FACTORS INFLUENCING TEACHER’S JOB SATISFACTION AND COMMITMENT IN PUBLIC SECONDARY SCHOOLS IN OYO STATE, NIGERIA
Abstract
This study investigates factors influencing teacher’s job satisfaction and commitment in public secondary schools in Oyo State, Nigeria. The research employed descriptive survey design to conduct its study. The data collection took place in 2024 and included all six hundred and twenty-five (625) public secondary school principals together with fourteen thousand, five hundred and eight (14,508) teachers across the thirty-three (33) local government areas in Oyo State. The sample included Two Hundred and Fifty selected schools through purposive and simple random sampling from the forty percent public secondary institutions in Oyo State. Two Hundred and Fifty (250) Principals form the total number of sampled participants.  All Two Hundred and Fifty (250) selected public schools received representation through purposive sampling of ten (10) teachers each. The researcher selected Two Thousand, Five Hundred (2,500) teachers through the random sampling process. This research work received data through Two Thousand, Seven Hundred and Fifty (2,750) respondents. Two assessment tools used in the research consisted of “Motivational Strategies, School Factors and Job Satisfaction Questionnaire (MSSFJSQ)”(0.80) and “Teachers Commitment Questionnaire (TCQ)” (0.82). The analysis procedure involved multiple regression testing at 5% significane level. This study established that both teachers' job satisfaction in public secondary schools of Oyo State Nigeria can be enhanced through the combined use of motivational strategies along with school factors which include teachers' workload and school facilities (F7, 1604=2.620, P<0.05).  Multi-variate analysis at P<0.05 demonstrated that motivational strategies together with school factors created joint influence on teachers’ professional dedication in public secondary education across Oyo State Nigeria (F6, 720=3.710).  The delivery of regular periodic school facilities along with basic incentives in combination with in-service training and welfare packages to teachers in Oyo State public secondary schools should result in improved satisfaction and dedication in their professional calling. The findings from this study provide pivotal insights that support students alongside teachers and staff members and educational departments at every government level because improved teaching professionalism leads to enhanced teacher competencies and better education quality for students.
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Introduction

A nation relies on teachers to sustain its foundation because they guide both educational development and student mental growth and social development.  Educational activities revolve around these professionals who function as knowers and guardians while also functioning as knowledge transformers (Patel, 2018).  Nation builders describe the public high school teaching staff because they distribute knowledge and wisdom to students.  All national expansion initiatives start from these educational resources that deliver critical learning opportunities to most citizens across the country.  Public senior secondary school teachers throughout Southwest Nigeria experience high employee turnover rates.  A major portion of public veteran high school instructors choose resignation due to workplace frustration.  Those who stay in the position show a lack of dedication toward their work.  The teachers maintain a lax posture when it comes to teaching activities and learning processes.  Various teaching staff at public secondary educational institutions spend insignificant amounts of time or no time at all preparing for classes.  Several teaching professionals avoid teaching evaluation while failing to prompt learner participation during classroom activities.  Most learning facilities provide insufficient support to their students without determining personal requirements because they neglect continued checks on educational progress.  The lack of satisfaction in teaching jobs leads more teachers to show poor performance which results in both frequent absence from work and high rates of burnout and educator attrition (Okotoni & Akinwale, 2019). Every nation recognizes education as the driving force which creates national development and advancement.  Educational success requires dedicated personnel who feel satisfied with their work in the education sector.  Secondary education system success or failure depends primarily on teachers who hold the position of central importance in this workforce.  High levels of job satisfaction in teachers lead to positive job attitudes whereas dissatisfaction produces negative job attitudes (Wen-Rou, 2019).  The happiness of teachers significantly impacts school success yet study shows that public senior secondary school teachers in Southwest Nigeria generally show unhappiness toward their work.  Certain individuals hold teaching in low esteem through their lack of interest in both teaching and enjoyment of the profession.  These educators stay in the profession because there are no better choices available but it reduces their love for their work.

          The emotional bond which educators have toward their profession defines their commitment.  Professional teachers within public senior high schools exhibit passionate dedication toward their teaching career.  The researchers from Bibiso, Olango, and Bibiso (2017) point out that their dedication drives them to offer care to others and seek new educational knowledge.  Public senior high school teachers naturally choose to participate in activities which require their active time investment.  The educational staff of dedicated public senior secondary schools remains affiliated to their academic institution while using their available time and resources for institutional advancement.   Teachers of public senior high schools develop their commitment to their institution through dedicated work toward its achievements.  Public senior high school staff help students reach their academic targets while simultaneously impacting their educational outcomes.  Osemeke (2016) explains that job commitment evolves into a developmental process when staff members match their organizational objectives with those of their employer institution.  A dedicated worker shows readiness along with strong dedication and agrees with all necessary job criteria and understands them completely.  Someone who works with dedication is committed both emotionally and fully toward professional success goals.

          According to Okotoni and Akinwale (2019) school commitment represents the combination of teachers accepting school targets and beliefs alongside believing in educational policies alongside the intention to stay at their current place of employment.  The educators at public senior secondary schools make themselves available to support curriculum development and extracurricular events for the purpose of school progression.  There is no doubt about the unflinching dedication of public senior secondary school teachers to their institution while their commitment to school objectives stands as a clear sign of their dedication.   A dedicated public secondary school teacher works persistently to improve school reputation while following school policies and regulations according to Peretomode and Bello (2018).  The teacher exhibits reduced probability to both quit their teaching career and miss school.  Members of the teaching staff consider challenges in their school as their personal concerns.  The teachers safeguard the success of the National Policy on Education objectives throughout all its dimensions.  These teachers demonstrate high dedication by dedicating themselves to achieving both short- and long-term goals of their educational establishment while exhibiting maximum effort and extending additional time to crucial activities that help reach institutional objectives. Peretomode and Bello (2018) establish that student-oriented teacher commitment demonstrates willingness to give substantial effort towards both challenging and easy-to-teach students.  Public secondary school teachers who demonstrate dedication will actively participate with students through curricular and extracurricular activities to strengthen student connection to the school environment and academic goals.  Their educational practices focus on finding various methods to improve student understanding of concepts. 

 Osegbue, Ohamobi, and Manafa (2018) studied teaching motivation effects and established self-efficacy as a predictor of teaching career commitment and personal responsibility as a predictor of professional development interest along with both factors jointly predicting commitment towards teaching-related activities outside regular hours.  Research data revealed multiple paths through which professional motives of educators shape their dedication to teaching during their early career years which affects the recruitment and retention processes of teachers.  Principals use welfare packages along with supportive environments and adequate teaching resources along with leadership behaviors to improve teacher job performance according to Toropova, Myrberg, and Johansson (2020).  According to Tijani (2019) teachers achieve higher performance levels when motivated by suitable motivational variables.

 Study participants from Osalusi and Onipede (2017) proved that strong ties link teacher job performance to motivation which creates better education and sustains teacher roles in secondary schools.  The analysis revealed multiple ways teacher motivational factors influence their commitment toward teaching at the beginning of their professional journey that affects recruitment and retention of teachers and teacher education.  Self-efficacy and motivational factors both determine teaching career commitment according to Worth and Brande (2020).  Personal responsibility shows direct links to teachers' professional growth interest according to their research along with self-efficacy as well as responsibility as predictors of dedicated time commitment to teaching responsibilities.  Reward system and work situational elements with professional training and development explained most of the motivation factors among public secondary school teachers.  Boruah and Tok (2017) performed an investigation which confirmed that job performance of teachers strongly depends on their provided conditions of service while demonstrating that in-service training exercises a significant impact on teacher performance outcomes. 

 Ukpong and Okon (2020) emphasize how Southwestern Nigeria stands as a prominent educational hub but its learner's persistent poor examination results in internal and external assessments create serious cause for concern.  West African Examination Council (WAEC) statistics place most Southwest states at the bottom of rankings during the present period.

 Ogunjide (2022) found in their research of motivational strategies and school factors that affect teacher job satisfaction and commitment in public secondary schools throughout Southwest, Nigeria that staff motivation strongly impacts public secondary school productivity.  External motivational elements proved to have stronger impacts on public secondary school productivity compared to internal influences according to the research results.  The study demonstrated that both intrinsic and extrinsic motivational elements affected productivity but public secondary school members valued extrinsic aspects more delicately.  The research showed that public secondary school management efficiency contributes to teacher productivity together with teacher education along with monetary benefits and promotion systems.  The research displayed a positive and substantial link between instructor dedication levels and Senior Secondary Certificate Examination rating outcomes of their students.  He uncovered strong relationships among teacher wage structures and their advancement systems and pupil achievement outcomes and between ancillary monetary benefits and teaching environment control.  The current research evidence about salary links to academic achievement shows that teachers benefit from stable payments with salary increment in their job performance.  Public senior high school teachers received their motivation from professional recognition alongside advancement opportunities and promotional benefits and satisfactory working conditions. 

 Public senior high school instructors play an essential role yet some scholars have discovered that Southwest Nigeria teachers lack dedication to students and their institution and profession.  The teaching profession suffers from some professionals who do not care about student education advancement while also demonstrating little enthusiasm for their profession.  These teachers stay in the profession since there are no better available alternatives.  It becomes essential to study how much teachers both like their work and how dedicated they are because recurring academic underachievement among students in various topics exists in Nigerian schools.  Job satisfaction and commitment among teachers can be traced to various distinct features.  A study by Alyaha & Mbogo (2017) documented activities in the work environment together with the levels of autonomy teachers receive and support from their principals and the school climate as well as their relationships within the institution and the leadership approaches and organization trust and welfare programs. 

  The available literature demonstrates an insufficient body of research about motivational tactics and school variables that determine teacher work satisfaction and commitment.  The two essential components affecting teacher satisfaction and dedication combine organizing tactics with institutional settings.  A teacher's motivation strategies determine the level of their work satisfaction which directly reflects in their job commitment strength.  School conditions including teacher workload together with school amenities have an influential role in shaping teacher job dedication and satisfaction levels.  The research investigates the variables which shape teacher satisfaction and work dedication among public secondary educators operating in Southwest Nigeria.
Statement of the Problem


A substantial number of teachers who work within Oyo State public senior secondary schools reveal dissatisfaction with their teaching work and display minimal pride in their profession while consistently failing to teach subjects through real-world applications to students.  Most teachers show resistance to put in more energy in order to fulfill the school's instructional targets.  The teaching profession is widely seen as a last employment option which teachers seek after failing to find other jobs.  The majority of public senior secondary school teachers would leave their teaching career for alternative positions whenever they find alternative employment opportunities because of their dissatisfaction with their job.  The unsatisfied secondary school teachers in Oyo State Nigeria create a major obstacle to educational targets while sustaining inadequate academic results throughout internal evaluations and the West African Secondary School Examination (WASSE). 

 Research on workplace engagement of secondary school educators examined principal communication and support services as well as school atmosphere while also studying job demands and workload and physical workspace.   There are not enough studies available which explain how motivational tactics together with school conditions affect teacher satisfaction and commitment levels.  The existing research void requires solution.  The research evaluated how motivational strategies and educational environment features affected teacher job satisfaction and commitment within public secondary schools across Oyo State Nigeria.
Objectives of the Study


Major objective of this study is to investigate motivational strategies and school factors as determinants of teachers' job satisfaction and commitment in public secondary schools in Oyo State, Nigeria. Specific objectives are to:

(i) assess the joint contribution of motivational strategies (in-service training and incentives) and school factors (teachers' workload and school facilities) on teachers’ job satisfaction (management support, autonomy and nature of work) in the public secondary schools in Oyo State, Nigeria;

(ii) examine the joint contribution of motivational strategies (in-service training and incentives) and school factors (teachers' workload and school facilities)on teachers’ commitment in public secondary schools in Oyo State, Nigeria.

Hypotheses

H01: 
There is no significant joint contribution of motivational strategies (in-service 
training and incentives) and school factors (teachers' workload and school 
facilities)
on teachers’ job satisfaction (management support, autonomy and nature of work)
in 
the public secondary schools in Oyo State, Nigeria.

H02: 
There is no significant joint contribution of motivational strategies (in-service 
training and incentives) and school factors (teachers' workload and school 
facilities)
on teachers’ commitment to the school, learners and teaching profession in the 
public  

           secondary schools in Oyo State, Nigeria.
Significance of the Study

This study aims to highlight the substantial impact of motivational tactics and school characteristics on teachers' job satisfaction and commitment in public secondary schools in the Southwest area of Nigeria.  The research will significantly benefit principals, educators, and the government. The study's findings should prompt principals to recognise their responsibility as school leaders in fostering an atmosphere equipped with sufficient amenities that boost teachers' job satisfaction and dedication, hence decreasing attrition rates.  They would also recognise how the workload of public senior secondary school teachers and the utilisation of incentives are affecting their satisfaction and dedication.  This would prompt them to implement appropriate managerial practices to prevent qualified teachers from exiting the profession. The study's findings will inform public senior secondary school teachers on the impact of motivating tactics, such as rewards and in-service training, as well as school characteristics, including facilities and workload, on their satisfaction and commitment.  This would assist them in making informed decisions regarding the necessary measures to ensure their satisfaction and commitment. The findings will assist the government in understanding the impact of motivational techniques and school characteristics on teachers' happiness and commitment.  Educators are the fundamental human resource inside an educational institution.  They serve as the guardians of the curriculum.  The goals and objectives of education in a country cannot be realised without them.  The findings should compel the government to ensure that instructors are adequately motivated and comfortable, and that schools are sufficiently equipped with appropriate facilities and resources for effective teaching and learning. Ultimately, the study would serve as a valuable resource and reference for others seeking to conduct research in this field.  It would also bridge the gap and enhance understanding of the subject area, particularly upon publication.
METHODOLOGY     

Research Design: The descriptive survey research design was adopted for the study. 
Population of the Study: The study population comprised all public secondary school principals and teachers in all the thirty-three (33) local government areas of Oyo State.

Table 1:

Number of Principals and Teachers in the Three Senatorial Districts of Oyo State

	Senatorial Districts
	Number of Public Secondary schools
	Number of Public Secondary school Principals
	Number of Public Secondary schools Teachers

	Oyo Central
	244
	244
	5,398

	Oyo North
	171
	171
	3,156

	Oyo South
	210
	210
	5,954

	TOTAL
	625
	625
	14,508


Source: Oyo State Teaching Service Commissions (TESCOM), 2022

The study employed purposive sampling and simple random sampling to choose forty percent (40%) of Oyo State public secondary schools resulting in Two Hundred and Fifty (250) establishments. The deliberate basis behind this selection relies on the fact that every school selected for study received its establishment and registration at least ten years ago. The number of sampled Principals stood at Two Hundred and Fifty (250).  Ten (10) teachers participated from all Two Hundred and Fifty (250) included schools through purposive and simple random sampling methods.  The selected participants required minimum ten years of teaching experience to qualify for the study. The researcher selected Two Thousand, Five Hundred (2,500) teachers for the study. Two Thousand, Seven Hundred and Fifty respondents form the total figure for this research. 

  Researchers employed two questionnaires which they had specifically developed to obtain data during the study. The instrument named “Motivational Strategies, School Factors and Job Satisfaction Questionnaire (MSSFJSQ)” serves as the first research tool. The second research instrument is called “Teachers Commitment Questionnaire (TCQ).”

 Both instruments received face and content validity confirmation. These measures were created to guarantee that the tools accurately assessed their designated concepts. Measurement and Evaluation experts evaluated the validity of the instruments by examining printed copies of their documents. These experts evaluated the instruments through a comprehensive evaluation process that led to required adjustments in their contents.

The reliability assessment involved conducting a pilot test using specific institutions of schools and staff groups which would later be omitted from the final research. The instrument reliability process investigated the built-in consistency between each instrument's items. Research experts evaluated the instrument reliability through Cronbach's Alpha. Testing through psychometric analysis showed the instruments achieved consistent and reliable values of 0.80 and 0.82 for "Motivational Strategies, School Factors and Job Satisfaction Questionnaire (MSSFJSQ)" and "Teachers Commitment Questionnaire (TCQ)" respectively.

The researcher delivered the instruments with help from nine trained assistants during the administration process. 

Multiple regression analyzed the retrieved instruments with a significance criterion of P<0.05 at 5% level.
Results

H01: 
There is no significant joint contribution of motivational strategies (in-service 
training and incentives) and school factors (teachers' workload and school 
facilities)
on teachers’ job satisfaction (management support, autonomy and nature of work)
in 
the public secondary schools in Oyo State, Nigeria.
Table 2: Joint Contribution of Motivational Strategies on Teachers’ Job Satisfaction in 
     

              Public Secondary Schools in Oyo State, Nigeria

	ANOVA

	Model
	Sum of Squares
	Df
	Mean Square
	F
	P-Value
	Decision

	
	Regression
	240.302
	7
	23.407
	2.620
	.005
	Significant

	
	Residual
	1622.512
	1604
	12.925
	
	
	

	
	Total
	1862.814
	1611
	
	
	
	

	Model summary

	R = .932
R Square = .836
Adjusted R Square = .802
Standard Error of the Estimate = 0.00076


Dependent Variable: Teachers' job satisfaction
Predictors: (Constant), school facilities, in-service training, teachers' workload, incentives
-value is significant at 0.05*


Table 2 shows a significant joint contribution of motivational strategies (in-service training and incentives) and school factors (teachers' workload and school facilities) on teachers’ job satisfaction (management support, autonomy and nature of work)in public secondary schools in Oyo State, Nigeria (F7, 1604 = 2.620, P<0.05).  The results imply that motivational strategies and school factors jointly predicted teachers' job satisfaction. The 'model summary' (R = .932; R2 = .836; Adjusted R2 = .802; Standard error of the estimate = .00076) shows that a high variation (variability) of 80.2% (adjusted R2 = .802) in teachers' job satisfaction can be explained by motivational strategies and school factors (independent variables). The model summary also shows a very low standard error of .00076. Since the standard error of the estimates is very low, it therefore implies that the precision of the model was high.
H02: 
There is no significant joint contribution of motivational strategies (in-service 
training and incentives) and school factors (teachers' workload and school 
facilities)
on teachers’ commitment to the school, learners and teaching profession in the 
public  

           secondary schools in Oyo State, Nigeria.
Table 3: Joint Contribution of Motivational Strategies and School Factors on Teachers’    

               Commitment in Public Secondary Schools in Oyo State, Nigeria 

	ANOVA

	Model
	Sum of Squares
	Df
	Mean Square
	F
	P-Value
	Decision

	
	Regression
	264.841
	6
	24.973
	3.710
	.012
	Significant

	
	Residual
	2824.372
	720
	8.642
	
	
	

	
	Total
	3089.213
	726
	
	
	
	

	Model summary

	R = .903

R Square = .794
Adjusted R Square = .788
Standard Error of the Estimate = 0.00116


Dependent Variable: Teachers' commitment
Predictors: (Constant), school facilities, in-service training, teachers' workload, incentives
F-value is significant at 0.05*

Table 3 shows a significant joint contribution of motivational strategies (in-service training and incentives) and school factors (teachers' workload and school facilities) on teachers’ commitment to the school, students and profession in public secondary schools in Oyo State, Nigeria (F6, 720 = 3.710, P<0.05). The results imply that motivational strategies and school factors jointly predicted teachers' commitment. The 'model summary' (R = .903; R2 = .704; Adjusted R2 = .788; Standard error of the estimate = .00116) shows that a high variation (variability) of 78.8% (adjusted R2 = .788) in teachers' commitment can be explained by motivational strategies and school factors (independent variables). The model summary also shows a very low standard error of .00116. Since the standard error of the estimates was very low, it therefore implies that the precision of the model was high.
Discussion 


Hypothesis one results show that motivational strategies and school factors together substantially affect job satisfaction levels regarding management support and autonomy and nature of work among teachers in public secondary schools of Oyo State Nigeria.  Research by Ileuma (2017) supports the findings that motivating tactics have a strong influence on the job satisfaction of science teachers in secondary schools throughout Ibadan Metropolis in Oyo State.  Analyzing Ondo State data showed Ayeni (2015) that motivati  The physical environment components within schools in Akwa-Ibom State Nigeria held significant influence on teacher satisfaction at secondary education institutions according to Ekpoh (2018).

   The investigation of hypothesis two revealed that motivational strategies aligned with school elements produced a combined meaningful effect on teacher commitment towards school and students and their profession at public secondary institutions in Oyo State Nigeria.  Ileuma (2017) produced research that demonstrated motivating tactics generated sizeable job satisfaction impacts on the staff at science departments of secondary schools that operate in Ibadan Metropolis within Oyo State.  A past study by Ekpoh (2018) proves that school environment characteristics played a substantial role in shaping teacher happiness in secondary establishments of Akwa-Ibom State in Nigeria.

 Research by Ogunjide (2022) receives validation with these findings which demonstrate the significant combined influence of motivational strategies and school variables on teachers’ job satisfaction in Southwest Nigeria public secondary schools.  The findings in this study reflect conditions that most Nigerian teachers experience in their work environments thus explaining the research similarities.
Conclusion


The research uncovered major deficiencies in motivational strategies used to enhance teacher performance at public secondary institutions across Oyo State Nigeria because the results proved unsuccessful.  Teachers expressed dissatisfaction toward both their excessive workload and their inadequate classroom facilities in the research results.  Teaching staff considered the work volume too heavy for their abilities and the educational buildings insufficient to support respectable learning and teaching processes.  The teachers maintained very low levels of dedication regarding school pupils and their educational profession.   Multiple studies show that teaching satisfaction together with professional dedication can be predicted by combining school properties with motivational approaches.  The combination of four selected motivational tactics and education variables in service training along with remuneration schemes and work levels and school facilities showed large-scale effects on teacher satisfaction and commitment levels. 
Recommendations
The research findings produced the subsequent recommendations:

Regular rewards with suitable compensation plans and advancement opportunities and employee welfare benefits including home assistance should be distributed to teachers so they remain satisfied with their profession.

School facilities necessary for effective teaching and learning processes should be appropriately provided by governmental support and educational institutions. 

The organization of periodic in-service training sessions will assist teachers in developing their capabilities which will lead them to use available resources more effectively.

Government policies must recruit more teaching staff to distribute workload effectively while obtaining maximum use from the available personnel and demonstrating an enhanced dedication and performance from teachers.
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