JGB SATI SFACTI ON. AND PERFCRVANCE CF TEACHER
EDUCATCRS | N PLATEAU STATE, (STATE AND
FEDERAL TEACHER EDUCATCRS COMPARED)

BY

A N EZENNE B.Sc. (HONS) U N N

A REFARCH PROECT REFORT

SUBMITTED IN PARTIAL FULALLMENT OF THE
REQUIREMENTS FOR THE DEGREE OF MASIER OF
EDUCATION.

IN
EDUCATIONAL ~ ADMINISTRATION AND  PLANNING

DEPARTMENT OF EDUCATION
AHMADU BH.LLO UNIVERSTY

ZARIA.

JUNE, 1979.



APPROVAL PrGE

DEPARTHERT OF ZDUCATION
AMIADU BELLO UNIVERSITY
4 ARIA

The undersigned certify thnt they hove rcnd,
and recormernd to the Foculty Board of
Bdueation for ncccptonec, a project cntitled:

JOB SATISFACTION KD PERFORMAWCE OF T./CHIR

EDUCATORS IN PLALBAU SY.TE.

[ ————————————e e RSP T T DRl e £l ] b et

—— g g S S S e A S S s S S B e e S S L -

Le 1o LBZEWNNE, y
Subnitted by =-eeslemiocscaeslo :
in partial fulfillamt of the requircuents for
the degree of _ MASTEX OF EOUC.TION. ..

_Supcervizo

I

- - a ’// i
A

ras
-~

Intemnl Jgxaniner,




ABSTRACT

The purpose of this study on job satisfaction and teacher
performance is to find out whether there is job dissatisfaction
anong State and Federal teacher educators, and the effects of
job dissatisfaction on teacher perfornmance in Plateau State.

It appears to the investigator that the Federal teachers
deployed to the State for the purpose of training teachers
for the U P.E Schene are not satisfied with their conditions
of service inthe State. The State teacher educators on the
ot her hand appear to be satisfied, with their jobs and to be
enjoying better conditions of service than their Federal
counterparts. This unequal treatnent of the two groups of
teachers appears to be affecting the behaviour of Federal

teachers in that State.

Three types of questionnaire were used to collect data.
The first type was given to teacher educators and it contained
questions on conditions of service and job satisfaction
The second and third types were given to students and school
admnistrators respectively for the rating of teacher
performance. The responses collected were converted to raw

scores and the neans of the scores were calculated. The



test of significance was used to conpare the nean scores of

State and Federal teacher educators.
The hypot heses formul ated were tested. The first

hypot hesis that job satisfaction is higher for State than

for the Federal teachers was tested and found to be true.

The second hypothesis that job dissatisfaction is related to
the retention of Federal teachers was al so accepted. The |ast
hypot hesis that there is no difference in the performance of
State and Federal teachers was rejected. It was found that
Federal teachers have hi gher performance than State teachers.
It is believed that dissatisfied teachers are not necessarily

| ess productive than satisfied workers.

Sal ary, pronpt confirmation of appointnent to deserving
t eachers, pronotion, appointrment of admnistrative posts and
ot her soci o-enotional rewards are very inportant factors in
the conpensation structure of any institution. These rewards
If not carefully distributed according to performance can
cause job dissatisfaction anong the teachers. Job dissatis-
faction can also affect the performance of teachers. It is
inportant that rewards and sanctions should be distributed
according to performance in order to support conpliance to the
organisation's rules and regulations and by so doing the
teachers wll inprove their productivity.
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Chapter 1

JOB S5 TISFACTION AND PERFORM-ICm OF TE#

INTRODUCT ION:

The success of the teacher education program in Nigeria
depends *o a large extent upon the quantity, cuality and
devotion of the teachers engaged in the program and upon the
effectiveness with which the teachers discharge individual and
group responsibilities. It is generally accepted that teachers
are the hub of any educational system., The school plant, money,
well designed programs and good leadership are all essential,
but the most crucial single element in the educative process
is the competency of the teachers charged with the task of
effecting desirable changes in young people in the classrooms,
It is therefore clear that the effectiveness of the tesacher
is the determining factor for the success or failure of any

educational objective. According to Ukeje, (1966:132) "The central



importance of the teacher and particularly his training in
“ the whole educational process can ﬁaidly b§ ovef emphagized,
. To initiate, establish, administer, and appralse policies,
1
programs and procedures which will.help to attract, retain and
| ;develothheIQuaﬁéity.aﬁﬁ éﬁélif& oflféﬁchéré required to
execute the teacher training prograas successfully in Nigeria
is not at all an easy task. A good compensation plan is
necessar& fof.fhe fééchéfs. The comﬁensation strﬁcture should
be able to withstand the rigors of personnel grievances, nnd
public criticism and at the same time have the gualities fo
attact and retain coﬁpéféﬁt péfsﬁnﬁei in the teacging service,
Good provisions should also be made for the general wellare of
school personnel especially for the interest of those who intend
to dedicate their careers to the cauéé;;f educatioﬁ.
The Universal Primary Bducation (U.P.E.) was introduced

in Nigeria in 1976, This primary education scheme is o form

of mass educatioh which calls for a high quantity of teachers
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to cope with the explosion in the number of primary school
children. To a great extent, the success or failure of this
program depends on the quantity and quality of the teachers in
the scheme. Recently, the demand for formal education in
Nigeria has been very high and this may be due to the realisation
that education will improve the general well-being of the
individual and that of the society at large.

Shortage of teachers and retention of those already in
the sefvice are very crucial matters in our educational
development., A good compensation plan grounded in the realities
of finance should be provided and effected, and this should
lead to job satisfaction and higher performance among the
teachers, Job eatisfaftion among the teachers will help to
retain teachers and these together will enhgnce the success
of the current Universal Primary Education Scheme,

Presenting a paper on the problem of recruitment, retention,

promotion, transfer and discipline of teachers, Fafunwa (1977:132)



said:

"Cne of the major problems confronting teaching
in Nigeria today is how fto retain teachers in the
sewvice., PFor the past thirty years, teaching has
been used as a stepping stone to other more
lucrative employmonts”,

The problems facing educutbrs iﬁ thé feﬁcﬁing profession
~are many. LIt is important that Federal, State and Local
education authorities_shop;d co-oOperate in providing money
_and.Betfor conditions of aefvices tb mﬁke teacﬂiﬁg an envinble
- profession., It is also the responsibility of the government
to provide adequate policies related to teacher preparation,

: certification of'teachers, and génefal conditions of service
of teachers, Elucational Institutions, the general public,
professional associgtions, the government and the teachers
themselves should share the responsibility for removing social,
economiec, pelitical and legal bharriers to the improvement of

ataff quantity and quality for our education progra@%.



THE PROBLEM:

It has been observed by both the Federal and many Stote
gcvernments that the Federal teacher educators in the U,P. B,
sﬁheme in the States; afe ieaving.fheltéaching sefvice in
large numbers. It appears that many of thesze Federal teacher
seducators are not happy'with thelir Jobs or are not satisfied
wifh.their.general conditions of sérvice. The State feacher
gducators on the other hand appear to be relatively more
satisfled with their jobs in the State.

| The Federal teacher eduentors are highly &ualifiéd
teachers posted to the teachers colleges in the States by the
Federal‘Ministry of Education for the purpose of braining
gréde fI teééhers for the Uni#ersal Prec Primary Bdueation
. (U.P.E.) Scheme, In Platcaun State where this study was carried
out, it appears that the Federal teachers are not satisfied with
hsome of their conditioﬁg ﬁf gégﬁice:; This atate of affrire

appears to be affecting the general performance of the Federal



tegchers.in the State schqols,

-Oh the 6ther hand the Stafé teécﬁer eduéators apyenr to
be enjoying better conditions of gervice, and appear to be more
satisfied with their conditions than their Federal counterparts
iﬁ the Stété. The Sféte.ﬁeaéher“eduoatdrs é%peé; to be getting
faster promotions, appointed to substantive administrative posts
and to bo paid salaries and allowances more.promptly than
fﬁeir Federal counterparts. In ﬁénj céees the_ﬁtafe tecchers
are apparently less qualified than the Federal tenchers.

This perceived discrimination againsgt the Pederal toeacher
educators and the unequalﬂtreatmént'df fhes§ tw& groups of
teacher cducators in Plateau State may lead to job dissatic-
faction among the Federal teacher educators, This situstion
could lead the Federal teacher.e&uéato¥s.to ﬁdvcliéss feeling
of egommitment to their jobs. This attitude may affect thelr
job performance and in turn the U,P.B. program in the State,

It is abundantly clear that teachers' lack of interest and low
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performance in their Jjobs can ruin any educational program,

1.

S

44

The problem under investigation can be summorised with

the following questione.

Are the Federal teacher educators satisfied with their

job in Platean State, and if they are not satisficd,

what is causing dissatisfaction?

.Have the State teacher educators better conditions of

gservice than their Federal counterparta?

Are the Federal teacher educators.infact more qualified
théﬁ theIStéte téacher eduéatoééhin the State?

What are the effects of job satistfaction on tencher

performance in the State?

‘What are the perceivéd effects of the harmonization

or service conditions throughout the Nigerian Public
Services on the Federal U.P,E, teacher educators in
Plateau State?.. |

What should the Plateau State Ministry of BEducation 4o

to improve teacher performance in the State?



~

SIGNIFICANCE OF THE STUDY:

The Investigator is of the opinion that job satisfaction
among teacher educatois is an important matter for the success
of'nof éniy the U.P.E. Sﬁhemé Eut‘also other téacher
training programs in the country. This is truc because
evidence ghowsthat job dissatisfaction among teachers has
a great influence on the productivity and pérfcrmanée of /s
teachers and students in schools.

It is sometimes argued that the good teacher shoﬁld
be fully rewarded, and thﬁf greater pay.wili mofivéfe the
teacher to greater accomplishment in many casces, There ias
empirical support for the assumption that a happy worker is
a better worker, and this should bhe the majoflﬁriﬂcipie
behind attempts to increase job satisfaction of teachers,

The researcher beiieves that if the causes of dissaticfac=
tionn among the teacher e&ucators:iﬁ Platééu State are

ddentified, it will help the government to understand the
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problems fﬁcing otﬁéf teadher.educdtcrs'in oﬁhér Stafes
of the country.

Higher teacher performance in our school is needed to
1mpr$ﬁe the quality of students'who would sooﬁer or later
be charged with the responsibility of teaching'our
dhildren in.the.primary schools, .Thiélstud§ ﬁiil not
only promote understanding of the problems facing teacher
educators but will alsa throw some light into some of the
causes of ﬁoor performance by both teachers and-students
in Plateau State, | |

PURPOSE OF THE STUDY:

The purpose of this study is fo find out whether
there iz job dissatisfaction among Federal and State tencher
gducators in Plateau State, and the effects of the job
conditions SﬁJéhe féﬁchersklﬁeffofmaﬁcé in fﬂe féachers’
colleges. Lack of job satisfaoction and poor performance

of teacher educators may affect the performance of students,
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The study will identify the problems that are facing
the Federal and State teacher educators and the perceived
effects of the harmonization of service conditions throughout
the OQountry's Public Services, on the tegcher educators,

The causes of poor performance among teacher educators
will also be identified, and these should be known by
both the Federal and State governments so that they will
take action aimed at making the teachers more effective in
their work,

The investigator considers the retention of teacher
educators as a very serious problem facing the Universal
Primary Bducation (U.P.B,). If the problems facing these
few well qualified teacher educators are identified,
solutions may be found which will help not only to retain
them for the U.P.E., Scheme but also to make them more
effective in their work in the teaching service.

BASIC ASSUMPTIONS:

In carrying out this study, the following basic



"
agssumptions arc made:
ta Teachers' job satisfaction is related to their

conditions of service,

2. Teachers job performonce is related to their job
satisfaction,

3 Job satisfaction is related to retention of
teachers.

4. Harmonization of conditions of service in Nigerioa

may affect the retention of Federal Teacher
Educators working outside their State of origin.
HYPOTHESRS:
The following hypotheses are advanced for this
study.
1. Job satisfaction is higher for the State than for
the Federal teacher educators in Plateau State.
2, Job dissatisfaction is related to the retention of

Federal teacher educators in Plateau State.
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3. There is no difference in job performance of State
and Federal teachers in Plateau State.

DEFINITION OF TERMS:

JOB SATISFACTION: Refers to the satisfaction which one

gets from his job., Job satisfaction of workers can affect
productivity.
CHER PERFORMANCE: Refers to the teachers job output

which can be measured by students performance,

RETENTION OF TEACHERS: Kefers to the teachers remaining

in the teaching service.

U.,P.E, SCHEME: This is the Universal Frée Primary Bducation
Scheme, sponsored by both the Federal and State governments,
The scheme started in September 1976 throughout Nigeria.
FEDERAL TEACHER EDUCATORS: These are University graduates,
National Certificate in Education, and Diploma holders
enployed by the Federal Ministry of Education and deployed
to the State teachers colleges for the purpose of training

grade 1I teachers for the U,P.E, schene.
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STATE TEACHDR EDUCATORS: These are University graduates,

N.C.E., and Diploma holders, and other categories of
untrained and inexperienced teachers, exployed by the
State Ministry of Equcation for the purpose of training
grade II teachers for the U.P.E, scheme,

ORGANISATIONS: Orgenieations are social units or

human groupings deliberately constructed and reconstructed
to seek specific goals (Amitai Btzioni 1964:3) Bureauaracy,
Pormal Organisation or Institution are Synonyms for tle
term Organisation.

DISTRIBUTIVE JUSTICR: Is a matter of the relation between
what a man gets in the way of reward and what he incurs

in the way of cost at that moment, It refers to a feeling
of injustice arising where investments are not proportional
to outwomes. (Secord and Backnan 1964:298),

A _SCHOOL SYSTEM: A school aystem may be described as an

organization within which an essential social service is

performed.,
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MORALE: Means the zaal or enthusiasm with which an
individual performs his work or is the willingness of
a group to work towards a collective purpose.
(Castetter 1962:80).
COMPENSATION STRUCTURE: The compensation gtructure of a
school refers to provisions made by the management to
govern salaries, wages, and collateral benefits of school
personnel (Castetter 1962:64,
LEAD IP: Leadership is the act of influencing
organizational goals and policies, and designing the
strategies by which these goals can be achieved.
(Corwin 1965:281).
DELIMITATION TO THE STUDY:

The investigator would like to carry out this
investigation in all the States of Nigeria, but with the
time at his dispcsal and within the limits of available

financial resources, the study will be restricted to
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Platean State.r The study will however throw light into
the problems facing téacher é&ucators in othér parﬁé.of |
the country since it is assumed that similar state of
affairs may prevail in other States of Nigeria,

In thig study fivé teachers' CGolleges with high
nunmber of Federal teacher educators were selected for
the study. The Federal teacher educators are scattered
all over Plateau State teachers' Colleges with their
number in the colleges varying from one to seven. It is
hoped that other resesrch workers should study the
situation in other Statcs so that the results of the gtudies

from the different States can be compared,



Chapter 2

REVIE] OF RELATSD LITE URE

In this chapter the various literature reloted to
the problems of job satisfaction and teacher performance
are roviewed. The readings centred around the social
status and position of the teacher, teachers and decision -
making authority, leadership and interpersonal relations
in the school setting, moral® job satisfaction and teacher
performance, promotions, different types ofrewards and
productivity, School personnel administration and the

problems of teacher evaluation are also discussed in this

chapter.
IHE STATUS AND SOCIAL POSITION OF TEACHERS:

In the history of education everywhere, the tcarcher
has emerged with an image of a public servant and a salariad
employee of the community, Becpuse teachers' salaries did
not keep pace with salaries in other occupations open to

men, what had been a male occupation at the beginning of
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this century began to attract large numbers of women, until
element afy school teaching in particular became identified
as a woman's occupation, As these broad shifta in the
status system took place, the status of educators as
employees and their status as professionals started to
fluctuate seriously.

Nigeria is a doveloping country with a great demand
for teachers., This pressure to meet the inereased demand
for teachers has prevented teachers from raising professional
standards for admittance at a rate commensurate with
their drive for professional status., According to Corwin
(1965:227) Managerial responsibility ond professional
standards as well as salary play an important role in the
prestige ranking of jobs within an occupation'. These
can also play an important role when one vocation is being
compared with another,

From history we lesrn that the teacher has been both

a beloved leader and a neglected public servant. As
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Lauwerys (1969 : 2) put it, 'the tcacher may enjoy a
prestige that approaches veneration and yet starve unnoticed
by the parents of the very children entrusted to to his
care! Christ, Mohammed, Buddha, Confucius Gandhi were
great teachers and they gave their followers'! great
enlightenement. In almost every culture, the religious
leader and the teacher in the broadest sense have been
almost synonymous. But recently, the graditional attitude
towards the great scholar or the religious leader who
teaches his disciples have changed. With the dovelopment
of the common school designed to impart to all young
people certain rudiments of knowledge considered indispensable
to the economic and political structure of society, the
statug of the teacher has radically changed.‘

In the fenaissance Universities of vWestern Burope,
the teacher was referred to as the scholar, the instvictor,

the research worker and the professor. He was also a masr&r
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of logic and rhotoric, an artisan, 11lustrator, and a
book binder of greak skill, Ho held a status commensurate
with the dignity and eninence of those duties.

In the modern times all fhis has changéd, anﬁ:ﬁot
efen é University professor of great eminence cin become
expert in more than one or two disciplines. With intensc
specilization of the work of the teacher at the Uhi#ersity
leval, there has come an enormous diffusion of the teaching
task to meet the insistent demands of modern technology.
Mases education has aiso affected thé gocial status of
.the educated elite adversely.

The position and prestige of o person in any agociety
depends upon the status of the professidﬁ:aé:a whola,
.compared with other occupations ond his position in the
hiergrchy of his own profession. The teaching profession
ig ugually considercd lower thaﬁ thé médicél,legal, or

‘enginecring professions. The society considers virtue,
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kﬁowladge; courage, intelligence and power with high .
.régard. Any group of persoﬁé ﬁho cﬁﬁ as a group commﬁnd;
direct, or mansge other human beings is looked upon with
respect. Officers in the army, judgeslin law courts and

menagers of great enterprises arc highly respected by
members of the society. These groups of people also
command o privileged share of whatever material resourcces
available and their cconomic status will be correlated..
with their social status,
Other factors which influenée the status accorded
to a teacher by his fellow citizens include:
. (a)  the soclal class of pupils - teachers who deal with
pupils whose parents belong to the upper class
tend to become identified with those ciﬁéses.
(o) .thé social origin of the teacher,
(o) the age of the pupils té.ught.

(d) the subject taught.
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(@) the gqualifications of the teacher, the length
and cost of the training reguired to obtain these
quaiifications. o

TBACHERS AND DECISTON-MAKING AUFHORITY:

In Primary and Secondary schools in Nigeria, teqchers
have vitually no control over their standarde of wofk.. |
They have little control over the subjects to be tauvght,
the materials to be used, the criteria for deciding who
should be ~dmitted, retaincd, ond graduated from the
schoole, Teanchers have little voice in determining who

| is qualified to enter teaching. The truth is that non-
profegaionals contrel the Ministry of Education and the
Local school Boards., People from the Legal, Medical
and other professions as well as politieians form Ministry
and school Board members 'ﬂnrf G cdntrol fhé teachers
dectiny at the top-~level, In many cases, tenachers are

not represented in the education boards.



22

In view of enrollment pressures the Ministries of
Education have been reluctant to raise standards for tenchers
certification. The reluctance has been detrimental to
the status of teachers for raising the level of admission
standards not only increases professional campetence,
but it also simultaneously creates a scarcity of trained
personnel, a condition which leads to higher salaries and
greater prestige, Control over admission standards is
essential to any organization., Teachers also do not
control some important phases of their classroom work
for example the adoption of textbooks is in the hands of
the Ministries of Education where textbook adoption and
curriculum are in the hands of the Local School Board, the
decision about these are often made by the administrative
and or supervisory staff. These decisions are often
made in consultation with teachers, but the point is

that consultation is not authority to decide, and decision
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making is the c;ux of professional guthority. The main
problem_islthat Educational decisions are made by laymen
for the feachers.'

Corwin (1965:243) pointed out that the 'Professional
status is qloat @fmt'iva;y guaranteed when professional
codesdére.safeguarded.bj.laﬁi. Thé power of a profession
ig dependent on the proportion of its ethical rules which
are sanctioned by law, but enforced by its own members.

In éoﬁ%fast té Mediciné,.Laﬁland other professions, a
mich greater proportion of the tenchers work is legislated
and enforced by the laymen who constitute the membership
of Fedoral ﬁﬁd State regulatory agencles. B

Professional associations are organised pressure
groups but the professional teachers'! assoclations havoe
nof made very efféctive use of their potiential power %o
implencent new legislation. Lack of political power and
militant leadership within the Teachers Unions have failed

to advocate that final instructional decisions should be
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by the teacher, or at least in consultation with the
teacher,

SCHOOL LEADERSHIP AND INTER-PERSONAL RELATIONS:

The Bducational Administrator's responsibility is
to provide the leadership required fo the acquistion
and effective utilization of the human and material
resources necessary to give students of different levels
of ability an education that will equip them for adult
life, Savage (1968:8-11) described the impact of human
relationships on the administrators responsibility as
follows:-

1. The nature of the adminisirator's task
demands knowledge and gkills in inter-
personal and group relationship.

2, The administrator's effectiveness and
knowledge and skills in interpersonal

and group relations,
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Every person, including the school administrator

himgelf has the same basic needs. The administrator can
increcse his effectiveness in interpersonal and group
relations when he becomes truely aware of every person's
needs, This will cause his relationship with individuals
and group to become characterized by greater understanding,
Fulfillment of individual and group needs is partly
controlled by the administrator and partly by the
environment,

BARRIERS IN FULFILLING INDIVIDUAL AND GROUP NEEDS:

There are situations or factors outside the control
of the individual that constitute barriers in the fulfill-
ment of individual, group or organisational needs in the
system, These are factors in the environment and they
include:

1o Inodequate classroom facilities.

2. A teacher may need certain teaching materials which
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the school refuses to supply,
B Discrimination based on colour, race, rel%yion

or sex that denies an individual employment or

educational opportunity for which he is gqualified

is a common example.
4. An administrator may be blocked in hie efforts

to inaugurate a constructive program in his school

because of a small but powerful and selfish

political ecligue or pressurc group.

The lack or inndequacy of income is an important
frustration to the fulfilliment of many physical and
psychological needs of the indivudual. DBconémic factors
can frustrate the fufillment of nony nceds even among
indivuduals with regular incomes. According to Savage
(1968:41) 'when the fulfillment of needs is blocked by
various typecs of barriers the individual encounters

frustration and this leads to tension within the individusl'

The anount of tension will depend on the
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need , its importance, the degree to which the person is
conscioug of it, the source of frustration and the easc
with which it can be overcome.

When a person is frustrated in fulfilling a need,
he may simply renew his efforts along the same lines that
resulted in original frustration. He may also substitute
other goals although they may not fulfill the original
need. Also there may be a conflict of needs and the
situation can be analysed and an alternative decision can
be taken although it may or may not solve the original
need or problem., Finally, aggression, indirect aggression,
ad justment mechanism or withdrawal may result, and when
this happens in a work situation, there will be job
dissatisfaction and lack of intercst in the job,

According to Savage (1968) the following should he
the clear and consistent administrative practices of any

good school administrator,
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Definelsfaff members' responsibilities and
asplst them to understand what they are and what
they are not. Provide rules that will enable them

to gee their potentinls and thelr limitations in

© their work ond responsibilities,

In assigning.responsibility to a person, give him
also fﬁe'éuthority necegsary to édfry out the
responsibility. The teacher who is told to keep
order must.have the authority to do so,
Regpongibilities must be changed from time to tine
but when they are changéd, all persons who are
goncerned ghould be notified.

Injahy formal organisation sach person has o
"Boas!" and he should not hove more thon one and
every body shonld Imow fto whom he is responsible. .
Do not give orders to subordinates of another
individual as the reaction of the subordinate would

be that of resentment,
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Aithough an administrator at times must be critical

of some aspecﬁs of the ﬁork of a subordinate, the
critiq;sm should be constructive in naturs and

should be given in private,

When disputes comé, éboﬁf authbrity and responsibility,
they must be settled promptly. S
Promotions; increass or decrease in compensation

and diseipline action:shSuld be“féviewed and

approved by the superior of the person making

decisiong invoiving them.

Avoid any act thot iﬁﬁliés on effort to E@ve a
gtaff mamber‘underminé)us such act can create
suspicidn and animosity.

In every formal organisotion taSEé, aﬁd regponsi-
bility should bg carefully assigned according to
é;périéﬁéej qudlifiéation, competency, and ability

to do the work.



SCHOOL LEADERSHIP, JOB SATISFACTION AND TEACHER PERFORM.IICE

Three types of leadcrship are frequently associated
with school administration. There are according to
Moser (1957:2) Womothetie, idiographic and transactional
styles of leadership. The llomothetic style is characteri-
zed by bchaviour which stresses goal accomplishment, rule
and regulations, and centralised authority, Effectivenccs
is rated in terms of behaviour toward accomplishing the
school objectives. The Idiographic style is characterizcd
by behaviour which stresses the individuality of people,
minimum rules and regulations centralized authority and
highly ind&vidualistic relationships with subordinates.
The primary objective of this style is to keep subordinztos
happy and contented, The Transactional Style is characteri-
zed by behaviour which stresses goal accomplishmeént but
which also makes provision for individual need fulfillment,

The transactional leader balances pnomothetic and
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idiographic behaviours and he judioiously utilizes each
style as the occassion demands,

Bach style of leadership would result in different
kind of relationship between the administrator and his
staff members., Congreve (1957:4) made a study of two schools
that were matched except for distinct differences in the
leadership styles of the administrators, and he called
the two behavoural. patterns formal and informal, The
administrator who used the formal approach relied heavily
on formally stated procedures and extensive written
communications., He was friendly with his staff but he
kept a social distance between himself and the teachers,
Most contacts with staff members about school business
occured in his office. On the other hand, the administrator
using informal leadership style relied heavily on facc
to face contact with staff members and most of the school

business was conducted outside his office. The
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administrator expressed g consideragble concern about
problems of.staff relations.

The teachers appear to prefer the formal style of
leadership. They felt that the formal administrator was
more conaistent; more positive iﬁ hié approach and he
seencd to satisfy more of their basic profossional needs,

There are alsc democratic, autocratic and Iaisscz-faire
s8tyles of leadership, which?éan 50 usedwiﬁ.a school
setting. A democratic style of leadership appears to
générate more sﬁtisfaction among Zroup nmembers than
sutocratic and the laisseg~faire styles., Job supervision
which is not too close usuglly have favourable effects
on saﬁisféciion and productivity of o group. Democratic
leadership encourages more group discussion.énd decision
and thege have favourable effects on both job satisfaction
and productivity.

Authoritarian or autoeratic lendership reduces

independence and it is likely 1to produce less job
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satisfaction but greater productivity. Authoritarian
leadership is effective in emergency situations Lailssez-faire
style of leadership, members expecting strong leadership
moy be dissatisfied with this type of leader especially
workers with high achievement motivation, Laisseg~faire
type of leadership may lead to low productivity.

LEADERSHIP AND SCHOOL COMMUNICATION PROCESSES:

In an organisation such as the school system, there

is communication downward from the chief administrative
officer through subordinate positions and to persons
holding positions at all levels in the organizational
structure. The school leader communicates to the teaclicrs
through staff meetings, memoranda, directives, letters,
circulars and announcements,

The upward flow on the other hand often is inadcquoate
in quantity and quality because
1. Frequently no conscious effort ic made by administ.

rators to encourage it,
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Some administrative behaviour indicate that ideas,
reactions, and criticisms are not welcomed.

School administrators can rectify their failure

to enédurage upward communication by:

kS

2.

3.

4.

Urging his subordinateg to talk with him,
Participating in social affairs that bring him
in contact with subordinates.

Welcoming even more formal comminications such
ﬁs letters and memoranda from persons helow him
in the adwministrative hierarchy.

Bnecouraging criticisms from staff members,

Barnard (1965:93) describes the characteristics

of an acceptable communication from the receipient’s point

of view. He pointed out that the communication must be

und erstandable consigtent with the purpcese of the

erganisation compatible with personal interests, and

capable of being executed and authentic. In an organisotion,

the channels of communication or line of authoritv mue+s



35
ba known and.he aséerted that effective channels should
connect every participant to the organization,
Status and power differentials among staff membors
may interfewwith effective communication and this can

Jead to the lowering of guality of task performance,

REWARDS, PAY AND PRODUCTIVITY:

3

The strain between the organiéatiﬁn'é needs and
the workers' needs, that is betWeen effectiveness,
efficiency and satisfaction is evident in organisationol
control. The fﬁo sété of neads supnort each other for
instance an increase in the prestige of the school might
incfease the prestige of the teachers who are working in
the school, Al;o'thé teacheré do what is best for the
organisation in order to gratify their own ﬂeeds, énd
the organisation in seeking to scrve its needs will
serve the needs of the teachors ih the organisation,

The school should have a formal structure for
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distribution of rewards and sanctions in order to support
compliance with the organisation's norms, regulations,
and orders., To fulfill the control functions of the
organisation, Btzioni (1964:59) pointed out, that *the
organisation must distribute its rewards and sanctions
according to performance', The dispensation of part
of the rewards by the organisation without regards to
performance as secn in some developing nations is dangerous
as it can weaken organisational control or make it less
effective.

Teachers work or contribute to the organisation in
return for rewards or inducements from the organisation,
Management should try to provide for their workers such
rewards that will satisfy the psychological, safety,
economic, social, political and future needs of their
workers, Unless opportunities arce provided for the

satisfaction of these workers high level neecds, the workers
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will be deprived and this will be reflected in their
behaviour. Provision of only pay rewards and neglect of
the workers psychological, social and safety nceds may
be Ineffective and reliance on the threat of punishment
when this situation prevails may have an adverse effect
on job satisfaction and performance of the workers,

T NALITY OF THE MODLRN ORKER:

Etzioni (1964:109) pointed out that the main
feature of the modern personality is 'a high tolerance
for frustration on the job and the ability to defer
gratification', It is this psychological quality of the
worker, that supports his habit of appearing at work
regularly and of working at a routine task at an even
pace. This quality also makes it possible for the worker
to disregard preferencee and ties. Another psychological
feature of the modern personality is the achievement

orientation, that is the psychic urge to achieve higher
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material and symbolic rewards. The organisation is chara-
cterised by a variety of status - sequences with
increasing amounts of rewards for the worker for
conforming to rules and performing his tasks well.

Thias achievement orientation is also important for
| the long process of education and training required for
participation in many professional school roles. Without
it, Etzioni (1964) argued that "money has only a limited
value in satisfying the workers higher level nceds,
although it can become the focus of interest if it is the
only means available”, when workers are dissatisfied with
their oonditiéns of work, they start to cxplore alternatives,
If this search fails, the aspiration level of the
individual worker is gradually reviscd downwards,

The means of satisfying workers psychological and
other needs such as wages, good working condition and

other benefits can be provided or witheld by the management,



39
But management however cannot provide a worker with such
neede as self-respect, respect of his fellow workers and
gelf-fulfillment needs. Management can provide conditiona
through which the workers are ablc to seek such conditiono
for themselves and administratora can thwart the workern
effort by failing to create good conditions for the
attainment of those goals,

In any organisation such as the school, three major
factors are interacting, these are the institutional
factors, the workers', personality necds and the situctional
factora, The institutional factors refer to the expectationn
of school while the personality nceds refer to the necdco
of the workers. The situational factors are many and
these include factors which may be beyond the teachero
control gsuch as:

(a) Students behaviour.

{p) Traditions of the school.
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(¢) Characteristics or Culture of the Community.
(d) The curruculum.
(e) Quality of students admitted to the school,
(f) Students' home background.
(g) School facilities available,

Situational factors are important as they intend to
influence teaching behavicurs and they are related to
peroonal factorz., Many of these factors cannot be
controlled by the teacher, nnd these factors affect
both the teachers and the students' performance in the
school,

I8 S Y, OTHER BENSFITS AND MORALE:

Salary and other compensationz do not solve all
problems of morale and job satisfoction when pay or working
conditions are poor they cause low morale, but when they
are adequate they do not necessarily cause high moralc

according to studies carried out by Worthy (1940:94).
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Persongs who are already disgruntled for other reasons,
focus on low pay and on unsatisfactory working conditions
ag objects of their discontent, 'On the other hand high
Pay or salary may not be welcomed if the recepients look
at it as bribes offered them to be content and efficient!’
(Worthy 1940:95),

Morale, according to Worthy (1940:103) can be used
to illustrate the fact that what would be termed good or
high morale involves a feeling of the octaff member that
he and the school are accomplishing something and at leaoct
some of his needs are being fulfilled through his services
Yo the school, Satisfaction with a school program is not
necessarily related to staff morale, for example a teacher
may be disturbed about a weakness in a school program but
still he has high morale. A teacher who is enthusiastic
about hig job, who posscesses feelings of security, and

who has high professional qualifications, inevitably will
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be dissatisfied with certain school procedures, such as
curriculum proﬁlems, inadequate resources and either
weaknesses., Also satisfied personc are not necessarily
productive Barnard (1965:103) pointed out that studies
carried out in the industries indicated that gatisficd
workers are not necessarily more productive than dissatio-
fied ones. He however said that conflict, antagonismoc and
truely unsatisfactory working conditions will decreasc
the effectiveness of tcachers and administrators.

Morale is important in any school setting if it is
based on congtructive values and attributes,

REJARDS, JOB SATISFACTION AND PRODUCTIVITY:

The satisfactions individuals receive from their
jobs are more than simply a function of the amount of
rewards obtained. The fact rcmains that whether the
reward is in money or in the nature of job satisfaction,

the amount that satisfies one person may not satisfy
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another person since the individuals differ in needs,
When satisfaction is viewed as not only a function of
how much one gets but also how much one still desires
according to some standards of a just distribution of
rewards, many problems about satisfaction will be solved,
Secord and Backman (1964:403) stated that justice in the
distribution of rewards is the principal ingredient of
job satisfaction.

Personnel policies in many organisations are
formulated on the assumption that satisfied workers will
be productive workers. ~Stddies carried 'but by Brayfield
Crockett (1955:408) showed that less satisfied workers
have higher rates of absence and are more apt to quit
their jobs. These findings are consistent with the
general principle that individuals avoid punishing
situations and seek out situations which are rewarding.

Workers also stay away from the work they don't like and



44

they try to find the one they like, Rewards which workera
obtain in a work situation can be classified as follows:
1. Monetary rewards for task performance,
2. Rewards arising out of the task activity itself.
) Rewardg arising out of interaction in work situation,

There is a growing cvidence that the latter two
are mach more important than monetary rewards for job
satisfaction and productivity for moet workers., Rewards
arianing from interaction in a work situation have been
emphasized by many psychologists, and they have also
found no relation between job satisfaction, productivity
and monetary rewards in studies carried out in an
industrial setting. It has been discovered that productivity
was greatly influenced by group norms which specified
what was appropriate level of productivity for each hour
and day. The worker who is given a monetary reward by

Management for high productivity may be deprived of the
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social -~ emotional rewards administered by the group
becauge his level of productivity exceecds the group nornm,
Monetary rewards are probably important in some work
situations where rewards through task activity and
through interaction with fellow workers may be absent,
Homans (1961), after his studies of different work
situations, concluded that productivity and rewards are
related in the laboratory but that they are not necessarily
related in a work situation, According to him 'productivity
and reward have inverse relationship in a work situation',

Btzioni, (1964:32) stated that the amount of pri
carried out by a worker and hence the 1cvel\$f efficicncy
in the organisation is not determined by his physical
capacity but by his social capacity. Non economic
rewards play a central role in dctermining the motivation
and happiness of workers, This type of reward which is

not economic affect significantly the behaviour of workers
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and largely limit the effect of cconomic incentive plona,
For example workers who produce more or lese than the
socially determined norm lost the affection and respect
of their co-workers and friends, Most workers prefer
maintaining amicable reclations with their friends to
making more money,

The human relations principle of management of
Mary Follett believed that it is necessary to relate work
and the organizational structure to the social needs of
the employees, for in this way, by making the employce
happy the organization would obtain their full co-operntion
and effort and thus incre-se its efficienoy and productivity,
Thus the way to make the organization fully rational is
to incre~se by delibrate cfforts the happiness of the
workers and this will lead to a perfect balance between

the orzanisation's goal and the workers nceds, ¢
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It has been established that incrcased communication
and participation in decision-making, and the granting
of social rewards, even without wage increases habe
improved the workers' life, job satisfaction and
productivity. Social rewards include everything that is
included under status symbols, office size, assigned places
for car parking, control over subordinates, recognition
for achievements and the like are all social rewards and
are important in the life of any organisation., Although
social revwards have been proved important in organisations,
this does not reduce the importance of material rewards
especially in solving the workers cconomic problens,

CHOOL PE JEL ADMINI TION:

Developing and maintaining an effective school staff
is one of the important functions of school administration,
A good conpensation structure is another personnel function

which is important for the maintenance of an effective
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school staff. School administrators should understand that
provisions which govern an individual's job scecurity, the
extent and kind of supervision established, the amount of
freedom he is able to exereise in the performance of his
work, group relationship, opportunities for advancement,
and incentives of various kinds  frequently influence
need satisfoction of the wavker éither positively or
negatively.

It is generally agrced that maintenance of personnel
co-operation is not achieved by improving moralse but
improving the compensation structure., There is no clear
cut evidence to indicate a high relationship between high
morale and organisational effectiveness, since high morale
can be looked upon as developing an organisational health.

THE COMPENSATION STRUCTURE OF THE SCHOOL:

The compensation structure of a school refers to

provisions governing salaries, wages and collateral benefits
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of school personnel.

One of the most sensitive items in the Compensation
Structure which can affect teachers job satisfaction and
performance is promotion. Promotion is generally taken to
mean an advance in status or position. Frequently, it
implies a change in duties, responsibility, and compensation,
The effeet of promotion practices upon personnel morale, job
satisfaction and task performance is very important and
should be recognized by school administrators. Negative
effects of promotions made solely on the basis of loyalty,
friendship, consistent agreement with administrator's view
points, favouritism, tribalism and nepotism can cause
disatisfaction among workers and therefore should be abolished.
The promotion problem should not be left to chance as this
can lead to practices which are not conducive to maintenance

of staff morale.
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At the moment there is a problem of appraisal of
staff performance for promotion, Attempts to objectify the
promotion process have led to the use of competitive
examinations, rating devices, seniority plans and planned
experiences such as job rntation, intemship or assistantships.
While these methods have helped to improve opportunities for
promotions, and have fostered the principle of merit promotion,
there is no single method which is completely dependable.
A combination of several or all of these methods, including
application of position guides, generally secures results
more satisfaotory than those derived from the use of any
single eriterion,

Casgetter (1962:93) suggested some guidelines for
sound promotion aystem.as follows:
Clearly definedpolicy statements should be developed

by the Ministry of Education,

24 Decisionsto promote should be based on long temm
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appraisal and developmental process,

3 Promotion should be based on objective appraisnl
of staff performance as well as his capacity for
growth and development,

4. In order to minimize prejudice and injustice the
appraisal of promotable persons should involve
judgements of more than one administrator,

It has been obserged that teachers who want to leave
the teaching profession do not work for promotion., Also

in general, Women are more interested in comfortable working

conditions than in prométions. Some of this lack of

comnitment to teaching help to cause limited opporturitics
for promotion available to classroom teachers, These linmited
opportunities for promotion in turm hawe an overvhelming
influence on the teachers career patterns, morale and

aspirations.
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Promotion may ocause a negative effect on the morale
of the unpromotables, Co-workers may resent their superiors'
choice of persons to promote over them. This problem may
be avoided by consulting with subordinates prior to the
promotion,

EVALUATION OF TEACHER PERFORMANCE

Traditionally, evaluation of teacher performance

has been related primarily to appraisal of teaching
personnel. In general, suggestions for measuring teacher
performance have been grouped into the following according
to Castetter (1962):
[ The process.
2e Teacher characteristics.
3e Product, that is changes in students.
The Procegs:

In measuring the process, teacher behaviour can bhe

evaluated against some standards of performance or set of



%
actions assumed to be related to effective teaching
performance., If the teacher performs certain specific acts,
pupils behaviour can then be predicted., In this respect teacher
rerformance may be described, rated or observed in terms of such
factors as:
1. how the teacher structures the learming situation,.
24 the extent and kind of pupil-teacher and or teacher-pupil

responses,

3 the analysis of teacher behaviour by various systens

such as learmer-centred versus teacher-centred behaviours,
Tegcher Characteristics:

Various personal charaeteristics such as intelligenecs,
personality traits, and other personal attributes of the
teacher are assumed to be measures related to or predictive
of effective teaching performance. Rating devices, observation,
reports involving judgements or impressions, with indices
agsumed to relate to teaching have bden used in.deterrining |

teacher characteristics.
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This refers to the evaluation of teacher performance

that is instructional behaviour based on assessing defined

changes in pupils that is on the outcome of teaching actec and

skills,

When attention is given to the degree to

which the goals

of teaching are reached, various value judgements about teacher

competence can be reduced. Research findings on teacher

performance and effectiveness have been analysed in terms of

eriterion variable, that is whether teachers are judged effective

on the basis of:

1e
2.
%
4,

O

general abllity.

Rating scales or devices,

Emotional adjustment,

Attitude toward the teaching profession.

Pupil achievement,

Other procedures have been used to meet

the problem of
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inadequate teaching performance of the teacher, Some of the
methods used include placing the teacher where, he will do
least harm to the service, transfering him to another school
for someone else to supervise or moving the teacher to an
adminigstrative position,

PROBLEMS OF BVALUATING TEACHERS:

One of the major problems that faces every school syctem
is the evaluation of its teachers. Teachers should be
evaluated at every point in the decision-making process, at
the time of recruitment, during periods of allocation and
reallocation of resources, at promotion and in planning the
school sessions,

Teachers are suspicious of merit-rating.: @ne reason
is that the goals of many school systems are so vague that
it is difficult to determine whether or not a teacher has
contributed to them. For example character development,
development of intellectual curiosity or critical thinking,

are difficult achievements to measure. Another problem in
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evaluating teacher performance is the fact that most school
Principals are not specially trained to evaluate most of the
professionals working under them, For example a Principal
who was formerlly an English Teacher will have difficulty
in determining whether or not a chemistry or physics teacher
is competent in his teaching. It is equally difficult for
the supervisory staff from the Ministry to observe tezcher
performances and competencies, as they may not be technically

competent.

SENIORITY AND TENURE:

Because of the uncertainity and hazards in judging
competence, seniority has become the almost universal official
basis of evaluation. Seniority system has an air of fairmess
and it promotes official recognition for loyalty to the system,
and it limits any impulse toward extreme competition among
workers, It is commonly believed that seniority does not
guarantee competence. Promotion by seniority can inhibit

mobility within the profession.
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SUMMARY

There is empirical support for the assumption that a
happy worker is a better worker and this is the major
principle behind attempts to increase the job satisfaction
of workers, A worker who feels that his personal happiness
is being considered only so that he will work harder can
hardly be expected to become devoted to his job, The major
problem is not whether workers are satisfied with their vork
conditions, but whether they can identify with their worl,
Corwin (1965:299) pointed out that "when people do not feel
that they are contributing to the major goals of their
institution, they are likely to become alienated from their
work, and thie is the onse of Pederdl: teachers in Platcou State.

In the effort to deal with these problems, school asystems
have often ignored the basic issue that of the responsibilities
of teachers and studente in achieving the school goals, The

administrators have only tried to make the teachers content
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with their present condition of service and alsc they try to
exclude the non-conformists along with those unfortunate few
with political and social back grounds. The teachers Unions
have not helped either to lessen teachers problems since the
unionsg are not very effective.

It is doubtful whether improving the morale of workers,
fringe benefits and other incidental considerations will
improve or increase the efficiency or the effectivensss of
the teaching service. The fact remains that the effeciivenesa
of the teaching service depends more on the co-ordination
measures and external constraints such as budgets, enforcement
of professional codes and other factors,

The gob satisfaction obtained by group members include
rewards for task accomplishment, exercise of the need for
self-expression and self-development, and the enjoyment of
gocial interaction, Satisfaction is not simply the amount
of rewards received, but depends upon the principle of

distributive justice, or a person's comparisp level, The
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common assumption that satisfaction and productivity are
direct function of the amount of reward received by the
worker is not always true because rewards are seldom admini-
stered in direct proportion to the workers productivity.
Monetary rewards which are always emphasized by management
are leas important to the worker than task rewards and
social-emotional satisfactions.

Scarce rewards, such as prestige or control rights,
may only be rewarding to the worker who feels he merits then,
otherwise they may bring guilt and discomfort rather than
satisfaction. These considerations suggest that satisfaction
is an expression of some sort of balance between what the

worker puts into his job and what he gets from it.
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METHODOLOGY

This chapter describes the procedures and methods used for
the study. The population, samples and the methods used in
compling are described, The instruments and the plans used in
collecting data as well as methods of B ¢
data analysis are stated.

SAMPLING PROCEDURE:
In this study of Job Satisfaction and performance of State

and Federal teacher education in Plateau State, five teachers

colleges were selected for the study because they have the highest
concentration of both State and Federal teacher educators on the
staff, Information about the general distribution of Federal
teacher educators in Plateau State was obtained from ;he Inspectorate
Division of the State Ministry of Education in Jos, The total
number of Federal teacher educators in the State is 54 and out of
this number, 26 are Nigerians and 28 are Expatriates. A total

of 28 Federal teacher educators were used for this study. This
number represents about half of the total number of Federal teacher
educators in Plateau State. These five colleges witﬂihigh number
of State and Federal teacher educators provided a basis for

comparing job satisfaction and performance of the two groups
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of teacher educators.

In each of the five teachers colleges form four stuilents
were used to rate the performance of a selected number of
State and Federal teacher educators. Qualification and subject
taught were the basis used for selecting the teachers used in
the study. Class five students were not suitable for the study
because they have dropped some of the school subjects which
they would not take in the teachers' grade II examination,

Students were used to rate their teaches because it is
believed "that students' evaluation of their teachers is quite
reliable (Colin Page 1974:65) and that judgements of the teacher
are not valid until they have taken into account the evidence
of the students' evaluation of his own behaviour, Also Hove
(1967) stated that the opinion of those who eat the pudding
certainly ought to be considered if we wish to know how the
pudding tast@Ss The students were asked to rate the teachers

according to their performance in the various subjects, and
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to state their overall impression about the teachers. The
teachers' names were not used but they were identified by their
subjects, such as the Higtory teacher, the BEnglish Language
teacher and so on, The names of the various teachers were
known only to the invegtigator himself,

Equal numbers of State and Federal teacher educators in
each school were given the questionnaire on conditions of | .
service and joh satisfaction., 8School administrators were asked
to £ill the questionnaire on conditions of service and job
satisfaction of the teachers, They were also asked - <
confidentially to rate the performance of the teachers in their
various subjects and their ratings were compared with that of
the students.

The five colleges used for the study do not have equal
nunbers of classes in their form four and because of this one

class four with an average of 35 stulents wey@ used in each

college as a sample. All the form four students selected in
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the various colleges are assumed to have the same ability.
Also it was discovered that more than one teacher may be
teaching one subject in 2ll the arms of form four. Throughout
this study the letters A, B, C, D, E are used to represent the
five Government Teachers' Colleges used respectively, and the
colleges are in Keffi, Nassarawa, Lafia, Gindiri and Zawan near
Joa. (Bee appendix B),

In the distribution of staff respandents according to colleges,
14 teachers - 7 State and 7 Federal teachers were selected from
college A, The same numbers of teachers as in college A were
also selected from college B, & State and 5 Federal teachers were
selected from college C. The number selected from college D was
the same as in college C. 4 State and 4 Federal teachers were
also selected from college E. Altogether there was a total of

28 State and 28 Federal teachers for the study.
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Out of the 28 State teacher educators selected, 24 are
male and 4 are female and also out of the 28 Federal te .clier
educators selected, 24 are male and 4 are female., The ages of
these teacher educators range from 26 to 40 years.
PRETEST: A pretest was first carried out with a Government
Teachers' College in Plateau State, to test the validity and
the reliability of the guestionnaires., Class four students
of the college were used to rate the performance of State and
Federal tecacher educators while four State and four Federal
teacher educators were used to study job conditions and
satisfaction among State and Federal teacher educators. Irom
the results of the pretest, some items in the questionnaires
that were not clear enough were restruc'ﬂw&]and those which were
not useful were discarded,
THE INSTRUMENTS USED:

The instruments used for collecting data for this study

are the questionnaires. The questionnaires which were of three
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types were all administered by the investigator, The
questionnaires were constructed in such a wpy as to elicit
opinions of the respondents on the problem of job satisfaction
and performance of State and Federal teacher educators, The
questionnaire was administered in a normal time-table period,
The teachers being rated were asked not to come near the class-
room, a8 this would bias the results., The respondents vere
asgured anonymity by not asking their names and this helped to
engure objectivity in their responses, All other information
has also been treated in confidence,

The first type of questionnaire was given to form four
students in the five teachers colleges and in this questionnaire
the students were asked to rate the performance of State and
Federal teacher educators, in their various subjects. The
teachers concerned were not allowed to appear before the
students or to help in the administration of the questiomnaires

as this would bias the result, The students were not allowed
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to speék %o each othér éuring the %éétwénd fhey were algso
assured that their regponses would not be made knowna to any
of their teachers., The test quesﬁions on this guestionnire
were on students'”paéticulars,.t;écﬁing and orgmnisation of
lessons, use of teaching materials, falrness to sbudents,
acceptance of students disagreement, missing of lessons, bhoing
helpful to studenﬁs and fatinglbf Oéefall general performance
of the teacherqt._. |

The aecdnd type of questionnaire was given to both State
and Federal teacher educators séléctéd for the study. The_
teachers were selected on the bhasis of their gqualifications
and subject téught. Education.Officers and gssiatant Eucation
Officers were used for theﬁéfudy. .The Educaﬁion OCfficers nre
those teachers with University Degrees and the Assistant
Education Officérs are those with a Diploma Certificate in
Education, ngerian Cer‘l.zifiﬂc.a‘.b;e .;Ln Eduéatioh or equivalent

gualifications in education. The teachers guestionnaire included
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items on teachers!' particulars, promotions, payment of sal.ries
and allowances, confirmation of appointments, appointment to
substantive administrative posts, and positions, transfers
and resignations, committment to teaching, qualifications and
general job performance of teacher educators.

The third type of questionneire was given to the Principals
and Vice Principals of the five teachers colleges used for the
study., The Principals and the Vice Principals were asked to

rate the overall job performance of both State and Federal

teacher educators separately., Their gradings were compared to
the teachers' and students ratings.

METHOD OF SCORING:

In the students questionnaire the subjects taught by
the various teachers were listed and three types of responies
were required of the respondents for each item. The students
were expected to use "A" for Always, "S" for Sometimes, and
"N* for Never in answering the items on the gquestionnaire. In

the teachers guestionnaire, the respondents were given altcrmativey
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such as State teacher, Federal teacher, both teachers or
neither group and were expected to check one in each cnse,

The administrators were required to rate the overall general
performance of both State and Federal teachers by checking
"Very Good", "Good", "PFair", or Needs to Improve again?t the
subjects taught by the teachers. 3Scores of 4, 3, 2, 1
respectively were assigned and the scores were later tabulated.
AT YS5IS:

The data collected from the study are raw scores of
normative value., The responses were first of all tallied and
then converted to raw scores, The mean score for the State and
that of the Federal teachers were worked out and also eomp .red,
The Principals' rating in the first instance and then the
Principals and the Vice Principals ratings were compared ‘o
that of the teachers and the students.

In the analysis, of the students! ratings only the scores

for “"Always" were used while those for Sometimes and Never were
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dropped. The scores for Always are sufficient to show the
differences in State and Federal teachers' performance. In
the Teachers' guestionnaire, the scores given to the te.chers
were used while the scores for "Both" or Neither group vere
dropped. The scores for State and Federal teachers were used
to show the differences in the conditions of service of State
and Pederal tecachers and job satisfaction of the two groups of
teachers,

INTERPRETATION OF DA4TA:

The mean scores are worked out and further tests are
carried out to compare the mean scores of the two sets of
teachers, In testing the hypotheses, the t test of significance
is performed. The level of significance is fixed at .05. All
the computed t values which are higher than the table value
of t at .05 level of significance are regarded as statistically
significarft. All the computed t values which are less than or
equal to the table value of ¥ at .05 level of significance are

regarded as not significant, The following letters are used in



70

the calculation of the Standard de wviations and the t values,
X1 and X2 are the two sets of pcores,
M1 and M2 are the two means to be compared,
N1 and N2 are the total gcores from State and

Federal teachers respectively,
6 1is the standard de:viation from the means,
Ny + N = 2 is the degree of freedom,

tc is the computed value of t,

The detaids of all the calculations are shown in appendix 3B,



T

Chapter 4

PRESENTATION, ANALYSIS AND INTERPRETATION OF DATA:

In this chapter, the teachers responses are used to
test the hypotheses on job satisfaction and retention of
Federal teacher educators, The responses from the students,
school sdministrators and the teashers, on teasher performance
are used to test the hypothesis on job performance of State
and Federal teacher educators,

HYPOTHESIS {: Job satisfaction is higher for State than for
the Federal teacher educators in Plateau State,

The hypothesis is stated in such a way as to test the
mean scores obtained for the State and the Federal teachers,
For statistical analysis and interpretation, the t test of
significance is used to test the results obtained from the
teachers'! responses. In testing this hypothesis on job satis-
faction of State and Federal teachers, teachers' responses

about payment of salary, prompt confirmation of appointment,
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promotions éhd appointment tc administrative posts are shown
below. The total scores for each factor congidered on job
satisfaction and the mean scores are shown in the ftable for
5§thJState and Federal teachers.,

| | TABLE 1

TEACHERS TOTAL RESPONSES ABOUT SELARY, COWIPIRMATIOH
- OF APPOINTMENT, PROMOTIONS AND APPOINTHMENT
ADMINISTRATIVE POSTS. :

FAGTORS  STATE TEACHERS 'FENERAL PEACHERS
TOT AL TOTAL
L n T
S | SCORE | MBAN | goope | MEAN
1. SALARY = i 17 3.4 12 2.4
». CONFIRMATION OF ’
APPOINTMENT 17 3.4 | 6 1.2
3, RAPID PROMOTIONS 27 5e4 8 1,6

4, NO OF PROMOTIONS

I R

GAINZD BY DACH GROUR| 11 | 2.2 1 .2
5. APPOINTMENT TO

SUBSTANTIVE ADMIN. | L

POSTS. 29 5.8 | 6 | 1.2

TOTAL 101 | 202 0 33 6.6

J [ L i

- Level of significance for t = ,05.



This table shows the total responses made by7gtate and
Federal teachers, The total number of State and Federal
teacher is 56, although all the teachers did not respond,

On the question of early payﬁ%nt of salary at the end of the
month, 17 teachers, said that State teacher get their pay
earlier than Federal teachers only 12 teachers said that
Federal teachers get their pay before State teachers. The
State teaghers mean score of 3.4 ig higher than that of the
Federal teachers of 2,4, ~On the confirmaéf%n of appointment
which is another factor that affects teachers job satisfaction.
17 teachers said that State teachers get their confirnation
of appointment before the Federal teachers, and only 6
teacghers agreed that Federal teachers get confirmation of
appointment before State teanpshers, The mean score for the
State teachers is higher than that of the Federal tea. hers,
on the questions of prompt confirmation of appointment,

On the promotqgn factor, 27 teachers agreed that State

teachers get more promotions than their Federal counterparts,
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Only 8 teachers gaid that Federal teachers get more promotions
than the State teachers., Between 1974 and 1977, State teachers
have got 11 promotions while Federal teachers have got only
1 within the same period. On the question of appé%%tment to
substantive administrative posts in the Teachers Colleges,
29 teachers e g g “v - hold the view
that State teachers are given these posts while only 6
teachers said that Federal teachers also get the edministrative
posts.W Taking the above five factors together, State te:chers
have a total score of 101 and a mean score of 20,2 while
FPederal teachers have a total score of 33 and a mean score
of 6,6, The total score and the mean score for State tenchers
are by far higher than those of the Federal teachers, A
further test carried out to find out whether the difference
between the mean score for State teachers and that for the
Federal teachers is statistically significant.

 The t test of significance is used to find out whether

there is a significant difference in the two mean values,
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For this test, the level of gignificance is fixed at .05.
(Details of how the t value is calculated is shown in
appendix B).

The value of & from the calculations is 8,58 and the
value of t from the statistical table at .05 level signifiaeance
is 1.96. (8.58 is clearly mumerically higher than 1.96
and this means that there is a significant difference between
the two means under study), ~Since there is a significont -
difference in the two means, it means that there is a
significant difference in Job satisfaction of State and
Federal teachers. From table 1, the mean value for State
teachers is higher than that of the Federal teachers, The
hypothesis that job satisfaction is higher for State
than for Federal teachers in Plateau State is accepted.

I% is also important to look at the distribution of
administrative posts among State and Federal teachers

in the teachers colleges, This will throw more light
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into the question of job satisfaction among State and
Federal teachers.

TABLE 2

IMPORTANT ADMINISTRATIVE POSTb HELD BY STATE

AND _FEDERAL 717

It is normally expected that digtribution of positions
and responsibilities in a school setting, should be accor-
ding to qualification experience, expertise and ability
to do the work., The table below shows how posts are

distributed among State and Federal teachers.
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IMPORTANT ADMINISTRATIVE |NO OF STATE  |NO OF FED., |
POSTS IN THE COLLEGES _TEACHERS |  TEAHERS |70TAL
HOLDING POSTS | HOLDING Poses!
PRINCIPAL 5 | 0 s
|
VICE PRINCIPAL 3 1 [ 4
SENIOR TUTOR 4 1 J|L 5
DEAN OF STUDIES 4 1 ]
HEAD OF DEPARTMENT 10 12 | 22
WELFARE AND CATERING 4 ! ’ 5
MATRON 2 0 |2
HOUSE MASTERS/MISTRESSES 20 13 : 33
GAMES MASTER 4 1 ! 2
LIBRARY OFFICER 4 I 1 ? 5
FARM MANAGER 3 2 1 5
DISPENSER 3 | 1 4
TOTAL 66 34 100
MEAN 5.5 | 2.8 E 8.3

i

In the table above, out of 100 posts in the five colleges

used for this study, 66 posts are held by State teachers.
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Only 34 posts (@bout hal¥? of the nugber held by State
teachers) are held by the Federal teachers. All the five
Principals are State teachers. One Federzl teacher is
a Vice Principal while the three other Vice Principals
are State teachers., In some cases these State teachers
holding the posts of Principal or Vice Principal have
less experience than the Federal teachers, The post of
the Head of Department is both academic and administrative
and 12 Federal teachers are heads of departments while
10 State teachers hold the post.- The nmumber of Federal
Teachers who are heads of department is higher than the
number of State teachers by 2, and this may be due to the
fact that the Federal teachers are more qualified than
many State teachers,

The posts of the Principal, Vice Prineipal, Senior
tubor, Dean of Studies and Head of department are the
most important administrative posts in the teachers

colleges. » From the teachers' responses as shown in
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table II, 26 State teachers hold these posts as againat
15 Federal teacheré Wh0|are holding the same positions.
The means gcore for the State teachers is 5.5 as against
2;8 mean score for Feie:&l teachers. There is sufficient
evidence from this taﬁle.fhét Sfate teachers are given
more_administrative pogts than their Federal counterparts,
| .Saléry, prompt confirmation_of appoeintment of
deserving officéfé, prombfions anﬁ distribution of posts
and responaibilities are important items in the compensation
stfﬁcﬁure of any establishment. Ercm the t test of
significancé carried out oﬁ”tﬁe fiﬁe factofs which are
congidered to contribute to job satisfaction in this
study, 21l the calculated % values are significant.
This shows that there is a signifi;ahf différence in
the mean values of State and Federal teachers and this
is a pointer to the fact that State teachers are favoured

in the distribution of rewards in the Stnte. These
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rewards include early payment:bf Saiafies and allowances,
prounpt confirmation of appointments, rapid promotions
and appointment to substantive administrative posts in
the teachers colleges. ) H

« This unequal treatment of State and Foderal teachers
has caused job dissafisfaction among Federal teachers
who are morequalified than the Stafé teachers. From
the investigator's interviews with some Federal teachers,
there appeared té be ﬁ high rate of frustration among
the Federal teachers which has led to tﬁe resignation of
many of them from the U.,P.B, scheme. Most of the Fe@gral?
teachers intervié;éd cﬁmpiained of irregularity in the
payment of salary and nther allowances by the State
Ministry of Education., They also complained about lack
of confirmation of appointments and promctions. gince
the U.P.E, started in 1976, It is important tc note that

the confirmation of appointment and promotion of Federal
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teachers are carried out by the Federal Ministry of
Education Lagos, but the recommendation for these two
rewards are done by the State Ministry of Zducation, In
order words, the Federal Ministry of Education can promote
or confirm appointment only on the precommendations of
the State Ministries of Education., There is enough
evidence to prove that the State Ministry of Edueation
has not ﬂ?ﬁﬁéﬁ&& to recommend Federal teachers for
promotions or confirmation of appointments., Instead the
State Ministry of Education has shown interest only in
its own teachers and has felt unconcerned in matters
affecting the Federal teachers who are teaching in their
teachers colleges, There are many instances where the
State teachers have by far higher rank than his lederal
counterparts with the same qualification and experience,
These highly qualified Federal teachers have reacted to
these ugly situations by abandoning their jobs and this

has left many U.P.E. classrooms without teachers,
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7-;'01t ig clear from the findings of this research work —
thaﬁ S£é¥e.teachera get moro promotions than their
Federal counteéparts and 1t is cvident that the State
Ministry of Eduqatiqn has not bordered to rdcommend
Federal teﬁcheis in their service for such rewards,
Promotion is one of the most senegitive items in the
compensation structure of any institution and thereforec
should be handled Very.carefully by the management, It
ls generally considered to mean an advance in status and
a change in‘pespmnsibility and compensation. + Considerations
foflpréﬁotion based.on tribe, race, religion or loyality
to authority should be discouraged as it is likely to
lead to low morale?hfgb disatisfaction and frustration
among tea;héré; . v

Also from the teachcrs reaponses in table II there
is enough evidence to show that there is discrimination

S

in the distribution of posts and pdsitions in the colleges,
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against Federal teachers. It is evident that teachers
contribute to the onganisation in return for rowards or
induceménfs fibm the.orgaﬁisation. School management
should provide for their teachers, such rewards that will
gatisfy the psychological, sQfety, eggngmic, social and
future nééds of their fééchefé;. Unleés opportunities are
provided for the satisfaction of the teachers' high level
needs, the teachers will be deprived and this will reflect
in their behaviour ag in fﬁe casé of FPederal teachers in
Plateau State.} T

llEducafionai Institﬁtions, shquld have o formal struciture
for the digtribution of rewards.ﬁnd séﬁctions in ordex o
gsupport compliance with the orgonisational norms and
regulations, To fulfill these control functions of the
organization Btzioni (1964:59) pointed out that the
organization must distribute its rewards and sanctions

according to performance. The dispensation of part of
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the rewards by the school without regards to performance
as seen in the case of Federal teachers in Plateau Stato
is dangerous and can lead to low morale and job dissatis-
faction among the teachers,

It is evident that about half of the Federal teachers
are Bxpatriates and some of them probably witheld
responses to some questions in the questionnaire for

socurity reasons.

HYPOTHESIS 2

Job dissatisfaction is related to the retention of
Federal teachers in Plateau State, This hypothesis is
tested Dby considering the teachers responses on the
number of teachers that have resigned from 1974 to 1977,
The t test for significance is used to compare the me:n
scores of the two groups of tecachers, The scores for thc
State and the Federal teachers are presented in table III

below. The total number of teacher respondents is 56 - 28
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State teachers and 28 Federal teachers,

TABLE 3
NUMBER OF STATE AND FEDERAL TEACHERS TH\T
AWWE RESICGNED FROM SERVICE PFRO
' 1974 1O 1977

FACTORS |  OTATE TBACHERS | FEDERAL TBACHBIS
1_T0TAL SCORE | MEAN | TOTAL SCORE | MEAN

TEACHERS THAT | !

RESIGN FROM
NO OF TRACHERS
THAT HAVE o
RESIGNED ! . E Nk B Jes
L ]
! .
TOTAL : 16 3,2 | 44 | 8.8

) L ! i
Level of significance for t = ,05.

Table III shows the scores from the teachers responses
on resignation from the teaching service of State and
Federal teachers,

In the teachers responses, 10 teachers said that State

teachers resign more frequently from service while 28 teachers
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said that Federal teachers resign morc frequently than
State tecachers., The teachers responded thot 6 State teachers
and 16 Federal teachers have rcsigned between 1974 znd '977.
The total number of resignations for State teachcrs are 16
while that of the Federal teachers is 44. The total mean
gscore for the State teachers is 3,2 while that of Federal
teachers is 8,8,

The t value is computed to be 15.15 and the value of
t from the statistical table is 1.96 at .05 level of
significance, The computed t value of 15.15 is clearly
higher than the table value of 1.96 and this means that
there is a significant difference in the two mean valuen
under study. In order words there is a significant
relationship between the two variables - job dissatisfaction
and retention of Federal teachers. Hence the hypothesis
that Job dissatisfaction is related to the retention of

Federal teachers in Plateau State is accepted, The data
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have provided enough evidence to show that the number of
Federal teachers that have resigned is by far greater than
the number of State teachers, during the same period,

The first hy.othesis tested in this chapter has ghown
that job satisfaction is higher for State than for the
Federal teachers and hypothesis two has also demonstrated that
job dissatisfaction among the Federal teachers is related to
their retention in the service, From these two results we
can conclude that the Federal teachers are resigning from
their jobs because they are dissatisfied with the conditions
of their jobs in Plateau State,

The retention of the Iederal teachers in the teaching
service in Plateau State is very important for the success
of the U,P.E, Scheme. It is one thing to recruit teachers
and another thing to retain them., Many of the Federal teachers
have resigned from the service because of frustration, and

result is that may U.P.E. classrooms are now being managed
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by unqualified and incompetent teachers who are employed
to £ill the vacancies created by the resigning Federal
teachers., Incompetent teachers are likely tec do rmch
harm not only to the young people in the classrooms but
also to teaching service, #tate and Federal Govermments
should try to give to the Fecderal teachers what is due to
them, The State Government should try to care for the
Federal teachers deployed in their colleges by paying their
salaries and allowances promptly and by recommending to
the Federal Ministry of Educ.tion all Federal teachers
who are due for promotion and confirmation of appointments,
The State Government should give to the Federal teachors
the recognition that is commensurate with the importance
of their job in the U, P.E, Schenme,
HYPOTHESIS 3:

There is no difference in job performance of State and

Federal tencher educators in Plateau Sgate.
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Rank and qualifie tions of teachers are related to
teacher performance. In considering teacher performancc
it is important to examine the ranks of Statc and Fedcral
teachers and the ranking is done according to qualificztion
and experience in the job,

TABLE 4

RANKS OF STATE AND FEDERAL TEACHERS

This table shows the teachers responses about
their ranks and qualifications.

RAVK OF TEACHERS  |STATE | % {FEDEi 72 lTO‘AL g
SENIOR EDUCTION OFFICER | 1 | 3.5 o0 | IRREE
EDUCATION OFFICER I 2 i Ty 2 Tty 4 1422
EDUCATION OFFICER II | 9 {32.4 25 [89.49 34 12i.8
ASSISTANT EDUC. OFFICERI| 8 [28.5{ 1 | 3.5 9  32.0

SSISTANT © " III 8 ;25.5[ 0 I 0| 8 285

| 4 i ;

TOTAL {28 !100 l 28 {100 | 56 | 200

' i |

From this table 4, the ranks of State and Iederal tcochers

in the five colleges used for the study can be seen, Tre table
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S0
éhows that 43% Stﬁte.tcﬂéhers afe.gf Educafion Officer's
rank while 57% are Assistant Edueotion Officers.
'96% of Federal teachers are Education Officers while
onlﬁ 4% is Assiétént Educatioﬁ Officer; The Assistant
Bducation Officers form the intermediatc level manpover
in,the colleges and this class of teachers consists of
.teacheré.ﬁith diploma in eduodfion, N.ﬁ;E. and equivalont
qualifications, The teachers in the Bducation Officer's
grade are regarded as top-level manpower in the teaching

séfﬁicé ﬁnd tﬁeég teachers are uéualiy Univefsifﬁ -

graduates. The toble shows that Federal Teachers in

these colleges are better qualified than the Statce Tsachers.
.In tesfiﬁg:%ﬁé hyﬁofhesié dﬁ job perforﬁanco of

State and Federal teachers, the over-all rating of the

teaChers themselves, the school administrators and the

students éfe considered, These rafihgé are prescented

in the tablsos below.

P
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TABLE 5

TEACHERS OVERALL RATING OF STATE AND FEDERAL TEACHGAS

In this table both the State and Federal teachers
were asked to rate all the 56 tecachers used for this gtudy,.
The table below shows the ratings given to the two groups

of teachers.

STATE TEACHERS ’ FEDERAL TEACHERS
]
TOTAL SCORE ' MEAN t TOTAL SCORE MBAN
13 I 2.6 26 Del
'y 1

Level of significance for t = .05,

Out of the 56 teachers, 13 of them said that State teachers

are good teachers and hgve gnod performance while 26
gaid that Federal are good teachers. The mean score for

the State teachers is 2.6 while the Federal has 5.2.
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TABLE 6

SCEODL ADMIﬁISfRATORS' RA&ING Of fggéﬁﬁﬁ PERFORMANCE
The school adminigtrators aré Principals and Vice

Principals of ﬁpg_teache:s colleges used for this study.

Their responaes.and £é;ing of teacher performﬁnce afd

shown in ¢able &,

STATE TEACHERS |, ' FEDERAL TEACHERS

TOTAL SCOHE MEAN TOTAL QSCORE MEAN
63.5 12,7 69 13,8

Level of significmee for t = .05
The total score or rating given to State teachers by
the Principals and Vice Priﬁ;ipals ié 63.5 while 69 points
are given to Federal tec.chers by these school administ-
rators. The mean score for the Staté teachers is 12.7

and that of the Federsl te~chers ia 13.8.

S LT
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.fﬂBLE. 1.
Thirty five form four students ffém each of the five
teachers colleges_are gseq to rate State and Tederal
teachers in ﬁhei£ ﬁérious subjecta. In table T the total

Scores given to both groups of teachers are presented,

STUDBNTS' RATING O TRACHZR PERIORMANCE

STATE TBACRERS T i FHDERAL TLACHERS
TOTAL SCORE MEAN TOTAL SCOLS MEAN
379 T9.8 508 101,6
Lievel of significance for t = .05

The.t test of significsance wag carried out on the
teachers', administrators’ and the students' ratings of
teacher performance and this was done tq compare the
mesn Scores for the two grouﬁs of teacheré.

The hypothesis that there is no differences in job
performance of State and Ieieral teachers is rejected.

The normal hypotheais that there'may be a difference in
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the performance of the two groups of teachers is upheld.
From tables V, VI and VII, the mean scores for the
Federal teachers are statistically higher than that of
the State teachergs and therefore the performance of
Federal teachers is higher than that of the State
teachers. This is supported by the fact that the values
of computed t are all positive,

The finding that dissatisfied Federal teachers have
higher job performance than the more satisfied State
teachers is in agreement with the findings of the research
work of Barnmard (1965)., He pointed out that dissatisfied
workers are not necessarily less productive than satisfied
workers, Rather he argued that provieiof of the various
types of rowards and compensations such as monetary,
social, emotional and psychological rewards for the workers
will lead to workers identifying themselves with their

work and hence will lead to higher productivity,
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One of the problems that faces every school systenm
is the evaluation of its teachers. Teachers are suspicious
of merit rating and one reason is that the goals of many
school systems are so vague that it is difficult to
determine, whether or not a teacher has contributed to
them., For example character development, development of
intellectual curiosity or critical thinking are difficult
achievements to measure.

Another problem in evaluating teacher performance
is the fact that most school Principals are not gpecially
trained to evaluate most of the professionals working
with them, For example a Principal who was formerly
an English teacher will have difficulty in determining
whether or not a chemigtry or a physics teacher is competent
in his teaching., It is equally difficult for the
supervisory staff of the Ministry to observe teacher
performance and competencies as they may not be technically

competent.
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Because of the uncertainty and hazards in judging
competence, seniority has become the almost universal
official basis of evaluation. The seniority system
has an air of fairmess because of its uniformity of
application and it promotes official recognition for
loyalty to the system,

Other variables which can influence teacher performance
inelude such situational factors which may be beyond the
teachers control such as; the quality of the students
admitted to the school, Admission policies and the
admigsion exercise are the responsibility of the education
department and in many cases the teacher is no* consulted
in matters of admission. The quota system of student
admission is militating agairst raising the standard of
admission in many Statee of Nigeria. Other factors which
may not be under the teacher:n control include the type of

curriculum used in the school, school facilities available
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in the school and the culture of the commwmnity where the
the school is existing. In nmany cases the teacher is not
consulted when the school curriculum is drawn. The
teacher can fail in his effort to achieve an objective
in the school because the school management has falled
to provide certain facility needed for the achievement

of such goals.

SUITMARY

From the first hypothesis, it has been proved that
the Federal teacher educators in Plateau State are
dissatisfied with the conditions of their job while their
State counterparts are not, It has also been shown in
hypothesis two that Joﬁ dissatisfaction on the part of
Federal teacher educations is related to their leaving
the teaching service in large numbers. Testing hypothesis

three provided evidence in support of the fact that
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Federal teacher educators perform better than their State
counterparts. Table IV ghows the ranking of both of
teachers and from this it is evident that the Federal
teachers are better qualified than their State counterparts,

From the results of this study the investigator
feels that serious effort should be made by both the
Federal and the State Governments to look into the problems
facing the Federal teacher educators, Since the cost
of living and social services are rising continuously,
it is important that the Federal teachers should be given
recognition which should be commensurate with thedir
importance in the teaching service and this would hel) to
retain them in the service. The resignation of Federal
teachers from the teaching scrvice is definitely affccting
the success of the U.P.E, Scheme, Many unqualified teachers
are now employed for the U.P.E, scheme, and many classrooms

have no teachers, and many highly qualified Federal U.P.8
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teacher educators have left the teaching service as a
result of job dissatisfaction and the general standard of
education in the country especially .in the Prime»y end
Secondary levels is going down,

Federal and State Governments should realise that
the corner stone of any good educational system ig its
teachers! Beautiful buildings, well equipped libraries
and laboratories, specialised services and all other things
that will make the school very attractive will fade into
nothingness if the learning experiences of the students

are directed by incompetent and unqualified teachers.



100

C er
SUMMARY , CONCLUSION AND RECOMMENDATIONS:

This study is designed to examine the problem of
job satisfaction and performance of State and Federal
teachers in Flateau State., The project is geared tovards
identifiying the problens that are facing teacher
educators which affected their job satisfaction and
performance.

It is a comparative study of job satisfaction and
teacher performance among State and Federal teacher
educators. The study is designed to answer guestions
guch ag: Are the Federal teacher educators satisfied
with their jobs, and if they are not, what is causiig
the digsatisfaction? Have the State teacher educators
better conditions of service than their Federal counterparts,
and what are the effects of job satisfaction on teacher
performance in the State, Are the Federal teachers more

qualified than their State counterparts?
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Job satisfaction among teacher educators is an
important matter not only for the U.P.E. scheme but also
for success of other teacher education programmes in the
country, There is empirical support for the assumption
that a happy worker is a better worker and this is the
main principle behind attempts to improve the conditions
of service of the teachers,

The related literature reviewed for this study, provided
background information to the problem of job satisfaction
and teacher performance. The literature reviewed discussed
the status and social position of the teacher, the problems
of raising professional standards for teachers and the
fact that many decisions affecting the tencher and his
students are made by peoplc from other professions without
congulting the teachers, Also within the teaching profession
lack of politieal power and militant leadership have failed

to advoeate that final instruectional decisions should be

-
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made by the teachers,

\ Other factors affecting job Batisfactio; and teacher
performance include, promotions, prompt confirmation of
appointment and equitable distribution of rewards in the
school, Promotion is one of the most sensitive issue in
the compensation structure of any organisation, and it can
cause low morale and job dissatisfaction among the workors,
The school should have a formal way for distributing rewards
to its teachers, High morale, adequate salary and provision
of social and emotional rewards to the teachers are necessary
for job satisfaction and better teacher performance. ﬂ

Fjve teachers colleges in Plateau State were used for
the study. These five colleges have the highest EOncont—
ration of both State and Federal teacher educators, and
the number of Federal teachers in these five colleges
represents about half of the total number of Federal

teachers in that State, A pretest was first carried out

with one other teachers college in the State to validate
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the instruments used for the study. In the study 28 State
and 28 Federal teachers werec used for the study, to test
the factors that influence job satisfaction, A sample of
35 students was selected from each of the five teachers
colleges to test teacher performance, Teachers and school
administrators were also used to rate teacher peréormance-
Three types of questionnaire were used for the study. The
first type was given to the teachers, the second type was
for the students and the third type was given to school
administrators,

Raw scores were collected from the responses made by
the teachers, students and school administrators., The
raw scores were totalled up and the ﬁéan score were calculated,
The statistical tests of significance were carried out %o
compare the mean scores of State and those of the Federal

teachers.
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All the data collected were presented, nnalyéed and
interpreted and were used to test the hypotheses., In ﬁ
the first hypothesis that job satisfaction is higher for
State than for the Federal teachers, the State teachers
have higher total mean score than the Pederal teachers,
The t test performed with the two sets of mean values
was statistically significant and this test confirmed the
hypothesis that job satisfaction is higﬁer for State tcachers
than for the Federal teachers, The second hypothesis that
job satisfaction is related to the retention of Federagl
teachers was also proved to be true by the t test of
significance, The third hypothesis that there is no
difference in job performance of State and Federal teachers
was not accepted. The test of signific-nce carried out
on the mean values for State and Federal teachers have
higher job performance than State teachers. This finding

is in agreemen$ with the result of studies carried oul by
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Barnard (1965) which showed that dissatisfied workers ~re
not necessarily leéa productive than satisfied workere,

From the results of this study on job satisfaction
and teacher performance Federal teachers serving in
Plateau State have bﬁBjob satisfaction because of poor
conditions of service and lack of ca¥fe by both State und
Federal authoritdes and this state of affairs has
contributed to the frustration and resignation of Fedoral
teaphers from the U,P.B. scheme, Thesc Federsal teachore
are highly qualified and they have higher jobiperformancu-
than their State counterparts. Since the present situation
is likely to affect the success of the U.P.E, Scheme, it
is important that State and the Fedcral Governments sﬁould
look into the job conditions of the Federal teachers in

s

order to arrest the deteriating situation in the State.
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the problems of teacher training and retention have acruired
a new importance and urgency. For the past thirty years
teaching has been uscd as a stepping stone to more lucrative
jobs until recently the te~cher had little or no security,
no pension scheme littlce amenities, few prospects for
promotion ond less money.

Palary reflects the social valuation accoricd to the -
teacher, and since the value of social servicus as weil
as coats of living rise continuously, it is important thot
the Federal teachers should be given rewards which are
due to them and this would help !, retain them in the
service,

Federal and State Governments should work out a
nationazl and workable systcmatic scheme for promotion
one that is clear, logical and fair., For this purposc,

there should be well kept reccords of service and seniority

lists, while allowance should be made for accelerated
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promotion based on merit to encourage industry and disploy
of special talents. Frec moviment from one rank of the
profession to another, incrcascs the attractiveness of
the profes ion. If many tcachers leave the pfofesaion,
it is cvident that conditions arec unsatisfoctory. There
should be complete sccurity of tenure, some measure of
frecdom to choosc where to work and abscnce of religious
or political tests will help the teachers to be satisficd
with their job and to increcase their productivity.

All the vital factors rcinting to high moralc such
a8 better conditions of zcrvice, social statua; and
recognition of work donc which have definite implications
for the school system should be studied earcfully and
gincerely by the Government -nd effort should be made
to satiefy the hopes of thc unnjority of Federnl te - chorse
It is clear from the recsults of this study that the morcle
of the Federal teachers working in Plateau State has

diminished., In order to rovive this the Govermment should
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provide a special grievancc committee in which the
Federal teachers are guaranted the opportunity to air
théir views constructivcly and without feur of victimizotion, 3
This will give the government o first hand information :
about the problems that arc facing the Federal teachers
in the State, It is up to the Government to intunsify
effort in harmonizing salary and conditions of service
including fringe benefits throughout the country. ’
Substantive ~nd attractive prospccts for promotions should
also be provided, These provisions arc aimcd at retaining
the teachers in the service,

High morale on the part of the Federnl teachers
would involve a feeling of the teachers that the school
and themselves arc accomplishing something and at least
some of their necds arc being fulfilled through thoir

services to the schools. Morale is 1mportqnt'1n any

school setting especially when it is based on constructive
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values and attributes. A workcr who fecls thaf his
personal hoppiness is being considered only so that hce
will work harder can hardly be oxpectedlto become devoted
to his job. The major problem is not whether workers
are satiefied with their work conditi?ns, but whether
they can identify with their work, C;rwin (1965:299)
pointed out that when teanchers fecel that they nre not
contributing to the achievement of the major goanls of
their institution, they arc likely to become alicemated
from their work and this is the case of Federal teach.rs
in Platean State,

It is evidunt that teachers work or contributec to
the organization in return for rewards and induccments
from the organization., School minagement should endévou;
to provide for their teachers such rewards that will
satisfy the psychological, safety, economie, social,

political and future necds of the teachers and unless
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opportunities arc provided for the satisfaction of the
teachers, high level nceds, theoy will be deprived and
frugtrated and this will be reflected in their behaviour,
Provision of only pay rewards nnd neflect of othcer types
of rewards may be ineffective and reliance on the threat
of punishment when this situation prevails nay have an
adverse effcet on job satisfaction and performnoncc of
the teachers., Etzioni (1964:12) argued "that money hos
only a limited value in satisfying the workers high
level nceds, although it can becoma the focus of interest
if it is the only means available”. When teachers are
digsatisfied with their conditions of work, they start
to explore altermatives :md if the search fails, the
aspiration level of the teacher is gradually revised
downwards, and if he succceds in finding an altornative,
he will change his job,

It is a very important matter thercfore that every

school should have a formal structurc for distribution of
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rewards nnd sanctions in order to support compliance to
the organisation's rules and regulntions, To achicve
this control function, LBtzioni (1964:59) pointcd out
that "the org-nisation must distribute its rewards and
sanctions according to performwmce”. The dispensation
of part of the rewards by the orginisation without reg.nis
to performance can only lead to job dissatisf.ction, low
performance ond weanken the organization's effectivencos,

The means of satisfying tcachers nceeds such as
wages, good working conditions and other bonefits can bo
provided or with-held by the school management. HMuch of
the teachers happiness and comfort depend on the lsaderghip
style of the school administrators, A demooratic and
non - authoritarion attitude on the pnart of the @chool
administrators, supcrvisors and inspectors from the
Ministry of Education will contribute to professional

status as well as conditions for doing truely creative
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work in the schools,

In an effort to dcal with these problems, school
systems have often ignorcd the basic issue, that of the
responsibility of teachers mnd the students in achieving
the school goals. The school administrntors in many cnscs
have only tried to make the teachers content with their
prescnt condition of service and they have always triced
to exclude the nonconformists nlong with those unfortuanzle
few with political and socinl brckgrounds. The teachors
unions have not helped either to lessen the tenchers
problems gincc they are not very cffeetive.

The job satisfaction obtained by group members include
rewards for task accomplishrent, exercise of the need for
gelf-cxpression and self--devclopaent, and the enjoyment
of social interaction, OSatisfoetion is not simply the
anount of rcwards received, but depends upon the principle
of distributive justice, or n person's comparism level,

The common assumption that satisfaction and productivity
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are direct function of the mmount of reward reccived by
the worker is not always true becausc rewards are scldon
administered in direct proportion to the workers productivity.
Monctary rewards which are always enphasized by managenent
are less inportont to the worker than tnsk rewnrds,
prestige, control righte ~nd socinl - cnotional sntisf .ction,

RECOIHMENDAT IONS:

In the light of the findings of this study, the
following recommendations arc advanced.

A sinilar study of job satisfnction and teacher
performance should be carried out in all the States of
the Federation, The findings of such studics Tor the
various St tes should be comnpared. The results of such
studies will throw light into sone problems facing tho
U.PsB. Scheme and the U.,P.E. tezcher cducators in the

different parts of the country.
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Both State and Federal Govermments should look into
the problen of early paynent of salaries and allowances
to teachers., The Government should provide morc noney
and morc qualified adninigtr .tive personnels to tackle
this serious problen,

The confirmation of the appointment of Federnl teachcrs
is donec by the Federal Ministry of BEducation, on the
recommendati on of the Statc Ministry and Prineipals of
schools, The Statc Ministry should provide upto date
record about Fed.ral tcachers which would help to confirm
tha appointment of all descrving Federal teachers,
Confirmation of appointnents should be carried out pronptly.

Becnuse promotion is n very scnsitive issue in any
establishnent, it should bc handled with great care by
the management of schools. Pronotions should be given to
those who nerit then, and it should be based on nerit, cond

objective methods of appraising tencher performancce,
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PENDIX

DEPARTMIIT OF EDUCAT ION
AHMADU BELIO UNIVERSITY

ZARTIA |

STUDENTS QUESTIONNAIRE ON JOB SATISFACTICN PERFORMANCE
ACHE ATORS

This questionnaire is designed to get the opinion of
students on Teacher Performance.
Kindly read and anawer the questions below as instructed.
Do not write your name on this questionnaire, All
information will be treated in confidence.
L I The name of your co0llegC 18 seeeersvesvecsccascnssssssnsse
2,  Your Sex is : MALBu.eeecsesoee PEMALE .eeeaanees(Tick ).
3. What is your AZC: sesevecsssscscccvsscoscsscsscsssssssssse
4, What 18 your ClasB: ececesesscscssscssocccrssssnsecscssose
5e You are studing the following subjects in your collogué Mark:-

A = For teachers who always teach their subjects well
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3 = For teachers that sometimes teach their subjects well

N

BEnglish Language ceccesesvescces

English Literaturecceeccsececeve
BEducationessesecscsvscscscsascae
Maths/Arith. ProcesseSe.eescsss
Health EducatiONesscsessssenses
Physical Education,.csesccesces
Historyeoseesococcsesecescsnnse

SOCial Stﬂdi@ﬂ..-..-.-..o-o.-o-

A = Always organise Lessons well

5

N = Never organise Lessons well

For teachers that never teach their subjects well,

Geographyesessesssssnsss
Religious Knowledge.s.e.
Integrated Scienceseesee
General ScicnClessecsose
Agric, SCiencCecssvsceae
Home BeononicSisssessess

Fine Art.....l.....‘..l.

Sometimes organise Lessons well

Score A, S, or N according to how well the Teachers

organise their subjects,

English Language......-......

Boglish Literatur@cccecscecse

GCOgTaphy----.------...a-o

Social StudieS.ceecesccecse



Te

Bducation,isseesvevsssvenns
Maths/Arith. ProcesseS.se..
Health BgucatioN..eeececesee
Physical EducatioN.eesssess
Historyeececerveocoesvsncenss

Fine Art..-....-...tilaal'.
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Religious Knowledg€€eesseeses
Integrated Scienceesseccccee
General Sciencesceseescecosd
Agric.3Ciencessscecscesscnss

Home EconomicSeeceosesccessse

A = Always syupathetic and helpful to students

3

]

N

Sometimes symp,thetic and helpful to students

Never sympathetic and helpful to students

Score A, 3, or N according to how gympathetic and helpful

the Teachers are to students:-

English Languageeceseccccee
English Literature..ecscece
Equcabioneecescccccscesone
Maths/Arith ProcesseS.....
Health Education..eccceeee
Physical Bducation.eceesee

Geo@aphy...I..Ol.........

Social StudieS.sesvecsesessss
religious KnowlcedgCeesesseoeoe
Integrated SciencCesssccecces
General SciencCCicceccesssscsas
Aglhic. ScienCCecececesnvesvee

Fine m..'lll...‘...'..ll..i
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A = Always accepts students disagreement with Ahis points,

S

Sometimes accepts students disagrecment with his points,

N = Never accepts students disagreement with his points,

Score A, 8. or N according to how the teachers accept

gstudents disagreement with their points,

English Language.seeseccecces
English Literaturecccceceeve
Educationeecesccvoccossascnnns
Maths/Arith., ProcesscS.eess.
Health Education.ssessececse
Physical BEduocatiohesccocerces
RBigborYecesenvenssrecsscense
Geographyecesesosssassosasss
A = Always fair to students

8

]

N Never fair to students.

Social Sclentosccescvisooce
Religious KnowledgC€ssseeans
Integrated Scienceyeecececes
General SCieNncCEiceessvsssee
Agric, SCiencesisessessesies
Home EconomicSseeesscescoss

Fine BTV svons sansnssoenssiios

Sometimes fair to students.

Score A, S, or N according to how Teachers are fair to

students, in your college.
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Bnglish Languageeececescecesae
English Literature.cceccccees
BducationNecesesnvesnscvsonees
Maths/Arith. ProcesseS.......
Health Education.,eesvecsveces
Physical Education.eeeseseese
Higtorysiecsssesesnsovescasssnens
Geographyeccsvescosccssannenas
A = Always attends class.

S

]

Sometimes attends class.

N

]

Never attends class,
Score A, S, or N sccaording to
English Languageeceesesssesne
Engligh Literatur€sescsceces
Bducation.ecececosccccescccncne
Maths/Arith. Processed...e.e

Heal‘th Education...u..-....

128
Soclal Scienceeecccessvene
Heligious Knowledg8€eesessns
Integrated Scienceeeeesses
General ScienCCececscccces
Agric,Sclence.sescessscsse
Home EconomicSsiesseesscscss

Fine Arto.to-oo-no-oo-oo--

how the teachers miss classes.
Social SciencCsssseseassssas
Religious Knowledg€@escscsasee
Integrated SciencCecececese
General Sciencesscsecerscee

Mric. scienco."l'...'.l"
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Physical Bducation,.eesess
G’G(Jgraphy-..............-.

Fine Aty evvevee saovnessis

A = Always gives Assignment
S =
N = Never gives Assignnment,
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Home Bconomic8ecccssvcescccne

Historyl....‘....I....l.....'

and Return on timc to students

Sometimes gives Assignment and Return on time,

Score A, S or N according to how often Teachers give

assignments and return them,
English Language vevecsoes
English literature.,cceeee
Education sessescsccasssss
Mathe/Arith., Processes....
Health BducatioN.ceecevess
Physical BEducation.essecees
History seeeeevecvecnscess

Geography............u...

Social Scienceesevreeerscrscss
Religious Knowledg€esenscesoss
Integrated Scienceeicececccsene
General Scienclessesessecssces
Agric., Science.csssssrssccees
Home BpoonomicS.eecscevecescss

Fine Aﬂ‘....ll.l'..l....‘ll.
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Always provides Teaching Aids and Textbooks.
Sometimes provides Teaching Aids and Textbooks

Never provides Teaching Aids and Textbooks.

Score 4, S or N according to how frequent the Teachers

provide Teaching Aids and Textbooks,

English LanguagCeeeseascs e
English Literature€cceceesece
BducetioBeessssscvsccvannne
Maths/Arith. Processes....
Health EducatioNesessecess
Physical EducatioNececcece
HigtOryesoonossenecscscese
Geographyecccsscsscssassses

Score the Teachers GQ0D or

Social Scilenceesecessccsacnes
Religious Knowledge,ccoesenee
Integrated SciencCiesserssnss
General SCiencCC.sccescarcease
Agric Sciencessssssscsvessses
Home EBponomicB.ccecscccescoce

Fi.nC m..‘a‘l........ll.l...

FATIR or POOR according to

their overall performance in their subjects.

English Languageececsceses

English Literaturecceceses

SOCial Science...-.--........

Reli@ms KnOWiedge- P R R N N
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BEducatioNeceesocescsseses Integrated Scienceieescccceceee
Maths/Arith, Processes,... General ScienCeicecssecscccccee
Health Bducation..sssseeee Agric, Scicncesecvesreserescsss
Fhysical Education ,eeeeee HOme EconomicS..eeseecscccsss
Historyeesesseoeoeccsensses Fine ArYt soeevcceesccccscanse

Geography.......-..-.....-

- = = =000~ = - ~
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DEPARTMENT OF EDUCATION
A

TEACHERS QUESTIONNAIRE ON JOB SATISFACTION AND
PERFORMANCE OF TEACHER BDUCAT ORS

This questionnaire is designed to get the opinions of
Teachers on conditions of service.

Kindly read and answer the questions below as required.

Do not write your name on this questionnaire, All
Information will be treated in confidence.
What 1s the name of your ColleBe: cesessssvesscsressceess
2 Your 80X 18%ccevs s MALB s ssesosssveces FBMALB s osanesscnse
. W TOUY ABE 18T isveassonans e etaessssesvasnseeessssssiyeseee
4. Name your State or Country of Origin:.ccesececsccececccee
5. Are you a State or Federal Teacher Educatoriciesesccccces

6. Name the TWQ main subjects you teach in the college: sees

LR A B A I O B L B R I B B R B B R R I R R I I A R T
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For how long have you taught in thisg collegetieesecrvsnee
What is your present rank: scecccecosccscscoscsssscoccnns
How many promotions or upgrading have you had since you
gtarted teaching in this c01le@€: ceeesvevvesessancostane
What posts do you hold in this college:isseseseevosssossns

@ R AR A SRR R RS RS E AR AR AR S AP AR AR E R AR R R as

Would you like to teach in your State of Origin if you
are not from Plateau Statel.e....
b (-7 - 1 T T
NOteseoaoosoososassssns
Do you think that either State of Federal Teacher
Bducators gets their salaries earlier at the end of each
nonth, If either group of Teachers does, which group is
dtate Toaokerss.cssecesesssans
Pederal Teachers:,cesecessscas

Neither ErOUD  sessesosssersons

Both groupsiesseessesssnsssesan

ite-
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13, If either group of Teachers getd their yearly salary
increment before the other, which group is it:-
Jtate TeacherSiecescssssecscncss
Federal Teachers: seeeecesccsee
Neither group: ecevecceccccicsce
14, If either group of Teacher Educators gets confirmation
of appointment before the other, which group is it:-
State Teachers: sececescescscscss
Federal Teachers:cessscccescressne
Neither group: eesecesececssssces
Both @roup: ,eeececsccssccsccanne
15. If either group of Teachers gets prométions faster than
the other groups, which is it:-
State Teachers:iceccsssssccsnenes
Poderal Teachers: ssicecessscice

Neither ETOUD. seeavceesscssvsans

Both BITOUDP: seessvevescsassssacnas
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16, If either group of Teachers is given substantive

Administrative posts, which is it:-
State Teachers: seeesscesccssscss
Federal Teachers: s.esescessssovs
Neither group: ssesssssssssssscne
Both groups: sseeessccssssscssnssns
17. If either group of Tea hers is granted Transfer morc
often by the Ministry, which group is it:-
State Teachers: ceeesssscccsncses
Federal Teachers: ceeessecesecens
Neilther Group: seeeeesscececscnss
Both Groups: ecesssccsoesnsssnsonce
18. If either group of Teashers resigns more frequently fron
the service, which is it:-

Stﬂte TeaChers: D I I R

Federal TaacherB: TR
Neither Grcup: frs st de s ransssnae

mth Grmps: LU B A B O B B B B B
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19, About how many State and Federal Teacher Equcators have
resigned from your college since 1976%?
State Teachers: seeeececcccscecs
Federal TeacheIS: seecescsssssss
Neither State or Pederal TeacherSicececcescsscaess
20, If either group is more committed to Teaching which group
is it:-
Jtate Teachers: sseesvecccocscns
Federal Teachers: .seceeccssceces
Neither group: cosssssesssusvans
Both Zroups: sececececsccscsscss
21, If either group is better prepared and generally better
qualified, which group is it:-
3tate Teachers: ssecscescscsscess
Federal Teachers: ,ceceesscccces
Neither group: ssesccccccscccsse

Both ZroupS: seesssccccsvessscsce
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22. Judging from your recent Teachers Grade II results and
the overall general job performance of State and Federal

Teachers, rate the two groups of Teachers.

GO0D. FAIR or POOR

State Teachers:

L N A A A A

Federal Teachers:

TR R I A
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DEPARTMENT OF EDUCATION
BELIO UNIVERS ITY

This questionnaire/lntarview Schedule is designed to
get the opinions of Principals and Vice Principals on Teacher
Performance, All Information will be treated in strict
confidence,
e Name of youY C0lleg8O: sesssveccscsssisseisssovostissadasose
2, Sex: MALBEleeeceesvsveceseere FEBMALB . esovevrosercrcene
i P Your Statoc of Country 1S:seeccesssrscssccccssecsssascnnse
4. Are you a State of Federal Officeri..cessscecevccsssscsas
5. How long have you been in this C0lleg6: ecececevscssscccccas
6. Your present Bank 16: sasssscssnisossosnsssosssnisooposes
T. Kindly rate the teachers of the following subjects:-

VG = Very Good Teacher

G

Good Teacher

F = Fair Teacher

N = Teacher that needs to inmprove.



English Language
English Literature

Education
Maths/Arith, Processes
Health Edueation
Physical Eduecation
Social Studies

Fine Art,
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History
Geography
Integrated Science
Genergl Science
Agric, Science
Religious Knowledge

Home Economics
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Ministry of Education,
Inspectorate Division,
P.M.B, 2001,

Jos.

19th April, 1978,
TO:

All Principals of Teachers' Colleges,
Plateau State.

Please allow the bearer, Mr. A, N, Ezenne to discuss
with your Teachers and collect suitable materials for his
research project in the field of "Job Satisfaction and
Performance of Teacher Bqucator®,

Also help to supervise the distribution and answering of
his questionnaire by your students.

Please co-operate and offer any assistance that may

be of help to him,

Signed:
(J. N. GAMDE)
for: Permanent Secretary,
Ministry of Ejucation.
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APPENDIX B
RATA AND TESTING FOR SIGNIF .CANCE

More data are included in Appendix B for reference.

The methods uged for computing the mcan scorcs and the t test

are stated for reference.
i
> X
1 . Mea.r]- = ___-_,..-u—"’

a

where X is the score and N} is the number of scores,

M -~ M

2. t, ='2 e
L + 4
nj ns

(a) where My and M, are thg means of the two sets of scores,
(b) & is the standard dfc’i'v'iation from the mean.

(e¢) t, is the value of/ the computed t

(d) ny and ng are thg number of scores in each group.

(e) my +mnp - 2 is the degree of freedom,

(£) 05 is the levell of eignificance,

)
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Test for Significance and cg;culgtion of ¢ value

=\f (K1 - My )2 - (Xp - 3‘12)2

ny 4 0y =2 (degree of
s
£

freedon),
q 1,20 « 3.20

Standarg derviation

4.4
27
tc = M‘I o~ M2
A —— ——
N -
ny n-
tc = _304 2 2.4
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i

te = -
8226
2
s - 2268
83.6
te - 5,2 Thig value can then be compared

to the table value of %,



. 15
GROUP_OF TEACHERS THAT GETS BARLY CONFIRMATION OF APPOL (TN

COLLEGE ! STATE TREALHRRS L FEDRRAL ThACIERS

T _SCORE ¢ Z Y GCORA T E

A 7 TTs7 2 22,2

B 3 75 1 25

C 2 66.6 1 33.73

D 3 75 1 25

B 2 66.6 1 333

TOT AL 17 360,9 6 138.8
MEAN 3.4 72,18 1,2 27,76

GROUP OF PEACHERS THAT GETS MORE RAPID PROMOTION

COLLEGE STATE TBACHERS "~ PBDERAL THACHBRB
o SCORE % " SCORE A
Fy 10 . 83,3 2 16,7
B 4 66.6 2 33,3
c 4 57.2 3 42.8
D 4 8o 1 20
B 5 100 0 0
TOTAL 27 387, 1 8 12,8
MEAN 5.4 T7.42 1.6 22.56
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GROUP OF TEACHERS THAT FRECUENTLY RESIGN FROM THE SERVICE

—COLLEGE T STATE ~"TRACHERS —— — TEDERAL —TEICHEORY
SCORE % SCORE ' %
A 2 1647 10 83.3
B 3 333 6 6645
c 2 28.5 5 1.4
D 3 60 2 40
B 0 0 5 100
TOTAL 10 138,5 28 361.3
MEAIT 2 27.74 5.6  72.26

NUMBER OF STATE AND FEDERAL TEACHERS THAT HAVE
2o LGNED FROM SEIVICE, I 1974 T0 19

BACH]
e
A . 1 25 75
B | 1 25 75
1 25 5
2 353 4 66,6
i 33,3 3 75
TOTAL | 6 141.6 16 366.6
MEAN fs 28,00 3,2 72,00
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THE GROUP THAT IS BETTER PREPARED THAN THE OTHER

COLLEGE STATE TZEACHERS "~ FEDERAL TEACHERS B
SCORE %o SCORE %
L 3 42,8 4 57.2
3 2 33,3 4 66,6
C 2 40 3 60
D 1 20 4 80
E 1 25 3 75
TOTAL 9 161.0 18 338,8
I'IEAN 1 .8 32-22 3'6 67078
STUDENTS RATING OF OVER 4 PERFORMANCE OF
STA AND FEDERAL TEACHERS
COLLEGE STATE TEACHERS " FED TEA S
OTAL SCORE' TO % __TOTAL SCORE TOTAL o
A 98 339 125 452
B 74 298 108 397
C T7 242 96 271
D 82 22% 107 282.5
B 48 160 72 239.4
TOTAL 379 1262 508 1641,9
MEAN 75.8 252.4 101.6 328, 2




TEACHERS' OVER ALL RATING OF STATE AND
] A S
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T COLLBGE | ATE TEACHE D S
SCORE % “SCORE | %
A 3 30 7 70
B 2 33:3 4 66.6
c 2 40 3 60
D 3 30 T 70
B 3 37.5 5 62.5
TOTAL 13 170.8 26 329
MEAN 2.6 34,18 542 65.82
G OF STATE AND FED TEACHBRS BY
PRI AID VICE J
COLLEG: | STATE TEACHERS  FEDZRAL TEACHERS  TOTAL
A 18 19 37
B 14,5 17 31.5
c 1 10,5 21.5
D 12 12,5 24.5
E 8 10 18
TOTAL 63.5 69 132.5
MEAN 12.7 13.8 26,5
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THE DISTRIBUTION OF TEACHERS RESPONDENTS
ACCORD I BELS
COLLEGE RESPONDENTS i comar
STATE TEACHERS ‘ FEDERAL TEACHERS
A 7 7 14
B 7 7 14
C 5 5 10
D 5 5 10
B 4 4 8
TOTAL 28 28 56
1




