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ABSTRACT

This study examined the influence of classroom management on the academic performance of Senior Secondary School One (SSS1) students of Economics in some selected public and private secondary schools in Ilorin Metropolis, Kwara State Nigeria. Specific objectives of the study include:To investigate the effect of classroom management on the educational performance of secondary school students of Economics; To determine the extent to which classroom management practices influences participation of students teaching and learning Economics in secondary schools; To examine the classroom management practices used by the teachers in the selected secondary schools in enhancing performance in Economics; To examine the perception of students on the classroom management practices used for effective performance in Economics; To identify the constraints on the perceived classroom management practices used in enhancing effective performance in Economics in the study area; The population of the study comprises of all the selected secondary school teachers in both public and private secondary schools in Ilorin Metropolis, Nigeria.  A descriptive research design was  adopted in this study. Data for the study would be collected with the use of a well-designed questionnaire with the adoption of interview schedule inclusion. while the hypothesis was achieved using Chi-Square analysis. Based on the findings, it can be inferred that all the classroom management for academic performance gave high effectiveness in the performance of the students ([image: image2.png]


=1.46-2.00). Based on conclusion drawn from the findings, the following recommendations were adduced: teachers should be encouraged by government through incentive, increase in welfare and other forms of rewards on their performances on students’ excellence in secondary school subjects. There should be periodic training and retraining for teachers to be abreast of current trends in classroom management practices. Teachers should continue to review and add values to their various classroom management practices to enhance good academic performance on the long run.
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CHAPTER ONE
INTRODUCTION
1.1 Background of the Study

The concept of job satisfaction has garnered significant attention in educational research due to its critical impact on teacher performance and, consequently, student outcomes. In senior secondary schools, where the academic and personal development of students is pivotal, understanding the factors that influence teacher job satisfaction is essential for improving educational quality and achieving institutional goals.
Teachers play a crucial role in shaping the academic and social experiences of students, particularly at the senior secondary level, where students prepare for higher education and career paths. The effectiveness of teachers directly influences student achievement, motivation, and overall school climate. Therefore, ensuring that teachers are satisfied with their jobs is vital for fostering a productive and positive learning environment.

Job satisfaction refers to the extent to which individuals feel fulfilled and content with their job roles, responsibilities, and work environment. It encompasses various dimensions, including intrinsic satisfaction (e.g., sense of accomplishment, recognition, professional growth) and extrinsic satisfaction (e.g., salary, job security, working conditions).
Job satisfaction is not a new phenomenon in organizational science and behaviour (Zembylas & Papanastasiou, 2006). Attempts to improve performance in schools will never succeed if teacher job satisfaction is ignored. If employees in an organization are well motivated, they will render services to the employer and customers very efficiently and effectively (Mbua, 2003). This implies that motivated and satisfied teachers are most likely to affect the students learning positively while the opposite has negative effects on student’s performance. Educational leaders and administrators/managers have to pay special attention to the phenomena of motivation and job satisfaction.
The teaching profession ranks high on the success list of societies. Further teachers’ organizational commitment and general job satisfaction have been identified important to the understanding their work behaviours (Dorfman, 1986). Job satisfaction amongst teachers is a multifaceted construct that is critical to teachers’ retention and has been shown to be a significant determinant of teachers’ commitment. It also a contributor to school effectiveness. Studies in Ilorin west local government show that the vast majority of teachers are unhappy with their salaries, housing arrangements, benefits, workload, and status within their communities (Sumra 2004; HakiElimu 2005). The researcher assumes that poor living and working conditions have, over time, seriously eroded many teachers’ motivation to carry out their teaching and non-teaching roles in an acceptable manner. 

Recent studies carried out in a number of countries have drawn attention to the degree of job satisfaction among teachers and have shown that teachers’ work “intensification” mirrors societal trends toward overwork (Naylor, 2001; Van den Berg, 2002). Imposed and centralized system accountability, lack of professional autonomy, relentlessly imposed changes, constant media criticism, reduced resources, and moderate pay, relate to low teacher satisfaction in many developed countries around the world (Van den Berg, 2002). 

The effects of the trends include declining job satisfaction, reduced ability to meet students’ needs, significant incidences of psychological disorders leading to increased absenteeism, and high levels of claims for stress-related disability (Troman and Woods, 2000). Most importantly, teacher dissatisfaction appears to be the main factor leading to teachers leaving the profession in many countries. Thus, research into teacher satisfaction is becoming more and more important given not only that a growing number of teachers leave the profession but also dissatisfaction is associated with decreased productivity (Tshannen-Moran, Woolfolk-Hoy, Hoy, 1998). 

Like other professionals, teachers want to feel that society rewards them fairly in return for their contribution to its development. Those who feel that they are not getting a fair deal from society and are not patient enough to wait for that great day when the teachers’ condition of services will hopefully be improved to march out of the teaching profession they will quit the job (Ishumi, 1995). 

One of the greatest disappointments in the teaching profession at senior secondary schools level as noted by Mwanakatwe (1974) lack of material reward for good class room teachers. At least a secondary school leaver who does excellent work as a clerical officer can rise to the post of Permanent Secretary. Unless he/she goes for further studies and passes higher examinations, a good senior secondary school teachers cannot earn a salary beyond the scale of his/her grade, no matter how well he/she may perform in the classroom. This practice does not encourage the best and hard working Senior Secondary teachers. Those who have no patience or ability to embark on higher academic work, and who cannot tolerate geting other alternative jobs opt to quit the teaching profession. This situation has direct relation with teachers’ job performance. Sumra (2004) added that, workers who are not satisfied have shown poor performance at their work places. 

Job satisfaction is a function of a multitude of factors. If management (educational officials) will take into consideration the aforementioned those factors, workers are likely to be satisfied hence increase in job satisfaction. However, what satisfies one at work place may not in the same manner, satisfy another individual. Luthans (1992) noted that effective job satisfaction is a complex phenomenon which requires individualization. This is why Bennell and Mukyanuzi (2005) conclude that, job satisfaction in teaching profession has declined from time to time, due to various factors such as, low salary and poor working conditions.
Teachers are among public servants who suffer from job dissatisfaction in the employment industry (Sumra, 2004). He further noted that, job dissatisfaction among teachers can be noticed by massive failure of candidates year after year due to low morale in teaching, regular absenteeism, lack of regular assessment of the students and rapid movement of teachers from teaching profession to other professions. 

In the past, teachers’ were honoured by the community. They were considered as the most knowledgeable of all other employees and assumed administrative as well as political posts in the government. They were well paid, promoted on time and praised for their efforts in to developing the nation (Tiberondwa, 1975). In recent years, the community has turned down the teaching profession, and that teachers are ignored in the community due to their poor living condition (Sumra, 2004). The outher further maintains that teachers are not promoted on time, and their salaries are not regulated to tally with day to day economic hardship. In 1993 there was a teachers’ strike countrywide to pressurise the government to improve teachers’ welfare as it was then stipulated in the government notice No.459 of Teachers Service Commission (TSC) (currently TSD). On August 12, 2008, the Ilorin west local government Teachers Union issued to the government a 69 days’ notice to comply with, and meet all teachers’ demands. TTU further insisted that failure to meet those demands would lead to a nationwide strike. This again is a testimony that teachers are dissatisfied hence low job performance. 
1.2 Statement of the Problem 

In spite of various efforts made by the government of Ilorin west local government to improve teachers’ welfare, the situation has not changed much. Apart from low salaries paid to them, teachers continue to face problems in the implementation of government policies and the teaching profession (Sumra, 2004). It is very unfortunate that there are inadequate manpower development programmes (on job training), during the implementation of PEDP, in which issues on improvement of teacher quality has been questionable. In addition, teachers are still working under very difficult conditions and poor working environment. 

There is a close relationship between teachers’ satisfaction and student’s academic performance (Sumra, 2004). However, many research studies on the role of job satisfaction in relation to job performance have been done in developed countries including reseaches by Robbin, (1993), Amstrong, (1994), Luthans,( 1992), Winpisinger, (1975) and Recce et al, (1987). Most of these studies cover the developed countries environment. In addition, the studies do not adequately address the problem of job satisfaction in the teaching profession. The current study intended to bridge this knowledge gap. The study was conducted to find out how job satisfaction among senior secondary school teachers in Ilorin west local government affects their performance.

1.3 Purpose of the Study 

The general objective of this study was to determine how job satisfaction affects teachers’ performance in senior secondary schools. Specifically, this study was intended to address the following objectives;  

1. To investigate factors determining senior secondary school teachers’ job satisfaction in Ilorin. 

2. To examine the influence of senior secondary school teachers’ job satisfaction on students academic performance in Ilorin. 

1.4 Research Questions   
The Research Question for this study is as follows:

1) What are the main factors which influence teachers’ job satisfaction in Ilorin? 

2) What are the strategies employed by the government officials to ensure job satisfaction among senior secondary school teachers?   
3) What is the level of teachers’ satisfaction in Ilorin? 

4) How does teachers’ job satisfaction influence senior secondary school students’ academic performance in Ilorin? 
1.5 Significance of the Study 

The study will be particularly helpful to policy makers in that it may assist in providing policies which may satisfy teachers and enable them improve the performance of their students. The findings can also highlight various limiting factors to teacher’s dissatisfaction. Moreover, from the finding of the study possible workable solutions may be realized and used towards improving teachers’ satisfaction and would assist in improving students’ academic performance. 

1.6 Scope of the Study 

The researcher conducted the study in Ilorin, Ilorin west local government of Kwara state. However, the study findings can be generalised to other councils due to the fact that every council in the state has the same motivational and environmental characteristics. 

1.7 Definition of Terms and Variables 

The following concepts are defined in order to provide operational meanings in the context of the study as follows; 

 Extrinsic Factors: Are factors associated with teacher satisfaction, such as salary, perceived support from administrators, school safety, and availability of school resources, among others.
Satisfaction: As defined by Thorndike and Barnhart (1979:904), is the “fulfilment of conditions or desires”. a person is satisfied when his or her expectations or desires have been met. 

 In-Service Training: Refers to the learning to which one is exposed, after accepting the role of being a teacher. It is facilitating a teacher’s progression toward effectiveness.  

 Remuneration: Is defined as payment for work, which can assume a number of different forms, including a basic wage or salary, supplementary cash payments, such as shift pay and overtime pay, and benefits in kind.
 Supervisor: Is defined as “a member of the most junior level of management in the organization (Evans 1993)”. It involves those employees that control the activities of lower-level employees.  
 Promotion: Is an act of moving an employee up the organisation hierarchy, usually leading to an increase in responsibility, status and a better remuneration package. 

Job Satisfaction: Rue and Byars, (1992) define job satisfaction as an individual’s mental state about the job. 
 Supervisor’s Competency: According to Shirley, (2010), supervisor competency is a clustering of knowledge, skills, and abilities that are directly related to effective supervision performance. 
CHAPTER TWO
LITERATURE REVIEW
The chapter presents a review of related literature under the following sub- headings.
· The Conception of Job Satisfaction.

· Teachers’ Job Satisfaction. 

· Theories of Job Satisfaction. 

· Job Satisfaction and Performance. 

· Appraisal of the literature reviewed. 

This chapter reviews various books, articles, theories and research studies with the objective of getting knowledge and equipping the researcher with the necessary tools for conducting the current research. The chapter therefore, covers motivational and job satisfaction theories as well as factors or determinants of teachers’ job satisfaction based on worldwide research studies. Finally, the study synthesizes the literature by identifying the knowledge gap that the researcher intends to fill. 

2.1 The Conception of Job Satisfaction 

Job satisfaction can be viewed as a pleasurable or positive emotional state resulting from the appraisal of one’s job experience (Locke, 1976). When a job has fulfilled one’s expectation, there is certain, job satisfaction. Basically, job satisfaction is about liking your job and finding fulfilment in what you do. It combines an individual’s feelings and emotions about his/her job and how it affects one’s personal life. 

Job satisfaction is directly linked with some organizational phenomena, like hierarchy, and supervision. Workers prefer decentralized administration. Participation in decision making can bring job satisfaction. Smith, et al., (1969) have suggested five job dimensions that represent the most important characteristics of a job about which people have affective response. Firstly, they reduce the work itself: the extent to which the job provides the individual with interesting tasks, opportunities for learning, and the chance to accept responsibility. Secondly, it is the pay which includes the amount of financial remuneration that is received and the degree to which this is viewed as equitable vis-à-vis that of others in the organization. Thirdly, are the promotion opportunities, the chances for advancement in the hierarchy, and finally is the supervision aspect, which is the ability of the supervisor to provide technical assistance and behaviour support to the co-workers or the degree to which fellow workers are technically proficient and socially supportive (Luthans, 1995). 

In terms of definitions, there is no generally agreed definition of teacher job satisfaction or of what constitutes teacher satisfaction although there might be some international trends such as, the notion that teachers are most satisfied by matters intrinsic to the role of teaching: student achievement, helping students, positive relationships with students and others, self growth and so on (Van den Berg, 2002). It is generally argued that, context seems to be the most powerful predictor of overall satisfaction. As Cherniss (1995) points out, people can make their lives better or worse but what they think, how they feel and what they do are strongly shaped by the social contexts in which they live. 

Thus, job satisfaction is a “pleasurable or positive emotional state resulting from the appraisal of one’s job” or job experience. It is a result of employees perception of how well their job provides those things which are viewed as important (Luthans,1992)”. It is generally recognized in the organizational behaviour field that job satisfaction is the most important and frequently studied attitude. Therefore, satisfying or delighting employees is a pre-requisite to satisfy or delight customers, thus protecting the “bottom line” as what Carnegie (1981) says:

2.2 Teachers’ Job Satisfaction 

There are many studies and literature about job satisfaction. Evans (1998) identified the factors affecting the teacher’s job satisfaction at different levels. 

Level I: Policy, condition of service and pay structure. A good pay structure brings more satisfaction.
 Level II: Leadership style (of head teachers or senior teachers) and organizational climate. This level includes the pattern of management of the schools, method of accountability of the teachers, level of local people interference and  freedom of teachers etc.
 Level III: This level suggests the types determinants of job satisfaction. Typically, individuals need expectations fulfilment or values congruence. Individual’s norms, values, personality and emotion are reflected in this level. 

Leadership plays an important role on job satisfaction. Head teachers who adopt laissez-faire styles of leadership for example, may be considered to exert very little influence on the school-specific circumstances and situations that potentially affect teacher’s morale, job satisfaction and motivation. Evans, (1998:3) contends as follows; 

“Teachers are feeling disillusioned, demoralized and angry at being forced to carry out unpopular government policies, while being constantly blamed for society’s ills. They are fed up with having to teach children in ever larger classes, working in schools which are dilapidated, underfunded and overstretched”. 
This statement shows that teachers are dissatisfied. The way individual teachers view themselves as contributors to the whole school, appear to be important to their level of satisfaction beyond the classroom, and the formation of this view of teachers is related to their school culture environment (Lortie, 1975). Cultures with characteristics expressed in terms of collegiality and collaboration generally, are those types that promote satisfaction and feelings of professional involvement of teachers, (Hargreaves, 1994). Other types of cultures that create, maintain, and reinforce isolation do little to help teachers resolve issues or to learn new techniques to help them teach. These cultures of isolation and balkanization, actually, contribute to teacher’s dissatisfaction and loss of certainty about their professional competence as indicated in the quotation above. 2.3 Theories of Job Satisfaction 

2.3.1 The Fulfilment Theory 
This theory was job satisfaction as dependent on how much of a given outcome or group of outcomes a person receives (Lawler, 1973). According to Maslow, lower needs take priority. They must be fulfilled before the others are activated. There is some basic common sense here – it is pointless to worry about whether a given colour looks good on you when you are dying of starvation, or being threatened with your life. There are some basic things that take precedence over all else. According to the theory, if you are hungry and have inadequate shelter, you will not go to church. Similarly, when teachers have social or family problems cannot work hard. 

2.3.2 Discrepancy Theory 
The theory is concerned with the individual needs and wants. Individual needs and wants affect satisfaction of a worker as human being. If she/he cannot fulfil the needs she/he will be dissatisfied. Even if some needs are fulfilled and some are not fulfilled it makes workers dissatisfied (Lawler, 1973). Discrepancy theory provides a methodology for translating specific performance problems into training events aimed at reducing the gap in current versus desired level of performance thereby, increasing performance. Discrepancies affect motivation in the sense that an individual seeks to relieve the tension brought about by the felt needs and strives to reduce anxiety. Motivation is the compelling force that activates the learner as he or she strives to achieve balance by reducing the discrepancies between what is and what ought to be. In this case, if teaching job does not resolve teachers needs for which they are working, their performance can be weakened. 

When teachers become aware of a deficiency in their competence they are motivated to learn, and the anxiety caused by the discrepancy between what they know and what they need to know drives them to make the required effort (change of behaviour). Thus, job satisfaction (or lack of it) arises from the discrepancy between what income an employee thinks he or she deserves to get and is actually getting, as well as what income others deserve and are actually getting. 

2.3.3 Equity Theory 
This theory suggests that the main way in which a person evaluates his job is by comparison with another person. The comparison is supposed to be made in the form of a ratio of the input in the job situation to then outcomes obtained from it. If the ratio compares unfavourably with that of others then a feeling of inequity and dissatisfaction results. The theory focuses on people’s perceptions about the individual treatment among groups (a reference group). Equity involves a comparative process of feelings and perceptions of various individuals. It is not synonymous with equity, which means treating everyone the same, since this would be inequity if people are treated differently. Equity theory states that people will be better motivated if they are treated equitably and demotivated if they are treated inequitably. It explains only one aspect of the process of motivation it may be significant in terms of morale (Herzberg, 1992).
2.3.4 Dispositional Theory 
This is a job satisfaction theory. Traits present specific ideas about a person’s disposition (the way a person is likely to behave across situations as well as over time). Human behaviour and personality traits can be placed on a continuum or organized into a hierarchy. A trait is any readily-identifiable, stable quality that characterizes an individual from other individuals. Traits serve three major functions to summarize, predict, and explain a person’s conduct. Theorists are Gordon Allport (1897-1967), Raymond B. Cattell (1905-1998); and Hans J. Eyesnck (1916-1997). Gordon Allport (1897-1967) each individual has a unique set of personality traits of which he called these personal dispositions. 

The defining assumptions of the Dispositional Strategy are that personality is the set of enduring characteristics innate to the person. These characteristics influence people’s interactions with others and their environment. Dispositions are presumed to be relatively enduring and stable, producing some degree of consistency in behaviours across times and circumstances. However, dispositional psychologist often cautions this assumption, because it has to be understood in light of several further distinctions. 

Most dispositional psychologist conceptualizes an individual’s enduring dispositions as permanent, inherent elements of personality and distinguishes them from temporary conditions, or states. States result from transient situations or conditions like illness, fatigue, or sudden changes in life circumstances. For example, trait anxiety is only a predisposition to be anxious. People high in trait anxiety will not necessarily be anxious all the time, but they will be more anxious more often and more readily than a similar person who is low in trait anxiety. A person low in trait anxiety may exhibit state anxiety only under highly stressful conditions. According to Hackman and Oldman (2007) dispositional theory is a model used to study how particular job characteristics impact on job outcomes, including job satisfaction of teachers. This in turn, influences work outcomes (job satisfaction, absenteeism, work motivation) and students’ performance. 
2.3.5 Herzberg’s Motivation-Hygiene Theory (Two Factor Theory) 
Herzberg (1959) performed studies to determine factors leading to job satisfaction or dissatisfaction. In his studies Herzberg found that the factors causing job satisfaction and presumable motivation were different from that causing job dissatisfaction. As a result, he developed the motivation-hygiene theory to explain these results. Herzberg called the satisfiers motivators and the dissatisfies hygiene factors, using the term “hygiene” in the sense that they are considered maintenance factors that are necessary to avoid dissatisfaction but that by themselves do not provide satisfaction. The following table presents the top six factors causing dissatisfaction and the top six factors causing satisfaction, listed in the order of higher to lower importance. The motivator and the hygiene factors are as follows:

2.4 Job Satisfaction and Performance 

Job performance is the way employees perform their work. It is the degree to which a job is done well or badly, and an accomplishment of work related tasks or skills by employee or trainee. It also refers to specific skills or overall performance. According to Lawler, & Porter, (1967), there is a relationship between Satisfaction and Performance. Some indications of the level of job satisfaction can be derived from the analysis of labour turnover, absenteeism or grievance rates. However, these are only symptoms. A proper analysis of job satisfaction leading to a diagnosis of the cause of any problems is best carried out by an attitude survey. A properly conducted attitude survey can provide general information on attitudes and feelings as a basis for formulating policies. 

Vroom, (1964) argued that, it is not increases in job satisfaction that produce improved job performance, but rather improved performance increases satisfaction. This is certainly true in the sense that individuals are motivated to reach certain goals and will be satisfied if they achieve these goals through improved performance. But individual goals can be satisfied in other ways besides working harder or better improved performance is not a necessary or the only factor in improving satisfaction. Further, Brayfield and Crockett (1955) suggest that productivity is seldom a goal in itself but it is more commonly a means to goal attainment. Therefore, we might expect high satisfaction and high productivity at work place when these conditions are met.

2.4.1 The Teachers’ Salaries and Teachers’ Job Satisfaction 
Literature indicates that Job satisfaction in developing countries is affects the status of the teaching profession due to low salaries and poor conditions of services. The low level of motivation has been attributed to low salaries and poor conditions of services. Lack of accommodation and other incentives has de-motivated teachers in most of the countries. It has been argued that, low job satisfaction is bound to affect the quality of education provided in the country (Bennel and Mukyanuzi, 2005; Komba and Nkumbi 2008). 
2.4.2 Geographical Locations and Teachers’ Job Satisfaction 
Both urban and rural locations have their own special challenges for teachers. Teachers teaching in urban areas tend to have lower levels of job satisfaction than those in rural areas because teachers’ workloads is quite a bit lower in urban schools than in rural areas. To some extent, differences in job satisfaction levels aredue to the  different qualification profile of teachers in rural and urban schools. Increasingly, this difference can be attributed to the much higher living costs and other demands that urban teachers have a deal with on daily basis (Bennel and Makyanuzi, 2005). Teachers are generally unsatisfied with many aspects at their working condition likely to affect their motivation.

2.4.3 The Relationship between Job Satisfaction and Teachers Performance 
Job performance is the way employees perform their work. It is the degree to which a job is done well or badly and an accomplishment of work related tasks or skills by employee or trainee. Further, it may refer to specific skills or overall performance. Some indication of the level of job satisfaction can be derived from the analysis of labour turnover, absenteeism or grievance rates. But these are only symptoms: A proper analysis of job satisfaction leading to a diagnosis of the cause of any problems is best carried out by an attitude survey. A properly conducted attitude survey can provide general information on attitudes and feelings as a basis for formulating policies. 

2.5 Appraisal of the literature reviewed 

The literature reviewed on job satisfaction has indicated factors related to personality, geographical and demographic characteristics. The factors include the degree to which the job is unconventional, the manager’s behaviour towards the worker, and worker’s communication with co-workers, salary and social benefits. The reviewed literature however, reflect most of the experiences from the developed countries which cannot necessarily represent the situations in developing world like Ilorin west local government where teachers’ morale for work is low (Davidson 2005: Sumra, 2004). Teachers have several times threaten to strike in an attempt to force the government to increase their salaries and make their work environment better. Teachers’ morale to work seems to be demoralized as implied in the students’ level of academic performance. The current study investigated the determinants of job satisfaction among teachers and their impact on teachers’ performance and students’ overall academic achievement.
CHAPTER THREE
RESEARCH METHODOLOGY
This chapter is the chapter that deals with the methodology adopted in carrying out the research. The methods are as follows: research design, population for the study, sample sampling technique, research instrument, validity of the instrument, reliability of the instrument, procedure for data collection, and procedure for data analysis.
Research methodology is a tool used to answer a research question. Research methodology directs the way a research study should be done as an important task in any research work (Creswell, 2003). Kothari (1993) contends that, research methodology is a way to systematically solve a research problem. It is normally understood as a science of studying how research is done, that is, steps adopted in the study along the logic behind them. Therefore, the approach selected in this study involved mainly qualitative with few cases of quantitative approach. 

3.1 Research Design 

Research design is a protocol that determines and influences the condition with ground rules for collection and analysis of data. The study used a mixed model design for data collection and analysis. The reason behind the use of this design emanates from its flexibility in terms of data collection and analysis (Creswell, 2003). The study used qualitative approach as multi-method in focus, using an interpretive and naturalistic approach for data collection. It implies an emphasis on qualities of entities, processes and meaning that cannot be experimentally examined or measured in terms of quantity or frequency (Mason, 1998). The use of mixed model design enabled the researcher to obtain a wide range of participants’ views and opinions on the topic of the study. 
3.2 Target Population for the study 

According to Opie, (2007), population is the entire cohort of subjects that a researcher is interested in. For the purpose of this study, the target population involved senior secondary school teachers, head teachers and educational administrators. 

3.3 Sample and Sampling technique 

Fraenkel and Wallen, (2000) define a sample as a smaller group of subjects drawn from the population in which a researcher is interested in gaining information and drawing conclusions. It involves a process where a researcher extracts from a population, a number of individuals so as to represent adequately, a larger group. The sample size for this study comprises of 127 teachers,5 adminisrators and 5 school zonal inspectors. The total number of respondents is 137.
The research respondents included Education Officers, School Inspectors and teachers. For teachers, the researcher used purposive sampling because they are the mostly affected group expected to give the required data which reflect the real life situation, which is the working environment. Cluster sampling was used to get one hundred and twenty seven teachers. For the educational officers, the researcher used simple random sampling to obtain sample with equal representativeness as they are educational administrators responsible for among other things, maintaining job satisfaction to teachers. 

3.4 Research instrument 

Questionnaires were used for data collection. Different types of self-administered questionnaires were prepared and distributed in order to gather information. The questionnaires gave respondents the freedom and opportunity to write their facts and opinions because of the confidentiality which was ensured. Non-structured questionnaires were used to obtain data freely with flexibility of participants in delivering whatever information which was considered important for the study. Then, questionnaires were administered to the teachers, ward education officers, head teachers, and officers. 

3.5 Validity of the instrument 

Key, (1997) as well as Twycross and Shields (2004) agreed that validity can be defined as the point to which a test measures what it is supposed to measure. Thus the items of the scale were maintained after they were vetted by DEO staff, inspectorates and school teachers. Out of the 70 items originally developed; only 29 were refined. Even so before the analysis two more items were removed from the scale. These two items were related to distance to and from the school and how it affects the students learning at school and at home respectively. These were considered to be outside of the control of parents. 
3.6  Reliability of the instrument 

The questionnaire was subjected to a scale test and reliability was assessed based on the Cronach’s alpha from the test. Various authors like Fiel (2008) and Pallant (2011) recommends an alpha coefficient of 0.7 and above to infer sufficient internal consistency (reliability). A scale test based on the final list of 27 items of the parental involvement scale returned an alpha coefficient of 0.87. This was considered to be reasonably reliable. 

3.7  Data Analysis procedure 

Data from questionnaire were entered into SPSS and merged with data from DEO office to generate a complete data sheet. Questionnaire with missing data on some of the items were kept as SPSS has a way of excluding such cases from the analysis. Before subsequent analysis, examination score were tested for normality using histogram. The results presented in chapter 4 figures 4.1. This figure shows that the scores are normally distributed with mean of 98.77 and S.D of 28.93.
3.8  Procedure for Data Collection 

The procedure for data collection is as follows:

The researcher visited all the sampled schools and distributed the questionnaire through the vice principals of the schools and the completed questionnaire was later collected back.
CHAPTER FOUR
ANALYSIS, RESULTS AND DISCUSSION
This chapter presented the summary of the results found for the study. Research questions were answered using means and standard deviations. The analysis of the data was presented according to each specific research question. A summary of the result obtained was made at the end of each question. They are presented in the following sub- headings; Analysis, Summary of Major Findings, and Discussion.

4.1 Presentation of Biographical Information

The following tables show the frequency and percentage of the bio-data of the respondents:

Table 4.1: Classification of the respondents by Status

	
	Frequency
	Percentage

	Teacher
	127
	92.70

	Sch. admin
Sch.Zonal inspector
	5
5
	3.65
3.65


	Total
	137
	100


Table 4.1 shows the classification of the respondents by status where 127 or 92.70% of the respondents are teachers while 5 or 3.65% are School administrator and 5 or 3.65% were school zonal inspectors.

Table 4.2: Gender classification of Teachers

	Variables
	Frequency
	Percentage

	Male
	35
	25.5

	Female
	102
	74.5

	Total
	137
	100


Table 4.2 revealed that the total of 35 or 25.5% male  responded to the study, while the 102 or 74.5% females responded to the questionnaire instrument. This shows that the population distribution was favourably distributed.

Response to Research Questions

This section presents response to the various research questions raised in chapter one of this research.

Research Question1: What are the main factors which influence teachers’ job satisfaction in Ilorin?
To answer this research question, opinion of teachers and school admin. were sought, analyzed and interpreted as contained in the table below.

Table 4.3: Opinion of teachers and school administrators on teachers job   satisfaction.
	Respondents
	N
	Mean
	Std. Dev.
	Std. Error

	Teachers
	127
	6.98
	3.57
	.94373

	School admin.
	10
	14.16
	8.70
	1.0077

	Total
	137
	10.57
	6.135
	

	Mean
	
	2.5
	
	


Table 4.3 shows the respondents opinion on the adequate instructional materials in teaching economics in senior secondary schools in Kwara state. The table revealed that total mean of 10.57 which is higher than the standard mean of 2.5. This shows that difference exists in the opinions of the respondents on the availability of instructional materials in teaching economics in senior secondary schools in Kwara state.

Research Question 2:  What are the strategies employed by the government officials to ensure job satisfaction among senior secondary school teachers?   
In respect of the research question two, opinion of teachers and zonal inspectors were sought, analyzed and interpreted as contained in the table below.

Table 4.4: Opinion of respondents on ensuring job satisfaction among senior secondary school teachers. 
	Respondents
	N
	Mean
	Std. Dev.
	Std. Error

	Teachers
	127
	13.92
	3.4643
	.47251

	Zonal inspector
	10
	22.43
	2.6429
	.82450

	Total
	137
	18.175
	3.0536
	

	Mean
	
	2.5
	
	


Result of the respondents opinion on table 4.4 on the influence of availability of instructional materials on students‟ academic performance in economics in senior secondary schools in Kwara state revealed the total mean of 18.175 which is higher than the standard mean of 2.5. This result represents the fact that differences exist in the opinions of the respondents on the availability of instructional materials and students‟ academic performance in economics in senior secondary schools in Kwara state.

 Research Question 3:  What is the level of teachers’ satisfaction in Ilorin? 

To answer this research question, opinion of respondents were sought, analyzed and interpreted as contained in the table below.

Table 4.5; Opinion concerning teacher’s level of satisfaction.
	Respondents
	N
	Mean
	Std. Dev.
	Std. Error

	Teachers
	127
	16.872
	1.6057
	2.6079

	Students
	10
	5.3452
	3.0452
	.97491

	Total
	137
	11.1086
	2.3254
	

	Mean
	
	2.5
	
	


Table 4.5 presents the descriptive analysis of the respondents‟ opinion concerning teachers use of instructional materials in teaching economics in senior secondary schools in Kwara state. Specifically, the table revealed the total mean of 11.1086 which is higher in value than the standard mean of 2.5. This result signifies that there is difference in the opinion of the respondent on the teachers use of instructional materials in teaching economics in senior secondary schools in Kwara state.

Research Question 4: How does teachers’ job satisfaction influence senior secondary school students’ academic performance in Ilorin? 

In respect of the research question four, opinion of teachers and school administrators were sought, analyzed and interpreted as contained in the table below.

Table 4.6: Opinion on the impact of teachers’ job satisfaction on senior secondary school students academic performance.
	Respondents
	N
	Mean
	Std. Dev.
	Std. Error

	Teachers
	127
	9. 485
	3.6000
	.1017

	School admin.
	10
	18.057
	7.5714
	. 0152

	Total
	137
	13.771
	5.5857
	

	Mean
	
	2.5
	
	


Table 4.6 presents the descriptive analysis of the respondents‟ opinion on the impact teachers‟ improvisation of instructional materials have in teaching of economics in senior secondary schools in Kwara state. Specifically, the table revealed the total mean of 13.771 which is higher in value than the standard mean of 2.5. This result signifies

that differences exist in the opinions of the respondents on the teachers‟ improvisation of instructional material in teaching of economics in senior secondary schools in Kwara state.

 4.2 Discussion of the Research Findings 

On the determinants of job satisfaction among senior secondary schools teachers in Ilorin, the study revealed a very low level of satisfaction among teachers (in average less than 23%) in the following variables; school supervision; communication and feedback; availability of teaching and learning materials; school- parents relationship; teachers’ salaries; on job training; teachers promotion system, (bar system); leave payment for teachers, the availability of public transport facilities; and satisfaction with teaching profession. Specifically, it was first found that teachers’ attendance was negatively affected by the distance from their home residence. Secondly, bar system in salary scaling acted as a punishment for teachers who did not go for further training despite the fact that they remained in schools teaching. This was the discouragement for the teachers who remained at school working very hard. Thirdly, it was found that school leadership plays an important part for teachers and students’ performance. 

On the effect of the teachers’ job satisfaction, the study found that teachers job dissatisfaction affect negatively the teachers and students’ performance in senior secondary schools. The impact of teachers’ job satisfaction was recorded on students learning outcomes; impact on teachers turnover and absenteeism; impact on teaching and learning; and impact on preparation of students reports. 

                                                       CHAPTER FIVE 
                         SUMMARY, CONCLUSION AND RECOMMENDATIONS 

This chapter consists of summary of the study which shows the purpose of study and data collection methodology also research findings and analysis, conclusion and recommendations. It presents the summary of research findings, conclusion and recommendations. The study aimed to examine the extent to which job satisfaction affect effective teaching and students’ academic performance. The data were collected through focus groups discussions, interviews and documentary reviews. The study involved a sample of respondents which included: district education officials, senior secondary school teachers, school inspectors and ward education coordinators. The data were analyzed qualitatively by coding and describing the findings basing on their themes and categories. Data were finally presented and discussed in chapter four while conclusion, summary and recommendation is made in this chapter. 

5.1 Summary of the Study 

In carrying out this study, the research process was guided by research objectives and questions. The purpose of this study was to determine how job satisfaction among senior secondary school teachers affects their job performance. Specifically, the study was guided by the following research tasks and questions 

 What are the determinants of job satisfaction among senior secondary schools teachers in Ilorin? 

 How does teachers’ job satisfaction affect both teachers and students’ performance in senior secondary schools? 

The study was guided by a Conceptual framework for which variables such as inputs, environmental process and output were analysed. Inputs are the factors which are assumed to influence teacher’s level of satisfaction in their job of teaching. The process factors are assumed to transform variables into the output (job satisfaction). The outputs are the possible outcome of job satisfaction among the senior secondary school teachers. The model of the conceptual frame work was adapted from Bronfenbrenner and Morries (1998) system model. 

The study adopted mainly qualitative approach although in few cases the researcher used quantitative approach. A case study design was used for the reason that it was flexible in terms of data collection and analysis. The study population involved the educational officials at municipal level and senior secondary school teachers. The researcher used interviews, documentary reviews and questionnaires for data collection. 

5.2 Conclusion 

On the basis of the study findings and discussion, the following conclusion have been reached. Firstly, there is clear link between job satisfaction among teachers and students and teachers performance in teaching and learning. Secondly, Senior Secondary teachers did not get their rights; leave, promotion, house, in-service training just to promote their professional standard, and this discouraged teachers to work. Thirdly, the top-down communication patterns that exist in the education system was a barrier for teachers to address their professional problems. For example, educational officials from Ministry level could not meet with teachers to discuss matters facing teachers and students. Fourthly, the parents were not seriously following up the academic development of their children. Finally, the limitation in the availability of teaching and learning materials such as textbooks was partly due to lack of libraries in schools for proper storage of books. 

5.3 Implication of the Study 
5.3.1 Recommendation for Educational Managers 
On the basis of the research findings and discussions, the following recommendations are made to government, educational leaders, community and parents. 

 Educational officers should ensure that teachers are not only aware of their rights, but also are met without waiting for teachers unnecessary reactions. For example, teachers should get their rights as stipulated in the standing order including promotion on time and opportunities to attend teachers’ professional training programs. 

 Working conditions should enable teachers to concentrate on their professional tasks, and promote effective learning. Therefore, teaching and learning facilities are supposed to be made available adequately, at school. 

 The community should be part and parcel of school development programs, so as to ensure better performance and parents should support teachers by contributing funds, building materials and food supplies for their children while at school. Therefore, parent commitment and seriousness is required for effective follow up of their children progress. 

 It was found that  school inspectors were only playing an advisory role in dealing with the teachers’ problems such as absenteeism. It is therefore recommended that school inspectors should be given powers to directly take action against these problems without waiting for reactions from DEOs who in some cases delay in taking actions. 

 Since some schools are located in remote areas within Ilorin, it was recommended that the government should offer incentives in form of hardship allowances to teachers in remote schools to motivate them. 

 Lack of facilities such as textbooks in schools was partly due to lack of limited financial power. It is therefore recommended that, the provision of capitation grants to schools should not only base on the number of students in schools because there are some expenses which bear fixed costs such as electricity and water. 

 Lack of library facilities in most schools has been found to be the reason for poor storage of books and materials and therefore destruction of textbooks. It was therefore recommended for all schools to establish and use libraries for proper storage of book materials. 

5.3.2 Suggestion for Further Studies 
Since this study was confined itself to investigate the extent to which job satisfaction affects teachers and students in Ilorin, especially in public schools, there is need to conduct a similar study to involve more private schools. 

The study covered only one small geographical area, Ilorin. it is therefore impossible to generalize the findings country wide. There is consequently a need for further studies covering wide geographical areas for comparative purposes. There is need to conduct quantitative research in similar areas in order to test job satisfaction variables against students’ academic performance. Such a study can provide us with more opportunity to prove various hypotheses with statistical significance.
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APPENDIX A
FACULTY OF EDUCATION, EKITI STATE UNIVERSITY, ADO-EKITI, NIGERIA
QUESTIONNARE FOR TEACHERS
Dear respondent 

I am a Undergraduate student at the Faculty of Education Ekiti state University, Ado-Ekiti, who is doing a research study on how job satisfaction affects teachers’ performance in senior secondary school

 You are hereby asked to participate in the study by providing your views and information on what you consider authentic information for each question. Feel free to give your own views and information on this matter according to the best of your knowledge. This study is conducted for academic purposes, thus I would like to assure you that your responses will only be used for the same purpose and not otherwise. 

Thanks for your anticipated cooperation.

ISIAQ, A. O

Instructions 
Please tick only once, against the answer of your choice. 

Questions:- 
1. Male / Female ……………………………………………. 

	2. Age 20 - 35 
	35 – 45 
	45 - 60 

	. Education Certificate Diploma 
	Degree 
	Masters 
	Any other 


5. The way my job provides for security in my position 

a) Satisfied ( ) 

b) Little satisfied ( ) 

c) Highly satisfied ( ) 
6. The competence of my supervisors in making decisions 

a) Satisfied ( ) 

b) Little satisfied ( ) 

c) Highly satisfied ( ) 
7. Availability of teaching and learning materials 

a) Satisfied ( ) 

b) Little satisfied ( ) 

c) Highly satisfied ( ) 
8. Conducive Working environment 

a) Satisfied ( ) 

b) Little satisfied ( ) 

c) Highly satisfied ( ) 
9. Current level of promotion compared with the number of years I have worked 

a) Satisfied ( ) 

b) Little satisfied ( ) 

c) Highly satisfied ( ) 
10. The amount of salary I get in comparison with what other workers with same qualification (education) gets in other fields in the government 

a) Satisfied ( ) 

b) Little satisfied ( ) 

c) Highly satisfied ( ) 

11. The extent to which I am involved in curricula change 

a) Satisfied ( ) 

b) Little satisfied ( ) 

c) Highly satisfied ( ) 
12. Communication between your supervisor / head teacher and staff 

a) Satisfied ( ) 

b) Little satisfied ( ) 

c) Highly satisfied ( ) 
13. Commitment of my staff to work 

a) Satisfied ( ) 

b) Little satisfied ( ) 

c) Highly satisfied ( ) 
14. Refresher courses / in – service training programs provided 

a) Satisfied ( ) 

b) Little satisfied ( ) 

c) Highly satisfied ( ) 
15. The extent to which my responsibilities are in line with job description. 

a) Satisfied ( ) 

b) Little satisfied ( ) 

c) Highly satisfied ( ) 
16. The way in which instructions from higher authority reach you for implementation 

a) Satisfied ( ) 

b) Little satisfied ( ) 

c) Highly satisfied ( ) 

17. The way teachers’ disciplinary matters are handled 

a) Satisfied ( ) 

b) Little satisfied ( ) 

c) Highly satisfied ( ) 
18. The distance from home to your work place? 

i. 1 – 2 km ( ) 

ii. 2 – 3 km ( ) 

iii. 3 – 4 km ( ) 

iv. More than 5 km. ( ) 
19. Please tick against the allowances which you get at work. 

i. Medical allowance ( ) 

ii. Transport allowance ( ) 

iii. Horse allowance ( ) 

iv. Any other, please mention. ( ) 

Please tick YES if the statement is true and tick NO if the statement is not true 

20. Did you get in-service training for the past 10 years 

Yes No 

21. Are there teachers who have quit teaching in your schools? 

Yes No 

22. Do parents make follow up of their children’s performance? 

Yes No 

If the response is ‘NO’ please explain ………………………………………….
23. Are children in your school / schools provided with lunch? 

Yes No 

24.If you get any other job with same salary, will you quit teaching? 

Yes No 

25. Are you satisfied with decision making at your work place? 

Yes No 

26. Do promotion opportunities in your work place satisfy you? 

Yes No 

27. Does your current pay satisfy you compared with the amount of work you do? 

Yes No 

28. Do the present working conditions at your work place satisfy you? 

Yes No 

29. Does your present job give you chances for advancement? 

Yes No 

30. Are you satisfied in the system of promoting teachers? 

Yes No 

31.Are interpersonal relationships at your work place satisfay? 

Yes No 

32. Do you think community recognizes your service? 

Yes No 

33.Is it true that teaching in urban areas is more satisfying than in rural areas? 

Yes No 

34. Mention factors which you think if implemented will lead to job satisfaction at your work place, Provide as many ideas as possible?

viii

