autocratic, d.emocratic and l.aissez-fair.e 

(Bi.llig, 2015). D.emocratic l.e.ad.e.rs be.lieve i.n gr.o.up p.articip.atio.n and majo.rity rul.e i.n th.e 

d.e.cisio.n maki.ng, autocratic l.e.ad.e.rship s.tyl.e imposes tight co.ntr.ol and expe.c.ts obedience and 

l.aissez-fair.e l.e.ad.e.rship s.tyl.e h.a.s low i.n vement of a.c.tivities, l.e.avi.ng matte.rs to th.eir 

followe.rs and ve.ry littl.e i.n vement i.n d.e.cisio.ns maki.ng.  Manage.rial gri.d r.efl.e.c.ted two 

dimensio.ns of l.e.ad.e.rship; “Co.nce.rn fo.r Peopl.e” r.efl.e.c.ti.ng to th.e d.egr.ee to which l.e.ad.e.r car.e 

fo.r te.am membe.r’s needs, ar.e.a.s of pe.rso.nal d.eve.lopment and i.nte.r.es.t wh.en d.e.ci.di.ng h.ow 

bes.t to a.chieve go.al, wh.e.r.e.a.s “Co.nce.rn fo.r Pr.od.uc.tio.n” r.efe.rs to th.e d.egr.ee h.ow l.e.ad.e.r 

focuses o.n co.mp.any pr.od.uc.tivity, efficiency and obje.c.tives wh.en d.e.ci.di.ng h.ow bes.t to 

a.chieve go.al.s (Bold.en, et al., 2003).  

Situatio.nal l.e.ad.e.rship o.rigi.nally wa.s d.eve.loped and d.escribed to d.escribe l.e.ad.e.rship s.tyl.e 

and s.tr.ess th.e need to co.n.ne.c.t l.e.ad.e.rship s.tyl.e to th.e maturity l.eve.l of th.e followe.rs 

(McCl.eskey, 2014). This th.eo.ry emph.a.sized th.at i.ns.te.ad of applyi.ng jus.t o.ne l.e.ad.e.rship 

s.tyl.e, successful l.e.ad.e.rs sh.o.uld ch.ange th.e l.e.ad.e.rship s.tyl.e ba.sed o.n th.e d.etai.l.s of ta.sks and 

th.e maturity of th.eir followe.rs a.s we.ll a.s h.avi.ng a ratio.nal und.e.rs.tandi.ng of a situatio.n 

McCl.eskey, (2014). 
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Te.a.ch.e.r trai.ni.ng and d.eve.lopment 

Trai.ni.ng and d.eve.lopment is anoth.e.r i.ndicato.r fo.r o.rganis.atio.nal cultur.e be an impo.rtant 

i.ns.trument fo.r s.taff effe.c.tiveness i.n eve.ry o.rganis.atio.n. 

Trai.ni.ng is d.efi.ned a.s th.e pr.ocess by which te.a.ch.e.rs ar.e pr.ovi.d.ed with  knowledge and ski.ll.s 

th.at ar.e r.equir.ed to ope.rate withi.n th.eir wo.rk envir.o.nment (So.mme.rvi.ll.e, 2007). It is al.so an 

a.c.tivity th.at ch.anges wo.rke.rs’ beh.avio.r. I.n this s.tudy trai.ni.ng and d.eve.lopment is d.efi.ne a.s 

type of trai.ni.ng and d.eve.lopment pra.c.ticed and fr.equency of th.e trai.ni.ng th.at is avai.l.abl.e to 

th.e te.a.ch.e.rs i.n public se.co.ndary sch.o.ol.s. 

 

Trai.ni.ng is an impo.rtant to.ol i.n H.uman R.eso.urce Management pra.c.tices, and h.ence many 

o.rganis.atio.ns h.ave co.me to r.e.alize th.e impo.rtance of trai.ni.ng and d.eve.lopment i.n th.eir 

wo.rkpl.a.ce. It h.e.lps to impr.ove o.rganis.atio.n pr.od.uc.tivity and enh.ance Te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance. S.taff te.a.ch.e.rs co.uld be d.eve.loped with mo.r.e ski.ll.s i.n th.e pr.esence of ne.w te.ch  

logies. Te.a.ch.e.r trai.ni.ng co.mmands h.ar.mo.nio.us wo.rk envir.o.nment, a.ccurate wo.rk 

spe.cificatio.ns and a p.a.ssio.n to wo.rk. It al.so enco.urages te.am spirit amo.ngs.t wo.rke.rs (Trai.  l, 

2009). It s.tr.ength.ens th.e cap.abi.lities of te.a.ch.e.rs and gives th.em a co.mpetitive advantage. 

Wo.rke.r’s pe.rso.nal ch.ara.c.te.rs and pr.ofessio.nal abi.lities wi.ll be impr.oved (So.mme.rvi.ll.e, 

2007). Mo.r.eove.r, it i.ncr.e.a.ses te.a.ch.e.r job s.atisfa.c.tio.n and wi.ll h.e.lp th.em to h.ave a bette.r 

und.e.rs.tandi.ng of th.eir wo.rk. Trai.ni.ng and d.eve.lopment enh.ances se.lf d.eve.lopment and se.lf 

co.nfi.d.ence i.n th.e wo.rkpl.a.ce and al.so allows th.em to be.co.me mo.r.e effe.c.tive pr.obl.em solve.rs. 

Fo.r th.e o.rganis.atio.n, trai.ni.ng l.e.ads to i.ncr.e.a.sed pr.od.uc.tivity, r.ed.uces te.a.ch.e.r a.cci.d.ents and 

s.afety viol.atio.ns, h.e.lps with o.rganis.atio.nal d.eve.lopment and r.ed.uces wa.s.tage and te.a.ch.e.r 

tunover. 

 

I.n public se.co.ndary sch.o.ol.s, th.e co.mpetences and qualities of wo.rke.rs ar.e co.nsi.d.e.r.ed a.s 

essential. Th.e quality of se.rvices d.e.live.r.ed d.epends or is a product of quality te.a.ch.e.rs 

r.e.cruited. Te.a.ch.e.r qualities al.so d.epend o.n h.ow much trai.ni.ng and d.eve.lopment is a.cquir.ed 

through th.e o.rganis.atio.n, a.s we.ll a.s  knowledge and ski.ll.s gai.ned. Te.a.ch.e.r trai.ni.ng gene.rally 

i.ncr.e.a.ses pr.od.uc.tivity, mo.tivates wo.rke.rs and i.nspir.es ski.ll.s by pr.ovi.di.ng all th.e i.nfo.r.matio.n 

th.at wo.rke.rs need to do th.eir wo.rk (Yang, 2010). Trai.ni.ng and d.eve.lopment co.uld h.e.lp 

o.rganis.atio.ns to impl.ement H.uman R.eso.urces Management pra.c.tices and policies, trai.ni.ng 

and d.eve.lopment seem to be an impo.rtant d.eve.lopment s.trategy fo.r all o.rganis.atio.ns to h.e.lp 
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i.n impr.ovi.ng ski.ll.s th.at co.uld i.nfl.uence positive beh.avio.ur and impr.ove th.e Te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance. 

 

Ski.ll.s d.eve.lopment within se.co.ndary sch.o.ol.s 

Th.e natur.e of wo.rk and employment i.n th.e public se.co.ndary sch.o.ol disco.urages trai.ni.ng and 

causes a sh.o.rtage of ski.ll.s i.n sch.o.ol sys.tem. A.cco.rdi.ng to Baum (2014), te.a.chi.ng pr.ofessio.n 

is attributed to h.ave a tend.ency to low wages and ski.ll.s sh.o.rtage; unsocial h.o.urs; is fami.ly 

unfriendly, non-exis.tence of car.ee.r s.truc.tur.es; high l.eve.l.s of l.abo.ur tunover; and i.nfo.r.mal 

r.e.cruitment pra.c.tices. Public se.co.ndary sch.o.ol.s, gene.rally, is do.mi.nated by low ski.ll.ed 

wo.rke.rs th.at ar.e not pr.ofessio.nal, unmo.tivated, untrai.ned, unski.ll.ed and mi.nimally 

pr.od.uc.tive. Agai.n, Baum (2021) s.tates th.at sch.o.ol sys.tems ope.rate withi.n a busi.ness cultur.e 

wh.e.r.e l.abo.ur is r.egard.ed a.s cos.ts and ski.ll.s, and ar.e not val.ued o.r d.eve.loped. H.e furth.e.r 

s.tates th.at wo.rk pr.ovi.d.es oppo.rtunities th.at range fr.o.m senio.r global busi.ness management 

thr.o.ugh to wo.rk withi.n th.e r.e.a.ch of peopl.e with a range of physical and l.e.arni.ng dis.abi.lities, 

but owi.ng to low ski.ll.ed wo.rke.rs, th.ese oppo.rtunities ar.e negl.e.c.ted. 

 

Po.o.r trai.ni.ng and d.eve.lopment i.n ed.ucatio.nal sys.tem 

Te.a.ch.e.r trai.ni.ng and d.eve.lopment h.e.lps wo.rke.rs to beh.ave we.ll with th.eir cus.to.me.rs 

(Po.ul.s.to.n, 2019). Mos.t public se.co.ndary sch.o.ol.s h.ave a po.o.r r.eputatio.n fo.r trai.ni.ng and ar.e 

unwi.lli.ng to empowe.r th.eir wo.rke.rs with trai.ni.ng i.n ca.se th.ey subsequently l.e.ave th.e 

te.a.chi.ng se.rvice (Lowry 2002 and Maxwe.ll 2001). A te.a.chi.ng job is a job th.at ar.e do.ne und.e.r 

co.nd.ucive and h.e.althy envir.o.nment be.cause of dir.e.c.t co.nsumptio.n th.at th.e pr.od.uc.ts i.n ves, 

which me.ans th.at i.nsufficient ski.ll wi.ll pl.a.ce gr.e.at risk to th.e pr.od.uc.t and se.rvices r.end.e.r.ed 

to th.eir cus.to.me.rs. Th.e mai.n argument i.n this articl.e is th.at so.me public se.co.ndary sch.o.ol 

te.a.ch.e.rs do not r.e.ceive e  .ugh trai.ni.ng to enabl.e th.em do th.eir wo.rk effe.c.tive.ly. I.nad.equate 

trai.ni.ng and d.eve.lopment affe.c.ts job s.atisfa.c.tio.n and wo.rk pe.rfo.r.mance of wo.rke.rs, which, 

i.n turn, r.esults i.n s.taff tunover and al.so thr.e.atens quality s.tandards (L.a.shl.ey and Bes.t, 2002). 

O.ne of th.e bigges.t pr.obl.ems expe.rienced i.n th.e sch.o.ol.s is sh.o.rtage of ski.ll.s; th.e public 

se.co.ndary sch.o.ol.s displ.ay th.e lowes.t l.eve.l of trai.ni.ng. R.e.cent r.ese.arch o.n trai.ni.ng i.n th.e 

public se.co.ndary sch.o.ol.s fo.und th.at o.nly fe.w pe.rcent of ed.ucatio.n mi.nis.try h.ad a trai.ni.ng 

pl.an, whi.l.e so.me h.ad a trai.ni.ng budget but r.efuse to impl.ement it. 
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Additio.nally, trai.ni.ngis s.ai.d to be a sys.tematic pr.ocess via which an o.rganis.atio.n’s h.uman 

r.eso.urces gai.n  knowledge and d.eve.lop ski.ll.s by i.ns.truc.tio.n and pra.c.tical a.c.tivities th.at r.esult 

i.n impr.oved co.rpo.rate pe.rfo.r.mance. A.s s.tated e.arlie.r, sch.o.ol admi.ns.trato.rs do not always 

pra.c.tice trai.ni.ng i.n th.eir o.rganis.atio.ns. Many r.e.a.so.ns h.ave been given why th.ey do not 

engage i.n trai.ni.ng. A.cco.rdi.ng to Boe.ll.a (1996), r.e.a.so.ns fo.r a l.a.ck of trai.ni.ng ar.e a.s follows: 

firs.t, many te.a.ch.e.rs does not pr.ep.ar.e fo.r fo.r.mal trai.ni.ng th.emse.lves and h.ence ar.e not awar.e 

of trai.ni.ng benefits. Se.co.nd, employe.rs ar.e mo.r.e i.nte.r.es.ted i.n th.e ope.ratio.nal pr.obl.ems of th.e 

O.rganis.atio.n rath.e.r th.an trai.ni.ng and do not h.ave time to pl.an ah.e.ad. Third, many i.nd.us.tries 

can.not affo.rd sufficient capital to i.nves.t i.n trai.ni.ng. 

 

Te.a.ch.e.rs co.uld be equipped with mo.r.e ski.ll.s i.n th.e use of ne.w te.ch  logies to bri.ng abo.ut 

effe.c.tive pe.rfo.r.mance i.n th.e sch.o.ol sys.tem. S.taff trai.ni.ng co.mmands h.ar.mo.nio.us wo.rk 

envir.o.nment, a.ccurate wo.rk spe.cificatio.ns and a p.a.ssio.n to wo.rk. It al.so may enco.urage te.am 

spirit amo.ngs.t wo.rke.rs. It may al.so s.tr.ength.en th.e cap.abi.lities of s.taff and give th.em a 

co.mpetitive advantage. Te.a.ch.e.rs’ pe.rso.nal ch.ara.c.te.r and pr.ofessio.nal abi.lities wi.ll be 

impr.oved with ad.equate and time.ly trai.ni.ng and d.eve.lopment (So.mme.rvi.ll.e, 2010). 

Mo.r.eove.r, it may i.ncr.e.a.se s.taff job s.atisfa.c.tio.n and may h.e.lp th.em to h.ave a bette.r 

und.e.rs.tandi.ng of th.eir wo.rk which wi.ll i.ncr.e.a.se th.e ta.sk pe.rfo.r.mance. Trai.ni.ng and 

d.eve.lopment co.uld enh.ance se.lf-d.eve.lopment and se.lf co.nfi.d.ence i.n th.e sch.o.ol sys.tem, 

allowi.ng te.a.ch.e.rs to be.co.me mo.r.e effe.c.tive pr.obl.em solve.rs. Fo.r th.e sch.o.ol, trai.ni.ng l.e.ads to 

i.ncr.e.a.sed pr.od.uc.tivity, r.ed.uces s.taff a.cci.d.ents and s.afety viol.atio.ns, h.e.lps with 

o.rganis.atio.nal d.eve.lopment, r.ed.uces wa.s.tage and s.taff tunover  

Fi.nally, th.ey be.lieved th.at it is th.e r.espo.nsibi.lity of coll.eges to equip th.eir candi.dates with e  

.ugh trai.ni.ng. H.ence, i.n many i.nd.us.tries, trai.ni.ng is a th.eo.ry rath.e.r th.an a r.e.ality. H.oweve.r, 

pri.ncip.al.s, i.ns.te.ad of vie.wi.ng trai.ni.ng a.s an o.n-goi.ng pr.ocess, r.egard it a.s a o.ne-time a.c.tivity 

th.at is d.esigned to equip te.a.ch.e.rs with ski.ll.s to wo.rk. Te.a.ch.e.rs i.n se.co.ndary sch.o.ol.s ar.e 

kNown fo.r po.o.r r.eputatio.n of trai.ni.ng (Maxwe.ll, 2004). 

Sch.o.ol admi.nis.trato.rs do not empowe.r th.eir te.a.ch.e.rs with trai.ni.ng i.n ca.se th.ey d.e.ci.d.e to 

l.e.ave. This l.e.ads to po.o.r pe.rfo.r.mance of wo.rke.rs. Th.o.ugh th.e wo.rke.rs ar.e not trai.ned, th.ey 
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ar.e punish.ed fo.r po.o.r pe.rfo.r.mance. Trai.ni.ng and d.eve.lopment co.uld affe.c.ts te.a.ch.e.rs’ job 

pe.rfo.r.mance, which, i.n turn, affe.c.t te.a.ch.e.r r.etentio.n.. 

 

Ta.sk autonomy 

Co.nsi.d.e.ri.ng a pe.rso.n’s job usually i.n ves a variety of ta.sks th.at diffe.r by natur.e, it may be 

difficult to give te.a.ch.e.rs full discr.etio.n ove.r th.eir job, but rath.e.r o.rganis.atio.ns can s.atisfy an 

i.ndivi.d.ual’s need fo.r autonomy by pr.ovi.di.ng ta.sks with high autonomy. A mai.n focus of th.e 

curr.ent s.tudy is ta.sk autonomy, which is mo.r.e spe.cific th.an job autonomy. Job autonomy 

pr.ovi.d.es subs.tantial discr.etio.n, fr.eedo.m, and i.nd.epend.ence to a pe.rso.n, i.n d.ete.r.mi.ni.ng th.e 

pr.oced.ur.es used to carry o.ut wo.rk (H.a.ckman and Oldh.am, (2020), and is co.mprised of 

multipl.e ta.sks th.at h.ave vario.us d.egr.ees of autonomy withi.n e.a.ch ta.sk. Ta.sk autonomy al.so 

gives i.ndivi.d.ual.s discr.etio.n ove.r impo.rtant job d.e.cisio.ns, but it is th.e variatio.n at th.e l.eve.l of 

th.e ta.sk th.at is mos.t impo.rtant. Ta.sk autonomy gives i.ndivi.d.ual.s co.ntr.ol ove.r th.e pr.ocess of 

co.mpl.eti.ng a p.articul.ar ta.sk, i.ncl.udi.ng th.e fr.eedo.m to ch.o.ose th.e meth.ods and s.trategies 

ne.cess.ary to r.e.a.ch a go.al. Fo.r i.ns.tance, so.me ta.sks ar.e pr.ovi.d.ed with i.ns.truc.tio.n a.s to h.ow to 

carry o.ut a ta.sk i.n o.rd.e.r to r.e.a.ch a go.al, whi.l.e o.th.e.r ta.sks allow te.a.ch.e.rs to d.ete.r.mi.ne th.e 

bes.t s.trategy a.s to h.ow to pe.rfo.r.m a ta.sk to r.e.a.ch a go.al. Ta.sk autonomy al.so diffe.rs fr.o.m 

p.articip.atio.n (L.angfr.e and Moye, 2021)), which r.efe.rs to a d.e.cisio.n-maki.ng pr.ocess th.at 

usually i.ncl.ud.es mo.r.e th.an o.ne pe.rso.n (e.g., an i.ncumbent and a supe.rviso.r). Th.e end r.esult 

of p.articip.atio.n is typically a joi.nt d.e.cisio.n, wh.e.r.e.a.s ta.sk autonomy is an i.ndivi.d.ual d.e.cisio.n. 

 

Wh.en i.ndivi.d.ual.s ar.e given ta.sk autonomy, this i.nd.epend.ence i.n d.ete.r.mi.ni.ng th.e sch.ed.uli.ng 

of wo.rk, h.ow to pe.rfo.r.m wo.rk and th.e setti.ng of pe.rfo.r.mance go.al.s can positive.ly affe.c.t 

wo.rk beh.avio.urs. Wh.en te.a.ch.e.rs ar.e given discr.etio.n withi.n th.eir jobs, th.ey ar.e abl.e to 

e.limi.nate un.ne.cess.ary ta.sks, discove.r and uti.lize sh.o.rtcuts which ultimate.ly can make 

te.a.ch.e.rs mo.r.e efficient. Ta.sk autonomy h.a.s al.so been sh.own to pr.o.mo.te high ta.sk 

pe.rfo.r.mances (Jo.o, Jeung, and Yo.o.n, 2010; D.e.ci and Ryan, 2011), r.ed.uce absenteeism and 

h.a.s been r.e.l.ated to l.eve.l.s of pe.rceived co.mpetence and pe.rceptio.ns of co.ntr.ol. A fee.li.ng of 

co.ntr.ol cr.e.ates a sense of go.al owne.rship and d.edicatio.n, which co.nsequently i.ncr.e.a.ses o.ne’s 

to effe.c.tive pe.rfo.r.mi.ng th.eir ta.sk. A.s mentio.ned i.n go.al setti.ng th.eo.ry, h.avi.ng high ta.sk 

pe.rfo.r.mance is impo.rtant fo.r go.al attai.nment, espe.cially difficult go.al.s, be.cause th.ese go.al.s 

take lo.nge.r to a.chieve and ar.e h.ard.e.r to r.e.a.ch. Al.so, wh.en a go.al is pe.rceived to be und.e.r a 
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pe.rso.n’s co.ntr.ol, th.e go.al is mo.r.e like.ly to be a.ccepted, and mo.r.e effo.rt and pe.rsis.tence is 

expend.ed toward r.e.a.chi.ng th.e go.al l.e.adi.ng to high.e.r rates of go.al attai.nment and high.e.r 

pe.rfo.r.mances (E.r.ez and Kanfe.r, 2020; L.ath.am and Yukl, 2021). O.n th.e o.th.e.r h.and, wh.en 

i.ndivi.d.ual.s ar.e not given th.e co.ntr.ol to d.eve.lop th.e meth.ods and pr.ocesses to a.chieve a go.al, 

th.ese co.ntr.olli.ng s.trategies can r.ed.uce an i.ndivi.d.ual’s sense of co.ntr.ol ove.r th.e i.nitiatio.n and 

r.egul.atio.n of a.c.tivities. Bei.ng co.ntr.oll.ed es.tablish.es th.e i.d.e.a of h.avi.ng to engage i.n ce.rtai.n 

beh.avio.ur and cr.e.ates a sense of pr.essur.e, and situatio.ns th.at appe.ar co.ntr.olli.ng (e.g., 

cl.a.ssr.o.o.ms o.r busi.ness setti.ngs) can r.esult i.n d.e.cr.e.a.sed l.e.arni.ng and po.o.r.e.r attitud.es 

(Flowe.rday and Schraw, 2003). To avoi.d negative wo.rk o.utco.mes it is impo.rtant to h.ave an 

envir.o.nment th.at pr.o.mo.tes pe.rceptio.ns of i.ndivi.d.ual co.ntr.ol and ch.oice. 

 

Ta.sk autonomy gives i.ndivi.d.ual.s th.e oppo.rtunity to ch.o.ose h.ow to co.mpl.ete a ta.sk 

(Flowe.rday and Schraw, 2003). Expe.rienci.ng a sense of ch.oice is an impo.rtant e.l.ement i.n 

auto.  .mo.us beh.avio.ur, but a.s th.e te.r.m ch.oice is not r.efe.rr.ed to a.s a cognitive co.ncept, wh.e.r.e 

o.ne is ch.o.osi.ng amo.ng beh.avio.ural optio.ns, but rath.e.r r.efe.rs to th.e i.ntrape.rso.nal o.r 

i.nte.rpe.rso.nal fo.rces th.at give o.ne a sense of i.ntegrated func.tio.ni.ng. Co.rdova and L.eppe.r 

(1996) fo.und th.at co.mp.ar.ed to    ch.oice, allowi.ng peopl.e to ch.o.ose h.ow to co.mpl.ete an 

a.c.tivity l.ed to gr.e.ate.r liki.ng of th.e ta.sk and high.e.r l.eve.l.s of pe.rceived co.mpetence. This 

pr.ovisio.n of ch.oice pr.od.uced subs.tantial i.ncr.e.a.ses i.n p.articip.ants’ mo.tivatio.n, l.eve.l of 

a.spiratio.n, engagement i.n l.e.arni.ng, se.lf d.ete.r.mi.natio.n and sense of co.ntr.ol, and al.so l.ed to 

p.articip.ants pr.efe.rri.ng mo.r.e difficult ta.sks. Situatio.ns th.at pr.ovi.d.e ta.sk autonomy enco.urage 

i.ndivi.d.ual.s to engage i.n se.lf d.ete.r.mi.ned beh.avio.ur (D.e.ci and Ryan, 2011), which h.a.s been 

r.e.l.ated to positive o.utco.mes, such a.s i.ncr.e.a.ses i.n cr.e.ativity, a.chievement, fl.exibi.lity, and 

co.mpr.eh.ensio.n. R.ese.arch.e.rs lo.ok fo.r ways to bes.t d.esign i.ndivi.d.ual jobs to exploit th.e 

benefits of high ta.sk autonomy, und.e.rs.tandi.ng th.at o.th.e.r ta.sk ch.ara.c.te.ris.tics may i.nfl.uence 

th.e effe.c.ts of ta.sk autonomy o.n pe.rfo.r.mance. 

2.1.4    Wo.rk envir.o.nment i.n se.co.ndary sch.o.ol.s 

Th.e wo.rki.ng envir.o.nment co.nsis.ts of two br.o.ad.e.r dimensio.ns such a.s wo.rk and co.ntext. 

Wo.rk i.ncl.ud.es all th.e diffe.r.ent ch.ara.c.te.ris.tics of th.e job like th.e way job is carried o.ut and 

co.mpl.eted, i.n vi.ng th.e ta.sks like ta.sk a.c.tivities trai.ni.ng, co.ntr.ol o.n o.ne’s own job r.e.l.ated 
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a.c.tivities, a sense of a.chievement fr.o.m wo.rk, variety i.n ta.sks and th.e i.ntri.nsic val.ue fo.r a 

ta.sk. Many r.ese.arch p.ape.rs h.ave focused o.n th.e i.ntri.nsic a.spe.c.t of th.e job s.atisfa.c.tio.n 

R.esults h.ave sh.own th.at th.e.r.e is a positive li.nk between wo.rk envir.o.nment and i.ntri.nsic 

a.spe.c.t of th.e job s.atisfa.c.tio.n. Furth.e.r th.ey d.escribed th.e se.co.nd dimensio.n of job s.atisfa.c.tio.n 

kNown a.s co.ntext co.mprises of th.e physical wo.rki.ng co.nditio.ns and th.e social wo.rki.ng 

co.nditio.ns (So.us.a-Poza and So.us.a-Poza, 2000; Gaziogl.u and Tanse.lb, 2006; Skalli, 

Th.eodossio.u, and Va.si.l.eio.u, 2019). 

 

Spe.c.to.r (2020) obse.rved th.at mos.t busi.nesses ig  .r.e th.e wo.rki.ng envir.o.nment withi.n th.eir 

o.rganizatio.n r.esulti.ng i.n an adve.rse effe.c.t o.n th.e pe.rfo.r.mance of th.eir te.a.ch.e.rs. A.cco.rdi.ng to 

him, wo.rki.ng envir.o.nment co.nsis.ts of s.afety to te.a.ch.e.rs, job se.curity, go.od r.e.l.atio.ns with co-

wo.rke.rs, r.e.cognitio.n fo.r go.od pe.rfo.r.mance, mo.tivatio.n fo.r pe.rfo.r.mi.ng we.ll and p.articip.atio.n 

i.n th.e d.e.cisio.n maki.ng pr.ocess of th.e sch.o.ol. H.e furth.e.r e.l.abo.rated th.at o.nce te.a.ch.e.rs r.e.alize 

th.at th.e sch.o.ol co.nsi.d.e.rs th.em impo.rtant, th.ey wi.ll h.ave high l.eve.l of co.mmitment and a 

sense of owne.rship fo.r th.eir o.rganis.atio.n. 

 

Diffe.r.ent fa.c.to.rs withi.n th.e wo.rki.ng envir.o.nment such a.s wages, wo.rki.ng h.o.urs, autonomy 

given to te.a.ch.e.rs, o.rganis.atio.nal s.truc.tur.e and co.mmunicatio.n between te.a.ch.e.rs and 

management may affe.c.t job co.mmitment (L.ane, Esse.r, H.olte, and An.ne, 2010). I.n a sch.o.ol it 

can be obse.rved th.at mos.tly te.a.ch.e.rs h.ave pr.obl.ems with th.eir supe.rviso.r wh.o is not givi.ng 

th.em th.e r.espe.c.t th.ey d.ese.rve. Supe.rviso.rs al.so sh.ow h.arsh beh.avio.urs to te.a.ch.e.rs d.ue to 

which th.ey ar.e not co.mfo.rtabl.e to sh.ar.e go.od and i.n.  vative i.d.e.a.s with th.eir supe.rviso.rs. 

Furth.e.r.mo.r.e, h.e d.escribes th.at top management limits te.a.ch.e.rs to th.eir ta.sks rath.e.r th.an 

cr.e.ati.ng a sense of r.espo.nsibi.lity i.n te.a.ch.e.rs by maki.ng th.em wo.rk i.n te.ams to attai.n high 

pe.rfo.r.mance. 

 

Se.ll and Bryan (2011) argues th.at th.e i.nte.ra.c.tio.n between te.a.ch.e.rs withi.n a sch.o.ol is crucial 

fo.r a.cco.mplishi.ng th.e se.co.ndary ed.ucatio.nal go.al.s. Furth.e.r h.e d.escribes th.at th.e 

co.mmunicatio.n of i.nfo.r.matio.n mus.t be pr.ope.rly do.ne i.n a time.ly man.ne.r so th.at th.e 

ope.ratio.ns of th.e sch.o.ol ar.e run.ni.ng smo.o.thly. If th.e.r.e is a cl.a.sh between co-wo.rke.rs th.en it 

is difficult to a.chieve th.e obje.c.tives of th.e sch.o.ol.  
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Job se.curity 

Job se.curity is d.efi.ned by James (2012) a.s th.e a.ssurance i.n an te.a.ch.e.r’s job co.nti.nuity d.ue to 

th.e gene.ral economic co.nditio.ns i.n th.e co.untry. A.cco.rdi.ng to Ad.ebayo and L.ucky (2012), it 

is co.nce.rned with th.e possibi.lity o.r pr.obabi.lity of an i.ndivi.d.ual keepi.ng his/h.e.r job. It d.e.al.s 

with th.e ch.ances of te.a.ch.e.rs keepi.ng th.eir jobs i.n o.rd.e.r not be unemployed. Jobs which ar.e 

not ba.cked by i.nd.efi.nite co.ntra.c.t o.r can.not be guaranteed fo.r r.e.a.so.nabl.e pe.riod ar.e d.eemed 

to l.a.ck job se.curity (Simo.n 2011). It is al.so seen a.s th.e te.a.ch.e.rs fr.ee fr.o.m th.e fe.ar of bei.ng 

dismissed fr.o.m his/h.e.r pr.esent employment o.r job loss. So.me pr.ofessio.ns and employment 

a.c.tivities h.ave gr.e.ate.r job se.curity th.an o.th.e.rs. Job se.curity is te.a.ch.e.r's a.ssurance o.r 

co.nfi.d.ence th.at th.ey wi.ll keep th.eir curr.ent job fo.r a lo.nge.r pe.riod a.s th.ey so wish 

(busi.nessdic.tio.nary.co.m).  

 

It is th.e a.ssurance fr.o.m th.e sch.o.ol o.r o.rganis.atio.n th.at th.eir te.a.ch.e.rs wi.ll r.emai.n with th.em 

fo.r a r.e.a.so.nabl.e pe.riod of time with.o.ut bei.ng wr.o.ngly dismissed Ad.ebayo and L.ucky, (2012) 

co.ncept of job se.curity s.tarted gai.ni.ng popul.arity i.n th.e r.e.cent times a.s a r.esult of economic 

pr.essur.es o.n o.rganis.atio.ns. This co.uld be th.e r.e.a.so.n why agr.eed th.at job se.curity h.a.s be.co.me 

i.ndispens.abl.e i.n te.a.ch.e.r and o.rganis.atio.n pr.efe.r.ence lis.t, p.articul.arly d.ue to economic 

r.e.a.so.ns. Sch.appe.l (2012), it h.a.s be.co.me o.ne of th.e mos.t crucial and impo.rtant fa.c.to.rs amo.ng 

th.e te.a.ch.e.r pr.efe.r.ence lis.t a.s we.ll a.s th.e o.rganis.atio.n. (Watso.n, 2010) fo.und o.ut th.at 

globally, abo.ut 75% of th.e te.a.ch.e.rs pr.efe.rr.ed to keep th.eir jobs co.mp.ar.ed to o.th.e.r fa.c.to.rs i.n 

th.eir pr.efe.r.ence lis.t. This i.ndicates th.at job se.curity is a.s impo.rtant a.s th.e te.a.ch.e.rs’ s.al.ary and 

h.e.althcar.e. Pr.esently, th.e mos.t impo.rtant d.esir.e of eve.ry te.a.ch.e.r is to keep th.eir jobs fo.r a.s 

lo.ng a.s th.ey wish. I.n this vie.w, it implies th.at job se.curity h.a.s be.co.me th.e mos.t d.ete.r.mi.nant 

and key e.l.ement i.nfl.uenci.ng te.a.ch.e.r’s d.e.cisio.n o.n wh.eth.e.r to joi.n an o.rganis.atio.n o.r not. 

Th.e.r.efo.r.e, th.e crucial ch.all.enge fa.ci.ng th.e o.rganis.atio.n is not jus.t to employ and r.etai.n 

wo.rke.rs but to ensur.e th.at te.a.ch.e.rs ar.e a.ssur.ed of th.eir jobs fo.r a.s lo.ng a.s th.ey wish. 

 

I.n Nige.ria, th.e te.a.ch.e.rs ar.e fa.s.t be.co.mi.ng awar.e of th.e impo.rtance of job se.curity. H.a.ss.an, 

2012, Bunmi, 2011)H.oweve.r, th.e big pic.tur.e fo.r job se.curity is grim and do.ubtful d.ue to 

do.mi.nance of so.me ethnic gr.o.ups i.n mos.t o.rganis.atio.ns. Anoth.e.r extr.eme is th.at te.a.ch.e.rs 

may d.e.ci.d.e to l.e.ave th.e o.rganis.atio.n if th.ey ar.e not th.e s.ame ethnic gr.o.up with th.e 

l.e.ad.e.rship of th.e o.rganis.atio.n. Th.e impo.rtance of job se.curity to Mal.aysian te.a.ch.e.rs can.not 
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be und.e.r.es.timated. Fo.r i.ns.tance, i.n th.e mi.ds.t of economic crisis, Mal.aysian te.a.ch.e.rs rank job 

se.curity a.s th.eir mos.t impo.rtant and crucial employment crite.ria. Th.e r.e.cent data pr.ovi.d.ed by 

th.e global pr.ofessio.nal se.rvices co.mp.any Towe.r Watso.n i.ndicates th.at 11% of Nige.ria 

te.a.ch.e.rs want to r.emai.n i.n th.eir jobs. Th.e.r.efo.r.e, to ensur.e effe.c.tive pe.rfo.r.mance, 

o.rganis.atio.ns h.ave r.esolved to cr.e.ate a friendly envir.o.nment by focusi.ng o.n te.a.ch.e.rs' job 

se.curity, kNowi.ng fully we.ll th.at te.a.ch.e.rs pe.rfo.r.m bette.r wh.en th.ey ar.e a.ssur.ed of th.eir jobs 

and this wi.ll be r.efl.e.c.ted i.n th.e ove.rall pe.rfo.r.mance of th.e o.rganis.atio.n. Alth.o.ugh, s.tudies 

exami.ni.ng job se.curity and h.ow it affe.c.ts o.rganis.atio.nal pe.rfo.r.mance seem to be limited and 

scarce. H.oweve.r, th.e fe.w avai.l.abl.e s.tudies h.ave pr.ovi.d.ed i.nco.nsis.tent r.esults. This th.e.r.efo.r.e 

sugges.ts th.at furth.e.r s.tudy is r.equir.ed i.n this do.mai.n. A.s a r.esult, this co.ncept explo.r.es job 

se.curity i.n r.e.l.atio.n to ta.sk pe.rfo.r.mance. Fi.nally, it argues o.n th.e impo.rtance of job se.curity i.n 

a.chievi.ng a bette.r o.rganis.atio.nal ta.sk pe.rfo.r.mance espe.cially i.n a multiethnic envir.o.nment. 

 

R.e.ward sys.tem 

R.e.ward sys.tems emph.a.size th.e impo.rtance of all a.spe.c.ts of co.mpens.atio.n a.s an i.ntegrated 

and coh.e.r.ent wh.ol.e. All th.e e.l.ements of r.e.ward-ba.se p.ay, p.ay co.nti.ngent o.n pe.rfo.r.mance, 

co.mpetence o.r, te.a.ch.e.r benefits and non-fi.nancial r.e.wards-ar.e d.e.libe.rate.ly li.nked togeth.e.r so 

th.at th.ey ar.e mutually suppo.rtive. R.e.ward sys.tems al.so r.efe.r to all th.e employe.r’s avai.l.abl.e 

to.ol.s th.at may be used to attra.c.t, r.etai.n, mo.tivate and s.atisfy te.a.ch.e.rs (Ar.ms.tr.o.ng, 2006). 

This encapsul.ates th.e to.tality of i.nves.tment th.at an o.rganis.atio.n makes i.n its peopl.e and 

eve.rythi.ng its te.a.ch.e.rs val.ue i.n th.e employment r.e.l.atio.nship. I.n a simplis.tic p.arl.ance, th.e 

notio.n of r.e.ward sys.tems me.an th.at th.e.r.e is mo.r.e to r.e.wardi.ng peopl.e th.an thr.owi.ng mo.ney 

at th.em (Wo.rld at Wo.rk, 2010). It essentially co.n.notes th.at th.e mo.netary val.ues noth.e r.e.ward 

p.a.ckage s.ti.ll matte.r, but th.ey ar.e not th.e o.nly fa.c.to.rs a.s rightly articul.ated. R.e.ward sys.tems 

ar.e ba.sed o.n bui.ldi.ng a much d.eepe.r und.e.rs.tandi.ng of th.e te.a.ch.e.r agenda a.cr.oss all e.l.ements 

i.n employment r.e.l.atio.nships. A.cco.rdi.ng to Oyed .e .l .e (2015) r.e.ward sys.tems h.ave to do with 

empowe.ri.ng wo.rk envir.o.nments i.n which i.ndivi.d.ual.s ar.e abl.e to use th.eir abi.lities to do 

me.ani.ngful jobs fo.r which th.ey ar.e sh.own appr.e.ciatio.n so a.s to enh.ance mo.tivatio.n and 

pe.rfo.r.mance. Cr.e.ati.ng such an envir.o.nment may be mo.r.e difficult and take mo.r.e time th.an 

me.r.e.ly turni.ng th.e r.e.ward l.eve.r. 
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Fe.atur.es of a r.e.ward sys.tem 

R.e.ward sys.tems h.ave five a.spe.c.ts which h.ave to be taken car.e of. Th.ese ar.e: val.ues of 

r.e.wards, amo.unt of r.e.wards, timi.ng of r.e.wards, like.lih.o.od of r.e.wards, and th.eir fairness. A 

r.e.ward sys.tem h.a.s bo.th mo.netary and non-mo.netary e.l.ements. Th.e impo.rtance of th.e mixed 

natur.e of r.e.ward sys.tems is evi.d.ent i.n its po.tency to pr.ovi.d.e th.e dive.rsity need.ed to match th.e 

needs of i.ndivi.d.ual te.a.ch.e.rs. Th.e timi.ng, a.ccura.cy and fr.equency of i.ncentives i.n r.e.ward 

sys.tems ar.e th.e ve.ry ba.sis of successful i.ncentive pl.ans. Th.e pl.an r.equir.es th.at it sh.o.uld be 

pr.ope.rly co.mmunicated to th.e te.a.ch.e.rs to enco.urage i.ndivi.d.ual pe.rfo.r.mances, pr.ovi.d.e 

feedba.ck and enco.urage r.edir.e.c.tio.n. 

 

R.e.ward sys.tems i.ncl.ud.e pr.o.mo.tio.ns and co.mpens.atio.ns. Pr.o.mo.tio.n th.at h.a.s to do with 

ch.ange and call.s fo.r gr.e.ate.r r.espo.nsibi.lities usually i.n ves high.e.r p.ay and bette.r te.r.ms and 

co.nditio.ns of se.rvice, and th.e.r.efo.r.e, a high.e.r s.tatus o.r rank. It is an upward advancement of 

an te.a.ch.e.r i.n an o.rganis.atio.n to anoth.e.r job, which co.mmands bette.r p.ay, bette.r s.tatus, and 

high.e.r oppo.rtunities, ch.all.enges, r.espo.nsibi.lities and auth.o.rity, bette.r wo.rki.ng envir.o.nment 

and a high.e.r rank. Pr.o.mo.tio.ns usually put th.e wo.rke.r i.n a positio.n wh.e.r.e h.e wi.ll be of a 

gr.e.ate.r val.ue to th.e sch.o.ol and at th.e s.ame time d.e.rive i.ncr.e.a.sed pe.rso.nal s.atisfa.c.tio.n and/o.r 

i.nco.me. It is a ki.nd of r.e.cognitio.n an i.ndivi.d.ual’s pe.rfo.r.mance and a r.e.ward th.at is expe.c.ted 

to bui.ld up mo.ral.e, loyalty and a sense of be.lo.ngi.ng o.n th.e p.art of th.e te.a.ch.e.rs. 

 

Co.mpens.atio.n, o.n th.e o.th.e.r h.and, cove.rs mo.netary and non – mo.netary types. Bo.th types 

sh.o.uld be i.ntegrated i.n a fa.shio.n th.at wi.ll s.atisfy te.a.ch.e.r’s ba.sic needs and co.nfo.r.m to th.e 

thr.ee p.aramete.rs of exte.rnal equity, i.nte.rnal equity and i.ndivi.d.ual equity. Th.e exte.rnal equity 

mus.t ensur.e fairness vis-à-vis co.mpens.atio.n s.tandards i.n th.e i.nd.us.try. Crucially whi.l.e th.ese 

thr.ee fa.c.to.rs ar.e r.e.l.ated to br.o.ad fo.rce such a.s th.e cos.t of livi.ng, th.e rate of i.nfl.atio.n, p.ay 

scal.e i.n th.e i.nd.us.try and p.ay scal.es withi.n th.e O.rganis.atio.n, th.e sch.o.olcan like th.e r.e.wards 

dir.e.c.tly to its s.trategic go.al.s by peggi.ng it to th.e te.a.ch.e.r’s co.ntributio.n towards a.chievi.ng 

th.em. Th.us sch.o.ol.swi.ll be abl.e to ensur.e th.at th.eir p.ay sys.tems ar.e i.ntegrated fir.mly i.nto 

th.eir sch.o.ol sys.tem. 
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D.ete.r.mi.nants of R.e.ward Sys.tem 

Mos.t o.rganis.atio.ns be.lieve th.at th.e r.e.ward sys.tem is d.esigned to p.ay off fo.r me.rit. Th.e 

pr.obl.em is th.at th.e d.efi.nitio.ns of me.rit ar.e often data tabl.e. So.me d.efi.ne me.rit a.s ‘d.ese.rvi.ng’, 

whi.l.e to o.th.e.rs, me.rit is ‘a.chievi.ng exce.ll.ence’. D.ese.rvi.ng r.e.wards may take i.nto 

co.nsi.d.e.ratio.n such fa.c.to.rs a.s i.nte.lligence, effo.rt o.r senio.rity. A majo.r co.ntributo.r to th.e 

pr.obl.em is th.e difficult of d.efi.ni.ng exce.ll.ence is pe.rfo.r.mance, we co.nced.e h.ow pr.obl.em is 

th.e difficulty of d.efi.ni.ng exce.ll.ence. If exce.ll.ence is pe.rfo.r.mance, we co.nced.e h.ow 

uns.atisfa.c.to.ry o.ur effo.rts. 

 

Physical wo.rk envir.o.nment 

A physical wo.rk envir.o.nment can r.esult a pe.rso.n to fit o.r misfit to th.e envir.o.nment of th.e 

wo.rkpl.a.ce and it is al.so known a.s an e.rgo.  .mic wo.rkpl.a.ce. Th.e.r.e ar.e so.me fa.c.to.rs of physical 

wo.rk envir.o.nment which h.e.lp te.a.ch.e.rs to pe.rfo.r.m th.eir job mo.r.e effe.c.tive.ly and which l.e.ads 

to enh.ance th.eir job s.atisfa.c.tio.n, such a.s lighti.ngs, th.e flo.o.r co.nfiguratio.n, office l.ayo.ut and 

al.so th.e furnitur.e l.ayo.ut (H .ammed, 2011).  

A.cco.rdi.ng to th.e Aki .nye .l .e (2007), physical wo.rk envir.o.nment is o.ne of th.e mos.t impo.rtant 

fa.c.to.r which i.nfl.uences o.n wo.rk pe.rfo.r.mance. Evi.d.ence a.ccumul.ated th.at th.e physical wo.rk 

envir.o.nment i.n which peopl.e wo.rk affe.c.ts bo.th job pe.rfo.r.mance and job s.atisfa.c.tio.n. 

Tramatis(2010) expl.ai.ned th.at if te.a.ch.e.rs diss.atisfy with th.eir wo.rki.ng envir.o.nment and o.nce 

th.e te.a.ch.e.rs be.co.me s.tr.esso.rs at th.e wo.rk pl.a.ce, th.e te.a.ch.e.rs tend to do th.eir wo.rk ve.ry 

slowly. This wi.ll dir.e.c.tly affe.c.ts fo.r th.e te.a.ch.e.rs pe.rfo.r.mance and a.s we.ll a.s fo.r th.e ove.rall 

pr.od.uc.tivity of th.e o.rganis.atio.n. 

 

Th.e quality of wo.rk d.epends upo.n s.afe and h.e.althy wo.rki.ng co.nditio.ns i.n d.ete.r.mi.ni.ng 

te.a.ch.e.r’s job beh.avio.ur. Th.e o.rganis.atio.nal climate is an impo.rtant i.ndicato.r of te.a.ch.e.r 

beh.avio.ur a.s a co.mbi.natio.n of social and psych.ological fa.c.to.rs. It is fo.und th.at wo.rki.ng 

co.nditio.ns ar.e atta.ch.ed with te.a.ch.e.rs’ job i.n vement and job s.atisfa.c.tio.n th.at ultimate.ly l.e.ads 

to bette.r pe.rfo.r.mance of th.e te.a.ch.e.rs (Sco .tt, Jus .an .ne, and S .teven, 2000). It is r.epo.rted th.at 

th.e.r.e is a positive co.rr.e.l.atio.n between pe.rceived physical wo.rk envir.o.nment and te.a.ch.e.r’s 

ta.sk pe.rfo.r.mance, th.e effe.c.ts of s.tr.essful wo.rk envir.o.nment o.n th.e pe.rfo.r.mance of te.a.ch.e.rs 

seems to be gr.e.at. Th.e r.esults r.eve.al an i.nve.rse r.e.l.atio.nship between job s.tr.ess and job 

pe.rfo.r.mance. High job s.tr.ess i.n th.e h.o.use of office.rs r.esults i.n low job pe.rfo.r.mance. 
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Simi.l.arly, it is r.epo.rted th.at pe.rceived ad.equa.cy o.r i.nad.equa.cy of wo.rk envir.o.nment, bo.th 

physical and psych.o-social, extends notice.abl.e effe.c.t o.n te.a.ch.e.rs’ job s.atisfa.c.tio.n, 

pe.rfo.r.mance and pe.rceptio.n of effe.c.tiveness of an o.rganis.atio.n (Sriva.s.tava, 2008). 

 

2.2  Empirical r.evie.w 

2.2.1  R.e.cruitment fa.c.to.rs and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance 

Al.s.abbah and Ibrahim, (2013) and Si.nh.a and Th.aly, (2013) carried o.ut r.ese.arch o.n 

r.e.cruitment fa.c.to.rs and te.a.ch.e.rs job pe.rfo.r.mance and it wa.s fo.und o.ut th.at th.e.r.e is significant 

r.e.l.atio.nship between r.e.cruitment fa.c.to.rs and te.a.ch.e.r job pe.rfo.r.mance i.n th.e sch.o.ol sys.tem. 

R.e.cruitment i.n any se.co.ndary sch.o.ol is a se.rio.us busi.ness a.s th.e success of sch.o.ol o.r 

efficiency i.n se.rvice d.e.live.ry d.epends o.n th.e quality of ta.sk pe.rfo.r.mance of its te.a.ch.e.rs wh.o 

wa.s r.e.cruited i.nto th.e sch.o.ol sys.tem thr.o.ugh r.e.cruitment exe.rcises. Th.e effe.c.tiveness of 

diffe.r.ent r.e.cruitment fa.c.to.rs of employe.rs h.a.s a significant i.nfl.uence o.n th.e wo.rke.rs 

pe.rfo.r.mance. This implies th.at r.e.cruitment fa.c.to.rs of an o.rganis.atio.n d.ete.r.mi.ne th.e 

pe.rfo.r.mance of its wo.rke.r i.n an o.rganis.atio.n to a ce.rtai.n extent. Th.e r.e.cruitment policies 

we.r.e d.escribed a.s th.ose fa.c.to.rs affe.c.ti.ng r.e.cruitment fa.c.to.rs of an rganis.atio.n; th.ese ar.e 

Pe.rso.n.ne.l needs and r.e.cruitment so.urce. Th.e effe.c.tiveness h.a.s primari.ly been a.ssessed by 

exami.ni.ng th.e rates of tunover, job survival and job pe.rfo.r.mance alo.ng with O.rganis.atio.nal 

issues such a.s r.efe.rral.s by curr.ent pe.rso.n.ne.l, i.n-h.o.use job pos.ti.ngs, and th.e r.e-hiri.ng of 

fo.r.me.r te.a.ch.e.rs (Zo.ttoli and Wanous, 2000). Th.e s.tudy by Osemeke  (2012) h.a.s emph.a.sized 

th.e impo.rtance of a quality pr.ocess d.uri.ng th.e time of r.e.cruitment and hiri.ng, given th.at th.e 

right type of l.abo.r is h.ard to co.me by. I.n fa.c.t, whi.l.e l.endi.ng cr.ed.ence to th.e impo.rtance of 

hiri.ng quality candi.dates wh.o ar.e h.ard to fi.nd Tendo.n (2006) warned th.at tal.ent d.eficiency is 

unr.e.l.ated to h.uge popul.atio.n. Whi.l.e r.epo.rti.ng th.at r.e.cruitment is th.e o.nly co.mpo.nent fo.r 

attra.c.ti.ng and r.etai.ni.ng  knowledge wo.rke.rs, Unwi.n (2005) gave significance to th.e pr.ocess 

i.n ved d.uri.ng th.e time of r.e.cruiti.ng and hiri.ng go.od candi.date.  

 

Alth.o.ugh th.e s.tudy co.nd.uc.ted by Subbarao (2006) d.escribed th.e impo.rtance of r.e.cruitment 

so.urces used by i.ndivi.d.ual job seeke.rs at vario.us l.eve.l.s to be ve.ry significant to th.e ta.sk 

attitud.e and co.mmitment to job. Th.e s.tudy furth.e.r highlighted th.e impo.rtance of diffe.r.ent 

types of appr.o.a.ch.es used at th.e time of r.e.cruitment which i.n turn makes any o.rganis.atio.n 

we.ll-es.tablish.ed o.r l.ess es.tablish.ed l.eve.l of s.taff ta.sk pe.rfo.r.mance. A.cco.rdi.ng to S.arkar and 
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Kumar (2007) O.rganis.atio.nal ta.sk pe.rfo.r.mance is hi.nged o.n th.e appr.o.a.ch which th.e 

o.rganis.atio.n adopts i.n th.e r.e.cruitment of te.a.ch.e.rs. To this end, S.arkar and Kumar (2007) 

spoke of a h.olis.tic mod.e.l of r.e.cruitment i.e. emph.a.sizi.ng th.e impo.rtance of th.e wh.ol.e so.urces 

of r.e.cruitment and th.e i.nte.rd.epend.ence of its p.arts o.n s.taff ta.sk pe.rfo.r.mance (Si.nh.a and 

Th.aly, 2013).  

 

Vya.s (2011) a.sse.rted th.at th.e curr.ent tr.end is th.at o.rganis.atio.ns ar.e lo.oki.ng fo.r meth.ods of 

r.ed.uci.ng th.e time and effo.rt i.n th.e r.e.cruitment pr.ocess. H.oweve.r, Al.s.abbah and Ibrahim 

(2013) admo.nish.ed th.at meth.ods of te.am s.taffi.ng sh.o.uld transl.ate to co.mpetitive advantages 

to a sch.o.ol. I.n a simi.l.ar vei.n, r.e.cruitment s.trategies can l.e.ad to positive Te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance and te.a.ch.e.rs’ ta.sk o.utco.mes. Fo.r Si.nh.a and Th.aly (2013) adopti.ng qualitative 

sys.tem i.n r.e.cruitment h.a.s h.e.lped o.rganis.atio.ns to gr.ow a.s th.ey h.ave been abl.e to get th.e right 

peopl.e fo.r th.eir va.cancies. I.n additio.n, th.e appr.opriate ch.an.ne.l.s h.ave h.e.lped th.e 

o.rganis.atio.ns to get th.e diffe.r.ent and varied so.urces to which th.ey can turn to fo.r effe.c.tive 

s.taff hiri.ng (Si.nh.a and Th.aly, 2013). 

 

R.e.cruitment fo.r.m a majo.r p.art of ed.ucatio.nal dimensio.n is ove.rall r.eso.urci.ng s.trategies, 

which i.d.entifies and se.cur.es peopl.e need.ed fo.r an O.rganis.atio.n to survive and succeed i.n th.e 

sh.o.rt to medium-te.r.m. I.n fa.c.t, th.e ba.sic purpose of r.e.cruitment is to cr.e.ate a po.ol of suitably 

qualified candi.dates to enabl.e th.e se.l.e.c.tio.n of th.e bes.t candi.dates fo.r th.e sch.o.ol, by attra.c.ti.ng 

mo.r.e and mo.r.e te.a.ch.e.rs to apply i.n th.e sch.o.ol wh.e.r.e.a.s th.e ba.sic purpose of this pr.ocess is to 

ch.o.ose th.e right candi.date to fi.ll th.e vario.us positio.ns i.n th.e o.rganis.atio.n (Gamage, 2014).  

Avai.l.abl.e evi.d.ence i.ndicates th.at th.e.r.e is a positive and significant r.e.l.atio.nship between 

r.e.cruitment and th.e ta.sk pe.rfo.r.mance of an te.a.ch.e.r i.n th.e ente.rprise (Gamage, 2014). S.ang 

(2012) al.so discove.r.ed a positive a.ssociatio.n between go.od r.e.cruitment fa.c.to.rs and wo.rke.rs 

ta.sk pe.rfo.r.mance. Such we.r.e al.so of positive r.esults between r.e.cruitment and ta.sk 

pe.rfo.r.mance a.s seen i.  yed.e.l.e (2021),S.alifu (2019), and Di.neen and Wi.lliamso.n (2012). 

O.th.e.r s.tudies such a.s Syed and Jama (2012) h.ave equally sh.own th.at impl.ementi.ng an 

effe.c.tive r.e.cruitment pr.ocess is positive.ly r.e.l.ated to O.rganis.atio.nal ta.sk pe.rfo.r.mance.  

 

With spe.cific r.efe.r.ence to r.e.cruitment fa.c.to.rs and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance, H.use.li.d , 

(2020) mai.ntai.ned th.at r.e.cruitment i.ncl.ud.e so.urci.ng candi.dates by adve.rtisi.ng o.r o.th.e.r 
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meth.ods, scr.eeni.ng po.tential candi.dates usi.ng tes.ts and i.nte.rvie.ws, se.l.e.c.ti.ng candi.dates 

ba.sed o.n th.e r.esults of th.e tes.ts o.r i.nte.rvie.ws, and o.n-bo.ardi.ng to ensur.e th.at th.e candi.dates 

ar.e abl.e to fulfi.ll th.eir ne.w r.ol.es effe.c.tive.ly. A.cco.rdi.ng to H.use.li.d , (2020) it is r.e.cruitment 

pra.c.tice th.at pr.ovi.d.e a l.arge po.ol of qualified applicants, p.air.ed with a r.e.liabl.e and vali.d 

se.l.e.c.tio.n r.egime th.at wi.ll h.ave a subs.tantial i.nfl.uence ove.r th.e quality and type of ski.ll.s ne.w 

te.a.ch.e.rs possess. Th.e implicatio.n of this li.ne of th.o.ught is th.at a.sch.o.ol h.uman r.eso.urce 

policies and pra.c.tices r.epr.esent impo.rtant fo.rces fo.r sh.api.ng te.a.ch.e.r beh.avio.ur and attitud.es.  

 

Fo.r Gamage (2014) th.e r.e.cruitment pra.c.tices wi.ll d.ete.r.mi.ne wh.o is hir.ed. If pr.ope.rly 

d.esigned, it wi.ll i.d.entify co.mpetent candi.dates and a.ccurate.ly match th.em to th.e o.rganis.atio.n 

ta.sk. Th.e use of th.e pr.ope.r r.e.cruitment d.evice wi.ll i.ncr.e.a.se th.e pr.obabi.lity th.at th.e right 

pe.rso.n is ch.osen to fi.ll a slo.t. Wh.en th.e bes.t peopl.e ar.e r.e.cruited fo.r th.e job, it wi.ll i.ncr.e.a.se 

ta.sk pe.rfo.r.mance and pr.od.uc.tivity i.ncr.e.a.ses. Littl.e wo.nd.e.r th.at lite.ratur.e such a.s L.awal 

(2019) r.epo.rted of a positive a.ssociatio.n between th.e extensiveness of r.e.cruitment tes.t 

vali.datio.n and th.e use of fo.r.mal se.l.e.c.tio.n pr.oced.ur.es and sch.o.ol needs. Simi.l.arly, Rauf 

(2007) discove.r.ed th.at sophis.ticated r.e.cruitment pr.oced.ur.es ar.e positive.ly r.e.l.ated to ta.sk 

pe.rfo.r.mance i.n se.co.ndary sch.o.ol.s.  

Writi.ng o.n so.me of th.e ch.all.enges fa.ci.ng r.e.cruitment crite.ria i.n se.co.ndary sch.o.ol.s, th.e.r.e ar.e 

pl.enty of te.chniques used i.n r.e.cruitment and hiri.ng today amo.ng which ar.e so.me meth.ods not 

a.ccepted by expe.rts unive.rs.ally, o.r not r.e.co.mmend.ed fo.r th.e hiri.ng pr.ocess. A.s argued by 

Oyeyemi (2010), r.e.cruitment meth.ods can be eval.uated i.n seve.ral ways. O.ne possibl.e 

appr.o.a.ch is to co.mp.ar.e hiri.ng te.chniques o.n th.e ba.sis of th.eir vali.dity, imp.artiality, scope of 

us.age, and cos.t.  

 

2.2.2   Pe.rso.n.ne.l needs and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance 

Andr.e.ws (2020); Bowen, (2003) and Griffi.n (2010) fo.und o.ut th.at th.e.r.e is    significant 

r.e.l.atio.nship between pe.rso.n.ne.l needs (age, sex and qualificatio.ns) and th.e job pe.rfo.r.mance of 

te.a.ch.e.rs. Ye.arta (2019) sh.owed    effe.c.t of age o.n te.a.ch.e.rs’ wo.rk pe.rfo.r.mance. Smedl.ey and 

Whitten (2006) r.e.co.mmend.ed age a.s a pr.obabl.e fa.c.to.r fo.r wo.rk pe.rfo.r.mance. Sh.ultz and 

Adam (2007) i.ns.tituted significant diffe.r.ences between age gr.o.ups and wo.rk pe.rfo.r.mance of 

te.a.ch.e.rs. Kujal.a (2005) wa.s not pl.e.a.sed with ta.sk pe.rfo.r.mance of s.taff of public se.co.ndary 
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sch.o.ol.s but s.tudy of Birr.en and Sh.ay (2001) opposed this r.esult a.s h.e fo.und th.eir 

pe.rfo.r.mance h.angi.ng o.n th.e pe.rso.n.ne.l need of th.e sch.o.ol. 

 

Expe.rience and ed.ucatio.n l.eve.l effe.c.t job pe.rfo.r.mance eith.e.r dir.e.c.tly o.r i.ndir.e.c.tly (Witt et 

al, 2002; D.unlop and L.ee, 2004; Mir.o.n, 2004; Yun , 2005). Pos.th.uma, (2000) r.epo.rted a me.an 

co.rr.e.l.atio.n of 0.09 – 0.18 between expe.rience and job pe.rfo.r.mance. H.e al.so obse.rved, bette.r 

th.e ed.ucatio.n l.eve.l bette.r th.e job pe.rfo.r.mance .Griffi.n (2010) and Andr.e.ws (2020) fo.und    

r.e.l.atio.nship between job s.atisfa.c.tio.n and wo.rk expe.rience. Marital s.tatus and job 

pe.rfo.r.mance ar.e i.nte.rr.e.l.ated (Bowen et al, 2003; Fetsch and Ken.ni.ngto.n, 2010), al.so fi.nd o.ut 

th.at married men significantly sh.ow high.e.r pe.rfo.r.mance, th.ey fo.und th.at marital s.tatus is not 

a significant fa.c.to.r i.n fo.r.matti.ng th.e pr.o.neness of a te.a.ch.e.r fo.r pe.rfo.r.mance. Bowen et al. 

(2003) fo.und femal.es mo.r.e s.atisfied fr.o.m th.eir jobs th.an mal.es and r.epo.rted th.at gend.e.r di.d 

not h.ave a significant imp.a.c.t o.n wo.rk pe.rfo.r.mance. D.emographic fa.c.to.rs such a.s age, 

gend.e.r, marital s.tatus, ed.ucatio.n l.eve.l and wo.rk expe.rience h.ave been fo.und to be 

significantly r.e.l.ated to o.rganis.atio.nal co.mmitment and pe.rfo.r.mance (Wiedme.r, 2006). 

Ed.ucatio.n i.nfl.uences positive.ly wo.rk pe.rfo.r.mance and fo.und to be a r.e.l.atio.nship between 

ed.ucatio.n and ta.sk pe.rfo.r.mance (Ol.ubiyi 2001). 

Th.e success of an ed.ucatio.n sys.tem appe.ars to be li.nked dir.e.c.tly to th.e pe.rfo.r.mance of th.ose 

wh.o ar.e i.n th.e sys.tem. Und.e.r-a.chievement of target i.n sch.o.ol.s can be a.s a r.esult of fai.l.ur.e of 

te.a.ch.e.rs, hiri.ng th.e wr.o.ng s.taff membe.rs o.r th.e i.nabi.lity to anticip.ate fl.uc.tuatio.ns i.n th.e 

hiri.ng needs. It is, th.e.r.efo.r.e, critical th.at effo.rts ar.e put i.nto impr.ovi.ng th.e se.rvices of th.e 

te.a.chi.ng se.rvice co.mmissio.n, p.articul.arly i.n r.e.l.atio.n to pr.ope.r s.taffi.ng i.n o.rd.e.r fo.r th.e 

ed.ucatio.nal sys.tem to bui.ld and sus.tai.n th.e s.tud.ent a.cad.emic pe.rfo.r.mance (Djabatey, 2012) 

 

2.2.3   R.e.cruitment pr.ocess and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance 

A.cco.rdi.ng to Br.e.augh (2008), r.e.cruite.rs’ a.c.tio.ns i.n uti.lizi.ng r.e.cruitment so.urces i.ntend to 

wi.n th.e attentio.n of po.tential job candi.dates and to i.nfl.uence th.em to apply fo.r a va.cancy i.n a 

sch.o.ol sys.tem which h.a.s significant i.nfl.uence of te.a.ch.e.rs’ ta.sk pe.rfo.r.mance. 

Nowadays, r.e.cruite.rs ar.e cap.abl.e to uti.lize vario.us ve.rs.ati.l.e r.e.cruitment pr.ocess which offe.r 

dive.rse, po.tential advantages to th.e use.r. Co.mmo.nly named r.e.cruitment so.urces ar.e websites, 

adve.rtisements i.n ne.wsp.ape.rs o.r magazi.nes, r.efe.rral.s, job cente.rs, walk-i.ns, campus events, 
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social netwo.rki.ng sites o.r o.rganis.atio.nal br.och.ur.es (Baum and Kabs.t, 2014; Carr.oll, 

Marchi.ngto.n, E.arnsh.aw and Taylo.r, 1999; S.angeeth.a, 2010; Zo.ttoli and Wanous, 2000). Th.e 

r.e.cruitment so.urce ar.e gr.o.uped i.nto i.nte.rnal and exte.rnal r.e.cruitment so.urce th.ese so.urces 

possess diffe.r.ent ch.ara.c.te.ris.tics and fo.r i.ns.tance, vary i.n th.e amo.unt and type of i.nfo.r.matio.n 

th.ey offe.r to job seeke.rs which d.ete.r.mi.nenoth.e l.eve.l of ta.sk pe.rfo.r.mance of s.taff by ch.o.osi.ng 

fr.o.m th.e variety of so.urces to co.mmunicate mess.ages to applicants, “th.e r.e.cruitment func.tio.n 

h.a.s r.espo.nsibi.lity fo.r attra.c.ti.ng ne.w te.a.ch.e.rs with th.e appr.opriate  knowledge, ski.ll.s, abi.lities 

and aptitud.es”, (All.en, 2004).  

 

I.nte.rnal r.e.cruitment  

I.nte.rnal r.e.cruitment, a.cco.rdi.ng to Ol.ad.e.l.e (2018) is a co.mmo.n occurr.ence i.n th.e private 

se.c.to.r a.s o.rganis.atio.ns ‘attempt to fi.ll va.cancies i.nte.rnally befo.r.e th.ey co.nsi.d.e.r lo.oki.ng fo.r 

peopl.e o.utsi.d.e th.e o.rganis.atio.n’ which is not applicabl.e to te.a.chi.ng pr.ofessio.n. I.nte.rnal 

r.e.cruitment can take pl.a.ce usi.ng many diffe.r.ent te.chniques a.s we.ll a.s fo.r many diffe.r.ent 

r.e.a.so.ns.  

Tijani (2019) h.ave i.d.entified fo.ur dis.ti.nc.t i.nte.rnal r.e.cruitment meth.ods which can be used i.n 

an o.rganis.atio.n to i.ncr.e.a.se th.e l.eve.l of ta.sk pe.rfo.r.mance of te.a.ch.e.rs i.n a sch.o.ol sys.tem. 

Th.ese i.ncl.ud.e; pr.o.mo.tio.ns fr.o.m withi.n l.ate.ral transfe.rs, job r.o.tatio.n and r.ehiri.ng fo.r.me.r 

te.a.ch.e.rs Pr.o.mo.tio.ns fr.o.m withi.n an o.rganis.atio.n can se.rve a numbe.r of purposes not o.nly 

can th.ey addr.ess th.e s.taffi.ng needs of th.e sch.o.ol but th.ey can al.so addr.ess o.th.e.r issues a.s th.ey 

can be seen a.s a fo.r.m of r.e.ward and wo.rk i.ncentive fo.r th.e te.a.ch.e.rs with th.e po.tential to 

i.ncr.e.a.se mo.tivatio.n, co.mmitment and r.etentio.n l.eve.l.s withi.n th.e o.rganis.atio.n. Bramh.am a.c 

knowledges this a.s h.e s.tates th.at ‘a.ssumi.ng pr.o.mo.tio.n r.emai.ns a mo.tivato.r fo.r te.a.ch.e.rs, th.e 

sch.o.ol admi.nis.trato.r wi.ll expe.c.t to impr.ove o.r mai.ntai.n r.etentio.n and co.mmitment by a 

pr.ope.rly managed pr.o.mo.tio.n policy’ (Mo.raki.nyo, 2021). Pr.o.mo.tio.n is often th.e co.mmo.n 

ch.oice wh.e.r.e mo.r.e senio.r positio.ns ar.e avai.l.abl.e withi.n th.e sch.o.ol.a.s Ch.an s.tates th.at 

‘exte.rnal r.e.cruits a.cco.unt fo.r o.nly abo.ut 15% to 20% of all appoi.ntments to top management 

positio.ns’ (Ol.ad.e.l.e, 2018) 

 

Th.e o.th.e.r appr.o.a.ch.es to i.nte.rnal r.e.cruitment such a.s l.ate.ral transfe.rs and job r.o.tatio.ns h.ave 

al.so pr.oven to be beneficial i.n th.e p.a.s.t a.s th.ey pr.ovi.d.e te.a.ch.e.rs with th.e oppo.rtunity to gai.n a 

mo.r.e h.olis.tic und.e.rs.tandi.ng of th.e diffe.r.ent ta.sks carried o.ut i.n th.e diffe.r.ent ar.e.a.s of th.e 



51 
 

o.rganis.atio.n. This can al.so pr.ove to be beneficial to o.rganis.atio.ns; wh.e.r.e th.e.r.e is an 

unexpe.c.ted absence o.th.e.r te.a.ch.e.rs wi.ll be abl.e to s.tand i.n a.s opposed to hiri.ng i.n tempo.rary 

wo.rke.rs wh.e.r.e it is not co.mpl.ete.ly ne.cess.ary (Oyed .e .l .e, 2015).  

I.nte.rnal appr.o.a.ch.es to r.e.cruitment ar.e often adopted i.n o.rd.e.r to mai.ntai.n go.od r.e.l.atio.ns i.n 

th.e o.rganis.atio.n alo.ng with high l.eve.l.s of s.taff mo.ral.e and pr.ovi.di.ng a fo.r.m of wo.rk 

i.ncentive. A.cco.rdi.ng to Maur.een H.enso.n ‘i.nte.rnal r.e.cruitment pr.ovi.d.es a high.e.r l.eve.l of 

te.a.ch.e.r s.atisfa.c.tio.n, so ce.rtai.nly it can be a r.etentio.n drive.r’. Alth.o.ugh th.ese fa.c.to.rs seems to 

h.ave suppo.rt sch.o.ol d.e.cisio.ns to use i.nte.rnal r.e.cruitment o.rganis.atio.ns run th.e risk of fi.lli.ng 

a va.cancy with a subs.tandard te.a.ch.e.r. It co.uld i.ncr.e.a.ses th.e ch.ance of i.nfe.rio.r i.nte.rnal 

co.ntes.tants bei.ng pr.o.mo.ted to senio.r positio.ns. It is impo.rtant fo.r o.rganis.atio.ns to und.e.rs.tand 

th.at th.ey ar.e seve.r.e.ly limiti.ng th.e tal.ent po.ol fr.o.m which to r.e.cruit a.s th.e.r.e wi.ll o.nly be a 

h.andful of po.tentially appr.opriate candi.dates wo.rki.ng withi.n th.e o.rganis.atio.n co.mp.ar.ed to 

th.e numbe.rs th.at may apply we.r.e th.ey to r.e.cruit exte.rnally.  

 

O.ne of th.e mo.r.e co.mmo.nly cited advantages of i.nte.rnal r.e.cruitment is th.e co.nsi.d.e.rabl.e cos.t 

effe.c.tiveness of such pra.c.tices. ‘Va.cancies can be adve.rtised at    cos.t at all usi.ng s.taff notice 

bo.ards, ne.wsl.ette.rs o.r i.ntranet sys.tems’ (Osemeke 2012). Thr.o.ugh th.e impl.ementatio.n of this 

r.e.cruitment meth.od o.rganis.atio.ns can expe.rience cos.t s.avi.ngs i.n a numbe.r of ar.e.a.s i.ncl.udi.ng 

adve.rtisi.ng, i.nd.uc.tio.n and trai.ni.ng. A.cco.rdi.ng to Bayo-Mo.rio.nes (2010) ‘fi.lli.ng th.e va.cancy 

with so.meo.ne wh.o alr.e.ady wo.rks with o.rganisatio.ns r.e.alizes s.avi.ngs i.n th.e trai.ni.ng cos.ts 

a.ssociated with co.mp.any-spe.cific func.tio.ns’. A.s adve.rtisements fo.r th.e ne.w positio.n co.uld be 

do.ne usi.ng notice bo.ards, wo.rd-of-mo.uth, th.e sch.o.ol i.ntranet and ne.wsl.ette.rs th.e sch.o.ol 

s.tands to s.ave mo.ney by e.limi.nati.ng th.e need to spend mo.ney o.n agencies, adve.rtisements, 

etc. Wh.en co.nsi.d.e.ri.ng this appr.o.a.ch raised by th.e sch.ol.ars h.oweve.r sch.o.ol admi.nis.trato.rs  

need to ensur.e th.ey possess th.e right calibe.r of s.taff to fi.ll th.e positio.n a.s any cos.t s.avi.ngs 

expe.rienced i.n th.e r.e.cruitment may be cance.ll.ed furth.e.r down th.e li.ne. Th.e wr.o.ng pe.rso.n 

co.uld cos.tth.e admi.nis.trato.r thr.ee times his o.r h.e.r an.nual s.al.ary’. Th.e.r.efo.r.e alth.o.ugh th.e 

sch.o.ol may h.ave s.aved i.n th.e r.e.cruitment s.tage th.ey run th.e risk of i.ncurri.ng gr.e.ate.r expenses 

i.n los.t oppo.rtunity cos.t and loss of po.tential i.n se.co.ndary sch.o.ol.s.  

 

R.e.cruitment withi.n is anoth.e.r appr.o.a.ch o.rganis.atio.ns h.ave been usi.ng a.s a me.ans of i.nte.rnal 

r.e.cruitment. A.cco.rdi.ng to Hi.ll 2008 ‘tal.ent management sys.tems ar.e maki.ng a co.meba.ck a.s 
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d.emand fo.r quality s.taff i.ntensifies and r.e.cruitment budgets co.me und.e.r thr.e.at’. This allows 

th.e o.rganis.atio.n to pl.an effe.c.tive.ly fo.r futur.e positio.ns which may be.co.me avai.l.abl.e a.s th.ey 

sh.o.uld be abl.e to i.d.entify immediate.ly th.e appr.opriate candi.date fo.r th.e job.  

 

Exte.rnal r.e.cruitment  

A.cco.rdi.ng to Adam, (2008) ‘not all ski.ll.s can be so.urced fr.o.m withi.n, and th.e.r.e wi.ll always 

be a need fo.r exte.rnal r.e.cruitment. Exte.rnal r.e.cruitment is used to attra.c.t a br.o.ad range of 

applicants i.nto th.e o.rganis.atio.n and can take pl.a.ce thr.o.ugh th.e fo.r.mal te.chniques of pri.nted 

media adve.rtisements, exte.rnal agencies, ed.ucatio.n liaiso.n, o.th.e.r media and pr.ofessio.nal 

co.nta.c.ts’. Th.e.r.e ar.e a numbe.r of o.th.e.r appr.o.a.ch.es o.rganis.atio.ns can use i.n o.rd.e.r to 

successfully r.e.cruit th.e appr.opriate candi.date which ar.e be.co.mi.ng i.ncr.e.a.si.ngly te.ch  logically 

o.rientated i.ncl.udi.ng th.e use of social netwo.rki.ng sites such a.s Li.nkedI.n, Fa.cebo.ok, Twitte.r, 

etc. A.cco.rdi.ng to Evans, (2011) a.s th.e tal.ent po.ol be.co.mes mo.r.e dive.rse and mo.r.e 

unpr.edic.tabl.e, r.e.cruitment be.co.mes trickie.r’. With th.e i.ncr.e.a.si.ng avai.l.abi.lity of dive.rse 

r.e.cruitment meth.ods sch.o.ol admi.nis.trato.rs need to ensur.e th.ey ar.e usi.ng th.e mos.t effe.c.tive 

meth.ods which wi.ll appe.al to th.e d.esirabl.e candi.dates wh.eth.e.r it is thr.o.ugh th.e traditio.nal 

me.ans of ne.wsp.ape.rs and notice bo.ards o.r th.e mo.r.e mod.e.rn te.chniques of o.nli.ne 

adve.rtisements.  

 

2..2.2 O.rganis.atio.nal cultur.e and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance  

O.rganis.atio.nal cultur.e h.a.s th.e po.tential to enh.ance te.a.ch.e.rs’ ta.sk pe.rfo.r.mance, te.a.ch.e.r job 

s.atisfa.c.tio.n, and th.e sense of ce.rtai.nty abo.ut pr.obl.em solvi.ng (Ko.tte.r, 2012). If an 

o.rganis.atio.nal cultur.e be.co.mes i.nco.ngruent with th.e ch.angi.ng expe.c.tatio.ns of i.nte.rnal and/o.r 

exte.rnal s.takeh.old.e.rs, th.e o.rganis.atio.n’s effe.c.tiveness can d.e.cli.ne a.s h.a.s occurr.ed with so.me 

o.rganis.atio.ns (E.rns.t, 2001). O.rganis.atio.nal cultur.e and ta.sk pe.rfo.r.mance ar.e cl.e.arly r.e.l.ated 

(Kope.lman, Brief, and Guzzo, 1990), alth.o.ugh th.e evi.d.ence r.egardi.ng th.e exa.c.t natur.e of this 

r.e.l.atio.nship is mixed. S.tudies sh.ow th.at th.e r.e.l.atio.nship between many cultural attributes and 

high ta.sk pe.rfo.r.mance h.a.s not been co.nsis.tent ove.r time (D.eniso.n, 1990; Eze, 2016).  

 

We can summarize th.e i.nfl.uence of o.rganis.atio.nal cultur.e o.n te.a.ch.e.r beh.avio.ur and 

pe.rfo.r.mance ba.sed o.n fo.ur key i.d.e.a.s (Bul.a.ch, L.unenburg, and Po.tte.r, 2020; H.e.llriege.l and 

Slocum, 2021). Firs.t, knowi.ng th.e cultur.e of a sch.o.ol allows th.e te.a.ch.e.r to und.e.rs.tand bo.th 
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th.e o.rganis.atio.n’s his.to.ry and curr.ent meth.ods of ope.ratio.n. This i.nsight pr.ovi.d.es gui.dance 

abo.ut expe.c.ted futur.e beh.avio.urs and wo.uld i.nfl.uence ta.sk l.eve.l of a te.a.ch.e.r. Se.co.nd, 

o.rganis.atio.nal cultur.e can fos.te.r co.mmitment to th.e o.rganis.atio.n’s phi.losophy and val.ues. 

This co.mmitment gene.rates sh.ar.ed fee.li.ngs of wo.rki.ng toward co.mmo.n go.al.s. Th.at is, 

o.rganis.atio.ns can a.chieve effe.c.tiveness o.nly wh.en te.a.ch.e.rs sh.ar.e val.ues. Third, 

o.rganis.atio.nal cultur.e, thr.o.ugh its   .r.ms, se.rves a.s a co.ntr.ol me.ch.anism to ch.an.ne.l beh.avio.urs 

toward d.esir.ed beh.avio.urs and away fr.o.m und.esir.ed beh.avio.urs. This can al.so be 

a.cco.mplish.ed by r.e.cruiti.ng, se.l.e.c.ti.ng, and r.etai.ni.ng te.a.ch.e.rs wh.ose val.ues bes.t fit th.e val.ues 

of th.e o.rganis.atio.n. Fi.nally, ce.rtai.n types of o.rganis.atio.nal cultur.es may be r.e.l.ated dir.e.c.tly to 

gr.e.ate.r effe.c.tiveness and pr.od.uc.tivity th.an o.th.e.rs.  

 

2.2.2.1: L.e.ad.e.rship s.tyl.e and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance 

Ojokuku,Od.etayo,andS.ajuyigbe, (2012) co.nd.uc.ted a r.ese.arch o.n th.e Imp.a.c.t of l.e.ad.e.rship 

S.tyl.e o.n te.a.ch.e.rs Pe.rfo.r.mance: i.n se.co.ndary sch.o.ol.s i.n Nige.ria. Th.e s.ampl.e size used by th.e 

r.ese.arch.e.rs wa.s 60. Th.e s.tudy co.ntai.ned twenty of rando.m picked sch.o.ol.s i.n Ibadan, Nige.ria. 

A s.truc.tur.ed ques.tio.n.nair.e wa.s used to coll.e.c.t data fr.o.m th.e h.e.ads of a.cco.untants, h.e.ads of 

ope.ratio.ns, and sch.o.ol pri.ncip.al o.n fa.ce-to-fa.ce ba.sis. I.nfe.r.ential s.tatis.tical to.ol wa.s used and 

o.ne hypo.th.esis wa.s fo.r.mul.ated to analyse data. R.egr.essio.n analysis wa.s used to s.tudy th.e 

dimensio.ns of significant effe.c.t of l.e.ad.e.rship s.tyl.e o.n followe.rs and pe.rfo.r.mance. Th.e 

fi.ndi.ngs sh.owed th.at th.e.r.e wa.s positive and negative co.rr.e.l.atio.n between pe.rfo.r.mance and 

l.e.ad.e.rship s.tyl.e. Th.e.r.e wa.s 23 pe.rcent variance of pe.rfo.r.mance fo.und i.n l.e.ad.e.rship s.tyl.e 

joi.ntly pr.edic.t O.rganis.atio.nal pe.rfo.r.mance. This s.tudy co.ncl.ud.ed th.at transfo.r.matio.nal and 

d.emocratic l.e.ad.e.rship s.tyl.es h.ave positive effe.c.t o.n bo.th pe.rfo.r.mance and te.a.ch.e.rs, and ar.e 

highly r.e.co.mmend.ed to se.co.ndary sch.o.ol.s espe.cially i.n this global co.mpetitive envir.o.nment.  

 

Dall.uay and Jal.agat (2016) co.nd.uc.ted a r.ese.arch o.n titl.e Imp.a.c.ts of L.e.ad.e.rship S.tyl.e 

effe.c.tiveness of sch.o.ol admi.nis.trato.rs and d.ep.artment h.e.ads to te.a.ch.e.rs’ job S.atisfa.c.tio.n and 

Pe.rfo.r.mance o.n Se.l.e.c.ted Small-Scal.e Busi.nesses i.n Cavite, Phi.lippi.nes. Th.e s.ampl.e size 

used wa.s 150. Survey ques.tio.n.nair.es we.r.e d.esigned to s.tudy th.e effe.c.ts of manage.r 

l.e.ad.e.rship s.tyl.es o.n te.a.ch.e.rs’ pe.rfo.r.mance and s.atisfa.c.tio.n. 150 r.espo.nd.ents we.r.e se.l.e.c.ted 

fr.o.m co.rpo.ratio.ns i.n Cavite, Phi.lippi.nes thr.o.ugh rando.m s.ampli.ng. Data we.r.e analysed by 

usi.ng weighted me.an, pe.rcentages, multipl.e r.egr.essio.n and co.rr.e.l.atio.n coefficient. 
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Pe.rcentages spe.cifically we.r.e used to analyse d.emographic variabl.es (gend.e.r, age, l.ength of 

se.rvice and l.e.ad.e.rship s.tyl.es). Weighted me.an we.r.e used to survey ques.tio.n.nair.es o.n 

l.e.ad.e.rship s.tyl.es, and co.rr.e.l.atio.n coefficient and multipl.e r.egr.essio.n we.r.e used to s.tudy th.e 

r.e.l.atio.nship between variabl.es o.n l.e.ad.e.rship s.tyl.e, job pe.rfo.r.mance and job s.atisfa.c.tio.n. Th.e 

fi.ndi.ng co.ncl.ud.ed th.at co.rpo.ratio.ns sh.o.uld co.ns.tantly maki.ng th.e mos.t of l.e.ad.e.rship s.tyl.e 

which enh.ances te.a.ch.e.rs pe.rfo.r.mance and te.a.ch.e.r job s.atisfa.c.to.ry l.eve.l even th.o.ugh th.e.r.e is 

s.ti.ll r.o.o.ms fo.r impr.ovements.  

 

A r.ese.arch.ed wa.s co.nd.uc.ted by Wi.dayanti and Putranto (2015) o.n Analysi.ng th.e 

R.e.l.atio.nship between Transfo.r.matio.nal L.e.ad.e.rship and Trans.a.c.tio.nal L.e.ad.e.rship S.tyl.e o.n 

Te.a.ch.e.r Pe.rfo.r.mance i.n I.ndo.nesia. Th.e s.ampl.e size used by th.e r.ese.arch.e.r is 92. Th.e 

obje.c.tive of this r.ese.arch is to fi.nd th.e r.e.l.atio.nship between trans.a.c.tio.nal and 

transfo.r.matio.nal l.e.ad.e.rship to te.a.ch.e.r pe.rfo.r.mance and th.e significant r.e.l.atio.nship between 

th.ese two variabl.es. This r.ese.arch co.nsis.ts of primary and se.co.ndary data. Primary data wa.s 

coll.e.c.ted thr.o.ugh Multifa.c.to.r L.e.ad.e.rship Ques.tio.n.nair.e (MLQ) ba.sed o.n Slovi.n Th.eo.ry 

meth.od. Se.co.ndary data wa.s coll.e.c.ted fr.o.m th.e office a.ssessment of te.a.ch.e.r pe.rfo.r.mance. 

Vali.dity and r.e.liabi.lity tes.t we.r.e used to me.a.sur.e quality of data. Multipl.e r.egr.essio.n analysis 

is used to fi.nd th.e r.e.l.atio.nship be.cause it h.a.s mo.r.e th.an o.ne i.nd.epend.ent variabl.e. Th.e r.esult 

pr.oved th.at trans.a.c.tio.nal and transfo.r.matio.nal l.e.ad.e.rship h.a.s positive r.e.l.atio.nship and it 

effe.c.ts to te.a.ch.e.r pe.rfo.r.mance eith.e.r co.ncurr.ently o.r p.artially.  

 

Akram, Al.am, Ali and Mugh.al (2012) co.nd.uc.ted a r.ese.arch o.n h.ow te.a.ch.e.rs l.e.ad.e.rship 

beh.avio.urs affe.c.t sch.o.ol o.rganis.atio.nal Pe.rfo.r.mance i.n P.akis.tan. S.ampl.e size used by th.e 

r.ese.arch.e.rs is 1000, wh.e.r.e 500 ques.tio.n.nair.es we.r.e dis.tributed to sch.o.ol admi.nis.trato.rs and 

anoth.e.r 500 to te.a.ch.e.rs of vario.us private and public sch.o.ol.s i.n 66 cities thr.o.ugh rando.m 

se.l.e.c.tio.n. non-pr.obabi.lity s.ampli.ng te.chnique is used i.n this s.tudy. Two ques.tio.n.nair.es we.r.e 

d.esigned fo.r manage.rs and te.a.ch.e.rs. Ques.tio.ns we.r.e r.e.l.ated to l.e.ad.e.rship beh.avio.urs and 

o.rganis.atio.nal pe.rfo.r.mance. Five poi.nt Like.rt scal.e wa.s applied. Co.rr.e.l.atio.n analysis and 

r.egr.essio.n analysis we.r.e applied to analyse th.e r.e.l.atio.nship and th.e effe.c.t of l.e.ad.e.rship 

beh.avio.urs o.n pe.rfo.r.mance. SPSS ve.rsio.n 16 wa.s used to analyse th.e r.e.liabi.lity of ques.tio.ns, 

and th.e r.e.liabi.lity wa.s ch.e.cked i.n te.r.m of Cr.o.nba.ch’s Alph.a. Th.e fi.ndi.ngs co.ncl.ud.ed th.at 
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l.e.ad.e.rship beh.avio.urs ar.e i.nte.rr.e.l.ated and h.ave high positive imp.a.c.t with te.a.ch.e.r 

pe.rfo.r.mance.  

 

Na.sir,  No.rdi.n, Seman, and Rahmat  (2014) di.d a r.ese.arch o.n R.e.l.atio.nship of L.e.ad.e.rship 

S.tyl.es and O.rganis.atio.nal Pe.rfo.r.mance amo.ng IPTA A.cad.emic L.e.ad.e.rs i.n Kl.ang Vall.ey 

Ar.e.a i.n Mal.aysia. Th.e s.tudy used co.rr.e.l.atio.n meth.ods to me.a.sur.e th.e r.e.l.atio.nship between 

l.e.ad.e.rship s.tyl.es and te.a.ch.e.rs pe.rfo.r.mance. Five public unive.rsities i.n Se.l.ango.r we.r.e ch.osen. 

201 a.cad.emic l.e.ad.e.rs we.r.e ch.osen a.s th.e s.ampl.e size. Th.e ques.tio.n.nair.e pr.ep.ar.ed i.n a fo.r.m 

of closed-end.ed ques.tio.ns. Th.e survey i.ns.truments fr.o.m o.n l.e.ad.e.rship pra.c.tices i.nvento.ry-

I.ndivi.d.ual co.ntributio.n se.lf survey and Multifa.c.to.r L.e.ad.e.rship Ques.tio.n.nair.e (MQL) wa.s 

adapted. Like.rt-Scal.e wa.s used. All data we.r.e analysed by usi.ng SPSS ve.rsio.n 20.0. Th.e 

hypo.th.esis tes.ti.ng fr.o.m   .r.mality tes.t with   .r.mal Pr.obabi.lity Plo.ts fo.r variabl.es and o.th.e.r 

visual pr.esentatio.n me.a.sur.es such a.s his.togram and box plo.t. Pi.lo.t tes.t is used to tes.t th.e 

co.nsis.tency of ques.tio.n.nair.e. Cr.o.nba.ch’s alph.a is used to tes.t r.e.liabi.lity. Th.e fi.ndi.ngs 

co.ncl.ud.ed th.at l.e.ad.e.rship beh.avio.urs ar.e i.nte.rr.e.l.ated and h.ave high positive imp.a.c.t with 

te.a.ch.e.r’s pe.rfo.r.mance.  

Th.e.r.e ar.e diffe.r.ent types of l.e.ad.e.rship. Trans.a.c.tio.nal l.e.ad.e.rship and d.emocratic l.e.ad.e.rship 

s.tyl.es seem to be a.ssociated with effe.c.tive ta.sk pe.rfo.r.mance whi.l.e th.e autocratic l.e.ad.e.rship 

bri.ngs abo.ut po.o.r ta.sk pe.rfo.r.mance which may be d.etrimental to th.e o.rganis.atio.n’s 

a.chievement. To addr.ess this co.mpl.ex pr.obl.em, a sch.o.ol needs to impr.ove quality thr.o.ugh th.e 

pe.rfo.r.mance of its h.uman r.eso.urces. A.ssessment of th.e pe.rfo.r.mance of a sch.o.ol 

admi.nis.trato.r can be seen thr.o.ugh th.e wo.rk pr.ocess be.cause it is at this s.tage th.at a go.od 

l.e.ad.e.r is expe.c.ted to d.emo.ns.trate th.e d.esir.e to exce.l by impr.ovi.ng th.e ta.sk pe.rfo.r.mance of 

te.a.ch.e.rs. 

L.eng, (2014) di.d r.ese.arch o.n titl.e i.n th.e imp.a.c.t of L.e.ad.e.rship S.tyl.es o.n Te.a.ch.e.r 

Co.mmitment i.n R.etai.l I.nd.us.try i.n Mal.aysia. S.ampl.e size used by th.e r.ese.arch.e.rs is 384. Th.e 

r.ese.arch.e.rs used ques.tio.n.nair.es a.s th.e r.ese.arch i.ns.trument. S.A.S softwar.e ve.rsio.n 9.3 wa.s 

used to run tes.ts of r.e.liabi.lity, Pe.arso.n co.rr.e.l.atio.n and li.ne.ar r.egr.essio.n. Th.e fi.ndi.ngs 

co.ncl.ud.ed th.at th.e.r.e wa.s a significant imp.a.c.t of l.e.ad.e.rship s.tyl.es towards Te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance  
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S.akiru, E  h.o, Kar.eem and Abd.ull.ahi (2013) co.nd.uc.ted a r.ese.arch o.n r.e.l.atio.nship between 

Te.a.ch.e.r Pe.rfo.r.mance, l.e.ad.e.rship s.tyl.es and emo.tio.nal i.nte.lligence i.n an se.co.ndary sch.o.ol i.n 

Mal.aysia. S.ampl.e size used by th.e r.ese.arch.e.rs is 180. Data wa.s coll.e.c.ted usi.ng thr.ee 

i.ns.truments; Multifa.c.to.r L.e.ad.e.rship Ques.tio.n.nair.e, E.CP and p.ara.s.tatal pe.rfo.r.mance 

eval.uatio.n pr.ocess.  

Te.a.ch.e.rs’ ta.sk pe.rfo.r.mance wa.s taken and r.e.co.rd.ed usi.ng te.a.ch.e.rs’ pe.rfo.r.mance eval.uatio.n 

pr.ocess. E.CP fa.c.to.rs ar.e used to me.a.sur.e emo.tio.nal i.nte.lligence. Cr.o.nba.ch’s alph.a r.e.liabi.lity 

coefficient is used fo.r MQL fa.c.to.rs. Li.ne.ar r.egr.essio.n analysis is used. Th.ese fi.ndi.ngs 

co.ncl.ud.ed th.at th.e.r.e is a subs.tantial r.e.l.atio.nship between wo.rke.r pe.rfo.r.mance with 

emo.tio.nal i.nte.lligent and l.e.ad.e.rship s.tyl.e.  

Ismai.l, Tio.ng, Ajis and Doll.ah, (2011) wo.rked o.n a r.ese.arch titl.ed I.nte.ra.c.tio.n between 

L.e.ad.e.rs and Followe.rs a.s an Ante.ced.ent of Job Pe.rfo.r.mance: An Empirical S.tudy i.n 

Mal.aysia. S.ampl.e size used by th.e r.ese.arch.e.rs is 200. This s.tudy used a cr.oss-se.c.tio.nal 

meth.od to i.ntegrate th.e r.ese.arch lite.ratur.e, th.e i.n-d.epth i.nte.rvie.w, pi.lo.t s.tudy and th.e a.c.tual 

survey to coll.e.c.t data. Co.nvenience s.ampli.ng te.chnique wa.s used. SPSS was used to analyse 

vali.dity and r.e.liabi.lity of data. Pe.arso.n co.rr.e.l.atio.n analysis and d.escriptive s.tatis.tic is used to 

a.ccess r.ese.arch variabl.es. S.tandardized coefficient of S.tepwise r.egr.essio.n analysis wa.s used. 

Th.e fi.ndi.ngs co.nfir.med th.at i.nte.ra.c.tio.n between l.e.ad.e.rs and followe.rs does a.c.t a.s full 

ante.ced.ent of job pe.rfo.r.mance. 

 

2.2.2.2   Cap.a.city bui.ldi.ng and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance 

Vic.to.r and Jo.nath.an, (2019) co.nd.uc.ted a r.ese.arch o.n i.nfl.uence of trai.ni.ng o.n te.a.ch.e.r 

pr.od.uc.tivity i.n public se.co.ndary sch.o.ol.s. Th.e s.tudy used qualitative appr.o.a.ch si.nce th.e 

subje.c.t matte.r focused o.n h.uman beh.avio.ur. Th.e s.tudy used primary data. Th.e s.tudy applied 

s.truc.tur.ed ques.tio.n.nair.es to a s.ampl.e size of 75 drawn by simpl.e rando.m s.ampli.ng. Th.e data 

gene.rated wa.s analyzed usi.ng d.escriptive s.tatis.tics. Th.e fi.ndi.ngs of th.e s.tudy sh.ow th.at 

majo.rity (70%) of th.e r.espo.nd.ents agr.eed th.at trai.ni.ng and manpowe.r d.eve.lopment h.a.s 

enh.anced th.eir efficiency and job pr.od.uc.tivity.  

Nee.l.am, (2014) co.nd.uc.ted a r.ese.arch o.n th.e imp.a.c.t of trai.ni.ng and d.eve.lopment o.n te.a.ch.e.r’s 

ta.sk pe.rfo.r.mance and pr.od.uc.tivity, a ca.se s.tudy of high.e.r sch.o.ol Pesh.awar City, KPK, and 

P.akis.tan. Th.e s.tudy wa.s quantitative i.n natur.e. Th.e go.al wa.s to exami.ne wh.eth.e.r trai.ni.ng and 
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d.eve.lopment h.a.s an imp.a.c.t o.n te.a.ch.e.r’s pe.rfo.r.mance and pr.od.uc.tivity. Th.e r.esult sh.owed 

th.at th.e.r.e wa.s significant r.e.l.atio.nship between trai.ni.ng and te.a.ch.e.r pe.rfo.r.mance.  

Frankli.ng, (2014) co.nd.uc.ted a s.tudy o.n th.e imp.a.c.t of trai.ni.ng and d.eve.lopment o.n Te.a.ch.e.rs’ 

ta.sk pe.rfo.r.mance. Th.e fi.ndi.ngs r.eve.al.ed th.at wo.rki.ng co.nditio.ns and a l.a.ck of r.eso.urces 

affe.c.t th.e trai.ni.ng and d.eve.lopment of te.a.ch.e.rs. It is r.e.co.mmend.ed th.at ce.rtai.n ar.e.a.s be 

impr.oved, th.at is, management suppo.rt, th.e pr.ovisio.n of feedba.ck to te.a.ch.e.rs and th.e 

co.nd.uc.ti.ng of te.a.ch.e.r trai.ni.ng o.n a co.nti.nuo.us ba.sis. Th.e fi.ndi.ngs sh.ow th.at this wo.uld 

impr.ove te.a.ch.e.r pe.rfo.r.mance i.nse.co.ndary sch.o.ol.s. Th.e s.tudy a.ssessed th.e effe.c.t of trai.ni.ng 

dimensio.ns o.n te.a.ch.e.r pe.rfo.r.mance, a ca.se of gove.rnment sch.o.ol.s, Kenya. R.esults sh.ow th.at 

th.e.r.e wa.s a positive and significant effe.c.t between trai.ni.ng needs a.ssessment and te.a.ch.e.r 

pe.rfo.r.mance i.n gove.rnment sch.o.ol.s. Trai.ni.ng co.ntents h.a.s a positive and significant effe.c.t o.n 

th.e te.a.ch.e.r pe.rfo.r.mance i.n gove.rnment sch.o.ol.s and trai.ni.ng eval.uatio.n and te.a.ch.e.r 

pe.rfo.r.mance we.r.e positive and significant.  

R.o.mi.na, (2016) al.so fo.und o.ut i.n a r.ese.arch wo.rk th.at th.e.r.e is positive r.e.l.atio.nship between 

trai.ni.ng/s.taff d.eve.lopment and job pe.rfo.r.mance. Th.e s.tudy so.ught to d.ete.r.mi.ne th.e natur.e of 

th.e r.e.l.atio.nship between trai.ni.ng/d.eve.lopment and job pe.rfo.r.mance. Th.e s.tudy co.ncl.ud.ed 

th.at effe.c.tive trai.ni.ng is an i.nves.tment i.n th.e h.uman r.eso.urces i.n ed.ucatio.n, with bo.th 

immediate and lo.ng range r.eturns. Th.e s.tudy wa.s.to a.ssess th.e effe.c.t of trai.ni.ng o.n th.e 

pe.rfo.r.mance of s.taff i.n th.e public i.ns.titutio.ns i.n Kenya. Th.e target popul.atio.n wa.s th.e 

doc.to.rs, cli.nical office.rs, nurses and subo.rdi.nate s.taff se.rvi.ng i.n public h.e.alth fa.ci.lities withi.n 

sch.o.ol sys.tem. Th.e data wa.s coll.e.c.ted thr.o.ugh ques.tio.n.nair.es. Th.e s.tudy sh.owed th.at th.e.r.e is 

a s.tr.o.ng positive r.e.l.atio.nship between trai.ni.ng of te.a.ch.e.rs and pe.rfo.r.mance.  

Falol.a, (2014) co.nd.uc.ted a r.ese.arch o.n effe.c.tiveness of trai.ni.ng and d.eve.lopment o.n 

te.a.ch.e.rs’ pe.rfo.r.mance. Th.e r.esults sh.ow th.at s.tr.o.ng r.e.l.atio.nship exis.ts between trai.ni.ng and 

d.eve.lopment, te.a.ch.e.rs’ pe.rfo.r.mance and co.mpetitive advantage. Summary of th.e fi.ndi.ngs 

i.ndicates th.at th.e.r.e is s.tr.o.ng r.e.l.atio.nship between th.e tes.ted d.epend.ent variabl.e and 

i.nd.epend.ent co.ns.truc.t. H.oweve.r, sch.o.ol admi.nis.trato.rs sh.o.uld not r.e.l.ent i.n th.eir ques.t to 

trai.n th.eir s.taff to d.eve.lop ne.w i.d.e.a.s th.at wi.ll keep impr.ovi.ng and r.etai.ni.ng te.a.ch.e.r 

pe.rfo.r.mance.  
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Os.amwo.nyi (2016) co.nd.uc.ted a r.ese.arch o.n trai.ni.ng and d.eve.lopment: A to.ol fo.r te.a.ch.e.r 

pe.rfo.r.mance i.n th.e dis.tric.t a.ssemblies i.n Gh.ana. I.n a s.ampl.e of fifty (50) full time s.taff 

membe.rs of Kuma.si Metr.opolitan A.ssembly, th.e r.ese.arch r.eve.al.ed dir.e.c.t r.e.l.atio.nship 

between trai.ni.ng and d.eve.lopment and te.a.ch.e.r pe.rfo.r.mance. Al.so th.e r.esults fr.o.m th.e data 

analysis i.ndicated th.at significant r.e.l.atio.nship exis.t between trai.ni.ng and d.eve.lopment and 

ta.sk pe.rfo.r.mance of te.a.ch.e.rs. Fi.nally, th.e s.tudy r.eve.al.ed th.at management and te.a.ch.e.rs fa.ced 

pe.culiar pr.obl.ems d.uri.ng trai.ni.ng and d.eve.lopment exe.rcises. Management co.mpl.ai.ned abo.ut 

funds whi.l.s.t te.a.ch.e.rs’ expr.esses co.nce.rn abo.ut th.e time allo.tted to vario.us trai.ni.ng and 

d.eve.lopment pr.ogrammes.  

Uzma (2015) carried o.ut a r.ese.arch o.n imp.a.c.t of trai.ni.ng o.n te.a.ch.e.rs’ pe.rfo.r.mance Evi.d.ence 

fr.o.m sch.o.ol.s i.n Kara.chi, P.akis.tan. Th.e p.ape.r pr.esents a co.ncise summary of th.e lite.ratur.e o.n 

th.e val.ue of trai.ni.ng i.n impr.ovi.ng th.e pe.rfo.r.mance of th.e te.a.ch.e.rs. Fo.ur ph.ar.ma.ceutical 

sch.o.ol.s we.r.e se.l.e.c.ted. A survey of 356 te.a.ch.e.rs via se.lf admi.nis.trated ques.tio.n.nair.e Th.e 

analysis sh.owed a positive significant r.e.l.atio.nship between th.em and th.e r.esults r.eve.al.ed th.at 

th.e mo.r.e th.e te.a.ch.e.r gets trai.ni.ng, th.e mo.r.e efficient th.eir l.eve.l of pe.rfo.r.mance wo.uld be.  

Job (2015) co.nd.uc.ted a s.tudy o.n th.e imp.a.c.t of trai.ni.ng and d.eve.lopment o.n wo.rke.rs’ 

pr.od.uc.tivity: A s.tudy of se.l.e.c.ted oi.l se.rvice sch.o.ol.s i.n po.rth.ar co.urt. Th.e s.tudy wa.s ba.sed o.n 

a co.mbi.natio.n of lite.ratur.e r.evie.w and ques.tio.n.nair.e surveys. It wa.s r.eve.al.ed fr.o.m th.e s.tudy 

th.at mos.t o.rganis.atio.ns meet crite.ria needs fo.r trai.ni.ng adh.oc s.taff i.n an h.aph.azard way, 

whi.l.e o.th.e.rs set abo.ut i.d.entifyi.ng th.eir trai.ni.ng needs, th.en d.esign trai.ni.ng a.c.tivities i.n a 

ratio.nal man.ne.r and fi.nally a.sses th.e r.esults of trai.ni.ng. Th.e p.ape.r co.ncl.ud.es th.at th.e.r.e is 

significant positive r.e.l.atio.nship between trai.ni.ng/d.eve.lopment and wo.rke.rs pr.od.uc.tivity. 

Th.e.r.e is al.so significant positive r.e.l.atio.nship between trai.ni.ng/d.eve.lopment and te.a.ch.e.rs’ job 

se.curity. 

Th.e s.tudy r.e.co.mmend th.at, th.e HR pe.rso.n.ne.l gene.rally co.nsi.d.e.r.ed th.e pr.ocess of th.e 

pe.rfo.r.mance apprais.al a.s o.ne of th.e mai.n me.ch.anisms fo.r a.sce.rtai.ni.ng trai.ni.ng and 

d.eve.lopment needs at th.e i.ndivi.d.ual l.eve.l.So, te.a.ch.e.r trai.ni.ng and d.eve.lopment is th.e mos.t 

significant i.n th.e pe.rfo.r.mance management of te.a.ch.e.rs. 



59 
 

A r.ese.arch co.nd.uc.ted by Ol.aniyan, and Ojo, (2008) o.n th.e effe.c.t of trai.ni.ng and d.eve.lopment 

o.n th.e te.a.ch.e.r pe.rfo.r.mance, submitted th.at, th.e.r.e is a soli.d positive co.rr.e.l.atio.n between bo.th 

management d.eve.lopment and te.a.ch.e.r trai.ni.ng and d.eve.lopment pr.ogram, and te.a.ch.e.rs’ 

pe.rfo.r.mance. This sugges.ts th.at, bo.th management and te.a.ch.e.r d.eve.lopment we.r.e 

me.ani.ngfully i.nte.rr.e.l.ated with o.rganis.atio.n pe.rfo.r.mance. H.e add.ed th.at, an emph.a.sis o.n 

te.a.ch.e.r d.eve.lopment, with employments s.afety, is possibl.e to be co.mmo.n by te.a.ch.e.rs i.n 

te.r.ms of high l.eve.l of sch.o.ol.s’ obligatio.n. Co.mmitti.ng funds i.nto te.a.ch.e.r trai.ni.ng and 

d.eve.lopment may al.so be essential fo.r Wes.te.rn o.rganis.atio.n s.truggli.ng to attai.n a co.mpetitive 

advantage thr.o.ugh high val.ue pr.od.uc.ts and se.rvices, p.articul.ar fe.atur.es th.at we.r.e not p.ai.d 

much attentio.n to d.uri.ng pr.evio.us pl.an.ned e.co.  .my.  

O.th.e.r r.ese.arch co.nd.uc.ted by th.e Kaps.alis co.untries, Canada, th.e united S.tates, Switze.rl.and, 

th.e Neth.e.rl.ands, Pol.and, Ge.r.many and Swed.en, i.n sh.owi.ng th.e l.esso.ns which can be l.e.arned 

fr.o.m th.e co.mbi.ned cap.abi.lities of diffe.r.ent co.untries, discove.r.ed th.at abo.ut 66% of Canadian 

and United S.tates te.a.ch.e.rs wh.o r.e.ceived job-r.e.l.ated trai.ni.ng fr.o.m th.eir employe.r s.tated th.at 

th.ey uses th.eir attai.ned ski.ll at wo.rk to a gr.e.at l.eve.l and th.e.r.efo.r.e enh.ance te.a.ch.e.r wo.rk 

pe.rfo.r.mance and th.e o.rganis.atio.na.s a wh.ol.e.  

A s.tudy wa.s co.nd.uc.ted by Sh.ar.ma and Jai.n (2013) to exami.ne th.e issues pe.rsuadi.ng fi.nancial 

pe.rfo.r.mance i.n th.e small h.o.te.l.s at Arush.a i.n Tanzania. Th.e o.utco.mes of this r.ese.arch 

submitted th.at i.nsufficient te.a.ch.e.r trai.ni.ng and d.eve.lopment pr.ograms wa.s amo.ng th.e fa.c.to.rs 

a.cco.untabl.e fo.r low pr.ofitabi.lity i.n th.e h.o.te.l.s th.us pr.ovi.di.ng i.ndicatio.n to HR pr.ofessio.nal.s 

o.n th.e impo.rtance of this co.ns.tituent i.n th.e busi.ness se.c.to.r. notwiths.tandi.ng th.e a.ccessibl.e 

mixed bag of s.trategies, an a.ssociatio.n mus.t be car.eful wh.en se.l.e.c.ti.ng pr.ep.ari.ng sys.tems fo.r 

its uti.lizatio.n. A cautio.us uti.lizatio.n of pr.ep.ari.ng r.o.uti.nes might be an exceptio.nally pra.c.tical 

fi.nanci.ng. D.espite the s.tando.ut amo.ngs.t th.e mos.t vital s.tages i.n th.e pr.ep.aratio.n pr.ocess, 

a.ssessment and obse.rvi.ng is r.egul.arly th.e mos.t disr.egard.ed o.r slightes.t sufficiently co.mpl.eted 

p.art. 

 

2.2.2.3  Ta.sk autonomy and ta.sk pe.rfo.r.mance 

A d.egr.ee of autonomy withi.n o.ne’s job h.a.s been sh.own to l.e.ad to i.ncr.e.a.ses i.n se.lf-effica.cy, 

mo.tivatio.n and ta.sk effe.c.tiveness (L.angfr.e and Moye, (2021)). Typically peopl.e pr.efe.r to 

h.ave co.ntr.ol of h.ow th.ey pe.rfo.r.m ce.rtai.n ta.sks withi.n th.eir jobs, co.mp.ar.ed to h.avi.ng 
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management dir.e.c.t and r.egul.ate th.eir wo.rk ta.sks. If i.ndivi.d.ual.s h.ave mo.r.e fr.eedo.m and 

co.ntr.ol ove.r a.spe.c.ts of th.eir jobs, it seems like.ly th.at th.ese types of high autonomy ta.sks 

wo.uld mo.tivate i.ndivi.d.ual.s to set difficult go.al.s. This might not be th.e ca.se fo.r all ta.sks. 

 

We know th.at wh.en ta.sks ar.e i.nte.r.es.ti.ng peopl.e tend to pe.rfo.r.m wi.lli.ngly and expe.rience 

enjoyment fr.o.m th.e ta.sk itse.lf. Ta.sks th.at ar.e i.nh.e.r.ently s.atisfyi.ng may enco.urage a pe.rso.n to 

set mo.r.e difficult go.al.s th.an ta.sks th.at ar.e co.nsi.d.e.r.ed uni.nte.r.es.ti.ng and th.at need an exte.rnal 

r.egul.ato.r to mo.tivate d.esir.ed beh.avio.ur. Whi.l.e so.me high autonomy ta.sks may be i.nte.r.es.ti.ng, 

enjoyabl.e, and ch.all.engi.ng, o.th.e.rs may be bo.ri.ng, r.epetitive, and need an i.ncentive to i.nd.uce 

pr.od.uc.tive beh.avio.ur. It is impo.rtant to go beyo.nd und.e.rs.tandi.ng th.e sum of th.e i.ndivi.d.ual 

effe.c.ts of ta.sk autonomy and und.e.rs.tand th.e i.nte.ra.c.tio.n between this ta.sk autonomy to 

pr.o.mo.te th.e high.es.t amo.unt of te.a.ch.e.rs’ ta.sk pe.rfo.r.mance. Co.nsi.d.e.ri.ng ta.sk autonomy and 

ta.sk i.nte.r.es.t sep.arate.ly s.timul.ate go.al setti.ng, it is possibl.e th.at th.e i.nte.ra.c.tio.n of th.ese 

variabl.es may pr.od.uce even gr.e.ate.r go.al.s to be set, and co.nsequently pr.o.mo.te gr.e.ate.r ta.sk 

pe.rfo.r.mances. 

Ta.sk autonomy gives i.ndivi.d.ual.s th.e oppo.rtunity to ch.o.ose h.ow to co.mpl.ete a ta.sk 

(Flowe.rday and Schraw, 2003). Co.rdova and L.eppe.r, (1996) fo.und th.at co.mp.ar.ed to    ch.oice, 

allowi.ng peopl.e to ch.o.ose h.ow to co.mpl.ete an a.c.tivity l.ed to gr.e.ate.r liki.ng of th.e ta.sk and 

high.e.r l.eve.l.s of pe.rceived co.mpetence. This pr.ovisio.n of ch.oice pr.od.uced subs.tantial 

i.ncr.e.a.ses i.n p.articip.ants’ mo.tivatio.n, l.eve.l of a.spiratio.n, engagement i.n l.e.arni.ng, se.lf-

d.ete.r.mi.natio.n and sense of co.ntr.ol, and al.so l.ed to p.articip.ants pr.efe.rri.ng mo.r.e difficult 

ta.sks. Situatio.ns th.at pr.ovi.d.e ta.sk autonomy enco.urage i.ndivi.d.ual.s to engage i.n se.lf 

d.ete.r.mi.ned beh.avio.ur (D.e.ci and Ryan, 2011), which h.a.s been r.e.l.ated to positive o.utco.mes, 

such a.s i.ncr.e.a.ses i.n cr.e.ativity, a.chievement, fl.exibi.lity, and co.mpr.eh.ensio.n. 

 

2.2.3 Wo.rk envir.o.nment and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance 

Emmanue.l (2014) wo.rk o.n th.e effe.c.t of wo.rkpl.a.ce envir.o.nment o.n pe.rfo.r.mance of te.a.ch.e.rs 

i.n Nakuru Town and th.e fi.ndi.ngs sh.owed th.at psych.osocial a.spe.c.ts ar.e an impo.rtant fa.c.to.r i.n 

bo.os.ti.ng th.e pe.rfo.r.mance of te.a.ch.e.rs th.an th.e physical wo.rkpl.a.ce fa.c.to.rs and wo.rk life 

fa.c.to.rs. Nah.aruddi.n and S.ad.egi (2013) di.d a s.tudy o.n Fa.c.to.rs of Wo.rkpl.a.ce Envir.o.nment 

th.at Affe.c.t Te.a.ch.e.rs’ Pe.rfo.r.mance: A ca.se of Miyazu Mal.aysia. Th.e fi.ndi.ngs sh.owed th.at 
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o.nly supe.rviso.r suppo.rt is not significant towards th.e te.a.ch.e.rs’ pe.rfo.r.mance whi.l.e job ai.d and 

physical wo.rkpl.a.ce envir.o.nment h.ad a significant r.e.l.atio.nship towards te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance. Ol.abisi (2013) s.tudied Wo.rk Envir.o.nments and Job Pe.rfo.r.mance of Librarians 

i.n Public Unive.rsities i.n So.uth-Wes.t Nige.ria. Th.e fi.ndi.ngs r.eve.al.ed th.at th.e.r.e is significant 

co.rr.e.l.atio.n between wo.rk envir.o.nment and job pe.rfo.r.mance i.n libraries. 

 

Vario.us s.tudies h.ave been carried o.ut o.n wo.rkpl.a.ce envir.o.nment a.s a fa.c.to.r th.at d.ete.r.mi.nes 

te.a.ch.e.r pe.rfo.r.mance. I.n his s.tudy, Ajal.a, (2012) s.tudied i.nfl.uence of Wo.rkpl.a.ce envir.o.nment 

o.n Wo.rke.rs’ We.lfar.e, Pe.rfo.r.mance and Pr.od.uc.tivity, analyzed th.e extent to which te.a.ch.e.rs 

pe.rceive th.eir wo.rkpl.a.ce envir.o.nment a.s fulfi.lli.ng th.eir i.ntri.nsic, extri.nsic, and social needs 

and th.eir need to s.tay i.n th.e O.rganis.atio.n. H.e al.so analyzed th.e imp.a.c.t of pe.rceptio.n of 

wo.rkpl.a.ce envir.o.nments o.n te.a.ch.e.r co.mmitment and tunover i.n th.e O.rganis.atio.n, h.e 

co.ncl.ud.ed th.at if th.e te.a.ch.e.rs ar.e pr.ovi.d.ed with enabli.ng wo.rkpl.a.ce envir.o.nmental suppo.rt, 

th.ey wi.ll be highly s.atisfied and sh.ow high l.eve.l of co.mmitment towards th.eir o.rganis.atio.n 

and h.ence low tunover rate.  

A r.ese.arch by Aish.a, H.ardjo.mi.djojo and Ya.ssie.rli (2012) i.ndicates th.at impr.ovi.ng th.e 

wo.rki.ng envir.o.nment r.ed.uces co.mpl.ai.ns and absenteeism amo.ng te.a.ch.e.rs and  i.ncr.e.a.si.ng 

th.eirnota.sk pe.rfo.r.mance. Bette.r physical wo.rkpl.a.ce envir.o.nment wi.ll bo.os.t th.e te.a.ch.e.rs’ 

mo.ral.e and ultimate.ly th.eir ta.sk pe.rfo.r.mance. Wh.en envir.o.nmental suppo.rts ar.e so.und, 

te.a.ch.e.rs ar.e bette.r equipped to do wh.at th.ey ar.e expe.c.ted of th.em. Wo.rkpl.a.ce envir.o.nment 

pl.ays a big r.ol.e i.n i.ncr.e.a.si.ng te.a.ch.e.rs’ pe.rfo.r.mance. Fi.ndi.ngs by Ajal.a (2012) i.ndicated th.at 

wo.rkpl.a.ce envir.o.nmental e.l.ements such a.s sufficient light, absence of   ise, pr.ope.r venti.l.atio.n 

and l.ayo.ut arrangement subs.tantially i.ncr.e.a.se te.a.ch.e.rs’ pr.od.uc.tivity. Kh.an. (2015) 

i.nves.tigated th.e imp.a.c.t of wo.rkpl.a.ce envir.o.nment and i.nfra.s.truc.tur.e o.n te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance fr.o.m th.e ed.ucatio.n i.n P.akis.tan and co.ncl.ud.ed th.at i.ncentives at wo.rkpl.a.ce h.ad a 

positive imp.a.c.t o.n te.a.ch.e.rs’ pe.rfo.r.mance.  

H.ameed and Amjad (2015) i.n a survey of 31 se.co.ndary sch.o.ol.s sh.owed th.at co.mfo.rtabl.e and 

furnish.ed office d.esign mo.tivates th.e te.a.ch.e.rs and i.ncr.e.a.sed th.eir ta.sk pe.rfo.r.mance. Aish.a et 

al. (2013) i.n th.eir s.tudy “Effe.c.ts of Wo.rki.ng Abi.lity, Wo.rki.ng Co.nditio.n, Mo.tivatio.n and 

I.ncentive o.n Te.a.ch.e.rs Multi-Dimensio.nal Pe.rfo.r.mance” fo.und th.at th.e variabl.es i.ncentives, 
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mo.tivatio.n and wo.rki.ng co.nditio.ns h.ave a significant effe.c.t o.n te.a.ch.e.r pe.rfo.r.mance i.n an 

I.ndo.nesian unive.rsity. It is evi.d.ent fr.o.m th.ese s.tudies th.at a go.od wo.rkpl.a.ce envir.o.nment 

pl.ays a ve.ry vital towards i.ncr.e.a.si.ng pe.rfo.r.mance of te.a.ch.e.rs i.n gene.ral. 

 

2.2.3.1:   Job se.curity and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance 

A.cco.rdi.ng to James (2012), job se.curity h.a.s a significant effe.c.t o.n th.e ove.rall ta.sk 

pe.rfo.r.mance of th.e te.am a.s we.ll a.s o.n th.e sch.o.ol .s ta.sk pe.rfo.r.mance gene.rally. H.e noted th.at 

sch.o.ol with wo.rke.rs with low job se.curity cause peopl.e to lose faith i.n th.eir futur.e which 

co.nsequently affe.c.t th.eir ta.sk pe.rfo.r.mance. H.e affir.med th.at th.e mo.r.e a te.a.ch.e.r enjoys a high 

job se.curity th.e mo.r.e h.e is like.ly to effe.c.tive.ly pe.rfo.r.m his ta.sk which is r.efl.e.c.ted i.n th.e 

ove.rall pe.rfo.r.mance of th.e sch.o.ol. Fo.r exampl.e, i.n sch.o.ol.s, ta.sks ar.e   .r.mally br.oken down 

i.nto jobs which ar.e a.ssigned to e.a.ch te.a.ch.e.r. E.a.ch of th.e jobs pe.rfo.r.med by th.e te.a.ch.e.rs is 

a.ssessed thr.o.ugh i.ndivi.d.ual pe.rfo.r.mance. This i.ndivi.d.ual pe.rfo.r.mance is p.art of th.e ove.rall 

sch.o.ol pe.rfo.r.mance. Th.e te.a.ch.e.r’s i.ndivi.d.ual pe.rfo.r.mance thr.o.ugh his job is dir.e.c.tly li.nked 

with th.e ove.rall pe.rfo.r.mance of th.e sch.o.ol. Th.e.r.efo.r.e, it seems th.eir pe.rfo.r.mance is li.nked to 

sch.o.ol pe.rfo.r.mance, th.eir co.ntributio.ns to wi.ll be l.ess and i.neffe.c.tive if th.ey fee.l low job 

se.curity i.n th.e sch.o.ol. 

 

Job pe.rfo.r.mance is a multi-.dimensio.nal co.ns.truc.t (Griffi.n, Ne.al, and P.arke.r, 2007), and i.n 

s.tudies of job i.nse.curity it h.a.s been a.ssessed, fo.r exampl.e, via se.lf-r.epo.rts, supe.rviso.ry 

rati.ngs (e.g. H.uang, Niu, L.ee, and A.shfo.rd, 2012), and obje.c.tive o.utput me.a.sur.es (Pr.obs.t and 

Jiang, 2014).  Job pe.rfo.r.mance h.a.s been so vario.usly d.efi.ned and me.a.sur.ed th.at this h.a.s even 

been spe.cul.ated to be a r.e.a.so.n fo.r th.e co.nflic.ti.ng r.esults obtai.ned o.n its a.ssociatio.n with job 

i.nse.curity (Pr.obs.t and Jiang, 2014) 

 

H.e.r.e, followi.ng Griffi.n et al. (2007) and Pr.obs.t and Jiang (2014), fo.und o.ut th.at ta.sk 

pe.rfo.r.mance of te.a.ch.e.rs is ve.ry high and seem to be favo.rabl.e and a.chieved th.e gene.ral 

expe.c.tatio.n of ed.ucatio.nal s.takeh.old.e.rs which r.efe.rs to h.ow we.ll an i.ndivi.d.ual pe.rfo.r.ms th.e 

co.r.e ta.sks spe.cified i.n his o.r h.e.r job d.escriptio.n. Ta.sk pr.oficiency h.a.s been r.e.l.ated to r.ol.e 

cl.arity, and it h.a.s been argued th.at i.n unce.rtai.n co.ntexts, th.e abi.lity to carry o.ut job-spe.cific 

co.r.e ta.sks is imp.air.ed (Griffi.n et al., 2007). This i.ndicates th.at ta.sk pr.oficiency is sensitive to 

job i.nse.curity. Si.nce o.rdi.nary ta.sk pe.rfo.r.mance is usually not so.methi.ng th.at r.e.ceives 

https://scialert.net/fulltextmobile/?doi=rjbm.2013.64.70#54062_an
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p.articul.ar attentio.n fr.o.m supe.rviso.rs o.r coll.e.agues, th.e use of a se.lf-r.epo.rt me.a.sur.e seems 

appr.opriate. 

Se.lf-r.epo.rt me.a.sur.es can pr.ovi.d.e mo.r.e a.ccurate i.nfo.r.matio.n o.n a pe.rso.n’s pe.rfo.r.mance, 

si.nce th.ey a.ssess th.e opi.nio.n of th.e pe.rso.n wh.o is mos.t fami.liar with it (Griffi.n et al., 2007). 

Subtl.e ch.anges i.n vigo.ur d.ue to job i.nse.curity might th.e.r.efo.r.e be mo.r.e like.ly to r.egis.te.r o.n 

this me.a.sur.e th.an o.n an o.utsi.d.e.r’s judgment of pe.rfo.r.mance. Cl.e.arly, se.lf-rati.ngs of 

pe.rfo.r.mance can be pr.o.ne to seve.ral types of bia.s, and might even r.efl.e.c.t e.l.ements of 

mo.tivated se.lf enh.ancement Griffi.n et al., 2007). Empirical s.tudies co.nd.uc.ted by R.oseki.nd 

(2015) and Pr.o.  vos.t et al (2019) all fo.und te.a.ch.e.r s.afety and se.curity at wo.rk to be dir.e.c.tly 

r.e.l.ated to o.rganis.atio.nal pe.rfo.r.mance. Th.e sch.ol.ars obse.rved th.at "risk co.ntr.ol 

impl.ementatio.n wo.uld be difficult if not impossibl.e to a.chieve with.o.ut appr.opriate 

mo.nito.ri.ng of pr.ogr.ess and o.utco.mes". A r.ese.arch wo.rk carried o.ut by Pr.of. Rh.o.na Fli.n of 

Abe.rd.een Unive.rsity, pi.n-poi.nted l.e.ad.e.rship and manage.rial r.esi.lience a.s key drive.rs of 

h.e.alth and s.afety pe.rfo.r.mance. Th.e auth.o.r noted th.at th.e key to th.e success of any h.e.alth and 

s.afety management sys.tem r.es.ts o.n management's drive.r towards maki.ng s.afety a "lived' 

val.ue thr.o.ugh.o.ut th.e o.rganis.atio.n rath.e.r th.an o.ne th.at wa.s simply talked abo.ut (cited i.n 

Pollitt 2011).  

 

Agbol.a (2012) co.nd.uc.ted a s.tudy o.n "imp.a.c.t of h.e.alth and s.afety management o.n te.a.ch.e.r 

s.afety at th.e Gh.ana po.rts and h.arbo.r auth.o.rity".noth.e r.esults r.eve.al th.atsch.o.ol.s fraught with 

po.o.r h.e.alth and s.afety management pra.c.tices, po.o.r trai.ni.ng i.n s.afety know-h.ow, l.a.ck of 

i.nfo.r.matio.n o.n dange.r.o.us ch.emical.s and h.azardo.us mate.rial.s, l.a.ck of mo.nito.ri.ng and 

enfo.rcement of s.afety rul.es, unavai.l.abi.lity of essential s.afety equipments, with adve.rse effe.c.ts 

o.n te.a.ch.e.rs and th.e te.a.ch.e.rs’ pe.rfo.r.mance. H.e furth.e.r r.e.co.mmend.ed th.at, sch.o.ol mus.t 

i.ncr.e.a.se ed.ucatio.n and cr.e.ate awar.eness of th.e impo.rtance of h.e.alth and s.afety; ensur.e 

coll.e.c.tio.n and s.to.rage of data fo.r effe.c.tive mo.nito.ri.ng and eval.uatio.n of s.afety pe.rfo.r.mance.  

 

Anoth.e.r r.ese.arch carried o.ut by L .awal (2019), to exami.ne th.e imp.a.c.t of h.e.alth and s.afety 

policies o.n te.a.ch.e.rs’ pe.rfo.r.mance i.n th.e Gh.ana's timbe.r i.nd.us.try and a ca.se s.tudy appr.o.a.ch 

wa.s adopted fo.r th.e s.tudy. Th.e mai.n data coll.e.c.tio.n i.ns.truments used we.r.e i.nte.rvie.ws and 

ques.tio.n.nair.es a.s we.ll a.s s.tatis.tical to.ol.s such a.s Pe.arso.n co.rr.e.l.atio.n wa.s adopted to a.ssess 
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th.e r.e.l.atio.nship between i.nves.tment i.n h.e.alth and s.afety and te.a.ch.e.rs pe.rfo.r.mance. Th.e data 

coll.e.c.ted sh.owed th.at h.e.alth and s.afety me.a.sur.es put up by th.e sch.o.ol positive.ly co.rr.e.l.ates 

with te.a.ch.e.rs' pe.rfo.r.mance d.espite th.at th.e co.rr.e.l.atio.n is we.ak. Th.e.r.e is al.so i.nve.rse 

r.e.l.atio.nship between r.ed.uci.ng th.e numbe.r of a.cci.d.ents and i.njuries thr.o.ugh h.e.alth and s.afety 

pr.o.mo.tio.ns and te.a.ch.e.rs pe.rfo.r.mance. Fr.o.m th.e fi.ndi.ngs, it wa.s co.ncl.ud.ed th.at 

o.rganis.atio.ns need to p.ay much attentio.n to th.eir h.e.alth and s.afety me.a.sur.es si.nce ap.art fr.o.m 

th.e fa.c.t th.at i.n o.th.e.r jurisdic.tio.ns it is ba.cked by l.aw and is mandato.ry, it is cl.a.ssified a.s an 

exis.tence need fo.r which o.th.e.r mo.tivatio.nal fa.c.to.rs me.ant to impr.ove te.a.ch.e.rs' pe.rfo.r.mance.  

 

Lo.oki.ng at th.e effe.c.t o.n occup.atio.nal h.e.alth and s.afety policy o.n te.a.ch.e.rs' pe.rfo.r.mance, Lim 

(2012) add.ed th.at wh.en wo.rke.rs und.e.rs.tand th.e h.e.alth and s.afety rul.es and pr.oced.ur.es of 

th.eir job and th.e to.ol.s use fo.r wo.rki.ng, it h.e.lps th.em to wo.rk effe.c.tive.ly and efficiently 

r.esulti.ng i.n bette.r pe.rfo.r.mance of te.a.ch.e.rs. Th.e benefit of pr.o.mo.ti.ng h.e.alth and s.afety i.n 

sch.o.ol i.ndicated th.at wh.en te.a.ch.e.rs ar.e pr.ovi.d.ed with s.afe wo.rki.ng envir.o.nment thr.o.ugh th.e 

use of effe.c.tive occup.atio.nal h.e.alth and s.afety management sys.tems, it r.ed.uces te.a.ch.e.rs 

absenteeism, and te.a.ch.e.r tunover and this h.a.s dir.e.c.t effe.c.t i.n pr.od.uc.tivity, te.a.ch.e.r/cus.to.me.r 

r.e.l.atio.nship, subo.rdi.nate/management r.e.l.atio.nship which th.e end r.esult wi.ll be i.ncr.e.a.se i.n 

pr.ofitabi.lity fo.r th.e sch.o.ol. Lo.oki.ng at h.e.alth and s.afety of vario.us o.rganis.atio.ns, th.ey sh.ar.e 

simi.l.ar vie.w with Aus.tralian Natio.nal Co.mmissio.n fo.r H.e.alth S.afety.  

 

To th.em, i.n o.rganis.atio.ns wh.e.r.e h.e.alth and s.afety policies ar.e highly pr.o.mo.ted, te.a.ch.e.rs fee.l 

val.ued be.cause th.ey ar.e kept fr.o.m dange.r at wo.rk. This pr.ovi.d.es oppo.rtunities fo.r te.a.ch.e.rs to 

pe.rfo.r.m ve.ry we.ll o.n th.e job to a.chieve O.rganis.atio.nal success. H.udso.n (2012) al.so sees 

h.e.alth and s.afety pr.o.mo.tio.n at th.e wo.rkpl.a.ce h.avi.ng dir.e.c.t positive imp.a.c.t o.n te.a.ch.e.rs' 

pe.rfo.r.mance. To th.e written go.od occup.atio.nal h.e.alth and s.afety management pra.c.tices 

wo.uld h.e.lp to bui.ld a positive wo.rkpl.a.ce cultur.e and this wi.ll enh.ance pe.rfo.r.mance of all 

te.a.ch.e.rs. It al.so gives opportunity of high te.a.ch.e.r pe.rfo.r.mance th.at enco.urages cr.e.ativity and 

i.n.  vatio.n. Sch.o.ol.s enjoyi.ng dir.e.c.t benefit i.n pr.o.mo.ti.ng occup.atio.nal h.e.alth and s.afety. To 

th.em they fee.ls management 'car.es' fo.r teachers, th.e.r.e is an i.ndicatio.n of positive management 

of occup.atio.nal h.e.alth and s.afety sys.tem and a.s such r.esults i.n s.afe.r wo.rki.ng pra.c.tices and 

al.so h.ave positive imp.a.c.t o.n te.a.ch.e.r o.utco.mes (exampl.e, job mo.tivatio.n, job i.n vement, 

s.afety climate, O.rganis.atio.nal co.mmitment, job s.atisfa.c.tio.n, mental h.e.alth and we.ll-bei.ng). 
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2.2.3.2    R.e.ward sys.tem and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance 

S.tudies h.ave sh.own th.at th.e r.e.ward pr.ocess is a majo.r co.ntr.ol o.r i.nfl.uence me.ch.anism 

avai.l.abl.e to o.rganizatio.ns and significant to effe.c.tive ta.sk pe.rfo.r.mance of te.a.ch.e.rs (Aji.l.a, 

2018). H.oweve.r, r.ese.arch.e.rs do not agr.ee o.n pr.edic.tabl.e i.nfl.uence o.n i.ndivi.d.ual beh.avio.ur, 

unl.ess th.e i.ndivi.d.ual/gr.o.up go.al.s ar.e taken i.nto a.cco.unt. Whi.l.e th.e.r.e seem to be an 

agr.eement th.at r.e.wards sh.o.uld focus o.n a.chievi.ng o.rganis.atio.n’s go.al.s, so.me envir.o.nmental 

fa.c.to.rs may h.e.lp to d.ete.r.mi.ne th.e r.esultant effe.c.t. A pr.ope.r und.e.rs.tandi.ng of th.e effe.c.t wi.ll 

h.e.lp draw attentio.n to th.e imp.a.c.t of r.e.ward o.n te.a.ch.e.r pe.rfo.r.mance. 

 

Th.e r.e.ward sys.tem co.nsis.ts of all o.rganis.atio.n co.mpo.nents- i.ncl.udi.ng peopl.e, pr.ocess, rul.es 

and d.e.cisio.n maki.ng a.c.tivities i.n ved i.n th.e allocatio.n of co.mpens.atio.n and benefits to 

te.a.ch.e.rs i.n exch.ange fo.r th.eir co.ntributio.n to th.e o.rganizatio.n ta.sk pe.rfo.r.mance 

(Puwanenthir.en, 2011). Th.e r.e.ward sys.tem wa.s co.nsi.d.e.r.ed a.s co.nsis.ti.ng of a numbe.r of 

i.nte.rr.e.l.ated pr.ocesses and a.c.tivities which co.mbi.ne to ensur.e th.at r.e.ward management is 

carried o.ut effe.c.tive.ly to th.e benefit of th.e o.rganis.atio.n and th.e peopl.e wh.o wo.rk th.e.r.e. 

Puwanenthir.en (2011) al.so i.d.entified thr.ee mai.n co.mpo.nents of a r.e.ward sys.tem to i.ncl.ud.e; 

co.mpens.atio.n, benefits and r.e.cognitio.n. Th.ese co.mpo.nents encapsul.ate th.e to.tal r.e.wards i.n 

an o.rganis.atio.n which i.ncl.ud.e trans.a.c.tio.nal and r.e.l.atio.nal r.e.wards. Benefits ar.e d.escribed a.s 

fo.r.ms of val.ue o.th.e.r th.an p.ayment th.at ar.e pr.ovi.d.ed to te.a.ch.e.rs fo.r th.eir co.ntributio.n to th.e 

gr.owth of th.e o.rganis.atio.n. Benefits can co.me i.n two fo.r.ms tangibl.e and i.ntangibl.e benefits. 

Tangibl.e benefits i.ncl.ud.e co.ntributio.n to r.etir.ement pl.ans, life i.nsurance, va.catio.n p.ay, 

h.oli.day p.ay, te.a.ch.e.r s.tock owne.rship pl.ans, pr.ofit sh.ari.ng and bo.nuses, etc. I.ntangibl.e 

benefits o.n th.e o.th.e.r h.and i.ncl.ud.e, appr.e.ciatio.n fr.o.m a boss, like.lih.o.od fo.r pr.o.mo.tio.n, office 

sp.a.ce, etc. Co.mpens.atio.n is d.escribed a.s ba.se p.ay and variabl.e p.ay. Ba.se p.ay is tied to th.e 

val.ue of th.e job to th.e o.rganizatio.n i.n r.e.l.atio.n to th.e market val.ue and th.e expe.rtise r.equir.ed 

to pe.rfo.r.mi.ng th.e job. Whi.l.e variabl.e p.ay is ba.sed o.n th.e pe.rfo.r.mance of th.e pe.rso.n i.n th.at 

r.ol.e which i.ncl.ud.e a.chievi.ng set targets. 

 

I.n co.nsi.d.e.ri.ng th.e d.eployment of a r.obus.t r.e.ward sys.tem, th.e employe.r h.a.s to co.nsi.d.e.r 

seve.ral optio.ns rangi.ng fr.o.m d.e.cisio.ns o.n wh.eth.e.r th.e r.e.ward wo.uld be pe.riodic o.r 
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i.ns.tantaneo.us, cos.t s.avi.ngs o.r pr.ofit ba.sed i.ndivi.d.ual o.r gr.o.up ba.sed. All th.ese i.ngr.edients 

ar.e ve.ry vital to d.esigni.ng a go.od r.e.ward sys.tem. 

H.e.llriege.l, Slocum and Wo.odman (2021), noted th.at “manage.rs agr.ee th.at tyi.ng p.ay to ta.sk 

pe.rfo.r.mance is i.ndispens.abl.e and significant to pe.rfo.r.mance i.n se.co.ndary sch.o.ol.s. H.oweve.r, 

th.e a.c.tual impl.ementatio.n of pr.ogrammes d.esigned to bri.ng abo.ut such a r.e.l.atio.nship is often 

quite difficult” Th.ey furth.e.r i.d.entified fo.ur r.e.ward sys.tems i.n high-pe.rfo.r.mance wo.rk setti.ng 

to i.ncl.ud.e gai.n- sh.ari.ng/pr.ofit sh.ari.ng, fl.exibi.lity benefits, sch.o.ol time-off and ski.ll ba.sed 

p.ay. All th.ese sys.tems i.n ve p.ayment of ca.sh to te.a.ch.e.rs at vario.us times fo.r i.ncr.e.a.si.ng 

pr.od.uc.tivity, r.ed.uci.ng cos.t, o.r impr.ovi.ng quality, d.etermined by the schools’ go.als at th.e 

time. 

Gai.n-sh.ari.ng i.n ves r.egul.ar ca.sh bo.nuses to te.a.ch.e.rs usually tied to pl.ant, divisio.n, o.r 

d.ep.artments’ impr.ovements. Pr.ofit sh.ari.ng o.n th.e o.th.e.r h.and, i.n ves ca.sh p.ayment of a 

pe.rcentage of th.e co.mp.any’s pr.ofits to all te.a.ch.e.rs. 

Und.e.r th.e fl.exibl.e benefit pl.ans, te.a.ch.e.rs ar.e allowed to ch.o.ose th.e p.articul.ar benefit pl.an 

th.at suites th.eir i.nte.r.es.t with.o.ut th.e management fo.rci.ng it o.n th.em. Te.a.ch.e.rs e.arn time-off 

cr.edit thr.o.ugh high pe.rfo.r.mance and can keep it fo.r futur.e use. Ski.ll ba.sed p.ay i.n ves p.ayi.ng 

te.a.ch.e.rs ba.sed o.n th.e numbe.r and l.eve.l of job r.e.l.ated ski.ll.s th.ey h.ave a.cquir.ed. This r.e.ward 

sys.tem r.e.cognized th.e market val.ue of e.a.ch te.a.ch.e.r with tal.ent and ensur.es th.at th.ey ar.e 

r.e.ward.ed a.cco.rdi.ngly. 

2.2.3.3    Physical wo.rk Envir.o.nment and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance  

 S.tudy co.nd.uc.ted by Badayai (2012) fo.und o.ut a significant i.nfl.uence of physical wo.rk 

envir.o.nment with ta.sk pe.rfo.r.mance of s.taff. Th.e physical envir.o.nment at wo.rk is critical to 

s.taff ta.sk pe.rfo.r.mance, s.atisfa.c.tio.n, social r.e.l.atio.ns and h.e.alth. It is gene.rally und.e.rs.to.od th.at 

th.e physical d.esign of offices and th.e envir.o.nmental co.nditio.ns at wo.rk pl.a.ces ar.e impo.rtant 

fa.c.to.rs i.n o.rganis.atio.nal pe.rfo.r.mance.  

It wi.ll be abl.e to put fo.rward seve.ral fa.c.to.rs th.at ar.e i.ncl.ud.ed i.n th.e wo.rki.ng envir.o.nment 

and its effe.c.ts o.n job pe.rfo.r.mance. Th.e s.tudy by Badayai (2012) h.a.s co.nfir.med pr.evio.us 

s.tudies and cl.a.ssified five mai.n fa.c.to.rs of unco.ngenial wo.rki.ng envir.o.nment a.s sh.own be.llow  
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 Air fa.c.to.r  

Oss.ama, Gamal and Amal (2021), carried o.ut a s.tudy o.nco.rr.e.l.atio.n between i.ndo.o.r 

envir.o.nmental quality and ta.sk pe.rfo.r.mance i.n se.co.ndary sch.o.ol.s. Th.e s.tudy es.tablish.ed a 

significant co.rr.e.l.atio.n between air quality venti.l.atio.n and te.a.ch.e.r ta.sk pe.rfo.r.mance. Th.e air 

i.n th.e wo.rk envir.o.nment espe.cially its co.mpo.nents can pl.ay a co.nsi.d.e.rabl.e func.tio.n i.n 

r.e.l.atio.n to th.e wo.rk beh.avio.ur, spe.cifically ta.sk pe.rfo.r.mance. A.s i.ndicated by th.e sch.ol.ars 

i.ndo.o.r air quality is ve.ry significant to th.e h.e.alth, co.mfo.rt, and ta.sk pe.rfo.r.mance of te.a.ch.e.rs. 

I.ndo.o.r co.ntami.natio.n l.eve.l.s fr.equently exceed open air l.eve.l.s and mos.t of th.e time te.a.ch.e.r 

might spend up to 90% of time alo.ne i.nsi.d.e. Mos.t possibly pe.ri.lo.us i.ndo.o.r air poll.utants ar.e 

rado.n, a.sbes.tos, i.  .rganic mate.rial, envir.o.nmental toba.cco smoke, o.rganics, biological and 

non-io.nizi.ng radiatio.n. O.th.e.r poll.utants such a.s odo.rs and d.us.ts can cause critical disco.mfo.rt 

and fee.li.ngs of unwi.lli.ngness th.at may l.e.ad to a r.ed.uc.tio.n i.n pr.od.uc.tivity and ta.sk 

pe.rfo.r.mance of te.a.ch.e.r.  

Go.od r.o.o.m tempe.ratur.e i.ncr.e.a.ses s.taff ta.sk pe.rfo.r.mance significantly and r.ed.uces s.tr.ess i.n 

wo.rke.rs a.s it pl.ays notabl.e r.ol.e i.n wo.rkpl.a.ce envir.o.nment. Effe.c.tive tempe.ratur.e i.ndicates 

h.ow h.o.t o.r cold o.ur envir.o.nment r.e.ally makes us fee.l (Aamodt, 2004). High tempe.ratur.es can 

affe.c.t te.a.ch.e.rs’ ta.sk pe.rfo.r.mance, p.articul.arly d.uties r.equir.ed o.n cognitive, physical, and 

pe.rceptual d.uties (Badayai, 2012). Ch.andra.sekar (2011), s.tate th.at high tempe.ratur.e can h.ave 

a dir.e.c.t imp.a.c.t o.n h.e.alth and l.e.ad to h.e.at s.tr.ess and h.e.at exh.aus.tio.n. Furth.e.r.mo.r.e, Sehgal 

(2012) cl.arified th.at a.cco.rdi.ng to a thi.n pe.rso.n, a high.e.r tempe.ratur.e may be bette.r. H.oweve.r, 

fo.r so.mebody not a.s thi.n, a lowe.r tempe.ratur.e may wo.rk bette.r. H.e al.so cl.arified possibl.e 

effe.c.ts of tempe.ratur.e in secondary schools. 

Noise is d.escribed a.s unwanted so.und, is th.e mos.t co.mmo.n co.mpl.ai.nt i.n offices wo.rkpl.a.ce 

th.at affe.c.t ta.sk pe.rfo.r.mance. Many r.ese.arch.e.rs i.ndicate th.at   isy pl.a.ces and exposi.ng 

te.a.ch.e.rs to such co.nditio.ns can affe.c.t th.eir job pe.rfo.r.mance quality. Me.l.amed, Fried and 

Fr.o.o.m (2018) co.nfir.med th.at exposur.e to high l.eve.l.s of so.und may l.e.ad to seve.ral dise.a.ses 

such a.s cardiova.scul.ar dise.a.se, endocri.ne and diges.tive r.e.a.c.tio.ns p.articul.arly i.n co.mpl.ex ta.sk 

not i.n s.traightfo.rward ta.sk. Sch.o.ol.s today tend to use an open-office d.esign to i.ncr.e.a.se 

te.amwo.rk, co.mmunicatio.n and ta.sk pe.rfo.r.mance; h.oweve.r, r.ese.arch.e.rs’ s.tudies i.ndicate th.at 

th.ese open i.nte.ra.c.tive sp.a.ces bo.os.t Noisei.n th.e wo.rkpl.a.ce and se.co.ndary sch.o.ol.s i.ncl.usive. 
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Noise can affe.c.t ta.sk pe.rfo.r.mance by office wo.rke.rs. A.cco.rdi.ng to Kje.lbe.rg and Skolds.tr.o.m 

(1991), s.tudy sh.owed th.at a.ssignments, need.ed r.e.adi.ng co.mpr.eh.ensio.n and memo.ries ar.e th.e 

mos.t sensibl.e to   ise, espe.cially Noiseso.urces r.e.l.ated to s.taff co.nve.rs.atio.ns. Noisecan dis.tra.c.t 

s.taff of a sch.o.ol mo.r.e like.ly wh.en wo.rke.rs do not h.ave co.ntr.ol of th.e Noiseso.urce and it is 

unpr.edic.tabl.e. Th.e raised Noisei.n th.e wo.rkpl.a.ce is caused by co.mmo.n office equipment, fo.r 

exampl.e, pri.nte.rs, ph.o.nes, copie.rs, h.e.ati.ng and air co.nditio.ni.ng unites, and co.nve.rs.atio.ns of 

office wo.rke.rs. (Maxwe.ll, 2001) Th.e s.tudy of Mital, McGlo.thli.n, and Faard (1992) fo.und th.at 

significant Noise so.urces we.r.e i.ndivi.d.ual.s arrivi.ng/d.ep.arti.ng, keybo.ard so.unds, and 

equipment o.r movi.ng cars pr.od.uces l.arge.r Noisei.n th.e sch.o.ol envir.o.nment whi.l.e 

co.nve.rs.atio.ns and pri.nte.r beepi.ng so.unds we.r.e a.cco.unted fo.r to be th.e mos.t irritati.ng Noise 

i.n an o.rganizatio.n th.at affe.c.t ta.sk pe.rfo.r.mance.  

R.egardl.ess of fit o.ut d.esign o.r bui.ldi.ng type, daylight, is co.nsi.d.e.r.ed to be th.e numbe.r o.ne 

wanted natural fe.atur.e i.n th.e wo.rkpl.a.ce a.s r.ese.arch.e.rs discove.r.ed th.at exposur.e to natural 

light i.n an office sp.a.ce imp.a.c.ts te.a.ch.e.rs’ quality of life and impr.ove th.eir ta.sk pe.rfo.r.mance. 

Th.e amo.unt of light need.ed i.n th.e wo.rkpl.a.ce d.epends o.n th.e ki.nd of ta.sks bei.ng pe.rfo.r.med, 

eith.e.r o.utdo.o.rs o.r i.ndo.o.rs, o.r wh.en th.ey ar.e pe.rfo.r.med by day time, o.r at night. By 

co.nsequence, it wi.ll eith.e.r improve o.r reduce th.e ta.sk pe.rfo.r.mance. I.nco.nvenient lighti.ng is a 

so.urce of dis.tr.ess, th.us l.e.adi.ng to po.o.r ta.sk pe.rfo.r.mance. Th.at h.appens wh.en th.e te.a.ch.e.r is 

exposed to unco.mfo.rtabl.e wo.rki.ng envir.o.nment which is a high gl.ar.e, dim bulk, o.r a l.a.ck of 

natural light i.n th.e office o.r cl.a.ssr.o.o.m (Sch.ultz and Sch.ultz, 2006). Th.e brightness of office 

light i.nfl.uences co.ncentratio.n, al.e.rtness, and ta.sk pe.rfo.r.mance. Modifyi.ng th.e quality and 

natur.e of light can appr.e.ciably enh.ance wo.rki.ng expe.rience and pr.od.uc.tivity (Sehgal, 2012). 

Mo.r.eove.r, venti.l.atio.n h.a.s been fo.und to i.ncr.e.a.se pr.od.uc.tivity and ta.sk pe.rfo.r.mance, and 

raise te.a.ch.e.rs’ spirits. It pl.ays a r.ol.e i.n th.e wo.rkpl.a.ce by simply pr.ovi.di.ng a pl.e.a.s.ant sch.o.ol 

wo.rki.ng envir.o.nment. Mental r.evie.ws h.ave sh.owed th.at we.ll venti.l.ated cl.a.ssr.o.o.m can 

imp.a.c.t i.ndivi.d.ual.s' mo.od and s.timul.ate fee.li.ng fo.r effe.c.tive ta.sk pe.rfo.r.mance (Carruth.e.rs, 

Mo.rris, Tarrie.r and Wh.o.rwe.ll, 2010). Co.ol colo.urs might awaken unh.appy and d.epr.essive 

fee.li.ngs, whi.l.e war.m colo.urs gene.rally mo.tivate war.mi.ng and positive emo.tio.ns (Chi.ng and 

Bi.ngge.li, 2012). 
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Sp.a.ce Fa.c.to.r   

Th.e a.c.tual physical l.ayo.ut of an office i.n se.co.ndary sch.o.ol is highly impo.rtant wh.en it co.mes 

to maximizi.ng ta.sks amo.ng te.a.ch.e.rs. Nowadays, wo.rk envir.o.nments suppo.rt ne.w ways of 

wo.rki.ng and fl.exibl.e wo.rkpl.a.ces which displ.ays e.a.se of co.mmunicatio.n and i.nte.rpe.rso.nal 

a.ccess co.ntra.s.ted with fully enclosed private offices, and this ch.ange to open pl.an office h.a.s 

bo.os.ted te.a.ch.e.r’s pr.od.uc.tivity p.arall.e.l.ed to closed office sp.a.ces (Be.cke.r, 2002). Th.e 

i.ndivi.d.ual wo.rks.tatio.n th.at is to.o cr.owd.ed and r.es.tric.ted, wi.ll l.e.ad to s.tr.ess, pr.essur.e and 

o.th.e.r psych.ological effe.c.t. An i.ndivi.d.ual te.a.ch.e.r may fee.l uns.tabl.e and h.ave l.a.ck of fr.eedo.m 

and mo.tivatio.n, o.n th.e sh.o.rt-run; it may l.e.ad to a ve.ry s.tr.essful envir.o.nment, which 

d.e.cr.e.a.ses th.e quality of th.e job pe.rfo.r.mance.  

Giffo.rd (1996), s.tr.essed th.at te.a.ch.e.rs wh.ose wo.rk r.equir.es supe.rviso.ry-pr.ofessio.nal and 

priva.cy ar.e unh.appy with an open-pl.an office. Te.a.ch.e.rs adapt to unco.ngenial wo.rk sp.a.ce 

wh.en sp.atial arrangements ar.e i.nappr.opriate, and th.ey may even not r.e.alize th.eir surr.o.undi.ngs 

co.uld be bette.r.  

A.cco.rdi.ng to Sehgal (2012), sp.a.ce co.mpo.nents like office furnitur.e co.mprises of d.esks ch.airs, 

th.e fi.li.ng sys.tem, sh.e.lves, drawe.rs, etc., h.ave a spe.cified p.art to pl.ay i.n th.e l.eve.l of ta.sk 

pe.rfo.r.mance of so.me te.a.ch.e.rs and th.e suitabl.e func.tio.ni.ng of any office h.old.e.rs. Al.so, o.ne of 

th.e mos.t essential thi.ngs to be guaranteed is wh.eth.e.r th.e wo.rkpl.a.ce furnitur.e is erogonomic o.r 

not. Erogonomic office furnitur.e guarantees th.at eve.ry wo.rke.r ge.l.s we.ll with th.e thi.ngs 

ar.o.und him, like ch.airs, d.esks, office arrangement and even envir.o.nmental fa.c.to.rs. 
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2.3 Th.eo.r.etical frame.wo.rk 

 

H.e.rzbe.rg Two Fa.c.to.r Th.eo.ry (1959) 

This s.tudy is anch.o.r.ed o.n H.e.rzbe.rg mo.tivatio.nal th.eo.ry. Th.e th.eo.ry wa.s used to expl.ai.n th.e 

r.e.l.atio.nship between r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e, wo.rk envir.o.nment and 

te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s i.n Oyo S.tate. 

H.e.rzbe.rg Two Fa.c.to.r Th.eo.ry of Mo.tivatio.n wa.s pr.opo.und.ed i.n 1959 wh.en Fr.ed.e.rick 

H.e.rzbe.rg, a beh.avio.ural scientis.t, pr.oposed a two-fa.c.to.r th.eo.ry o.r th.e mo.tivato.r-hygiene 

th.eo.ry. Th.e hygiene fa.c.to.rs symbolised th.e physiological needs which th.e i.ndivi.d.ual.s want 

and ar.e expe.c.ted to be fulfi.ll.ed, fo.r i.ns.tance, p.ay /s.al.aries, co.mp.any policies, fri.nge benefits, 

physical wo.rki.ng co.nditio.ns and i.nte.rpe.rso.nal r.e.l.atio.ns. A.cco.rdi.ng to H.e.rzbe.rg, th.e hygiene 

fa.c.to.rs ar.e not mo.tivato.rs. Mo.tivato.rs ar.e i.nh.e.r.ent to wo.rk. Th.ese fa.c.to.rs mo.tivate s.taff to 

pe.rfo.r.m bette.r. Th.ey ar.e fa.c.to.rs i.n ved i.n pe.rfo.r.mi.ng th.e job. Wo.rke.rs fi.nd th.ese fa.c.to.rs 

i.ntri.nsically r.e.wardi.ng. Th.ese mo.tivatio.nal fa.c.to.rs i.ncl.ud.e: r.e.cognitio.n, sense of 

a.chievement, gr.owth and pr.o.mo.tio.nal oppo.rtunities, r.espo.nsibi.lity and me.ani.ngful job. 

H.e.rzbe.rg pr.oposed th.at s.taff membe.rs ar.e mo.tivated by i.nte.rnal val.ues rath.e.r th.an val.ues th.at 

ar.e exte.rnal to th.e wo.rk. I.n o.th.e.r wo.rds, mo.tivatio.n to wo.rk is i.nte.rnally gene.rated and is 

pr.ope.ll.ed by variabl.es th.at ar.e i.ntri.nsic (mo.tivato.rs) to th.e wo.rk which i.ncl.ud.e a.chievement, 

r.e.cognitio.n, th.e wo.rk itse.lf, r.espo.nsibi.lity, advancement (i.n te.r.ms of pr.o.mo.tio.n, trai.ni.ng and 

d.eve.lopment), and gr.owth. Co.nve.rse.ly, ce.rtai.n fa.c.to.rs i.nd.uce diss.atisfyi.ng expe.riences fo.r 

s.taff and th.ese fa.c.to.rs, l.arge.ly fr.o.m non-job r.e.l.ated variabl.es, ar.e call.ed extri.nsic variabl.es. 

Th.ese i.ncl.ud.e co.mp.any policies, s.al.ary, co-wo.rke.r r.e.l.atio.nships and supe.rviso.ry o.r 

management s.tyl.es and wo.rk envir.o.nment.  

 

Th.e Hygiene fa.c.to.rs (extri.nsic variabl.es) do not mo.tivate s.taff but can mi.nimise 

diss.atisfa.c.tio.n if h.andl.ed pr.ope.rly. Effe.c.tive ta.sk pe.rfo.r.mance of te.a.ch.e.rs wi.ll not be at its 

optimum if th.ey ar.e diss.atisfied and th.e hygiene fa.c.to.rs ar.e mish.andl.ed.  H.e.rzbe.rg opi.ned 

th.at o.nce th.e hygiene fa.c.to.rs ar.e addr.essed, th.e mo.tivato.rs wo.uld pr.o.mo.te job s.atisfa.c.tio.n 

and enco.urage ta.sk pe.rfo.r.mance by te.a.ch.e.rs.  

Nzoka (2015) anch.o.r.ed his s.tudy o.n H.e.rzbe.rg two-fa.c.to.r th.eo.ry wh.e.r.e h.e so.ught to expl.ai.n 

th.e I.ns.titutio.nal fa.c.to.rs i.nfl.uenci.ng l.e.c.tur.e.rs’ pr.od.uc.tivity i.n th.e Meth.odis.t Unive.rsity i.n 
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Kenya. Mich.ae.l (2008) used th.e th.eo.ry to es.tablish mo.tivatio.nal variabl.es i.nfl.uenci.ng s.taff 

r.etentio.n i.n private and public o.rganis.atio.ns i.n So.uth Africa. Like.wise, this th.eo.ry wo.uld 

gui.d.e this r.ese.arch i.n es.tablishi.ng th.e r.e.l.atio.nship between r.e.cruitment fa.c.to.rs, 

o.rganis.atio.nal cultur.e, wo.rk envir.o.nment and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary 

sch.o.ol.s i.n Oyo S.tate. 

 

R.e.l.evance of th.e th.eo.ry to th.e s.tudy 

This th.eo.ry h.e.lps to expl.ai.n h.ow to a.chieve an effe.c.tive ta.sk pe.rfo.r.mance amo.ng te.a.ch.e.rs of 

public se.co.ndary sch.o.ol.s thr.o.ugh r.e.cruitment fa.c.to.rs, wo.rk envir.o.nment and o.rganis.atio.nal 

cultur.e. 

Th.e th.eo.ry argued th.at th.e.r.e we.r.e ce.rtai.n fa.c.to.rs (hygiene and mo.tivato.r) th.at employe.rs of 

l.abo.ur o.r h.uman r.eso.urce units i.n th.e sch.o.ol sys.tem can i.ntr.od.uce th.at wo.uld dir.e.c.tly o.r 

i.ndir.e.c.tly make s.taff to wo.rk effe.c.tive.ly. H.oweve.r, th.e.r.e we.r.e al.so fa.c.to.rs th.at wo.uld d.e-

mo.tivate s.taff if not pr.esent but wo.uld not i.n th.emse.lves mo.tivate s.taff to wo.rk h.ard.e.r (hygiene 

fa.c.to.rs). This s.tudy s.tr.essed th.e i.ntri.nsic fa.c.to.rs such a.s ta.sk autonomy and te.a.ch.e.rs’ cap.a.city 

bui.ldi.ng i.d.entified by H.e.rzbe.rg, which ar.e so.me of th.e impo.rtant fa.c.to.rs th.at co.uld ai.d te.a.ch.e.rs’ 

ta.sk pe.rfo.r.mance, o.nce th.e s.taff ar.e s.atisfied with r.egul.atio.ns and pr.ocess gui.di.ng th.em, like.wise 

it is like.ly th.at te.a.ch.e.rs wo.uld be mo.r.e pr.od.uc.tive wh.en th.e.r.e ar.e oppo.rtunities fo.r pr.o.mo.tio.n a.s 

at wh.en d.ue and pe.rso.nal d.eve.lopment thr.o.ugh trai.ni.ngs and wo.rksh.ops. 

 

H.e.rzbe.rg noted th.at th.e.r.e is a s.tr.o.ng r.e.l.atio.nship between r.e.ward and wo.rke.rs’ pe.rfo.r.mance. 

S.taff sh.o.uld not wo.rk with.o.ut any r.e.ward and r.e.ward sh.o.uld be co.mmensurate with th.e natur.e of 

th.e job. If r.e.ward is not co.mmensurate with i.nput, th.e.r.e may be diss.atisfa.c.tio.n and this co.uld l.e.ad 

to po.o.r ta.sk pe.rfo.r.mance. Employe.rs of l.abo.ur need to fi.nd o.ut wh.at r.e.ward sys.tems can be put 

i.n pl.a.ce to impr.ove s.taff ta.sk pe.rfo.r.mance.nothis th.eo.ry emph.a.sised th.at wo.rk envir.o.nment can 

h.e.lp to mo.tivate te.a.ch.e.rs; it al.so focused o.n mo.tivato.rs which co.uld a.ssis.t to impr.ove ta.sks 

pe.rfo.r.mance (te.a.chi.ng ta.sk and admi.nis.trative ta.sk). Empirical s.tudies h.ave sh.own th.at extri.nsic 

fa.c.to.rs such a.s r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e, and wo.rki.ng envir.o.nment ar.e key 

mo.tivatio.nal fa.c.to.rs th.at i.nfl.uence s.taff pr.od.uc.tivity. This implies th.at sch.o.ol.s management 

sh.o.uld not r.e.ly o.nly o.n i.ntri.nsic fa.c.to.rs to i.nfl.uence te.a.ch.e.rs’ ta.sk pe.rfo.r.mance, rath.e.r, a 

co.mbi.natio.n of bo.th mo.tivato.r and hygiene fa.c.to.rs and th.ese fa.c.to.rs sh.o.uld be co.nsi.d.e.r.ed a.s 

me.ans of impr.ovi.ng and ensuri.ng te.a.ch.e.rs’ ta.sk pe.rfo.r.mance.   
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2.4 Co.nceptual mod.e.l 

I.nd.epend.ent variabl.es 

                                                                                    D.epend.ent Variabl.e           

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figur.e 2.1:  A Mod.e.l sh.owi.ng th.e i.nte.ra.c.tio.n between R.e.cruitment fa.c.to.rs, 

O.rganis.atio.nal cultur.e, wo.rk envir.o.nment and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance 

So.urce: R.ese.arch.e.r’s Co.nceptualis.atio.n 
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Th.e co.nceptual mod.e.l fo.r th.e s.tudy sh.ows th.e i.nte.ra.c.tio.n between th.e i.nd.epend.ent variabl.es 

and d.epend.ent variabl.e. Th.e i.nd.epend.ent variabl.es ar.e r.e.cruitment fa.c.to.rs, o.rganis.atio.nal 

cultur.e, and wo.rk envir.o.nment whi.l.e ta.sk pe.rfo.r.mance of te.a.ch.e.rs (te.a.chi.ng and 

admi.nis.trative ta.sks) se.rve a.s th.e d.epend.ent variabl.e.  

Th.e s.tudy posited th.at if r.e.cruitment fa.c.to.rs pe.rso.n.ne.l needs and r.e.cruitment pr.ocess) ar.e 

we.ll pra.c.tised and co.nsi.d.e.r.ed i.n th.e r.e.cruitment of te.a.ch.e.rs to public se.co.ndary sch.o.ol.s, it is 

like.ly to impr.ove th.e te.a.ch.e.rs’ ta.sk pe.rfo.r.mance but if not we.ll impl.emented, th.e.r.e is like.ly 

to  be po.o.r ta.sk pe.rfo.r.mance by te.a.ch.e.rs. 

 

Pe.rso.n.ne.l needs and r.e.cruitment pr.ocess a.s i.ndicato.rs of r.e.cruitment fa.c.to.rs co.uld pl.ay 

significant r.ol.es i.n a.chievi.ng effe.c.tive ta.sk pe.rfo.r.mance amo.ng se.co.ndary sch.o.ol te.a.ch.e.rs. 

Wh.en pe.rso.n.ne.l needs i.n te.r.ms of spe.cialis.atio.n, qualificatio.n, age, gend.e.r, and r.e.cruitment 

pr.ocess such a.s applicatio.n fo.r.m, exami.natio.n, aptitud.e tes.t and o.ral i.nte.rvie.w ar.e ad.equate.ly 

co.nsi.d.e.r.ed i.n r.e.cruiti.ng te.a.ch.e.rs to public se.co.ndary sch.o.ol.s it wo.uld impr.ove te.a.ch.e.rs’ 

ta.sk pe.rfo.r.mance.  

Al.so, if th.e o.rganis.atio.nal cultur.e (l.e.ad.e.rship s.tyl.es, cap.a.city bui.ldi.ng, and ta.sk autonomy) 

we.ll pra.c.tised with fairness, it may speed up th.e l.eve.l of te.a.ch.e.rs’ ta.sk pe.rfo.r.mance. 

Simi.l.arly, th.e applicatio.n of l.e.ad.e.rship s.tyl.es, cap.a.city bui.ldi.ng and ta.sk autonomy to th.e 

sch.o.ol sys.tem and if th.e i.ndices ar.e pra.c.tised with farness wo.uld impr.ove th.e l.eve.l of 

te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n se.co.ndary sch.o.ol.s 

 

Mo.r.e so, a wo.rk envir.o.nment (job se.curity/s.afety, r.e.ward sys.tem and physical envir.o.nment) 

th.at is co.nd.ucive is like.ly to impr.ove th.e l.eve.l of te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n th.e sch.o.ol 

sys.tem.  

Th.e mod.e.l is h.e.r.eby i.nte.rpr.eted th.us; th.at all thi.ngs bei.ng equal, th.e co.mbi.natio.n of 

r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e, and wo.rk envir.o.nment wo.uld impr.ove th.e 

te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s. 
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2.5 Apprais.al of lite.ratur.e 

Th.e lite.ratur.es r.evie.wed so far r.eve.al.ed th.e impo.rtance of te.a.ch.e.rs’ ta.sk pe.rfo.r.mance of 

te.a.ch.e.rs i.n public se.co.ndary sch.o.ol. Ba.sed o.n th.e lite.ratur.es, impo.rtance of its ta.sk 

effe.c.tiveness is s.tr.essed and it significant fo.r th.e r.e.alis.atio.n of se.co.ndary sch.o.ol ed.ucatio.nal 

go.al.s and obje.c.tives wa.s entr.ench.ed fr.o.m diffe.r.ent lite.ratur.es. Pr.esently, th.e lite.ratur.e r.evie.w 

r.eve.al.ed th.at pe.rfo.r.mance i.n th.e co.ntext of te.a.ch.e.rs’ ta.sk pe.rfo.r.mance a.s “job pe.rfo.r.mance 

with which job occup.ants exe.cute th.eir a.ssigned ta.sks, th.at r.e.alizes th.e fulfi.llment of 

O.rganis.atio.n’s visio.n whi.l.e r.e.wardi.ng o.rganis.atio.n and i.ndivi.d.ual pr.opo.rtio.nate.ly” 

(Bo.r.man, and Brush, 1993; Bo.r.man, and Mo.towi.dlo 1997 and Trip.athy, 2014). So.me 

r.ese.arch.e.rs pe.rceived th.at ta.sk pe.rfo.r.mance r.equir.es mo.r.e cognitive abi.lity and is primari.ly 

fa.ci.litated thr.o.ugh ta.sk  knowledge (r.equisite te.chnical  knowledge o.r pri.ncipl.es to ensur.e job 

pe.rfo.r.mance and h.avi.ng an abi.lity to h.andl.e multipl.e a.ssignments), ta.sk ski.ll (applicatio.n of 

te.chnical  knowledge to a.cco.mplish ta.sk successfully with.o.ut much supe.rvisio.n), and ta.sk 

h.abits (an i.n.nate abi.lity to r.espo.nd to a.ssigned jobs th.at eith.e.r fa.ci.litate o.r imped.e th.e 

pe.rfo.r.mance) (Far.emi 2021; Akinola 2019; Ar.emu 2010 and Mo.raki.nyo 2003), Ta.sk 

pe.rfo.r.mance i.n this s.tudy wa.s d.escribed a.snote.a.chi.ng ta.sk and admi.nis.trative ta.sk a.s th.ey ar.e 

ge.r.mane to th.e r.e.alis.atio.n of go.al.s and obje.c.tives of se.co.ndary sch.o.ol ed.ucatio.n. 

 

Te.a.chi.ng ta.sk wa.s r.evie.wed a.s a co.ncept th.at is all abo.ut i.ndivi.d.ual way of a.c.ti.ng and 

beh.avi.ng i.n o.rd.e.r to a.cco.mplish th.e o.rganis.atio.nal go.al.s. It h.a.s se.rio.us i.nfl.uence o.n 

wo.rk/Te.a.ch.e.rs’ ta.sk pe.rfo.r.mance. Po.o.r te.a.chi.ng ta.sk is not o.nly frus.trati.ng to th.e s.tud.ents 

and th.e sch.o.ol; its effe.c.ts ar.e equally grave o.n th.e society i.n te.r.ms of d.e.arth of manpowe.r i.n 

all sph.e.r.es of th.e e.co.  .my and politics. Go.od ta.sk pe.rfo.r.mance at wo.rk pl.a.ce is supposed to 

be th.e bedr.ock and fo.undatio.n toward high.e.r pe.rfo.r.mance i.n sch.o.ol setti.ng , P.arvi.n, 

Mah.amuda, Kabir and Nurul (2011) oth.e.r r.ese.arch.e.rs see it is an i.nves.tment or r.eso.urces th.at 

can be used to a.chieve a high.e.r pr.ofit, go.od r.eputatio.n and ove.rall O.rganis.atio.nal go.al.s. Th.e 

r.ol.e of wo.rke.r attitud.e is to l.ay th.e fo.undatio.n fo.r furth.e.r ta.sk pe.rfo.r.mance and if a go.od 

fo.undatio.n is l.ai.d at wo.rke.r l.eve.l th.e.r.e ar.e like.ly to be impr.ovement at o.th.e.r l.eve.l. H.oweve.r 

diffe.r.ent at diffe.r.ent times h.ave p.a.ssed th.e bl.ame of po.o.r attitud.e i.n o.rganis.atio.n to th.e 

wo.rke.rs, be.cause of th.eir low a.chievement, low mo.tivatio.n and th.e likes. So.me r.ese.arch.e.r 
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obse.rved te.a.chi.ng ta.sk i.n o.th.e.r h.and a.s te.a.ch.e.rs co.mmitment to th.e pr.ofessio.n i.e 

‟atta.chment to th.eir d.uties and co.nsi.d.e.ri.ng sch.o.ol go.al.s like th.at of th.eir own.  

 

Th.e r.e.cruitment fa.c.to.rs we.r.e r.evie.wed a.s th.ose fa.c.to.rs th.at ar.e a.ssociated with r.e.cruitment 

of te.a.ch.e.rs; th.ese ar.e Pe.rso.n.ne.l needs and r.e.cruitment pr.ocess (Ofo.ri and Aryeetey, 2011; 

Op.ath.a 2010 and Gamage 2014). Lite.ratur.e d.escribed th.e impo.rtance of r.e.cruitment pr.ocesses 

p.a.ssed thr.o.ugh by i.ndivi.d.ual job seeke.rs at vario.us l.eve.l.s to be ve.ry significant to th.e ta.sk 

attitud.e and l.eve.l of job co.mmitment of an employee. Th.e s.tudy furth.e.r highlighted th.e 

impo.rtance of diffe.r.ent types of appr.o.a.ch.es used at th.e time of r.e.cruitment which i.n turn 

makes any o.rganis.atio.n we.ll-es.tablish.ed o.r l.ess es.tablish.ed impr.oved l.eve.l of s.taff ta.sk 

pe.rfo.r.mance. Th.e effe.c.tiveness h.a.s primari.ly been a.ssessed by exami.ni.ng th.e rates of 

tunover, job survival and job pe.rfo.r.mance alo.ng with o.rganis.atio.nal issues such a.s r.efe.rral.s 

by curr.ent pe.rso.n.ne.l, i.n-h.o.use job pos.ti.ngs, and th.e r.e-hiri.ng of fo.r.me.r employees. Th.ese ar.e 

p.articul.ar to o.th.e.r o.rganizatio.n but not dir.e.c.tly li.nked to sch.o.ol sys.tem. Th.e two fa.c.to.rs th.at 

co.nsi.d.e.r.ed i.n this s.tudy we.r.e pe.rso.n.ne.l needs and r.e.cruitment pr.ocess a.s th.ey we.r.e not 

co.nsi.d.e.r.ed i.n th.at s.tudy which is th.e gap o.n th.e p.art of r.e.cruitment fa.c.to.rs. Pe.rso.n.ne.l needs 

i.n te.r.m of qualificatio.n, gend.e.r and wo.rk expe.rience and r.e.cruitment pr.ocess we.r.e 

co.nsi.d.e.r.ed to be i.nte.rnal and exte.rnal r.e.cruitment i.n this s.tudy. 

Th.e co.ncept of o.rganis.atio.nal cultur.e wa.s al.so r.evie.wed by diffe.r.ent r.ese.arch.e.rs (Slocum, 

2005; S.te.wart, 2010; Ali, 2012 and Awad and S.aad, 2021) a.s val.ue, normsbe.lief of an 

o.rganis.atio.n th.at co.uld h.ave dir.e.c.t i.nfl.uence o.n th.e ta.sk pe.rfo.r.mance of te.a.ch.e.rs i.n a sch.o.ol 

sys.tem. Th.e attra.c.tio.n of o.rganis.atio.n   .r.ms, val.ues and be.liefs h.ave s.tr.o.ng i.nfl.uence upo.n 

pe.rfo.r.mance, at diffe.r.ent l.eve.l of o.rganis.atio.n cultur.e diffe.r.ent ba.ckgr.o.und, ethics and ra.cial 

diffe.r.ences imp.a.c.t upo.n pe.rfo.r.mance. Th.e simi.l.ar o.rganis.atio.n cultur.e with diffe.r.ent 

ba.ckgr.o.unds h.a.s co.mmo.n set of val.ues and be.liefs to be effe.c.ted by o.rganis.atio.n sys.tems. 

Th.ese attitud.e and beh.evio.r we.r.e not co.nsi.d.e.r.ed togeth.e.r a.s i.ndices of o.rganizatio.nal cultur.e 

but th.e co.mmo.n pra.c.tices o.r normswithi.n th.e ed.ucatio.nal sys.tem which wa.s th.e gap th.e 

r.ese.arch.e.r co.nsi.d.e.r.ed i.n this s.tudy by co.nsi.d.e.ri.ng   l.e.ad.e.rship s.tyl.e, s.taff trai.ni.ng and 

d.eve.lopment and ta.sk autonomy and r.egard.ed th.em a.s impo.rtant i.ndices of o.rganis.atio.nal 

cultur.e which wa.s co.nfir.med fr.o.m lite.ratur.e to h.ave a significant r.e.l.atio.nship with te.a.ch.e.rs’ 

ta.sk pe.rfo.r.mance. 
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Wo.rk envir.o.nment wa.s r.evie.w to be diffe.r.ent fa.c.to.rs withi.n th.e wo.rki.ng pl.a.ce such a.s 

wages, wo.rki.ng h.o.urs, se.curity/s.afety given to employees, o.rganis.atio.nal s.truc.tur.e and 

co.mmunicatio.n between employees and management may affe.c.t ta.sk pe.rfo.r.mance. It wa.s 

obse.rved th.at mos.t busi.nesses ig  .r.e th.e wo.rki.ng envir.o.nment withi.n th.eir o.rganis.atio.n 

r.esulti.ng i.n an adve.rse effe.c.t o.n th.e pe.rfo.r.mance of th.eir employees. A.cco.rdi.ng to diffe.r.ent 

sch.ol.ars, wo.rki.ng envir.o.nment co.nsis.ts of s.afety to employees, job se.curity, go.od r.e.l.atio.ns 

with co-wo.rke.rs, r.e.cognitio.n fo.r go.od pe.rfo.r.mance, mo.tivatio.n fo.r pe.rfo.r.mi.ng we.ll and 

p.articip.atio.n i.n th.e d.e.cisio.n maki.ng pr.ocess of th.e sch.o.ol (So.us.a-Poza and So.us.a-Poza, 

2000; Gaziogl.u and Tanse.lb, 2006; Skalli, Th.eodossio.u, and Va.si.l.eio.u, 2019). Th.ey furth.e.r 

e.l.abo.rated th.at o.nce employees r.e.alize th.at th.e sch.o.ol co.nsi.d.e.rs th.em impo.rtant, th.ey wi.ll 

h.ave high l.eve.l of ta.sk pe.rfo.r.mance and a sense of owne.rship fo.r th.eir o.rganis.atio.n. Job 

se.curity/ s.afety, r.e.ward sys.tem and physical envir.o.nment we.r.e used a.s i.ndicato.rs of wo.rk 

envir.o.nment i.n this s.tudy. Job se.curity and job s.afety we.r.e used i.nte.rch.ange.ably i.n this s.tudy. 

This is d.efi.ned a.s th.e a.ssurance i.n an employee’s job co.nti.nuity d.ue to th.e gene.ral economic 

co.nditio.ns i.n th.e co.untry.It is co.nce.rned with th.e possibi.lity o.r pr.obabi.lity of an i.ndivi.d.ual 

keepi.ng his/h.e.r job. It d.e.al.s with th.e ch.ances of employees keepi.ng th.eir jobs i.n o.rd.e.r not be 

unemployed. Jobs which ar.e not ba.cked by d.efi.nite tenur.e o.r can.not be guaranteed fo.r 

r.e.a.so.nabl.e pe.riod ar.e d.eemed to l.a.ck job se.curity. Al.so, s.afety pr.ovisio.n fo.r wo.rke.rs i.n th.e 

wo.rk envir.o.nment goes a lo.ng ways i.n ta.sk pe.rfo.r.mance of te.a.ch.e.rs.  

Th.e.r.e is d.e.arth of s.tudies o.n r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e and wo.rk 

envir.o.nment, but th.e.r.e seems to be    s.tudies th.at li.nk th.e thr.ee i.nd.epend.ent variabl.es to ta.sk 

pe.rfo.r.mance of te.a.ch.e.r. 

Fr.o.m lite.ratur.e r.evie.wed it wa.s obse.rved th.at th.e.r.e wa.s littl.e s.tudy o.n te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance (te.a.chi.ng ta.sk and admi.nis.trative ta.sk), all th.e avai.l.abl.e s.tudies we.r.e o.n 

employee job pe.rfo.r.mance, al.so th.e.r.e wa.s  nowo.rk th.at co.mbi.ned r.e.cruitment fa.c.to.rs, 

o.rganis.atio.nal cultur.e, wo.rk envir.o.nment with te.a.ch.e.rs’ ta.sk pe.rfo.r.mance, knowi.ng full we.ll 

th.at, th.e co.mpositio.n of th.ese variabl.es co.uld give bette.r expl.anatio.n of ta.sk pe.rfo.r.mance of 

te.a.ch.e.rs i.n public se.co.ndary sch.o.ol.s i.n Oyo s.tate Nige.ria, this s.tudy th.e.r.efo.r.e i.nves.tigates 

r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e, wo.rk envir.o.nment and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance 

i.n public se.co.ndary sch.o.ol.s i.n Oyo S.tate, Nige.ria. 
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CH.APTE.R THR.EE 

METH.ODOLOGY 

This ch.apte.r discusses th.e pr.oced.ur.e used by th.e r.ese.arch.e.r i.n carryi.ng o.ut th.e s.tudy und.e.r 

th.e followi.ng sub h.e.adi.ngs: r.ese.arch d.esign, variabl.es i.n th.e s.tudy, popul.atio.n of th.e s.tudy, 

s.ampl.e and s.ampli.ng te.chniques, r.ese.arch i.ns.trument, vali.dity of th.e i.ns.trument, r.e.liabi.lity of 

i.ns.trument, admi.nis.tratio.n of r.ese.arch i.ns.trument and meth.od of data analysis. 

 

3.1 R.ese.arch D.esign 

Th.e d.escriptive survey r.ese.arch d.esign usi.ng mixed meth.od of data coll.e.c.tio.n wa.s adopted 

fo.r this s.tudy. This wa.s co.nsi.d.e.r.ed appr.opriate fo.r th.e s.tudy be.cause it pr.ovi.d.ed th.e s.trategy 

fo.r obtai.ni.ng and d.escribi.ng exis.ti.ng co.nditio.ns i.n th.e s.tudy si.nce th.e i.nfo.r.matio.n wa.s 

alr.e.ady i.n exis.tence. Th.e r.ese.arch.e.r wa.s not al.so i.nte.r.es.ted i.n manipul.ati.ng variabl.es i.n th.e 

s.tudy. Th.e s.tudy i.nves.tigated th.e r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e and wo.rk 

envir.o.nment o.n te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s i.n Oyo S.tate, 

Nige.ria. 

Th.e i.nd.epend.ent variabl.es of th.e s.tudy ar.e: r.e.cruitment fa.c.to.rs (pe.rso.n.ne.l needs and 

r.e.cruitment pr.ocess), o.rganis.atio.nal cultur.e (me.a.sur.ed i.n te.r.ms of l.e.ad.e.rship s.tyl.es, cap.a.city 

bui.ldi.ng, ta.sk autonomy) and wo.rk envir.o.nment me.a.sur.ed i.n te.r.ms of (job s.afety/se.curity, 

r.e.ward sys.tem and physical envir.o.nment). Th.e d.epend.ent variabl.e is te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance which wa.s me.a.sur.ed i.n te.r.ms of te.a.chi.ng and admi.nis.trative ta.sks of te.a.ch.e.rs 

i.n se.co.ndary sch.o.ol.s. 

 

3.2 Popul.atio.n of th.e S.tudy 

Th.e popul.atio.n fo.r this s.tudy co.nsis.ts of 15,498 te.a.ch.e.rs and 627 pri.ncip.al.s of public 

se.co.ndary sch.o.ol.s i.n Oyo S.tate, Nige.ria. Th.e to.tal numbe.r of public se.co.ndary sch.o.ol.s i.n 

Oyo S.tate is 627 a.s evi.d.enced i.n Tabl.e 3.1. All te.a.ch.e.rs and pri.ncip.al.s i.n th.e public 

se.co.ndary sch.o.ol.s i.n Oyo S.tate co.ns.tituted th.e popul.atio.n of th.e s.tudy. 
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Tabl.e 3.1: Popul.atio.n of public se.co.ndary sch.o.ol.s i.n Oyo S.tate  

S/

N 

Ed.ucatio.nal 

Zo.nes i.n Oyo 

S.tate 

Numbe.r of 

Public 

Se.co.ndary 

Sch.o.ol.s 

Numbe.r of 

pri.ncip.al.s i.n th.e 

Zo.ne 

Numbe.r of Te.a.ch.e.rs I.n 

th.e Zo.ne 

1 Oyo Zo.ne 89 89 2077 

2 Ibadan Zo.ne 1 165 165 5208 

3 Ibadan Zo.ne II 

(Mo.niya) 

151 151 3308 

4 E.ruwa Zo.ne 51 51 1,739 

5 Ogbo.moso Zo.ne 84 84 1803 

6 S.aki Zo.ne 87 87 1363 

 

7 TO.TAL 627 627 15,498 

So.urce: Oyo S.tate Te.a.chi.ng Se.rvice Co.mmissio.n (TESCO.M), 2020. 
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Tabl.e 3.1 sh.ows th.e br.e.akdown of th.e popul.atio.n of th.e s.tudy. Th.e s.tate is s.truc.tur.ed i.nto 6 

ed.ucatio.nal admi.nis.trative zo.nes. Th.e to.tal numbe.r of sch.o.ol.s und.e.r th.e ed.ucatio.nal zo.nes is 

627 whi.l.e th.e to.tal numbe.r of te.a.ch.e.rs is 15,498. 

3.3 S.ampl.e and S.ampli.ng Te.chniques 

 

Th.e s.ampl.e size of th.e r.espo.nd.ents fo.r th.e s.tudy is 1,355 (1,296 te.a.ch.e.rs and 59 pri.ncip.al.s). 

Th.e multis.tage s.ampli.ng pr.oced.ur.e wa.s adopted fo.r this s.tudy to gene.rate th.e s.ampl.e size fo.r 

th.e s.tudy. 

Th.e firs.t s.tage i.n ved se.l.e.c.tio.n of ed.ucatio.nal zo.nes. Th.e ed.ucatio.nal zo.nes we.r.e cl.us.te.r.ed 

i.nto thr.ee A (Ogbo.moso Zo.ne and Oyo Zo.ne), B (Ibadan Zo.ne I and Ibadan Zo.ne II) and C 

(E.ruwa Zo.ne and S.aki Zo.ne) ba.sed o.n th.e zo.nes with th.e s.ame simi.l.arities, o.ne zo.ne e.a.ch 

wa.s rando.mly s.ampl.ed fr.o.m e.a.ch cl.us.te.r.ed gr.o.up maki.ng thr.ee (3) zo.nes i.e Oyo Zo.ne, 

Ibadan Zo.ne 1 and S.aki Zo.ne maki.ng 50% of th.e zo.nes th.at we.r.e s.ampl.ed all togeth.e.r.  

Th.e se.co.nd s.tage i.n ved s.ampli.ng of sch.o.ol.s. Pr.opo.rtio.nate to size s.ampli.ng te.chnique wa.s  

adopted to s.ampl.e 15% of th.e sch.o.ol.s i.n e.a.ch of th.e zo.nes se.l.e.c.ted maki.ng th.e to.tal numbe.r 

of 51 sch.o.ol.s th.at we.r.e s.ampl.ed all togeth.e.r. 

Th.e third s.tage wa.s o.n th.e se.l.e.c.tio.n of te.a.ch.e.rs. Pr.opo.rtio.nate to size s.ampli.ng te.chnique 

wa.s used to s.ampl.e 15% of th.e te.a.ch.e.rs fr.o.m th.e sch.o.ol.s se.l.e.c.ted th.e.r.eby maki.ng a to.tal 

numbe.r of 1,296 te.a.ch.e.rs all togeth.e.r.  

At th.e l.a.s.t s.tage, to.tal enume.ratio.n s.ampli.ng te.chnique wa.s used to s.ampl.e all th.e pri.ncip.al.s 

and Zonal Inspetors i.n th.e se.l.e.c.ted sch.o.ol.s and zones maki.ng 59 pri.ncip.al.s and 3 zonal 

inspectors altogeth.e.r. Th.e to.tal r.espo.nd.ents we.r.e 1,355 altogeth.e.r a.s sh.own i.n Tabl.e 3.2 
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Tabl.e 3.2:   S.ampl.e fo.r th.e S.tudy 

 Zo.nes  Numbe.r 

of 

sch.o.ol.s 

Numbe.r 

of 

s.ampl.ed 

sch.o.ol.s 

Numbe.

r of 

pri.ncip.

al.s 

Numbe.r of 

s.ampl.ed 

Pri.ncip.al.s 

Numbe.r 

of 

te.a.ch.e.rs 

Numbe.r 

of 

s.ampl.ed 

Te.a.ch.e.r

s (15%) 

Zonal 

inspectors 

To.tal 

s.ampl.ed 

1 Oyo 

Zo.ne 

89 13 89 13 2,077 311 1 324 

2 Ibadan 

Zo.ne 1 

165 24 165 24 5,208 781 1 805 

3 S.aki 

Zo.ne 

87 22 87 87 1,363 204 1 226 

To.tal  3 Zo.nes  405 59 

Sch.o.ol.s 

405 51 

Pri.ncip.al.s 

1,739 1,296 

Te.a.ch.e.rs 

3 1355  
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3.4  R.ese.arch Ins.truments 

Th.e i.ns.truments fo.r this s.tudy ar.e two ques.tio.n.nair.es and Key Informant Interview (KII) 

which we.r.e d.esigned fo.r te.a.ch.e.rs, sch.o.ol admi.nis.trato.rs and zonal inspectors. Th.e firs.t 

i.ns.trument which is R.e.cruitment Fa.c.to.rs, O.rganis.atio.nal Cultur.e and Wo.rk Envir.o.nment 

Ques.tio.n.nair.e” (RFOCWEQ) wa.s a se.lf s.truc.tur.ed ques.tio.n.nair.e whi.l.e th.e se.co.nd 

i.ns.trument which is Te.a.ch.e.rs’ Ta.sk Pe.rfo.r.mance Ques.tio.n.nair.e (TTPQ) and KII wa.s al.so 

d.eve.loped by th.e r.ese.arch.e.r.  

i. R.e.cruitment Fa.c.to.rs, O.rganis.atio.nal Cultur.e and Wo.rk Envir.o.nment 

Ques.tio.n.nair.e (RFOCWEQ) 

Th.e firs.t i.ns.trument is a se.lf s.truc.tur.e ques.tio.n.nair.e titl.ed “R.e.cruitment Fa.c.to.rs, 

O.rganis.atio.nal Cultur.e and Wo.rk Envir.o.nment Ques.tio.n.nair.e” (RFOCWEQ) which wa.s 

d.esigned fo.r te.a.ch.e.rs. Th.e (RFOCWEQ) is divi.d.ed i.nto two se.c.tio.ns. Se.c.tio.n A is o.n th.e 

d.emographic ch.ara.c.te.ris.tics of th.e r.espo.nd.ents such a.s age, gend.e.r, ye.ars of expe.rience 

amo.ng o.th.e.rs, whi.l.e Se.c.tio.n B is divi.d.ed i.nto: 

• R.e.cruitment Fa.c.to.rs Scal.e (RFS) fo.r te.a.ch.e.rs 

• O.rganis.atio.nal Cultur.e Scal.e (OCS) fo.r te.a.ch.e.rs 

• Wo.rk Envir.o.nment Scal.e (WES) fo.r te.a.ch.e.rs 

R.e.cruitment Fa.c.to.r Scal.e (RFS)  

This se.c.tio.n is o.n r.e.cruitment fa.c.to.r which co.nsis.ts of 16 items o.n pe.rso.n.ne.l needs and 

r.e.cruitment pr.ocess th.at wa.s used to e.licit i.nfo.r.matio.n fr.o.m th.e r.espo.nd.ents with 4 Like.rt 

scal.e rated a.s 4 = Always (A), 3= So.metimes (S), 2=Rar.e.ly (R) and 1= Neve.r (N). 

O.rganis.atio.nal Cultur.e Scal.e (OCS) 

Th.e se.co.nd scal.e is (OCS) fo.r te.a.ch.e.rs. It h.a.s p.art A which e.licited information o.n 

o.rganis.atio.nal cultur.e pra.c.tices withi.n th.e sch.o.ol sys.tem. It h.a.s 14 items o.n th.e vario.us 

i.ndicato.rs used to me.a.sur.e th.e variabl.e. 4 Like.rt scal.e wa.s used to answe.r th.e items rated 

fr.o.m 4=Mos.tly Pra.c.tised 3 = So.metimes Pra.c.tised, 2 = Rar.e.ly Pra.c.tised and 1 = not Pra.c.tised 

Wo.rk Envir.o.nment Scal.e (WES) 

Th.e third scal.e is Wo.rk Envir.o.nment Scal.e (WES) fo.r te.a.ch.e.rs, with 14 items o.n th.e 

co.nditio.n of te.a.ch.e.rs wo.rk envir.o.nment and it h.a.s 5 Like.rt scal.e of 5 =Ve.ry Go.od, 4= Go.od, 

3=Fair, 2= Po.o.r 1= not Avai.l.abl.e. 
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ii. Te.a.ch.e.rs’ Ta.sk Pe.rfo.r.mance Ques.tio.n.nair.e (TTPQ) 

Th.e se.co.nd i.ns.trument wa.s d.esigned by th.e r.ese.arch.e.r to coll.e.c.t i.nfo.r.matio.n o.n te.a.ch.e.rs’ 

ta.sk pe.rfo.r.mance i.n th.e se.l.e.c.ted public se.co.ndary sch.o.ol.s. Te.a.ch.e.rs’ Ta.sk Pe.rfo.r.mance 

Ques.tio.n.nair.e (TTPQ) wa.s d.esigned fo.r sch.o.ol admi.nis.trato.rs. It h.a.s thr.ee se.c.tio.ns, th.e 

Section A co.nsis.ts of bio-data of th.e r.espo.nd.ents such a.s gend.e.r, marital s.tatus age, wo.rk 

expe.rience and so on. It al.so h.a.s section B which co.nsis.ts of 13 items o.n i.ndices of te.a.ch.e.rs’ 

ta.sk pe.rfo.r.mance. It h.a.s 4 Like.rt scal.e rated a.s 4 = Ve.ry High, 3 = High, 2 = Low and 1 = 

Ve.ry Low.  

 

iii  noth.e KII wa.s additio.nal items raised by th.e r.ese.arch.e.r to r.etrieve additio.nal i.nfo.r.matio.n 

fr.o.m th.e Zonal inspectors o.n th.e variabl.e of th.e s.tudy. It was s.truc.tur.ed i.n li.ne with th.e 

r.ese.arch ques.tio.ns of th.e s.tudy.  

 

3.5    Vali.dity of th.e I.ns.truments  

Fa.ce and co.ntent vali.dity of th.e i.ns.truments wa.s a.chieved by givi.ng th.e drafted copies of th.e 

i.ns.trument to my supe.rviso.r and o.th.e.r expe.rts i.n th.e D.ep.artment of Ed.ucatio.nal Management 

and tes.t co.ns.truc.tio.n expe.rts i.n th.e I.ns.titute of Ed.ucatio.n, Unive.rsity of Ibadan, Ibadan, fo.r 

th.e r.evie.w of th.e co.ntent fo.r ne.cess.ary co.rr.e.c.tio.ns and modificatio.ns. This is to ensur.e th.at 

th.e i.ns.truments me.a.sur.ed wh.at th.ey ar.e me.ant to me.a.sur.e. 

 

3.6  R.e.liabi.lity of th.e I.ns.truments 

Th.e r.e.liabi.lity of th.e i.ns.trument is th.e abi.lity of an i.ns.trument to co.nsis.tently me.a.sur.e wh.at it 

is expe.c.ted to me.a.sur.e at any poi.nt i.n time. A.cco.rdi.ng to Nwankwo and Emunemu (2015), 

r.e.liabi.lity of an i.ns.trument is co.nce.rned with th.e co.nsis.tency o.r s.tabi.lity of th.e me.a.sur.ement 

val.ue ove.r time. Th.e.r.efo.r.e, a pi.lo.t tes.t wa.s co.nd.uc.ted by admi.nis.te.ri.ng 50 copies of the 

ques.tio.n.nair.e me.ant fo.r te.a.ch.e.rs and 10 copies of the questionnare me.ant fo.r th.e pri.ncip.al.s i.n 

Ibadan Ed.ucatio.nal Zo.ne II which is not p.art of th.e s.ampl.e se.l.e.c.ted. Th.e Cr.o.nba.ch Alph.a 

tes.t of r.e.liabi.lity wa.s used to tes.t th.e i.nte.rnal co.nsis.tency of th.e i.ns.truments at 0.05 l.eve.l of 

significance. Th.e i.ns.trument yie.ld.ed the following r.e.liabi.lity coefficient a.s sh.own i.n Tabl.e 

3.3. 
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Tabl.e 3.3:    Cr.o.nba.ch’s Alph.a Val.ues Fo.r S.tudy Variabl.es 

                                          Variabl.es Cr.o.nba.ch 

coefficient 

R.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e, and wo.rk envir.o.nment  

Ques.tio.n.nair.e (RFOCWEQ) divi.d.ed i.nto sub- scal.es 

 

R.e.cruitment  Fa.c.to.rs (RF) 0.782 

a. Pe.rso.n.ne.l Needs (PN) 0.78 

     b.   R.e.cruitment Pr.ocess (RP) 0.81 

O.rganis.atio.nal Cultur.e (OC) 0.86 

     a.   L.e.ad.e.rship s.tyl.es (L.S) 0.93 

b. Ta.sk Autonomy  0.87 

c. Cap.a.city Bui.ldi.ng  0.84 

Wo.rk Envir.o.nment (WE) 0.92 

a.  S.afety and Se.curity (SS) 0.74 

b. R.e.ward Sys.tem (RS)  0.76 

c. Physical Envir.o.nment (PE) 0.72 

Te.a.ch.e.rs Ta.sk  Pe.rfo.r.mance Ques.tio.n.nair.e  (TTPQ) 0.83 
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3.7    Admi.nis.tratio.n of th.e Ins.truments  

Th.e co.rr.e.c.ted i.ns.truments we.r.e admi.nis.te.r.ed pe.rso.nally by th.e r.ese.arch.e.r a.ssis.ted by thr.ee 

trai.ned r.ese.arch a.ssis.tants. Th.e r.ese.arch.e.r coll.e.c.ted a l.ette.r of i.ntr.od.uc.tio.n fr.o.m th.e H.e.ad of 

th.e D.ep.artment of Ed.ucatio.nal Management thr.o.ugh th.e Pos.tgrad.uate S.tudies Co.o.rdi.nato.r to 

th.e admi.nis.trato.r/pri.ncip.al of e.a.ch s.ampl.ed sch.o.ol.s soliciti.ng th.eir co.ope.ratio.n, pr.ope.r 

i.ntr.od.uc.tio.n and a.ccess to th.e s.taff of th.e sch.o.ol.s. Th.e r.ese.arch.e.r and th.e a.ssis.tants visited 

th.e se.l.e.c.ted sch.o.ol.s to gath.e.r th.e r.equir.ed data and all th.e i.ns.truments admi.nis.te.r.ed we.r.e 

r.etrieved afte.r th.e co.mpl.etio.n by th.e r.espo.nd.ents. 

 

3.8     Meth.od of Data Analysis 

Th.e data coll.e.c.ted we.r.e analysed usi.ng d.escriptive and i.nfe.r.ential s.tatis.tical to.ol.s. Th.e 

d.escriptive s.tatis.tical to.ol.s of fr.equency co.unts and simpl.e pe.rcentage we.r.e used to analyse 

d.emographic i.nfo.r.matio.n of th.e r.espo.nd.ents and r.ese.arch ques.tio.ns 1-4. Th.e I.nfe.r.ential 

s.tatis.tical to.ol of Pe.arso.n Pr.od.uc.t Mo.ment Co.rr.e.l.atio.n (PPMC) wa.s used to tes.t hypo.th.eses 

1-3 whi.l.e Multipl.e R.egr.essio.n Analysis wa.s used to tes.t hypo.th.eses  4 and 5 at 0.05 l.eve.l of 

significance. The KII was contently analysed  
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CH.APTE.R FO.UR 

R.ESULTS AND DISCUSSIO.N 

This se.c.tio.n pr.esented th.e r.esults and discussio.n of fi.ndi.ngs of this s.tudy. Th.e data r.etrieved 

fr.o.m th.e fie.ld thr.o.ugh ques.tio.n.nair.es we.r.e used to gene.rate th.e r.esults. Fo.r th.e s.tudy, 1296 

copies of the i.ns.truments were admi.nis.te.red to te.a.ch.e.rs but 1284 (99.1%) r.etrieved fr.o.m th.e 

fie.ld, so, 12 copies of the ques.tio.n.nair.e we.r.e not r.eturned by th.e r.espo.nd.ents. Al.so, 59 copies 

of the ques.tio.n.nair.e we.r.e admi.nis.te.r.ed to sch.o.ol admi.nis.trato.rs (pri.ncip.al.s) and we.r.e all 

(100%) r.eturned. Th.e to.tal copies of the ques.tio.n.nair.e r.etrieved fr.o.m th.e fie.ld we.r.e 1343 

(99.11%) which wa.s used fo.r data analysis. 
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4.1      D.emographic I.nfo.r.matio.n of th.e R.espo.nd.ents 

Tabl.e 4.1: Gend.e.r and Marital S.tatus of th.e R.espo.nd.ents  

Te.a.ch.e.rs   Pri.ncip.al.s   

Gend.e.r  Fr.equency Pe.rcent  Fr.equency Pe.rcent 

Mal.e 651 50.7 Mal.e 35 59.3 

Femal.e 633 49.3 Femal.e 24 40.7 

To.tal 

Me.an  

S.td.D 

1284 

1.41 

0.49 

100.0 To.tal 

Me.an  

S.td.D 

59 

1.49 

0.50 

100.0 

Marital 

S.tatus  

Fr.equency Pe.rcent  Fr.equency Pe.rcent 

Si.ngl.e 411 32.0 Si.ngl.e   

Married 864 67.3 Married 59 100.0 

   R.espo.nse 9 0.7    

To.tal 1284 100.0                                  

59 

                             

100.0 
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Tabl.e 4.1 pr.ovi.d.es d.emographic i.nfo.r.matio.n o.n th.e dis.tributio.n of th.e r.espo.nd.ents by gend.e.r 

and marital s.tatus. I.n r.e.l.atio.n to gend.e.r, it wa.s r.eve.al.ed th.at 651 (50.7%) of th.e r.espo.nd.ents 

we.r.e mal.e te.a.ch.e.rs and 633 (49.3%) of th.e r.espo.nd.ents we.r.e femal.e te.a.ch.e.rs. Al.so 35 

(59.3%) of th.e r.espo.nd.ents we.r.e mal.e pri.ncip.al.s whi.l.e 24 (40.7%) we.r.e femal.e pri.ncip.al.s. 

Goi.ng by this, it is cl.e.ar th.at th.e mal.e gend.e.r wa.s r.epr.esented mo.r.e i.n th.e s.tudy th.an th.e 

femal.e gend.e.r. This like.ly poi.nted to th.e observation th.at th.e.r.e we.r.e mo.r.e mal.e te.a.ch.e.rs th.an 

femal.e te.a.ch.e.rs i.n public se.co.ndary sch.o.ol.s. 

 

 H.oweve.r, bo.th gend.e.rs we.r.e ad.equate.ly r.epr.esented and gend.e.r bia.s wa.s avoi.d.ed. With 

r.espe.c.t to marital s.tatus, th.e l.arge.r pe.rcentage of th.e te.a.ch.e.rs s.ampl.ed, 864 (67.3%) we.r.e 

married, 411 (32.0) we.r.e si.ngl.e whi.l.e 9 (0.7%) of th.e r.espo.nd.ents pr.efe.rr.ed not to disclose 

th.eir marital s.tatus. Significantly, th.e entir.e sch.o.ol admi.nis.trato.rs s.ampl.ed fo.r this s.tudy we.r.e 

married. This implies th.at a l.arge.r pe.rcentage of th.e r.espo.nd.ents (te.a.ch.e.rs and pri.ncip.al.s) i.n 

this s.tudy we.r.e married. So, th.ey may h.ave expe.rience i.n mo.tivati.ng membe.rs of s.taff to 

fulfi.ll th.eir obligatio.n and p.ar.enti.ng s.tud.ents to bri.ng th.e bes.t o.ut of th.em a.s th.eir loco 

p.ar.entis. 
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Tabl.e 4.2: Age and Wo.rk Expe.rience of th.e R.espo.nd.ents  

Te.a.ch.e.rs Pri.ncip.al  

Age  Fr.equency Pe.rcent Age  Fr.equency Pe.rcent 

und.e.r 30 481 37.5 - - - 

30-40 220 17.1 - - - 

41-50 482 37.5 41-50 15 25.4 

51 ye.ars and 

above 

101 7.9 51 ye.ars and 

Above 

44 74.6 

To.tal 1284 100.0 To.tal 59 100.0 

Me.an  

S.td.D 

 45.5 

1.09 

Me.an  

S.td.D 

51.0 

0.439 

 

Wo.rk 

Expe.rience  

Fr.equency Pe.rcent Wo.rk 

expe.rience 

Fr.equency Pe.rcent 

l.ess th.an a 

ye.ar 

212 16.5 - - - 

1-10 ye.ars 512 39.9 11-15 4 6.8 

11-20 448 34.9 16-20 54 91.5 

21-30 112 8.7 above 20 

ye.ars 

1 1.7 

To.tal 1284 100.0 To.tal 59 100.0 
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Age and wo.rk expe.rience of th.e r.espo.nd.ents ar.e pr.esented i.n Tabl.e 4.2. Th.e r.esult sh.ows th.at 

482 (37.5%) of th.e te.a.ch.e.rs s.ampl.ed we.r.e withi.n th.e age range of 41-50ye.ars,  followed by 

481 (37.5%) r.espo.nd.ents und.e.r 30 ye.ars  of age, 220 (17.1%) of th.e s.ampl.ed te.a.ch.e.rs we.r.e 

withi.n th.e age range of 30-40 ye.ars of age whi.l.e 101 (7.9%) ar.e withi.n th.e age range of 51 

ye.ars old and above. Th.e ave.rage age of te.a.ch.e.rs is 45.4 (30-40yrs). Fo.r sch.o.ol 

admi.nis.trato.rs, majo.rity of th.ose s.ampl.ed we.r.e withi.n th.e age range of 51 and above whi.l.e 

o.nly 15 (25.4%) we.r.e withi.n th.e age range of 41-50 ye.ars. This i.ndicates th.at th.e majo.rity of 

th.e r.espo.nd.ents (te.a.ch.e.rs) we.r.e withi.n th.e range of 41-50 ye.ars of age and, implyi.ng th.at a 

l.arge.r pe.rcentage of th.e r.espo.nd.ents (te.a.ch.e.rs) we.r.e s.ti.ll i.n th.eir e.arly age co.mp.ar.ed to 

r.espo.nd.ents th.at ar.e above 51 ye.ars of age. Th.e ave.rage age of th.e sch.o.ol admi.nis.trato.rs is 

51.0. 

 

Fo.r wo.rk expe.rience, th.e data r.eve.al.ed th.at 512 (39.9%) of th.e te.a.ch.e.rs h.ad 1-10 ye.ars of 

te.a.chi.ng expe.rience; 448 (34.9%) h.ad 11-20 ye.ars of te.a.chi.ng expe.rience; 212 (16.5%) h.ad 

less than a year of te.a.chi.ng expe.rience and 112 (8.7%) h.ad 21-30 ye.ars te.a.chi.ng expe.rience. 

Th.e pri.ncip.al.s th.at we.r.e s.ampl.ed, majo.rity of th.em, 54(91.5%), h.ad 16-20 ye.ars wo.rk 

expe.rience, 4 (6.8%) h.ad 11-15 ye.ars wo.rk expe.rience while, 1 (1.7%) had above 20 years 

work experience. Ba.sed o.n this, it wa.s sh.own th.at majo.rity of th.e r.espo.nd.ents h.ad r.equisite 

ye.ars of te.a.chi.ng expe.rience to pr.ovi.d.e ne.cess.ary i.nfo.r.matio.n o.n th.e variabl.es se.l.e.c.ted fo.r 

th.e s.tudy. 
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4.2       Analysis of R.ese.arch Ques.tio.ns  

R.ese.arch Ques.tio.n 1: Wh.at is th.e l.eve.l of te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary 

sch.o.ol.s i.n Oyo S.tate, Nigeria? 

Tabl.e 4.3 L.eve.l of te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s 

S/N Items  VH H L VL Me.an  S.td.D.ev. 

 Te.a.chi.ng ta.sks 

1 Pr.ep.aratio.n of up to date l.esso.n 

note 

15 

(27.3%) 

40 

(72.7%) 

0 

(0.0%) 

0 

(0.0%) 

3.27 0.449 

2 Usi.ng th.e appr.opriate meth.ods 

of te.a.chi.ng i.n th.e cl.a.ss 

6 

(10.9%) 

39 

(70.9%) 

6 

10.9%) 

4 

(7.3%) 

2.85 0.705 

3 Usi.ng dive.rse meth.ods to make 

sur.e th.at s.tud.ents und.e.rs.tand 

th.e l.esso.n 

8 

(14.5%) 

31 

(56.4%) 

16 

(29.1%) 

0 

(0.0%) 

2.85 0.650 

4 Ch.o.osi.ng th.e right i.ns.truc.tio.nal 

mate.rial fo.r te.a.chi.ng i.n th.e 

cl.a.ssr.o.o.m 

6 

(10.9%) 

38 

(69.1%) 

11 

(20.0%) 

0 

(0.0%) 

2.91 0.554 

5 Displ.ay of th.e i.ns.truc.tio.nal 

mate.rial.s fo.r te.a.chi .ng i.n th.e 

cl.a.ssr.o.o.m 

11 

(20.0%) 

20 

(36, 4%) 

24 

(43.6%) 

0 

(0.0%) 

2.76 0.769 

6 Impr.ovis.atio.n of i.ns.truc.tio.nal 

mate.rial fo.r te.a.chi.ng 

4 

(7.3%) 

32 

(58.2%) 

17 

(30.9%) 

2 

(3.6%) 

2.69 0.663 

7 Usi.ng te.a.chi.ng i.ns.truc.tio.n 

always 

10 

(18.2%) 

13 

(23.6%) 

21 

(38.2%) 

11 

(20.0%) 

2.40 1.011 

 Weighted me.an     2.81  

 Admi.nis.trative ta.sks 

8 Pr.ope.r cl.a.ssr.o.o.m co.ntr.ol 1 

(1.8%) 

27 

(49.1%) 

25 

(45.4%) 

 

2 

(3.7%) 

2.09 1.005 

9 A.c.tive p.articip.atio.n i.n s.tud.ents 

discipli.ne i.n th.e sch.o.ol 

12 

(21.9%) 

19 

(34.5%) 

24 

(43.6%) 

 

0 

(0.0%) 

2.11 0.916 

10 Keepi.ng th.e s.tatuto.ry r.e.co.rds 

up to date 

7 

(12.7%) 

 27 

49.1%) 

 

21 

(38.2%) 

0 

(0.0%) 

2.51 0.936 

11 Marki.ng of s.tud.ents attendance 4 

(7.3%) 

22 

(40.0) 

24 

(43.6%) 

 

5 

(9.1%) 

2.11 1.066 

12 Attendi.ng s.taff meeti.ng 3 

(5.5%) 

4 

(7.3%) 

29 

(52.7%) 

19 

(34.5%) 

2.29 1.012 

13 Fr.equent ch.e.cki.ng of s.tud.ent 

note 

2 

(3.6%) 

23 

(41.8%) 

24 

(43.6%) 

 

7 

(12.7%) 

2.07 0.997 

 Weighted me.an     2.13  

 Grand me.an     2.47  

note: Me.an val.ue range fr.o.m 0-1.4=Ve.ry Low, 1.5-2.4= Low, 2.5-3.4= High, 3.5-4.0= Ve.ry 

High. Figur.es i.n p.ar.enth.esis ar.e pe.rcentages. 
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Tabl.e 4.3 sh.owed th.e l.eve.l of te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s i.n Oyo 

S.tate, Nigeria. Th.e tabl.e r.eve.al.ed th.at 40 (72.7%), 39 (70.9%), 38 (69.1%), 32(58.2%) and 

31(56.4%) of th.e r.espo.nd.ents affir.med th.at te.a.ch.e.rs’ ta.sk pe.rfo.r.mance wa.s high i.n te.r.ms of 

pr.ep.aratio.n of up to date l.esso.n note, usi.ng th.e appr.opriate meth.ods of te.a.chi.ng i.n th.e cl.a.ss, 

ch.o.osi.ng th.e right i.ns.truc.tio.nal mate.rial fo.r te.a.chi.ng i.n th.e cl.a.ssr.o.o.m, impr.ovis.atio.n of 

i.ns.truc.tio.nal mate.rial fo.r te.a.chi.ng and usi.ng dive.rse meth.ods to make sur.e th.at s.tud.ents 

und.e.rs.tand th.e l.esso.n with me.an val.ue of 3.27, 2.85, 2.91, 2.69 and 2.85 r.espe.c.tive.ly but 24 

(43.6%) and 21 (38.2%) of th.e r.espo.nd.ents i.ndicated th.at te.a.ch.e.rs’ ta.sk pe.rfo.r.mance wa.s low 

i.n th.e ar.e.a of displ.ay of th.e i.ns.truc.tio.nal mate.rial.s fo.r te.a.chi.ng i.n th.e cl.a.ssr.o.o.m and usi.ng 

te.a.chi.ng i.ns.truc.tio.n mate.rial.s i.n th.e cl.a.ss with me.an val.ue of 2.76 and 2.40 r.espe.c.tive.ly. Th.e 

weighted me.an val.ue fo.r te.a.ch.e.rs’ te.a.chi.ng ta.sk pe.rfo.r.mance wa.s 2.81. Th.e weighted me.an 

(2.81) is above 2.50 which is th.e crite.rio.n me.an; this implies th.at te.a.ch.e.rs’ te.a.chi.ng ta.sk 

pe.rfo.r.mance is high i.n public se.co.ndary sch.o.ol.s. 

Al.so, Tabl.e 4.3, r.eve.al.ed th.e l.eve.l of admi.nis.trative ta.sk pe.rfo.r.mance of te.a.ch.e.rs i.n public 

se.co.ndary sch.o.ol.s i.n Oyo S.tate. It i.ndicated th.at 27(49.1%) of th.e r.espo.nd.ents we.r.e of th.e 

vie.w th.at te.a.ch.e.rs’ admi.nis.trative ta.sk pe.rfo.r.mance wa.s high i.n te.r.ms of pr.ope.r cl.a.ssr.o.o.m 

co.ntr.ol and keepi.ng th.e s.tatuto.ry r.e.co.rds up to date but 29 (52.7%) and 24 (43.6%) of th.e 

r.espo.nd.ents s.tated th.at te.a.ch.e.rs’ admi.nis.trative ta.sk pe.rfo.r.mance wa.s low i.n th.e ar.e.a of 

attendi.ng s.taff meeti.ng, a.c.tive p.articip.atio.n i.n s.tud.ents discipli.ne i.n th.e sch.o.ol, marki.ng of 

s.tud.ents attendance and fr.equent ch.e.cki.ng of s.tud.ents’ notes with weighted me.an of 2.29, 

2.11 and 2.07 r.espe.c.tive.ly. Th.e admi.nis.trative ta.sk pe.rfo.r.mance h.ad a weighted me.an of 2.13 

which is l.ess th.an 2.5 crite.rio.n me.an. This implies th.at admi.nis.trative ta.sk pe.rfo.r.mance of 

te.a.ch.e.rs wa.s low i.n public se.co.ndary sch.o.ol.s. To answe.r th.e r.ese.arch ques.tio.n o.n th.e l.eve.l 

of te.a.ch.e.rs’ ta.sk pe.rfo.r.mance, th.e grand me.an fo.r te.a.chi.ng and admi.nis.trative ta.sks we.r.e 

calcul.ated to be 2.47. This sh.ows th.at th.e grand me.an is l.ess th.an 2.5 crite.rio.n me.an which 

s.h.ow.s t.h.at th.e te.a.ch.e.rs’ ta.sk pe.rfo.r.mance wa.s gene.rally low i.n public se.co.ndary sch.o.ol.s. 

This co.uld be a.s a r.esult of low admi.nis.trative ta.sk pe.rfo.r.mance of te.a.ch.e.rs i.n se.co.ndary 

sch.o.ol.s, i.n te.r.ms of po.o.r displ.ay of i.ns.truc.tio.nal mate.rial.s fo.r t.e.a.chi.ng i.n t.h.e cl.a.ssr.o.o.m and 

usi.ng te.a.chi.ng i.ns.truc.tio.nal mate.rial.s sp.ari.ngly amo.ng te.a.ch.e.rs. 
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R.ese.arch Ques.tio.n 2: H.ow fr.equent we.r.e r.e.cruitment fa.c.to.rs used fo.r r.e.cruitment i.n public 

se.co.ndary sch.o.ol.s i.n Oyo S.tate, Nigeria? 

Tabl.e 4.4: Fr.equent r.e.cruitment fa.c.to.rs fo.r r.e.cruitment i.n se.co.ndary sch.o.ol.s 

SN Pe.rso.n.ne.l Needs  Always So.metimes Rar.e.ly Neve.r Me.an  S.td.D.ev 

1 Ar.e.a of spe.cialis.atio.n 805 

(62.7%) 

360 

(28.0%) 

92 

(7.2%)) 

27 

(2.1%) 

3.51 0.721 

2 Gend.e.r  co.nsi.d.e.ratio.n i.n th.e 

pr.ocess of r.e.cruitment 

229 

(17.8%) 

433 

(33.7%) 

311 

(24.2%) 

311 

(24.2%) 

2.45 1.044 

3  pr.evio.us expe.rience  is 

r.equir.ed befo.r.e  givi.ng th.e 

job 

356 

(27.7%) 

438 

(31.4%) 

323 

(25.2%) 

167 

(13.0%) 

2.77 0.997 

4 Age h.a.s nothi.ng to do with 

te.a.ch.e.rs  r.e.cruitment 

408 

(36.7%)  

367 

(31.8%) 

330 

(25.7%) 

179 

(13.9%) 

2.78 1.042 

5 Th.e r.e.cruitment of te.a.ch.e.rs is 

ba.sed o.n qualificatio.n 

821 

(63.9%) 

319 

(24.8%) 

100 

(7.8%) 

44 

(3.4%) 

3.49 0.782 

6 H.eight is a fa.c.to.r fo.r 

r.e.cruiti.ng te.a.ch.e.rs 

300 

(23.4%) 

165 

(12.9%) 

241 

(18.8%) 

575 

(44.8%) 

2.15 1.222 

7 O.th.e.r ski.ll.s possessed is not a  

pr.e.r.equisite fo.r r.e.cruiti.ng 

te.a.ch.e.rs 

228 

(17.8%) 

399 

(31.1%) 

451 

(35.1%) 

206 

(16.0%) 

2.51 0.963 

8 Quantity of te.a.ch.e.rs i.n a 

sch.o.ol is a  fa.c.to.r fo.r 

r.e.cruitment 

132 

(10.3%) 

248 

(19.3%) 

588 

(45.8%) 

316 

(24.6%) 

2.15 0.910 

 Weighted me.an    2.72   

 R.e.cruitment pr.ocess Always So.metimes Rar.e.ly Neve.r Me.an  S.td.D.ev 

9  Applicatio.n fo.r.m alo.ne 426 

(33.2%) 

295 

(23.0%) 

200 

(15.6%) 

363 

(28.3%) 

2.61 1.212 

10 Applicatio.n - o.ral i.nte.rvie.w 559 

(43.5%) 

425 

(33.1%) 

125 

(9.7%) 

175 

(13.6%) 

3.07 1.037 

11   Applicatio.n-written 

i.nte.rvie.w 

663 

(51.6%) 

446 

(34.7%) 

133 

(10.4%) 

42 

(3.3) 

3.35 0.794 

12   Applicatio.n-written 

i.nte.rvie.w-o.ral i.nte.rvie.w 

649 

(50.5%) 

473 

(36.8%) 

130 

(10.1%) 

32 

(2.5%) 

3.35 0.762 

13 Applicatio.n-aptitud.e tes.t 465 

(36.2%) 

577 

(44.9%) 

173 

(13.5%) 

69 

(5.4%) 

3.12 0.835 

14  Applicatio.n-written- o.ral-

aptitud.e tes.t  

368 

(28.7%) 

429 

(33.4%) 

352 

(27.4%) 

135 

(10.5%) 

2.80 0.971 

15 nowith.o.ut applicatio.n but 

ph.o.ne call 

113 

(8.8%) 

186 

(14.5%) 

247 

(19.2%) 

738 

(57.5%) 

1.75 1.004 

16  With.o.ut applicatio.n but 

r.e.ceived appoi.ntment l.ette.r 

fr.o.m politician 

260 

(20.2%) 

280 

(21.8%) 

260 

(20.2%) 

484 

(37.7%) 

2.25 1.160 

17 R.e.ceive appoi.ntment l.ette.r 

fr.o.m fami.ly membe.r with.o.ut 

applicatio.n 

179 

(13.9%) 

335 

(26.1%) 

229 

(17.8%) 

539 

(42.0%) 

2.12 1.108 

Weighted Me.an                                                               2.34 

Grand me.an                                                                                                                 2.24 

note: Me.an val.ue range fr.o.m 0-1.4=Neve.r, 1.5-2.4= Rar.e.ly, 2.5-3.4= So.metimes Pra.c.tised, 

3.5-4.0= Mos.tly Pra.c.tised. Figur.es i.n p.ar.enth.esis ar.e pe.rcentages. 
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Tabl.e 4.4 sh.ows th.e d.escriptive analysis of h.ow fr.equent r.e.cruitment fa.c.to.r (pe.rso.n.ne.l needs) 

we.r.e used i.n public se.co.ndary sch.o.ol.s. Fr.o.m Tabl.e 4.4, th.e l.arge.r pe.rcentage 821 (63.9%), 

805 (62.7%) and 408 (36.7%) of th.e r.espo.nd.ents i.ndicated th.at th.e r.e.cruitment of te.a.ch.e.rs 

wa.s always ba.sed o.n qualificatio.n and ar.e.a.s of spe.cialis.atio.n and th.at age h.a.s nothi.ng to do 

with te.a.ch.e.rs r.e.cruitment a.s sh.own by th.e me.an val.ue of 3.49, 3.51 and 2.78 r.espe.c.tive.ly. 

Al.so, 438 (31.4%) and 433 (33.7%) of th.e r.espo.nd.ents spe.cified th.at so.metimes pr.evio.us 

expe.rience wa.s r.equir.ed befo.r.e bei.ng given job and th.at gend.e.r wa.s so.metimes co.nsi.d.e.r.ed i.n 

th.e pr.ocess of r.e.cruitment. Me.anwhi.l.e, 588 (45.8%) and 451 (35.1%) of th.e r.espo.nd.ents 

i.ndicated th.at th.e quantity of te.a.ch.e.rs i.n a sch.o.ol wa.s rar.e.ly a fa.c.to.r fo.r r.e.cruitment and th.at 

o.th.e.r ski.ll.s possessed we.r.e rar.e.ly pr.e.r.equisites fo.r r.e.cruiti.ng te.a.ch.e.rs with me.an val.ue of 

2.15 and 2.51 r.espe.c.tive.ly whi.l.e 575 (44.8%) i.ndicated th.at h.eight wa.s neve.r a fa.c.to.r fo.r 

r.e.cruiti.ng te.a.ch.e.rs i.n th.e sch.o.ol sys.tem with me.an val.ue of 2.15. Th.e weighted me.an val.ue 

fo.r pe.rso.n.ne.l need is 2.72 which is gr.e.ate.r th.an th.e crite.rio.n me.an of 2.5. This signifies th.at 

pe.rso.n.ne.l needs ar.e pra.c.tices th.at ar.e so.metimes used i.n th.e pr.ocess of r.e.cruiti.ng s.taff i.nto 

public se.co.ndary sch.o.ol.s.Tabl.e 4.6 furth.e.r r.efl.e.c.ts th.e r.e.cruitment pr.ocess th.at te.a.ch.e.rs 

p.a.ssed thr.o.ugh befo.r.e bei.ng r.e.cruited to se.co.ndary sch.o.ol.s.  It r.eve.al.ed th.at, 663(51.6%), 

649(50.5%), 559 (43.5%) and 426 (33.2%) of th.e r.espo.nd.ents i.ndicated th.at so.me te.a.ch.e.rs 

always p.a.ss thr.o.ugh applicatio.n-written i.nte.rvie.w, applicatio.n-written i.nte.rvie.w-o.ral 

i.nte.rvie.w, applicatio.n - o.ral i.nte.rvie.w and o.nly applicatio.n a.s pr.ocess of r.e.cruiti.ng te.a.ch.e.rs 

with me.an val.ue of 3.12, 2.80 3.35 and 3.35 r.espe.c.tive.ly.  

It wa.s al.so i.ndicated th.at 577 (44.9%), and 429(33.4%) of th.e r.espo.nd.ents i.ndicated th.at 

te.a.ch.e.rs so.metimes p.a.ssed thr.o.ugh applicatio.n-aptitud.e tes.t and applicatio.n-written- o.ral-

aptitud.e tes.t whi.l.e 738 (57.5%),  539 (42.0%)  and 484(37.7%) of th.e  r.espo.nd.ents i.ndicated 

th.at te.a.ch.e.rs neve.r go.t te.a.chi.ng jobs with.o.ut applicatio.n o.r thr.o.ugh ph.o.ne call,  neve.r 

r.e.ceived an appoi.ntment l.ette.r fr.o.m fami.ly membe.rs with.o.ut submitti.ng an applicatio.n and 

neve.r r.e.ceived an appoi.ntment l.ette.r fr.o.m a politician with.o.ut applicatio.n. Th.e me.an val.ues 

of 1.75, 2.12 and 2.25 we.r.e r.e.co.rd.ed i.n this r.egard. Th.e weighted me.an fo.r r.e.cruitment 

pr.ocess is 2.34. This implies th.at r.e.cruitment pr.ocess is rar.e.ly pra.c.tised i.n public se.co.ndary 

sch.o.ol.s a.s th.e weighted me.an is l.ess th.an th.e d.e.cisio.n me.an of 2.50. 
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To answe.r th.e r.ese.arch ques.tio.n, o.n h.ow fr.equent r.e.cruitment fa.c.to.rs we.r.e used to r.e.cruits 

te.a.ch.e.rs i.n public se.co.ndary sch.o.ol.s. Th.e grand me.an val.ue fo.r th.e r.e.cruitment fa.c.to.rs is 

2.24 which wa.s l.ess th.an 2.5 d.e.cisio.ns me.an. This implies th.at r.e.cruitment fa.c.to.rs (pe.rso.n.ne.l 

needs and r.e.cruitment pr.ocess) ar.e rar.e.ly pra.c.tised i.n r.e.cruiti.ng te.a.ch.e.rs i.n public se.co.ndary 

sch.o.ol.s. This implies th.at qualified te.a.ch.e.rs may not be r.e.cruited to th.e public se.co.ndary 

sch.o.ol.s if th.e employe.rs rar.e.ly followed th.e r.e.cruitment fa.c.to.rs. 
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R.ese.arch ques.tio.n 3: Wh.at ar.e th.e pr.evai.li.ng organis.atio.nal cultur.e been pra.c.tised i.n public 

se.co.ndary sch.o.ol.s i.n Oyo S.tate, Nigeria? 

Tabl.e 4.5: Pr.evai.li.ng O.rganis.atio.nal Cultur.e bei.ng pra.c.tised i.n Se.co.ndary Sch.o.ol.s 

s/n L.e.ad.e.rship s.tyl.es MP SP RP NP Me.an S.td.D.ev 

1 Lis.teni.ng to te.a.ch.e.rs 

sugges.tio.ns by th.e pri.ncip.al 

503 

(39.2%) 

644 

(60.2) 

111 

(8.6%) 

26 

(2.0%) 

3.26 0.700 

2 Th.e pri.ncip.al mo.tivates 

te.a.ch.e.rs to wo.rk h.ard  

553 

(43.1%) 

576 

(44.9%) 

122 

(9.5%) 

33 

(2.6%) 

3.28 3.28 

3 Friendly supe.rvisio.n of 

te.a.ch.e.rs by th.e pri.ncip.al 

418 

(32.6%) 

492 

(38.3%) 

292 

(22.7%) 

82 

(6.4%) 

2.97 2.97 

4 S.tric.t d.e.cisio.n maki.ng 

pr.ocess 

301 

(23.4%) 

549 

(42.8%) 

330 

(25.7%) 

104 

(8.1%) 

2.82 0.899 

5 S.tric.t supe.rvisio.n of te.a.ch.e.r 

i.n pl.a.ce of wo.rk 

411 

(32.0%) 

449 

(35.0%) 

354 

(27.6%) 

70 

(5.5%) 

2.94 2.82 

 Weighted   me.an                                                                                           3.05 

 Cap.a.city Bui.ldi.ng MP SP RP NP Me.an S.td.D.ev 

6 Fr.equent trai.ni.ng fo.r 

te.a.ch.e.rs i.n se.co.ndary 

sch.o.ol.s 

292 

(22.6%) 

527 

(41.0%) 

343 

(26.7%) 

122 

(9.5%) 

2.77 0.884 

7 I.n-se.rvice trai.ni.ng fo.r 

te.a.ch.e.rs i.n  pl.a.ce of wo.rk 

186 

(14.5%) 

473 

(36.8%) 

488 

(38.0) 

137 

(10.7%) 

2.55 2.94 

8 Trai.ni.ng to meet up with th.e 

o.rganis.atio.n d.emand 

277 

(21.6%) 

390 

(30.4%) 

396 

(30.6%) 

221 

(17.2%) 

2.56 0.900 

9 O.rganisi.ng s.taff 

d.eve.lopment pr.ogrammes fo.r 

te.a.ch.e.rs 

275 

(21.4%) 

536 

(41.7%) 

307 

(23.9%) 

166 

(12.9%) 

2.72 2.77 

 Weighted  me.an                                                                                              2.65 

 Ta.sk Autonomy  MP SP RP NP Me.an S.td.D.ev 

10 Ta.sk autonomy is do.mi.nant 

i.n this O.rganis.atio.n 

389 

(30.3%) 

515 

(40.1%) 

314 

(24.5%) 

66 

(5.1%) 

2.96 0.907 

11 Enco.urages i.nd.epend.ent ta.sk 

pe.rfo.r.mance amo.ng te.a.ch.e.rs 

418 

(32.6%) 

636 

(49.5%) 

211 

(16.4%) 

19 

(1.5%) 

3.13 2.55 

12 Allows th.e te.a.ch.e.rs to use 

th.eir discr.etio.n o.n th.e ta.sk 

a.ssigned to th.em  

462 

(36.0%) 

616 

(48.0%) 

168 

(13.1%) 

38 

(3.0%) 

3.17 0.867 

13 Pe.rso.nal opi.nio.n do co.unt i.n 

this o.rganis.atio.n be.cause of 

th.e natur.e of  job 

238 

(18.5%) 

434 

(35.6%) 

432 

(31.9%) 

180 

(14.0%) 

2.57 2.56 

14 Ta.sk autonomy can impr.ove 

ta.sk pe.rfo.r.mance i.n this 

O.rganis.atio.n 

402 

(31.3%) 

533 

(41.5%) 

307 

(23.9%) 

42 

(3.3%) 

3.01 1.011 

 Weighted me.an                                                                                                2.96 

note: Me.an val.ue range fr.o.m 0-1.4=not Pra.c.tised, 1.5-2.4= Rar.e.ly Pra.c.tised, 2.5-3.4= 

So.metimes Pra.c.tised, 3.5-4.0= Mos.tly Pra.c.tised. Figur.es i.n p.ar.enth.esis ar.e pe.rcentages. 
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Tabl.e 4.5 r.eve.al.ed th.e d.escriptive analysis o.n pr.evai.li.ng o.rganis.atio.nal cultur.es bei.ng 

pra.c.ticed i.n public se.co.ndary sch.o.ol.s. Th.e r.esult r.eve.al.ed th.at majo.rity 644 (60.2%), 576 

(44.9%), 549 (42.8%) 492 (2.97%) and 449 (35.0%) of th.e r.espo.nd.ents obse.rved th.at th.e 

followi.ng l.e.ad.e.rship s.tyl.e; lis.teni.ng to te.a.ch.e.rs sugges.tio.ns by th.e pri.ncip.al; mo.tivati.ng 

te.a.ch.e.rs to wo.rk h.ard; s.tric.t d.e.cisio.n maki.ng pr.ocess; friendly supe.rvisio.n of te.a.ch.e.rs by th.e 

pri.ncip.al, and s.tric.t supe.rvisio.n of te.a.ch.e.rs ar.e so.metimes pra.c.tised i.n se.co.ndary sch.o.ol.s and 

th.ese imply th.at d.emocratic and autocratic s.tyl.es ar.e so.metimes pra.c.tised i.n public se.co.ndary 

sch.o.ol.s and th.ese h.ave a me.an val.ue of 3.26, 3.28, 2.82, 2.97 and 2.94 r.espe.c.tive.ly. Th.e 

weighted me.an val.ue of l.e.ad.e.rship s.tyl.e been pra.c.tised is 3.05 which is gr.e.ate.r th.an th.e 

crite.rio.n me.an of 2.5. This sh.owed th.at l.e.ad.e.rship s.tyl.e which is an i.ndicato.r of 

o.rganis.atio.nal cultur.e is so.metimes pra.c.tised i.n th.e se.co.ndary sch.o.ol.s. 

 

Cap.a.city d.eve.lopment is anoth.e.r i.ndicato.r of o.rganis.atio.nal cultur.e, it wa.s al.so r.eve.al.ed 

fr.o.m Tabl.e 4.5 th.at 536 (41.7%) and 527 (41.0%) of th.e r.espo.nd.ents i.ndicated th.at o.rganisi.ng 

s.taff d.eve.lopment pr.ogrammes fo.r te.a.ch.e.rs and fr.equent trai.ni.ng fo.r te.a.ch.e.rs i.n se.co.ndary 

sch.o.ol.s ar.e so.metimes pra.c.tised i.n se.co.ndary sch.o.ol.s whi.l.e 488 (38.0) and 396 (30.6%) of 

th.e r.espo.nd.ents i.ndicated th.at i.n-se.rvice trai.ni.ng fo.r te.a.ch.e.rs and trai.ni.ng to meet up with th.e 

o.rganis.atio.n d.emand ar.e rar.e.ly pra.c.tised i.n public se.co.ndary sch.o.ol.s with th.e me.an val.ue of 

2.55 and 2.56 r.espe.c.tive.ly. Th.e weighted me.an val.ue of cap.a.city d.eve.lopment is 2.65 which 

is gr.e.ate.r th.an th.e crite.rio.n me.an of 2.50. This implies th.at cap.a.city d.eve.lopment is 

so.metimes pra.c.tised i.n se.co.ndary sch.o.ol. 

Mo.r.e so, o.n ta.sk autonomy, it wa.s sh.own th.at 636 (49.5%), 616 (48.0%), 533(41.5%), 515 

(40.1%) and 434 (35.6%) of th.e r.espo.nd.ents noted th.at so.metimes, i.nd.epend.ent ta.sk 

pe.rfo.r.mance wa.s enco.uraged amo.ng te.a.ch.e.rs, s.taff we.r.e allowed to use th.eir discr.etio.n o.n 

th.e ta.sk a.ssigned to th.em, ta.sk autonomy impr.oves ta.sk pe.rfo.r.mance i.n th.e sch.o.ol sys.tem, 

ta.sk autonomy is do.mi.nant i.n se.co.ndary sch.o.ol.s and pe.rso.nal opi.nio.n do co.unt i.n th.e sch.o.ol 

sys.tem be.cause of th.e natur.e of th.e job so.metimes, th.e items h.ave me.an val.ue of 3.13, 3.17, 

3.0, 2.96 and 2.57 r.espe.c.tive.ly. Th.e weighted me.an val.ue of th.e ta.sk autonomy is 2.96 and 

this is gr.e.ate.r th.an 2.5 crite.rio.n me.an and this i.nfo.r.med th.e opi.nio.n th.at ta.sk autonomy wa.s 

so.metimes pra.c.tised i.n se.co.ndary sch.o.ol.s sys.tem. 
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Th.e pr.evai.li.ng o.rganis.atio.nal cultur.es  pra.c.tised i.n public se.co.ndary sch.o.ol.s is l.e.ad.e.rship 

s.tyl.es with weighted me.an val.ue of 3.05, followed by ta.sk autonomy with weighted me.an 

val.ue of 2.96 and th.e l.e.a.s.t o.rganis.atio.nal cultur.e  pra.c.tised is cap.a.city d.eve.lopment with 

me.an val.ue of 2.65. This is an i.ndicatio.n th.at l.e.ad.e.rship s.tyl.e is th.e mos.t pr.o.mi.nent 

o.rganis.atio.nal cultur.e i.n th.e se.co.ndary sch.o.ol.s followed by te.a.ch.e.rs’ ta.sk autonomy whi.l.e 

cap.a.city d.eve.lopment is th.e l.e.a.s.t o.rganis.atio.nal cultur.e  pra.c.tised i.n se.co.ndary sch.o.ol.s i.n 

Oyo S.tate. 
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R.ese.arch Ques.tio.n 4: Wh.at is th.e co.nd.uciveness of wo.rk envir.o.nment i.n public se.co.ndary 

sch.o.ol.s i.n Oyo S.tate, Nigeria? H.ow is th.e envir.o.nment of public se.co.ndary sch.o.ol.s i.n Oyo 

S.tate co.nd.ucive to te.a.ch.e.rs’ wo.rk? 

Tabl.e 4.6 Co.nd.uciveness of wo.rk envir.o.nment i.n public se.co.ndary sch.o.ol.s  

S/N S.afety/se.curity VG G F P NA Me.an  S.td.D.ev 

1 Pe.rimete.r fence 307 

(23.9%) 

340 

(26.5%) 

370 

(28.8%) 

 

83 

(6.5%) 

184 

(14.3%) 
3.26 .700 

2 Sch.o.ol guard 116 

(9.0%) 

116 

(9.0%) 

389 

(30.3%) 

116 

(9.0%) 

116 

(9.0%) 
3.28 3.28 

3 Firs.t ai.d 

tr.e.atment 

262 

(20.7%) 

253 

(19.7%) 

350 

(27.3%) 

368 

(28.7%) 

51 

(4.0%) 
2.97 2.97 

4 Fir.e 

exti.nguish.e.r 

135 

(10.5%) 

177 

(13.8%) 

230 

(17.9%) 

341 

(26.6%) 

401 

(31.2%) 

 

1.82 1.899 

5 Life i.nsurance 119 

(9.3%) 

273 

(21.3%) 

233 

(18.1%) 

206 

(16.0%) 

453 

(35.3%) 
2.94 2.82 

 Weighted  me.an                                                                                                2.85 

 R.e.ward 

sys.tem 

VG G F P NA Me.an  S.td.D.ev 

6 P.ayment of 

l.e.ave bo.nus 

460 

(35.8%) 

509 

(39.6%) 

194 

(15.1%) 

102 

(7.9%) 

19 

(1.5%) 
4.00 0.980 

7 P.ayment of 

s.al.ary 

756 

(58.9%) 

400 

(31.2%) 

99 

(7.7%) 

21 

(1.6%) 

8 

(0.6%) 
4.46 0.759 

8 S.al.ary scal.e 336 

(26.2%) 

388 

(30.2%) 

358 

(27.9%) 

197 

(15.3%) 

4 

(0.4%) 
3.66 1.038 

9 I.ncr.ement of 

s.al.ary 

253 

(19.7%) 

412 

(32.1%) 

512 

(39.9%) 

92 

(7.2%) 

15 

(1.2%) 
3.62 0.919 

10 Pr.o.mo.tio.n 254 

(19.8%) 

350 

(27.3%) 

573 

(44.6%) 

88 

(6.9%) 

19 

(1.5%) 
3.57 0.931 

 Weighted me.an  3.86  

 Physical 

envir.o.nment  

VG G F P NA Me.an  S.td.D.ev 

11 Furnitur.e i.n 

yo.ur office 

257 

(20.0%) 

462 

(36.0%) 

380 

(29.6%) 

171 

(13.3%) 

14 

(1.1%) 
3.61 0.986 

12 Office sp.a.ce i.n 

/th.e sch.o.ol 

227 

(17.7%) 

574 

(44.7%) 

370 

(28.8%) 

88 

(6.9%) 

25 

(1.9%) 
3.69 0.906 

13 Venti.l.atio.n i.n 

/th.e office 

321 

(25.0%) 

439 

(34.2%) 

384 

(29.9%) 

88 

(6.9%) 

52 

(4.0%) 
3.69 1.046 

14 Lighti.ng i.n 

yo.ur/ office 

238 

(18.5%) 

430 

(33.5%) 

293 

(22.8%) 

245 

(19.1%) 

78 

(6.1%) 
3.39 1.165 

 Weighted 

me.an  
3.59 

 Grand me.an  3.53 

note: Me.an val.ue range fr.o.m 0-1.4=not Avai.l.abl.e, 1.5-2.4= Po.o.r, 2.5-3.4= Fair, 3.5-4.4= 

Go.od, 4.4-5= Ve.ry Go.od. Figur.es i.n p.ar.enth.esis ar.e pe.rcentages. 
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Tabl.e 4.6 is o.n co.nditio.n of wo.rk envir.o.nment i.n public se.co.ndary sch.o.ol.s. Th.e tabl.e d.epic.t 

th.at 389 (30.3%), 370 (28.8%) of th.e r.espo.nd.ents i.ndicated th.at th.e co.nditio.n of th.eir sch.o.ol 

guard and pe.rimete.r fence is fair i.n th.e se.co.ndary sch.o.ol.s with a me.an val.ue of 3.28 and 3.26. 

Al.so, a l.arge pe.rcentage of r.espo.nd.ents 368 (28.7%) signified th.at co.nditio.n of Firs.t Ai.d 

tr.e.atment is po.o.r i.n public se.co.ndary sch.o.ol.s and it h.a.s a me.an val.ue of 2.97. 453 (35.3%) 

and 401(31.2%) r.espo.nd.ents i.ndicated th.at fir.e exti.nguish.e.r and Life i.nsurance we.r.e not 

avai.l.abl.e i.n public se.co.ndary sch.o.ol.s i.n Oyo S.tate with me.an val.ue of 1.82 and 2.94 

r.espe.c.tive.ly. Th.e weighted me.an val.ue fo.r s.afety/se.curity is 2.85 which is l.ess th.an a 

thr.esh.old me.an of 3.0, by implicatio.n, th.e co.nditio.n of s.afety/se.curity i.n public se.co.ndary 

sch.o.ol.s wa.s fair.  

 

O.n r.e.ward sys.tem, it wa.s r.eve.al.ed th.at 756 (58.9%) i.ndicated th.at p.ayment of s.al.ary wa.s 

ve.ry go.od i.n public se.co.ndary sch.o.ol.s and it h.a.s a me.an val.ue of 4.46, al.so 509 (39.6%) and 

388(30.2%) signified th.at p.ayment of l.e.ave bo.nus and s.al.ary scal.e wa.s go.od whi.l.e 573 

(44.6%) and 512 (39.9%) of th.e r.espo.nd.ents r.eve.al.ed th.at pr.o.mo.tio.n and i.ncr.ement of s.al.ary 

wa.s fair i.n public se.co.ndary sch.o.ol.s. Th.e weighted me.an fo.r th.e r.e.ward sys.tem is 3.86 and 

this is gr.e.ate.r th.an 3.00 crite.rio.n me.an. This is an i.ndicatio.n th.at r.e.ward sys.tem i.n public 

se.co.ndary sch.o.ol.s wa.s co.nsi.d.e.r.ed to be go.od by th.e r.espo.nd.ents. 

O.n th.e co.nd.ucive natur.e of th.e physical envir.o.nment which is th.e l.a.s.t i.ndicato.r of wo.rk 

envir.o.nment, th.e tabl.e i.ndicated th.at 574 (44.7%), 462 (36.0%) and 430 (33.5%) of th.e 

r.espo.nd.ents s.tated th.at office sp.a.ce i.n th.e sch.o.ol, furnitur.e i.n th.e offices and lighti.ng i.n th.e 

offices ar.e go.od and this sh.owed th.at th.ey ar.e co.nd.ucive i.n se.co.ndary sch.o.ol.s with me.an 

val.ue of 3.69, 3.61 and 3.39 r.espe.c.tive.ly whi.l.e 384 (29.9%) of th.e r.espo.nd.ents d.esignated 

th.at venti.l.atio.n i.n t.he offices wa.s fair i.n co.nditio.n. Th.e weighted me.an fo.r physical 

envir.o.nment is 3.59 and is gr.e.ate.r th.an crite.rio.n me.an of 3.0. This implied th.atphysical 

envir.o.nment wa.s co.nd.ucive to wo.rk i.n public se.co.ndary sch.o.ol.s i.n Oyo S.tate. 

 

To answe.rr.ese.arch ques.tio.n 4, th.e grand me.an fo.r wo.rk envir.o.nment (se.curity/s.afety, r.e.ward 

sys.tem and physical envir.o.nment) is 3.53 and this is gr.e.ate.r th.an 3.0 crite.rio.n me.an. It 

sh.owed th.at th.e wo.rk envir.o.nment wa.s fairly co.nd.ucive i.n public se.co.ndary sch.o.ol.s i.n Oyo 

S.tate.  
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4.3 Tes.t of Hypo.th.eses  

 

Th.e hypo.th.eses th.at we.r.e fo.r.mul.ated we.r.e tes.ted at 0.05 Alph.a l.eve.l. 

Th.e unit of analysis used fo.r th.e tes.ti.ng of hypo.th.eses is sch.o.ol. Sch.o.ol wa.s used i.n to be 

abl.e to co.rr.e.l.ate th.e r.espo.nses of te.a.ch.e.rs with sch.o.ol admi.nis.trato.rs. Th.en th.e me.an 

r.espo.nses of te.a.ch.e.rs and admi.nis.trato.rs we.r.e gene.rated by sch.o.ol ba.sed o.n e.a.ch variabl.e 

and i.ndices of e.a.ch variabl.e a.s sh.own i.n appendix III. 

 

H01: Th.e.r.e is no significant r.e.l.atio.nship between each of pe.rso.n.ne.l needs, r.e.cruitment 

pr.ocess (r.e.cruitment fa.c.to.rs) and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s i.n 

Oyo S.tate, Nigeria. 
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Tabl.e 4.7: Co.rr.e.l.atio.n matrix o.n r.e.l.atio.nship between each of pe.rso.n.ne.l needs, 

r.e.cruitment pr.ocess (r.e.cruitment fa.c.to.rs)and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance 

Variabl.es Te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance 

Pe.rso.n.ne.l Needs R.e.cruitment Pr.ocess 

Te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance 

1.000   

Pe.rso.n.ne.l Needs .382** 

(0.003) 

1.000  

R.e.cruitment 

Pr.ocess  

.342** 

(0.001) 

0.325** 

(0.012) 

1.000 

Me.an 2.7546 2.7134 3.6108 

S.td.D .26078 .26081 .39932 
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Th.e r.e.l.atio.nship between r.e.cruitment fa.c.to.rs (pe.rso.n.ne.l needs, r.e.cruitment pr.ocess) and 

te.a.ch.e.rs’ ta.sk pe.rfo.r.mance wa.s sh.own i.n Tabl.e 4.7. Th.e r.esult sh.owed a significant 

r.e.l.atio.nship between pe.rso.n.ne.l needs and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n se.co.ndary sch.o.ol.s 

(r= 0.382, P < 0.05). Al.so, th.e.r.e wa.s a significant r.e.l.atio.nship between r.e.cruitment pr.ocess 

and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance (r=0.342, P < 0.05). Th.e implicatio.n is th.at th.e.r.e wa.s 

significant r.e.l.atio.nship amo.ng pe.rso.n.ne.l needs, r.e.cruitment pr.ocess and te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s. Th.e magnitud.e of r.e.l.atio.nship is mod.e.rate and 

positive. This implies th.at an i.ncr.e.a.se i.n applicatio.n of pe.rso.n.ne.l needs and r.e.cruitment 

pr.ocess (r.e.cruitment fa.c.to.rs) i.n r.e.cruiti.ng te.a.ch.e.rs wo.uld bri.ng a mod.e.rate positive 

impr.ovement i.n te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s. Th.e null hypo.th.esis 

is h.e.r.eby r.eje.c.ted.   

 

H02: Th.e.r.e is no significant r.e.l.atio.nship betwee organizational culture (l.e.ad.e.rship s.tyl.e, ta.sk 

autonomy, cap.a.city bui.ldi.ng) and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s i.n 

Oyo S.tate, Nigeria. 
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Tabl.e 4.8: Co.rr.e.l.atio.n matrix o.n r.e.l.atio.nship between o.rganis.atio.nal cultur.e 

(l.e.ad.e.rship s.tyl.e, ta.sk autonomy, cap.a.city bui.ldi.ng) and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance 

Variabl.es Te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance 

L.e.ad.e.rship 

S.tyl.es 

Cap.a.city 

D.eve.lopment 

Ta.sk autonomy 

Te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance 

1.000    

L.e.ad.e.rship 

S.tyl.es 

.644** 

(0.003) 

1.000   

Cap.a.city 

D.eve.lopment 

.373** 

(0.001) 

0.585** 

(0.012) 

1.000  

Ta.sk Autonomy .589** 

(0.001) 

.505** 

(0.000) 

.290* 1.000 

Me.an 2.5851 3.0624 2.9808 2.9869 

S.td.D .37999 .37378 3.24492 .26201 

**=l.eve.l of significance is l.ess th.an 0.05. 

D.e.cisio.n is taken ba.sed o.n Evans (1996) sugges.tio.n fo.r th.e absol.ute val.ue r which is  0.00-

0.19 “ve.ry we.ak positive”, 0.20-0.39 “we.ak positive”, 0.40-0.59 “mod.e.rate positive”, 0.60-

0.79 “s.tr.o.ng positive” and 0.80-1.0 “ve.ry s.tr.o.ng positive” and  l.eve.l of significance is l.ess 

th.an 0.05. 
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Tabl.e 4.8 r.efl.e.c.ts th.e r.e.l.atio.nship amo.ng l.e.ad.e.rship s.tyl.e, ta.sk autonomy, cap.a.city bui.ldi.ng 

(O.rganis.atio.nal cultur.e) and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s i.n Oyo 

S.tate. Th.e r.esults i.ndicated a s.tr.o.ng positive significant r.e.l.atio.nship between l.e.ad.e.rship s.tyl.e 

and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance (r= 0.644, P < 0.05). Al.so, a we.ak positive significant 

r.e.l.atio.nship between cap.a.city bui.ldi.ng and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance (r=0.373, P< 0.05) and 

this sh.owed th.at ta.sk autonomy h.ad mod.e.rate positive significant r.e.l.atio.nship with te.a.ch.e.rs’ 

ta.sk pe.rfo.r.mance (r= 0.589, P< 0.05). Fr.o.m Tabl.e 4.8, it wa.s al.so i.ndicated th.at all th.e 

i.ndices of o.rganis.atio.nal cultur.e h.ave positive significant r.e.l.atio.nship with te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance with me.an val.ues of 3.06, 2.98 and 2.58 r.espe.c.tive.ly. Th.e null hypo.th.esis is 

h.e.r.eby r.eje.c.ted at 0.05 l.eve.l of significance.   

 

H03: Th.e.r.e is no significant r.e.l.atio.nship between wo.rk envir.o.nment (job s.afety/se.curity, 

r.e.ward sys.tem, physical envir.o.nment and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary 

sch.o.ol.s i.n Oyo S.tate, Nigeria. 
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Tabl.e 4.8: Co.rr.e.l.atio.n matrix o.n r.e.l.atio.nship amo.ng wo.rk envir.o.nment (job 

s.afety/se.curity, r.e.ward sys.tem, physical envir.o.nment) and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance 

Variabl.es Te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance 

S.afety/se.curity R.e.ward sys.tem Physical 

Envir.o.nment 

Te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance 

1.000    

S.afety/se.curity .965** 

(0.001) 

1.000   

R.e.ward sys.tem .548** 

(0.001) 

0.404** 

(0.001) 

1.000  

Physical 

Envir.o.nment 

.583** 

(0.000) 

.548** 

(0.000) 

.815** 1.000 

Me.an 2.5851 3.1069 3.7471 3.6108 

S.td.D .36928 .35734 .38306 .39932 
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Tabl.e 4.8 d.epic.ts th.e co.rr.e.l.atio.n matrix r.esult o.n th.e r.e.l.atio.nship  between wo.rk envir.o.nment 

(job s.afety/se.curity, r.e.ward sys.tem, physical envir.o.nment) and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance. 

Th.e r.esult r.eve.al.ed th.at th.e.r.e wa.s a s.tr.o.ng positive and significant r.e.l.atio.nship between 

s.afety/se.curity and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance (r= 0.965, P <0.05), r.e.ward sys.tem h.ad 

mod.e.rate positive and significant r.e.l.atio.nship with te.a.ch.e.rs’ ta.sk pe.rfo.r.mance (r = 0.548, P < 

0.05) and physical envir.o.nment h.ad positive mod.e.rate significant r.e.l.atio.nship with te.a.ch.e.rs’ 

ta.sk pe.rfo.r.mance (r= 0.583, P < 0.05). Th.e r.esult al.so r.eve.al.ed th.at all th.e i.ndices of wo.rk 

envir.o.nment (job s.afety/se.curity, r.e.ward sys.tem, physical envir.o.nment) h.ave positive 

significant r.e.l.atio.nship with te.a.ch.e.rs’ ta.sk pe.rfo.r.mance with me.an val.ue of 2.58, 3.10, 3.74 

and 3.61 r.espe.c.tive.ly. This is an i.ndicatio.n th.at wo.rk envir.o.nment (job s.afety/se.curity, 

r.e.ward sys.tem, physical envir.o.nment) pl.ayed a significant r.ol.e i.n impr.ovi.ng te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s.noth.e null hypo.th.esis is h.e.r.eby r.eje.c.ted at a 0.05 

l.eve.l of significance.  

 

H04: Th.e.r.e is no significant joi.nt co.ntributio.n of r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e 

and wo.rk envir.o.nment to te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s i.n Oyo 

S.tate. 
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Tabl.e 4.9: R.egr.essio.n Analysis and Mod.e.l Summary sh.owi.ng joi.nt co.ntributio.n of 

r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e and wo.rk envir.o.nment to te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance 

a. D.epend.ent Variabl.e: Te.a.ch.e.rs’ ta.sk pe.rfo.r.mance 

b. Pr.edic.to.rs: (Co.ns.tant), R.e.cruitment fa.c.to.rs, O.rganis.atio.nal cultur.e, Wo.rk envir.o.nment 

 

  

A  N  O  V  A 

Mod.e.l Sum of 

Squar.es 

DF Me.an  

Squar.e 

F Sig. R.emark  

R.egr.essio.n 

R.esi.d.ual  

To.tal  

6.570 

 

2.679 

 9.249 

3 

55 

58 

2.190 

.049 

44.958 .000 Sig. 

R   R Squar.e Adjus.ted 

R 

Squar.e 

S.td. 

E.rr.o.r of 

th.e 

Es.timate 

.843a .710 .695 .22070 
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Tabl.e 4.9 sh.ows th.e joi.nt co.ntributio.n of r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e and wo.rk 

envir.o.nment to te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s. Th.e r.esult pr.esents 

th.e val.ue of R, R2 (mod.e.l summary) and ANOVA Tabl.e. Th.e r.esult fr.o.m th.e tabl.e 4.9 

r.eve.al.ed multipl.e co.rr.e.l.atio.n of 0.843 amo.ng r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e, 

wo.rk envir.o.nment and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance; this implied th.at th.e.r.e is a li.ne.ar 

r.e.l.atio.nship between th.e i.nd.epend.ent variabl.es and d.epend.ent variabl.e. R.e.cruitment fa.c.to.rs, 

o.rganis.atio.nal cultur.e and wo.rk envir.o.nment co.ntributed to te.a.ch.e.rs’ ta.sk pe.rfo.r.mance to 

so.me extent. R2 = 0.710 which is an i.ndicatio.n th.at r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e 

and wo.rk envir.o.nment a.cco.unted fo.r 71.0% of th.e to.tal variance obse.rved i.n th.e d.epend.ent 

variabl.e (te.a.ch.e.rs’ ta.sk pe.rfo.r.mance) l.e.avi.ng th.e r.emai.ni.ng 29.0% to o.th.e.r fa.c.to.rs th.at we.r.e 

not co.nsi.d.e.r.ed i.n th.e s.tudy.notabl.e 4.11 equally sh.owed th.at th.e co.mbi.natio.n of all th.e 

i.nd.epend.ent variabl.es (r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e and wo.rk envir.o.nment) 

al.so allowed r.e.liabl.e pr.edic.tio.n of te.a.ch.e.rs’ ta.sk pe.rfo.r.mance (F (3,55) =44.958, p = 0.000). 

H.ence, th.e.r.e is a significant joi.nt co.ntributio.n of r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e 

and wo.rk envir.o.nment to te.a.ch.e.rs’ ta.sk pe.rfo.r.mance, th.e null hypo.th.esis is h.e.r.eby r.eje.c.ted 

at 0.05 l.eve.l of significance.   

H05: Th.e.r.e is no significant r.e.l.ative co.ntributio.n of r.e.cruitment fa.c.to.rs, o.rganis.atio.nal 

cultur.e and wo.rk envir.o.nment to te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s i.n 

Oyo S.tate, Nigeria. 
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Tabl.e 4.10: R.egr.essio.n coefficient of r.e.l.ative co.ntributio.ns of r.e.cruitment 

fa.c.to.rs(pe.rso.n.ne.l needs, R.e.cruitment pr.ocess), o.rganis.atio.nal cultur.e (l.e.ad.e.rship 

s.tyl.es, ta.sk autonomy, cap.a.city bui.ldi.ng) and wo.rk envir.o.nment (s.afety/se.curity, 

r.e.ward sys.tem, physical envir.o.nment) to te.a.ch.e.rs’ ta.sk pe.rfo.r.mance 

Coefficients.a 

Mod.e.l Uns.tandardized 

Coefficients 

S.tandardiz

ed 

Coefficient

s 

t Sig. 

 B S.td. E.rr.o.r Beta   

1 (Co.ns.tant) -.529 .970  .546 .588 

Pe.rso.n.ne.l needs .629 .201 .432 3.123 .003 

R.e.cruitment 

pr.ocess 

-.211 .228 .345 2.925 .001 

L.e.ad.e.rship 

S.tyl.es 

.017 .153 .517 2.110 .000 

Ta.sk Autonomy .439 .181 .303 2.423 .000 

Cap.a.city 

d.eve.lopment 

.001 .001 .283 2.666 .009 

S.afety Se.curity -.047 .157 .246 2.297 .000 

R.e.ward Sys.tem .019 .150 .219 2.127 .000 

Physical. 

envir.o.nment 

.182 .173 .291 2.053 .000 

a. D.epend.ent Variabl.e: te.a.ch.e.rTa.skpe.rfo.r.mance 
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Tabl.e 4.10 r.epo.rts th.e r.e.l.ative co.ntributio.ns of r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e and 

wo.rk envir.o.nment to te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s. Th.e r.esult 

r.eve.al.ed th.at of all th.e i.nd.epend.ent variabl.es th.at co.ntributed significantly to te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance. L.e.ad.e.rship s.tyl.es, pe.rso.n.ne.l needs, r.e.cruitment pr.ocess and ta.sk autonomy 

mad.e th.e high.es.t co.ntributio.n to th.e te.a.ch.e.rs’ ta.sk pe.rfo.r.mance ß=  (.517), t(8. 57)= 2.111, 

p<0.05, ß=  (.432), t(8. 57)= 3.123, p<0.05, ß=  (.345), t(8. 57)= 2.925, p<0.05  and ß=  (.303), t(8. 

57)= 2.423, p<0.05)  which were significant and followed by physical envir.o.nment, cap.a.city, 

bui.ldi.ng, s.afety/se.curity and r.e.ward sys.tem  with ß = (.291), t(8. 57) = 2.052, p<0.05,  ß = 

(.283), t(8. 57) = 2.666, p<0.05, ß = (.246), t(8. 57) = 2.297, p<0.05, and ß = (.219), t(8. 57) = 2.127, 

p<0.05, r.espe.c.tive.ly which were al.so significant. To d.ete.r.mi.ne th.e pr.edic.to.rs th.at may not be 

useful i.n th.e mod.e.l, th.e t-val.ues of Tabl.e 4.10 th.at ar.e l.ess th.an 2.0 i.n magnitud.e i.ndicated 

th.at th.e pr.edic.to.r is not significant. All th.e i.nd.epend.ent variabl.es h.ave th.eir t-val.ues gr.e.ate.r 

th.an 2. This sh.owed th.at all th.e variabl.es we.r.e s.tr.o.ng pr.edic.to.rs of te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance. Th.us, th.e.r.e is r.e.l.ative co.ntributio.n of r.e.cruitment fa.c.to.rs, o.rganis.atio.nal 

cultur.e and wo.rk envir.o.nment to te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s, th.e 

null hypo.th.esis is h.e.r.eby r.eje.c.ted at 0.05 l.eve.l of significance. 
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4.4 Discussio.n of Fi.ndi.ngs  

Th.e fi.ndi.ngs fr.o.m th.is study we.r.e discussed ba.sed o.n th.e r.ese.arch ques.tio.ns raised and 

hypo.th.eses fo.r.mul.ated. Th.e r.esults we.r.e discussed o.n th.e followi.ng sub h.e.adi.ngs 

4.4.1 L.eve.l of te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s 

4.4.2 Fr.equent r.e.cruitment fa.c.to.rs bei.ng used i.n public se.co.ndary sch.o.ol.s 

4.4.3 Pr.evai.li.ng o.rganis.atio.nal cultur.es bei.ng pra.c.tised i.n se.co.ndary sch.o.ol.s 

4.4.4 Co.nditio.n of wo.rk envir.o.nment i.n public se.co.ndary sch.o.ol.s 

4.4.5  R.e.l.atio.nship between r.e.cruitment fa.c.to.rs and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public 

se.co.ndary sch.o.ol.s 

4.4.6 R.e.l.atio.nship between o.rganis.atio.nal cultur.e and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public 

se.co.ndary sch.o.ol.s 

4.4.7 R.e.l.atio.nship between wo.rk envir.o.nment and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public 

se.co.ndary sch.o.ol.s 

4.4.8 Joi.nt co.ntributio.ns of r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e and wo.rk 

envir.o.nment to te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s 

4.4.9 R.e.l.ative co.ntributio.ns of r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e and wo.rk 

envir.o.nment to te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s 
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4.4.1 L.eve.l of te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s 

Th.e fi.ndi.ngs o.n th.e l.eve.l of te.a.ch.e.rs’ ta.sk (te.a.chi.ng and admi.nis.trative) pe.rfo.r.mance i.n 

public se.co.ndary sch.o.ol.s i.n Oyo S.tate r.eve.al.ed th.at th.e l.eve.l of te.a.ch.e.rs’ ta.sk (te.a.chi.ng) 

pe.rfo.r.mance  wa.s high  whi.l.e th.e te.a.ch.e.rs’ ta.sk (admi.nis.trative) pe.rfo.r.mance wa.s low . O.n 

th.e ave.rage, te.a.ch.e.rs’ ta.sks (te.a.chi.ng and admi.nis.trative) pe.rfo.r.mance wa.s low i.n public 

se.co.ndary sch.o.ol.s. 

Th.e r.esult is i.n li.ne with th.e r.espo.nses of th.e zonal inspectors fr.o.m th.e Key informant 

interview which sh.owed th.at; 

Many te.a.ch.e.rs do not make use of i.ns.truc.tio.nal mate.rial.s any lo.nge.r. 

Al.so, whi.l.e th.ey h.ave go.od meth.ods of te.a.chi.ng and th.ey ar.e dynamic i.n 

th.e se.l.e.c.tio.n of te.a.chi.ng meth.ods. Th.e discipli.ne of s.tud.ents h.a.s been 

negl.e.c.ted be.cause of gove.rnment policy o.n co.rpo.ral punishment i.n 

se.co.ndary sch.o.ol.s i.n Oyo S.tate so; s.tud.ents ar.e r.efe.rr.ed to th.e pri.ncip.al.s 

o.r vice-pri.ncip.al.s fo.r ne.cess.ary a.c.tio.ns.  

Th.e r.espo.nd.ents al.so a.sce.rtai.ned th.at; i.ndiscipli.ne i.n th.e society h.a.s 

affe.c.ted th.e sch.o.ol sys.tem gene.rally. Mo.r.e so, te.a.ch.e.rs do not usually 

submit th.eir l.esso.n notes fo.r marki.ng which affe.c.ts ta.sk pe.rfo.r.mance of 

te.a.ch.e.rs i.n se.co.ndary sch.o.ol.s. 

 

Th.e fi.ndi.ngs of this s.tudy ar.e co.nsis.tent with th.at of Far.emi (2021) and Ar.emu (2010) wh.o 

fo.und o.ut th.at te.a.ch.e.rs’ ta.sk pe.rfo.r.mance wa.s low i.n se.co.ndary sch.o.ol.s, this pe.rfo.r.mance 

apprais.al wa.s adjudged by th.e admi.nis.trato.rs and so.me o.th.e.r significant ed.ucatio.nal 

s.takeh.old.e.rs. Th.e sch.ol.ar s.tr.essed th.at po.o.r ta.sk pe.rfo.r.mance is not o.nly frus.trati.ng to th.e 

te.a.ch.e.rs, admi.nis.trato.rs and th.e s.tud.ents but its effe.c.ts ar.e equally grave o.n th.e society i.n 

te.r.ms of co.nsequences. This r.esult al.so co.rr.obo.rated th.e fi.ndi.ngs of Ad.epoju (2021) and 

Ad.ekol.a, (2012) th.at th.e r.efl.e.c.tio.n of i.neffe.c.tive admi.nis.trative ta.sk pe.rfo.r.mance of te.a.ch.e.rs 

i.n se.co.ndary sch.o.ol.s is i.n fo.r.m of po.o.r displ.ay of i.ns.truc.tio.nal mate.rial.s fo.r te.a.chi.ng i.n th.e 

cl.a.ssr.o.o.m and usi.ng te.a.chi.ng i.ns.truc.tio.nal mate.rial.s sp.ari.ngly which ar.e co.mmo.nly 

pra.c.tised by te.a.ch.e.rs and h.a.s r.end.e.r.ed te.a.ch.e.rs’ ta.sk pe.rfo.r.mance low i.n th.e sch.o.ol sys.tem. 

 

Th.e fi.ndi.ngs ar.e al.so i.n co.ngruent with th.at of Griffi.n et al. (2007) positio.ns th.at ta.sk 

pe.rfo.r.mance of te.a.ch.e.rs wa.s ve.ry high and seem to be favo.urabl.e and a.chieved th.e 

expe.c.tatio.n of ed.ucatio.nal s.takeh.old.e.rs a.s a r.esult of h.ow we.ll an i.ndivi.d.ual pe.rfo.r.med th.e 

co.r.e ta.sks spe.cified i.n his o.r h.e.r job d.escriptio.n.  
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4.4.2 Fr.equent r.e.cruitment fa.c.to.rs pra.c.tised i.n public se.co.ndary sch.o.ol.s 

Th.e r.esults o.n th.e r.e.cruitment of te.a.ch.e.rs sh.owed th.at it is always ba.sed o.n qualificatio.n and 

ar.e.a of spe.cialis.atio.n whi.l.e age h.a.s nothi.ng to do it. It wa.s al.so spe.cified th.at so.metimes 

pr.evio.us expe.rience is r.equir.ed befo.r.e th.e job is given and gend.e.r is so.metimes co.nsi.d.e.r.ed i.n 

th.e pr.ocess of r.e.cruitment. Me.anwhi.l.e, th.e numbe.r of te.a.ch.e.rs i.n a sch.o.ol is rar.e.ly a fa.c.to.r 

fo.r r.e.cruitment like.wise o.th.e.r ski.ll.s possessed ar.e rar.e.ly used a.s pr.e.r.equisite fo.r r.e.cruiti.ng 

te.a.ch.e.rs. H.eight is neve.r a fa.c.to.r fo.r r.e.cruiti.ng te.a.ch.e.rs i.n th.e sch.o.ol sys.tem. This signifies 

th.at pe.rso.n.ne.l needs ar.e so.metimes pr.evai.li.ng pra.c.tices i.n th.e pr.ocess of r.e.cruiti.ng s.taff i.nto 

public se.co.ndary sch.o.ol.s. It wa.s al.so d.epic.ted th.at so.me te.a.ch.e.rs always p.a.ss thr.o.ugh th.e 

followi.ng pr.ocesses to get te.a.chi.ng appoi.ntment; applicatio.n-written i.nte.rvie.w, applicatio.n-

written i.nte.rvie.w-o.ral i.nte.rvie.w, applicatio.n - o.ral i.nte.rvie.w and o.nly applicatio.n whi.l.e so.me 

te.a.ch.e.rs so.metimes p.a.ss thr.o.ugh applicatio.n-aptitud.e tes.t and applicatio.n-written- o.ral-

aptitud.e but te.a.ch.e.rs neve.r get te.a.chi.ng job with.o.ut applicatio.n o.r thr.o.ugh ph.o.ne call; neve.r 

r.e.ceive appoi.ntment l.ette.r fr.o.m fami.ly membe.r with.o.ut applicatio.n, and neve.r r.e.ceive 

appoi.ntment l.ette.r fr.o.m politicians with.o.ut applicatio.n. This implied th.at r.e.cruitment pr.ocess 

is r.e.ally pra.c.tised i.n public se.co.ndary sch.o.ol.s. I.n summary, r.e.cruitment fa.c.to.rs (pe.rso.n.ne.l 

needs and r.e.cruitment pr.ocess) ar.e r.e.ally pra.c.tised i.n th.e r.e.cruitment of te.a.ch.e.rs i.n public 

se.co.ndary sch.o.ol.s. This implied th.at qualified te.a.ch.e.rs may be r.e.cruited to th.e public 

se.co.ndary sch.o.ol.s if th.e employe.rs r.e.ally followed th.e r.e.cruitment fa.c.to.rs. 

 

Th.e r.esult aligned with th.e r.espo.nses of the zonal inspectors fr.o.m the interview 

conducted th.at;  

Ar.e.a of spe.cialis.atio.n, qualificatio.n, ski.ll.s a.cquir.ed and age sh.o.uld be 

co.nsi.d.e.r.ed a.s fa.c.to.rs befo.r.e r.e.cruiti.ng te.a.ch.e.rs to se.co.ndary sch.o.ol.s 

but th.ese ar.e rar.e.ly co.nsi.d.e.r.ed fo.r r.e.cruitment.  

So.me zonal inspectors i.ndicated th.at; 

not all th.ese fa.c.to.rs ar.e co.nsi.d.e.r.ed but me.rit sh.o.uld be applied i.n th.e 

pr.ocess of r.e.cruitment to h.ave go.od and qualified te.a.ch.e.rs i.n this l.eve.l 

of ed.ucatio.n. Mo.r.e so, it wa.s d.ed.uced fr.o.m th.eir r.espo.nses th.at th.e 

pr.ocess of r.e.cruitment wa.s thr.o.ugh applicatio.n, sh.o.rt lis.ti.ng and 

i.nte.rvie.w unti.l r.e.cent times th.at th.e applicants we.r.e subje.c.ted to writi.ng 

aptitud.e tes.t. 

 This is a gr.e.at a.chievement th.at sh.o.uld be enco.uraged to impr.ove te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance i.n se.co.ndary sch.o.ol.s. 
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Th.e r.esult of this s.tudy is i.n agr.eement with th.e fi.ndi.ngs of Vya.s (2011) fo.und o.ut th.at th.e 

curr.ent tr.end is th.at o.rganis.atio.ns lo.ok fo.r meth.ods of r.ed.uci.ng th.e time and effo.rt i.n th.e 

r.e.cruitment pr.ocess and rar.e.ly pra.c.tise ne.cess.ary r.e.cruitment fa.c.to.rs to gene.rate th.e right 

te.a.ch.e.r. H.oweve.r, Andr.e.ws (2020) admo.nish.ed th.at meth.ods of te.am s.taffi.ng sh.o.uld 

transl.ate to co.mpetitive advantages of a sch.o.ol but it is rar.e.ly pra.c.tised i.n th.e sch.o.ol sys.tem. 

Mo.r.e so, th.e r.esult is agai.ns.t th.e fi.ndi.ngs of Ofo.ri and Aryeetey (2011) positio.n th.at 

r.e.cruitment fa.c.to.r is always used to gene.rate a po.ol of co.mpetent i.ndivi.d.ual.s to apply fo.r 

employment withi.n a sch.o.ol sys.tem. Evi.d.ence h.a.s sh.own th.at this may like.ly be so i.n a 

sch.o.ol sys.tem th.an small.e.r o.rganis.atio.ns i.n impl.ementi.ng sophis.ticated r.e.cruitment 

pr.ocesses with majo.rity of small.e.r o.rganis.atio.ns r.e.lyi.ng o.n r.efe.rral.s and adve.rtisi.ng a.s th.eir 

r.e.cruitment pra.c.tices of ch.oice  

 

4.4.3 Pr.evai.li.ng o.rganis.atio.nal cultur.e pra.c.tised i.n se.co.ndary sch.o.ol.s 

Th.e fi.ndi.ngs o.n pr.evai.li.ng o.rganis.atio.nal cultur.es pra.c.tised i.n public se.co.ndary sch.o.ol.s 

r.eve.al.ed th.at l.e.ad.e.rship s.tyl.es wa.s th.e mos.t pr.evai.li.ng o.rgsnis.atio.nal cultur.e bei.ng pra.c.tised 

i.n se.co.ndary sch.o.ol.s, followed by ta.sk autonomy and th.e l.e.a.s.t is cap.a.city d.eve.lopment. This 

is an i.ndicatio.n th.at l.e.ad.e.rship s.tyl.es (d.emocratic and autocratic) ar.e th.e mos.t pr.o.mi.nent 

o.rganis.atio.nal cultur.e i.n th.e se.co.ndary sch.o.ol.s followed by te.a.ch.e.rs’ ta.sk autonomy whi.l.e 

cap.a.city d.eve.lopment is th.e l.e.a.s.t o.rganis.atio.nal cultur.e bei.ng pra.c.tised i.n se.co.ndary sch.o.ol.s. 

Th.e r.esult al.so r.eve.al.ed th.at o.rganis.atio.nal cultur.e (l.e.ad.e.rship s.tyl.e, ta.sk autonomy and 

cap.a.city bui.ldi.ng) ar.e so.metimes pra.c.tised i.n public se.co.ndary sch.o.ol.s.  

Th.e r.esult fr.o.m this fi.ndi.ngs co.rr.obo.rates th.e fi.ndi.ngs of Fitria (2018) th.at o.rganizatio.n 

cultur.e is th.e mos.t co.mmo.n pra.c.tice amo.ng se.co.ndary sch.o.ol admi.nis.trato.rs. Al.so, Ali 

(2017) th.at l.e.ad.e.rship cultur.e pl.ays significant r.ol.es i.n a sch.o.ol sys.tem a.s it co.uld h.e.lpto 

bri.ng a co.rdial r.e.l.atio.nship amo.ng th.e s.taff. I.n th.e s.ame vei.n, Kh.an (2015) affir.med th.at th.e 

mos.t pra.c.ticed l.e.ad.e.rship s.tyl.es ar.e d.emocratic and autocratic l.e.ad.e.rship wh.e.r.e a sch.o.ol 

admi.nis.trato.r r.etai.ns a.s much powe.r and d.e.cisio.n-maki.ng auth.o.rity a.s possibl.e. Al.so, th.e 

r.esult of this s.tudy is i.n agr.eement with th.e fi.ndi.ngs of S.te.wart (2010) and Ali (2012) th.at th.e 

ta.sk autonomy is not a co.mmo.n pra.c.tice i.n se.co.ndary sch.o.ol.s but cap.a.city bui.ldi.ng is th.e 

l.e.a.s.t pra.c.ticed amo.ng sch.o.ol admi.nis.trato.rs i.n se.co.ndary sch.o.ol.s and this r.esultedto low 
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l.eve.l attai.nment of high ta.sk pe.rfo.r.mance by te.a.ch.e.rs th.e.r.eby affe.c.ti.ng th.e r.e.alis.atio.n of 

ed.ucatio.nal go.al.s and obje.c.tives.  

 

4.4.4 Co.nd.uciveness of wo.rk envir.o.nment i.n public se.co.ndary sch.o.ol.s 

Th.e r.esult o.n th.e co.nd.ucive natur.e of th.e wo.rk envir.o.nment (se.curity/s.afety, r.e.ward sys.tem 

and physical envir.o.nment) wa.s fair. It sh.owed th.at th.e wo.rk envir.o.nment wa.s fairly 

co.nd.ucive fo.r te.a.ch.e.rs i.n public se.co.ndary sch.o.ol.s i.n Oyo S.tate. Th.e co.nditio.n of 

s.afety/se.curity i.n th.e public se.co.ndary sch.o.ol.s wa.s fair; al.so, th.e r.e.ward sys.tem i.n public 

se.co.ndary sch.o.ol.s wa.s co.nsi.d.e.r.ed go.od whi.l.e th.e physical envir.o.nment of public se.co.ndary 

sch.o.ol.s wa.s go.od. Fr.o.m th.e r.esult, o.n th.e ave.rage, th.e co.nd.ucive natur.e of th.e wo.rk 

envir.o.nment of te.a.ch.e.rs i.n public se.co.ndary sch.o.ol.s wa.s go.od. This implied th.at th.e sch.o.ol 

envir.o.nment is co.nd.ucive fo.r te.a.ch.e.rs to pe.rfo.r.m th.eir te.a.chi.ng pr.ofessio.n. 

 

Th.e r.esult wa.s affir.med by th.e r.espo.nses of the zonal inspectors fr.o.m th.e the interview 

conducted th.at; 

 Pri.ncip.al.s, Vice-pri.ncip.al.s and te.a.ch.e.rs pe.rfo.r.m th.eir d.uties with.o.ut 

any fo.r.m of fe.ar a.s th.e sch.o.ol wa.s s.afe and se.cur.ed fr.o.m any fo.r.m of 

atta.ck. Th.e s.taff al.so watch.ed ove.r th.e s.tud.ents a.s th.ey se.rve a.s th.eir i.n-

loco p.ar.entis i.n sch.o.ol fr.o.m th.e h.o.ur of 8:00am to 2:00pm. 

  

Th.e r.esult suppo.rted th.e fi.ndi.ngs of L.ane, Esse.r, H.olte, and An.ne, (2010) th.at,mos.t sch.o.ol 

admi.nis.trato.rs do.not igno.r.e th.e wo.rki.ng envir.o.nment withi.n th.e sch.o.ol and this h.a.s go.od 

imp.a.c.t o.n th.e ta.sk pe.rfo.r.mance of th.eir s.taff. Furth.e.r.mo.r.e, wo.rk envir.o.nment co.nsis.ts of job 

s.afety, job se.curity, go.od r.e.l.atio.ns with co-wo.rke.rs, r.e.wards fo.r go.od ta.sk pe.rfo.r.mance, 

physical co.nditio.n of th.e sch.o.ol, mo.tivatio.n fo.r pe.rfo.r.mi.ng we.ll and p.articip.atio.n i.n th.e 

d.e.cisio.n maki.ng pr.ocess of th.e sch.o.ol which we.r.e always pra.c.tised i.n se.co.ndary sch.o.ol.s. 

Al.so, th.e r.esult is i.n li.ne with th.e fi.ndi.ngs of An.ne (2010) th.at th.e wo.rk envir.o.nment of 

te.a.ch.e.rs ar.e co.nd.ucive i.n th.e ar.e.a.s of se.curity, s.afety, and avai.l.abl.e physical r.eso.urces i.n 

se.co.ndary sch.o.ol.s th.us sch.o.ol admi.nis.trato.rs sh.o.uld co.nti.nue to sus.tai.n it fo.r bette.r ta.sk 

pe.rfo.r.mance of te.a.ch.e.rs. O.n th.e co.ntrary, Abiod.un-Oyebanji and Ad.e.l.abu (2016) expl.ai.ned 

th.at wo.rk envir.o.nment; h.o.usi.ng fa.ci.lities, medical and h.e.alth se.rvices, office 

a.cco.mmodatio.n, pensio.n funds and r.e.cr.e.atio.n fa.ci.lities amo.ng o.th.e.rs ar.e ve.ry significant to 
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th.e ta.sk pe.rfo.r.mance of te.a.ch.e.rs but th.ese we.r.e not ad.equate.ly put i.n pl.a.cenoto r.etai.n s.taff 

i.n sch.o.ol.s. 

 

4.4.5  R.e.l.atio.nship between r.e.cruitment fa.c.to.rs and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n 

public se.co.ndary sch.o.ol.s 

Th.e r.esult o.n th.e r.e.l.atio.nship between r.e.cruitment fa.c.to.rs (pe.rso.n.ne.l needs, r.e.cruitment 

pr.ocess) and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s i.n Oyo S.tate sh.owed 

th.at th.e.r.e wa.s significant r.e.l.atio.nship between pe.rso.n.ne.l needs and te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance i.n se.co.ndary sch.o.ol.s,Al.so, th.e.r.e wa.s a significant r.e.l.atio.nship between 

r.e.cruitment pr.ocess and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance. This implied th.at th.e.r.e wa.s a positive 

and significant r.e.l.atio.nship amo.ng r.e.cruitment fa.c.to.rs (pe.rso.n.ne.l needs, r.e.cruitment pr.ocess) 

this i.ndicated th.at an i.ncr.e.a.se i.n th.e applicatio.n of r.e.cruitment fa.c.to.rs wo.uld yie.ld a 

co.rr.espo.ndi.ng i.ncr.e.a.se i.n te.a.ch.e.rs’ ta.sk pe.rfo.r.mance. Th.e r.esult of this s.tudy suppo.rts th.e 

fi.ndi.ngs of Osemeke (2012) wh.o fo.und o.ut th.at th.e.r.e is a positive a.ssociatio.n between go.od 

r.e.cruitment fa.c.to.rs and wo.rke.rs ta.sk pe.rfo.r.mance. Oyed.e.l.e (2021), S.alifu(2019), and Di.neen 

and Wi.lliamso.n (2012) affir.med th.at th.e.r.e is a positive r.e.l.atio.nship amo.ng pe.rso.n.ne.l needs, 

r.e.cruitment pr.ocess (r.e.cruitment fa.c.to.rs)and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n se.co.ndary 

sch.o.ol.s. Fr.o.m th.e s.tudy co.nd.uc.ted by Syed and Jama (2012) th.e s.tudy fo.und o.ut th.at 

ad.equate.ly uti.lizatio.n of r.e.cruitment pr.ocess is positive.ly r.e.l.ated to te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance. A.cco.rdi.ng to H.use.li.d (2020) if th.e r.e.cruitment pr.ocess is obse.rved th.at gives an 

o.utsized coll.e.c.tio.n of co.mpetent candi.dates, p.air.ed with a r.e.liabl.e and vali.d ch.oice r.egime 

th.at may h.ave a co.nsi.d.e.rabl.e i.nfl.uence ove.r th.e s.tandard and so.rt of ski.ll.s ne.w wo.rke.rs 

possess. Simi.l.arly, Rauf (2007) discove.r.ed th.at sophis.ticated r.e.cruitment pr.oced.ur.es ar.e 

positive.ly r.e.l.ated to ta.sk pe.rfo.r.mance i.n o.rganis.atio.ns.  

 

O.n th.e co.ntrary, th.e r.esult is not i.n li.ne with th.e fi.ndi.ngs of Andr.e.ws (2020) and Bowen 

(2003) positio.ns th.at th.e.r.e is no significant r.e.l.atio.nship between pe.rso.n.ne.l needs (age, 

gend.e.r) and th.e job pe.rfo.r.mance of te.a.ch.e.rs. Ye.arta (2019) sh.owed effe.c.t of pe.rso.n.ne.l needs 

o.n wo.rk pe.rfo.r.mance. Me.anwhi.l.e, Smedl.ey and Whitten (2006) r.e.co.mmend.ed pe.rso.n.ne.l 

needs a.s a pr.obabl.e fa.c.to.r fo.r wo.rk pe.rfo.r.mance. Sh.ultz and Adam (2007) i.d.entified 

significant r.e.l.atio.nship between r.e.cruitment pr.ocess and wo.rk pe.rfo.r.mance of te.a.ch.e.rs. 

Kujal.a, R.emes, Ek, Tamme.li.n and L.aiti.nen (2005) wa.s not pl.e.a.sed with th.e ta.sk pe.rfo.r.mance 
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of s.taff of public se.co.ndary sch.o.ol.s but th.e s.tudy by Birr.en and Sh.ay (2001) opposed this 

r.esult a.s th.ey fo.und th.eir pe.rfo.r.mance h.angi.ng o.n th.e r.e.cruitment fa.c.to.rs (pe.rso.n.ne.l need 

and r.e.cruitment pr.ocess) of th.e sch.o.ol sys.tem. 

 

4.4.6 R.e.l.atio.nship between organis.atio.nal cultur.e and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n 

public se.co.ndary sch.o.ol.s. 

Th.e r.esult of r.e.l.atio.nship between o.rganis.atio.nal cultur.e (l.e.ad.e.rship s.tyl.e, ta.sk autonomy, 

cap.a.city bui.ldi.ng) and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s r.eve.al.ed th.at 

th.e.r.e is a significant r.e.l.atio.nship between l.e.ad.e.rship s.tyl.e and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance. 

Th.e.r.e wa.s al.so a positive significant r.e.l.atio.nship between cap.a.city bui.ldi.ng and te.a.ch.e.rs’ 

ta.sk pe.rfo.r.mance.nota.sk autonomy al.so h.ad a positive significant r.e.l.atio.nship with te.a.ch.e.rs’ 

ta.sk pe.rfo.r.mance. It wa.s al.so i.ndicated th.at all th.e i.ndices of o.rganis.atio.nal cultur.e h.ave 

positive significant r.e.l.atio.nship with te.a.ch.e.rs’ ta.sk pe.rfo.r.mance. This implies th.at a 

co.nti.nuo.us we.ll pra.c.tised o.rganis.atio.nal cultur.e i.n public se.co.ndary sch.o.ol.s wo.uld bri.ng a 

co.rr.espo.nd.ence impr.ovement o.n te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s i.n 

Oyo S.tate. Th.e r.esult of this s.tudy is co.nsis.tent with th.e fi.ndi.ngs of Ko.tte.r, (2012), wh.o 

fo.und o.ut th.at o.rganis.atio.nal cultur.e, l.e.ad.e.rship s.tyl.es, cap.a.city bui.ldi.ng, and s.taff autonomy 

h.ave th.e po.tential to enh.ance te.a.ch.e.rs’ ta.sk pe.rfo.r.mance, te.a.ch.e.rs’ job s.atisfa.c.tio.n, and th.e 

sense of ce.rtai.nty abo.ut pr.obl.em solvi.ng i.n public se.co.ndary sch.o.ol.s. Al.so, th.e r.esult fr.o.m 

th.e s.tudy is co.nsis.tent with th.e fi.ndi.ngs of Bul.a.ch, L.unenburg, and Po.tte.r, (2020); H.e.llriege.l 

and Slocum (2021) th.at summarised th.e i.nfl.uence of an o.rganis.atio.nal cultur.e (l.e.ad.e.rship, 

cap.a.city d.eve.lopment and ta.sk autonomy) o.n te.a.ch.e.r beh.avio.ur and ta.sk pe.rfo.r.mance ba.sed 

o.n two key i.d.e.a.s. Firs.t, knowi.ng th.e cultur.e of an o.rganizatio.n allows th.e te.a.ch.e.r to 

und.e.rs.tand bo.th th.e o.rganis.atio.n’s his.to.ry and curr.ent meth.ods of ope.ratio.n th.at pr.ovi.d.es 

gui.dance abo.ut expe.c.ted futur.e pe.rfo.r.mance. Se.co.nd, o.rganis.atio.nal cultur.e can fos.te.r 

co.mmitment to th.e o.rganis.atio.n’s phi.losophy and val.ues th.at co.uld gene.rate sh.ar.ed fee.li.ngs 

of wo.rki.ng toward co.mmo.n go.al.s and this can make sch.o.ol.s to a.chieve effe.c.tiveness o.nly 

wh.en te.a.ch.e.rs sh.ar.e co.mmo.n val.ues. 

 

Dall.uay and Jal.agat (2016), Wi.dayanti and Putranto (2015), Na.sir, et al. (2014) uph.old th.e 

r.esult fr.o.m th.eir fi.ndi.ngs i.n diffe.r.ent r.ese.arch and diffe.r.ent locatio.n usi.ng diffe.r.ent meth.ods 

th.at th.e.r.e is significant r.e.l.atio.nship between l.e.ad.e.rship s.tyl.e and s.taff ta.sk pe.rfo.r.mance i.n an 
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o.rganizatio.n , sch.o.ol.s i.ncl.usive. Mo.r.e so, Ismai.l, Tio.ng, Ajis and Doll.ah, (2011) fi.ndi.ngs 

co.nfir.med th.at th.e.r.e is a r.e.l.atio.nship between l.e.ad.e.rship s.tyl.e and ta.sk pe.rfo.r.mance. 

Th.e r.esult fr.o.m this s.tudy is al.so i.n co.nso.nance with th.e fi.ndi.ngs of Nee.l.am, (2014), 

Frankli.ng (2014) and Vic.to.r and Jo.nath.an (2019) wh.o co.nd.uc.ted diffe.r.ent r.ese.arch.es i.n 

diffe.r.ent locatio.ns usi.ng th.e d.escriptive survey d.esign and di.d th.eir data analyses usi.ng 

i.nfe.r.ential s.tatis.tical to.ol.s. Th.ey all fo.und o.ut th.at th.e.r.e is positive and significant 

r.e.l.atio.nship between cap.a.city d.eve.lopment (s.taff trai.ni.ng/ d.eve.lopment) and te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance. 

Simi.l.arly, th.e r.esult of this s.tudy co.rr.obo.rates th.e fi.ndi.ngs of L.angfr.ed and Moye, (2021) 

d.e.rived fr.o.m an empirical s.tudy th.at a d.egr.ee of autonomy withi.n o.ne’s job h.a.s been sh.own 

to l.e.ad to i.ncr.e.a.se i.n se.lf-effica.cy, mo.tivatio.n and ta.sk effe.c.tiveness. Te.a.ch.e.rs pr.efe.r to h.ave 

co.ntr.ol of h.ow th.ey pe.rfo.r.m ce.rtai.n ta.sks withi.n th.eir jobs wh.enco.mp.ar.ed to h.avi.ng sch.o.ol 

admi.nis.trato.rs o.r management dir.e.c.t and r.egul.ate th.eir wo.rk ta.sks. If i.ndivi.d.ual te.a.ch.e.rs 

h.ave mo.r.e fr.eedo.m and co.ntr.ol ove.r ce.rtai.n p.arts of th.eir jobs, it is like.ly th.at th.ese types of 

high autonomy ta.sks wo.uld mo.tivate i.ndivi.d.ual te.a.ch.e.rs to pe.rfo.r.m th.eir ta.sk effe.c.tive.ly.  

4.4.7 R.e.l.atio.nship between Wo.rk envir.o.nment and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n 

public se.co.ndary sch.o.ol.s 

Th.e r.esults o.n r.e.l.atio.nship between wo.rk envir.o.nment (job s.afety/se.curity, r.e.ward sys.tem, 

physical envir.o.nment) and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance d.epic.ted th.at th.e.r.e is a s.tr.o.ng positive 

and significant r.e.l.atio.nship between l.e.ad.e.rship s.tyl.es and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance, 

cap.a.city d.eve.lopment h.ad a mod.e.rate positive and significant r.e.l.atio.nship with te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance and ta.sk autonomy h.ad a positive and mod.e.rate significant r.e.l.atio.nship with 

te.a.ch.e.rs’ ta.sk pe.rfo.r.mance. Th.e r.esult al.so r.eve.al.ed th.at all th.e i.ndices of o.rganis.atio.nal 

cultur.es h.ave positive significant r.e.l.atio.nship with te.a.ch.e.rs’ ta.sk pe.rfo.r.mance. This is an 

i.ndicatio.n th.at o.rganis.atio.nal cultur.e (l.e.ad.e.rship s.tyl.es, cap.a.city d.eve.lopment and ta.sk 

autonomy) pl.ayed a significant r.ol.e i.n th.e impr.ovement of te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n 

public se.co.ndary sch.o.ol.s.   

 

Th.e r.esult fr.o.m th.e s.tudy is i.n co.nso.nance with th.e fi.ndi.ngs of Ajal.a (2012) th.at wo.rkpl.a.ce 

envir.o.nmental e.l.ements such a.s sufficient light, absence of noise, pr.ope.r venti.l.atio.n and 
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l.ayo.ut arrangement subs.tantially i.ncr.e.a.se te.a.ch.e.rs’ pr.od.uc.tivity. Kh.an et al. (2011) 

i.nves.tigated th.e imp.a.c.t of wo.rkpl.a.ce envir.o.nment and i.nfra.s.truc.tur.e o.n te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance and co.ncl.ud.ed th.at i.ncentives at wo.rkpl.a.ce h.ad a positive imp.a.c.t o.n te.a.ch.e.rs’ 

ta.sk pe.rfo.r.mance. Al.so, H.ameed and Amjad (2015) used a d.escriptive survey r.ese.arch d.esign 

to sh.ow th.at co.mfo.rtabl.e and e.rgo.no.mic office d.esign mo.tivated te.a.ch.e.rs and i.ncr.e.a.sed th.eir 

ta.sk pe.rfo.r.mance. 

Al.so, se.curity/s.afety which is o.ne of th.e i.ndicato.rs of wo.rk envir.o.nment wa.s r.epo.rted to h.ave 

a significant r.e.l.atio.nship with te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n this s.tudy. Th.e r.esult is i.n li.ne 

with th.e fi.ndi.ng of James (2012) th.at job se.curity h.a.s a significant effe.c.t o.n th.e ove.rall ta.sk 

pe.rfo.r.mance of te.a.ch.e.rs a.s we.ll a.s o.n th.e o.rganis.atio.n's ta.sk pe.rfo.r.mance. Empirical s.tudies 

co.nd.uc.ted by R.oseki.nd (2015) and Pr.o.novos.t et al (2019) fo.und th.at te.a.ch.e.rs’ s.afety and 

se.curity at wo.rk is dir.e.c.tly r.e.l.ated to o.rganis.atio.nal pe.rfo.r.mance. Al.so, Agbol.a (2012) 

co.nd.uc.ted a s.tudy o.n "imp.a.c.t of h.e.alth and s.afety management o.n te.a.ch.e.r s.afety at th.e 

Gh.ana Po.rts and H.arbo.r Auth.o.rity". Th.e r.esults r.eve.al.ed th.at an o.rganisatio.n fraught with 

po.o.r se.curity/s.afety management pra.c.tices, po.o.r trai.ni.ng i.n s.afety know-h.ow, l.a.ck of 

i.nfo.r.matio.n o.n dange.r.o.us ch.emical.s and h.azardo.us mate.rial.s, l.a.ck of mo.nito.ri.ng and 

enfo.rcement of se.curity/s.afety rul.es, unavai.l.abi.lity of essential s.afety equipmentswo.uld h.ave 

adve.rse effe.c.ts o.n te.a.ch.e.rs’ ta.sk pe.rfo.r.mance which al.so applies to te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance. Lim (2012) add.ed th.at wh.en te.a.ch.e.rs und.e.rs.tand th.e s.afety pr.oced.ur.es of th.eir 

job and th.e to.ol.s use fo.r wo.rki.ng, it h.e.lps th.em to wo.rk effe.c.tive.ly and efficiently, r.esulti.ng 

i.n bette.r pe.rfo.r.mance of te.a.ch.e.rs. H.udso.n (2012) coll.abo.rated th.e fi.ndi.ng th.at s.afety 

pr.o.mo.tio.n at th.e wo.rkpl.a.ce h.a.s dir.e.c.t positive imp.a.c.t o.n te.a.ch.e.rs' pe.rfo.r.mance. Th.e sch.ol.ar 

s.tated furth.e.r th.at go.od occup.atio.nal h.e.alth and s.afety management pra.c.tices wo.uld h.e.lp to 

bui.ld a positive wo.rkpl.a.ce cultur.e and this wo.uld enh.ance pe.rfo.r.mance of all te.a.ch.e.rs. It al.so 

gives r.o.o.m fo.r te.a.ch.e.rs’ high pe.rfo.r.mance th.at enco.urages cr.e.ativity and i.n.novatio.n. 

Mo.r.es so, th.e.r.e is a significant positive r.e.l.atio.nship between r.e.ward sys.tem and te.a.ch.e.rs’ 

ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s. This implies th.at th.e mo.r.e effe.c.tive th.e 

r.e.ward sys.tem is, th.e mo.r.e ta.sk pe.rfo.r.mance th.at wo.uld be r.e.co.rd.ed i.n public se.co.ndary 

sch.o.ol.s. Th.e r.esult fr.o.m this s.tudy is suppo.rted by th.e fi.ndi.ngs of Puwanenthir.en (2011) th.at 

th.e.r.e wa.s a s.tr.o.ng positive significant r.e.l.atio.nship between r.e.ward sys.tem and Te.a.ch.e.rs’ 

https://scialert.net/fulltextmobile/?doi=rjbm.2013.64.70#54062_an
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ta.sk pe.rfo.r.mance. Th.e sch.ol.ar al.so i.d.entified thr.ee mai.n co.mpo.nents of a r.e.ward sys.tem to 

i.ncl.ud.e; co.mpens.atio.n, benefits and r.e.cognitio.n. Th.ese co.mpo.nents encapsul.ate th.e to.tal 

r.e.wards i.n a sch.o.ol sys.tem which i.ncl.ud.es trans.a.c.tio.nal and r.e.l.atio.nal r.e.wards. I.n 

co.nsi.d.e.ri.ng th.e d.eployment of a r.obus.t r.e.ward sys.tem, th.e employe.r h.a.s to co.nsi.d.e.r seve.ral 

optio.ns rangi.ng fr.o.m d.e.cisio.ns o.n wh.eth.e.r th.e r.e.ward wo.uld be pe.riodic o.r i.ns.tantaneo.us, 

cos.t s.avi.ngs o.r pr.ofitba.sed i.ndivi.d.ual o.r gr.o.up ba.sed. All th.ese ar.e essential fo.r effe.c.tive 

ta.sk pe.rfo.r.mance of te.a.ch.e.rs i.n se.co.ndary sch.o.ol.s. 

Th.e physical envir.o.nment al.so h.a.s a significant r.e.l.atio.nship with te.a.ch.e.rs ta.sks’ pe.rfo.r.mance 

i.n th.e s.tudy and th.e r.esult is i.n agr.eement with th.e fi.ndi.ngs of Badayai, (2012) and 

Ch.andra.sekar (2011) wh.ose s.tudies discove.r.ed th.at th.e.r.e wa.s a significant r.e.l.atio.nship 

between physical wo.rk envir.o.nment and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance.noth.e sch.ol.ars s.tated th.at 

high tempe.ratur.e can h.ave a dir.e.c.t imp.a.c.t o.n h.e.alth and l.e.ad to h.e.at s.tr.ess and h.e.at 

exh.aus.tio.n. Furth.e.r.mo.r.e, th.e sch.ol.ars cl.arified th.atno ise i.n th.e wo.rki.ng pl.a.ce can dis.turb 

and affe.c.t te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n th.e cl.a.ssr.o.o.m. Noise is d.escribed a.s unwanted 

so.und and it is th.e mos.t co.mmo.n co.mpl.ai.nt i.n offices and wo.rkpl.a.ces. Many r.ese.arch.e.rs 

i.ndicate th.at  Noisy pl.a.ces and exposur.e ofnote.a.ch.e.rs to such co.nditio.ns can affe.c.t th.eir ta.sk 

pe.rfo.r.mance. I.n a simi.l.ar man.ne.r,noth.e r.esult suppo.rts th.e fi.ndi.ngs of Me.l.amed, Fried and 

Fr.o.o.m (2018) th.at physical envir.o.nment is critical to th.e success of te.a.ch.e.rs i.n public 

se.co.ndary sch.o.ol.s. Th.ese sch.ol.ars affir.med th.at exposur.e to high l.eve.l.s of so.und may l.e.ad to 

seve.ral dise.a.ses such a.s cardiova.scul.ar dise.a.se, endocri.ne and diges.tive r.e.a.c.tio.ns, 

p.articul.arly i.n th.e type of co.mpl.ex ta.sk, not i.n s.traightfo.rward, ta.sk engaged by te.a.ch.e.rs. 

4.4.8 Joi.nt co.ntributio.n of r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e and wo.rk 

envir.o.nment to te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s 

Fi.ndi.ngs o.n th.e joi.nt co.ntributio.n of r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e and wo.rk 

envir.o.nment to te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s r.eve.al.ed a li.ne.ar 

multipl.e co.rr.e.l.atio.n amo.ng r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e, wo.rk envir.o.nment 

and te.a.ch.e.rs’ ta.sk pe.rfo.r.mance, this implied th.at r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e 

and wo.rk envir.o.nment co.uld co.ntribute to te.a.ch.e.rs’ ta.sk pe.rfo.r.mance to so.me extent which is 

an i.ndicatio.n th.at r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e and wo.rk envir.o.nment 

a.cco.unted fo.r a significant val.ue of th.e to.tal variance obse.rved i.n th.e d.epend.ent variabl.e 
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(te.a.ch.e.rs’ ta.sk pe.rfo.r.mance). Th.e s.tudy equally sh.owed th.at th.e co.mbi.natio.n of all th.e 

i.nd.epend.ent variabl.es (r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e and wo.rk envir.o.nment) 

al.so allowed r.e.liabl.e pr.edic.tio.n of te.a.ch.e.rs’ ta.sk pe.rfo.r.mance. I.n summary, th.e.r.e is a 

significant joi.nt co.ntributio.n of r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e and wo.rk 

envir.o.nment to te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s.  

 

Th.e r.esult of th.e s.tudy co.rr.obo.rate th.e fi.ndi.ngs of Ol.ad.e.l.e (2018) Si.nh.a and Th.aly (2013) 

th.at r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e and wo.rk envir.o.nment h.ave s.tr.o.ng significant 

co.ntributio.ns to te.a.ch.e.rs’ job pe.rfo.r.mance, which is al.so applicabl.e to ed.ucatio.nal sys.tem 

and a s.tr.o.ng positive significant r.e.l.atio.nship wa.s fo.und between r.e.cruitment fa.c.to.rs, 

o.rganis.atio.nal cultur.e, wo.rk envir.o.nment and te.a.ch.e.rs’ ta.sks’ pe.rfo.r.mance i.n th.e sch.o.ol 

sys.tem. Simi.l.arly, Mo.raki.nyo (2021) i.n a s.tudy fi.nd o.ut th.at th.e.r.e wa.s a significant 

co.ntributio.n of o.rganis.atio.nal cultur.e towards th.e te.a.ch.e.rs’ ta.sk pe.rfo.r.mance whi.l.e job ai.d 

and physical wo.rkpl.a.ce envir.o.nment h.ad a significant r.e.l.atio.nship to te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance. 

 

4.4.9 R.e.l.ative co.ntributio.ns of r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e and wo.rk 

envir.o.nment to te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s 

R.esults o.n th.e r.e.l.ative co.ntributio.ns of r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e and wo.rk 

envir.o.nment to te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s r.eve.al.ed th.at of all 

th.e i.nd.epend.ent variabl.es, wo.rk envir.o.nment mad.e th.e high.es.t co.ntributio.n to th.e te.a.ch.e.rs’ 

ta.sk pe.rfo.r.mance which wa.s significant, followed by o.rganis.atio.nal cultur.es, and r.e.cruitment 

fa.c.to.rs r.espe.c.tive.ly which wa.s al.so significant. Th.e r.esult al.so r.eve.al.ed th.at fo.r a unit ch.ange 

i.n r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e and wo.rk envir.o.nment, th.e.r.e is a co.rr.espo.ndi.ng 

i.ncr.e.a.se i.n te.a.ch.e.rs’ ta.sk pe.rfo.r.mance. All th.e i.nd.epend.ent variabl.es (r.e.cruitment fa.c.to.rs, 

o.rganis.atio.nal cultur.e and wo.rk envir.o.nment) ar.e s.tr.o.ng pr.edic.to.rs of te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance. Th.us, th.e.r.e ar.e significant r.e.l.ative co.ntributio.ns of r.e.cruitment fa.c.to.rs, 

o.rganis.atio.nal cultur.e and wo.rk envir.o.nment to te.a.ch.e.rs’ ta.sk pe.rfo.r.mancei.n public 

se.co.ndary sch.o.ol.s.  

 

T.h.e r.esult is i.n agr.eement with th.e fi.ndi.ngs of Si.nh.a and Th.aly (2013) wh.o fo.und o.ut th.at 

adopti.ng r.e.cruitment fa.c.to.r withi.n th.e sc.h.o.ol sys.tem h.ad h.e.lped ed.ucatio.nal sys.tem to gr.ow 
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a.s it enabl.ed getti.ng th.e right peopl.e to fi.ll va.cancies. I.n additio.n, th.e effe.c.tiveness of 

r.e.cruitment fa.c.to.rs and pr.ocess h.a.s h.e.lped th.e ed.ucatio.nal sys.tem to get th.e diffe.r.ent and 

varied so.urces to which th.ey can turn to fo.r effe.c.tive s.taff hiri.ng fo.r sch.o.ol.s. Mo.r.e so, 

H.e.llriege.l, Ja.ckso.n and Slocum (2021) and Bul.a.ch, L.unenburg, and Po.tte.r (2020), i.n 

diffe.r.ent s.tudies fo.und o.ut th.at o.rganis.atio.nal cultur.e and wo.rk envir.o.nment co.ntributed 

significantly to te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n se.co.ndary sch.o.ol.s. It wa.s obse.rved th.at 

knowi.ng th..e cultur.e of a sch.o.ol allows th.e te.a.ch.e.r to und.e.rs.tand bo.th th.e sch.o.ol’s his.to.ry 

and curr.ent meth.ods of ope.ratio.n. This i.nsight pr.ovi.d.es gui.dance abo.ut expe.c.ted futur.e 

beh.avio.urs within sch.o.ol e.nviro.nment. 

 

Co.ntrari.ly, th.e fi.ndi.ng fr.o.m this s.tudy does not align with th.e fi.ndi.ngs of Ko.tte.r (2012) wh.o 

fo.und th.at o.rganis.atio.nal cultur.e h.a.s no po.tential to enh.ance te.a.ch.e.rs’ ta.sk pe.rfo.r.mance, 

te.a.ch.e.r job s.atisfa.c.tio.n, and th.e sense of ce.rtai.nty abo.ut pr.obl.em solvi.ng i.n se.co.ndary 

s.c.h.o.ol.s. T.h.e sc.h.o.l.ar a.sse.rted th.at if an o.rganis.atio.nal cultur.e be.co.mes i.nco.ngruent with th.e 

ch.angi.ng expe.c.tatio.ns of i.nte.rnal and/o.r exte.rnal s.takeh.old.e.rs, th.e ta.sk pe.rfo.r.mance of 

te.a.ch.e.rs can d.e.cli.ne a.s it h.a.s occurr.ed with so.me o.rganis.atio.ns. 
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CH.APTE.R FIVE 

SUMMARY, CO.NCL.USIO.N AND R.E.CO.MMENDATIO.NS 

This c.h.apte..r focuses o..n th.e followi.ng sub-h.e.adi.ngs: summary, co.ncl.usio.n, r.e.co.mmendatio.ns, 

th.e s.tudy’s limitatio.ns, implicatio.ns, co.ntributio.ns to knowledge and sugges.tio.ns fo.r furth.e.r 

s.tudies. 

 

5.1 Summary 

Th.e s.tudy i.nves.tigated r.e.cruitment fa.c.to.rs of o.rganis.atio.nal cultur.e, wo.rk envir.o.nment and 

te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s i.n Oyo S.tate, Nige.ria. It exami.ned 

th.e l.eve.l of te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n te.r.ms of te.a.chi.ng and admi.nis.trative ta.sks engaged 

i.n by te.a.ch.e.rs i.n public se.co.ndary s.ch.o.ol.s. Th.e r.e.cruitment fa.c.to.rs we.r.e a.ssessed i.n r.e.l.atio.n 

to fa.c.to.rs th.at sh.o.uld be co.nsi.d.e.r.ed to get te.a.ch.e.rs r.e.cruited i.nto public se.co.ndary sch.o.ol.s 

such a.s pe.rso.n.ne.l needs and r.e.cruitment pr.ocesses th.ey p.a.ss thr.o.ugh befo.r.e th.ey ar.e 

employed i.nto th.e te.a.chi.ng pr.ofessio.n. Th.e o.rganis.atio.nal cultur.e wa.s d.escribed a.s no.r.ms, 

val.ues and pra.c.tices (l.e.ad.e.rship s.tyl.es, ta.sk autonomy and cap.a.city d.eve.lopment) withi.n th.e 

sch.o.ol sys.tem th.at co.uld i.nfl.uence te.a.ch.e.rs’ ta.sk pe.rfo.r.mance. Th.e wo.rk envir.o.nment i.n this 

s.tudy wa.s a.ssessed a.s co.nditio.ns of sch.o.ol envir.o.nments wh.e.r.e te.a.ch.e.rs wo.rked which wa.s 

me.a.sur.ed a.s s.afety/se.curity of th.e wo.rkpl.a.ce, r.e.ward sys.tem avai.l.abl.e fo.r te.a.ch.e.rs and 

physical envir.o.nment of th.e sch.o.ol.s wh.e.r.e te.a.ch.e.rs wo.rks. A r.e.l.ative and joi.nt co.ntributio.n 

of r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e and wo.rk envir.o.nment to te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s i.n Oyo S.tate, Nige.ria wa.s al.so co.nsi.d.e.r.ed i.n th.e 

s.tudy. 

 

To gui.d.e th.e s.tudy, ni.ne spe.cific obje.c.tives we.r.e i.d.entified, i.n li.ne with th.e s.tated obje.c.tives, 

fo.ur r.ese.arch ques.tio.ns wa.s raised and answe.r.ed, five hypo.th.eses we.r.e fo.r.mul.ated and tes.ted 

at 0.05 l.eve.l of significance. Th.e r.e.l.evant lite.ratur.e wa.s r.evie.wed ba.sed o.n th.e s.tated 

obje.c.tives and wa.s divi.d.ed i.nto co.nceptual and empirical r.evie.w. H.e.rzbe.rg Two Fa.c.to.rs 

Th.eo.ry of 1959 wa.s used to anch.o.r th.e s.tudy and th.e co.nceptual mod.e.l wa.s se.lf co.ns.truc.ted 

to give dir.e.c.tio.n fo.r th.e s.tudy. D.escriptive survey r.ese.arch d.esign wa.s adoptedand th.e 
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popul.atio.n co.mprised te.a.ch.e.rs and sch.o.ol admi.nis.trato.rs i.n public se.co.ndary sch.o.ol.s i.n Oyo 

S.tate. Multi-s.tage s.ampli.ng pr.oced.ur.e wa.s used to s.ampl.e 1,355 (1,296 te.a.ch.e.rs and 59 

pri.ncip.al.s) r.espo.nd.ents. Two sep.arate i.ns.truments we.r.e used fo.r data coll.e.c.tio.n; R.e.cruitment 

Fa.c.to.rs, O.rganis.atio.nal Cultur.e and Wo.rk Envir.o.nment Ques.tio.n.nair.e (RFOCWEQ) and 

Te.a.ch.e.rs’ Ta.sk Pe.rfo.r.mance Ques.tio.n.nair.e (TTPQ), th.e two i.ns.truments we.r.e vali.d and 

reliable at α=.754 and α=.826 r.espe.c.tive.ly. 

 

Th.e data r.etrieved fr.o.m th.e fie.ld we.r.e subje.c.ted to analysis usi.ng d.escriptive s.tatis.tical to.ol.s 

of simpl.e pe.rcentages, fr.equency co.unts, me.an and s.tandard d.eviatio.n. I.nfe.r.ential s.tatis.tical 

to.ol.s we.r.e employed to tes.t th.e fo.r.mul.ated hypo.th.eses such a.s Pe.arso.ns Pr.od.uc.t - Mo.ment 

Co.rr.e.l.atio.n and Multipl.e R.egr.essio.n Analysis. R.ese.arch ques.tio.ns 1 – 4 we.r.e answe.r.ed usi.ng 

d.escriptive s.tatis.tical to.ol.s (pe.rcentages, fr.equency co.unts, me.an and s.tandard d.eviatio.n). 

Hypo.th.eses 1-3 we.r.e tes.ted with th.e use of Pe.arso.n Pr.od.uc.t Mo.ment Co.rr.e.l.atio.n (PPMC) 

and hypo.th.esis 4 and 5 we.r.e tes.ted usi.ng Multipl.e R.egr.essio.n Analysis at 0.05 l.eve.l of 

significance. 

 

Fi.ndi.ngs fr.o.m th.e s.tudy r.eve.al.ed th.e followi.ng: 

i. Te.a.ch.e.rs’ ta.sk pe.rfo.r.mance is low i.n th.e public se.co.ndary sch.o.ol.s i.n Oyo S.tate (2.47) 

ii. R.e.cruitment fa.c.to.rs (pe.rso.n.ne.l needs and r.e.cruitment pr.ocess) ar.e rar.e.ly pra.c.tised i.n 

r.e.cruiti.ng te.a.ch.e.rs i.n public se.co.ndary sch.o.ol.s (2.24) but pe.rso.n.ne.l needs fa.c.to.rs 

we.r.e so.metimes pra.c.tised 

iii. L.e.ad.e.rship s.tyl.e is th.e mos.t pr.o.mi.nent o.rganis.atio.nal cultur.e i.n th.e se.co.ndary 

sch.o.ol.s followed by te.a.ch.e.rs’ ta.sk autonomy and cap.a.city d.eve.lopment is th.e l.e.a.s.t 

o.rganis.atio.nal cultur.e bei.ng pra.c.tised i.n se.co.ndary sch.o.ol.s i.n Oyo S.tate. 

iv. Co.nd.uciveness of wo.rk envir.o.nment wa.s fair i.n public se.co.ndary sch.o.ol.s i.n Oyo 

S.tate with me.an val.ue (3.43) 

v. Th.e.r.e wa.s a low positive significant r.e.l.atio.nship between pe.rso.n.ne.l needs and 

te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n se.co.ndary sch.o.ol.s (r= 0.382, P <0.05). Al.so, th.e.r.e wa.s 

a low positive significant r.e.l.atio.nship between r.e.cruitment pr.ocess and te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance (r=0.342, <  P 0.05). 

vi. Th.e.r.e wa.s a positive significant r.e.l.atio.nship between each of the identified 

o.rganis.atio.nal cultur.e (l.e.ad.e.rship s.tyl.es, ta.sk autonomy, cap.a.city d.eve.lopment) and 



125 
 

te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s i.n Oyo S.tate (r= .644, < 0.05; 

r=.373, P< 0.05, r= 589, P< 0.05). 

vii. Th.e.r.e wa.s a positive significant r.e.l.atio.nship between each identified wo.rk 

envir.o.nment (job s.afety/se.curity, r.e.ward sys.tem, physical envir.o.nment) and te.a.ch.e.rs’ 

ta.sk pe.rfo.r.mance ( r= .965, P < 0.05;  r =.548, P < 0.05 andr= .583, P < 0.05). 

viii. Th.e.r.e wa.s a significant joi.nt co.ntributio.ns of r.e.cruitment fa.c.to.rs, o.rganis.atio.nal 

cultur.e and wo.rk envir.o.nment to te.a.ch.e.rs’ ta.sk pe.rfo.r.mance 

ix. Th.e.r.e wa.s a significant r.e.l.ative co.ntributio.n of r.e.cruitment fa.c.to.rs, o.rganis.atio.nal 

cultur.e and wo.rk envir.o.nment to te.a.ch.e.rs’ ta.sk pe.rfo.r.mance of public se.co.ndary 

sch.o.ol.s. 

 

5.2 Co.ncl.usio.n 

Ba.sed o.n th.e data coll.e.c.ted, analysed and th.e fi.ndi.ngs fr.o.m th.e s.tudy, th.e followi.ng 

co.ncl.usio.ns we.r.e d.e.rived. 

Th.e l.eve.l of te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s wa.s low; o.nly th.e 

te.a.chi.ng ta.sk of te.a.ch.e.rs wa.s high but admi.nis.trative ta.sk pe.rfo.r.mance of te.a.ch.e.rs wa.s low 

i.n public se.co.ndary sch.o.ol.s. This implies th.at te.a.ch.e.rs i.n public se.co.ndary sch.o.ol.s o.nly 

focus o.n te.a.chi.ng ta.sk and do not ad.equate.ly engage th.emse.lves i.n admi.nis.trative ta.sk a.spe.c.t 

of th.eir pr.ofessio.n. 

 

Th.e s.tudy al.so co.ncl.ud.ed th.at i.n gene.ral, whi.l.e r.e.cruitment fa.c.to.rs ar.e rar.e.ly pra.c.tised i.n 

public se.co.ndary sch.o.ol.s, h.oweve.r, r.e.cruitment ba.sed o.n pe.rso.n.ne.l needs wa.s so.metimes 

pra.c.ticed i.n r.e.cruiti.ng te.a.ch.e.rs but r.e.cruitment pr.ocess is rar.e.ly adh.e.r.ent to i.n r.e.cruiti.ng 

te.a.ch.e.rs i.n Oyo S.tate. 

 Al.so, th.e s.tudy co.ncl.ud.ed th.at all th.e i.d.entified o.rganis.atio.nal cultur.e ar.e so.metimes used i.n 

public se.co.ndary sch.o.ol.s; h.oweve.r, l.e.ad.e.rship s.tyl.es is th.e mos.t pr.evai.li.ng o.rganis.atio.nal 

cultur.e been pra.c.tised i.n public se.co.ndary sch.o.ol.s i.n Oyo S.tate, followed by ta.sk autonomy 

and cap.a.city d.eve.lopment r.espe.c.tive.ly. I.n additio.n, r.e.ward sys.tem and physical envir.o.nment 

wa.s go.od whi.l.e s.afety/se.curity is fair i.n public se.co.ndary sch.o.ol.s, this implies th.at wo.rk 

envir.o.nment is fairly co.nd.ucive i.n public se.co.ndary sch.o.ol.s. 
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5.3     Implicatio.ns of th.e s.tudy fo.r sch.o.ol admi.nis.trato.rs 

Th.e r.esults of this s.tudy h.ave many implicatio.ns fo.r sch.o.ol admi.nis.trato.rs i.n th.e followi.ng 

ways: 

Th.e l.eve.l of te.a.ch.e.rs’ ta.sk pe.rfo.r.mance which is low expe.c.tatio.n co.uld i.nfo.r.m sch.o.ol 

admi.nis.trato.rs o.n th.e curr.ent s.tate of te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n th.eir sch.o.ol.s and co.uld 

be.co.me a yards.tick fo.r sch.o.ol admi.nis.trato.rs to d.esign o.th.e.r me.ans of impr.ovi.ng te.a.ch.e.rs’ 

ta.sk pe.rfo.r.mance. 

Th.e admi.nis.trative ta.sk pe.rfo.r.mance of te.a.ch.e.rs th.at wa.s fo.und to be low i.n this s.tudy is an 

i.ndicatio.n th.at te.a.ch.e.rs i.n public se.co.ndary sch.o.ol.s ar.e not co.mmitted to th.eir admi.nis.trative 

ta.sk pe.rfo.r.mance like th.ey ar.e to th.e te.a.chi.ng ta.sk, if this co.nti.nues te.a.ch.e.rs’ gene.ral ta.sk 

pe.rfo.r.mance wo.uld co.nti.nue to be i.neffe.c.tive i.n public se.co.ndary sch.o.ol.s. 

It wa.s al.so fo.und o.ut i.n this s.tudy th.at r.e.cruitment fa.c.to.rs (pe.rso.n.ne.l needs and r.e.cruitment 

pr.ocess) ar.e so.metimes used fo.r r.e.cruiti.ng te.a.ch.e.rs. Th.e co.nti.nuo.us pra.c.tice of this implied 

th.at qualified and pr.ofessio.nal te.a.ch.e.rs may not be always r.e.cruited i.nto th.e public sch.o.ol.s 

which may be th.e r.e.a.so.n why te.a.ch.e.rs’ ta.sk pe.rfo.r.mance wa.s low. 

Co.nd.uciveness of wo.rk envir.o.nment which wa.s go.od i.n public se.co.ndary sch.o.ol.s i.n Oyo 

S.tate is an i.ndicatio.n th.at sch.o.ol admi.nis.trato.rs and th.e gove.rnment ar.e tryi.ng th.eir possibl.e 

bes.t to make th.e sch.o.ol envir.o.nments co.nd.ucive fo.r l.e.arni.ng. This wo.uld make te.a.ch.e.rs to 

fi.nd th.eir pl.a.ce of wo.rk s.afe and co.uld impr.ove th.eir ta.sk pe.rfo.r.mance. 

Th.e significant r.e.l.atio.nship es.tablish.ed amo.ng r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e and 

wo.rk envir.o.nment to te.a.ch.e.rs’ ta.sk pe.rfo.r.mance is an i.ndicatio.n th.at ad.equate and fr.equent 

use of r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.es and wo.rk envir.o.nment wo.uld bri.ng 

tr.emendo.us impr.ovement to te.a.ch.e.rs’ ta.sk pe.rfo.r.mance and th.e.r.e wo.uld be a r.efl.e.c.tio.n of 

impr.oved ta.sk pe.rfo.r.mance o.n s.tud.ents’ a.cad.emic pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s. 

 

5.4 Limitatio.ns of th.e s.tudy 

Th.e followi.ng ch.all.enges we.r.e enco.unte.r.ed whi.l.e co.nd.uc.ti.ng this r.ese.arch:  

Ise.curity i.n so.me p.arts of Oyo S.tate limited th.e r.ese.arch wo.rk to o.nly thr.ee ed.ucatio.nal zo.nes 

i.n th.e S.tate. 
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Te.a.ch.e.rs i.n so.me sch.o.ol.s al.so d.emand.ed fo.r i.nd.ucement befo.r.e th.ey co.uld pr.ovi.d.e th.e 

i.nfo.r.matio.n r.eques.ted fr.o.m th.em which mad.e so.me of th.em r.e.l.uc.tant to attend to th.e 

r.ese.arch.e.r’s needs. 

 

5.5 R.e.co.mmendatio.ns 

Ba.sed o.n th.e fi.ndi.ngs drawn fr.o.m this s.tudy, th.e followi.ng r.e.co.mmendatio.ns we.r.e mad.e: 

i. Th.e l.eve.l of te.a.ch.e.rs’ ta.sk pe.rfo.r.mance sh.o.uld be impr.oved espe.cially th.e a.spe.c.t of 

admi.nis.trative ta.sk pe.rfo.r.mance of te.a.ch.e.rs which wa.s low so a.s to a.chieve high l.eve.l 

of te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s i.n Oyo S.tate. 

ii. R.e.cruitment fa.c.to.rs ar.e enco.uraged to be pra.c.tised always i.n public se.co.ndary 

sch.o.ol.s, espe.cially th.e r.e.cruitment pr.ocess th.at is rar.e.ly pra.c.tised i.n r.e.cruiti.ng 

te.a.ch.e.rs. To h.ave quality and pr.ofessio.nal te.a.ch.e.rs i.n th.e te.a.chi.ng pr.ofessio.n, th.e 

r.e.cruitment pr.ocess sh.o.uld be followed and pra.c.ticed always. 

iii. S.teps sh.o.uld be put i.n pl.a.ce by ed.ucatio.nal s.takeh.old.e.rs to ensur.e th.at r.e.cruitment 

fa.c.to.rs ar.e always pra.c.tised i.n r.e.cruiti.ng te.a.ch.e.rs fo.r ta.sk pe.rfo.r.mance of te.a.ch.e.rs to 

be impr.oved i.n public se.co.ndary sch.o.ol.s i.n Oyo S.tate, Nigeria. 

iv. R.e.cruitment fa.c.to.r (pe.rso.n.ne.l need) th.at is so.metimes used fo.r r.e.cruiti.ng te.a.ch.e.rs 

should be enco.uraged to be used always fo.r bette.r te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n 

public se.co.ndary sch.o.ol.s. 

v. O.rganis.atio.nal cultur.es (l.e.ad.e.rship s.tyl.es, ta.sk autonomy and cap.a.city d.eve.lopment) 

should be enco.uraged to be pra.c.tised to impr.ove te.a.ch.e.rs’ ta.sk pe.rfo.r.mance th.e mo.r.e 

i.n public se.co.ndary sch.o.ol.s i.n th.e S.tate. 

vi. Cap.a.city d.eve.lopment such a.s trai.ni.ngs, wo.rksh.ops and semi.nars sh.o.uld be pra.c.tised 

always i.n th.e sch.o.ol.s to i.ncr.e.a.se th.e ta.sk pe.rfo.r.mance of te.a.ch.e.rs i.n public 

se.co.ndary sch.o.ol.s i.n Oyo S.tate. 

vii. Th.e co.nd.uciveness of wo.rk envir.o.nment sh.o.uld be sus.tai.ned to h.ave a bette.r wo.rk 

envir.o.nment fo.r te.a.ch.e.rs i.n public se.co.ndary sch.o.ol.s i.n Oyo S.tate. 

viii. L.e.ad.e.rship s.tyl.e sh.o.uld be sus.tai.ned by th.e admi.nis.trato.rs of public se.co.ndary 

sch.o.ol.s a.s it wa.s es.tablish.ed i.n th.e s.tudy th.at th.e pr.evai.li.ng cultur.e i.n public 

se.co.ndary sch.o.ol.s is l.e.ad.e.rship s.tyl.e to i.ncr.e.a.se ta.sk pe.rfo.r.mance of te.a.ch.e.rs. 
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ix. Th.e se.curity/s.afety a.spe.c.t of wo.rk envir.o.nment sh.o.uld al.so be impr.oved upo.n to 

enco.urage te.a.ch.e.rs to carry o.ut th.eir ta.sks effe.c.tive.ly a.s it wa.s r.epo.rted to be fair. Th.e 

se.curity/ s.afety of te.a.ch.e.rs go a lo.ng way i.n d.ete.r.mi.ni.ng th.e extent to which te.a.ch.e.rs 

wo.uld a.chieve high l.eve.l of ta.sk pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s. 

x. A.s it wa.s i.nfe.rr.ed fr.o.m this s.tudy th.at r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e and 

wo.rk envir.o.nment co.ntributed significantly to te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public 

sch.o.ol.s, all ed.ucatio.nal s.takeh.old.e.rs ar.e th.e.r.efo.r.e advised to ensur.e th.e pr.ope.r 

pra.c.tise of r.e.cruitment fa.c.to.rs, o.rganis.atio.nal cultur.e and wo.rk envir.o.nment to 

impr.ove te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n all public se.co.ndary sch.o.ol.s i.n Oyo S.tate, 

Nige.ria. 

 

5.6 Co.ntributio.ns to knowl.edge 

Th.e followi.ngs ar.e th.e co.ntributio.ns to exis.ti.ng knowl.edge by th.e s.tudy: 

i. Th.e s.tudy h.a.s es.tablish.ed i.neffe.c.tive ta.sk pe.rfo.r.mance of te.a.ch.e.rs i.n Oyo S.tate and 

its co.nsequences o.n th.e ed.ucatio.nal d.eve.lopment i.n th.e s.tate.which d.ete.r.mi.ned th.e 

extent to which se.co.ndary sch.o.ol ed.ucatio.n go.al.s wi.ll be a.chieved. 

ii. It pr.ovi.d.es i.nfo.r.matio.n to i.nspir.e s.tud.ents wh.o ar.e at th.e r.e.ceivi.ng end of te.a.ch.e.rs’ 

ta.sk pe.rfo.r.mance to und.e.rs.tand th.e imp.a.c.t of te.a.ch.e.rs’ ta.sks pe.rfo.r.mance o.n th.eir 

a.cad.emic success and it h.a.s enco.uraged th.e s.tud.ents to be mo.r.e se.rio.us with th.eir 

s.tudies to i.ncr.e.a.se th.e numbe.r of s.tud.ents th.at wo.uld transit to high.e.r i.ns.titutio.ns. 

iii. Th.e s.tudy h.a.s been abl.e to es.tablish th.e co.nd.uciveness of wo.rk envir.o.nment i.n Oyo 

S.tate but th.e co.nd.uciveness of th.e sch.o.ol envir.o.nment h.a.s not imp.a.c.ted te.a.ch.e.rs’ 

ta.sk pe.rfo.r.mance effe.c.tive.ly i.n th.e s.tate.  

iv. Th.e s.tudy h.a.s been abl.e to es.tablish an i.nsight fo.r p.ar.ents/guardians o.n th.e effe.c.t of 

po.o.r ta.sk pe.rfo.r.mance of te.a.ch.e.rs o.n th.eir chi.ldr.en and wards bri.ngi.ng o.ut th.e need 

fo.r th.em to joi.n h.ands with sch.o.ol.s and te.a.ch.e.rs to pr.ovi.d.e sch.o.ol envir.o.nment 

co.nd.ucive to engend.e.ri.ng go.od te.a.ch.e.rs’ ta.sk pe.rfo.r.mance i.n public se.co.ndary 

sch.o.ol.s. 

v. Th.e te.a.ch.e.rs’ wo.rk envir.o.nment i.n Oyo s.tate wa.s es.tablish.ed by th.e s.tudy to be 

co.nd.ucive, this affir.med th.at th.e effo.rts of ed.ucatio.nal s.takeh.old.e.rs i.n pr.ovi.di.ng go.od 

wo.rk envir.o.nment fo.r te.a.ch.e.r h.ave been yie.ldi.ng a positive r.esults.   
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vi. The study haas established the needs to formulate policy to se.cur.e a s.afe and 

co.nd.ucive wo.rk envir.o.nment fo.r th.e te.a.ch.e.rs to h.ave effe.c.tive ta.sks pe.rfo.r.mance i.n 

se.co.ndary sch.o.ol.s. 

vii. Th.e empirical r.evie.ws and co.nceptual mod.e.l d.esigned by th.e r.ese.arch.e.r h.a.s 

es.tablish.ed th.e r.e.l.atio.nship between th.e i.nd.epend.ent variabl.es (r.e.cruitment fa.c.to.rs, 

o.rganis.atio.nal cultur.e, and wo.rk envir.o.nment) and th.e d.epend.ent variabl.e (te.a.ch.e.rs’ 

ta.sk pe.rfo.r.mance). Th.ese h.ave co.ntributed to exis.ti.ng lite.ratur.e i.n th.e ar.e.a of 

pe.rso.n.ne.l admi.nis.tratio.n which wo.uld be useful fo.r futur.e r.ese.arch.e.rs to use fo.r 

r.ese.arch adaptatio.n and co.nsultatio.n fo.r o.th.e.r s.tudies. 

viii. Th.e i.ns.truments d.esigned fo.r th.e s.tudy h.ave co.ntributed to exis.ti.ng i.ns.truments o.r 

scal.es which co.uld be adopted o.r adapted by o.th.e.r r.ese.arch.e.rs to coll.e.c.t simi.l.ar data 

fo.r ed.ucatio.nal r.ese.arch al.so th.e te.a.ch.e.rs’ ta.sk pe.rfo.r.mance ques.tio.n.nair.e d.esigned 

fo.r this s.tudy co.uld be adopted a.s scal.e fo.r a.ssessi.ng te.a.ch.e.rs’ job pe.rfo.r.mance i.n 

se.co.ndary sch.o.ol.s.   

 

5.7 Sugges.tio.ns fo.r furth.e.r s.tudies  

Ba.sed o.n th.e limitatio.ns and fi.ndi.ngs fr.o.m this s.tudy, th.e followi.ng we.r.e sugges.ted fo.r 

furth.e.r r.ese.arch: 

i. Th.e s.tudy is geographically limited to Oyo S.tate, Nigeria. Th.e s.ame s.tudy co.uld be 

r.eplicated i.n o.th.e.r s.tates by o.th.e.r r.ese.arch.e.rs to natio.nalise th.e fi.ndi.ngs.  

ii. Th.e d.epend.ent variabl.e wa.s me.a.sur.ed usi.ng te.a.chi.ng and admi.nis.trative ta.sks. 

Admi.nis.trative ta.sk pe.rfo.r.mance of te.a.ch.e.rs co.uld be r.ese.arch.ed o.n fo.r mo.r.e 

cl.arificatio.n o.n admi.nis.trative effe.c.tiveness of te.a.ch.e.rs i.n Oyo S.tate, Nigeria. 

iii. Th.e s.tudy wa.s r.es.tric.ted to public se.co.ndary sch.o.ol.s i.n Oyo S.tate, Nigeria. Th.e s.ame 

s.tudy co.uld be carried o.ut i.n private sch.o.ol.s i.n Oyo S.tate, Nigeria to co.mp.ar.e th.e 

l.eve.l of ta.sk pe.rfo.r.mance of public with private se.co.ndary sch.o.ol te.a.ch.e.rs. 

iv. I.nfl.uence of o.rganis.atio.nal cultur.e and wo.rk envir.o.nment o.n pri.ncip.al.s’ ta.sk 

pe.rfo.r.mance co.uld al.so be co.nd.uc.ted by o.th.e.r r.ese.arch.e.rs to a.ssess th.e ta.sk 

pe.rfo.r.mance of pri.ncip.al.s i.n public sch.o.ol.s.  

v. A co.mp.arative s.tudy o.n th.e pra.c.tice of r.e.cruitment fa.c.to.rs amo.ng public and private 

se.co.ndary sch.o.ol.s can al.so be r.ese.arch.ed i.nto by o.th.e.r r.ese.arch.e.rs. 
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vi. Wo.rk envir.o.nment and mo.tivatio.nal fa.c.to.r a.s d.ete.r.mi.nants of te.a.ch.e.rs’ ta.sk 

pe.rfo.r.mance i.n public se.co.ndary sch.o.ol.s i.n Oyo S.tate, Nigeria can be researched into 

by future researchers 

vii. Th.e s.ame topic can be r.eplicated i.n high.e.r i.ns.titutio.ns of l.e.arni.ng i.n Oyo S.tate, 

Nige.ria.  
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APPENDIX I 

UNIVERSITY OF IBADAN 

FACULTY OF EDUCATION 

DEPARTMENT OF EDUCATIONAL MANAGEMENT 

Recruitment Factors, Organisational Culture and Work Environment Questionnaire  

(FOR TEACHERS) 

 

Dear sir/ma, 

This questionnaire is on recruitment factors Organisational culture and work environment 

teachers in public secondary schools in Oyo State, Nigeria. The instrument is design to collect 

data for academic only. Your ultimate objectivity and truthfulness is required and will be 

treated with utmost confidentiality. Thanks.  

Adeleke T.E. 

 

Section A: Demographic Information 

Gender Male (  ) Female (  ) 

Marital status: Single (  ) Married (  ) Divorced (  ) Separated (  ) 

Age range: Under 30 (  ) 30-40 years   41-50 years (  ) 51 years and above (  ) 

Work Experience as teacher: less than 1 year (   ) 1-10yrs (  ) 11-20 (  ) 21- 30years (  ) 30 

years and above. 

 

SECTION B: RECRUITMENT FACTORS SCALE  

Kindly tick the option that is applicable to the following items 4 = Always (A), 3= Sometime 

(S), 2=Rarely (R) and 1= Never (N) 

Indicate how frequent the following been considered in teacher’s recruitment 

S/N Personnel Needs 4 3 2 1 

1 Area of specialization      

2 Gender  consideration in the process of recruitment     

3  previous experience  is required before  given the job     

4 Age has nothing to do with teachers  recruitment     

5 The recruitment of teachers is based on qualification     
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6 Height is not a factor for recruiting teachers     

7 Other skills possessed is not a  prerequisite for recruiting teacher     

Recruitment process 

Indicate the frequency of use of the following process in the teaching  job recruitment 

as4 = Always (A), 3= Sometime (S), 2=Rarely (R) and 1= Never (N) 

 ITEMS 4 3 2 1 

8 Application form alone     

9 Application - oral interview     

10 Application-written interview     

11  Application-written interview-oral interview     

12 Application-aptitude test     

13 Application-written- oral-aptitude test      

14 Without application but phone call     

15 Without application but received appointment letter from 

politician 

    

16 Receive appointment letter from family member without 

application 
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SECTION C: ORGANISATIONAL CULTURE SCALE  

What are the Organisational culture practices among public secondary schools in Kindly 

tick the option that is applicable to the following items; 4 = Mostly Practiced, 3 = 

Sometimes Practiced 2 = Rarely Practiced, 1= not Practiced (NP) 

 Leadership Style 

                ITEMS 4 3 2 1 

1 listening to teachers suggestion by the principal     

2 The principal motivates teachers to work hard     

3 Friendly supervision of teachers by the principal     

4 Strict decision making process     

5 Strict supervision of teacher in my place of work       

 Capacity Development 4 3 2 1 

6 Frequent training for teacher in secondary schools     

7 In-service training for teachers in my place of work     

8 Training to meet up with the organisational demand     

9 Organising staff develop programme for teachers     

 Task Autonomy     

10 Task autonomyis dominants in this organisation      

11 Encourages independent task performance  among teachers     

12 Allows the teachers to use their discretion on the task assign to them     

13 personal  opinion does not counts in this organisationbecause of the 

nature of my job 

    

14 Task autonomycan improve my task performance in this 

Organisation 
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WORK ENVIRONMENT SCALE 

A. What are the conditions of the staff work environment? 

Kindly indicate the condition of work environment in your place of work as 5 =Very Good, 4= 

Good, 3= Fair, 2= Poor 1= NA 

 Safety/security VG G F P NA 

1 Perimeter fence      

2 School guard       

3 First aid treatment       

4 Fire extinguisher       

5 Life insurance       

 Reward System    VG G F P NA 

6 payment of leave bonus      

7 payment of salary      

8 Salary scale      

9 Increment of salary       

10 Promotion       

 Physical Environment VG G F P NA 

11 Furniture in your office      

12 Office space in your school      

13 Ventilation in your office      

14 Lighting in the office       
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APENDIX II  

UNIVERSITY OF IBADAN 

FACULTY OF EDUCATION 

DEPARTMENT OF EDUCATIONAL MANAGEMENT 

QUESTIONNAIRE FOR PRINCIPAL 

Dear sir/ma,  

This questionnaire is on task performance of teachers in public secondary schools. The 

instrument is design to collect data for academic purpose only. Your ultimate objectivity and 

truthfulness is required and will be treated with utmost confidentiality. Thanks 

Adeleke T.E 

Section A 

Gender Male (  ) Female (  ) 

Marital status: Single (  ) Married (  ) Divorced (  ), Widow/widower (  ) 

Age range: Under 30 (  ) 30-40 years   41-50 years (  ) 51 years and above (  ) 

Work experience: less than 5years (   ) 5-10 (  ) 11-15 (  ) 16-20 (  ) above 20 years (  ) 

Section B 

Rate the teacher’s task performance in your school in term of; 

4 = Very High, 3 = High, 2 = Low and 1 = Very Low 

Teaching Task  

S/N ITEMS VH H L VL 

1 Preparation of  up to date lesson note     

2 Using the appropriate method of teaching in the class      

3 Using divers method to make sure that student 

understand the lesson  

    

4 Choosing the right instructional material for teaching     

5 Displays of the instructional materials for teaching in 

the classroom 

    

6 Improvisation of instructional material for teaching     

7 Using teaching aids always     

Administrative task                            VH H L VL 
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8 Proper classroom control     

9 Active participation in students discipline in the school     

10 Keeping the statutory records up to date     

11 Marking of student attendance      

12 Attending staff meeting      

13 Frequent checking of student note     
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APPENDIX III 

Key Informant Interview (for Zonal Inspectors) 

1 What are your observations on the level of teacher’s performance on ; 

a. lesson note,  

………………………………………………………………………………………………

………………………………………………………………………………………………

…… 

b. instructional material and  

………………………………………………………………………………………………

………………………………………………………………………………………………

…… 

c. adequate methodology usage 

………………………………………………………………………………………………

………………………………………………………………………………………………

…… 

2 What is the level of teacher performance on discipline students, record keeping, 

marking of student attendance and attending staff meeting? 

……………………………………………………………………………………………………

……………………………………………………………………………………………………

…………………… 

3  Do you observe that area of specialization, qualification, skills acquired, age and 

gender are considered in the process recruiting teachers? 

……………………………………………………………………………………………………

……………………………………………………………………………………………………

…………………… 

4. What are the processes a teacher must follow to be able to get teaching job?  

……………………………………………………………………………………………………

……………………………………………………………………………………………………

…………………… 
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5. How the following Organisational culture; leadership, job Autonomy, training and 

development    been practiced in your school 

……………………………………………………………………………………………………

……………………………………………………………………………………………………

…………………… 

6. What is the condition of work environment in your school in terms of the following? 

     a.  Safety and security 

……………………………………………………………………………………………………

……………………………………………………………………………………………… 

     b.  Reward system and  

……………………………………………………………………………………………………

……………………………………………………………………………………………… 

    c.  Physical environment 

……………………………………………………………………………………………………

…………………………………………………………………………………… 
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APPENDIX IV 

MEAN RESPONSES OF THE RESPONDENTS BY SCHOOL 

Scho

ol 

Person

nel 

needs 

Recruit

ment 

process 

Recruit

ment 

factors 

Leader

ship 

style 

Capacity 

develop

ment 

Task 

Auton

omy 

Organi

sational 

culture 

Safet

y/sec

urity 

 

 

Rew

ard 

syste

m 

Physi

cal 

Envir

onme

nt 

Work 

Envir

onme

nt 

Task 

perfor

mance 

1 2.87 3.34 2.67 3.27 3.33 3.09 3.23 3.63 4.28 3.7 3.87 2.53 

2 2.53 2.47 2.5 3.23 2,58 3.13 2.98 3.05 4.14 3.78 3.65 2.84 

3 2.52 2.46 2.49 3.13 2.55 3.13 2.93 3.34 3.07 3.69 3.36 2.61 

4 2.79 2.71 2.75 3.11 2.23 3.05 2.79 3.11 3.71 3.35 3.39 2.23 

5 2.67 2.76 2.71 3.07 2.41 2.60 2.50 2.56 3.04 3.45 3.24 2.15 

6 2.55 2.51 2.53 2.96 2.83 2.65 2.89 2.47 3.95 3.06 3.50 1.92 

7 2.53 2.54 2.53 2.98 2.67 2.98 2.82 2.60 2.69 3.09 2.89 2.23 

8 2.72 2.71 2.71 3.05 2.65 2.96 2.88 3.08 3.86 3.59 3.51 2.30 

9 2.54 2.63 2.58 3.08 2.60 2.77 2.81 3.09 4.09 3.78 3.65 2.38 

10 2.67 2.95 2.81 3.05 2.87 3.05 2.99 3.12 3.87 3.61 3.53 2.84 

11 3.05 2.56 2.80 2.46 2.44 2.81 2.57 2.88 3.4 3.31 3.19 2.53 

12 2.75 2.39 2.57 2.65 2.71 3.02 2.79 3.45 3.13 3.12 3.2 2.30 

13 2.88 3 2.94 3.15 3 3.04 3.06 3.40 3.78 4.29 3.82 3.00 

14 2.79 2.89 2.84 3.10 2.68 3.09 2.95 3.10 3.85 4.02 3.65 1.84 

15 2.88 2.68 2.78 3.08 2.16 2.91 2.71 3.18 3.89 3.56 3.54 2.46 

16 2.62 2.75 2.68 2.98 2.29 2.96 2.75 2.94 3.97 3.75 3.55 2.61 

17 2.80 2.66 2.73 3.19 2.69 3.08 2.65 2.76 3.99 3.47 3.40 2.38 

18 2.28 3.09 2.95 3.22 3.09 3.09 3.13 3.47 4.26 3.96 3.98 2.38 

19 2.55 2.57 2.56 3.18 2.76 3.11 3.01 3.07 4.10 3.72 3.63 1.76 

20 2.68 2.58 2.63 3.06 2.19 3.08 2.77 3.25 3.93 3.45 3.54 2.61 

21 2.71 2.77 2.74 3.18 2.51 2.75 2.81 2.75 3.95 3.5 3.4 2.46 

22 2.49 2.46 2.47 2.95 2.85 2.68 2.81 2.58 3.91 3.04 3.17 2.69 

23 2.71 2.66 2.68 3.22 2.88 3.11 3.07 2.93 3.78 3.36 3.35 2.46 

24 2.55 2.68 2.61 3.10 2.61 2.79 2.83 3.37 3.8 3.75 3.64 2.46 

25 2.74 2.98 2.86 3.05 2.85 3.09 2.99 3.15 3.9 3.61 3.55 2.53 

26 2.94 2.44 2.69 2.37 2.41 2.75 2.51 2.80 3.25 3.22 3.09 2.92 

27 2.80 2.56 2.68 2.94 2.96 3.12 3.00 3.64 3.36 3.72 3.57 2.69 

28 2.81 3.13 2.97 3.15 2.73 2.93 2.93 3.33 3.82 4.39 3.84 2.61 

29 2.80 2.57 2.68 3.14 2.21 2.97 2.77 2.68 3.85 3.37 3.3 2.38 

30 2.75 2.79 2.77 3.06 2.44 2.98 2.82 3.3 4.01 3.86 3.72 2.38 

31 2.77 2.60 2.68 3.08 2.51 3.06 2.88 2.81 3.91 3.54 3.42 2.61 

32 2.70 2.96 2.83 3.18 2.81 3.06 3.01 3.36 4.12 3.75 2.74 2.53 

33 2.75 2.91 2.83 3.24 3.02 3.05 3.10 3.32 4.26 3.80 3.79 2.53 

34 2.56 2.47 2.51 3.16 2.60 3.22 2.99 3.32 4.13 3.76 3.73 3.00 

35 2.70 2.76 2.73 3.10 2.22 2.78 1.39 2.87 3.83 3.27 3.32 2.61 

36 2.60 2.54 2.56 3.03 2.75 2.67 2.84 2.57 3.94 3.44 3.31 2.30 

37 2.62 2.54 2.58 3.02 2.75 2.98 2.91 2.61 3.75 2.93 3.09 3.00 

38 2.77 2.72 2.74 3.53 3.11 3.24 3.29 3.58 3.77 3.52 3.6 2.15 

39 2.58 2.60 2.59 3.08 2.80 2.93 2.9 3.59 4.13 3.61 3.77 2.46 

40 2.43 2.60 2.51 5.18 2.80 2.88 1.57 3.62 3.97 4.02 3.87 2.69 

41 2.55 2.82 2.68 3.31 2.72 2.71 2.91 3.30 4.08 4.19 3.85 3.53 

42 2.69 2.75 2.72 3.02 2.19 4.52 3.24 2.09 4.15 3.22 3.15 3.46 

43 4.25 2.87 2.66 2.71 2.44 3.06 2.73 2.93 4.19 3.83 3.65 3.92 

44 2.83 3.17 3 3.17 3.25 3.33 3.25 3.57 3.53 3.44 3.51 2.61 
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45 2.95 2.97 2.96 3.1 2.87 3.04 3.00 3.18 3.88 3.62 3.56 2.46 

46 3.06 2.51 2.78 2.29 2.19 2.64 2.37 2.8 3.37 3.22 3.13 2.69 

47 3.01 2.40 2.70 2.4 2.5 2.77 2.59 2.8 3.2 3.19 3.07 2.46 

48 2.97 2.42 2.69 2.4 2.52 2.8 2.57 2.82 3.2 3.19 3.07 2.38 

49 2.59 2.37 2.48 2.69 2.80 2.99 2.82 3.53 3.08 3.22 3.27 2.53 

50 2.68 2.37 2.52 2.82 2.87 3.24 2.97 3.88 2.88 3.32 3.36 3.15 

51 2.97 2.58 2.77 2.89 2.80 3.11 2.93 3.02 3.42 3.47 3.30 3.15 

52 2.86 2.83 2.86 3.11 3.08 2.95 3.04 3.64 4.02 4.61 4.09 2.38 

53 2.83 3.33 3.08 3.28 2.94 3.02 3.08 3.42 3.78 4.56 3.92 2.53 

54 3.13 3.65 3.39 2.93 3.53 2.73 3.06 3.48 3.44 4.22 3.71 2.92 

55 2.47 2.58 2.52 3.04 2 2.91 2.65 3.44 4.06 4.80 4.1 2.69 

56 2.88 2.65 2.76 3.35 2.57 2.97 2.96 2.97 3.91 3.51 3.46 2.69 

57 2.70 2.50 2.6 3.08 2.24 3.02 2.78 2.4 3.80 3.31 3.17 3.00 

58 2.84 2.54 2.69 3.11 2.16 2.93 2.73 2.96 3.57 3.41 3.31 2.15 

59 2.81 2.79 2.8 3.22 2.23 2.85 2.76 3.35 3.08 3.5 3.31 2.46 
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APPENDIXV 

Frequency Table  

Demographic information of Principals  

Gender 

 Frequenc

y 

Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

Male 35 59.3 59.3 58.2 

Female 24 40.7 40.7 100.0 

Total 59 100.0 100.0  

marital status 

 Frequenc

y 

Percent Valid 

Percent 

Cumulative 

Percent 

Valid Married 59 100.0 100.0 100.0 

age range 

 Frequenc

y 

Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

41-50 15 25.4 25.4 27.3 

51 years aND 

ABOVE 
44 74.6 74.6 100.0 

Total 59 100.0 100.0  

work experience 

 Frequenc

y 

Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

11-15 4 6.8 6.8 6.8 

16-20 54 91.5 91.5 98.2 

above 20 

years 
1 1.7 1.7 100.0 

Total 59 100.0 100.0  
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Descriptives 

Descriptive Statistics 

 N Mean Std. 

Deviation 

preparation of up to date 

lesson note 
59 3.27 .449 

using the appropriate 

method of teaching in 

the class 

59 

2.85 .705 

using divers method to 

make sure that students 

understand the lesson 

59 

2.85 .650 

choosing the right 

instructional material for 

teaching in the 

classroom 

59 

2.91 .554 

display of the 

instructional materials 

for teaching in the 

classroom 

59 

2.76 .769 

improvisation of 

instructional material for 

teaching 

59 

2.69 .663 

using teaching 

instruction always 

59 
2.40 1.011 

proper classroom 

control 

59 
2.09 1.005 

active participation in 

students discipline in the 

school 

59 

2.11 .916 

keepimg the statutory 

records up to date 

59 
2.51 .936 

marking of students 

attendance 

59 
2.11 1.066 

attending staff meeting 59 2.29 1.012 

frequent checking of 

student note 

59 
2.07 .997 

Valid N (listwise) 59   
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Research Question 2:How frequent are recruitment factors been used for recruitment in public 

secondary schools in Oyo State? 

 

Frequency Table 

area of specialization 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Never 27 2.1 2.1 2.1 

Rarely 92 7.2 7.2 9.3 

Sometimes 360 28.0 28.0 37.3 

Always 805 62.7 62.7 100.0 

Total 1284 100.0 100.0  

gender consideration in the process of recruitment 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Never 311 24.2 24.2 24.2 

Rarely 311 24.2 24.2 48.4 

Sometimes 433 33.7 33.7 82.2 

Always 229 17.8 17.8 100.0 

Total 1284 100.0 100.0  

previous experience is required before given the the job 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Never 167 13.0 13.0 13.0 

Rarely 323 25.2 25.2 38.2 

sometimes 438 34.1 34.1 72.3 

Always 356 27.7 27.7 100.0 

Total 1284 100.0 100.0  

age has nothing to do with teachers recruitment 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Never 179 13.9 13.9 13.9 

Rarely 330 25.7 25.7 39.6 

Sometimes 367 28.6 28.6 68.2 

Always 408 31.8 31.8 100.0 

Total 1284 100.0 100.0  
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the recruitment of teachers is based on qualification 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Never 44 3.4 3.4 3.4 

Rarely 100 7.8 7.8 11.2 

Sometimes 319 24.8 24.8 36.1 

Always 821 63.9 63.9 100.0 

Total 1284 100.0 100.0  

height is not a factor for recruiting teachers 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Never 575 44.8 44.9 44.9 

Rarely 241 18.8 18.8 63.7 

Sometimes 165 12.9 12.9 76.6 

Always 300 23.4 23.4 100.0 

Total 1281 99.8 100.0  

Missing System 3 .2   

Total 1284 100.0   

others skills possessed is not a prerequisite for recruiting teachers 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Never 206 16.0 16.0 16.0 

Rarely 451 35.1 35.1 51.2 

sometimes 399 31.1 31.1 82.2 

always 228 17.8 17.8 100.0 

Total 1284 100.0 100.0  

Quantity of teachers in a school is a factor for recruitment 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Never 316 24.6 24.6 24.6 

Rarely 588 45.8 45.8 70.4 

sometimes 248 19.3 19.3 89.7 

always 132 10.3 10.3 100.0 

Total 1284 100.0 100.0  
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application form alone 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Never 363 28.3 28.3 28.3 

Rarely 200 15.6 15.6 43.8 

sometimes 295 23.0 23.0 66.8 

always 426 33.2 33.2 100.0 

Total 1284 100.0 100.0  

application- oral interview 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Never 175 13.6 13.6 13.6 

Rarely 125 9.7 9.7 23.4 

Sometimes 425 33.1 33.1 56.5 

Always 559 43.5 43.5 100.0 

Total 1284 100.0 100.0  

application- written interwiew 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

Never 42 3.3 3.3 3.3 

rarely 133 10.4 10.4 13.6 

sometimes 446 34.7 34.7 48.4 

always 663 51.6 51.6 100.0 

Total 1284 100.0 100.0  

application- written interview-oral interview 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

never 32 2.5 2.5 2.5 

rarely 130 10.1 10.1 12.6 

sometimes 473 36.8 36.8 49.5 

always 649 50.5 50.5 100.0 

Total 1284 100.0 100.0  
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application-aptitude test 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

never 69 5.4 5.4 5.4 

rarely 173 13.5 13.5 18.8 

sometimes 577 44.9 44.9 63.8 

always 465 36.2 36.2 100.0 

Total 1284 100.0 100.0  

application-written-oral aptitude test 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

never 135 10.5 10.5 10.5 

rarely 352 27.4 27.4 37.9 

sometimes 429 33.4 33.4 71.3 

always 368 28.7 28.7 100.0 

Total 1284 100.0 100.0  

without application but phone call 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

never 738 57.5 57.5 57.5 

rarely 247 19.2 19.2 76.7 

sometimes 186 14.5 14.5 91.2 

always 113 8.8 8.8 100.0 

Total 1284 100.0 100.0  

without application but received appointment letter from politician 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

never 484 37.7 37.7 37.7 

rarely 260 20.2 20.2 57.9 

sometimes 280 21.8 21.8 79.8 

always 260 20.2 20.2 100.0 

Total 1284 100.0 100.0  
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receive appointment letter from family members without application 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

never 539 42.0 42.0 42.0 

rarely 229 17.8 17.9 59.9 

sometimes 335 26.1 26.1 86.0 

always 179 13.9 14.0 100.0 

Total 1282 99.8 100.0  

Missing System 2 .2   

Total 1284 100.0   

Descriptive Statistics 

 N Mean Std. 

Deviation 

area of specialization 1284 3.51 .721 

gender consideration in 

the process of 

recruitment 

1284 2.45 1.044 

previous experience is 

required before given 

the the job 

1284 2.77 .997 

age has nothing to do 

with teachers 

recruitment 

1284 2.78 1.042 

the recruitment of 

teachers is based on 

qualification 

1284 3.49 .782 

height is not a factor 

for recruiting teachers 
1281 2.15 1.222 

others skills possessed 

is not a prerequisite for 

recruiting teachers 

1284 2.51 .963 

quantityof t eachers in 

a school is a factor for 

recruitment 

1284 2.15 .910 

application form alone 1284 2.61 1.212 

application- oral 

interview 
1284 3.07 1.037 
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application- written 

interwiew 
1284 3.35 .794 

application- written 

interview-oral 

interview 

1284 3.35 .762 

application-aptitude 

test 
1284 3.12 .835 

application-written-oral 

aptitude test 
1284 2.80 .971 

without application but 

phone call 
1284 1.75 1.004 

without application but 

received appointment 

letter from politician 

1284 2.25 1.160 

receive appointment 

letter from family 

members without 

application 

1282 2.12 1.108 

Valid N (listwise) 1279   

 

Research question 3: What are the prevailing organisational culture been practiced in 

public secondary schools in Oyo State? 

Frequency Table 

listening to teachers suggestion by the principal 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

not practiced 26 2.0 2.0 2.0 

rarely practiced 111 8.6 8.6 10.7 

sometimes practiced 644 50.2 50.2 60.8 

mostly practiced 503 39.2 39.2 100.0 

Total 1284 100.0 100.0  

the principal motivates teachers to work hard 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

not practiced 33 2.6 2.6 2.6 

rarely practiced 122 9.5 9.5 12.1 

sometimes practiced 576 44.9 44.9 56.9 

mostly practiced 553 43.1 43.1 100.0 
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Total 1284 100.0 100.0  

friendly supervision of teachers by the principal 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

not practiced 82 6.4 6.4 6.4 

rarely practiced 292 22.7 22.7 29.1 

sometimes practiced 492 38.3 38.3 67.4 

mostly practiced 418 32.6 32.6 100.0 

Total 1284 100.0 100.0  

strict decision making process 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

not practiced 104 8.1 8.1 8.1 

rarely practiced 330 25.7 25.7 33.8 

sometimes practiced 549 42.8 42.8 76.6 

mostly practiced 301 23.4 23.4 100.0 

Total 1284 100.0 100.0  

strict supervision of teacher in my work place 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

not practiced 70 5.5 5.5 5.5 

rarely practiced 354 27.6 27.6 33.0 

sometimes practiced 449 35.0 35.0 68.0 

mostly practiced 411 32.0 32.0 100.0 

Total 1284 100.0 100.0  

frequent training for teacher in secondary schools 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

not practiced 122 9.5 9.5 9.5 

rarely practiced 343 26.7 26.7 36.2 

sometimes practiced 527 41.0 41.0 77.3 

mostly practiced 292 22.7 22.7 100.0 

Total 1284 100.0 100.0  
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in-service training for teachers in my work place 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

not practiced 137 10.7 10.7 10.7 

rarely practiced 488 38.0 38.0 48.7 

sometimes practiced 473 36.8 36.8 85.5 

mostly practiced 186 14.5 14.5 100.0 

Total 1284 100.0 100.0  

training to meet up with the organizational demand 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

not practiced 221 17.2 17.2 17.2 

rarely practiced 396 30.8 30.8 48.1 

sometimes practiced 390 30.4 30.4 78.4 

mostly practiced 277 21.6 21.6 100.0 

Total 1284 100.0 100.0  

organizing staff develop programme for teachers 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

not practiced 166 12.9 12.9 12.9 

rarely practiced 307 23.9 23.9 36.8 

sometimes practiced 536 41.7 41.7 78.6 

mostly practiced 275 21.4 21.4 100.0 

Total 1284 100.0 100.0  

task autonomyis dominant in this organization 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

not practiced 66 5.1 5.1 5.1 

rarely practiced 314 24.5 24.5 29.6 

sometimes practiced 515 40.1 40.1 69.7 

mostly practiced 389 30.3 30.3 100.0 

Total 1284 100.0 100.0  
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encourages independent task performance among teachers 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

not practiced 19 1.5 1.5 1.5 

rarely practiced 211 16.4 16.4 17.9 

sometimes practiced 636 49.5 49.5 67.4 

mostly practiced 418 32.6 32.6 100.0 

Total 1284 100.0 100.0  

allows the teacher to use their discretion on the task assign to them 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

not practiced 38 3.0 3.0 3.0 

rarely practiced 168 13.1 13.1 16.0 

sometimes practiced 616 48.0 48.0 64.0 

mostly practiced 462 36.0 36.0 100.0 

Total 1284 100.0 100.0  

personal opinion does not count in this organization because of the nature of 

my job 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

not practiced 180 14.0 14.0 14.0 

rarely practiced 433 33.7 33.7 47.7 

sometimes practiced 433 33.7 33.7 81.5 

mostly practiced 238 18.5 18.5 100.0 

Total 1284 100.0 100.0  

task autonomycan improve my task performance in this organization 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

not practiced 42 3.3 3.3 3.3 

rarely practiced 307 23.9 23.9 27.2 

sometimes practiced 533 41.5 41.5 68.7 

mostly practiced 402 31.3 31.3 100.0 

Total 1284 100.0 100.0  
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Research Question 4: What are the conditions of work environment in public secondary 

schools in Oyo State? 

Frequency Table 

perimeter fence 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

not available 184 14.3 14.3 14.3 

poor 83 6.5 6.5 20.8 

fair 307 23.9 23.9 44.7 

good 340 26.5 26.5 71.2 

very good 370 28.8 28.8 100.0 

Total 1284 100.0 100.0  

school guard 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

not available 116 9.0 9.0 9.0 

poor 116 9.0 9.0 18.1 

fair 389 30.3 30.3 48.4 

good 378 29.4 29.4 77.8 

very good 285 22.2 22.2 100.0 

Total 1284 100.0 100.0  

first aid treatment 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

not available 51 4.0 4.0 4.0 

poor 253 19.7 19.7 23.7 

fair 350 27.3 27.3 50.9 

good 368 28.7 28.7 79.6 

very good 262 20.4 20.4 100.0 

Total 1284 100.0 100.0  

fire extinguisher 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid not available 341 26.6 26.6 26.6 
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poor 401 31.2 31.2 57.8 

fair 230 17.9 17.9 75.7 

good 177 13.8 13.8 89.5 

very good 135 10.5 10.5 100.0 

Total 1284 100.0 100.0  

life insurance 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

not available 453 35.3 35.3 35.3 

poor 206 16.0 16.0 51.3 

fair 233 18.1 18.1 69.5 

good 273 21.3 21.3 90.7 

very good 119 9.3 9.3 100.0 

Total 1284 100.0 100.0  

payment of leave bo  us 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

not available 19 1.5 1.5 1.5 

poor 102 7.9 7.9 9.4 

fair 194 15.1 15.1 24.5 

good 509 39.6 39.6 64.2 

very good 460 35.8 35.8 100.0 

Total 1284 100.0 100.0  

payment of salary 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

not available 8 .6 .6 .6 

poor 21 1.6 1.6 2.3 

fair 99 7.7 7.7 10.0 

good 400 31.2 31.2 41.1 

very good 756 58.9 58.9 100.0 

Total 1284 100.0 100.0  
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salary scale 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

not available 5 .4 .4 .4 

poor 197 15.3 15.3 15.7 

fair 358 27.9 27.9 43.6 

good 388 30.2 30.2 73.8 

very good 336 26.2 26.2 100.0 

Total 1284 100.0 100.0  

increment of salary 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

not available 15 1.2 1.2 1.2 

poor 92 7.2 7.2 8.3 

fair 512 39.9 39.9 48.2 

good 412 32.1 32.1 80.3 

very good 253 19.7 19.7 100.0 

Total 1284 100.0 100.0  

Promotion 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

not available 19 1.5 1.5 1.5 

poor 88 6.9 6.9 8.3 

fair 573 44.6 44.6 53.0 

good 350 27.3 27.3 80.2 

very good 254 19.8 19.8 100.0 

Total 1284 100.0 100.0  
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furniture in your office 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

not available 14 1.1 1.1 1.1 

poor 171 13.3 13.3 14.4 

fair 380 29.6 29.6 44.0 

good 462 36.0 36.0 80.0 

very good 257 20.0 20.0 100.0 

Total 1284 100.0 100.0  

office space in your school 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

not available 25 1.9 1.9 1.9 

poor 88 6.9 6.9 8.8 

fair 370 28.8 28.8 37.6 

good 574 44.7 44.7 82.3 

very good 227 17.7 17.7 100.0 

Total 1284 100.0 100.0  

 

ventilation in your office 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

not available 52 4.0 4.0 4.0 

poor 88 6.9 6.9 10.9 

fair 384 29.9 29.9 40.8 

good 439 34.2 34.2 75.0 

very good 321 25.0 25.0 100.0 

Total 1284 100.0 100.0  
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lighting in the office 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

not available 78 6.1 6.1 6.1 

poor 245 19.1 19.1 25.2 

fair 293 22.8 22.8 48.0 

good 430 33.5 33.5 81.5 

very good 238 18.5 18.5 100.0 

Total 1284 100.0 100.0  

 
 


