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Abstract

In most organizations, the human resource counselors, professionals
and managers are concerned about the impact of job satisfaction and
organizational commitment. However, many academic institutions have
very little understanding of how job satisfaction affects employee’s
turnover, productivity and organization's performance. Therefore, it is
essential to understand the causes, symptoms and the effects it has. The
main objective of the paper is to study the job satisfaction and
organizational commitment of faculty members in Technical and
Management Institutes with reference to different institutes in Dar es
Salaam region. For this purpose, the data was collected through
questionnaire under convenience random sampling of Management and
Technical faculty members. The analysis has been done using different
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statistical tools with the help of SPSS. The findings reveal and
demonstrate that dissatisfaction does exist in the academic
organizations/institutions, which eventually results to decrease in
organizational commitment. Thus, the managers of various
organizations should come up with various interventions to manage the
dissatisfaction among the faculty members

Key Words; Job Satisfaction, Organizational —commitment,
Management, Technical and Management Institute

Introduction

According to experts, while most managers believe employees leave
due to money i ssues, in actuality
their supervisors that has the greatest impact on whether they stay or
leave. This is becausesupervisor has control over the CORE elements
that create job satisfaction. These elements are: compensation,
opportunity, recognition and environment. That is why it is important
to hold supervisors accountable for retaining a thriving workforce
(Debord, 2007). Management of people at work is an integral part of
the management process. To understand the critical importance of
people in the organization is to recognize that the human element and
the organization are synonymous. A welanaged organizatio usually
sees an average worker as the root source of quality and productivity
gains. Such organizations do not look to capital investment, but to
employees, as the fundamental source of improvement. An
Organization is effective to the degree to whicladhieves its goals. An
effective organization will make sure that there is a spirit of
cooperation and sense of commitment and satisfaction within the
sphere of its influence. (Luthans, 1998)

Job satisfaction is the most important issue for any organimatio
because if its employees are satisfied it is sure that the organization will
flourish. It also increases the organizational commitment and reduces
the flow of employees, as it is in the interest of an organization to
retain employees and minimize turnoveHowever, many educational
institutions have little understanding of how to satisfy their employees
and how these employee satisfaction levels influence their intent to
leave their positions. In fact, because of this limited understanding,
institutional efforts towards employee satisfaction can sometimes
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create more dissonance than cohesion between employees and
management, leading to excessive employee turnover. Organizational
commitment has been described as consisting of two constructs,
namely: affectre and continuance (Allen & Meyer, 1990).

The definition of job satisfaction has visibly evolved through the
decades, but most versions share the belief that job satisfaction is a
work related positive affective reaction. There seems to be less
consistencywhen talking about the causes of job satisfaction. Wexley
and Yukl (1984) stated that job satisfaction is influenced by many
factors, including personal traits and characteristics of the job.

To better understand the employee and job characteristics and
their relationship to job satisfaction, various theories have emerged
and provided the vital framework for future job satisfaction studies.
Early traditional theories suggested that a single bipolar continuum,
with satisfaction on one end and dissatisfaction the other, could be
used to conceptualize job satisfaction. Later revisions of the theory
included a two continuum model that placed job satisfaction on the
first scale and job dissatisfaction on the second (Brown, 1998). Later
theories focused moren the presence or absence of certain intrinsic
and extrinsic job factors that could determine one's satisfaction level.
Intrinsic factors are based on personal perceptions and internal
feelings, and include factors such as recognition, advancement, and
responsibility. These factors have been strongly linked to job
satisfaction according to O'Driscoll and Randall (1999).

Extrinsic factors are external job related variables that would
include salary, supervision, and working conditions. These extrinsic
factors have also been found to have a significant influence on job
satisfaction levels according to Martin and Schinke (1998).

Job satisfaction is, therefore, seen by some people to be a
function of what is expected and what is received. Thus if one expects
little and gets little, one will be satisfied. At the same time, if one
expects a lot and gets a lot, one will be satisfied. However, if one
expects a lot and gets little, one will be dissatisfied. This brings different
views and perception as far as genderconcerned whereby the basic
arguments are that although women receive less from their jobs than
men do, they have lower expectations and hence feel just as satisfied
as men (Kinman, 1998).
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Organizational commitment is the relative strength of an
employee's attachment or involvement with the organization where he
or she is employed, for example; daily business, technical and

management institutes’ Organizational

because committed employees are less likely to leave for another job
and are more likely to perform at higher levels. However, Meyer and
Allen (1994) state that organizational commitment is "a psychological
state that;
a. Characterizes the employee's relationships with the
organization, and
b. Have implications for the decision tontinue membership in
the organization.

Organi zational commi t ment coul d

al

SO

be

co

de

belief in and acceptance of an organizati o

behalf of the organization to reach these goals and objectives and
strong desire to maintain membership in the organization (Hunt and
Morgan, 1994:1568). In other words, organizational commitment
points to the attitudes of employees concerning commitment towards
the organizations they work for (Moorhead and Griffin, 1995664
Northcraft and Neale, 1990: 465). According to Luthans (1992:124),
organizational commitment is directly related to the desire to maintain
membership in the organization, the willingness of employees to exert
considerable effort on behalf of the orgaation and a strong belief in
and acceptance of an organizatio

Objectives
1. Examine the level of job satisfaction among employees in an
organization.
2. ldentify the factors responsible for job satisfaction in an
organization.
3. Establish the relationship between job satisfaction and
organization commitment.

Literature Review

Other researchers use similar definitions of job satisfaction that refer to
an employee's attachment, goal congruency, identification, loyalty and
allegiance to theirorganization. On the other hand, Porter and his

n )

S

goal s
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colleagues defined commitment as "attachment as the relative strength
of an individual's identification with and involvement in a particular
organization" (Mowday, Steers, & Porter, 1979).

Job satisfactions so important in that its absence often leads
to lethargy and reduced organizational commitment (Levinson, 1997,
Moser, 1997). Lack of job satisfaction is a predictor of quitting a job
(Alexander, Litchtenstein and Hellmann, 1997; Jamal, 1997). Sometimes
workers may quit from public to the private sector and vice versa. At
the other times the movement is from one profession to another that is
considered a greener pasture. This later is common in countries
grappling with dwindling economy and its concomitasuch as poor
conditions of service and late payment of salaries (Nwagwu, 1997). In
such countries, people tend to migrate to better and consistently
paying jobs (Fafunwa, 1971). Explaining its nature, some researchers
(e.g. Armentor, Forsyth, 1995, F&gan, Johnson and Berret, 1996;
Kadushin, and Kulys, 1995) tend to agree that job satisfaction is
essentially controlled by factors described in Adeyemo's (2000)
perspectives as external to the worker. From this viewpoint,
satisfaction on a job might be rigated by the nature of the job, its
pervasive social climate and extent to which workers peculiar needs are
met, working conditions that are similar to local and international
standard (Osagbemi, 2000), and extent to which they resemble work
conditions & other professions in the locality. Other inclusions are the
availability of power and status, pay satisfaction, promotion
opportunities, and task clarity (Bolarin, 1993; Gemenxhenandez, Max,
Kosier, Paradiso and Robinson, 1997).

Measuring job satisfaainh is difficult, for it is an abstract
personal cognition that exists only in an individual's mind. To measure
job satisfaction, one must have a conceptual understanding of the
construct in order to decide which indirect factors to measure. Since
there isno single agreed upon definition of job satisfaction, and no
widely accepted theory to explain it, it is no surprise that there is also
no general consensus on the best way to measure job satisfaction
(Wanous & Lawler, 1972). Mowday, Porter, and Steer8319.27),
define the affective organizational commitment as "a strong belief in
and acceptance of the organization's goals and values; a willingness to
exert considerable effort on behalf of the organization; and a strong
desire to maintain membership the organization." The counterpart to
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affective organizational commitment is continual organizational
commitment, which considers the idea that individuals do not leave a
company for fear of losing their benefits, taking a pay cut, and not
being able to fid another job (Murray, Gregoire, & Downey, 1991). Job
satisfaction has been recognized as a component of organizational
commitment (Kovach, 1977). It is suggested that job satisfaction is a
state of pleasure gained from applying one's values to a jobké,.oc
1969). Spector (1997, p.2) believes that job satisfaction "can be
considered as a global feeling about the job or as a related constellation
of attitudes about various aspects or facets of the job." Researchers
have found that job satisfaction is colated with turnover but not to
the extent that a predictive model can be created. (Kraut, 1975;
Mobley, 1982; Mobley Griffeth, Hand, & Meglino, 1979).
Previous studies related to job satisfaction show that there are
certain factors which affect the levef b satisfaction of the
employees. The teachers in the modern era are considered as the
employees of the institutions. There is still a considerable
difference in the nature of the work of the teachers which may
cause the difference in level of satisfiet from their jobs,
including salary, work environment, gender, age, family life, social
status, passion towards teaching etc. Different scholars have shown
previously that female are more dissatisfied with their jobs while
some studies related to the pslgology of the school teachers show
that female teachers are more satisfied with jobs as compared to
their counterpart (Travis, 2004). Charles Hickson, Titus Oshagbemi
(1999).Increasing the productivity of the teachers is very essential
from the societapoint of view as they are the shapes of the future
professionals whether technical or management. This study will
help us give an insight in to the effect of different factors on the job
satisfaction.
Other researchers (e.g. MacDonald, 1996; O'TooleQ1a8jue
in favour of the control of job satisfaction by factors intrinsic to the
workers. Their arguments are based on the idea that workers
deliberately decide to find satisfaction in their jobs and perceive them
as worthwhile. Studies of job satisfaaticand academicians seem to
consistently show there is a relationship between professional status
and the job satisfaction. High levels of job satisfaction are observed in
those professions that are of good standing in society. Age is one of the
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factors afecting job satisfaction. Different studies conducted show that
older workers are more satisfied (Davis, 1988:100). Kose (1985) found a
meaningful relationship between the age and job satisfaction; Hamshari
(1983), age and professional experience (Delia91$¥amshari 1986),
educational level (WelMaker, 1985; Hamshari, 1986); level of wages
(Vaugan and Dunn in Adeyemo, 1997); sex (D'elia 1979; Lynch and
Verdin, 1983).

Importance of the Study

An educational institution is as good as the faculty membershef
institution. So this study will help us understand the causes which
create loyalty among faculty members towards their institutions and
can help us find the reason as to why good faculty members leave the
institution and will focus on the role of thenstitutional policies and
their implementation in the context of the organizational commitment
of the faculty members or the teachers.

In the modern era, the different countries of the world are
developing on the basis of knowledge economy. We can saytltleat
time is approaching where knowledge is being capitalized. So the
institutions which are providing professional education are gaining
importance. It has become the concern of the management of such
institutions to satisfy their faculty members and umsgiand the factors
which lay an effect on the job satisfaction of the faculty members. So
this study will help them understand the faculty member's perspective
regarding the job satisfaction and organizational commitment and will
help them formulate theirpolicies regarding the operations of the
institution.

Methodology
This is a diagnostic type of research. Survey method has been adopted
using questionnaires with appropriate scaling techniques. The survey
was done on the faculty members of the technicadamanagement
faculty of Institutions in the Dar es Salaam region with an aim to
identify the job satisfaction and organizational commitment level of the
technical and management faculty. The type of the data required was
primary which was collected throhghe questionnaires.

A pilot survey was first conducted with a few sample members
of each of the four institutes, to test the reliability and validity of the
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instrument. It was also done to incorporate their views and
perceptions. After that, a convenieeadandom sampling of 25 faculty
members from each institute was administered the questionnaire with
a total of 100 respondents. To measure their perception regarding
different factors of job satisfaction and organizational commitment the
most widely used Mhinesota Satisfaction Questionnaire (MSQ), with
certain modifications to suit the purpose was used. The questionnaire
used the Likert scale with 5 as very satisfied and 1 as very dissatisfied.

The data collected was analyzed by using simple descriptive
statistics, the correlation coefficients and different statistical test viz.
t-test and chisquare test with respect to different aspects of
satisfaction and organizational commitment. To facilitate the analysis,
the instrument used was Likert scale of 1 tpvéhere very satisfied
scored ' 5" and very dissatisfied
and '2' along with '1' were combined as satisfied and dissatisfied
respectively, to facilitate data analysis.

Results

The respondents were asked to rate thetfars that provide them with

a sense of satisfaction at the wopdace (See Tabld). Out of 100
guestionnaires, which were distributed to the selected faculty
members, 60 were duly completed and returned. The returning rate
was 60%, which is consistensponse with similar surveys.

It is evident from table 1 that 50 per cent of the faculty
member respondents of both the departments agreed that salary was
one of the factors responsible for dissatisfaction. As depicted
individually, about 63% technical fdtyu members were dissatisfied
whereas only 37% management faculty members were dissatisfied.
Only 27% technical faculty members were satisfied while 33% of the
management faculty was also satisfied. This result is consistent with
Ongori and Agolla (2008).

Table 1: Perception of Balance of Work performed to Salary Received

Perception of Balance of Work performed to
Salary Received
Dissatisfied | Neutral | Satisfied | Total

Department of the
Respondent

Technical Faculty 19 3 8 30
Management Faculty | 11 9 10 30

scored
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| Total | 30 [ 12 | 18 | 60 \

On the question of opportunity for promotion, about 45%
faculty members (Table 2) were dissatisfied, 30% were satisfied and
25% remained neutral. This depicts fewer chances for promotions in
academic organizations/institutes, which mayesult in lower
organizational commitment. The respondents were also dissatisfied
with the work load i.e. keeping the faculty busy sometimes with even
non academic jobs.

Table 2: Perception towards Opportunity for Promotion

Department of the | Opportunity for Promotion

Respondent Dissatisfied | Neutral | Satisfied | Total
Technical Faculty 15 7 8 30
Management 12 8 10 30
Faculty

Total 27 15 18 60

On the other hand, the quality of supervision rendered was
satisfactory whereby 62% respondents were satisfieable3). On
the variable of anticipation on steady employment, 53% faculty
members were satisfied.

Table 3: Perception towards Technical Quality of Supervision

Department of the | Technical quality of supervision
Respondent Dissatisfied | Neutral | Satisfied | Total
Technical Faculty 7 8 15 30
Management Faculty | 6 2 22 30
Total 13 10 37 60

About 60% respondents had a feeling of accomplishment from their
work. The relations with cavorkers gave satisfaction to almost 81

% of the respondents, which is a véiigh percentage. It was found
that 40% respondents were satisfied by the flexibility to try their
own methods of teaching whereas 50% were neutral on the same
guestion. Opportunity to act in ways that do not go against ones
belief also gave satisfaction 59% of the respondents.
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Table 4 Chi-Square Tests

Value df | Asymp. Sig.(2-sided)
Pearson Chi-Square .380(a) | 3 | .944
Likelihood Ratio 381 3 |.944
Linear-by-Linear Association .236 1 |.627
N of Valid Cases 59

a 4 cells (50.0%) have expected count less than 5. The minimum
expected count is 1.97.

On the question of relationship betweeemployees and
supervisors, 80% of the faculty members were satisfied which means
that the supervisors treat their employees fgirwell? This result its,
consistent with Ongori and Agofla (2008), but it is inconsistent with
Stevenson and Harper (2006).

The correlation analysis for the job satisfaction on different
aspects shows that there is a high 0.77 correlation betweenéehere
and income. It means that as the income increa#ies tenure also
increases at a higher rate. The correlation between age and job
satisfaction was also found to be positively high. This result is
consistent with the results obtained by Rhod@®83). Again a high
correlation of 0.79 exists in age and income. In a study titled "Is Job
Satisfaction U Shaped In Age?" it was found that many older people
move into jobs, which have more desirable characteristics, as a result of
which they are expecttto be more satisfied. There is evidence that
older employees have specific work values which bring more attractive
characteristics that are less desirable to younger people. Younger
people may have high expectations, which, being modified by
experience bjobs which do not meet their standards, are diminished in
later years. Possible explanation of the greater satisfaction of older
employees is in terms of non job variations, Clark A. and Oswald A. (I
996).

Institutes /organizations policy implication amgpportunity for
promotion were also found to be positively correlated. On the other
hand a negative correlation of O.22 was also observed in income and
gender. The gender and tenure also showed a negative correlation.
Several researchers have also exarditiee relationship between job
satisfaction and gender. However, the results of many studies have
been contradictoryMason(1995)
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Table 5 Correlations among the relevant factors to the job satisfaction

of the faculty members
Correlations

OpportunityKeepindincome|Age  |Tenure [Gender|Opportunityinstitute policy
for busy to usgimplementatior|
promotion Abilities
opportunity
for
promotion
Pearson - i - -
Correlation .355(*%)|.175 [.091 .160 .208  |.455(**) 465(*%)
Sig. @ 009 [181 [491 [222 [111 [000 .000
tailed)
N 60 60 60 60 60 60 60 60
Keeping
busy
Pearson - i - o
Correlation .355(*%) |1 112 (140 111 128 [.359(*%)  |.391(**)
Sig. @ 009 . 369 [285 [400 [328 |005 .002
tailed)
N 60 60 60 60 60 60 60 60
Income
pearson | ;5 112 1 T91()|.771(*)-221  |.060 245
Correlation
Sig. 2
; 181 396 | .000 |[.000 [.089 [.650 .059
tailed)
N 60 60 60 60 60 60 60 60
Age
Pearson - .
Correlation .091 140 |.791(*%)[1 .745( ).358(**)'173 .169
Sig. (@401 285 000 |. 000 005 |186 198
tailed)
N 60 60 60 60 60 60 60 60
Tenure
Pearson - - i "
Correlation .160 111 J71(*).74507%)|1 .320(*)|.115 0.32
Sig. (2
tailed) 222 400 [.000 [.000 |. .013  [.380 .808
N 60 60 60 60 60 60 60 60
Gender
Pearson - | -
Correlation |-.208 |-.128 [.22|.351(**|.320(*|1 |-.252 |-.052
1) )
Sig. (2ailed .08
9. ( ) 11 .328 9 .005 1013 | |052 |.696
N 60 60 60 |60 60 60 |60 60
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Opportunity to

use abilities
Pearson - - - -
Correlation -455(*.359(**.06 173 115 |25 )1 432(

) ) o X )
Sig. (&ailed) | 555 | go5 665 186 |.380 '205. 001
N 60 60 60 |60 60 60 |60 60
Institute policy
implementatio
n

*% *% *%

Pearson_ A65(**(.391(**(.24 169 1032 _.52.432( 1
Correlation ) ) 5 )
Sig. (&ailed) | 555 | ggp '905 198 |.808 669 001 |01
N 60 60 60 |60 60 60 |60 60
Findings

There is significant difference in the mean age of the faculty of
technical and management department related to their job

satisfaction, which causes significant difference in terms of the job

satisfaction of technical and management faculty.réhs no
difference in the mean income of technical and management

faculty, which causes no difference in the job satisfaction level of
technical and management faculty.

Feeling of accomplishment from work, the work load, formal
position, institute policymplementation, relationship with co
workers and opportunity for promotion equally affects the job
satisfaction level of the technical and management faculty.
Similarly, acknowledgment for a well done job, freedom to use

personal judgment, relationship bgeen employees affects the job

satisfaction level of the technical and management faculty.

Finally, we can say that there is need for the job satisfaction level of

the technical and management faculty in the academic
organization.

Conclusion
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The studyestablished that dissatisfaction does exist in the academic
organizations/institutions, which eventually results to decrease of
organizational commitment. Thus, the managers of various
organizations should come up with various interventions to manage the
dissatisfaction among the faculty members. It is universally known that
an organization having better faculty, always lead and help in building
the nation by building those who build the nation. Other than the
traditional method of counseling employees, semther techniques
should also be adopted. However, a relevant fact is that generally
faculty is satisfied with the jobs. The most motivating factor is work
itself ‘whereas working conditions are the least motivating factors. This
fact has been supportedytShanthi Srinivasa (1999).
Finally we can say that there is need fosyestematic research

on practical and efficient interventions to manage the dissatisfaction
among the faculty members of technical as well as management
departments. The increase in jokatisfaction will also increase the
organizational commitment.

Although in the present research, the researchers have tried to

contribute to the existing body of knowledge, yet there are various

limitations. The first limitation is that the sample sizeswet large

enough to generalize the results to other similar organizations.

Secondly, the researchers have used the quantitative methods

which have their own limitations. Thus, there is need to conduct

further research, which consists of a sample thaegia holistic

view on the different factors affecting the job satisfaction and

organizational commitment.
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Abstract

The success of any educational programme is dependent on the
availability of adequate number of professionally trained and
committed teachers. The development of most private enterprises and
even public enterprises in Nigeria is being retarded consequent upon
non-available of qualified personnel to man such enterprises. Therefore,
there is need for capacity building in various aspects of the economy
Hence, the trust of this paper — Capacity Building: The role of Business
Education. The paper examined the concepts of capacity building,
specification of capacity building and business education. Thereafter, it
discussed the role of Business Education in capacity building. The paper
recommended among others that Business education must be accorded
its rightful place in the NPE and that employment of qualified and
adequate personnel to run the programme is paramount as no
education system can rise above the quality of its teachers.

Introduction
The Nigerian economy is extremely restricted by the scarcity of trained
manpower in almost all fields of industry and commerce. This probl
has created serious bottleneck in the development of indigenous
private enterprises to the extent that until recently, most new
enterprises were launched and managed by government and or foreign
concerns (Obijole 2004).

Yar ' Adua (2007)n atbiscerr’vse dd rt ehaam
one of the twenty most developed nations in the world would be a
mirage without a highly developed infrastructure and human capacity.
He observed that maintenance of infrastructure, in turn, was
dependent on skilled critical mas$ professionals.

ttoh ebecom
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Shortage of technicians, innovators and managers adversely

affects our economy. There are many business people in Nigeria, no

doubt, but most of them are traders who are only interested in rapid
turnover and a quick profit. Those engagéd manufacturing and
production are extremely few, and where they exist at all, they usually
lack technical knovhow and managerial ability (Etuk 1985).

Business Education is an aspect of vocational education which
provides individuals with knowledge, $&jlunderstanding, and attitude
to function well in any given occupation and most importantly to be
seltemployed. It thus makes available the effective tools to combat
unemployment, thus helps in capacity building whose obijective is to
offer assistance t@ntities, usually developing country societies, which
have a need to develop certain skill or for general upgrading of
performance ability.

Concept of Capacity Building

According t o Phil bin (1996) , capacity

developing and stmegthening the skills, instincts, abilities, processes
and resources that organization and communities need to survive,
adapt and thrive in the fast hangi ng wor |l d.” He
elements that give fluidity, flexibility and functionality of pragmme
/organization to adapt to changing needs of the population that is
served.

UNDP (1991) asserted that capacity building is the creation of
an enabling environment with appropriate policy and legal frameworks,
institutional development, including commiip participation (of
woman in particular), human resources development and
strengthening of managerial systems. It added that it is long term,
continuing process, in which all stakeholders participate (ministries,
local authorities, non- governmental orgnizations and water user
groups, professional associations, academics and others).

It stated further that capacity building refers to assistance
which is provided to entities, usually developing countries, which have
a need to develop a certain skill oorapetence, or for general
upgrading of performance ability. Most capacity is built by societies
themselves, sometimes in the public, sometimes in the non
government and sometimes in the private sector. It is however, not

added

t

bu

ha
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limited to international aid work More recently, capacity building is
being used by government to transform community and industry
approaches to social and environmental problems.

World Custom Organization (1998) submitted that capacity
building is the “act i owletlgeeabiliteggthi ch strengt
skills and behaviour of individuals and improve institutional structures
and processes such as the organization can efficiently meet its mission
and goal in a sustainable way."’

According to Industrial Training Fund (2006), capacitydingjl
is a process of acquiring knowledge and skills for effective and efficient
performance, in the implementation of business enterprises initiative.
This therefore means that for a successful implementation of business
initiative, new skills, knowledgesawell as a change of attitude are
required in the individual or group of individuals. Furthermore, an
individual or group must have adequate information about the business
venture that they want to embark upon.

Specification of Capacity Buildings
Citedurban Capacity Building Network (1996). Capacity Building
includes the following:

x Human resources development, the process of equipping
individuals with the understanding, skills and access to
information, knowledge and training that enables them to
perform effectively;

x Organization development, the elaboration of management
structures, processes and procedures, not only within
organizations but also the management of relationships
between the different organizations and sectors (public, private
and @mmunity; and.

x Institutional and legal framework development, making legal
and regulatory changes to enable organizations, institutions
and agencies at all levels to enhance their capacities.

Business Education Defined

Uranu (1996) opined that businessuagtion is part and parcel of the
entire vocational and technical education currently identified as
technology education.
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Idi (1992) quoting the policies commission for Business and
Economic Education (1975) submitted t hat
represents éroad and diverse discipline that is included in all types of
educational delivery systems..

Ango (1986) defined “Business Educat i
education which has its primary aims as the preparation of people for
roles in enterprises, such role wigl be as employees, entrepreneurs or
self employed.”

Ayodele (1992) viewed it as education for business or training
in business skills which are required for use in business offices and
clerical occupations and business policy analysis.

Osuala (1981 pi ned that is “that type of edu
at developing awereness of business, improves personal qualities and
building attitudes necessary for adjustment to person and employment
situations, and developing the abilities of students to their maximum

Yusuf (2000) said that Business Education is a broad,
comprehensive discipline which instructional programme encompasses:

1. The knowledge, attitude and skills needed by all citizens in
order to effectively manage their personal business and
economic sysm;
2. The vocational knowledge skills needed for entry level of
employment and advancement in broad range of business
career.

Similarly Aluwong (2001) affirmed that the objectives of technology
education in Nigeria is the creation of Nigerians with techgglo
knowledge, practical skills, attitude, and good work habits, A business
education curriculum, therefore, has its controlling purpose the
preparation of individual for useful living and gainful employment.

The objectives of Business Education accordm@aguma &
Akaeze (2004), quoting commission for business and economic
Education (1978), includes:

1. To educated individual for and about business.

2. To provide a continuous programme of planed experiences
designed to equip individuals to fulfil effectively eth
following:

a. To produce and distribute goods and services as workers.
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b. To use the results of production as consumers.

c. To make judicious sociEconomic decision as citizens.

American Vocational Association (1998) defined vocational
training as the trainingntended to prepare the students to earn a living
in an occupation in which success is depended largely upon technical
information and an understanding of the laws of science and
technology as applied to modern design, production, distribution and
services

Role of Business Education in Capacity Building
Il digbe (2006) sai d * One of the main i mp:
economic situation was the enormous loss of job opportunities, lack of
adequate capacities to create new jobs and the astronomical increase
in our employment rate in the country.” St
on this backdrop that the Olusegun Obasanjo administration at its
inception in 1999 decided to set up some programmes that are
projected to reverse the deplorable developmental stust e ” . Busi ness
Education through its training to secure any job could help in capacity
building and eventually save the country from high rate of
unemployment and other sorts of social vices.
Business Education is an aspect of education which aims at the
preparation of people for roles in enterprises, as employees,
entrepreneurs or self employed. These it does by providing the
necessary skills, knowledge, understanding and attitude that are
required to function well in any occupation. Thus, it builds cépaas it
embarks on activities which strengthen the knowledge, abilities, skills
and behaviour of individuals and improve institutional structures and
processes such that the organization can efficiently meet its mission
and goals in a sustainable way.
The Federal Government has recognized technical education
(Business Education inclusive) as formin
technical development and the need for adequate provisions to
develop the necessary technical/vocational skills. However, the success
of any educational programme hinges on the availability of adequate
number of professionally trained, committed, motivated, conscientious
and efficient as no education system can rise above the quality of its
teachers. Hence, the need for Business Edanati building capacity.
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Education of skilled and serskilled manpower is taking a great
stride in today’'s educ &84 systemeint er pri se. T
education, technical education, including business education, which
provides the skilled andemi-skilled manpower, is being tasked to save
Nigeria’'s technol ogi cal devel opment . The
education is being loaded with has called for a look into its features and
operations.
Business Education provides training which enables its
graduates to adapt to change in office technology and gains from
exposure to advances in technology and systems of other section. The
dominant socieeconomic problems of the present which include
unemployment and the misconception that the economy cannot make
use of the labour of all its people can be overcome with investment in
capacity building through Business Education. Thus, investment in
capacity building through business educat |
productivity and at the same time improve thechnical knowhow of
all the labour force necessary for national development.
The roles of vocational training are similar to those of
vocational education; business education inclusive. Such roles
accordlng to Lloyd (1983) and Miller (1985) arecdipvs:
Addressing the need for qualified and responsive and
creating labour force ;
- Providing employment related training for attracting and
creating jobs in the economically depressed areas;
- Upgrading workers’ skills to facilit
and/or job retention;
- Preparing persons for advanced occupational training;
- Organizing and marshalling resources to assist in
community development and industrial revitalization;
- Rebuilding various cadres of skilled workers to improve and
increase natiaal productivity;
- Training and retaining workers who have been displayed by
normal technological changes or personal circumstances
e.g. factors involving health, age, mobility, handicap, etc.;
- Rehabilitating individuals and groups that are not currently
able to participate as productive workers; and
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- Providing the society and its members with the basic skills
and knowledge needed for wise production and
consumption of economic good and services.

Akerejola (2003) affirmed that any developing country that
wants to shakeoff the syndrome of poverty and under development
must embrace Vocational and Technical Education backed by the
commitment of its people to creativity and seHliance, so as to ppel
the wheel of technological development. Business Education is an
integral part of vocational education that can make this objective a
reality.

The more a country relies on foreign goods and technical
manpower to execute its economic and social deveiept plan, the
more it will remain undedeveloped no matter how much the resource
of that nation is. Nigeria cannot become sedfiant and great as long as
she relies on foreign manpower and thus undermine capacity building
of the citizens for her needs.

Recommendations

- The policies formulated by the Federal Government with
particular reference to business education as it boosts
capacity building should be pursued with enabling law in
order to achieve set goals and objectives.

- There should be proviezn for adequate and functional
equipment and tools as business education centers on.

- The objectives of Business Education can be clearly spelt out
in the N.P.E and accorded its rightful place separated from
technical education.

- Employment of qualified ancdequate personnel to run
business education.

- The government should sponsor staff development
internally and internationally.

- The private sector would complement the effort of the
government by donating equipment, workshops, etc.

- There should be impr@ment in the supply of electricity to
all parts of the country. This will reduce rutaban mobility,
create favourable business climate, encourage capacity
building and demonstrate stable government which can
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allow foreign investors and eventually coibwie to national
growth.

Conclusion
Yar’ Adua (2007) said “OQOur wvision of becon
developed economies in the year 2020 becomes a mirage if we do not
have a critical mass experience and infrastructure to catapult us into a
new era."”
He said further “ My administration i
professional body in capacity building, but the professional owe it a
duty to earn that support and rise to the challenges of enhanced
service delivery within the content of international best seevie . "
Business Education is a broad base discipline that provides
vocational knowledge and skills needed by all citizens in order to
effectively manage their personal businesses and economic system.
Capacity building in business enterprises requaesuisition of
adequate knowledge and skills which can best be provided through
Business Education and eventually contribute to national growth.
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Abstract

This study examined the organisational commitment of the Nigerian
Port Authority Workers using organisation commitment scale with (r
=0.71) as a measuring instrument. Five hundred workers were randomly
selected from the various departments of the Nigerian Port Authority,
Lagos. They comprised male and female workers with their age ranges
between 25 and 50 with a mean age of 32.5 years. Three hypotheses
were developed and tested using T-test and Analysis of variance
statistical tools. The results indicate that: no significant difference was
observed in the organisational commitment of the Nigerian Port
Authority Workers based on gender, educational qualifications and
marital status. It was recommended that management of all
organisations should always try to meet at least 75% of the demand of
their workers. As this will motivate them to give their best and be more
committed to the organisation.

Key words: organisational commitment, workers, educational
gualification, gendermarital status.
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Introduction

Organisational commitment has received increasing interest by
organisation researchers in recent years, due to their importance for
understanding and predicting outcome like turnover and absenteeism
(Boal, 189). Relatively limited to research available, however, on the
ability of organisational commitment is to predict job performance
(Meyer, Paunonen, Genllatly, Goffin, & Jaction in Tella 2003). Attempt
to predict the behaviour of individual workers in orgsation has focus

on organisational commitment as a crucial psychological factor. From
the review of literature on organisational commitment, (Mathieu and
Zajack 1990) have concluded that effective involvement is not relevant
as a behaviour predictor.

Rether (1989) pointed out that although the concept of
commitment refers to acceptance of the goals and values of an
organisation. It is important to bear in mind that organisations usually
encompass many different constituencies that may have conflicting
goals to the extent that the degree of commitment is defined as a
willingness to dedicate oneself to particular values and goals. It seems
essential therefore to specify the nature of these values and goals in
order t o predict peopl evers recere havi our at
researchers have underlined the usefulness of investigation the effects
of specific rather than broad commitment measures in line with
Reichers view. Such research efforts as (Beckers,1992; Becker and
Billings, 1993; Hunt and Morgan, 1994) aawainly tried to asses the
extent to which people feel committed to different organisational
constituencies.

The Nigerian Port Authority was established with one of its sole
aims as the provision and operation of Port facilities in Nigeria its
dominant bisiness, and to optimise the contribution of the core port
business. In modern management, it is advocated that this objective
and others are made available in written forms and given to the
workers in the organisation. This is to ensure that every worker i
aware of the common goal he or she is contributing to achieve. The
contributions of the individuals in the system are very important, as this
is the basis for achieving organisational objectives. In other words, it
should be noted that many things corirut e t o empl oyees
commitment to their organisation. Mention could be made of the
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conditions of work, the climate in the place of work, the remuneration,
workers welfare, and leadership styles and so on. Not all these are
being put in place by many. It this that bothers the minds of the
researchers. Hence, the present study examined the assessment of
organisational commitment of the Nigerian Port Authority Workers
Lagos.

Aims and Objectives

The aim of the study is to examine the organisational commitnod

the Nigerian Port Authority Workers Lagos. Based on this, these
objectives are to be met by the study:

I.  To determine whether gender differences exist in the
organisational commitment of (NPA) workers.

II. To ascertain the extent to which educational gfieditions of
the NPA workers determine their level of commitment to the
organisation.

.  To examine the differential effect of marital status on
organisational commitment of NPA workers.

Literature Review
A wide variety of definittion and measures abrganisational
commitment exists (Becker, Randal and Riegel, 1995). As an attitude,
organisational commitment is most often define as:
. a strong desire to remain a member of a particular
organisation;
II. a willingness to exert high levels of effort on behalftbe
organisation;
lll.  a define belief in, and acceptance of the values and goals of the
organisation (Mowday, Porter and Steers, 1982).

According to Northcraft and Neale (1996), organisational commitment

is an attitude refl ec organisptoeangisoyee’ s | oy al
an ongoing process though which organisational participants express

the concern for the organisation and its continued success and well

being. To Salancik (1977 cited Tella, 2003), commitment is a state of

being in which an individuddecomes bound by his actions to beliefs

that sustain his own involvement. However, three features of behaviour

are important in binding individuals to acts: the visibility of the acts, the
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extent to which the outcomes are irrevocable, and the degree taciwvhi
the person undertakes the action voluntarily. To this author,
commitment can be increased and harnessed to obtain support for
organisational ends and interest through such plays as participation in
decisions about actions. Because of the multidimendiamature of
organisational commitment, there is growing support for a three
component model proposed by Meyer and Allen (1991), all of which
have implications for the continuing participation of the individual in
the organisation. The three dimensions a®follows:

1 Affect commitment which refers to a psychological attachment
to the organisation (i.e. individuals stay with the organisation
because they want to);

i Continuance commitment refers to costs associated with
leaving the organisation because theyedeto); and

1 Normative commitment refers to a perceived obligation to
remain with the organisation (i.e. individuals stay with the
organisation because they feel they should) (Irving, Coleman,
and Cooper, 1997).

Mayer and Allen (1991) assert that commitntean come in different
forms, as well as having different foci. According to Becker (1992) the
individual can feel committed to the organisation, top management,
supervisors, or the work group. Besides these foci, he explained that
research has examinedowr ker s’ commit ment to career
1985) unions (e.g.Morrow and Wirth 1989). Hackett, Bycio and
Hausdorf (1994) had earlier asserted that organisational commitment is
of interest to both behavioural scientists and practising managers.
While Mowday, Brter, and Steers (1982) explained that, most
participants are inclined to associate high commitment with increased
productivity and lower turn over.

Studies on the outcomes of different forms of commitment
have provided strong indication that affectivend normative
commitment are positively related and continuance commitment is
negatively connected with organisational outcomes such as
performance and citizenship behaviours (Hackett, Bycio and Hausdorf,
1994; Shore and Wayne, 1993). Based on these findihgs important

for employers of |l abour to identify worke

1
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map out strategies for enhancing those ones relevant to the
organisational goals.

There has been profusion of research works on the correlates
of commitment. Meyer, Adn and Smith (19939, for example, found
that age was positively correlated with affective and normative
commitment. It was however discovered by the researchers that age
was unrelated to continuance commitment. Adeyemo (1997) reported
that female teachergxpressed better job commitment than their male
counterparts did. Tang and Liping (1999) in an exploratory and
confirmatory factor analyses reported that combinations of factors
significantly predict job commitment. Also Yung, Worchel and Wochr
(1999) in @ examination of the factors associated with organisational
commitment among blue collar workers reported that the following
were positively and significantly related to communication, leadership,
job satisfaction, extrinsic and intrinsic exchange, as age#xtrinsic and
intrinsic rewards.

Dornstein and Matalon (1989) gave the report of their own
study by stated that eight variables were relevant to organisational
commitment. These include interesting work, w0 r ker s’ attitudes
towards the organisationprganisational dependency, age, education,
employment alternative, attitude of family and friends, and importance
to organisation. The variables according to them explained 65 per cent
of the variance in organisational commitment. Glisson and Durick
(1988)in their own study of 319 human service organisation workers
used to analyse the effects of multiple predictors (job, organisation and
workers characteristics) on the job satisfaction and commitment
showed that skill variety and role ambiguity are the topsedictors of
satisfaction while | eadership and other
are the best predictor of commitment.

Ellemer, Guider and Heuwei (1989) pointed out that
background variables such as gender, level of education, or team size
were fourd out to be clearly related to the three forms of commitment.

It was further established in the study that participants showed
stronger commitment the younger they were and less experience they
had in their present jobs. Further evidence gather from litera

revealed that age and martial status have been associated with
commitment (Adeyemo, 2001). Meyer and Allen (1984 also confirmed
that age might be correlated with commitment because it serves as

(0]
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proxy seniority that is associated with opportunity totbée e r one’'s
position in the work. Meyer, Allen and Smith (1993) found as well that

age was related to commitment among nurses while Colareli and
Bishop (1990) reported a positive correlation between education and
organisation commitment. On the contraryyihg (1997) found that

age not related to organisational commitment of workers. Although,

gender has also been found not to be related to organisational
commitment by Mathieu and Zajac (1990). Irving et.al (1997) reported

that men in their sample experiee higher level of commitment.

Tella (2003) studied the work motivation in relation to
organisational commitment and job satisfaction of library personnel in
academic and Research libraries in Oyo State Nigeria. He reported that
significant difference esis in the organisational commitment of the
library personnel based on their educational qualification. Other
reports of his study include: significance difference exists in the
organisational commitment of married and single workers; no
difference was obkerved in the organisation commitment of the
personnel irrespective of their gender. Ajayi (1981) reported that
university teachers are neither significantly satisfied nor significantly
committed. His finding also showed that the least satisfied group
amorg the subjects were the associate professors; and the least
committed group are the female lecturer. He concluded that job
satisfaction and commitment tend to increase with status.

Riechl and Sipple in Luthans (1998 found that workers
commitment and orgaisational commitment are unrelated with
commitment associated with work environment. Tang, Liping and Kim
(1999) reported that the linear combination of the factors budget, evil
and success was a significant predictor of the linear combination of
organisaional commitment.

Statement of the Hypotheses
In this study, three hypotheses were tested for significance at 0.05
margin of error. They include:
1. There will be no significant difference in the organisational
commitment of male and female NPA workers.
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2. There will be no significance difference in the organisational
commitment of NPA workers based on their education
qualifications.

3. There will be no significant difference in the organisational
commitment of married and single NPA workers.

Method

Population and Sample

The population of this study comprised the entire work force of the
Nigeria Port Authority, Lagos, Nigeria, regardless of their positions, sex,
experience, levels, status and department. Since it was not possible for
the totality of this populaibn of the study, They comprised male and
female with their age ranged between 25 and 50 years with a mean age
of 32.5 and a standard deviation of 12.5 years.

The table below contains the details of sample selection.

Sample Demographic Distribution Table

Demographics Characteristics Frequency Total
Department 1 Harbour dept. 100
Department 2 Training dept 100
Department 3 Engineering dept.| 100
Department 4 Customs dept. 100
Department 5 Marine dept. 100
500
Sex: 1 Male 350
2 Female 150
500
Martial Status: 1 | Married 235
2 | Single 265
500
Age 1 25-30 years 30
2 31-35 years 135
3 36-40 years 140
4 41-45 years 45
5 46- 50 years 50
500
Religion: 1 Christian 300
2 Muslim 200
500
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Instrumentation

The instrument used for the collection of data on this study was
‘organisational commit ment scal e’ with it
Streers and Porter (1979) Organisational Commitment Questionnaire. It
was alikert type scale with response ranges from Strongly Agree,
Agree, Undecided, Disagree and Strongly Disagree. The reliability
coefficient of the instrument was restablished when it was
administered on 50 sample; with the result yielded r=0.71 via-test
retest reliability method of 2 weeks interval. This figure is in agreement
with the declaration by Kentz (1977) that a high reliability value of 0.70
and above shows that a test is reliable.

Results and Discussion
The results of the study are presented rettables 13 below.

Table 1: Difference in the Organisational Commitment of the Male
and Female Nigerian Port Authority Workers

Variables| No | X SD | Df |tobs |tcrit |P Remark
Male

Workers | 300 | 32.93 | 5.65 | 498 | 1.0 1.96 | 0.05 | N.S.
Female

Workers | 200 | 33.49 | 5.57

Table 1 above presents the results of the analysis conducted on the
organisational commitment of Nigerian Port Authority workers based
on gender. It clearly reveals that no significant differences exist in the
organisational commitmentof the male and female Nigerian Port
Authority workers.

Table 2: Difference in the Organisational Commitment of NPA
Workers Based on their Educational = Qualifications

Source of | Sum of | Df | Mean |F Sign. | Remark | P
Variation | squares square of F
Main

Effect 102.744 | 2 51.373|1.638 | .196 | N.S

0.05
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Education| 102.747 | 2 51.373 | 1.638 | .196 | N.S

Explained| 102.747 | 2 51.373| 1.638 | .196 | N.S

Residual | 7745.247| 497 | 31.358

Total 7848.224| 499 | 31.519

Table 2 presents the results of the analysis conducted the
organisational commitment of the Nigerian Port Authority workers
based on their educational qualifications. The results reveal that no
significant difference was observed in the organisational commitment
of the NPA workers irrespective of their edtional qualifications.

Table 3: Difference in the Organisational Commitment of the Nigerian
Port Authority Workers Based on Marital Status

Variables| No | X SD | Df |tobs |tcrit |p Remark
Male

Workers | 212 | 32.62 | 5.49 | 498 | 1.84 | 1.96 | 0.05 | N.S.
Female

Workers | 288 | 33.54 | 5.69

Table 3 presents the results of the analysis conducted on the
organisational commitment of the NPA workers based on their marital
status. The table clearly reveals that no significant difference exists in
the organisationatommitment of the married and single NPA workers.
The results of the first hypothesis, which compares the organisational
commitment of the Nigerian Port Authority workers based on gender
were found to be non significant. This implies that male and female
NPA workers show the same commitment to the organisation. This
finding corroborates with the report by Tella (2003) who observed no
difference in the organisational commitment of the library personnel
irrespective of their gender. Similarly, Ellemer, Gul@dad Hennel
(1998) report that background variables of which gender is inclusive
were found to be clearly related to commitment support the present
finding on this study. However, the results of Mathieu and Zaja (1990;
Irving, Coleman and Cooper (1997atimen in their sample experience
higher level of commitment contradict the present finding of this study.
The variation in this result may be because of the fact that African men
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are hardworking and always ready to give their best provided the
organisatia is giving them all their entitlement.

The result of the second hypothesis shows that irrespective of
the educational qualifications, Nigerian Port Authority worker show the
same commitment to their organisation. The finding by Dornstein and
Matalon, (189) that educational qualifications were among the eight
variables relevant to organisational commitment is in agreement with
this finding. So also is the report by Colareli and Bishop (1990) who as
well reported positive correlation between education acommitment
which lends a good credence to the finding in this study. On the
contrary, the result of the study conducted by Tella (2003) that
significant difference exists in the organisational commitment of the
personnel based on the educational qualifioat disagrees with the
present finding. The differences in the two results may however be due
to the subject used in the two studies. While Tella make used of the
personnel in academic libraries who are academicians, the present
study used Port Authority arkers who are professionals.

The third hypothesis shows no significant difference in the
organisational commitment of NPA workers based on their marital
status. This also corresponds with (Tella, 2003 and Adeyemo, 2001)
both of whom found marital statu® be associated with organisational
commitment. The situation here may be explained with reference to
Young, et al. (1998) declaration that promotion satisfaction, job
characteristics, communication satisfaction, extrinsic rewards and
intrinsic rewards ejoyed by both married and single NPA workers
enhance their commitment.

Based on all the above, we are hereby of the opinion that the
management of all organisations should make sure that they are at
least meeting 75% of the demands of their workers. Tképuld
promote them when they are due for it, they should not deny them of
their right and opportunities, anything short of this can degenerate to
conflict. Good condition of service should always be provided in all
organisations. All these put in placellwio great extent motivate
workers to give their best and contributing their quota to the success of
their organisations and in the achievement of the overall objectives.
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Abstract

This paper examined the curriculum contents of early childhood
education programme in Négia. Areas focused on were the curriculum
contents, implementation strategies, materials put in place for
implementing the curriculum and transition rate of Nigeria children
from nursery classes to primary school. Issues that centred on
discrepancies beteen curriculum recommendation and level of
implementation were looked into. The paper also considerigd
necessary to shed light on the kegncepts used in this study such as
evaluation, curriculum, as well as early childhood education
programme. Classroo Interaction Instrument (Cll), interview
schedules, documentary analysis and observation technique were used
to generate information. Two hundred and fifty early teachers and 35
head teachers provided information needed for the study. Data analysis
involved the use of qualitative method. The result revealed that
learning is integrated across the development needs, however, with
less emphasis on learning experiences (without recognizing differences

in individual chil dr en’ sand diffarenn i n g
development rates. The curriculum implementers are expected to help
as much as possibl e, ensure that

considered during teachingarning processes. Material provision
should be central to early childlbd classroom activities. Further, the
use of play and not lecture method should be the prevailing teaching
strategy used.

Keywords: curriculum, preschool, instructional methods, teaching aids,
discrepancy evaluation.
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Introduction

Curriculum in an education system comprises all teacteaging
activities which learners are exposed to that could lead to desired
behaviour changes in the learner. These activities are usually planned
or guided by the school. Such activities could &eied out on groups

of learners or individual learners, inside or outside of the school. It is
expected that in any education setting, there should be curriculum in
place to determine the minimum standard every provider of that
service would adhere to. Ehcurriculum for preschool children should
reflect the principles of early childhood education practices bearing in
mind best practices (teaching method, conducive environment,
material provision, child centred learning, among others. The process of
curriculum development should evolve considering that children and
the environment they live in are always changing.

However, during such changes in curriculum, stakeholders
should carry out need assessment of the weh&l beneficiaries, taking
into considera i on the | earner’s immediate envirol
objectives, learning experiences the school programme should offer,
learning contents and learning materials to use, best teaching methods
to employ, organisation of the learning experiences and etguec
learning outcomes. Learning is expected to be integrated across the
devel opment al needs of the <chil d, taking
individual differences, learning styles, prior experiences, and
developmental rates, among others.

The Nigerian prachool curriculum is expected to provide a
continuum for learning in the primary level and beyond focusing on
literacy, numeracy and social life skills, and also emphasis on the extra
curricular activities since these are parts of the ahijees of starting off
this level of education (Federal Republic of Nigeria, FRN 2004). Thus,
the early childhood curriculum should be planned to ensure all round
development of the Nigerian child (cognitive, physical, emotional and
social needs). Emphasghould be on a curriculum content that is
contemporary, and connected with everyday lives of these children.
Ref or ms introduced under t he Feder al G
education policy (FRN, 2004) explicitly recognize the importance of
introducing Nigeriapre-school child to early years education. A
parastatal of the Federal Ministry of Education known as National
Educational Research Development Council (NERDC, 2002) was
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established to cater for issues pertaining to when Nigeria child should
be exposed teschootlike environment, who should be responsible for
their care and concern and what kind of experiences children will be
exposed to. This organisation was set up to ensure that the experiences
provided for young children in Nigeria are in line withatvis globally
acceptable and also ensure that such experiences are uniform across
school types and locations.

The establishment of prprimary school is no longer in the
hands of private individuals and group alone. The Nigerian government
now takes partin its provision and is saddled with the responsibility of
regulating, reviewing and enforcing educational laws relating to the
establishment of such schools. However, irrespective of this fact, there
has been upsurge in the number of unregistered-peéool institutions
today with variances in names and activities carried out (Odinko,
Williams, and Donn, 2009). The majority of such activities are
classroordbased, while a few are organised for custodians functions.
The various kinds in existence includeyl@are centres, child minders,
play groups, Kindergarten, Nursery, to mention but a few. It may not be
easy for one to differentiate among psEhool programmes in Nigeria
because one is never completely sure that two -polhool centres
described in diffeent term (Montesorian or Froebian) are in fact
different in implementation. Preschool programmes are provided in

public and private institutions. This usually involves a-prear - * pr e
school’ or “ki nder ga-totfaumyearoldsraos gr amme f or
four-to fiveyearo | d s , foll owed by a o-te year ‘prep

five-yearolds or fiveto sixyearolds as the case may be (Odinko and
Williams, 2006). There tend to be differences in their modus operandi;
thus, the need to evaluate the activitiesthie service providers.
Evaluation is a process of generating information, assigning
numerical values to such information, analyzing such information,
putting them into interpretable forms and passing value judgment on
such information (usually referred s data) to guide decision making.
In any organization, there are basic objectives for setting it up. There
are usually tendencies that what is expected may not tally with the
actual programme outcomes. For this study, Provus (1971) discrepancy
evaluation model was used. Using this evaluation model involved
comparing what should be (early childhood programme plans or
intentions and actual programme operations, standard and objectives
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and goals set by the Nigerian government for this level of education)
with what is, for the purpose of ascertaining whether the providers of
this service are meeting up with the requirements of the objectives and
demands of the curriculum. Thus, emphasis was laid on identifying
demands of the curriculum, with respect to set rstard for
implementing the components of early childhood curriculum (input,
process, and output) by service providers of Nigerian-gmgool
programme in order to improve teaching and learning efficiency in this
level of education.

Evaluation data genated could provide the empirical basic for
adjusting, improving or discarding some specific/general objectives of
the curriculum. Thus, evaluation in this study will be seen as a process
of ascertaining the areas (objectives), selecting related information
collecting and analyzing information generated to find out if the
expected changes (aims/objectives of setting up such programme) did
occur, the present level of achievement of recommended standard in
different aspects of the programme. The second aimanths to pass
value judgment with a view to correcting, improving or changing some
aspects of the programme that are in complete deviation from the
standards. How much of these laudable curriculum and policies are
obeyed or adhered to judiciously by theagtitioners has not been
looked into by Nigerian researchers in early childhood. The foregoing
underscored the need to focus a study that would evaluate the level of
compliance with the laid down rules by providers of {s@hool
services. Thus, evaluatioguestions such as these will be provided
answers to:

1. What is the government's policy on ear/|
2. What is the actual programme recommendation by the
government with respect to:

i.  availability of Early Childhood curriculum provision;
ii. balance acrosshe curriculum;
iii.  principles underpinning the curriculum;
iv. teaching methods to use;
v. teaching aids;
vi.  grouping method;
vii.  age of transfer to compulsory education;
viii.  forms of assessment,
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ix.  how children with special needs are identified,;

X.  nature of record keeping;

xi.  quality assurance funding and teackaupil ratio); and
xii.  teacher qualification;

3. Are there discrepancies between the intended and the actual
programme operations?

Methodology

Population and Sample

The target population comprised Nigeria pehoolchildren aged 3 to

5%, residing in the three selected states of the country (Enugu, Oyo and
Kaduna) and currently enrolled in preschool institutions (Nursery 1,2,3),
their class teachers and school heads. The sample consisted of 72
preschools randomly setted from public and private service providers

in urban and rural locations in these states. From each school selected,
three preschool teachers (representing each preschool grade) and the
head teachers were chosen to participate. In all, 216 early abhildh
teachers and 72 head teachers constituted the study sample.

Instruments

Classroom Interaction Instrument (Cll) was used to record instructional

delivery behaviours and activities of teachers and the learners,

interview schedules for information on ¢hteachers. Lessons were

observed for thirty minutes. Existing documents on ECCDE curriculum

(NERDC, 2002; FRN, 2004), as well as those from individual private

school s, teacher s’ |l esson notes, diary anic
teachers were analyzedh& method used for establishing the reliability

estimate was the Scott’'s (1955) coefficie
Scott’'s pie cited in Okpala and Onocha (1
ranged to .88 to .93

Data Collection Procedure and Analysis

To estdlish whether the providers are adhering to the policy,
recommendation required that the researcher would need to generate
data on details of implementation through systematic observation of
teachinglearning process in the classrooms, interview teacherd a
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analyze documents (school diaries, curriculum in use, lesson notes,
among others). Thus, schools were visited and information generated
from official documents. Further, teachibgarning activities were
observed to ascertain how the curriculum was mmeted and
implemented. Data analysis involved the use of qualitative indices. As a
result, verbatim reports of information generated early childhood
education formed the prevailing reporting format.

Results

The Government Policy on Early Childhood

In Nigeria, early child education also referred to as -prienary
education is viewed as the education given in an educational institution
to Nigerian children from birth toSprior to their entering the primary
school. This level of education is viewed gg@cess of giving Nigerian
children within this age bracket intellectual headstart. The objectives of
establishing this level of education according to Nigerian government
include: to effect a smooth transition from home to the school,
preparing Nigeriarchild for the primary level of education; to inculcate
social norms, spirit of enquiry and creativity through the exploration of
nature and the local environment; to teach the rudiments of numbers,
letters, colours, shapes, forms, through play; and to kegood habits,
especially good health habit, among others (FRN 2004, p. 11, section 13
a-e). Preprimary education is now free and a compulsory level of
education which every Nigerian child should pass through before
normal schooling begins.

The actual programme recommendations by the government with
respect to:

Is there an early childhood curriculum?

The study revealed that Ps®&chool curriculum guidelines which are
based on foundation learning areas (language dKitiglish language
studies, Nigeria languages, science, social studies, arts, among others)
exist. This aims at providing basic foundationthe primary level since

they reflect on the content of the components of the primary school
curriculum, in conjunction with other components (teaching methods,
learning processes, assessment of learning outcomes). The key
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components of the preschool arriculum guidelines as was observed in
this study are not based on the principles of early childhood curriculum
which acknowledges the individuality of children with regard to their
unique psychological state, their development, their family and cultural
experiences, and their skills and interest. For instance, teachers are
advised to structure their materials on the basis of their immediate
environments but it was observed that foreign materials formed the
bulk of the teaching aids and reference materiaded.

Further, i ssues that border on childre
cultural contexts; building partnerships (involving children in planning,
collaborating with children, parents and other professionals);
establishing a flexible learning environmentapiding choice, providing
a resource quality interaction were not taken into account by practising
teachers as well as the policy makers. The learning experiences the pre
schoolers were exposed to include:

A Mathematical Skills under which Nigerian prectool children
are exposed to counting of numbers, identification of number
symbols, comparison of lengths and height, comparison of
volume, weighing, playing at marketing, simple addition and
subtraction using number symbols, writing of numbers, days of
the week, among others;

A Creative Arts in which the contents include scribbling, drawing
and painting, shading, singing, dancing and simple drama,
Making things such as paper boats, beads, boats, collages,
picture books, brooms, drama, mats, baskets, painting
modeling and drawing, Simple drama, Constructing things from
blocks, plastics, sticks, boxes, cartoons, etc. and Learning songs,
dancing styles;

A scientific and Reflective Thinking in which the following are
taught: living and no#living things, types ofsoil, simple
experiments, machines);

A Language and Communication Skills- Play at home corner,
recognition and making of colours and objects, rhymes and
songs, recognition and tracing of alphabets, scribbling and
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making patterns, listening skills, speakiskjlls, reading skill,
writing skills;

A Social Norms in which learning social habits, Toilet and
dressing habits, interaction with peers, knowing about self and
ones'’ family, school , cul tur al dance:
Learning to take turns; learning to eissocial accepted
expressions are taught;

A Physical and Health Education Simple health habits, Physical
exercise, Gross Skills, Good health habits

Subjects Observed in Schools Time Tables

It was observed that in some schools, English language studies is
referred to language and communication skills, whereas in some , it is
subdivided into several components: phonics, literature in English,
grammar, news, speech, drama, writing, among others. Mathematics is
referred to as numbers in some schools and as Matétics in others;
social norms is referred to as social studies while other subjects are as
referred to in the recommended subjects by the government.

Discussion

The contents listed signify that perhaps, if the organizers of ECCE
programmes in Nigeriatrsicture the programme of activities very well,
any Nigerian child who passes through gehool should be able to
exhibit such behaviours as being emotionally prepared for normal
schooling in terms of adjusting to another environment outside of the

¢ his I hdme. Further, the children should be able to express
themselves clearly, recite rhymes, and retell stories, maxeheir own
stories and be able to provide answers to questions within their
competence when asked. In addition, the children should atsaltile

to use writing tools and materials correctly, identify letters of the
alphabet in both small and capital forms, show interest in looking at
picture books and narrating what they see, differentiate and identify
pictures, objects, shapes, colours, ot freely up to each chilc
of ability as well as be able to recognize number symbols. Also, they
should be able to adjust to social habits of the society including
obedience, kindness, honesty and fair play, know how to use the toilet,
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and know whato do when they take ill before normal schooling begins
at age six. How much of these laudable curriculum and policies are
obeyed or adhered to judiciously by the practitioners has not been
looked into by Nigerian researchers in early childhood. Thegtwre
underscores the need to focus a study that should evaluate the level of
compliance with the laid down rules by providers of {s@hool
services.

The Balance across the Curriculum

Nigerian children are exposed to curricular contents which are years
ahead of their maturity. In other words, children who are 4yrs old are
exposed to experiences meant for 5 years old (i.e. texts meant for 5
years old are used by 4 years old). Thus, educational content at this
stage is organized around areas of experience | at i ng t o
development. Learning is divided into specific areas of knowledge
(subjects). The prechool educators are therefore expected to itemize
specific objective they intend learners to achieve after being exposed to
any particular topicri any subject areas to ensure that the children
derive the optimum benefit or that they attained mastery of each new
experience.

The type of experiences expected of Nigerian children to
acquire during the first three years of their development (from bidh
three years) include those of psychomotor, control of the body, initial
speech development (though songs and rhymes), among others. The
second stage (nurseries 2 to 3) stresses the intellectual, social, physical,
emotional development (reading, writing speaking, listening)
development of positive and stable sétfiage and acquisition of habits

t hat ar e acceptabl e t o t he me mber s

community and the Nigerian society as a whole. It was observed that
there was a formal timetable fothis stage in all the classes used
because of fragmentation of learning experiences into subject areas.

The Principles Underpinning this Curriculum

The general principle underpinning the curriculum recommended is to
enable Nigerian children who were exgasto preschool education
adapt easily in schodike environment during the compulsory primary
level and beyond. General psehool programmes are planned to
refl ect children’s i nterest and

nt el

chil dren

of

ec
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physical needs. Learning ige@grated across subject, without flexible

l earning experiences that recogni ze

prior experiences and deferring rates of development. In the
preparatory year (the compulsory year before the start of primary
education)the focus is on the overall development of the child and the
curriculum is linked to the primary curriculum. Learning experiences are
based on the skills children bring to school and are built around literacy,
mathematics, physical skill, and personal abskills in preparation for
primary level of education

Teaching Method Recommended as revealed by the documents
include the use of:

Demonstration, observation, discussion, simple drama, direct teaching,
allowing children to collect pictures of animal#ds, insects and fish.

Teaching Methods Observed

The results of the observations reveal that teachers in Nigerian pre
primary classrooms tend to spend a larger percentage of their lesson
times (44.4%) interacting (prompting learning) with the whole class
(e.g. writing on the chalkboard, explaining, questioning, giving
directives, distributing textual/writing materials.) whereas lower
percentage of the lesson time (17.2% and 13.1%) was spent on
learningfacilitating activities that centred on groups of pig(e.g.
whole class reciting, giving chorus response, reading, counting, and
identifying) and on ondo-one/individual pupil activities (e.g. individual
child reading, copying from the chalkboard, reading, counting, writing a
given class task with the aeher monitoring respectively)However, a
good percentage of the lesson time (24.0%) was spent on
teacher/student non facilitating learning behaviour (e.g. teacher
talking most of the times, punishingrading pupils work, using
negative reinforcementteaching without instructional materials) while
the remaining of the lesson time (1.3%) was spent on confusion (e.g.
class disorganized, children wandering aimlessly, children fighting). The
direction of communication during teaching from teacher to pupils
(43.6 % from teacher to group and 18.4% from teacher to individual
pupils). The direction of communication from pupil to teacher
accounted for 36.8% (group to teacher, 21.1% and pupil to teacher,
15.7%) of the total communications whereas, less than 100%he
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communications represented teacher communications with others (for
instance visitors, teachers and pupils from other classes). Play method
and use of instructional materials were minimally used.

However, teachers are expected to collect specimehbving
and nonliving things for observation, discussion, classification,
identification of the characteristics of ndiving things, and to show
results of experiments and explain to children. Teachers are also
expected to teach children how to sort @gjts according to colours and
shapes; provide objects for counting; use games, songs and rhymes that
encourage the counting; encourage tracing, drawing and writing of
numbers; encourage children to measure length and heights; ask
guestions of how many/muchfamiliarize the children with Nigerian
currency; prepare a good market shopping corner in the classroom;
assist children in identifying colours, objects, letters of the alphabet;
teach cultural dances, songs, and games; create opportunities for
children to exhibit the behaviours; encourage children to: listen to
different sounds, talk about things, converse with peers, participate in
drama, tell stories, identify names, associate pictures with words, play
with jigsawpuzzle, match shape/objects with namesontrol writing
tools, leftto-right orientation, topto-bottom orientation, form
patterns, write lower and upper case letters, among others.

Teaching Aids Recommended
The result also revealed that the teacher aids recommended for use
duringinstructional delivery were:
A The school ground, science corner to be stocked with
specimens of animals, plants, birds, insects, fish.

A Charts, provide real life objects, science/nature corners,
number cards, beads, bead frames, bottle tops, used
matchessticks, seeds, counting sticks, wood cubes, etc.

A Picturematching cards showing OHe-one
correspondence, measuring tapes, buckets, cups, bowls,
water, sand, sawdust, charts, diagrams, calendars, simple
mathematics books, number cards, etc.
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A Nursery rhyne books, picture books, chalkboard, crayons,
paints, pencils, chalks, large wall pictures, beads, cowries
shells, egg shells, glue, drum, gongs, tambourines, clothes,
jewellery, shoes, bags, etc; bottles, radios, tape recorder,
method rhymes and jingles;igiure frieze, picture books
with captions, labels which children can identify, language
games, writing materials, puzzles, variety of play materials,
folklores, folktales, local songs, games, dances, inviting
people to talk/teach children; project and ptical displays.
Outdoor play equipment; toilets, washing hand basins,
soap, towel, etc.

Teaching Aids Observed

The instructional materials that featured most prominently in all the
classrooms used were chalkboard (100%), followed by the official
syllabwses/curricular (94.4%) and availability of pupils, text and
workbooks (88.8%) while only 37.5% of the classrooms had flash cards
(27.7%), 20.8 had alphabet blocks, geometric shapes and counting
frames respectively, whereas only 9.4% and 4.1% of the ctassro
used had real life objects and ICT materials provided.

Types of teaching Aids Observed

m official syllabuses/curricular
m chalkboard

m pupils text and workbooks
m flash cards

M alphabet blocks

m geometric shapes

m real life objects

ICT materials

Figure 1: Types of Teaching Aids Observed

Nature of Grouping Children during each Section
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It was observed that learners are grouped according to their ages.
Inclusive education (including &ifien with special need in regular
classroom) was practised. Further, during teacHeasgning activities,
children are not grouped rather the whole class teaching was
predominantly used by the teachers observed.

Age Children are Transferred to Compulsory Education

The compulsory age for transfer to primary school, as stimulated in the
policy, is at age six. For most children, the nursery or infant school they
attended is usually the primary school they proceed to thereby
encouraging smoothransition to primary education at the age of six.
Admission to primary education is automatic. Prior preschool education
is a requirement for admission. However, it was observed that in some
schools (especially the private schools) children proceed to goyim
level before age six.

The Forms of Assessment Used.

There is no national or formal system of assessment for students during
this phase. Continuous assessment does, however, take place, and is
the responsibility of the individual class teacher to origarthis for his

or her class. Assessment techniques used during this phase include
interviews with parents, the direct and systematic observation of
children by teaching staff, as well as use of tests and examinations.
Teachers in each school set the asseent criteria, methods and tools,
and record assessment in both qualitative and quantitative terms in
pupil s’ report cards.

Uses of the Assessments Identified

There are situation where children with special education needs are
integrated in normal classom setting whereas cases arose where
those identified were referred.

Arrangements Made for Children Identified as Having Special
Educational Needs

The informal, continuous, formation assessment, which takes place
during this phase, aims to allow the ®eer to identify any special
needs attention required by children. Exceptionally, Nigerian children
within early childhood age who are identified as having special
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educational needs, which may be best met by a special school, can be
enrolled by their parets in special education school. However, gifted
children within that age may start using primary education texts early.
In addition, they may also spend less time overall at the primary level
education, that is, to reduce the time they spend in a spetgfiel (up

to a maximum of two years through double promotion as practised in
some school). This is, of course, dependent on the how much mastery
of the curriculum the child displays.

Uses of the Records Kept on Children

Assessments at this level are oeded in qualitative and quantitative
terms. To be admitted into primary school, evidence that the child
attended a preschool must be submitted. Once the child satisfied this
requirement, admission to primary school is automatic. Schools
complete a firstreport when a child arrives in early years education
setting and produce both quantitative and qualitative report at the end
of the term. Teachers produce regular thrgenthly reports, which are

€

submitted to the chil d’ gsoviledattht y. A det ai l
end of nursery education. Such reports include a description of the

child’s attainment, and recommended speci
i mprovement and progression. Such reports

personal file. This is a single recordigh constitutes the educational
record of the child and follows him or her through his or her school
career. This document also records any special attention the child
requires.

Quality Assurance

Systems and Procedure in Place for Funding

All early years establishments in Nigeria, whether government or
private, have to provide an early years curriculum in line with the
guidance provided by the Federal Government of Nigeria, and are
subject to inspection. Since 2000, all establishments providing early
years education have had to be registered as official-guteool
establishments (Universal Basic Education Commission (UBEC, 2000)
which come under the auspices of compulsory education.

Staffing and Ratios (the Average Size of the Group)
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The result reveled that maximum teachechildren ratios for this level
of education as determined by the Nigerian policy include:
A 0-3 years=2@5: one caregiver and a helper in private
schools
A 35 years, 3B5: one teacher and one helper (in some
private schools)
A 3-5 yeas, 3540: one teacher (in some public schools)
(FGN, 2004).

Staff Qualification Observed

The result also revealed that none of the fehool teachers observed
has specialized early childhood education training. However, all are
gualified to teach at ths level based on the policy recommendation.

Discrepancy between the intended and the Observed Programme
Operations

Discrepancy tends to exist in the type of texts, which are used, ways of
organizing learning situations, and procedures for assessing and
certifying learning outcomes (learning and mastery). Different texts
abound and schools choose the one that they feel are of high quality
for their learners. Further, some schools use texts that are a year ahead
of the age of the learners, especially in pt& schools. Further
discussions on areas where discrepancies were observed are as
presented in Table 1.

Table 1Programme Operations where Discrepancies were Observed.

S/N| Programme Discrepancy (Observed)
Operations

1 Early  Childhood Not all schools used the recommendg
Curriculum Some schools observed. (70%) do not h

the recommended curriculum while 30%
the schools used make use of other typ
improvised American, British, Frobeliar
Montessorian, among others. Furthe
there are also ltose who have the nationg
curriculum but who also combine it wit
foreign ones. Variety instead of uniformi
was the practice.
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2 Teaching Method | Play was not used. However, all used dir
teaching.

3 Teaching Aid Prevalent one used was the chalkwhite
board. This was used by all the teach
observed. However, the use of teachi
materials relevant to the subject taught wg
not prevalent. There was paucity

resource provision in all the schools visite

4 Transfer to It was observed that all the schools had
Compulsory about 98% progression to primary. The 2¢
Primary Educatin | less was due to attrition and death.

5 Record Keeping | Report cards used which are changes on
yearly basis for every child.

6 Teacher No one has earlghildhood training. But ha
Qualification one that qualified them to teach in a
primary level or preschool level.
7 Class-Size This was adhered to. However, there werg

cases where the recommended class siz€
was exceeded (45% of the schools). Thes
schools weramainly the public schools.

Conclusion and Recommendations

There are curriculum guidelines for early year education in Nigeria.
These official guidelines determine general minimum standard for
Nigerian children to attain at a given stage. The guidelimesadapted

by individual schools in the formation of their own exclusive curricular
plan, which is further adapted by class teachers to suit the needs of the
learners. From the nursery sections3), the focus of the curriculum
content is on the overall@elopment of the child and the contents are
linked to the primary level of education curriculum. Learning
experiences are centred on literacy, numeracy, science, physical,
personal and social skill to ensure smooth transition to the primary
level. The cuiculum guidelines appear not to reflect the principles of
early childhood curriculum which acknowledges the individual
differences and childentred learning. The curriculum is seen as
consisting of areas of learning experience but tends not to emphasise
much on active learning but teacheentred activity in an integrated
way, and also the actual curriculum subjects being introduced before
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school age of six years. Teaching methods employed by the teachers
used did not reflect what was recommended by thedéral
Government of Nigeria (FGN, 2004). Direct teaching with minimal
teaching aids provision appeared to be the practice.

Early childhood education curriculum should not be
structured towards teaching separate subjects and rote learning, but
rather toward stimulating active learning in captivating and child
friendly environments. At this level, teachidgarning experiences
should be carried out more with emphasis on hands on experiences and
less on theory. A rule should be instituted demanding thapittising
early childhood teachers be required to be exposed to child
development courses as well as methodological courses on how to
teach children within this age bracket. This can be organised through
professional/inservice training courses. Provisishould be made for
specialized teachers for children with special needs.

Efforts should be made by the government to move towards
having basically two types of curriculum for early children education.
One should be a curriculum with prescribed actgtiand the other
curriculum with specific teaching approach (Gioe, 2006). As Gioe has
noted, prescribed activitpriented curriculum offers many ideas and
activities for young children in classroom, while teackapgroach
curriculum offers a philosophy oway of teaching in prachool
settings. To practise this effectively, teachers should be reminded that
ideas and activities for teachirgpproach curricular should come from
children’s interest, needs and culture,
activity shoutl be incorporated into a teachirgpproach curriculum by
picking and choosing which activities are most meaningful to learners.
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SCHOOL ORGANISATIONAL HEALTH VARIABLES AS CORRELATES OF
JUNIOR HIGH SCHOOL PUPILS’ ACADEMIC ACHIEVEMENT IN PUBLIC
EXAMINATIONS IN GHANA
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Abstract

There is a global emphasis on the achievement of students in public
examinations. Hence, this study investigated the health of the climate
prevailing in Ghanaian junior high schoolsand itsrelationship withpupils’
achievement inBasic Education Certificate Examination (BECE). The
study was a descriptive survey with the school being the unit of analysis.
From onemunicipality in Ghana, 30 out of 112 junior high schools
grouped into three categories of high achieving, average achieving and
low achieving, were selected through a stratified proportional sampling
method. A total of 120 teachers selected from 30 schools through
simple random sampling technique responded to an Organisational
Health Inventory Questionnaire (OHIQ). Basic Education Certificate
Examination (BECE) results from 2008 to 2012 were used as a measure
of student achievement. The data for the two main study variables of
student achievement and school organisational health were analysed
through the computation of standardised scores and means.
Correlations were further computed between the general health index
and student achievement. The major finding of the study was that
dimensions of school organisational health including academic
emphasis and teacher dffiliation are significantly related to student
achievement.It is thus established that school organisational health is
crucial in determining the level of student achievement. A conscious
effort by school administrators to improve their school organisational
health will likely enhance student achievement in the schools.

Keywords: academic achievement; school organisational health; quality
education; school climate; academic excellence.
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Introduction
Although many issues are involved in what constitute student learning,
society generally places emphasis the cognitive domain as indicated
by the students’ academic achievement as
how much they have learnt in school. Academic achievement is often
measured by public examinations. Over the years, the academic
achievement of pupils ibasic schools in Ghana has been an issue of
much interest to the government as well as the general citizenry who
l ook up to an effective basic education a:
getting a good job and attaining success in life. In view of thigous
policy interventions have been instituted by the government of Ghana,
notable among which is the Free Compulsory Universal Basic Education
(FCUBE) policy, which was introduced in 1996 as a constitutional
mandate, with the aim to improve the qualitpf teaching and
educational management and thereby enhance pupil achievement at
the basic level.
Quiality education that results in high student achievement has
been noted in Ghana to involve not only the provision of quality inputs
but also the creation oa learning environment that is healthy and safe
(Republic of Ghana, 2002). This underscores the importance of
organisational health, which is an essential ingredient of school
effectiveness (Hoy &Hannum, 1986rkmaz, 2006Bevans, Bradshaw,
Miech, &Leaf 2007).
Organisational health is a term used to conceptualise and
define some specific aspects of organisational climate of schools. For
instance, Neugebaurer (1990) noted that just as a myriad of bodily
functions must operate for the body to be heajt a complex array of
interpersonal and administrative functions must be addressed
simultaneously in order for an organisation to be healthy. Organisations
can either be healthy and functional or sick and therefore dysfunctional
(Childers, 1985).
HoyandHannum (1997) define a healthy schc
which the technical, managerial, and institutional levels are in harmony
and the school is meeting its basic needs as it successfully copes with
disruptive external forces and directs its energy towdrds s mi ssi on” ( p.
64). In a healthy school climate, there is harmony and cooperation
between teachers and students, teachers and administrators, teachers
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with each other, and the school with the community. It simply means
that healthy interpersonal relatnships exist in the school that has a
healthy climate. A school climate of positive interpersonal relationships
and optimal learning opportunities for students, irrespective of the
demographic environment, can increase achievement levels and reduce
maladaptive behavior among students (McEnvoy& Welker, 2000).
Freiberg (1998) contended that the interaction of school and classroom
climate factors can create an enabling support for members of the
school community to teach and learn at optimum levels.

A positve school organisational health has been noted to yield
positive educational and psychological outcomes for students and
school personnelGohen,McCabe, Michelli, &Pickeral, 200#ile a
negative climate can prevent optional learning and development
(Manning &Saddlemire, 1996). A positive school organisational health
has been associated with fewer behavioural and emotional problems
for students (Kuperminc, Leadbeate, Emmons & Blatt, 1997). Similarly,
a positive, supportive and healthy school climate samificantly shape
the degree of academic success that students experience (Haynes &
Comer, 1993; Hoy, Tarter & Bliss, 1990; Ainley, 2004;Henderson,
Buehler, Stein, Dalton, Robinson, &Anfara, 28@%kmaz, 2006
Consequently, schools that develop a p@si school climate are likely
also to promote greater academic achievement among their students.

Aspects of school health such as trust
welfare can have powerful effects on interpersonal relationships in the
school as wke | as |l earners’ academic achi

(1992) observed that together with curriculum, resources and
leadership, school climate makes a major contribution to the
effectiveness of a school.

School health is measured by a standardised imsént called
Organisational Health Inventory (OHI). The OHI was developed by Hoy
and his colleagues (Hoy & Feldman, 1987; Hoy &Hannum, 1997). There
are three variants of the OHI originally developed for different levels of
pre-tertiary schools in Americagpamely: elementary, middle and high
schools. Although the instrument for each age group contains many of
the same items and scales, they also have features that reflect the
differences between school environment and organisations at the
different grade leels. Each of the OHI instruments consists of 37 to 45
items that measure teachers’ and
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the organisational health of their schools. The items are organised into
five to seven distinct scales each of which demonstrates aapable

level of reliability with internal consistency coefficients ranging from .87
to .95. An index of school health can be computed by summing up the
standardised scores for each of the individual scales (Hoy & Sabo,
1998). Extensive research has beemducted to provide construct and
criterion-related evidence for the validity of the OHI and to
demonstrate its superiority in predicting student achievement (Hoy et
al., 1990; Hoy &Hannum, 1997).

In a study conducted into organisational health and
achieeement of students, Hoy and Hannum (1997) used health
metaphor to conceptualise and measure important aspects of school
climate. They examined the relationship between school health and
student achievement in reading, writing and mathematics in a sample
of middle schools in the United States. From the study they found that
organisational health dimensions such as teacher affiliation, resource
support, academic emphasis, and collegial leadership made significant
contributions to the various aspects of stude achievement
independently of the socioeconomic status of the school and the
district. Academic achievement in mathematics, reading and writing was
positively related to healthy interpersonal dynamics of the schools. In a
similar study conducted by Caand Gene (2001) on school attributes
and student achievement in New Brunswick, a close association was
found between school climate and student achievement. Based on the
finding, the researchers pointed out the need for schools to create a
positive learrmg environment to affect student achievement.In a study
on the rel ationshinp bet ween teachers’ bu
health in primary schools, Sabanchi (2009) found that teacher burnout
is a significant factor affecting school health.A positive retethip was
alsofound between transformational leadership acts of principals and
organisational health (Cemaloglu, 2011). IndeedCakenet al. (2009)
have noted from the literature, empirical research indicates that
positive school climate is associatedttwand predictive of academic
achievement, school success, effective vi
healthy development, and teacher retention.Yet there appears to be no
specific school climate policy and guidelinesfor practice which Cohen et
al. considegs a violation of the human rights of children.
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Exploratory studies carried out in Ghana have corroborated
others conducted elsewhere in identifying school health variables like
collegiality, resource provision and teacher commitment as essential
predictors of student achievement (Atakpa&Ankomah, 1998; Ankomah,
2002). The present study aimed at investigating whether any
relationship might exi st bet ween organi s
achievement in Ghanaian junior high schools. It sought to answer the
guestion whet her t he di fferences i n pu
Ghanaianjunior high schools can be associated with the organisational
health of the respective schools. In other words, is the proposition that
school health is a strong predictor variable of psigil ac hi evement true
with junior high schools in Ghana?

Methodology
The study was a descriptive survey with the main focus of testing the
relationship between organisational health of junior high schools and
student s’ achievement . y i htlee Techi man n
BrongAhafoRegion, being a typical municipality with representation of
the various ethnic groups in Ghana due to its traditional market that
serves customers from all over the country and beyond, was selected to
be involved. This municipality hgdnior high schools that could
typically be classified i nto three cat e
“average achieving” and “l' ow achieving”
achievement in Basic Education Certificate Examinations (BECE).
Schools that had average passaver the specified period of 70% and
above were categorised as high achieving, those with passes from 40%
to 69% as average achieving, and those with passes from 0% to 39% as
low achieving.
Junior high schools in the Techiman municipality that qualified
to be involved in the study were those that took part in BECE over a five
year period from 2008 2012. Altogether, 30 schools were selected to
participate in the study, using a stratified proportional sampling
technique. Only schools that had heads wianl served in the position
for at least two years in the school qualified to be included in the
sample, making a total of 91 out of 112 schools. From the high and low
achieving schools, which totalled 26 and 28 respectively, 9 schools each
were selected Wile from average achieving schools which had the
highest total of 37 schools, 12 were selected. Teachers who had taught
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for at least two years were purposively identified in each of the
sampled schools, four of whom were selected through simple random
sampling technique to respond to the Organisational Health Inventory
Questionnaire (OHIQ) which was the main instrument used for
collection of data. The instrument was an adaptation of the middle
school OHIQ described earlier in consideration of the agamud the
learners involved. The OHIQ consisted of 52 items that examined
respondent s’ perceptions of t he
respective schools.

Five main dimensions of school organisational health, as
identified by Hoy and Hannum (1997), wetsed to assess the
organisational health of the three categories of the junior high schools.
The five school health dimensions wer@legial leadership, academic
emphasis, school head influence, teacher dffiliation, and resource
support. Collegial leadership refers to the characteristics of school
heads in such aspects as showing concern for the development and
general welfare of staff, openness and friendliness, involving teachers
in decisiommaking as well as the show of appreciation to the work of
teachers. Academic emphasis has to do with the extent to which the
school is driven by a quest for academic excellence as exemplified in
the setting of student performance standards and targets, and the
creation and general awareness of a learning envirommeSchool
head influence is about the ability of the school head to influence the
actions of others, including superiors, towards the attainment of school
goals. Teacher dffiliation describes the level of commitment teachers
have for students, colleagseand the school as a whole, as expressed in
commitment and general attitude to work, regularity and punctuality.
Resource support is in reference to the extent to which school heads
demonstrate preparedness to provide or aid the acquisition of teaching
and learning resources for teachers and students.

School organisational health was assessed from the analysis of
the health data to obtain an overall Health Index (HI) score for the
schools. BECE results for a five year period from 2008 to 2012 were the
main data representing student achievement in the study.These results
were standardised to yield a single achievement score for each of the
30 schools and further summed up to obtain the overall student
achievement score. A correlation was computed betwtenobtained

organi s
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HI score and the overall student achievement score to establish the
relationship between school organisational health and student
achievement.

It is to be noted that although student achievement was
measured through BECE results spanning evBve year period from
2008 to 2012, it was difficult to have an appreciable number of junior
high school teachers who had also served in those schools within the
same five year period or earlier. The Ghana Education Service (GES)
policy that allows teduers to transfer from one school to another or to
qualify for study leave after three years makes teacher stability in
schools beyond three years even more unpredictable. It was in
anticipation of this difficulty that heads and teachers who hadserved in
the present school for at least two years by the year 2012 were
accepted to participate in the study.Eventually, 44% of the 120 selected
teachers had served between two and four years with the remaining
56% having served for five years and above. Thelityaioi have all the
teachers and heads who had served for at least the same period as for
the BECE results constituted the main limitation of the study. However,
it was considered that two years was a fair minimum period within
which teachers could makaeaningful judgements about their school
and respond appropriately in that regard. Similarly, it was assumed
that since school health issues are more of established norms than
personal matters, two years was considered a fair minimum for the
head to adaptto the existing school norm and exhibit behaviours that
go with the norm.

Results

The study was basically to test the relationship between the
organisational health of junior high schools and student achievement.
A fourlevel scale of description normamging from a minimum of 1
(one) to a maximum of 4 (four) and representitagy, moderately low,
moderately high and high was followed in describing the intensity of
each behavioural characteristic of school health in respect of each
school type. Using aarithmetic progression of .75 from the minimum

of 1 to the maximum of 4, all scores ranging from 1.0 to 1.7 belonged to
level 1 and were classified as low, scores from 1.8 to 2.4 belonged to
level 2 and classified as moderately low, scores from 2.5 to 3.2
belonged to level 3 and classified as moderately high, while scores from
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3.3 to 4.0 belonged to level 4 and classified as high. The mean of
responses for each school health characteristic was computed to
determine its position on the scale which repreteithe intensity of

the characteristic according to school type.

Table 1: Mean Scores on Dimensions of Organisational Health by
School Category

Categories ol

Health Variables High Achieving schools Low Achieving
Average
Achieving
Collegial 3.4 2.9 2.6
leadership
Academic 3.5 2.7 1.9
emphasis
School heac 2.9 2.4 2.6
influence
Teacher 3.6 3.2 24
affiliation
Resource support 3.0 2.3 2.1

The results, as displayed in Table 1, reveal differences in the
school health behavioural characteristics of heads and teachers among
the three categories of junior high schools. On the dimension of
collegial leadership, the mean score of the high achigwdchools falls
within level 4 of the description norm indicating that collegial
leadership is highly exhibited in the schools. On the other hand, the
scores of the average achieving and low achieving schools fall under
level 3 of moderately high perforamce. However, the average
achieving schools were slightly above the low achieving schools. Thus,
the heads of the high achieving schools are perceived to promote more
collegiality within their staff than heads of the average achieving and
low achievingschools. On teacher affiliation, the high achieving schools
are perceived to highly demonstrate this characteristic while the
average achieving schools perform moderately high in that
characteristic. The low achieving schools perform moderately low in
teacher affiliation. This shows that there are noticeable differences
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between the behavioural characteristics of the heads and teachers of
the high, average and low achieving schools.

The results further show differences in academic emphasis
among the teachrs and heads of the three categories of schools. The
composite score obtained by the high achieving schools is of level 4 of
the description norm whereas those of the average achieving and the
low achieving schools belong to levels 3 and 2 of the deafmimorm
respectively. This implies that heads and teachers of the high achieving
schools are perceived to emphasise the achievement of academic goals
far more than their counterparts in the other school categories.
Indeed, the low achieving schools abted their lowest score in
academic emphasis among all the health variables. The much lower
composite score in academic emphasis is an indication that heads and
teachers in these schools are perceived generally not to exhibit
behaviours that could prometand sustain academic excellence in their
respective schools.

None of the categories of schools was found to show high
interest in the provision of resource support in their respective schools.
The high achieving schools were however ahead of their tihero
counterparts in this provision. Their performance is of level 3 indicating
a moderately high level of performance. Both the average achieving
and low achieving schools scored at level 2, which givesthe indication
that they do not show much interesh ithe mobilisationand provision
of resources for teaching and learning. Thus, whereas respondents
generally did not perceive the provision of resources to be exceptional
among any of the categories of schools, the high achieving schools were
found to be elatively more supportive in resource provision than the
other categories of schools. Similarly, the dimension of school head
influence was not perceived to be exceptionally high in any of the three
categories of schools. However, it was perceived toetegively higher
in the high achieving schools which had a moderately high score than
the other two whose scores belonged to the moderately low level.

Health Profile and Academic Achievement of the Junior High Schools

As explained earlier, the schools megrouped into three main
categories based on their performance in BECE results over a five year
period from 2008 to 2012. These BECE results were standardised to
give an academic achievement score for each school. The results in
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Table 2 show that theigh achieving schools had all positive academic
achievement scores ranging between 3.3 (being the lowest for school
H3)and 5.0 (the highest for school H8). On the other hand, the low
achieving schools had all negative achievement scores ranging between
-1.3 (for L4) and5.4 (for L2). The average achieving schools had both
positive and negative achievement scores with the range between 2.3
(A4, A11) and0.3 (A10). The overall student achievement score for all
the schools was 17.4.

The health profiles othe selected schools were determined by
computing the health index (HI) for each school. The HI scores ranged
between 9.8 for high achieving school 3 a3 for low achieving
school 2. All the high achieving schools had positive scores between 2.8
(being the lowest in that category for H8) and 9.8. This shows that all
the high achieving schools had varying degrees of healthy
organisational climate. On the other hand all the low achieving schools
had negative scores ranging betwedéh?2 for L2 and0.1for L4. Thus
generally, all the low achieving schools tended to have unhealthy
school climate with L2 having the poorest climate. The average
achieving schools had a mixture of both positive and negative HI scores
indicating that whereas some of the sifls had some amount of
healthy climate others portrayed unhealthy climates. The HI scores for
the average achieving schools generally ranged between 2.92and
However, there was an exceptional case with a score of 5.5 for school
A5 indicating thattihad a very healthy school climate. A look at the
category and thus its academic achievement could be said to be quite
moderate.

Relating the HI scores of the schools to their academic
achievement scores reveals that generally the high achieving schools
had the healthiest climate (with a cumulative HI score of 48.6) while the
low achieving schools had the poorest climate (obtaining a cumulative
HI score of-34.3). The average achieving schools had climates
fluctuating between moderately high and moderbtelow (with a
cumulative HI score of 14.3) the only exception being with school A5
which was perceived to have a very healthy climate with a score of 5.5.



Yaw A. Ankomah 69

Table 2Heath Index (HI) and Academic Achievement (AA) of Selected
Schools

School HI Cum. AAScore Cum.AA
Score  HI

High Achieving H1 5.4 3.5

High Achieving H2 5.7 4.7

High Achieving H3 9.8 4.7

High Achieving H4 6.5 4.8

High Achieving H5 4.0 3.3

High Achieving H6 3.7 4.9

High Achieving H7 5.7 5.0

High Achieving H8 2.5 4.9

High Achieving H9 5.2 48.5 4.7 40.5

Average Achieving -2.7 -0.1

Al

Average Achievin¢ -1.0 -0.1

A2

Average Achieving 1.0 -0.1

A3

Average Achievin( -0.6 2.2

A4

Average Achievin¢ 5.5 2.1

A5

Average Achievin¢ -1.2 1.6

A6

Average Achievin¢ 2.3 1.4

A7

Average Achievin¢ 2.9 1.6

A8

Average Achievin( 2.6 -0.1

A9

Average Achievin¢ -0.1 -0.3

A10

Average Achieving 2.7 2.2

All

Average Achieving 2.9 14.3 -0.3 10.1

Al12

Low Achieving L1 2.3 -2.3
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Low AchievingL2  -6.3 -5.4
LowAchieving L3 5.1 -2.3
Low Achieving L4  -0.1 -1.3
Low Achieving L5  -3.5 -4.2
Low Achieving L6  -2.9 -4.6
Low Achieving L7  -3.9 -5.0
Low AchievingL8 -5.5 -3.1
Low AchievingL9  -4.6 -343 5.0 -33.2
Overall Total 28.6 17.4

Relationship Between School Health and Student Achievement
The focus of the study was to find out whether there was any
relationship between the organisational health of junior high schools
and student achievement. Consequently a null hypothesis was
formu ated that: “there i s no significant
organi sational health of junior high schoc
To test the hypothesis, a correlation coefficient was computed between
the overall HI score and the overall student acki®ment score, using
Pearsons’s Product moment <correlation coef
Table 2, the overall student achievement score was 17.4 while the
overall HI score was 28.6.
The correlation results displayed in Table 3 reveal a fairly strong
postive correlation between school organisational health scores and
student achievement scoreg € .785,p< 0.001). The results suggest
that, in general, the healthier the school climate the higher the
achievement of students in the school. Conversely, wisehool
climate becomes less healthy, student achievement is likely to fall.
School health is thus positively associated with student achievement.

Table 3:Relationship Between HI Scores and Student Achievement

Scores

Variable Scores Sig Correlation
Coeficient

Student 17.4 .001 .785

Achievement 28.6 .001

Health Index

r=.785,df =28, N = 30
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Table 4:Correlational Analysis of Health Dimensions with Student
Achievement

ZeroOrder Correlations

Health Variable Student Achievement
Academic emphasis .902**

Teacher affiliation .803**

Resource support .629**

School headinfluence A26%*

Collegial leadership .400**

** p<.01

The zereorder correlation between dimensions of health and
student achievement was examinedto further clarify the results of the
study. Results from Table 4 reveal that all the five health variables
were significantly related to student achievement ipestive of the
school type.

Discussion

A major goal of any educational endeavouris student academic
achievement as a result of which keen interest has often been shown in
those issues that relate directly to academic achievement. The study
sought to eamine the relationship between school organisational
health and student academic achievement in Ghanaian junior high
schools. The results of the study indicate that there is a significant
correlation between school organisational health and student academ
achievement. This finding is consistent with those of similar studies
conducted elsewhere which found that the dimensions of health were
strongly related to student achievement (Hoy et al., 1990; Hoy
&Hannum, 1997; Henderson et al., 2005), with Hoy atahnum
(1997), for instance, concluding that health is a better predictor of
student achievement. The significant relationship between school
health and academic achievement suggests that the type of school
health that prevails in schools must as well loé concern to
stakeholders of educational endeavours as they strive for academic
achievement which invariably is the most important focus of school
provision. Ainley (2004) and Hoy et al. (1990) have all noted that a
positive and healthy school climatataignificantly shape the degree of
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academic success experienced by students, thus underscoring the need
for developing a positive school climate as a means of promoting
greater academic achievement among students.

The study found academic emphasis whiefers to the extent
to which a school is driven by a quest for academic excellence as
addressed in the creation of a learning environment, among others, to
have the strongest correlation with student achievement. In the study
conducted by Hoy et al.,, (109 they found that the single best
organisational health predictor of student achievement was academic
emphasis. Similarly in the study by Hoy and Hannum (1997), it was
found that academic emphasis made a significant and unique
contribution to student aclevement. The finding of the current study
with regard to academic emphasis is thus consistent with those of
earlier studies. If schools are to reach excellent academic achievement,
they must deliberately and practically make academic emphasis their
primary focus above all other issues.

It is noteworthy that teacher affiliation, which denotes
teachers’ commit ment and gener al
support, which concerns the preparedness of heads to ensure the
acquisition of teaching and learningesources for teachers and
students, were other dimensions of school health, apart from academic
emphasis, that also had strong correlation with student achievement.
These are aspects that directly relate to the teaching and learning
process. Without teehers not much learning can be accomplished by

students in a school and t hat t he

very crucial for effective learning to take place. Similarly, resources are
very important for any meaningful learning and, this undouwltye calls

for the concern of the school head to ensure their availability in the
school.

On the other hand, school head influence and collegial
leadership were only weakly correlated with student achievement. This
might stem from the fact that they do modirectly deal with the
teaching and learning process. These findings seem to suggest that
while not playing down on collegial leadership and school head
influence, the greatest attention needs to be on academic emphasis,
teacher affiliation and resourceupport, as they are directly concerned
with teaching and learning in the school.

atti

t ude

t eacher :
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Conclusion and Recommendations

The study sought to find out relationships between school health and
academic achievement in Ghanaian junior high schools. Being mainly a
correlational study, it did not establish causal relationship between
school health and academic achievement. The study has shown that
there is a positive relationship between school organisational health
and student achievement in Ghanaian junior high stho
Organi sational health t herefore
achievement. The stronger the overall organisational health of the
school, the higher the achievement of the students. Schools can
therefore influence student learning by improving thedith of their
climates.

All aspects of school health were positively related to student
achievement but academic emphasis had the strongest relationship
with student achievement. The findings of the study suggest that heads
of schools who are open, fridly, supportive and committed to high
standards of performance are most likely to facilitate high student
achievement. Similarly, when teachers have a strong affiliation with
their students, their colleagues and their schools, and are willing to
make greter efforts to achieve school goals, they are most likely to
create a climate conducive for high academic outcomes.This means
that school heads need to make conscious effort to improve the health
of their schools by strengthening the various componentstradir
school climate.
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