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ABSTRACT
[bookmark: _Hlk132043334][bookmark: _Hlk141942329]This study examined the relationship between supervisors’ motivational indices and teachers’ service delivery in secondary schools in Cross River State, Nigeria. Seven research questions were raised to direct the study, andseven hypotheses formulated to guide it. The correlationalresearch design was adopted for the study. The population of the study comprised 8,519 teachers in public secondary schools in Cross River State.  The sample of the study comprised 634 teachers selected from public secondary schools across the three Education Zones in Cross River State using stratified sampling technique.A self-structured questionnaire tagged “Supervisors’ Motivational Indices and Teachers’ Service Delivery Questionnaire (SMITSDQ)” was used for data collection.The instrument was face-validated by experts in Educational Supervision and Measurement and Evaluation. The instrumentwasalso trial-tested to determine their internal consistency using the Cronbach Alpha method. The reliability coefficients realized ranged from .77 to .88. These figures indicated that the items were reliable to be used for the study. Simple Linear Regression Analysis, Hierarchical Multiple Linear Regression analysis and Multiple Linear Regression analysis were used for data analysis. The results of the analysis revealed thatsupervisors’ provision of teaching materials, provision of monetary incentives, supervisors’ feedback mechanism, supervisors’ provision of opportunities for professional development, supervisors’ performance evaluation and supervisors’ recommendation of teachers for promotion individually and jointly predicted teachers’ service delivery in public secondary schools in Cross River State.  Based on this result, it was concluded that in order to improve the improve the level of teachers’ commitment to effective instructional delivery in the classroom, induce them to positive behaviour towards students’ assessment in the schools, improve their level of commitment to effective classroom management, and improve their efficacy in students discipline in public secondary schools in Cross River State, there is need for principals as instructional supervisors to adopt appropriate motivational models  to arouse teachers’ morale towards quality service delivery.It was recommended that principals should ensure adequate provision of modern teaching materials to teachers, make conscious efforts to provide timely feedback to teachers on their performance, andput in place effective and fair staff appraisal process in secondary schools in Cross River State. It was also recommended that government should ensure adequate provision of funds in secondary schools in Cross River State to allow principals provide hard working teachers with monetary incentives. These measures will boost the enthusiasm and dispositions of teachers towards quality service delivery in the schools.
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CHAPTER ONE

INTRODUCTION
1.0	Background to the study
	Secondary education is a very important level of education in Nigeria where solid foundation for higher education and useful living is laid. The broad aim of secondary education within the national objectives is the preparation of children for useful living within the society and for higher education. These laudable objectives can never be accomplished by any society without the input of teachers as they occupy significant position in the education system of a country. Stressing this point, Hammad(2009), as cited by Akpan (2011), pointed out that the simple most important determinant of what students learn is what teachers know. Consequently, every education system, public secondary schools inclusive heavily depends on teachers’ service delivery for the execution of its programmes and activities. 
It is obvious that quality education cannot be provided by just anybody, but by teachers with adequate pedagogical acumen and professional dispositions to deliver effective instructional services to students (Lassa,2010, as cited in Owan, 2012).Attainment of quality education in schools requires a teaching workforce who have possess the professional tact and understand the pedagogical theory to plan and deliver lessons in such a way that goals can be attained. From the above assertions, it can be deduced that teachers’ service delivery is very vital to the success of the secondary school system.
	Teachers’ service delivery in this study means to the rate to which teachers are able to conduct their roles of effective teaching and ensure effective learning among students in secondary schools. It is the level at which teachers deliver instruction effectively using appropriate instructional methods and materials, write their lesson notes on time, attend classes promptly, evaluate students objectively, mark attendance register regularly, ensure discipline among students, effectively participate in extra-curricular activities among others. Uko, Umosen and Caleb (2015) observed that teachers’ service delivery is the extent of teachers’ commitment to instructional delivery, the exhibition of moral uprightness and excelling in the profession. This can be measured from the level of lesson delivery, high achievement of individual in both assessments, commitment to lesson preparation, level of students’ evaluation, level of discipline among students, level of accurate records of students’ progress, adherence to schemes of work and coverage of syllabus, mastery of subject matter, effective communication in the classroom, proper classroom management among others., 
	The researcher also noted that in some public secondary schools, some teachers are not punctual to school, do not use appropriate teaching aids, nor apply appropriate teaching method for instructional delivery in the classroom, hardly give nor assess students’ assignments. Some teachers were observed to have recorded what they have not taught students in their record of work, give their lesson notes to class prefects to copy for students while they are busy involved in petty trading within the school premises. Some teachers only mark attendance register once in the morning and are rarely seen disciplining students who erred. 
	In recent times, it was also noted by the scientist that several public school leavers in Cross River State can neither read nor write properly. Judging from the results of the area, it becomes obvious that the rate of service delivery within tutors in the State is low.  It was also observed that many parents in the State avoid sending their kids to commercial school because the results of schools are the most greatly affected. For instance, as reported by Osuo-Siseken and Uche (2020), students who sat for and obtained five credits including them for Cross River State was 21.99%, respectively with percentage of 43.30% for WAEC carryout by the Council.
	
	Teachers are often not stimulated by the bad idea of their work which are inadequate of acceptance for job well done which cause non-dedication to work. Inadequate of stable payment of tutors funds , result in them rejecting class for other jobs (Ukpong & Uchendu, 2012). Similarly, teachers long for recognition, praise, conducive working environment, opportunities for professional development and feedback about their achievements and this is likely to motivate them professionally. It was based on these that this researcher seek to assess the interaction within supervisors’ motivational indices and teachers’ service delivery in schools in the state. 

1.2	Statement of the problem 
	Teachers in secondary schools have the role of facilitating studying and education. They are expected to discharge their roles and functions adequately in order to attain visions. The adequacy of tutors service delivery assesses how adequate the individual will perform and be creative to his nation. 
	Unfortunately, many teachers seem to have failed in carrying out their main roles or obligations in schools in the state. They tend to be ineffective in their service delivery as placed in their bad character to job, inadequate document keeping pattern, inadequate early pattern and participate in other trades that distract their attention from lecturing. Some even trade on legal periods; indulge in illegal grading of the job, and which affects the areas from accomplishing arranged visions and goals. These bad characters of some tutors seem to have contributed to the bad activity of individuals in both assessments also the total inadequate developed by them who also, move to bigger organizations. 
	
	However, the scientist accepts that they may deliver their services adequately in the system if proper assessments are placed to enhance their effectiveness and direct their acts. It is on the note that the scientist wonders whether supervisors’ motivational indices have any interaction with tutors service delivery in schools in the state. Based on this, it became vital to raise the question: how does supervisors’ motivational indices associate to tutors service delivery in school in the state?
1.3	Purpose of the study
[bookmark: _Hlk142881398][bookmark: _Hlk142880842]	The purpose of this research was to explore the interaction within supervisors’ motivational indices and teachers’ service delivery in secondary schools in the state. Specifically, the research sought to explore whether:
1.	Supervisors’ provision of teaching materials predicts teachers’ delivery generally, and in terms of guiding delivery, individual assessment, administration and its discipline.
2.	Supervisors’ monetary incentives predicts teachers’ delivery generally, and in terms of guiding delivery, individual assessment, administration and its discipline.
3.	Supervisors’ feedback mechanism predicts teachers’ delivery generally, and in terms of guiding delivery, individual assessment, administration and its discipline.
4.	Supervisors’ provision of opportunities for professional development predicts teachers’ delivery generally, and in terms of guiding delivery, individual assessment, administration and its discipline.
5.	Supervisors’ performance evaluation predicts teachers’ delivery generally, and in terms of guiding delivery, individual assessment, administration and its discipline.
6.	Supervisors’ recommendation of teachers for promotion predicts teachers’ delivery generally, and in terms of guiding delivery, individual assessment, administration and its discipline.
7.	Supervisors’ motivational indices have composite contribution on teachers’ service delivery generally.

1.4	Research questions
The following research questions were posed to direct the research:
[bookmark: _Hlk142342460]1.	To what amount does supervisors’ provision of teaching materials predict teachers’ delivery generally, and in terms of guiding delivery, individual assessment, administration and its discipline?
[bookmark: _Hlk142343504]2.	To what extent does supervisors’ monetary incentives predict teachers’ delivery generally, and in terms of guiding delivery, individual assessment, administration and its discipline?
[bookmark: _Hlk142344546]3.	To what extent does supervisors’ feedback mechanism predict teachers’ delivery generally, and in terms of guiding delivery, individual assessment, administration and its discipline?
[bookmark: _Hlk142347007]4.	To what extent do supervisors’ provision of opportunities for professional development predict teachers’ delivery generally, and in terms of guiding delivery, individual assessment, administration and its discipline?
[bookmark: _Hlk142348363]5.	To what extent does supervisors’ performance evaluation predict teachers’ delivery generally, and in terms of guiding delivery, individual assessment, administration and its discipline?
[bookmark: _Hlk142350432][bookmark: _Hlk142351801]6.	To what extent does supervisors’ recommendation of teachers for promotion predict teachers’ delivery generally, and in terms of guiding delivery, individual assessment, administration and its discipline?
7.	What are the relative and cumulative contributions supervisors’ motivational indices on teachers’ service delivery generally?

1.5	Statement of hypotheses
	The following hypotheses guided the study:
[bookmark: _Hlk142371157][bookmark: _Hlk142459938]1.	Supervisors’ provision of teaching materials does not predict teachers’ delivery generally, and in terms of guiding delivery, individual assessment, administration and its discipline
2.	Supervisors’ monetary incentives does not predict teachers’ delivery generally, and in terms of guiding delivery, individual assessment, administration and its discipline
[bookmark: _Hlk142378925]3.	Supervisors’ feedback mechanism does not predict teachers’ delivery generally, and in terms of guiding delivery, individual assessment, administration and its discipline
[bookmark: _Hlk142381326]4.	Supervisors’ provision of opportunities for professional development does not predict teachers’ delivery generally, and in terms of guiding delivery, individual assessment, administration and its discipline 
[bookmark: _Hlk142385292]5.	Supervisors’ performance evaluation does not predict teachers’ delivery generally, and in terms of guiding delivery, individual assessment, administration and its discipline 
[bookmark: _Hlk142388593][bookmark: _Hlk142391802]6.	Supervisors’ recommendation of teachers for promotion does not predict teachers’ delivery generally, and in terms of guiding delivery, individual assessment, administration and its discipline 
7.	There is not significant composite contribution of supervisors’ motivational indices on teachers’ service delivery generally. 
1.6	Significance of the study 
	The outcome of this study may be of immense benefits to Ministry of Education officials, teachers, supervisors, students and researchers. 
	Firstly, the Ministries of Education officials may find this work vital as at it may offer them with data on methods of making tutors more creative in their service delivery. Hence as the institution placed with the role of regulating learning qualities, the information gained here functions as a guide on the growth of the adequacy of teachers.
	Also, teachers may in like manner benefit from this research as they may know how each of their action or not affects on the activity of individual which serve as a measure of their service delivery. In the same vein, the study may reduce cases of teachers using teaching job as a stepping stone to cross to other lucrative careers as teaching and strive to develop themselves on the job. 
	Supervisors may as a result of the research, be capable to explain the requirements and packages of their tutors. They may know how conduct their supervisory roles in order to inspire teachers to be dedicated, committed and improve on their service delivery. They may be able to find out those motivational indices that may lead to quality service delivery among teachers. 
Students may also derive benefits from this study as an improved service delivery by teachers may lead to an improved academic achievement for them. Finally, this research will function as a reference for additional research. It will also add to previous body of knowledge in this area.

1.7	Assumptions of the study
	The following assumptions were made in the course of the research.
1.	Teachers’ service delivery variables can be identified and measured.
2.	Motivational indices vary from one supervisor to another.
3.	The respondents are psychologically stable to respond objectively to the research instrument.

1.8	Scope of the study
	This study was delimited to supervisors’ motivational indices and teachers’ service delivery in schools in the state. The research was also restricted to the following supervisors’ motivational indices variables: provision of teaching materials, monetary incentives, feedback mechanism, opportunities for professional development, performance evaluation and recommendation of teachers for promotion as the independent variable while teachers’ service delivery variables are instructional delivery, students’ assessment, classroom management and students’ discipline as the dependent variable. The subjects for this study were teachers in public schools in the state. This research was conducted during the 2022/2023 academic session.
1.9	Limitations of the study
One of the major limitations faced in this study was the incapability of the scientist to assess the emotional level of the individual at the time of the assessment. They must have been driven by wild exaggeration in their responses. Another limitation was the difficulty in retrieving all the questionnaires from the respondents, especially those in rural schools where some teachers hardly stay till the closing time. This made the researcher not to retrieve all the instruments that were administered on respondents. The spatial separation of the schools, especially those located in rural areas of the State constituted another limitation to study. The researcher had difficulties accessing respondents in these areas because of the terrain. As a result, the researcher could not use all the schools for the study. Notwithstanding the limitations, the findings remain reliable having applied adequate methodology in conducting the study.




CHAPTER TWO
LITERATURE REVIEW
This chapter focused on the conceptual framework and theoretical background of the study, as well as the review of available empirical and theoretical literature related to supervisors’ motivational indices and teachers’ service delivery
2.1	Conceptual framework
	The two concepts in this study are supervisors’ motivational indices and educators' administration conveyance. Inspiration is the incentive(s) given to a specialist to draw in him towards his work. That is, it is the consolation given to laborers in an association to place in their best. It is a situation on which an association can prompt its individuals to join their cooperations and commitment in different ways, as well as to guarantee that associations get by amidst all chances. This concurs with Chibueze (2011) who expressed that inspiration is an interior power that light, push, stimulate, excite, direct, manage and support conduct towards objective fulfillment, and that inspiration that impels conduct might be in type of necessities, thought processes, wants, that drive the person to act so as to diminish wants or pressure. Stachowska and Czaplicka-Kozłowska (2019) likewise added that inspiration is perceived as the course of cognizant and purposeful effect on the way of behaving of individuals in the work cycle by making conditions to empower them to address their issues because of their commitment to the particular targets of the association.
Persuasive files are as hierarchical techniques utilized to assist individual specialists with having a feeling of satisfaction of his/her requirements (Omilani and Akintolu, 2017). Hence, Bosses' persuasive files as utilized in this review, is conceptualized as the techniques, approaches, and practices by educational managers to support the excitement, confidence, and manners of educators towards successful conveyance of their educational administrations in the educational system. How managers' persuasive lists is conceptualized in this study isn't unique in relation to how past researchers utilized the idea. For example, Sarpong (2016) involved persuasive lists as including all practices used to enable representatives, upgrade occupations, give a compelling award framework and make adaptability in the association all with an end goal to advance objective coordinated conduct from workers. Likewise, Stachowska and Czaplicka-Kozłowska (2019) detailed that administration can work with a wide range of persuasive files in instructive organizations like production of higher money related impetuses, making the possibilities for advancement, better non-pay benefits, better working circumstances, more chances to take part in the administration of foundations, setting out open doors for improvement, more prominent opportunity of activity by extending determination open doors, and notifying execution routinely for remunerations.
Research has shown that records of inspiration subsequently incorporates pay, advancement, acknowledgment, proficient development and headway, working climate, cooperation in navigation, relationship with managers, cultural view of educators, and employer stability and that the presence of these variables impact work execution undeniably (Kumar, 2023; Nawaz and Yasin, 2015; Shaikh, Shaikh and Shaikh, 2019). Work inspiration records which is found to connect with specialist interest and execution incorporate additionally an amazing open door to utilize one's esteemed expertise and capacities, a chance for learning, innovativeness, assortment, measure of work, obligation, independence to communicate one's true capacities, work enhancement and intricacy (Davidescu, Apostu, Paul and Casuneanu, 2020; Onoyase, 2017). Ejiogu as refered to by Mohammed (2015) has characterized persuasive files as inspirational gadgets utilized by hierarchical administration to drive laborers to pull energies toward ideal accomplishment of authoritative objectives. Mohammed (2015) believed that inspirational records are an inside controlled and created gadget that pushes high work execution among laborers to such an extent that despite everything - the image of strain the singular keeps on performing great. What this suggests is that a person in an association pushed by inspiration gadgets utilized by the association, by and by and willfully chooses to work for the effective accomplishment of the authoritative objectives and targets. Alam and Farid (2011) thought that a more elevated level of execution will in general be when there is a higher correspondence between the persuasive variables of the association and the compensations for the work done.
		Inspirational files as per Onyali and Nnebedum (2016) are energizers to staff execution. They further focused on that persuasive records direct and control the way of behaving of educators to accomplish greatest result. Osakwe (2010) thought that propelled educators are tough, imaginative and serious in the mission for improving instructing and learning in the school, subsequently offering the sort of subjective training required for accomplishing a manageable monetary turn of events. In his own view Enoh (2002) affirmed that school chiefs ought to utilize different motivators to spur educators since human way of behaving is extremely challenging to comprehend. Nonetheless, there are many elements that spur individuals to work. These variables are isolated into two kinds called outward inspiration and inborn inspiration (Anyim, Chidi and Badejo 2012).
	Ukpong and Uchendu (2012) were of the assessment that work inspiration methods for upgraded educators' work execution incorporate working circumstances, in-administration preparing, normal installment of pay, arrangement of showing offices among others. Akpan (2016) saw that state of administration, for example, pay rise is one of the amazing assets utilized in expanding inspiration for educator work execution. Vocation movement likewise makes up an essential feature of workforce portability connected with laborers, most often having an extensive augmentation in compensation.
The subsequent idea in this study is educators' administration conveyance. Each association is laid out to convey administrations to their clients and society at large. So additionally, schools and other instructive organizations are laid out, kept up with and supported basically to convey instructive administrations to the improvement of people and society. Jay likewise depicts administration conveyance as the capacity to consolidate thoughts capably in right way of behaving towards the accomplishment of put forth objectives and goals. All in all, administration conveyance includes the compelling utilization of abilities as systems by educators to guarantee legitimate educational conveyance in schools. Educators' administration conveyance can be portrayed as the obligations performed by an educator at a specific period in the educational system outfitted towards the accomplishment of instructive objectives and targets. As indicated by Jay (2014), educators' administration conveyance is the capacity of instructors to consolidate applicable contributions for the upgrade of educating and growing experiences. As applied in this review, educators' administration conveyance alludes to the degree instructors are resolved to complete their showing capabilities really.
		Educators' administration conveyance may not entirely settled by the educators' degree of cooperation in the everyday organization of the school. Additionally, Adeyemi (2011) affirm that factors of administration conveyance, for example, educating, illustration notes planning, compelling utilization of plan of work, management of understudies, observing of understudies works and disciplinary capacity are excellencies which instructors are to maintain to educational system. Adeyemi further brings up that, in such manner, the educators' administration conveyance can be estimated through their yearly reports of exercises as far as the over variables.Teachers' administration conveyance is a term used to allude to how much instructors can decipher instructive goals determined in the Public Strategy on Training into information and expertise and move them to understudies inside the study hall. Any educator that can't do such can't be named as powerful (Ukpong and Uchendu, 2012).
Adeyemi (2010) depicted educators' administration conveyance as "the capacity of the instructors to consolidate applicable contributions for the improvement of educating and growing experience". It is likewise portrayed as the obligations performed by educators like instructing, surveying and denoting understudies' test and assessments, records ensuring that and support stay enrolled disciplinary board at a specific period in the educational system in accomplishing hierarchical objectives (Igwe and Rufai, 2012).
The autonomous variable in the review is managers' persuasive lists which is expected to decide the varieties or changes in educators' administration conveyance (subordinate variable) in the educational system. The connection between bosses' persuasive records (arrangement of showing materials, financial impetuses, criticism system, arrangement of chances for proficient turn of events, execution assessment and proposal of educators for advancement) and instructors' administration conveyance (educational conveyance, understudies' evaluation, homeroom the board and understudies' discipline) is conceptualized diagrammatically in the calculated model in Fig. 1. The applied system makes sense of the design of the exploration and how every one of the autonomous factors relates with every one of the reliant factors.
Bosses' inspirational lists has six sub-factors (arrangement of showing materials, financial impetuses, criticism system, arrangement of chances for proficient turn of events, execution assessment and suggestion of instructors for advancement) and educators' administration conveyance has four sub-scales (informative conveyance, understudies' appraisal, homeroom the board and understudies' discipline). In the reasonable structure, every one of the reliant sub-scales saw in the review was estimated relativelyagainst the six autonomous sub-factors. Also, in the reasonable model, the six sub-factors of bosses' persuasive records were estimated comprehensively against educators' administration for the most part in the schools to learn their composite impact.
2.2	Theoretical background
This study is based on the following theories.
2.2.1	Parsu Parasuraman, Valarie Zeithaml and Leonard Berry’s service quality theory (1985)

2.2.2 System theory (Ludwig Von Bertalanffy, 1972)
2.2.3 Administrative management theory by Henri Fayol (1937)

2.2.1	Parsu Parasuraman, Valarie Zeithaml and Leonard Berry’s service quality theory (1985)
	Service quality theory was first developed by Parsu Parasuraman, Valarie Zeithaml and Leonard Berry in 1985 as marketing theory to demonstrate how knowledge of customer perceived expectation of services and the perceived performance of the services may determine effective service delivery in industries. The idea behind the theory is that a trade with standard service will attain or exceed user requirements whereas remaining competitive, and that increases gain, sustainability and prolonged competitiveness. This led them to the development of a multi-dimensional instrument which they term “SERVQUAL”. It is a research apparatus which they patterned to assess quality delivery by having individuals requirements and ideas with the five levels of 
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service quality: reliability, tangibles, assurance, empathy and responsiveness. The model is placed on the level which explains that customers perceive standard in terms of their idea of how good a service attains their desire of that service 
	
Though the theory was designed as a market-driven customer analytic component, it has functional importance in this concentrate in that it looks to make sense of the manner in which educators can convey successful administrations for their end clients to measure up to the assumptions of both the foundations and society. In auxiliary schools, the clients are the understudies are the immediate recipients of educators' administration conveyance. The school the executives (bosses) are supposed to help instructors' administration conveyance through inspirational records. It should likewise be noticed that educators in open optional schools should have the option to convey quality help that can improve the throwing out of value school leavers that live up to the assumptions of both their foundations and the general public.

2.2.2	System hypothesis by Ludwig Von Bertalanffy (1972)
	The framework hypothesis was propounded by a scientist named Ludwig Von Bertalanffy in 1972. The supposition of the hypothesis is that a school as a framework is made out of different parts which cooperate for achievement of expressed objectives. A school exists in a type of an open framework since it accepts its contributions from the general public and furthermore purges its results back to the general public. As indicated by this hypothesis, schools have different parts; these incorporate chiefs (as managers), instructors, understudies and guardians. In the event that one flops in his/her job the framework comes up short. The chief arranges the exercises as he/she plays out his/her administrative undertakings of checking of the records of work, study hall perception/appearance, conferencing, spot checks, and studio. These assume a significant part in the acknowledgment of expressed school goals as occasioned by an upgraded administration conveyance by educators.
The ramifications of this hypothesis to this review is that, whatever occurs in one piece of school organization can or will influence different parts of the school. Framework hypothesis as suggests in this review empower school bosses to move toward oversight according to the framework perspective consequently seeing obviously the basic factors in cooperation and hence rolls out conceivable the improvements of noticing elective line of activity. This implies that bosses assume a significant part in the progress of understudies, quality help conveyance by educators as clear in improved scholastic accomplishment by understudies and the local area all of which structure an essential piece of a bigger entirety. Hence, in the event that a school head flops in his/her administrative job by neglecting to apply suitable persuasive files, then, at that point, quality help conveyance by educators in optional schools can't be guaranteed.

2.2.3	Administrative administration hypothesis by Henri Fayol (1937)
	Henri Fayol famously known and called the dad of present day administration, pointed toward accomplishing adequacy in association according to the administration viewpoint rather than the logical administration hypothesis. He accepted that by zeroing in on administrative exercises, he could limit misconceptions and increment proficiency and adequacy of associations. He accepted that the productivity of any association is straightforwardly connected to capabilities and standards of the executives.
	The hypothesis accepted that hierarchical productivity must be achieved when the supervisor of the association can carry out the five administrative roles really. These are as per the following: (1) Arranging: laying out a strategy and deciding assets to accomplish it. (2) Coordinating: giving design to the association, orchestrating work, individuals and assets for viable execution of the arrangement. (3) Coordinating or Instructing: it includes moving representatives to work as expected. It involves initiative, correspondence and inspiration. (4) Organizing: fitting all endeavors toward accomplishing a foreordained. (5) Control: setting principles for movements of every sort, contrasting execution and standard and going to restorative lengths in the event that deviation happens. Moreover, Fayol propounded 14 standards of the board as vital rules for supervisors who might need to accomplish adequacy in the association.	This hypothesis is pertinent to this concentrate in that it highlights how the acts of managers can shape the exhibition of educators in their schools and the way of behaving of educators. Bosses' persuasive records are the practices managers can use to coordinate work process and the way of behaving of instructors towards the achievement of school objectives. This implies that bosses have the obligations of lifting the feeling of confidence for educators towards compelling assistance conveyance. The hypothesis suggests that it is the obligation of bosses to give showing materials, set up staff advancement measures, give financial impetuses, satisfactory criticism to educators, assess the presentation of educators really, suggest educators for advancement as at when important, and set up sufficient government assistance bundles to further develop the prosperity of instructors for successful help conveyance.
2.3	Empirical review
[bookmark: _Hlk142406252]2.3.1	Provision of teaching materials and teachers’ service delivery.
	Teaching materials can be explained as the process constituent that may be applied to spread data or send or ideas which make message possible in lecturing. Akpakwu (2012) thought that staff of instructive foundations with sufficient educational offices, for example, study halls, course readings, great workplaces and satisfactory informative materials is constantly disturbed to place in their best on the grounds that with working materials, they feel profoundly energetic and don't protest. The creator further expresses that staff of the instructive foundations that need work apparatuses and materials are constantly disturbed to look for move to different organizations that can give them satisfactory working materials that will facilitate their pressure and give them fulfillment in the presentation of their obligations. Nyitar and Elujekwute (2021) saw that in a climate where educating and learning offices are inadequate with regards to, the educator depends a lot of on verbal clarification which turns out to be more unpleasant for himself and thusly, understudies find it challenging to grasp the clarifications without instructing helps.
	Research has shown that the mix of long working hours, deficient compensation, job vagueness, unfortunate showing offices, absence of social acknowledgment, hierarchical environment, stressed relationship with partners make up a distressing recipe for educators and that word related pressure of instructors because of elements, for example, non-installment of pay rates, unfortunate work space, lacking educational materials, expansion in responsibility and less vocation movement might result to their psychological chronic sickness, burnout and work disappointment (Nyitar and Elujekwute (2021). At the point when educators are not given sufficient training materials to convey viable guidance in the homeroom, they feel disappointed and focused consequently prompting unfortunate assistance conveyance (Yariv, 2011). Rowsey and Ley (2009) likewise distinguished a few variables as a significant wellspring of word related pressure among educators in schools including working circumstances, postpone in advancement, rowdiness of understudies, absence of assets for instructing, responsibility with non-showing obligations, absence of in-administration preparing and students' unfortunate mentalities to work. Akpakwu (2012) contended that staff of instructive foundations with satisfactory educational offices, for example, study halls, course readings, great workplaces and sufficient informative materials is constantly upset to place in their best on the grounds that with working materials, they feel profoundly energetic and don't protest. This researcher further focused on that staff of the instructive organizations that need work devices and materials are constantly disturbed to look for move to different establishments that can give them sufficient working materials that will facilitate their pressure and give them fulfillment in the exhibition of their obligations.
	The discoveries of the review uncovered that there is absence of administration growth, workshops, and insufficient arrangement of instructing and substances. Educators are in every case inside spurred, conflicting execution assessment, advancements are not granted as at when due, and issuance of question letters at smallest incitements by administrators. The additionally uncovered that, inspiration is the foundation of powerful help conveyance.
	This concentrate likewise uncovered that inspirational impetus affects instructors' work viability and that there is no huge contrast among male and female educators' response and reaction to persuasive motivating forces. No massive contrast was found between various sorts of inspiration motivating forces and their impact on senior auxiliary everyday schedule's in Adamawa State. The review suggested others that the public authority as an issue of criticalness The review suggests the arrangement of standard execution improvement workshops for instructors, sufficient arrangement of educating and learning materials, brief installment of educators' compensation and other financial motivators and educators ought to be inside persuaded at work. For the motivation to intendedly affect instructors the review suggest that it ought to be granted exclusively to those educators who really show the expected ways of behaving and such impetuses ought to be dispersed in view of cooperative execution as opposed to on individual execution.
		Educators feel respected in their occupation when conditions are cordial to them. Working circumstances, as conceptualized by them as a composite of three significant components, to be specific the specialized condition (devices, foundations, gear, among others), the human condition (correspondence/data stream, kind disposition, social joining among others) and the hierarchical condition (strategy, culture, the board, structure, initiative). Cheng and Tui (2012) additionally sees that, educator work execution and viability in educational program execution is lay on satisfactory inspiration and accessibility of educational materials in schools. Bass (2009) similarly sees that, when administrators give educators sufficient showing offices, they are just upset in the exhibition of their obligations, yet are made to further develop their presentation capabilities for expanded efficiency in the educational system.
	
	Enock (2016)established the impact of school factors on educator inspiration on work execution in open auxiliary schools in Nyatike sub-province, Migori Region. Four goals were formed to direct the review. The review designated a complete populace of 24 chiefs and 240 educators in open optional schools. An example of 120 instructors was chosen through delineated irregular examining. Information because of the educators' scholar/proficient advancement on showing staff inspiration shows that the instructors emphatically concurred with the explanation that preparing further develops instructors' certainty subsequently working on their presentation regarding educational program conveyance. From the discoveries of the review, one might say that educator preparing in open auxiliary schools in Nyatike sub-province influence their inspiration. In a meeting with the directors on what educator proficient advancement mean for educator inspiration, they referenced that educators who go through preparing feels fulfilled and are more learned on their area of specialization hence are propelled to instruct. The public authority through the service of schooling to arrange constant significant in-administration preparing to educators to empower them enhances their educational plan conveyance and administrators to be seminised on fitting use of shared authority styles. The review suggests that the educational committee of the executives, PTA and administrators ought to plan and carry out interior arrangements on inspiration of instructors which could improve their work fulfillment.
	Ombuya (2015)investigated the impact of inspiration on educators' work execution in open auxiliary schools in the area. The review embraced a quantitative examination worldview utilizing a clear study research plan. In this review, information was gathered utilizing poll, whose legitimacy and unwavering quality were discovered prior to being regulated in the field for genuine information assortment. To learn the viability of the information assortment instruments, a pretest test of 10% of the review test size was utilized with an example that was comparable, yet not the genuine review test. The poll was ready in such a way that various things were coordinated to guarantee assortment of greatest information, with most inquiries being shut finished and a couple of unassuming, possibility and grid things. Information was dissected with the guide of SPSS (Factual Bundles of Social Researchers) involving PC in which illustrative measurements, for example, frequencies and rates were produced and introduced in recurrence dispersion tables. The review, upon information assortment understood a decent poll reaction pace of 76.43%, subsequently a solid support for examination.
	The review uncovered that inspiration was pivotal in upgrading educators' obligation to work execution, considering that most open optional schools in the region had qualified educators and were hence expected to play out their undertakings well, yet this stayed a difficult task because of the presence of inspiration holes. It was presumed that inspiration systems, for example, successive in-administration preparing, standard advancement and the overall improvement of the functioning circumstances that shaped the significant review factors, were basic in upgrading educators' obligation to their undertakings execution. For strategy plan, the review suggested that the organization of state funded schools ought to figure out inward inspiration approaches for upgrading obligation to task execution, the public authority to form arrangements that are equipped towards working on the general working circumstances in state funded schools to work with prevalent work execution.
Jimenez (2020) led a review to distinguish the spurring variables of educators in creating valuable learning materials in the Schools Division in Focal Luzon, Philippines. Discoveries uncovered there were ten (10) persuading factors that assist educators with creating beneficial learning materials to be specific: assists them with conveying the illustration more straightforward; propels students; gets acknowledgment and accomplishment; advances cooperation and ICT coordinated effort; creates imagination; improves educating and educational experiences; upgrades language, abilities and correspondence; gives contextualized educational materials; creates abilities recorded as a hard copy and drawing; and helps them for the purpose of positioning. While there were blocking factors why educators couldn't foster valuable learning materials, for example, absence of ICT abilities and information; absence of time, absence of materials; absence of financial plan; their showing loads; extra administrative works; stress; absence of help; no web association; and their demeanor towards the advancement of SLMs. This implies that the arrangement of educational materials was a key calculate that propelled instructors the schools. Eve n however the review was not led in Cross Stream State as the current exploration, it has laid out the way that giving showing materials can support educators' energy to convey their positions successfully in schools.
[bookmark: _Hlk141831128]Essentially, Sheu and Ijaiya (2017) reviewed the Impact of asset accessibility on educators' work execution in youth schooling. It was found that TVs, DVD and animation Compact disc, beds/child bunks, power supply and fans were inaccessible while assets, for example, play toys, nursery books, homerooms, seats, tables, blackboard, colored pencils, wash bowl and wall graph were accessible in every one of the tested schools. The concentrate likewise uncovered that asset accessibility had a positive critical relationship with educators' work execution in youth schools. However the review has laid out the connection between arrangement of educational materials and educators' work execution, it was not do in Cross Waterway State and subsequently the required for the current examination.
	Ayeni and Jajua (2021) researched the levels of educators' capabilities, showing encounters, staff limit advancement and educational errand execution which influence on the understudies' scholarly accomplishment with the view to distinguishing potential answers for unfortunate scholastic execution in optional schools in Ondo North Region of the state. Information was gathered utilizing an Educators' Quality Poll (TQQ) and an Understudies' Scholarly Exhibition Proforma. The Hypothetical System of study depended on them towards the consistent improvement in hierarchical data sources and cycles for accomplishing instructive objectives. The current concentrate consequently examined five exploration questions and tried three speculations at 0.05 degree of factual importance. 
	2.3.2	Monetary motivators and educators' administration conveyance.
	Money related motivating forces are cash or some other monetary remuneration given by a manager to an educator, normally notwithstanding their compensation. It can likewise be alluded to as monetary motivators utilized in a school, which assist with empowering educators to expand their administration conveyance and meet their objectives. As indicated by Mbanefoh (2012), rehearsing instructors are especially worried about the late installment of compensations and the non-installment of pay rates and the non-installment of incidental advantages as opposed to other non-financial motivators. School administrators frequently griped about educators not ready to work due to postpones in installment of their pay rates. Dugguh (2005) kept up with that expeditious installment of pay rates and stipends and rewards goes quite far in propelling educators towards better and higher work execution which estimates the benefit of the school.
	Dignitary and Kelly, as refered to by Kennedy (2016) kept up with that inadequate life and working circumstances are serious issues looked by instructors. A concentrate by Nyagaya (2015) discoveries showed that compensation decidedly propelled teachers' work fulfillment. Asif, (2016) explored the connection between educators' work fulfillment (hierarchical equity, association culture, and heads' navigation) and understudies' scholastic presentation. Close by various elements of instructors' work fulfillment, factors, for example, hierarchical equity, association culture, and school supervisors' dynamic procedures likewise connect to their work fulfillment. While individuals working in an association are not all around made up for exertion applied on their positions, this might set off intrapersonal struggle which would appear in a wide range of pessimistic way of behaving at working environments. Low work fulfillment, a high pace of truancy, staff turnover, and working two jobs are a portion of the outcomes of deficient and lacking pay (Khan, Aslam and Lodhi, 2011; Majumder, 2012; Alam, 2012). Osibanjo, Adeniji, Falola and Heirsmac (2014) focused on that powerful administration of staff advantage would prompt fulfillment hands on that thus, normally brings about a blissful worker who might be enthused about remaining with the association and being useful to assisting their association with accomplishing its objectives. This suggests that financial motivations can make educators feel quite a bit better towards successful conveyance of educational obligations in schools.
	Ehule, Ibara and Richard (2019) explored educators' inspiration and occupation fulfillment in confidential auxiliary schools in Waterways State. Subsequently, the review suggests in addition to other things that educators' lodging needs ought to be given to improve their showing execution in schools and for powerful work fulfillment. The review presumed that educators' inspiration factors, for example, lodging needs, compensation, professional stability and advancement relate decidedly with work fulfillment of instructors' in Confidential auxiliary schools in Waterways State. That is, to advance educators' fulfillment their motivations and working circumstances ought to be thought about for ideal execution; since work execution rely upon the degree of fulfillment in instructing calling.
Okpara (2021) contended that immediate and circuitous incidental advantages are integral assets that advance compelling position execution not entirely set in stone by their mentality to work. Okpara (2021) additionally emphasized that immediate bordered pay for college staff incorporates compensation, pay rates, rewards or commission, while backhanded pay incorporates motivations, health advantages, lodging remittance, yearly leave recompenses and preparing open doors. Iyida (2015) noticed a relentless decrease in the efficiency of the common help because of unfortunate incidental advantages and that this has extra time become a squeezing basic issue in common help which had prompted series of modern activities in Nigeria and enormous tumult for expansion in laborer' compensations, compensation and different states of administration. Nisar and Siddiqui (2019) as of late noticed that the non-financial advantages which incorporates non-cash advantages, for example, clinical insurance contract, bunch disaster protection, medical advantages, adaptable working timetables, leaves, etc, and that incidental advantages contain the representative advantage programs including clinical protection, leaves, adaptable working hours, and great climate, which can encourage representatives for high responsibility, execution and positive work conduct in an association. What's more, Odunlade (2012) added that the compensation alone doesn't draw in workers to stay in association, incidental advantages additionally impact them.
In a review did by Nisar and Siddiqui (2019) on the job of incidental advantages in worker fulfillment: An examination of associations of Pakistan. This study examined the connection between incidental advantages and representative' work fulfillment. All the more explicitly, incidental advantages, for example, wellbeing assurance benefits, amusement leaves, and adaptable working hours. The essential information is accumulated through poll from the example size of 200 respondents in view of non-likelihood accommodation examining method. The outcomes were subsequently examined through exploratory component examination and various relapse. This study showed positive and huge relationship of entertainment Leaves and wellbeing assurance benefits on work fulfillment while in the event of adaptable working hours, the relationship is by all accounts unimportant. The specialists reasoned that the arrangement of leaves recompenses and a decent wellbeing security plan would help representatives' fulfillment and responsibility towards their work. However this study has a lacks corresponding to the current concentrate in the scientist didn't make sense of how the presentation of staff connected with the supportability of the associations contemplated, yet it has given sufficient proof to brace the way that incidental advantage has a relationship with staff efficiency which is an important condition for the manageability of organizations.
Also, Steyn (2010) carried out a comparative study to determine the impact of incidental advantages on work fulfillment and commitment. The review tended to the effect that incidental advantages have on the degrees of occupation fulfillment and commitment of the representatives of Orica Mining Administrations. A study research configuration was utilized with an explicitly evolved poll as the information gathering instrument. The members addressed the all out of all representatives of Orica, a worldwide mining administrations organization. A sum of 57 representatives finished the surveys. Nonparametric Spearman's connection coefficient (r) was utilized. The measurable investigation showed a high connection between's Occupation Fulfillment and Commitment. The scientist inferred that an elevated degree of occupation fulfillment implied an elevated degree of commitment as well as the other way around. The test for relationship between's Occupation Fulfillment and Compensation showed that the degree of occupation fulfillment a representative encounters in the association as affected by his compensation bundle. The test for relationship among's commitment and incidental advantages showed a low critical connection. At the point when staff are not content with their positions in an educational system because of deficient incidental advantage, they set forth bad effort demeanor that can influence both their presentation and the exhibition of the educational system.
Danladi and Cheche (2022) evaluated the connection between the level of educators' work fulfillment, inspiration and their showing execution in Zonal schooling in Katagum Neighborhood Region of the country. The reason for the review was to explore assuming there was any huge connection between the educator's low compensation and occupation fulfillment and execution of educators in schools at the optional level. A helpful example size of 680 members was haphazardly chosen yet just 500 surveys were accurately filled and returned. The study results uncovered that instructor related causes of occupation fulfillment greaterly affected showing execution, as educators were additionally disappointed with the instructive strategies and organization, pay and incidental advantages, material prizes and progression. It was suggested that administration ought to think of productive present day and efficient educators' advancement and prizes framework that would be founded on proficient guidelines and execution to make straightforwardness and reasonableness in the framework. it has been featured here that incidental advantages have suggestions for instructors' fulfillment and execution, which additionally infers that it impacted their disposition to work since educators' demeanor to work will unquestionably influence their exhibition.
In another experimental review, Nehemiah, Inuwa and Inti (2021) analyzed the work fulfillment and work space as assessment of trade educators' efficiency in auxiliary schools in the state. This concentrate hence suggested that business educators ought to be given opportune work advancement, limit building projects and incidental advantages to empower them to assume their part productively and actually. This suggests that educators had unfortunate mentality to work and didn't perform well since they were not given satisfactory incidental advantages in the schools. This might be what is going on in auxiliary schools in Cross Stream State.
	Odoom, Opoku and Ntiakoh-Ayipah (2016)examined the degree of inspiration and execution among Youth Care and Training (ECCE) educators inside the Cape Coast City. Utilizing an engaging examination plan, 60 respondents were chosen for the concentrate through purposive and basic irregular testing procedures. While advancement was seen as the main inspiration generally accessible at the focuses, compensation and impetuses was viewed as the most un-accessible inspiration. The investigation discovered that pay/compensation gave to educators at the ECCE focuses had the best relative effect on ECCE instructors' exhibition, with great initiative style as minimal determinant of educators' work execution. It is suggested that the ECCE focuses in a joint effort with the Locale Gathering ought to give alluring impetuses to propel educators to radiate their best execution. The paper likewise suggests that powerful ECCE projects ought to be gathered from very much planned endeavors of various accomplices including school directors, guardians, networks, neighborhood and public legislatures along with the common society.
	Mohammed, Onu and Dalhatu (2022) explored the effect of inspiration on educators' efficiency in open senior auxiliary schools in Bauchi City, Bauchi State, Nigeria. The examination instrument utilized for information assortment in this study was a survey planned by the creators. The information gathered was processed utilizing rates and recurrence dispersion tables. The speculations were exposed to inferential insights while Chi-square test was tried at 0.5 degree of importance. Discoveries of this review showed that there is a huge connection between monetary motivators and educators' efficiency in open senior optional schools in Bauchi City. The review discoveries additionally showed that that preparation and advancement, for example, going to courses, studios worked on educators' efficiency. Thusly, concentrate on reasoned that yearly leave recompenses, installment of pay, free clinical consideration, and advancement as well as working circumstances impact instructors' efficiency through inspiration. The review discoveries likewise showed that preparation/advancement, for example, professional success, studios, workshops and educators' skill work on educators' efficiency inside open senior optional schools in Bauchi city. The review suggests that administration ought to underline on educators' advancement and brief installment of compensation when due to work on their efficiency. Government ought to keep coordinating studios and workshops to work on instructors' efficiency as well as increment the educators' capability.
That's what the discoveries showed assuming educators are sufficiently persuaded, they would release their obligations in the study hall proficiently and really. In view of the discoveries, it was prescribed that to guarantee homeroom showing viability, an educator needs not just change and ordinary installment of pay rates and recompenses, yet the right innovation and offices for proficiency and compelling study hall the board. Government, guardians, and the general public were likewise approached to help by giving inspirational impetuses, for example, lodging, vehicle credits, and financed medical care administrations as well as sorting out expertise improvement classes and studios for instructors. Showing faculty ought to be driven and not bossed to be successful and proficient.
		Maicibi (2003) directed a concentrate in optional school in the country, and figured out that educators focus on issues spinning around cash. This was on the grounds that the vast majority of the educators in Uganda can't completely meet their physiological requirements. Compensation stays the significant approach to addressing their requirements. Great compensation along with great working circumstances stabilizingly affected work in any association. Confined independence is accepted to be one of the adverse impacts on instructor inspiration. In a comparative improvement Schooling for All (EFA) report of 2005 uncovered that educators in non-industrial nations frequently get profit that are lacking at furnishing them with a sensible way of life. Without a doubt, cautious examinations of the writing strongly imply that compensation is essential in educator fulfillment among the emerging nations.
	The insufficient compensation has prompted circumstances by which most of them can never again satisfy their social commitments, for example, paying their youngsters' school charges, taking care of, dress and in any event, giving sanctuary to their families. The circumstances has deteriorated to such a phase that no property manager needs the educators as occupants these days.
		Ukaigwe and Nwabueze (2015) uncovered that great help conditions, for example, government assistance bundles, acknowledgment/acclaim, further developed compensation structures, balance between serious and fun activities, normal installment of pay rates, customary advancement/work enhancement, powerful employer stability, and satisfactory installment of recompenses/work leave decidedly increment staff revenue to turn out actually for further developed efficiency. Kigenyi (2017) uncovered that government assistance is decidedly connected with educators' presentation in open elementary schools. This suggests that lodging, dinners, clinical consideration, stipends and the school climate affect educators' exhibition in open grade schools.
	Masifa and Hassan (2020)established the impact of institutional persuasive practices on educators' work execution in Mbale District. It was directed by two goals: To lay out the impact of incidental advantages on educators' work execution. (ii)
To figure out the impact of working circumstances on educators' work execution in chose optional schools in Mbale region. The review figured out that there was areas of strength for an and genuinely critical impact of incidental advantages on educators' work execution uncovering (r = 0.64, p< 0.05), consequently dismissing the invalid speculation. Incidental advantages likewise uncovered a normalized coefficient of (β = 0.41). Working circumstances impacted educators' work execution with (r = 0.569, P < 0.05). Thus dismissing the prior expressed invalid speculation. The outcomes likewise showed a normalized coefficient of (β = 0.324) for working circumstances. A necessary sign to check this bad habit. The concentrate hence suggests that schools ought to rouse their educators to improve instructors' work execution.
	Okwelle and Okubo (2022) researched impact of persuasive techniques on educators' work fulfillment in Streams State specialized universities. The reason for the review was to decide the impact of persuasive systems on educators' work fulfillment in specialized universities in Waterways State. two exploration questions and two speculations directed the lead of the review. The plan utilized for the review was a clear study plan. The review was done in specialized universities in Streams Province of Nigeria. On the whole, the populace contained 102 specialized educators and 8 directors. Every one of the 102 educators in specialized schools were utilized in the review. The suggested that administrators of specialized universities in Streams state ought to create or use systems to build up educators' benevolent acts in specialized schools. This will empower them to be content and loaded up with excitement in playing out their work liabilities.
	
	Chandra (2010) called attention to that support of a representative in type of recognition in broad daylight fulfill his/her prideful requirements. In a comparative report did by Zirra and Mambula (2019), they reasoned that acknowledgment essentially affects worker execution in Nasco bunch, Jos level state, Nigeria and they went further to ask directors of this gathering to further develop representative acknowledgment programs for wonderful pieces of handiwork to empower representatives in upgrading efficiency in the confidential area. Harvey-Beavis (2003) saw that prizes and acknowledgment plans have been utilized to persuade schools, school, colleges and instructors to work on their training and execution. Lobby (2012) uncovered that it is presently a laid out reality that assuming representatives feel esteemed and valued by their chiefs they are vastly bound to exceed all expectations for the organization and consider themselves responsible as far as concerns them in the task this finding isn't exceptionally distant from that of Aristocrat (2002) underlined that when representatives are perceived as far as their ID, their functioning limit and execution is upgraded. Shikalepo (2020) figured out that instructing was characterized by the battle to adapt to the shortfall of fundamental showing assets, over-burden with educating and authoritative obligations, underfunding to schools and unfortunate instructor compensations. What's more, most educators were not equipped in ad libbing educational and showing materials without adequacy assets, which has delivered educating inadequate. Country teachers felt disengaged, as monetary, sporting and wellbeing administration focuses were not effectively available, which caused low educator confidence, and limited instructing adequacy. It was laid out that most educators at provincial schools were not generously compensated contrasted with their partners in different callings with tantamount degrees of training, experience and contribution towards their work. This inconsistencies crippled instructors and adversely molded their educating yield. School specialists ought to execute the fundamental measures to limit the inconvenient impacts of these difficulties on instructing at country schools, to empower instructors to educate ideally and further developed school execution.
	Schools must be given the staff relax so instructors can talk unreservedly on their prosperity. Human asset division officials need to remember for their instructor maintenance procedures the educators' government assistance bundles. Future specialists need to investigate different elements that could anticipate the educators' work execution.
		In a review led by Ushie (2010), they noticed that in Nigeria, as opposed to give implies by which laborers could be spurred and held for successful work execution, managers are seen to ceaselessly denied their laborers physiological need through uncertainty; postpone in installment of pay rates; and other incidental advantages that might have conduct results on staff proficiency in the work environment. Fagbamiye (2000) noticed that money related and non-financial motivations are basic in educator versatility and occupation execution. Hudson and Sullivan (2000) commented that underscoring on one of the motivating forces to the detriment of the other is hazardous to any organization.
	Money related motivations are significant as most instructors find employment elsewhere to one more for better compensation frequently alludes to as greener fields while others might remain on the grounds that the foundation fulfills their requirements or their abilities are completely used and are adding to the accomplishment of the general objective of the establishment. In any case, Ubom (2001) that's what had prior noticed assuming specialists execution was base essentially on financial, the non-public schools will lose their staff.

2.3.3	Feedback system and instructors' administration conveyance.
	Criticism alludes to the transmission of evaluative or remedial data about an activity, occasion, or cycle to instructors. Nawaz and Yasin (2015) likewise support the above perspective by saying that criticism assumes an essential part in the inspiration of teachers.Stormont and Reinke (2013) made sense of that the utilization of execution criticism has been irrefutable as a successful help for educator execution of new abilities in study hall settings, and that presentation input remembers direct perceptions of explicit instructor ways of behaving for an applied setting followed by input on the way of behaving. Solomon, Klein and Politylo (2012) focused on that one exceptionally encouraging practice to help instructors' utilization of new mediations is to give information based execution input, which will be alluded to from now on as execution criticism. Burke, Howard, Peterson, Peterson and Allen (2012) noticed that arrangement of execution criticism is the method of recording, summing up, and administering data about a singular's presentation, and that it is the most often involved approach for further developing staff preparing and the board programs. Burke, Oats, Ringle, O'Neill Fichtner and DelGaudio (2011) avowed that one vital advantage of execution input is that it is a productive method for further developing intercession devotion, which is particularly basic given difficulties with schools.
The arrangement of execution criticism to educators and understudies is one more administrative job of an optional school chief intended to work on educational viability in the auxiliary educational system. Bowman (2010) noticed that criticism is fundamental to supporting mental, specialized and proficient turn of events, and that viable criticism is input in which information about past execution is used to propel positive and favorable development. Stormont and Reinke (2013) got a handle on that the use of execution analysis has been undeniable as a strong assistance for educator execution of new abilities in study hall settings, and that exhibition criticism remembers direct perceptions of explicit educator ways of behaving for an applied setting followed by criticism on the way of behaving. Solomon, Klein and Politylo (2012) focused on that one exceptionally encouraging practice to help educators' utilization of new mediations is to give information based execution criticism, which will be alluded to from this point forward as execution input. Burke, Howard, Peterson, Peterson and Allen (2012) noticed that arrangement of execution criticism is the system of recording, summing up, and administering data about a singular's exhibition, and that it is the most often involved approach for further developing staff preparing and the board programs. Burke, Oats, Ringle, O'Neill Fichtner and DelGaudio (2011) attested that one vital advantage of execution input is that it is a productive method for further developing intercession loyalty, which is particularly basic given difficulties with schools.
Burke, Howard, Peterson, Peterson and Allen (2012) focused on that there are various ways of apportioning input including verbal counsel, composed portrayals, realistic portrayals. Execution criticism assists with uncovering the qualities and shortcomings of a school's working and is supposed to add to the school improvement process by invigorating reflection and self-assessment on educational conveyance (Goedele, Jan, Valcke and Petegem, 2010). Directors' job of giving execution criticism doesn't just connect with educators, it additionally connects with giving ideal input to understudies to encourage them towards high support in the educational cycle in schools. Scherman, Smit and Bowman (2013) School Execution Input Frameworks (SPFS) are data frameworks, created outer to the school that furnish schools with data student execution. Dunn, Airola, Lo and Post (2012) presented that the objective of such criticism frameworks is to keep up with and work on the nature of training by recognizing examples of student execution as far as qualities and shortcomings so modifications to current showing projects can be made.
Cheah and Li (2020) opinioned that criticism assumes a significant part in deciding understudies' presentation and learning in unstructured learning climate, for example, temporary position and field administration projects. Liu, Wang, Su and Zhou (2019) focused on that the significance of giving productive criticism as a urgent device to the most common way of educating and learning in schools can't be overemphasized. Directors may likewise plan an arrangement of criticism for the whole educational system for development of all functional region of the framework. Ferede (2013) noticed that this kind of execution input is called School Execution Criticism Framework and includes methodical course of information gathering about school working, dissecting the information to arrive at some resolution, and giving input to assist them with working on their exhibition. This implies that arrangement of execution criticism can be a doable measure to work on the educational viability of schools.
Essentially, Cheah and Li (2020) completed a concentrate on the impact of organized input on execution zeroing in on the job of mentality and seen handiness. The specialists made sense of that in advanced education, college understudies should be furnished with the essential information and abilities for their future working environment, and that organizations give open doors to understudies to partake as student experts in development related projects as a type of experiential learning. The review was planned as a semi trial study to explore how bosses' organized criticism can impact understudies' learning and venture execution. In the benchmark group, understudies got criticism from organization managers with no input structure. Toward the finish of this task, a review was directed to gauge understudies' mentalities toward criticism in supporting learning and their apparent helpfulness of organization bosses' input. The outcomes showed that organization managers' organized criticism emphatically impacted understudies' general venture execution in show and report, and understudies' uplifting outlooks toward criticism and saw value of organization boss' organized input were decidedly connected with understudies' report execution. This intends that there is a relationship between arrangement of execution input and understudies' realizing, which is critical to estimating the informative viability of a school.
In a similar bearing, Scherman, Smit and Toxophilite (2013) overviewed the convenience of scholastic execution criticism in essential and optional schools. The researchers noticed that there has been an expanded accentuation on giving schools criticism on execution of students determined to work on the nature of instruction, and that in the event that criticism on student execution is to be actually utilized by area, it is vital to comprehend what the enlightening necessities of it are and whether areas can get to the data. Hence, one examination question was presented in this review to address how the ongoing show of execution information caught in the school reports and criticism meetings could be moved along. The review embraced blended technique. This needs examination was included meetings. The subsequent stage incorporated an example of 22 essential and 21 optional schools. Information for this stage was gathered through Delphi surveys. The information was investigated utilizing content examination utilizing an assortment of coding techniques. The review uncover ed that however there were criticism frameworks in the schools, they were not as expected given on time and in this way upgraded the improvement of the schools.
Goedele, Jan, Valcke and Petegem (2010) completed a review that zeroed in on the view of elementary school chiefs of school execution criticism and of the genuine utilization of this data. This review was important for a bigger task which meant to foster another school execution input framework (SPFS). The review based on a varied system that incorporates the writing on SPFSs. That's what the scientists noticed in spite of the fact that school execution criticism was viewed as a significant instrument for school improvement, no deliberate utilization of criticism by school administrators was noticed. This was part of the way made sense of by an absence of abilities, time, and backing. The contrast between the audited study and the current review is that the explored study didn't zero in on educational adequacy as the consequence of execution criticism for what it's worth in the current review. Nonetheless, the review has laid out that exhibition criticism is vital to school improvement which likewise incorporate educational viability.
Burke, (2012) examined the impact of Visual execution criticism on designated and nontargeted staff. The review has shown a useful improvement in conduct explicit commendation (BSP) because of execution criticism got by the educators. This implies that presentation criticism can help educators' viability, a vital part of educational adequacy in schools.Likewise, Reinke, Lewis-Palmer and Martin (2007) did a review to figure out the impact of visual execution input on educator utilization of conduct explicit commendation. As well as getting individual visual execution criticism (VPF), educators took part in bunch discussion zeroed in on expanding skill in the utilization of conduct explicit commendation. Three general training rudimentary educators and six understudies partook in the review. Study hall peer composite information were likewise gathered. Educator and understudy ways of behaving were checked across pattern and VPF conditions in a different benchmark plan. The outcomes demonstrated that VPF brought about an expansion in conduct explicit acclaim for partaking understudies across all educators comparative with benchmark. Furthermore, educators expanded their utilization of conduct explicit recognition with homeroom peers. Educators had the option to utilize conduct explicit commendation to work on understudies' learning because of the exhibition criticism that was given, suggesting the relationship between arrangement of execution criticism and educational adequacy in schools
Once more, Cavanaugh (2013) did a deliberate writing survey of execution criticism and instructors' utilization of recognition and potential chances to answer. The analyst made sense of that in the ongoing period of training change is described by expanded guidelines and better standards for educator execution, and that educators ought to be given ideal and compelling admittance to apparatuses intended to work on their educational and homeroom the board practice. As per this specialist, one method that has been utilized to work on instructor's utilization of viable study hall the executives techniques is execution input. This writing survey based concentrate on inspected the effect of execution criticism on two proof based study hall the board methodologies: recognition and amazing chances to answer (OTRs). Discoveries from the audit demonstrated that presentation criticism can be a powerful procedure for working on educators' utilization of recognition in the homeroom. Execution input's effect on educators' utilization of OTRs was less clear structure the audit. This suggests that school managers of the schools overviewed were not compelling in that frame of mind of execution criticism to work on the educating and educational experience in the schools.
In another review, Andiola (2014) analyzed execution criticism in the review climate as a survey and combination of examination on the social impacts. This study combined the surviving criticism writing, zeroing in on what criticism meant for a singular's learning, execution, and inspiration. The gathering and mix of proof, both inside and outside the review discipline, uncovered huge relationship between arrangement of execution input and execution and social change among staff. However the review was led external the educational system, it has given areas of strength for a to researched execution criticism and informative viability as the review demonstrated that presentation criticism fundamentally changed conduct of review staff in the association inspected.
In a similar heading, Onyango, Bando and Obura (2020) examined connection between execution evaluation and efficiency of optional teachers. The scientists expressed that in Kisumu District, efficiency of an association stayed key in accomplishing its objectives and goals, and that presentation evaluation (Dad) was a method for accomplishing efficiency. Information was gathered utilizing surveys and interview plans. Dependability of the instrument was accomplished utilizing test-retest where a general unwavering quality worth of 0.81 was accomplished while master audits were utilized to test the substance legitimacy. The investigation discovered that exhibition evaluation affected educator efficiency. The review presumed that exhibition examination was crucial for educator efficiency in schools inside Kisumu Area and suggested that presentation evaluation be embraced in these schools and followed suitably. The ramifications of the checked on study to the current review is that presentation examination is an approach to giving execution criticism to staff. This suggests that exhibition evaluation which is likewise execution criticism system, can help educators' presentation, a vital part of educational viability in schools.
	Nwabueze, Edikpa and Chukwuma (2018)investigated administrators' persuasive methodologies and educators' obligation to work for upgraded public union and worldwide seriousness in optional areas in the state. The discoveries of the review uncovered among others that, the manners in which head's managerial techniques upgrade educators' obligation to work for public attachment and worldwide seriousness include: advancement of great shape of administration among instructors persuades them to educate successfully for institutional efficiency and worldwide intensity, instructors making advancing so fascinating when they are routinely propelled by executives, acclaim/non-financial inspiration makes instructors to be dynamic in homeroom exercises, regard for instructors by authoritative staff makes warm interaction within them for compelling educating, discipline via uplifting feedback among instructors makes powerful study hall guidance in schools, and inspiration of educators assists with controlling their homerooms directions for worked on understudies' scholarly execution. In light of the discoveries, the scientists suggested that educators ought to be appropriately propelled so they can satisfactorily control their study halls for compelling educators' obligation to work, efficiency, public attachment and worldwide seriousness.
	Aja-Okorie and Usulor (2016) evaluated administrators' persuasive practices for educators' adequacy openly and confidential optional schools in the state. The review embraced distinct overview plan. The number of inhabitants in the review was 355 directors, contained 221 from state funded schools and 126 from tuition based schools. Purposive inspecting procedure was utilized to choose every one of the 355 administrators for the review. The outcomes uncovered that chiefs' viable correspondence design rouses educators for adequacy out in the open and confidential optional schools, that the degree administrators guaranteeing staff meeting persuade educators for viability in broad daylight and confidential auxiliary schools. The investigation anyway discovered that distinctions exist in the degree the chiefs guarantee educators' government assistance administrations in broad daylight and confidential optional schools.
	The outcome further uncovered that there is no critical different on the degree administrators' correspondence design persuade educators for viability out in the open and confidential auxiliary schools in Ebonyi State. It showed that there is no massive distinction in the degree administrators guarantee customary gathering with educators to rouse educators for viability in broad daylight and confidential auxiliary schools. The outcome similarly uncovered that there is tremendous contrast in the government assistance administrations embraced by open and non-public school directors for educators' adequacy. This distinction was concerning school the executives methodologies. The concentrate subsequently suggested in addition to other things that inspiration of educators by the chiefs is crucial apparatuses for viable auxiliary school organization whether public or private however the staff the board abilities embraced could either make or blemish the adequacy of instructors in instructing and growing experience.
	Emmanuel (2018)investigated the viability of educators' inspiration on work execution in open elementary schools. There is public worry for weakening educators' expert direct in Uganda portrayed by educators' unfortunate using time productively, non-appearance, deficient arrangements and schedule inclusion, and unfortunate discipline the executives that compromise instructor work execution. Writing uncovered need of persuading educators to accomplish worked on instructors' exhibition in schools. Joined equal blended strategies, especially cross-segment review and phenomenological plans directed the review. Defined arbitrary examining, basic irregular testing, and purposive inspecting methodology were utilized to choose members. Research instruments included surveys, top to bottom meeting guide, and Center Gathering Conversation guide. Illustrative insights, for example, frequencies and rates were utilized to sum up quantitative information, and inferential measurements and ANOVA were utilized to test speculations. Subjective information was dissected by producing codes and classifications. Discoveries uncovered that studios, in-administration preparing and workshops were accommodated educators and upgraded their educating adequacy. Instructors got a pitiful combined compensation which left most educators disappointed. Outside and inner informative oversight was led however the Area Controller of Schools had help difficulties. The review prescribes the public authority to increment subsidizing for additional studios and workshops; increment instructors' compensation and extension pay hole among educators and head instructors.
	Ayeni (2015)examined chiefs' inspirational systems and impacts on instructors' educational errand execution. It further resolved the impact of educators' educational undertakings on understudies' scholarly execution and examined the difficulties that are looked by directors in spurring educators for powerful informative execution in optional schools. Unmistakable overview configuration was taken on and utilized surveys named "Head Persuasive Procedures Poll" (PMSQ), Educators' Educational Errand Execution Poll and interview method to gather information from 480 individuals, comprising 30 chiefs and 450 educators in 30 optional schools, utilizing testing strategy.
	The outcome displayed that the connection between administrators' persuasive techniques and educators' educational presentation was critical; there was huge connection between instructors' educational errands and understudies' scholastic exhibition, while larger part of the chiefs were extremely successful in corporate objective setting, advancement, limit improvement, collaboration, execution input, handling of compensations, suggesting educators for advancement, collegiality and advertising. The significant requirements distinguished are deficient learning assets (63.3%); absence of satisfactory and exceptional workplaces for instructors (80%); and absence of helpful homerooms (76.7%). The review reasoned that the difficulties that chiefs and educators looked in inspiration and educational undertakings require satisfactory government mediation and objective arranged organization between the school administrators and other pertinent partners to give sufficient learning assets and offices for understudies and educators to accomplish better educational plan guidance and further developed learning result in optional schools.
	Sinambela, Sinambela and Alfedi (2017)focused to know the job of head authority, educator inspiration, school authoritative culture through work fulfillment against execution of ensured educators in Serang city. The examination technique utilized is expressive and confirmation. The populace in this examination are completely ensured educators in Serang city. 336 respondents were chosen utilizing an irregular inspecting method. Information gathered through the exploration instrument. Legitimacy of the instrument was tried utilizing relationship item second methods, while for unwavering quality was tried with Cronbach Alpha recipe. Information was dependent upon SEM (Underlying Condition Demonstrating) with Lisrel.
	The outcomes showed that main initiative positive and tremendous impact on work fulfillment, inspiration of instructors positive and critical effect on work fulfillment, school hierarchical culture positive and huge effect on work fulfillment, and administration of the head, educator inspiration and School Authoritative Culture at the same time sure and critical effect on work fulfillment with a to some extent variable most prevailing effect on work fulfillment is work inspiration of educators. Head initiative positive and huge impact on the exhibition of educators, instructor inspiration influence positive and critical effect on the presentation of educators, school hierarchical culture positive and critical effect on the exhibition of instructors, work fulfillment positive and a massive impact on the exhibition of educators and Head initiative, instructor inspiration, school association culture and occupation fulfillment at the same time certain and huge effect on the presentation of the instructor with a to some extent variable most predominant impact on the presentation of the educator is work fulfillment.
	
	Akpan (2013) analyzed the impact of inspiration of educators and their impetuses on understudies' scholarly execution in science in Ikot Ekpene Nearby Government Area of Akwa Ibom State Nigeria. An enlightening examination configuration was led and a straightforward irregular inspecting method was utilized to choose one hundred and fifty (150) respondents of which thirty (30) were chosen from every one of the five (5) schools picked for the review. Research question and speculations were figured out to direct the review. The instrument for information assortment was survey. Information was dissected by the utilization of T-test investigation to test the invalid speculation at 0.05 degree of importance. The discoveries uncovered that educators that are roused show actually in homeroom than those educators that were not spurred by any stretch of the imagination. It was suggested that a favorable educating and learning air ought to be given to instructors to improve viable educating and learning
 process.
[bookmark: _Hlk142415870]2.3.4	Opportunities for professional development and teachers’ service delivery.
	Staff development has been recognized as a strategy that can be employed in the training business to advance instructors' work and lift their energy to invest more energy on their positions. Staff improvement exercises give freedom to staff, invigorate their brains, and prepare them with new enthusiasm and zing for higher obligation (Khan, Idrees and Khan, 2013). The researchers made sense of additional that staff advancement drives embraced in associations get ready staff both for the momentum job as well as prepare them to confront the difficulties and changes representing things to come, and that three components are thought about in staff improvement process; commonsense contribution of representatives, field visits to comparable associations and particular instructional courses that assists with building the limit of staff to utilize the work related advances and assets really and effectively.
Research has shown that offering educators chances to go to studios, class, in-administration preparing projects, gatherings and advancing them consistently in schools might assist with equiping them with assortment of abilities and capabilities to take up testing liabilities, fabricate trust in them, offer them chances to contribute in settling clashing issues in the calling, in this way expanding their degree of inspiration for, and fulfillment at work (Udofia and Ikpe, 2012). The scientists presented that an educator who goes to gatherings, studios, workshops, in-house instructional courses and is routinely elevated is probably going to be devoted to his training position to achieve the required learning with respect to understudies. Staff advancement is expected for educators to empower them pursue taking the school association to its normal viability level by working on their abilities and capabilities in educational conveyance (Robson& Mavin, 2014) These analysts further focused on that valuable open doors for staff proficient improvement tremendously affect the nature of work perform by educators and other staff inside the educational system.
Staff improvement includes all limit building programs intended to give instructors growth opportunity, to upgrade their self-advancement and to work on their commitments towards the objectives of training and the educational system in general (Hoque, Alam and Abdullah, 2011). It is the most common way of creating human limits (information, abilities, perspectives, possibilities and practice) through various strategies (preparing, the executives advancement, association advancement, vocation arranging and advancement among others) and time bound coordinated opportunities for growth, to work on the skill, efficiency and usefulness of individuals to accomplish institutional objectives all the more really and proficiently (Essien, Akpan and Obot, 2016). These articulations support the way that educators might foster negative mentality to their educational jobs in confidential optional schools on the off chance that they are not offered satisfactory chances for expert and expert turn of events.
Staff advancement includes all limit building methodologies, for example, studio participation, class participation, meeting participation, in-administration preparing, educators' advancement, tutoring and in-house preparing intended to upgrade instructors' capacity to guarantee successful educating and learning in schools. Research has shown that top notch proficient advancement through in-administration preparing, studio, course, gatherings and symposia is thought of as very significant to instructive improvement and the executives of instructive quality in the educational system (Robson &Mavin, 2014). Attorney, B. N. (2019) added that it is currently very much perceived that the main single variable for the nature of instruction and in this way for the effectiveness and nature of learning is schools, is the nature of the staff preparing and advancement. Khan and Abdullah (2019) noticed that in the present serious world preparation of educators has become very essential, particularly to adapt to the changing requests of the showing business and to work on the type of the educators in the instructing business. Numerous specialists have certified the relationship between staff improvement as a quality confirmation instrument and occupation fulfillment model (Adegbesan, 2010;Ayeni, 2011).
	Like this, Abdulrahaman (2015) called attention to that staff proficient improvement rehearses through course, in-administration preparing or studios offer one of the most encouraging ways for further developing homeroom guidance. Sorting out in-administration preparing for educators assists with equiping them with arising pattern and methodologies in the instructing calling. Azaru, Syed and Muhammad, as refered to by Ali, Abdulkadir and Ali (2016) characterized preparing as the most common way of working on the current abilities, information, openness and capacities in a person. It is a cycle intended to open educators to new methodologies and patterns in schooling to furnish them with the necessary abilities. Althassan (2014) contended that in-administration preparing for educators has been one of the significant acts of school heads to foster their instructors. Proficient staff improvement is a perplexing interaction and has to do with any profound, mental, intelligent and requested contribution expected to help educators by and large or independently to further develop their showing practice through proper preparation. In this way, there is need for educators' expert turn of events, especially, in-administration preparing. Associations with great preparation plans can monstrously upgrade representatives' presentation and this goes about as inspiration to workers to work on their exhibition (Khan, 2012). This calls for directors to do staff proficient advancement need examination to figure out what every individual educators need to give just the fitting preparation to them.
	Chiemeka-Unogu (2022)investigated the persuasive procedures of chiefs in organization of public optional schools in Streams State. The review embraced a spellbinding overview plan. Two examination questions and two speculations were hypothesized and tried for the review. An example of 200 comprised of chiefs, VPs (scholastic) and VPs (organization) long of a populace 461 was utilized for the review. Delineated arbitrary inspecting procedure was utilized to form the example. The examination questions were investigated involving Measurable Bundle for Sociology (SPSS). The autonomous t-test was utilized to test the speculations. It was figured out that chiefs use headway as a persuasive system, by doling out positions that assist an educator with extending his abilities set in educating calling. Besides, it was figured out that directors use liability as a persuasive technique by underlining on an educator tolerating moral obligation regarding execution and exercise of tact in navigation. 
	Nzuka, Aringo and Okemasisi (2021) researched the impact of staff proficient improvement as a persuasive system on educators' work fulfillment in Migwani Sub-District public optional schools, Kitui Region. Two element hypothesis directed this review and merged equal blended techniques configuration was utilized. Content and topical examinations were utilized in dissecting information from subjective meetings and discoveries were introduced in tables and story structures. The discoveries of the review uncovered that staff proficient advancement comprised one of the principal factors impacting instructors' work fulfillment. It was presumed that educators were not happy with proficient turn of events. In view of the discoveries, the review prescribed to the Service of Schooling, Educators Administration Commission and to the administrators that acknowledgment and compensating of each and every educator in their different limit be understood. Schools to have a monetary designation for staff proficient turn of events. To build the recurrence of instructor enlistment to get more youthful and energetic educators into the help. Directors to concentrate on inspiration speculations well to distinguish the right degrees of spurring educators.
	Rahman, Jumani, Akhter, Chisthi and Ajmal (2011) explored the connection between instructor preparing and viable educating. They embraced graphic exploration approach with an Example of 80 educators and 180 understudies of grade X. It was found that educators had an uplifting outlook towards educator preparing and its viability in homeroom circumstance including genuine guidance/scholastic work, study hall the board, assessment methodology, tasks, and creating human associations with understudies, head, and society overall. It was presumed that instructor preparing was decidedly connected with powerful educating. The consequences of the concentrate likewise demonstrated that there is a huge co-connection between instructors preparing and understudy test result. It was suggested that quality preparation projects, for example, studios and gatherings for educators be presented as it has huge co-connection with understudy execution. The creators here lay out that educators' still up in the air by the level and nature of preparing they go through while in the gig. This suggests that studios, workshop and meetings might be down to earth measures to fabricate and advance educators' expert limits, increment their fulfillment and lessen negative demeanor to their showing position in the educational system.
Ngala and Odebero (2010) explored educators' impression of staff developmentprogrammes as it connected with teachers'effectiveness: An investigation of rustic grade schools in Kenya. This review was an overview of 100 elementary schools which welcomed on board 100 instructors as examination subjects. A changed Likert Scale sort of poll was utilized to gather information for the review. The review uncovered that the most famous staff improvement programs in the example schools were in-administration courses and partaking in studios, classes and gatherings among others. They kept up with that during such studios and meetings, educators acquire school the board abilities, assessment procedures, scholastic accomplishment connects and ace more extensive substance region of their subjects, which assist them with working really at any high limit in the educational system. It suggests that studio participation might upgrade educators' work fulfillment and cause their better exhibition in schools. This is on the grounds that no educators can be compelling with unfortunate mentality to work.
Bassey, Bassey, Ojua and Ottong (2011) led a concentrate on effect of preparing and retraining on educators' efficiency in state funded schools in Calabar south, Nigeria This review was completed to decide the impact of preparing and retraining on educators' efficiency in open optional schools in Calabar South Nearby Government Region in Cross Stream State. A review research configuration was led and poll directed to 99 subjects drawn from six public optional schools in relation to the quantities of educators per school. Pearson Item Second Relationship factual examination was used to test the four speculations directing the review. The discoveries uncovered a critical connection among preparing and retraining and efficiency of educators as far as dependability to school, coordinating extra-examples for understudies, convenient accommodation of assessment grades and cooperation in extra-curricular exercises. The review suggested satisfactory monetary distribution for preparing and retraining of educators, guaranteeing continuous preparation and retraining projects like class, meetings, studios, and others, are led and upgrading of existing projects among others as impetuses for development of standard of training, through expanded educators' efficiency in school association. The ramifications on the present is that instructors can't be useful without first creating positive attitude for their work. This infers that there is a connection between educators' expert turn of events and instructors' disposition to work.
Ekpoh, Edet and Nkama (2013) did a review to examine the impact of staff improvement programs on optional teachers' work execution in Uyo City, Nigeria. A solitary speculation directed the review. Information were gathered utilizing two arrangements of surveys named "Staff Improvement Program Poll" (SDPQ) and "Instructors' Work Execution Poll". It was managed on 450 instructors while they were directed on 1800 understudies to evaluate educators' work execution. Information gathered were investigated utilizing Free t-test measurement at 0.05 degree of importance. Discoveries stated that educators who partook in staff improvement projects, for example, courses, studios and gatherings were more viable in their work execution than the people who didn't, with regards to information on topic, homeroom the board, showing strategies and assessment of understudy's work. In any case, the review is unique in relation to the current concentrate in that it was not directed in that frame of mind as the current review.
These instructional groups would up-date, rouse and improve educators showing abilities for successful execution. Work improvement in an educational system is an approach to expanding the obligations of staff and this might have positive impact on their disposition to work at the new position on the off chance that they have the essential expertise to work in that limit. The review was directed in 2012 of which the circumstance might be different in 2023, accordingly the requirement for the current review.
Semi-organized Survey was utilized to gather information from the respondents. Information was broke down involving SPSS for distinct and relapse investigation. The review laid out that improvement factors essentially affected instructor inspiration. They figured out that 64.2% change in educator inspiration was because of the formative variables. The review prescribed that school directors to support educators to studios and workshops to propel them. The review demonstrated that assisting educators with going to meetings for proficient improvement would advance their positions and rouse them for elite execution in schools. Clearly when educators are propelled, they show uplifting perspective to their educational jobs in the educational system.
		Mangaleswarasharma (2017) completed a concentrate in Sri Lanka, on educator inspiration on work fulfillment in three locale schools. Thus, educators communicated a requirement for proper open doors for proficient turn of events. Most certainly, when instructors don't feel enough inspired their fulfillment is low too. This implies their enthusiasm for work will lessen and this will influence their exhibition, yet additionally their inspiration and occupation fulfillment.
	A concentrate by Uchendu and Ukpong (2012) exploring what persuasive techniques meant for educator execution in optional schools in Uyo - Metropolitan, Akwa Ibom Territory of Nigeria, reasoned that persuasive procedures, for instance standard advancement and in-administration preparing have significant effect on instructors' exhibition, thus directors ought to apply such methodologies in schools to spur educators to great instructing and responsibility.
	An exploration by him on educator proficient improvement in Uganda, presumed that in spite of the fact that educator proficient advancement influence emphatically on the worth of instructor evaluation of students and showing techniques, steady proficient advancement structures for rehearsing educators are deficient in most areas. In the event that such designs are set up, educators will be in a situation to partake in a portion of the preparation stages and this will furnish them with current and dependable abilities to prepare them in their calling.
		Hillary, Okoth and Chepkonga (2021)investigated the impact of directors' contribution in proficient advancement on educators' work fulfillment in open auxiliary schools in Kakamega District, Kenya. The review utilized quantitative technique. Polls were utilized to gather information. Straightforward Direct relapse was utilized to break down the information. The marks of directorsassociation on proficient advancement incorporate; consolation had (r=.456, p-value<0.01) inspiration (r=.470, p-value<0.01) separately. The invalid speculation which expresses that there is no huge connection between directors association on proficient turn of events and instructors' work fulfillment would be acknowledged whether p<0.01.The invalid theory was subsequently dismissed. Thus there is a connection between chiefs' inclusion on proficient turn of events and instructors' work fulfillment. The review laid out that chiefs' advancing proficient improvement impacted instructor work fulfillment at a positive and solid critical level. It was apparent by Head instructor consolation, inspiration and educator support separately. This suggests that the more chiefs in all actuality do advance proficient improvement the more educators are happy with their positions.
		Egboka (2018) found out chiefs' use of the board support rehearses for improving educators' work execution in auxiliary schools in Enugu State. The objective populace of the review contained every one of the 291 directors in open optional schools in Enugu State. Straightforward irregular inspecting strategy was utilized to test 146 chiefs for the review. A 13 things scientist created instrument named; Directors' Utilization of The board Backing Practices Poll (PAMSPQ) was utilized for information assortment. The discoveries uncovered among others that directors don't have any significant bearing proficient advancement rehearses for upgrading educators' work execution by not; including instructors in cooperative helping strategy to empower them share information and new showing systems, supporting educators' on gatherings to empower them endure the difficulties achieved by change and development, and allowing concentrate on pass on for educators to go for supplemental classes. Subsequently, it was suggested among others that administrators ought to collaborate with pertinent partners to advance educators proficient improvement through coordinating every year classes, studios, supporting instructors on meetings and setting out on persistent preparation to further develop educators informative conveyance.
		The discoveries uncovered that postponed/non-installment of compensations, working condition and absence of in-administration preparing fundamentally Effect on educators' work execution in optional schools in Makurdi Training Zone of Benue State. In light of the discoveries of the review, it was suggested among others that there ought to be brief and ordinary installment of educators' compensations and recompenses among others by school heads to cause them cheerful and to feel quite a bit better of the pressure of work. Government ought to make empowering working circumstances for educators. Likewise the expert improvement of educators ought to be a first concern by the instructive heads, in order to work on their insight and abilities.
	In this way, in-administration preparing effectively makes educators feel encouraged and it caused good work execution among them. Dugguh (2005) saw that in-administration preparing works on educators' abilities and lifts their inspiration. This thusly prompts higher efficiency, less work pressure and expanded productivity in the establishment. Educators' expert requirements should be given contemplations. This incorporates going to studios, courses, sharing of showing helps as well as inspiration on educational and content information. This is vital to work on educators' expert requirements and make them more joyful with their occupation subsequently investing more amounts of energy to assist with accomplishing the everyday schedule is a vital figure working on their efficiency in schools. Handerson (2006) attested that the proceeded with exercises of preparing and yet again preparing programs for the educators help to improve their exhibition and that of the whole schooling system.
2.3.5	Performance evaluation and teachers’ service delivery.
[bookmark: _Hlk142418482][bookmark: _Hlk142419435]	Performance evaluation refers to a formal and productive procedure to measure a teacher’s work and results based on their job responsibilities. It is used to gauge the measure of significant worth added by an educator. It is pointed toward estimating an educator's administration conveyance to decide how well they satisfy their responsibilities.staff evaluation is one of the administrative practices set up to guarantee that staff leave up assumption in the conveyance of the legal administrations. 
Igbojekwe, Ugo-Okoro and Agbonye (2015) contended that in the cutting edge administration, execution evaluation is seen in the more extensive setting of execution the board, while accuracy of estimation and precision of appraisals is joined by friendly and persuasive parts of the examination cycle. The specialists noted further that exhibition examination is a precise cycle that looks to assess representatives' presentation and helps in distinguishing worker's true capacity for additional development and headway inside the association's profession stepping stool. As per them, the essential point of execution examination framework is to screen representative execution, support worker inspiration that will thusly further develop organization resolve and is a valuable instrument for understanding and evaluating worker expertise potential.
In s study directed by Rwothumio, Okaka, Kambaza and Kyomukama (2021) analyzed the impact of execution evaluation in deciding scholarly staff execution in state funded colleges in Uganda. The specialist noticed that a work by state funded colleges to work on the exhibition of speakers in Uganda, colleges were carrying out yearly execution examination, and that regardless of the move, inadequate educating, low exploration and distribution keep on winning, making it challenging for state funded colleges to deliver the required HR for public turn of events. The review explored the connection between execution examination and educating and research results of scholarly staff in chosen state funded colleges. Results showed that a moderate positive relationship existed between execution examination and scholastic staff showing yield in state funded colleges and a decently certain relationship existed between execution evaluation and scholarly staff research yield. It was prescribed that Ugandan state funded colleges expected to update the current presentation evaluation framework to make it more pertinent to the key work jobs of scholastic staff of instructing and research yields. This can likewise be applied to educators in optional schools.
Also, Egbe, Ifere, Ekefre and Apebende (2009). Representative execution evaluation and efficiency levels in chosen Nigerian colleges. The focal point of the review was on execution examination of scholarly staff of Colleges in Nigeria and their efficiency levels. The superb issue that required the review was to look at the viability of the emotional techniques utilized in evaluating subjective work credits of the representatives and to survey the degree to which there is a practical linkage between examination criticism and workers reward frameworks. The principal reason for this study was to analyze the connection between worker execution examination and efficiency upgrade. The number of inhabitants in the review was comprised of all the scholastic staff of the three Colleges examined. An example of 240 respondents was drawn from the populace. The specialist embraced a cross sectional plan (review). Information were gathered with the guide of poll and treated with engaging factual method and speculation tried and approved with the chi-square measurement. Understanding of finding uncovered that representative execution evaluation didn't prompt efficiency improvement and that workers were not happy with the emotional techniques. Toward the finish of the review, it was suggested that the evaluation framework ought to take into consideration the examination of instructors by understudy as well as the reception of "rate the rater" examination approach. Explicit inspirational measures fit for lifting the feeling of confidence and efficiency levels of representatives ought to likewise be energized. Despite the fact that the review was not directed in Cross Stream State, it has laid out the relationship between staff evaluation and their efficiency which can likewise be applied to educators.
Once more, Anyango, Kamaduka and Kaahwa (2022) analyzed the exhibition the board and nature of administrations presented by speakers in Makerere University.The point of the review was to lay out the connection between execution the executives and nature of administrations presented by teachers at Makerere College. It depended on two goals; to lay out the connection between staff examination and powerful prizes on nature of instructors' administrations. The specialist involved a blended philosophy including 179 teachers for gathering quantitative information and five heads of division for assortment of subjective information. Straightforward arbitrary and reason strategies were utilized for quantitative and subjective information assortment individually. Information assortment was completed utilizing a self-regulated survey and interview guide. The information gathered were investigated utilizing frequencies, rates, means and standard deviations at spellbinding level while at bivariate level, basic straight relapse technique was applied. Discoveries uncovered a profoundly sure critical connection between staff examination and compelling prizes on nature of instructors' administrations. It was reasoned that presentation the executives aspects altogether relate decidedly with nature of administrations presented by speakers at Makerere College. It was prescribed that to upgrade nature of administrations presented by teachers at Makerere College, speakers and different partners for example Heads of Division be engaged with the examination framework and properly utilize this evaluation data and criticism in navigation. This finding can likewise be material instructors at the optional school level.
Another study was carried out byNwamadi and Ogbonna (2021) examined the academic staff performance in selected universities in SouthWest, Nigeria. The study utilized the illustrative examination plan of correlational kind. Information for the review was gathered utilizing organized survey. Information investigation was done engagingly with Relative Significance List (RII) approach as well as connection examination. The review uncovered that the RII of the relative multitude of things were more prominent than the limit of 0.5. The discoveries uncovered an elevated degree of scholarly staff execution with respect to distributed paper evaluation, educating , research, general execution examination, local area administration, exploration, educating and local area administration, project assessment examination, representative self-appraisal, warning and direction administration, new educational plans planned and created, fascination of exploration awards and progress in everyday outside financing to help research or different projects. The review reasoned that there was a critical connection between the boundaries of execution evaluation and scholarly staff efficiency in colleges in south-west, Nigeria. However the review was directed in a college framework, it can likewise be the situation in optional schools.
Wegwu and Ogbungbada (2021) overviewed execution assessment and workers task result in tertiary organizations in Streams State. The motivation behind the review was to have a hypothetical survey of the presentation assessment of a workers' errand result in tertiary establishments. The specialists saw that as of late, researchers and professionals have perceived the pertinence of assessing representatives' exhibition as an action for advancement, excusal, and hierarchical preparation. The review analyzed a portion of the pertinent issues including execution examination, execution assessment challenges, execution assessment, motivation behind assessment, assessment methodology, and a few experimental surveys. The information assembled through hypothetical audit and individual meeting techniques directed in five tertiary organizations in Waterways State which included 48 scholar and 34 nonacademic staff uncovered that presentation assessment empowered the arrangement of preparing and improvement of chances for workers. It was reasoned that exhibition assessment is a decent interaction fundamentally expected by tertiary establishments to give them input on workers' presentation to legitimize faculty choices on advancement and remunerations. It was suggested that tertiary foundations ought to focus on execution assessment for the purpose of illuminating representatives about their presentation, compensating superb entertainers, and accomplishing anticipated task result.
	The number of inhabitants in the review comprised of 6402 public auxiliary teachers, and 258 chiefs inside the six training zones in the state. Test size of 1056 educator respondents were involved ; taking on multistage irregular inspecting procedures for the determination. Orientation as mediator variable was additionally embraced for the review. Preliminary testing of the not entirely settled in that frame of mind; to acquire the dependability records of 0.746 and 0.766, which were solid, in view of Frankell and Wallen (2016), endorsement unwavering quality file of 0.700.
	Results from the discoveries among others showed; a low decent connections, between the educators' discernments scores of the directors' administration procedures and their work execution, in the use of persuasive technique, as learned by both instructor orientation respondents. Conversely; a critical medium positive relationship existed between the key factors, in the execution of correspondence system as distinguished by both educator orientation respondents too.
	Abha, Arief, and Setyobudi (2021) decided the impact of information sharing, workplace and inspiration on instructor work fulfillment, to decide the effect of information sharing, workplace and actuation on educator movement, to decide the effect of educator work achievement on educator action, to decide the impact of information sharing, workplace and inspiration on educator execution. instructor execution interceded by educator work fulfillment. The exploration populace was 1,156 professional secondary teachers, with an examination test of 200 educators as respondents. The exploration configuration is informative examination, with a quantitative methodology. The information investigation procedure utilized Underlying Condition Demonstrating (SEM) with AMOS 23 and SPSS 21 programming. The outcomes showed that information sharing, workplace, and inspiration affected instructor work fulfillment

		Data was surveyed applying information with assistance of SPSS adaptation 21.0. Aftereffects of the information were introduced utilizing tables. From these outcomes it is reasoned that the inspiration of instructors was extremely high at more than 80.6%. The review prescribes the need to support and reinforce the impetuses given to educators in the two districts.
	Arbitrary Testing was utilized to choose the instructors while the head educators were chosen by utilizing purposive inspecting. The respondents were found out if the head instructors' persuasive practices had impact on educators' work execution; 76% of the members concurred that it had in light of the fact that roused instructors were not difficult to administer and that such instructors played out their positions very well consequently drawing in additional students into the school. 84% of the respondents avowed that neighborhood motivators given by the head instructor further developed educator execution.
	The discoveries of the review uncovered difficulties looked by head educators in attempting to spur educators in open Optional Schools, like lacking subsidizing from government, non-installment of educational expenses by students because of monetary difficulties, low staffing levels in certain subjects and obstruction from political workplaces. The review presumed that head educators assume a crucial part in propelling instructors and that these inspiration rehearses emphatically affected educators' presentation. The review suggests more grounded and ideal inspiration rehearses by head educators to upgrade instructor execution. These practices may not really be in money related terms but rather like recognition and enthusiasm for great execution by educators.	
	
	Additionally, great month to month compensation, great limited time prospect, ordinary installment of incidental advantage, schooling improvement, great work space, welcoming administration staff relationship and high professional stability are basic elements advancing educators' work fulfillment level. Also, it was laid out that educator work fulfillment has relative commitment to mentor work action. It was hence suggested that administration ought to guarantee great compensation structure, incidental advantage, preparing and retraining and great workplace are satisfactorily accommodated instructors for further developed work execution. Additionally school the board ought to guarantee smooth and warm relationship with teachers.

	Yusuf, Mustapha and Olajide (2021) analyzed how persuasive speculations can be utilized to upgrade educators' efficiency in Nigerian in optional schools. The review reasoned that inspiration needn't bother with to be founded on monetary prizes, yet non-monetary systems can likewise be utilized to drive the best out of educators. It was recommended among others that instructors ought to be urged and given stage to voice their anxiety on how they can be spurred, educators' exhibition examination ought to be reasonably and legitimately appraised to make instructors feel encouraged and input system. Educators ought to be comprehension with the dreams and missions of the school and work in cooperative energy towards realizing them and instructive overseers shouldn't adhere to a specific hypothesis however the conditions ought to direct and decide the hypothesis to apply for viable help conveyance.	
[bookmark: _Hlk142420448]2.3.6	Recommendation of teachers for promotion and teachers’ service delivery.
[bookmark: _Hlk109468890]	Promotion is a shift of worker for a work of greater importance and higher payment. One more meaning of advancement is "the reassignment of a worker to a higher position" of work. As per Kazeem (2009) instructors and other school laborers will more often than not stay satisfied and sensibly spurred for however long pay rates are paid on time and they are advanced consistently.
	Vocation movement likewise makes up a vital feature of workforce versatility connected with laborers, most often having an extensive addition in compensation. Past investigations discovered that advancement decidedly influences work fulfillment. Maurice's (2015) concentrate on figured out that advancement as inspiration a technique impacts educators' work fulfillment. Thus, it likewise applies to educators in non-public schools; assuming that there is a chance for them to progress in their professions and get advanced, there is the chance of them fulfilled and focused on educating.
	Advancement is one of the most huge and most remarkable methodologies of human asset the board outfitted towards guaranteeing that diligent staff are compensated by their presentation in the association. It is a positive approach to compensating individuals of their endeavors and administrations. It assists with lifting staff feeling of confidence and inspire them to work harder consequently expanding efficiency and proficiency. Mustapha (2013) focused on that larger part of analysts measure work fulfillment based on representative's disposition towards the gig, relations with collaborators, oversight, organization strategy and backing, advancement, and pay. Hassan and Masifa (2020). in his concentrate on the impact of persuasive practices on representative execution at Kyambogo College battles that there is need to consider inside advancements in light of legitimacy execution prior to considering an outer ability securing, this will rouse the representatives to remain and work harder valuing that their gifts are perceived through advancements and different prizes.
Advancements give potential open doors to self-awareness, more obligations and expanded economic wellbeing, thus person who see that advancement as sufficient in associations are a liable to encounter fulfillment from their positions and which would thusly lift their confidence for elite execution (Udo-Anyanwu and Amadi, 2018). Chyr, Shen, Chiang, Lin and Tsai (2017) noticed that numerous representatives give themselves to work, and they trust that they gain the opportunity to be advanced, and that whenever representatives give a lot of consideration to the chances of advancement, they have a place with work fulfillment representatives. Frequently time, work fulfillment is estimated based on representative's mentality towards the gig, relations with colleagues, oversight, organization strategy and backing, advancement, and pay (Mustapha, 2013). The truth of the matter is, no association can succeed when staff are not content with their positions and that powerful presentation of staff is sacred to the adequacy of associations including school association. This infers that private optional schools may not accomplished its objective of successful instructing and realizing when instructors are not content with occupations.
There is no question that advancement the executives insecondary schools can influence educators' demeanor to work. It is accounted for that advancement as a state of administration assumes an imperative part on fulfillment and on work execution and that it fills in as a sign of acknowledgment of person's capability, experience and execution over the long haul (Mohammed and El-Jajah, 2019). Wong and Heng (2009) expressed that advancement is the point at which an educator is moved from a lower rank to a higher situation at work with expanded liability, position and pay, and contended that instructor advancement is a critical element of occupation fulfillment and work conduct. Monyatsi (2012) laid out that most auxiliary teachers in Botswana were disappointed with deficient advancement valuable open doors they had. Studies have demonstrated that advancement upgraded staff fulfillment, that the when the work fulfillment of instructors is improved, their emotional well-being and prosperity are impmeandered, and this advances work motivation, obligation and occupation execution, hence diminishing instructor trimming down and turnover rate (Toropova, Myrberg and Johansson, 2021). This proposes that lamentable progression the chiefs which incorporates ensuring that staff who are normal for headway and progressed with proportionate remuneration rise and change in status including changing office space, can accomplish sad demeanor to work among teachers in non-government funded school.
The survey used concentrate on plan with an amount of 180 as respondents of the three discretionary schools. A survey on teacher work satisfaction was made and used in the investigation while postgraduate appearance practice assessment structure from School of Maiduguri and Kashim Ibrahim School of Preparing was embraced and used in looking over and scoring live tending to action of the models as execution marker. Particular estimation was used in analyzing the data using direct repeat scattering and rates. The survey uncovered that teachers in all the three (3) picked discretionary schools showed a tantamount shock or level of disillusionment as to how Government abused the standard execution of educators' spurring powers group like progression, pay and other related government helpers packs. It was hence, recommended that teachers should be progressed and pay with high remunerating pay by Borno State government to construct the level of teachers' satisfaction in the structure, help their moral for unrivaled execution and positive lead in schools.
Mollel, Mulongo and Razia (2017) explored the effect of execution assessment the leaders practices on delegate proficiency in Muheza District in Tanzania. An illustration of 339 laborers participated in the concentrate through surveys and gatherings. Drawing in estimations tended to mean scores while Pearson Thing second correlational Coefficient evaluated potential associations between the independent and subordinate variables. The revelations of this study highlight the way that show assessment instruments, for instance, affirmation and analysis associated with specialist's show and without a doubt influence delegate effectiveness in the relationship while getting ready and improvement and progression didn't out and out influence laborer productivity. The audit endorses that to additionally foster agent proficiency, planning and progression should focus in on growing specialists' liability and should be established on execution. It infers the headway plan took on was not execution based and thus impacted educators' liability. That is the very thing it recommends if teachers' progression practice is silly, taking into account execution and followed by speedy portion of headway arears, it probably won't surely affect educators' mentality.Recommendations of the review were that schools and partner ought to guarantee decency in advancement technique process, make consistent advancement exercises and ought to increment compensation assuming instructor has been advanced, educators ought to be compensated well to spur them to upgrade responsibility and that non-financial motivator ought to likewise be viewed as like acknowledgment, offering gift to educators and appreciation from the head instructor. Responsibility is an uplifting outlook which can be maintained on the off chance that educators are content with their motivator bundles in the educational system. The scientists repeated that advancing educators on time and installment of the pay rates going with the advancement might prompt instructors to high responsibility and powerful execution in schools.
They focused on that in emerging nations, individuals think, not from their cerebrums but rather stomach and that as a result of joblessness and de-adjustment of economy the main sure cause of occupation fulfillment is pay and advancement. This finding is in accordance with the experimental outcome ofOlurotimi, Asad and Abdulrauf introduced over that advancement had no critical impact educators' presentation since it was ridiculous and in view of execution. These investigations demonstrate that advancement might not have the ideal impact on educators on the off chance that it isn't as expected made due.
	Ndijuye and Tandika (2019) investigated the job of ideal advancement as an inspirational component among pre-elementary teachers. Despite urbanicity, discoveries uncovered that the essential obligation of instructors was to guarantee youngsters' comprehensive turn of events. Accomplishment of this job exclusively relied upon opportune advancement and other persuasive factors, for example, the association of educators in direction, appreciation from instructive officials, and great working circumstances. It suggests that joint endeavors among pre-essential schooling partners ought to opportune advance instructors, pay their compensation unfulfilled obligations, upwardly audit educators' government assistance bundles, and the states of administrations.
	The review reasoned that more significant pay and advancement of educators in elementary schools can fulfill them yet may not further develop students' scholastic accomplishment nor apply educators to invest more amounts of energy consequently to pay for more significant compensations. Additionally, standard increment of grade teachers' compensations may not worth the venture they made on the youngsters. The review, consequently, suggested in addition to other things: educators ought to be persuaded deep down to educate and further developing their work execution not just ready to be driven by outside powers like compensation, advancement, lodging arrangement and as well as clinical consideration. This will better further develop the educators' work execution and students' scholarly exhibition in elementary schools, particularly in the review region and Nigeria overall. Additionally, administration of Nigeria and Anambra state ought to energize educators in elementary schools through sufficient states of administration in other to overhaul schooling system and instructive result.
		Awodiji, Owolabi, Riffat and Effrim (2022) displayed the apparent persuasive strategies took on and their relationship with instructors' work fulfillment. The non-trial overview configuration was taken on. 200 and fifty members were haphazardly chosen from a populace of 700. The scientist planned surveys called persuasive strategies, and educators' work fulfillment scales were utilized for information assortment. Factor investigation was done to gauge build legitimacy, while Cronbach Alpha was utilized to learn the instruments' inside consistency (r=0.842 and r=0.958). Results showed that pay, advancement, working circumstances, and acknowledgment impact private educators' work fulfillment. Additionally, pay altogether connects with work fulfillment. For training, non-public school chairmen ought to plan arrangements utilizing the model to advance educators' fulfillment, in this manner working with the better exhibition of understudies and instructors.

	2.4	Appraisal of literary works surveyed
	The writing audit zeroed in on different related hypothetical, assessment and experimental works that are of pertinent to this current investigation of managers' persuasive files and educators' administration conveyance in schools in the state concerning bosses' arrangement of showing materials, financial impetuses, criticism system, arrangement of expert advancement open doors, execution assessment and their potential ramifications on educators' administration conveyance in auxiliary schools. The writing survey has expanded the scientists' comprehension and information on the various builds of the examination and how they are connected with various components of the reliant variable. It has likewise molded the bearing of the work as far as estimation of the builds, instrumentation, research plan, course of examination, and the dormant and manifest factors related with every one of the develop analyzed in the review. Likewise, the audit has assisted the scientist with recognizing the current holes in information explicitly in the space of managers' persuasive records and educators' administration conveyance.
	In any case, the scientist saw during the survey that numerous hypothetical, assessment and exact examinations have been directed by both public and worldwide researchers all over the planet on subjects connected with the one under study. In particular, more than 100 works were evaluated on the topic, out of which near 80% avowed the relationship between various persuasive records and various parts of educators' administration conveyance. Essentially, the scientist noticed that none of the examinations reviewed.
	Moreover, the examination confirmations introduced in this survey to the best of the specialists' information uncovered that meager examinations have been completed on bosses' persuasive files yet none was on educators' administration conveyance. Likewise, there are no examinations on bosses' persuasive records and educators' administration conveyance in schools in the state specifically. Moreover, among the examinations audited, none utilized the materials (educational conveyance, understudies' appraisal, homeroom the executives and understudies' discipline) as utilized in this review. These are glaring holes this study wish to fill. A couple of studies evaluated involved correlational plan as embraced for this review. None utilized a similar populace, test and instrument as taken on for this review. These are likewise holes this study tries to address.
	In particular, the examinations explored on bosses' all's persuasive lists showed that there was association inside it and educators' administration conveyance. It was likewise noticed that none of the investigations inspected had Cross Stream State as its area of study apparently. On managers' arrangement of showing materials and educators' administration conveyance, the examinations checked on uncovered that bosses' arrangement of showing helps is required in improving educators' administration conveyance. None of the investigations went against this reality and none covered the current review region. On bosses' money related motivators and educators' administration conveyance, the writing surveyed showed that the capacity of managers to propel instructors utilizing financial impetuses could improve instructors' administration conveyance. None of the examinations evaluated had Cross Waterway State as area of study.
	The writing looked into on bosses' input system and instructors' administration conveyance uncovered that not so much as one review had Cross Stream State as area of study. On managers' arrangement of chances for proficient turn of events and educators' administration conveyance, it was noticed that arrangement of chances for instructors' expert improvement is required for instructors' administration conveyance. The literary works looked into on managers' exhibition assessment and educators' administration conveyance uncovered that presentation assessment when decently and legitimately utilized could support instructors' administration conveyance. It further uncovered that none of the investigations inspected had the sub-factors of the reliant variable. Also, literary works evaluated on bosses' proposal of educators for advancement and instructors' administration conveyance demonstrated that none of the examinations explored had Cross Stream State as area of study and explicitly involved the factors as applied in this review. A couple of studies utilized a similar strategy (particularly, research plan and measurable device) as used in this concentrate yet none utilized a similar populace, test size and instrument. This is the hole this study tries to address.
	Moreover, the audit has assisted with expanding the scientist's information. This survey has filled in as a guide for the scientist to follow and to have substantial things for the development of exploration instrument for gathering the information for this review.


CHAPTER THREE
RESEARCH METHODOLOGY
	This chapter focused on the research methodology that was used for this study. 

3.1	Research design
The research design accepted for the research was correlational design. Isangedighi, (2004) asserted that the correlational research design is an arranged question that examines the co-variation of two or more variables. Often times, it is regarded a group of research as nothing is controlled by the researcher or person carryout the research. It is suited because the research assessed the interaction within supervisors’ motivational indices and teachers’ service delivery as at the time of this study.
3.2	Area of the study
The research area is Cross River State. This state is found within the tropics, sharing boundaries with Cameroon Republic in the East, Benue State in the North, Abia and Ebonyi States in the West, and Akwa Ibom State in the South. It has a total land mass of about 20,156 square kilometers. According to the National Bureau of Statistics (2019), the state has a projected population of 3,866,300 people as at 2018 who engage in civil/public service, private enterprise like petty trading, farming and fishing for subsistence purpose. 
The state is composed of three major ethnic groups namely; Efik, Ejagham and Bekwarra. The State which is described as a tourism destination in Africa, greatly promotes tourism through the development of new and existing tourist sites and activities such as the Calabar carnival, Leboku new yam festival, Ekpe festival, Obudu ranch resort, Tinapa business resort, Becheve Nature Reserve, Agbokim water falls, carved monoliths in Ikom, Etamkpini caves, the drill ranch, Marina resort, and the Qua falls. Cross River State is naturally endowed with rich natural and mineral resources such as limestone, titanium, tin ore, ceramic raw materials and hard stone. 
There are three education zones in Cross River State: Calabar education zone, Ikom education zone and Ogoja educational zone. Cross Riverians are predominantly agrarian and largely depend on subsistent farming for survival, while small percentage is involved in business. It is a State with a total of 281 secondary schools spread across all the local government areas. The state has the following tertiary institutions; University of Calabar, Calabar; University of Cross River with campuses at Calabar, Obubra and Ogoja; Arthur Jarvis University; Federal College of Education, School of Nursing and Psychiatric, Calabar; School of Health Management, Okuku, School of Nursing, Itigidi.
3.3	Population of the study
It consists of all the public school teachers in the state. According to the Department of Planning, Research and Statistics, Cross River State Ministry of Education (2023), there are a total of 8,519 teachers in 281 schools in the state. The number of the research is summarized in Table 1.
3.4	Sampling technique 
             The sampling processes accepted for this research was stratified proportionate sampling. It is used where the number is made of different sets and offers a means whereby the total number of the research in arranged into similar sets form which it is applied to chose associate specimen for a research(Isangedighi, Joshua, Asim &Ekuri, 2004). Stratified proportionate sampling was used to divide the entire Cross River State into three strata based on the three Education Zones (Calabar, Ikom and Ogoja) that make up the State.   All of them in each stratum were involved in the research for adequate representation of the schools in the sample. Twenty percent (20%) of the schools was selected for the study. 
Similarly, thirty-two percent (32%) of teachers in the selected schools was selected as sample for the research. The names of all the schools in each of three Zones were written in pieces of papers, folded and dropped in a basket, from where 20 percent of the schools in each Zone were selected through pick and drop method. This process was also applied in selecting 30% of teachers from the sample schools. The need to used 20 % and 32% of schools and teachers respectively for the study was to allow the researcher have a manageable sample for ease of administration of instrument and also reduce the possible errors associated with large samples. 

3.5	Sample
[bookmark: _Hlk142461452]It comprised 634 teachers randomly selected from 8,519 teachers in the three regions in the state via stratified sampling process. The represented 32 percent of the number of the research. This is displayed in Table 1. 

3.6	Instrumentation
	A self-structured questionnaire titled: “Supervisors’ Motivational Indices and Teachers’ Service Delivery Questionnaire (SMITSDQ)” was used for information gathering in this research. The instrument is designed by the scientist with the help of the research supervisors.  Section A consisted of thirty six (36) items in a four point scale designed to measure supervisors’motivational indices (provision of teaching materials, incentives, feedback, opportunities for professional development, performance evaluation, and recommendation of teachers for promotion).
TABLE 1
[bookmark: _Hlk142885090]Distribution of population and sample of the study

	S/N
	Education Zones
	L.G.A.s
	No. of schools
	No. of teachers
	No. of schools selected  (20%)
	No. of teachers by the selected schools
	No. of teachers used (32 % of the teachers in the selected schools)

	1
	Calabar
	Akamkpa
	19
	457
	4
	121
	39

	
	
	Akpabuyo
	7
	217
	1
	17
	5

	
	
	Bakassi
	3
	85
	1
	13
	4

	
	
	Biase       
	18
	472
	4
	127
	41

	
	
	Calabar-South
	8
	584
	2
	131
	42

	
	
	Calabar Municipality
	16
	683
	3
	146
	47

	
	
	Odukpani
	16
	435
	3
	123
	40

	
	Total 
	7
	87
	2,933
	18
	678
	218

	
	
	
	
	
	
	
	

	2
	Ikom
	Boki
	30
	732
	6
	148
	47

	
	
	Ikom
	19
	454
	4
	126
	40

	
	
	Etung
	12
	397
	2
	96
	31

	
	
	Obubra
	19
	553
	4
	129
	41

	
	
	Yakurr
	17
	572
	3
	126
	40

	
	
	Abi
	12
	416
	2
	131
	42

	
	Total 
	6
	109
	3,124
	22
	756
	241

	
	
	
	
	
	
	
	

	3
	Ogoja
	Bekwara
	8
	243
	2
	97
	30

	
	
	Obanliku
	14
	435
	3
	102
	33

	
	
	Obudu
	25
	694
	5
	124
	39

	
	
	Ogoja
	18
	489
	4
	119
	38

	
	
	Yala
	20
	595
	4
	105
	34

	
	Total 
	5
	85
	2,456
	18
	547
	175

	
	Grand total 
	18
	281
	8,519
	58
	1,981
	634




Source: Cross River State Secondary Education Board, 2023



Each variable was assessed using six (6) materials and each item had four options. Section B consisted eighteen (18) items in a four-point scale to measure teachers’ service delivery (instructional delivery, students’ assessment, classroom management and students’ discipline).

3.6.1	Validity of the instrument
The research instrument is placed to face validity. The researcher presented the instrument to the research supervisors, two experts in Supervision and one expert in Measurement and Evaluation, University of Calabar. They ensured that ambiguous statements are corrected. Four items were modified, while three items were removed and replaced with other items coined by the experts. The instrument was adjudged to be appropriate before embarking on the trial test for the instruments.
3.6.2	Reliability of the instrument
A trial test was adopted to establish the internal stability of the items. To assess the dependability of the apparatus, it was utilized. The instrument was administered to sixty (60) teachers drawn from Akwa Ibom State – a population with similar characteristics with the one under study. Scores from the trial test was coded and subjected to analysis using SPSS version 23. The Cronbach coefficient Alpha that ranged from .77 to .88 were obtained for the variables in the research instrument. The coefficients were considered high enough to offer the apparatus reliable in assessing what it purported to measure. 
3.7	Procedure for data collection 
A letter of introducing the researcher to school principals was collected from the Head of Department of Educational Management, University of Calabar, Calabar and same was presented to principals of the sampled schools for permission to use their teachers for the study after sampling. The researcher appealed to the teachers of the sampled schools to respond to the questionnaire objectively. The researcher and the trained assistants waited in each of the school visited for the teachers to complete the instruments, collected on the spot before proceeding to another school. 
3.8	Procedure for data preparation and scoring
To prepare the data that was gathered for assessment, a coding schedule was designed to code the replies of the individuals. This is presented in Table 3. Since the instrument was structured along the 4-point scale, each response was scored as follows: 

3.9	Procedure for data analysis
Descriptive statistics was applied to summarize the information that were collected from the questionnaire. The descriptive statistics output of the Simple Linear Regression Analysis and Multiple Hierarchical Linear Regression analysis were applied to solve the questions, while the ANOVA and relative coefficient output of their assessments were applied to assess the theories as displayed below:
Research question one
To what rate does supervisors’ provision of teaching materials predict teachers’ service generally, and in terms of delivery, students’ assessment, control and individual discipline?
Independent variable: Supervisors’ provision of teaching materials
Dependent variable: Teachers’ service delivery 
Statistical tool: Descriptive output of a Simple Linear Regression Analysis
Research question two
To what rate does supervisors’ monetary incentives predict tutor service generally, and in terms of delivery, students’ assessment, control and individual discipline?
Independent variable: Supervisors’ monetary incentives
Dependent variable: Teachers’ service delivery 
Statistical tool: Descriptive output of a Simple Linear Regression Analysis
TABLE 2
Cronbach coefficient Alpha reliability estimates for all the variables of the study (N=60)
	Variables
	No. of items
	x
	SD
	α

	Provision of teaching materials
	6
	15.79
	2.16
	.77

	Incentives
	6
	19.12
	4.61
	.82

	Feedback
	6
	17.18
	3.56
	.88

	Professional development
	6
	19.52
	4.95
	.80

	Performance evaluation
	6
	17.32
	3.02
	.77

	Promotion
	6
	16.39
	4.63
	.82

	Instructional delivery
	6
	17.02
	2.41
	.84

	Students’ assessment
	6
	19.56
	4.31
	.78

	Classroom management
	6
	18.68
	3.21
	.79

	Students’ discipline
	18
	19.41
	4.13
	.79



Source: Researcher’s field work (2023).




TABLE 3
Coding schedule for the study variables
	
	Variables 
	Code

	Column

	A
	Provision of teaching materials
Monetary incentives
Feedback mechanism
Professional development
Performance evaluation
Promotion
	Add scores on items 1-6 of Section A of SMITSDQ
Add scores on items 7-12 of Section A of SMITSDQ
Add scores on items 13-18 of Section A of SMITSDQ
Add scores on items 19-24 of Section A of SMITSDQ
Add scores on items 25-30 of Section A of SMITSDQ
Add scores on items 31-36 of Section A of SBSSQSEQ
	1
2
3
4
5
6

	
	
	
	

	B
	Instructional delivery

Students’ assessment

Classroom management


Students’ discipline
	Add scores on items 1-6 of Section B of SMITSDQ
Add scores on items 7-12 of Section B of SMITSDQ
Add scores on items 13-18 of Section B of Section B of SMITSDQ
Add scores on items 19-24 of Section B of SMITSDQ
	7
8
9

10







Research question three
To what extent does supervisors’ feedback mechanism predict tutors service generally, and in terms of delivery, students’ assessment, control and individual discipline?
Independent variable: Supervisors’ feedback mechanism
Dependent variable: Teachers’ service delivery 
Statistical tool: Descriptive output of a Simple Linear Regression Analysis

Research question four 
To what rate does supervisors’ provision of opportunities for professional development predict tutor service generally, and in terms of delivery, students’ assessment, control and individual discipline?
Independent variable: Supervisors’ provision of opportunities for professional development
Dependent variable: Teachers’ service delivery 
Statistical tool: Descriptive output of a Simple Linear Regression Analysis

Research question five
To what extent does supervisors’ performance evaluation predict tutor service generally, and in terms of delivery, students’ assessment, control and individual discipline?
Independent variable: Supervisors’ performance evaluation 
Dependent variable: Teachers’ service delivery 
Statistical tool: Descriptive output of a Simple Linear Regression Analysis

Research question six
To what rate does supervisors’ recommendation of teachers for promotion predict tutor service generally, and in terms of delivery, students’ assessment, control and individual discipline?
Independent variable: Supervisors’ recommendation of teachers for promotion
Dependent variable: Teachers’ service delivery 
Statistical tool: Descriptive output of a Simple Linear Regression Analysis

Research question seven
What are the relative and cumulative contributions supervisors’ motivational indices on teachers’ service delivery generally?
Independent variable: Supervisors’ motivational indices 
Dependent variable: Teachers’ service delivery 
Statistical tool: Descriptive output of a Multiple Hierarchical Linear Regression analysis

Hypothesis one
[bookmark: _Hlk141530178]Supervisors’ provision of teaching materials does not predict tutor service generally, and in terms of delivery, students’ assessment, control and individual discipline
Independent variable: Supervisors’ provision of teaching materials 
Dependent variable: Teachers’ service delivery 
Statistical tool: Simple Linear Regression analysis
Models specification: In fitting the simple linear regression models of this hypothesis, the general form of the simple linear regression equation will be used.
In general form, the standardized simple linear regression equation is given as:
Ỳ = βX + e ………………………………………………………………………… (1)
Where: Ỳ = The dependent variable to be predicted
βX = The standardized regression (beta) coefficients of the predictor variable
X= The predictor variable 
e = the error term in the model
Dependent variable:  Teachers’ service delivery generally:
[bookmark: _Hlk141539431]Model 1: TSDg = βSPTM + e ……………………………….………………………… (2)
Dependent variable:  Instructional delivery:
Model 1: TSDid = βSPTM + e ...…….……………………….…………………………(3)
Dependent variable:  Students’ assessment:
Model 1: TSDsa = βSPIM + e  ……..……………………….………………………….(4)
Dependent variable:  Classroom management:
Model 1: TSDcm = βSPTM + e ………..……………………….………………………(5)
Dependent variable:  Students’ discipline:
Model 1: TSDsd = βSPTM + e ………..……………………….………………………..(6)
Where;
TSDg = Teachers’ Service Delivery generally
TSDid	= Teachers’ Service Delivery in terms of instructional delivery
TSDsa  =Teachers’ Service Delivery in terms of students’ assessment
TSDcm=Teachers’ Service Delivery in terms of classroom management
TSDsd= Teachers’ Service Delivery in terms of students’ discipline
SPIM	= Supervisors’ Provision of Teaching Materials
Hypothesis two
Supervisors’ provision of monetary incentives does not predict tutors service generally, and in terms of delivery, students’ assessment, control and individual discipline
Independent variable: Supervisors’ provision of monetary incentives
Dependent variable: Teachers’ service delivery 
Statistical tool: Simple Linear Regression analysis
Models specification: The models of this hypothesis are specified as follows:
Dependent variable:  Teachers’ service delivery generally:
Model 1: TSDg = βSPMI + e ……………………………….………………………… (7)
Dependent variable:  Instructional delivery:
Model 1: TSDid = βSPMI + e ...…….……………………….…………………………(8)
Dependent variable:  Students’ assessment:
Model 1: TSDsa = βSPMI + e  ……..……………………….………………………….(9)
Dependent variable:  Classroom management:
Model 1: TSDcm = βSPMI + e ………..……………………….………………………(10)
Dependent variable:  Students’ discipline:
Model 1: TSDsd = βSPMI + e ………..……………………….……………………….(11)
Where;
SPMI     = Supervisors’ Provision of Monetary Incentives
Hypothesis three
Supervisors’ feedback mechanism does not significantly predict tutors service generally, and in terms of delivery, students’ assessment, control and individual discipline
Independent variable: Supervisors’ feedback mechanism
Dependent variable: Teachers’ service delivery 
Statistical tool: Simple Linear Regression analysis
Models specification: The models of this hypothesis are specified as follows:
Dependent variable:  Teachers’ service delivery generally:
Model 1: TSDg = βSFM + e ……………………………….………………………… (12)
Dependent variable:  Instructional delivery:
Model 1: TSDid = βSFM + e ...…….……………………….…………………………(13)
Dependent variable:  Students’ assessment:
Model 1: TSDsa = βSFM+ e  ……..……………………….………………………….(14)
Dependent variable:  Classroom management:
Model 1: TSDcm = βSFM + e ………..……………………….………………………(15)
Dependent variable:  Students’ discipline:
Model 1: TSDsd = βSFM + e ………..……………………….……………………….(16)
Where;
SFM    = Supervisors’ Feedback Mechanism
Hypothesis four
Supervisors’ provision of opportunities for professional development does not significantly predict tutors service generally, and in terms of delivery, students’ assessment, control and individual discipline
Independent variable: Supervisors’ provision of opportunities for professional development 
Dependent variable: Teachers’ service delivery 
Statistical tool: Simple Linear Regression analysis
Models specification: The models of this hypothesis are specified as follows:
Dependent variable:  Teachers’ service delivery generally:
Model 1: TSDg = β SPOPD + e …………………………….………………………… (17)
Dependent variable:  Instructional delivery:
Model 1: TSDid = β SPOPD+ e .….……………………….………………………….(18)
Dependent variable:  Students’ assessment:
Model 1: TSDsa = β SPOPD+ e…...……………………….………………………….(19)
Dependent variable:  Classroom management:
Model 1: TSDcm = β SPOPD + e ……..……………………….………………………(20)
Dependent variable:  Students’ discipline:
Model 1: TSDsd = β SPOPD + e.……..……………………….……………………….(21)
Where;
SPOPD = Supervisors’ Provision of Opportunities for Professional Development 
Hypothesis five
Supervisors’ performance evaluation for professional development does not predict tutors service generally, and in terms of delivery, students’ assessment, control and individual discipline
Independent variable: Supervisors’ performance evaluation 
Dependent variable: Teachers’ service delivery 
Statistical tool: Simple Linear Regression analysis
Models specification: The models of this hypothesis are specified as follows:
Dependent variable:  Teachers’ service delivery generally:
Model 1: TSDg = β SPE + e …………………………….…………………………....(22)
Dependent variable:  Instructional delivery:
Model 1: TSDid = βSFM + e ...…….……………………….…………………………(23)
Dependent variable:  Students’ assessment:
Model 1: TSDsa = β SPE + e…...……………………….…………………………….(24)
Dependent variable:  Classroom management:
Model 1: TSDcm = β SPE + e ……..……………………….…………………………(25)
Dependent variable:  Students’ discipline:
Model 1: TSDsd = β SPE+ e.……..……………………….…………………………..(26)
Where;
SPE = Supervisors’ Performance Evaluation
Hypothesis six 
Supervisors’ recommendation of teachers for promotion for professional development does not predict tutors service generally, and in terms of delivery, students’ assessment, control and individual discipline
Independent variable: Supervisors’ recommendation of teachers for promotion Dependent variable: Teachers’ service delivery 
Statistical tool: Simple Linear Regression analysis
Models specification: The models of this hypothesis are specified as follows:
Dependent variable:  Teachers’ service delivery generally:
Model 1: TSDg = βSRTP + e …………………………….…………………………....(27)
Dependent variable:  Instructional delivery:
Model 1: TSDid = β SRTP + e ...…….……………………….…………………………(28)
Dependent variable:  Students’ assessment:
Model 1: TSDsa = βSRTP + e…...……………………….…………………………….(29)
Dependent variable:  Classroom management:
Model 1: TSDcm = βSRTP + e ……..……………………….…………………………(30)
Dependent variable:  Students’ discipline:
Model 1: TSDsd = βSRTP+ e.……..……………………….………………………….(31)
Where;
SPE = Supervisors’ Performance Evaluation
Hypothesis seven
There is not significant composite effect of supervisors’ motivational indices on teachers’ service delivery generally. 
Predictor variables: provision of teaching materials, monetary incentives, feedback mechanism, provision of opportunities for professional development, performance evaluation and recommendation of teachers for promotion 
Criterion variable: Teachers’ service delivery
Statistical tool: Multiple Regression analysis
Model specification: The model of this hypothesis is specified as follows:
Ỳ = β1X1 + β2X2 + β3X3 + . . . βnXn ……………………………...……...………….(32)
Where: Ỳ = The dependent variable to be predicted
β, β1 – βn = The standardised regression (beta) coefficients of the predictor variables
X1 – Xn = The predictor variables 
e = the error term in the model
Dependent (criterion) variable:  Teachers’ job performance generally:
[bookmark: _Hlk141578042][bookmark: _Hlk93548260]Model 1: TSDg = βSPTM + βSPMI + βSFM + βSPOPD+βSPE+ βSRTP+   e  .………………...(33)
Where;
SPTM     = Supervisors’ Provision of Teaching Materials
SPMI	=  Supervisors’ Provision of Monetary Incentives
SFM	=  Supervisors’ Feedback Mechanism 
SPOPD  =  Supervisors’ Provision of Opportunities for Professional Development
SPE	=  Supervisors’ Performance Evaluation 
SRTP	=  Supervisors’ Recommendation of Teachers for Promotion 

3.10	Operational definition of research variables
Provision of teaching materials: In this study, it means to the capacity of the supervisor to provide all the materials (textbooks, computers, charts, maps among others) a teacher might use to execute rule and enhance individual accomplishment of goals. It is measured by adding items 1 - 6 of Section A of Supervisors’ Motivational Indices and Teachers’ Service Delivery Questionnaire (SMITSDQ).
Monetary incentives: In this study, it means to the capacity of the supervisor to spur teachers with money and other fringe benefits that can help them work harder. It is measured by adding items 7 - 12 of Section A of Supervisors’ Motivational Indices and Teachers’ Service Delivery Questionnaire (SMITSDQ).
Feedback mechanism: In this study, it means to the capacity of the supervisor to provide evaluative or corrective information about teachers’ actions so as to improve performance. It is measured by adding items 13 - 18 of Section A of Supervisors’ Motivational Indices and Teachers’ Service Delivery Questionnaire (SMITSDQ).
Opportunities for professional development: In this research, it means to the capacity of the supervisor to create opportunities for teachers to expand their knowledge base and acquire new skills. It is measured by adding items 19 - 24 of Section A of Supervisors’ Motivational Indices and Teachers’ Service Delivery Questionnaire (SMITSDQ).
Performance evaluation: In this research, it means to the capacity of the supervisor to systematically and periodically measure a teacher’s work performance against established requirements of the job. It is assessed by adding materials 25 - 30 of Section A of Supervisors’ Motivational Indices and Teachers’ Service Delivery Questionnaire (SMITSDQ).
Recommendation of teachers for promotion: In this study, it refers to the ability of the supervisor to recommend teachers for permanent movement from a lower position to a higher position. It is measured by adding items 31 - 36 of Section A of Supervisors’ Motivational Indices and Teachers’ Service Delivery Questionnaire (SMITSDQ). 
Instructional delivery: In this study, it refers to the capacity of tutors to build on existing knowledge, differentiate instruction and incorporate technology into lessons. It is measured by adding items 1 - 6 of Section B of Supervisors’ Motivational Indices and Teachers’ Service Delivery Questionnaire (SMITSDQ).
Students’ discipline: In this study, it refers to the ability of a teacher to ensure that students are kept under control so that they can attain their educational objectives. It is measured by adding items 19 - 24 of Section B of Supervisors’ Motivational Indices and Teachers’ Service Delivery Questionnaire (SMITSDQ).
3.11	Ethical considerations
All the works used in this research are duly acknowledged. Participants in this study were teachers and principals who were currently serving in public schools in the state. First, the researcher approached the principals of the schools with a letter seeking their permission or informed consent to involve their schools in the study. All the schools which principals gave their consent, were part of the study. All the sample teachers were given a letter of informed consent. In this letter, the purpose of the researcher, the risk association with participating in the research, the duration of the study, the participants’ confidentiality and protection, and the benefit for participating in the study were carefully stated.  The participating teachers and the principals were allowed the freedom to withdraw at any point in the study. The teachers were given proper period to reply to the materials in the questionnaire without pressure. The researcher also informed the participating teachers that the data would be made available to them at their demand for verification. The data collected for the are secured and free from all forms of misuse or external use other than research. 



 CHAPTER FOUR
   RESULTS AND DISCUSSION
This chapter presents a general description of the research variables and the result of the data analysis with respect to the seven research questions and seven hypotheses that were answered and tested respectively in the research. The interpretation and discussion of findings were also presented based on the research questions and hypotheses of the research. The chapter was thus displayed on the following sub-headings. 
4.1   	General description of research data
4.2    	Hypothesis by hypothesis analysis of data and presentation of results
4.3    	Discussion of findings
4.1   	 General description of research data
[bookmark: _Hlk125352768]The two variables in this research are supervisors’ motivational indices and teachers’ delivery in schools in the state. Supervisors’ motivational indices is the independent variable in the study, while tutors activity in the areas in the state is the dependent variable. Supervisors’ motivational indices measured in this study are provision of teaching materials, monetary incentives, feedback mechanism, provision of opportunities for professional development, performance evaluation and recommendation of teachers for promotion. Teachers’ service delivery in schools in the state was measured in terms of guiding delivery, students’ assessment, control and individual discipline. The descriptive statistics of the variables is presented in Table 4. 
The outcome in Table 4 shows that provision of teaching materials across all schools in the state had a mean rating and a method of  = 19.21 ± SD = 2.405, provision of monetary incentives had a mean rating and standard deviations such as  = 18.74 ± SD = 2.738,  feedback mechanism had a mean rating and method of   = 18.61 ± SD = 2.513, provision of opportunities for professional development had  a mean rating and method of  = 18.48 ± SD = 2.516, performance evaluation  had a grading and method of  = 19.60 ± SD = 2.812, and recommendation of teachers for promotion had a mean rating and a method of  = 20.77 ± SD = 20.77. The dependent variable of this study (teachers’ service delivery) had a mean response rate, with a standard deviation of  = 77.97 ± SD = 7.728 generally. In terms of instructional delivery, students’ assessment, classroom management and students’ discipline, the mean response ratings, with standard deviations were  =19.71 ± SD = 2.993,  = 18.02 ± SD = 3.748, =20.37± SD =2.342, and  =19.86± SD =2.246 respectively. 

4.2	Hypothesis by hypothesis analysis of data and presentation of results
4.2.1 Research question one
To what rate does supervisors’ provision of teaching materials predict tutor service generally, and in terms of delivery, students’ assessment, control and individual discipline? The independent variable in this analysis is supervisors’ provision of teaching materials, while the dependent variable is tutors activity measured in terms of delivery, students’ assessment, control and individuals discipline. Both supervisors’ provision of teaching materials andteachers’ service delivery were measured continuously in the study. The descriptive output of a simple linear regression analysis was used to answer the question. The outcome of the analysis of each of the sub-scales of the dependent variable (teachers’ service delivery) were 


TABLE 4

Summary of mean and standard deviation of the research variables
	S/N
	Variables
	
	     N                  X
	   SD

	1
	Provision of teaching materials
	609
	19.21
	2.405

	2
	Monetary incentives
	609
	18.74
	2.738

	3
	Feedback mechanism
	609
	18.61
	2.513

	4
	Opportunities for professional development
	609
	18.48
	2.516

	5
	Performance evaluation 
	609
	19.60
	2.812

	6
	Recommending teachers for promotion
	609
	18.84
	2.879

	7
	Instructional delivery
	609
	19.71
	2.993

	8
	Students' assessment
	609
	18.02
	3.748

	9
	Classroom management
	609
	20.37
	2.342

	10
	Students' Discipline
	609
	19.86
	2.246

	11
	Overall teachers' quality service delivery
	609
	77.97
	7.728



Source: Researcher’s field work, 2023



















[bookmark: _Hlk93434847]presented in one Table for clarity and easy understanding. The outcome is placed in Table 5.  
On specific note, the result in Table 5 indicates that supervisors’ provision of teaching materials predicted 10.5 % of the total variance in teachers’ service delivery in terms of classroom administration and 13.5% in terms of students’ discipline across the secondary schools examined. 

4.2.2 Research question two
To what rate does supervisors’ monetary incentives predict tutor service generally, and in terms of delivery, students’ assessment, control and individual discipline? The material in this analysis is supervisors’ monetary incentives, while the counterpart is tutors service delivery measured in terms of instructional delivery, students’ assessment, classroom management and students’ discipline. Both supervisors’ monetary incentives andteachers’ service delivery were measured continuously in the study. The descriptive output of a simple linear regression analysis was used to answer the question. The results of the analysis of each of the sub-scales of the dependent 

TABLE 5
[bookmark: _Hlk142885432]Summary of a simple linear regression analysis showing the extent to which supervisors’ provision of teaching materials predicts teachers’ service delivery in public secondary schools in Cross River State generally, and in terms of instructional delivery, students’ assessment, classroom management and students’ discipline
	Dependent variables
	Model
	R
	R2
	Adj. R2
	SE

	Teachers’ service delivery generally
	1
	.680a
	.462
	.462
	5.671

	Instructional delivery
	1
	.411a
	.169
	.168
	2.730

	Students’ assessment
	1
	.651a
	.424
	.423
	2.847

	Classroom Management 
	1
	.324a
	.105
	.103
	2.217

	Students’ discipline
	1
	.368a
	.135
	.134
	2.091



a. Predictors: (constant), supervisors’ provision of teaching materials
Source: Researchers’ Fieldwork, 2023



















variable (teachers’ service delivery) were presented in one Table for clarity and easy understanding. The outcome is placed in Table 6.  
On specific note, the result in Table 6 indicates that supervisors’ monetary incentives predicted 23.2 % of the total variance in teachers’ service delivery in terms of classroom administration and 21.7% in terms of students’ discipline across the secondary schools examined. 

4.2.3 Research question three
To what extent does supervisors’ feedback mechanism predict tutors service generally, and in terms of delivery, students’ assessment, control and individual discipline? Both supervisors’ feedback mechanism andteachers’ service delivery were measured continuously in the study. The descriptive output of a simple linear regression analysis was used to answer the question. The outcome of the analysis of each of the sub-scales of the dependent variable (teachers’ service delivery) were presented in one Table for clarity and easy understanding. The outcome is placed in 


TABLE 6
[bookmark: _Hlk142885548]Summary of a simple linear regression analysis showing the extent to which supervisors’ monetary incentives predicts teachers’ service delivery in public secondary schools in Cross River State generally, and in terms of instructional delivery, students’ assessment, classroom management and students’ discipline
	Dependent variables
	Model
	R
	R2
	Adj. R2
	SE

	Teachers’ service delivery generally
	1
	.713a
	.508
	.508
	5.422

	Instructional delivery
	1
	.546a
	.298
	.297
	2.509

	Students’ assessment
	1
	.454a
	.206
	.205
	3.342

	Classroom Management 
	1
	.482a
	.232
	.231
	2.053

	Students’ discipline
	1
	.466a
	.217
	.216
	1.990



a. Predictors: (constant), supervisors’ monetary incentives
Source: Researchers’ Fieldwork, 2023

















Table 7.  
On specific note, the result in Table 7 indicates that supervisors’ feedback mechanism predicted 15.1% of the total variance in teachers’ service delivery in terms of classroom administration and 27.5% in terms of students’ discipline across the secondary schools examined. 

4.2.4 Research question four
To what rate does supervisors’ provision of opportunities for professional development predict tutor service generally, and in terms of delivery, students’ assessment, control and individual discipline? The independent variable in this analysis is supervisors’ provision of opportunities for professional development, while the dependent variable is tutors activity measured in terms of instructional delivery, students’ assessment, classroom management and students’ discipline. Both supervisors’ provision of opportunities for professional development andteachers’ service delivery were measured continuously in the study. The descriptive output of a simple regression analysis was used to answer the question. The outcome of the analysis of each of the sub-scales of the dependent variable (teachers’ service delivery) were presented in one Table for clarity and easy understanding. The outcome is placed in Table 8.
TABLE 7
[bookmark: _Hlk142885583]Summary of a simple linear regression analysis showing the extent to which supervisors’ feedback mechanism predicts teachers’ service delivery in public secondary schools in Cross River State generally, and in terms of instructional delivery, students’ assessment, classroom management and students’ discipline
	Dependent variables
	Model
	R
	R2
	Adj. R2
	SE

	Teachers’ service delivery generally
	1
	.718a
	.516
	.515
	5.381

	Instructional delivery
	1
	.418a
	.175
	.174
	2.720

	Students’ assessment
	1
	.590a
	.348
	.347
	3.028

	Classroom Management 
	1
	.388a
	.151
	.149
	2.160

	Students’ discipline
	1
	.525a
	.275
	.274
	1.914



a. Predictors: (constant), supervisors’ feedback mechanism

Source: Researchers’ Fieldwork, 2023


















On specific note, the result in Table 8 indicates that supervisors’ provision of opportunities for professional development predicted 7.8% of the total variance in teachers’ service delivery in terms of classroom administration and 14.6% in terms of students’ discipline across the secondary schools examined. 

4.2.5 Research question five
To what rate does supervisors’ performance evaluation predict tutors service generally, and in terms of delivery, students’ assessment, control and individual discipline? Both supervisors’ performance evaluation andteachers’ service delivery were measured continuously in the study. The descriptive output of a simple linear regression analysis was used to answer the question. The outcome of the analysis of each of the sub-scales of the dependent variable (teachers’ service delivery) were presented in one Table for clarity and easy understanding. The outcome is placed in Table 9.
TABLE 8
[bookmark: _Hlk142885620]Summary of a simple linear regression analysis showing the extent to which supervisors’ provision of opportunities for professional development predicts teachers’ service delivery in public secondary schools in Cross River State generally, and in terms of instructional delivery, students’ assessment, classroom management and students’ discipline
	Dependent variables
	Model
	R
	R2
	Adj. R2
	SE

	Teachers’ service delivery generally
	1
	.665a
	.442
	.441
	5.778

	Instructional delivery
	1
	.332a
	.110
	.109
	2.825

	Students’ assessment
	1
	.702a
	.493
	.492
	2.671

	Classroom Management 
	1
	.279a
	.078
	.076
	2.251

	Students’ discipline
	1
	.383a
	.146
	.145
	2.077



a. Predictors: (constant), supervisors’ provision of opportunities for professional development

Source: Researchers’ Fieldwork, 2023


















On specific note, the result in Table 9 indicates that supervisors’ performance evaluation predicted 54.7% of the total variance in teachers’ service delivery in terms of classroom administration and 21.6% in terms of students’ discipline across the secondary schools examined. 
	
4.2.6 Research question six
To what rate does supervisors’ recommendation of teachers for promotion predict tutors service generally, and in terms of delivery, students’ assessment, control and individual discipline? The independent variable in this analysis is supervisors’ recommendation of teachers for promotion, while the dependent variable is teachers’ activity measured in terms of instructional delivery, students’ assessment, control and individual discipline. Both supervisors’ recommendation of teachers for promotion andteachers’ service delivery were measured continuously in the study. The descriptive output of a simple regression analysis was used to answer the question. The outcome of the analysis of each of the sub-scales of the dependent variable (teachers’ service delivery) were presented in one Table for clarity and easy understanding. The outcome is placed in Table 10.

TABLE 9
[bookmark: _Hlk142885677]Summary of a simple linear regression analysis showing the extent to which supervisors’ performance evaluation predicts teachers’ service delivery in public secondary schools in Cross River State generally, and in terms of instructional delivery, students’ assessment, classroom management and students’ discipline
	Dependent variables
	Model
	R
	R2
	Adj. R2
	SE

	Teachers’ service delivery generally
	1
	.782a
	.612
	.611
	4.817

	Instructional delivery
	1
	.662a
	.438
	.437
	2.245

	Students’ assessment
	1
	.317a
	.100
	.099
	3.558

	Classroom Management 
	1
	.739a
	.547
	.546
	1.578

	Students’ discipline
	1
	.511a
	.261
	.259
	1.933



a. Predictors: (constant), supervisors’ performance evaluation

Source: Researchers’ Fieldwork, 2023






On specific note, the result in Table 9 indicates that supervisors’ recommendation of teachers for promotion predicted 23.9% of the total variance in teachers’ service delivery in terms of classroom administration and 21.3% in terms of students’ discipline across the secondary schools examined. 

4.2.7 Research question seven
	What are the relative and cumulative contributions of supervisors’ motivational indices to teachers’ service delivery generally? The descriptive output of a Multiple Hierarchical Linear Regression analysis was used to answer the research question. The predictor variables in this study are the supervisors’ motivational indices (provision of teaching materials, monetary incentives, feedback mechanism, provision of opportunities for professional development, performance evaluation and recommendation of teachers for promotion). In this analysis, the dependent variable (teachers’ service delivery) was measured holistically. In the multiple hierarchical linear regression model, all the sub-variables of the independent variable (provision of teaching materials, monetary incentives, feedback mechanism, provision of opportunities for professional development, performance evaluation and recommendation of teachers for promotion) were added to the model one after the 

TABLE 10
[bookmark: _Hlk142885740]Summary of a simple linear regression analysis showing the extent to which supervisors’ recommendation of teachers for promotion predicts teachers’ service delivery in public secondary schools in Cross River State generally, and in terms of instructional delivery, students’ assessment, classroom management and students’ discipline
	Dependent variables
	Model
	R
	R2
	Adj. R2
	SE

	Teachers’ service delivery generally
	1
	.609a
	.371
	.370
	6.132

	Instructional delivery
	1
	.441a
	.194
	.193
	2.688

	Students’ assessment
	1
	.323a
	.104
	.103
	3.550

	Classroom Management 
	1
	.489a
	.239
	.238
	2.045

	Students’ discipline
	1
	.461a
	.213
	.211
	1.995



a. Predictors: (constant), supervisors’ recommendation of teachers for promotion

Source: Researchers’ Fieldwork, 2023

















[bookmark: _Hlk142595724]other until the last sub-variable was added. This was done to determine their relative and cumulative contributions to the total variance in teachers’ service delivery generally in the schools. 
[bookmark: _Hlk84111267][bookmark: _Hlk84111350]The outcome is placed in Table 11 shows in the first model that provision of teaching materials contributed 46.2 % to the total cumulative contributions of compensation management to teachers’ service delivery generally in schools in the state. The introduction of the second variables of supervisors’ motivational indices (supervisors’ monetary incentives) in model 2, added 12.0% to the total contributions of supervisors’ motivational indices to it generally in schools in the state, thus the cumulative R2 changed from 46.2% in model 1 to 58.2 % in model two. In model 3, the addition of the third variables (supervisors’ feedback mechanism) cumulated to that of model 2, and the result showed that the contribution of supervisors’ motivational indices to it generally in schools in Cross River State generally, changed from 58.2 % to 61.1 % with an R2 change of 2.9%. Similarly, the introduction of the fourth variable (provision of opportunities for professional development) changed the contribution of supervisors’ motivational indices to it generally in public secondary schools in Cross River State from 61.1% to 64.4 % with 3.3% change in the cumulative R2. 
Again, the addition of the fifth variable (supervisors’ performance evaluation) added 11.3 % to the contribution of supervisors’ motivational indices to it generally in schools in the state, thus the cumulative R2 of 64.4% in model 4 changed to 75.6% in model 5. Lastly in model 6, the addition of supervisors’ recommendation of teachers for promotionadded 0.3% to the cumulative contribution of supervisors’ motivational indices to it generally in schools in the state, thus the cumulative R2 changed from 75.6% in model 5 to 75.9% in model 6. Relatively, this implies that provision of teaching materials contributed 46.2.%, supervisors’ monetary incentivescontributed 12.0%, supervisors’ feedback mechanism contributed 2.9%, supervisors’ provision of opportunities for professional development contributed 3.3%, supervisors’ performance evaluation contributed 11.0 %, and supervisors’ recommendation of teachers for promotionadded 0.03% to the total variance in the cumulative contributions of supervisors’ motivational indices to it generally in schools in Cross River State. Cumulatively, supervisors’ motivational indices contributed 75.9% to the variance in its delivery generally in schools in the state generally.

4.2.8 Hypothesis one
Supervisors’ provision of teaching materials does not predict tutor service generally, and in terms of delivery, students’ assessment, control and individual discipline. The independent variable of this hypothesis supervisors’ provision of teaching materials, while the dependent variable is teachers’ activity in schools in Cross River State measured in terms of instructional delivery, students’ assessment, classroom management and students’ discipline. The ANOVA and coefficient outputs of a simple linear regression analysis were employed in assessing the theory at the .05 level. The outcome are summarized in Tables 12 and 13.
[bookmark: _Hlk135909403]TABLE 11
[bookmark: _Hlk135941942][bookmark: _Hlk142885806]Summary of a Hierarchical Multiple Linear Regression analysis showing the relative and cumulative contributions of supervisors’ motivational indices to teachers’ service delivery in Cross River Stategenerally.
	Dependent variables
	Model
	R
	R2
	Adj. R2
	SE
	R2
	F
	df1
	df2
	pF

	Teachers’ service delivery generally 
	1
	.680a
	.462
	.462
	5.671
	.462
	522.175
	1
	607
	.000

	
	2
	.763b
	.582
	.581
	5.003
	.120
	173.891
	1
	606
	.000

	
	3
	.782c
	.611
	.609
	4.831
	.029
	44.747
	1
	605
	.000

	
	4
	.802d
	.644
	.641
	4.628
	.033
	55.399
	1
	604
	.000

	
	5
	.870e
	.756
	.754
	3.830
	.113
	278.809
	1
	603
	.000

	
	6
	.871f
	.759
	.757
	3.810
	.003
	7.305
	1
	602
	.007

	a.    Predictors: (Constant), Provision of teaching materials

	b.    Predictors: (Constant), Provision of teaching materials, Monetary incentives

	c.    Predictors: (Constant), Provision of teaching materials, Monetary incentives, Feedback mechanism 

	d.    Predictors: (Constant), Provision of teaching materials, Monetary incentives, Feedback mechanism, Opportunities for professional development

	e.    Predictors: (Constant), Provision of teaching materials, Monetary incentives, Feedback mechanism, Opportunities for professional development, Performance Appraisal

	f.    Predictors: (Constant), Provision of teaching materials, Monetary incentives, Feedback mechanism, Opportunities for professional development, Performance Appraisal, Recommending teachers for promotion

	


Source: Researchers’ Fieldwork, 2023









The outcome in Table 12 reveals that Supervisors’ provision of teaching materials significantly predicted teachers’ activity in schools in Cross River State was measured generally (F [1, 607] = 522.175, p < .05). Specifically,supervisors’ provision of teaching materials across all schools in the state significantly predicted the variance in teachers’ service delivery in terms of instructional delivery across the schools (F [1, 607] = 123.700, p < .05). Also, the result in Table 12 reveals that supervisors’ provision of teaching materials across all schools in the state significantly predicted the variance in teachers’ service delivery in terms of students’ assessment (F [1, 606] = 446.433, p < .05).  In all, the result in Table 12 implies that supervisors’ provision of teaching materials across all schools in the state significantly predict the variance in tutors activity generally, and in terms of material, students’ assessment, control and individuals discipline.
Similarly, the result in Table 13 revealed on a general note, a positive unstandardized and standardized beta of 2.185 and .680, and a high positive t-value of 22.851 (p< .05). Specifically, the result in Table 13 also reveals a positive unstandardized and standardized beta of .512 and .411, and a high positive t-value of 11.122 (p< .05) for instructional delivery, a positive unstandardized and standardized beta of 1.015 and .651, and a positive t-value of 21.129 (p< .05) for students’ assessment, a positive unstandardized and standardized beta of .315 and .324, and a positive t-value of 8.433 (p< .05) for classroom management, and a positive unstandardized and standardized beta of .343 and .368, and a positive t-value of 9.738 (p< .05) for students’ discipline.
This means that supervisors’ provision of teaching materials significantly predicts secondary tutor service generally, and in terms of delivery, students’ assessment, control and individual discipline in public secondary schools in the state. Thus, the following simple linear regression models were fitted based on the results of research question 1 and hypothesis 1 of this study.
[bookmark: _Hlk93542263]Teachers’ service delivery generally:
TSDg = 0.680SPTM + 5.671……………………….………………………….(34)
Instructional delivery:
TSDid = 0.411SPTM + 2.730……………………….…………………………(35)
Students’ assessment:
TSDsa = 0.651SPTM + 2.847……………………….…………………………(36)
Classroom Management:
TSDcm = 0.324SPTM+ 2.217..……………………….…………………….…(37)
Students’ discipline:
TSDsd = 0.368SPTM + 2.091..……………..………………………………....(38)


4.2.9 Hypothesis two
	Supervisors’ monetary incentives does not predict teachers’ service delivery generally, and in terms of activity, students’ assessment, classroom management and students’ discipline. The ANOVA and coefficient outputs of a simple linear regression analysis were employed in assessing the theory at the .05 level of significance. The outcome are summarized in Tables 14 and 15.
	The result in Table 14 reveals that supervisors’ monetary incentives significantly predicted teachers’ service delivery in schools in the state was measured generally (F [1, 607] = 627.859, p < .05). Specifically,supervisors’ monetary incentives across all schools in Cross RiverState significantly predicted the variance in teachers’ service delivery in terms of instructional delivery across the schools (F [1, 607] = 257.603, p < .05). Also, the result in Table 14 reveals supervisors’ monetary incentives across all public secondaryschools in Cross River State significantly predicted the variance in teachers’ service

TABLE 12
[bookmark: _Hlk142885867]ANOVA output of simple linear regression results of the relationship between supervisors’ provision of teaching materials and teachers’ service delivery in public secondary schools in Cross River State generally, and in terms of instructional delivery, students’ assessment, classroom management, and students’ discipline
	Dependent variable
	Models
	Source
	SS
	Df
	MS
	F-ratio
	p-level

	Teachers’
	1
	Regression
	16790.371
	1
	16790.371
	522.175
	.000b

	Service 
	
	Residual 
	19517.905
	607
	32.155
	
	

	Delivery
	
	Total 
	36308.276
	608
	
	
	

	Generally

	
	
	
	
	
	
	

	Instructional 
	1
	Regression
	921.732
	1
	921.732
	123.700
	.000b

	delivery 
	
	Residual 
	4522.981
	607
	7.451
	
	

	
	
	Total 
	5444.713
	608
	
	
	

	
	
	
	
	
	
	
	

	Students’
	1
	Regression
	3619.021
	1
	3619.021
	446.433
	.000b

	assessment 
	
	Residual 
	4920.658
	607
	8.107
	
	

	
	
	Total 
	8539.678
	608
	
	
	

	
	
	
	
	
	
	
	

	Classroom
	1
	Regression
	349.585
	1
	349.585
	71.111
	.000b

	Management
	
	Residual 
	2984.024
	607
	4.916
	
	

	
	
	Total 
	3333.609
	608
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	Students’
	1
	Regression
	414.617
	1
	414.617
	94.835
	.000b

	Discipline
	
	Residual 
	2653.797
	607
	4.372
	
	

	
	
	Total 
	3068.414
	608
	
	
	

	
	
	
	
	
	
	
	



Source: Researchers’ Fieldwork, 2023







TABLE 13

The regression weight of the predictor variable (supervisors’ provision of teaching materials)

	Dependent variable
	Models
	Predictors
	Β
	SE
	Beta
	T
	p-value

	Teachers’ service 
	1
	(Constant) 
	35.993
	1.851
	
	19.444
	.000

	Delivery generally

	
	Provision of
teaching 
	2.185
	.096
	.680
	22.851
	.000

	
	
	materials

	
	
	
	
	

	Instructional 
	1
	(Constant) 
	9.878
	.891
	
	11.086
	.000

	delivery 
	
	Provision of
teaching 
	.512
	.046
	.411
	11.122
	.000

	
	
	materials

	
	
	
	
	

	Students’ assessment
	1
	(Constant) 
	-1.463
	.929
	
	-1.575
	.116

	
	
	Provision of
teaching 
	1.015
	.048
	.651
	21.129
	.000

	
	
	materials

	
	
	
	
	

	Classroom   
	1
	(Constant) 
	14.311
	.724
	
	19.773
	.000

	Management 
	
	Provision of
teaching 
	.315
	.037
	.324
	8.433
	.000

	
	
	materials

	
	
	
	
	

	Students’ discipline
	1
	(Constant) 
	13.266
	.683
	
	19.436
	.000

	
	
	Provision of
teaching 
	.343
	.035
	.368
	9.738
	.000

	
	
	materials
	
	
	
	
	



Source: Researchers’ Fieldwork, 2023









delivery in terms of students’ assessment (F [1, 607] = 157.557, p < .05).  Furthermore, the result in Table 14 indicates that the changes in teachers’ service delivery in schools in the state in terms of classroom management (F [1, 607]183.875, p < .05), and students’ discipline (F [1, 607]168.221, p < .05) were predicted by the changes in supervisors’ monetary incentives across the schools respectively. 
Similarly, the result in Table 15 revealed on a general note, a positive unstandardized and standardized beta of 2.013 and .713, and a high positive t-value of 25.057 (p< .05). Specifically, the result in Table 15 also reveals a positive unstandardized and standardized beta of .597 and .546, and a high positive t-value of 16.050  (p< .05) for instructional delivery, a positive unstandardized and standardized beta of .621 and .454, and a positive t-value of 12.552 (p< .05) for students’ assessment, a positive unstandardized and standardized beta of .315 and .324, and a positive t-value of 8.433 (p< .05) for classroom management, and a positive unstandardized and standardized beta of .382 and .466, and a positive t-value of 12.970  (p< .05) for students’ discipline.
This implies that there are good relationships existing within supervisors’ monetary incentives and all the dimensions of teachers’ service delivery (instructional deliver, students’ assessment, control and individuals discipline) in schools in the state, and that improvement in supervisors’ ability to provide monetary incentives in the schools will lead to a more than growth in the extent to which tutors in schools in the state deliver their instructional roles, students assessment duties, their classroom management responsibilities and their students’ discipline duties. Based on these results, hypothesis two is rejected generally, and in terms of instructional delivery, students’ assessment, classroom management and students’ discipline. Thus, the following simple linear regression models were fitted based on the results of research question 2 and hypothesis 2 of this study.
Teachers’ service delivery generally:
TSDg = 0.713SPMI + 5.422……………….…………………………………....(34)
Instructional delivery:
TSDid = 0.546SPMI + 2.509.…………………………………….……………..(35)
Students’ assessment:
TSDsa = 0.454SPMI + 3.342……………………….…………………………...(36)
Classroom Management:
TSDcm = 0.482SPMI+ 2.053...……………………….…………………………(37)
Students’ discipline:
TSDsd = 0.466SPMI + 1.990..……………………….………………………….(38)




TABLE 14
[bookmark: _Hlk142886012]ANOVA output of simple linear regression results of the relationship between supervisors’ monetary incentives and teachers’ service delivery in public secondary schools in Cross River State generally, and in terms of instructional delivery, students’ assessment, classroom management, and students’ discipline
	Dependent variable
	Models
	Source
	SS
	Df
	MS
	F-ratio
	p-level

	Teachers’
	1
	Regression
	18460.799
	1
	18460.799
	627.859
	.000b

	Service 
	
	Residual 
	17847.477
	607
	29.403
	
	

	Delivery
	
	Total 
	36308.276
	608
	
	
	

	generally

	
	
	
	
	
	
	

	Instructional 
	1
	Regression
	1622.216
	1
	1622.216
	257.603
	.000b

	delivery 
	
	Residual 
	3822.497
	607
	6.297
	
	

	
	
	Total 
	5444.713
	608
	
	
	

	
	
	
	
	
	
	
	

	Students’
	1
	Regression
	1759.825
	1
	1759.825
	157.557
	.000b

	assessment 
	
	Residual 
	6779.853
	607
	11.169
	
	

	
	
	Total 
	8539.678
	608
	
	
	

	
	
	
	
	
	
	
	

	Classroom
	1
	Regression
	775.049
	1
	775.049
	183.875
	.000b

	Management
	
	Residual 
	2558.560
	607
	4.215
	
	

	
	
	Total 
	3333.609
	608
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	Students’
	1
	Regression
	665.837
	1
	665.837
	168.221
	.000b

	Discipline
	
	Residual 
	2402.577
	607
	3.958
	
	

	
	
	Total 
	3068.414
	608
	
	
	

	
	
	
	
	
	
	
	



Source: Researchers’ Fieldwork, 2023











TABLE 15

The regression weight of the predictor variable (supervisors’ monetary incentives)

	Dependent variable
	Models
	Predictors
	Β
	SE
	Beta
	t
	p-value

	Teachers’ service 
	1
	(Constant) 
	40.253
	1.521
	
	26.465
	.000

	Delivery generally

	
	supervisors’ monetary incentives 
	2.013
	.080
	.713
	25.057
	.000

	
	
	
	
	
	
	
	

	Instructional 
	1
	(Constant) 
	8.533
	.704
	
	12.123
	.000

	delivery 
	
	supervisors’ monetary incentives 
	.597
	.037
	.546
	16.050
	.000

	
	
	
	
	
	
	
	

	Students’ assessment
	1
	(Constant) 
	6.379
	.937
	
	6.805
	.000

	
	
	supervisors’ monetary incentives 
	.621
	.050
	.454
	12.552
	.000

	
	
	
	
	
	
	
	

	Classroom   
	1
	(Constant) 
	12.641
	.576
	
	21.950
	.000

	Management 
	
	supervisors’ monetary incentives 
	.412
	.030
	.482
	13.560
	.000

	
	
	
	
	
	
	
	

	Students’ discipline
	1
	(Constant) 
	12.700
	.558
	
	22.757
	.000

	
	
	supervisors’ monetary incentives 
	.382
	.029
	.466
	12.970
	.000

	
	
	
	
	
	
	
	



Source: Researchers’ Fieldwork, 2023










4.2.10 Hypothesis three
Supervisors’ feedback mechanism does not predict tutors service generally, and in terms of delivery, students’ assessment, control and individual discipline. The ANOVA and coefficient outputs of a simple linear regression analysis were employed in assessing the theory at the .05 level of significance. The outcome are summarized in Tables 16 and 17.
The result in Table 16 reveals that supervisors’ feedback mechanism significantly predicted teachers’ activity in schools in Cross River State was measured generally (F [1, 607] = 647.069, p < .05). Specifically,supervisors’ feedback mechanism across all schools in the state significantly predicted the variance in teachers’ service delivery in terms of instructional delivery across the schools (F [1, 607] = 128.684, p < .05). Also, the result in Table 16 reveals supervisors’ feedback mechanism across all schools in the state significantly predicted the variance in teachers’ service delivery in terms of students’ assessment (F [1, 607] = 324.249, p < .05).  In all, the result in Table 16 implies that supervisors’ feedback mechanism across all schools in the state significantly predict the variance in tutor service generally, and in terms of delivery, students’ assessment, control and individual discipline.
Similarly, the result in Table 17 revealed on a general note, a positive unstandardized and standardized beta of 2.208 and .718, and a high positive t-value of 25.438 (p< .05). Specifically, the result in Table 17 also reveals a positive unstandardized and standardized beta of .498 and .418, and a high positive t-value of 11.344 (p< .05) for instructional delivery, a positive unstandardized and standardized beta of .880  and .590, and a positive t-value of 18.007 (p< .05) for students’ assessment, a positive unstandardized and standardized beta of .362 and .388, and a positive t-value of 10.382  (p< .05) for classroom management, and a positive unstandardized and standardized beta of .469 and .525, and a positive t-value of 15.184  (p< .05) for students’ discipline.
This means that supervisors’ feedback mechanism significantly predicts tutor service generally, and in terms of delivery, students’ assessment, control and individual discipline in schools in the state. Thus, the following simple linear regression models were fitted based on the results of research question 3 and hypothesis 3 of this study.
Teachers’ service delivery generally:
TSDg = 0.718SFM + 5.381………………………………………………....(34)
Instructional delivery:
TSDid = 0.418SFM + 2.720.………………………………………………..(35)
Students’ assessment:
TSDsa = 0.590SFM + 3.028……………………….………..………….…...(36)
Classroom Management:
TSDcm = 0.388SFM+ 2.160...……………………….……………………...(37)
Students’ discipline:
TSDsd = 0.525SFM + 1.914..……………………….………………………(38)











TABLE 16
[bookmark: _Hlk142886115]ANOVA output of simple linear regression results of the relationship between supervisors’ feedback mechanism and teachers’ service delivery in public secondary schools in Cross River State generally, and in terms of instructional delivery, students’ assessment, classroom management, and students’ discipline
	Dependent variable
	Models
	Source
	SS
	Df
	MS
	F-ratio
	p-level

	Teachers’
	1
	Regression
	18734.182
	1
	18734.182
	647.069
	.000b

	Service 
	
	Residual 
	17574.094
	607
	28.952
	
	

	Delivery
	
	Total 
	36308.276
	608
	
	
	

	generally

	
	
	
	
	
	
	

	Instructional 
	1
	Regression
	952.378
	1
	952.378
	128.684
	.000b

	delivery 
	
	Residual 
	4492.334
	607
	7.401
	
	

	
	
	Total 
	5444.713
	608
	
	
	

	
	
	
	
	
	
	
	

	Students’
	1
	Regression
	2973.408
	1
	2973.408
	324.249
	.000b

	assessment 
	
	Residual 
	5566.270
	607
	9.170
	
	

	
	
	Total 
	8539.678
	608
	
	
	

	
	
	
	
	
	
	
	

	Classroom
	1
	Regression
	502.689
	1
	502.689
	107.785
	.000b

	Management
	
	Residual 
	2830.920
	607
	4.664
	
	

	
	
	Total 
	3333.609
	608
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	Students’
	1
	Regression
	844.632
	1
	844.632
	230.549
	.000b

	Discipline
	
	Residual 
	2223.782
	607
	3.664
	
	

	
	
	Total 
	3068.414
	608
	
	
	

	
	
	
	
	
	
	
	



Source: Researchers’ Fieldwork, 2023












TABLE 17

The regression weight of the predictor variable (supervisors’ feedback mechanism)

	Dependent variable
	Models
	Predictors
	Β
	SE
	Beta
	t
	p-value

	Teachers’ service 
	1
	(Constant) 
	36.867
	1.630
	
	22.614
	.000

	Delivery generally

	
	feedback mechanism
	2.208
	.087
	.718
	25.438
	.000

	
	
	
	
	
	
	
	

	Instructional 
	1
	(Constant) 
	10.446
	.824
	
	12.673
	.000

	delivery 
	
	feedback mechanism
	.498
	.044
	.418
	11.344
	.000

	
	
	
	
	
	
	
	

	Students’ assessment
	1
	(Constant) 
	1.650
	.918
	
	1.798
	.073

	
	
	feedback mechanism
	.880
	.049
	.590
	18.007
	.000

	
	
	
	
	
	
	
	

	Classroom   
	1
	(Constant) 
	13.636
	.654
	
	20.839
	.000

	Management 
	
	feedback mechanism
	.362
	.035
	.388
	10.382
	.000

	
	
	
	
	
	
	
	

	Students’ discipline
	1
	(Constant) 
	11.136
	.580
	
	19.202
	.000

	
	
	feedback mechanism
	.469
	.031
	.525
	15.184
	.000

	
	
	
	
	
	
	
	



Source: Researchers’ Fieldwork, 2023













4.2.11 Hypothesis four 
Supervisors’ provision of opportunities for professional development does not predict tutors service generally, and in terms of delivery, students’ assessment, control and individual discipline. The outcome aresummarized in Tables 18 and 19.
The result in Table 18 reveals that supervisors’ provision of opportunities for professional development significantly predicted teachers’ activity in schools in Cross River State was measured generally (F [1, 607] = 480.532, p < .05). Specifically,supervisors’ provision of opportunities for professional development across all schools in the state significantly predicted the variance in teachers’ service delivery in terms of instructional delivery across the schools (F [1, 607] = 75.174, p < .05). Also, the result in Table 18 reveals supervisors’ provision of opportunities for professional development across all schools in the state significantly predicted the variance in teachers’ service delivery in terms of students’ assessment (F [1, 607] = 590.380, p < .05).  In all, the result in Table 18 implies that supervisors’ provision of opportunities for professional development across all schools in the state significantly predict the variance in tutor service generally, and in terms of delivery, students’ assessment, control and individual discipline.
Similarly, the result in Table 19 revealed on a general note, a positive unstandardized and standardized beta of 2.042 and .665, and a high positive t-value of 21.921 (p< .05). Specifically, the result in Table 19 also reveals a positive unstandardized and standardized beta of .395 and .332, and a high positive t-value of 8.670 (p< .05) for instructional delivery, a positive unstandardized and standardized beta of 1.046 and .702, and a positive t-value of 24.298 (p< .05) for students’ assessment, a positive unstandardized and standardized beta of .259 and .279, and a positive t-value of 7.147 (p< .05) for classroom management, and a positive unstandardized and standardized beta of .342 and .383, and a positive t-value of 10.201 (p< .05) for students’ discipline.
This means that supervisors’ provision of opportunities for professional development significantly predicts tutor service generally, and in terms of delivery, students’ assessment, control and individual discipline in schools in the state. Thus, the following simple linear regression models were fitted based on the results of research question 4 and hypothesis 4 of this study.
Teachers’ service delivery generally:
TSDg = 0.665SPOPD + 5.778…………….………………………………….(34)
Instructional delivery:
TSDid = 0.332SPOPD + 2.825.……………………………………………...(35)
Students’ assessment:
TSDsa = 0.702SPOPD + 2.671……………………….………...……………(36)
Classroom Management:
TSDcm = 0.279SPOPD+ 2.251...……………………….……………………(37)
Students’ discipline:
TSDsd = 0.383SPOPD+ 2.077..……………………….……………………..(38)






TABLE 18
[bookmark: _Hlk142886210]ANOVA output of simple linear regression results of the relationship between supervisors’ provision of opportunities for professional development and teachers’ service delivery in public secondary schools in Cross River State generally, and in terms of instructional delivery, students’ assessment, classroom management, and students’ discipline
	Dependent variable
	Models
	Source
	SS
	Df
	MS
	F-ratio
	p-level

	Teachers’
	1
	Regression
	16043.012
	1
	16043.012
	480.532
	.000b

	Service 
	
	Residual 
	20265.264
	607
	33.386
	
	

	Delivery
	
	Total 
	36308.276
	608
	
	
	

	generally

	
	
	
	
	
	
	

	Instructional 
	1
	Regression
	599.996
	1
	599.996
	75.174
	.000b

	delivery 
	
	Residual 
	4844.716
	607
	7.981
	
	

	
	
	Total 
	5444.713
	608
	
	
	

	
	
	
	
	
	
	
	

	Students’
	1
	Regression
	4210.571
	1
	4210.571
	590.380
	.000b

	assessment 
	
	Residual 
	4329.107
	607
	7.132
	
	

	
	
	Total 
	8539.678
	608
	
	
	

	
	
	
	
	
	
	
	

	Classroom
	1
	Regression
	258.761
	1
	258.761
	51.081
	.000b

	Management
	
	Residual 
	3074.849
	607
	5.066
	
	

	
	
	Total 
	3333.609
	608
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	Students’
	1
	Regression
	844.632
	1
	844.632
	230.549
	.000b

	Discipline
	
	Residual 
	2223.782
	607
	3.664
	
	

	
	
	Total 
	3068.414
	608
	
	
	

	
	
	
	
	
	
	
	



Source: Researchers’ Fieldwork, 2023















TABLE 19

The regression weight of the predictor variable (supervisors’ provision of opportunities for professional development)

	Dependent variable
	Models
	Predictors
	Β
	SE
	Beta
	t
	p-value

	Teachers’ service 
	1
	(Constant) 
	13.548
	.625
	
	21.690
	.000

	Delivery generally

	
	Professional development
	.342
	.033
	.383
	10.201
	.000

	
	
	
	
	
	
	
	

	Instructional 
	1
	(Constant) 
	12.414
	.850
	
	14.614
	.000

	delivery 
	
	Professional development
	.395
	.046
	.332
	8.670
	.000

	
	
	
	
	
	
	
	

	Students’ assessment
	1
	(Constant) 
	-1.311
	.803
	
	-1.632
	.103

	
	
	Professional development
	1.046
	.043
	.702
	24.298
	.000

	
	
	
	
	
	
	
	

	Classroom   
	1
	(Constant) 
	15.575
	.677
	
	23.014
	.000

	Management 
	
	Professional development
	.259
	.036
	.279
	7.147
	.000

	
	
	
	
	
	
	
	

	Students’ discipline
	1
	(Constant) 
	11.136
	.580
	
	19.202
	.000

	
	
	Professional development
	.469
	.031
	.525
	15.184
	.000

	
	
	
	
	
	
	
	



Source: Researchers’ Fieldwork, 2023













4.2.12 Hypothesis five 
Supervisors’ performance evaluation does not predict tutors service generally, and in terms of delivery, students’ assessment, control and individual discipline. The ANOVA and coefficient outputs of a simple linear regression analysis were employed in assessing the theory at the .05 level of significance. The outcome are summarized in Tables 20 and 21.
The result in Table 20 reveals that supervisors’ performance evaluation significantly predicted teachers’ activity in schools in Cross River State was measured generally (F [1, 607] = 957.856, p < .05). Specifically,supervisors’ performance evaluation across all schools in the state significantly predicted the variance in teachers’ service delivery in terms of instructional delivery across the schools (F [1, 607] = 473.713, p < .05). Also, the result in Table 20 reveals supervisors’ performance evaluation across all schools in the state significantly predicted the variance in teachers’ service delivery in terms of students’ assessment (F [1, 607] = 67.611, p < .05).  In all, the result in Table 20 implies that supervisors’ performance evaluation across all schools in the state significantly predict the variance in tutors service generally, and in terms of delivery, students’ assessment, control and individual discipline.
Similarly, the result in Table 21 revealed on a general note, a positive unstandardized and standardized beta of 2.150 and .782, and a high positive t-value of 30.949 (p< .05). Specifically, the result in Table 21 also reveals a positive unstandardized and standardized beta of .705 and .662, and a high positive t-value of 21.765 (p< .05) for instructional delivery, a positive unstandardized and standardized beta of .422 and .317, and a positive t-value of 8.223 (p< .05) for students’ assessment, a positive unstandardized and standardized beta of .616 and .739, and a positive t-value of 27.053 (p< .05) for classroom management, and a positive unstandardized and standardized beta of  .408 and .511, and a positive t-value of 14.630 (p< .05) for students’ discipline.
This means that supervisors’ performance evaluation significantly predicts tutor service generally, and in terms of delivery, students’ assessment, control and individual discipline in schools in the state. Thus, the following simple linear regression models were fitted based on the results of research question 5 and hypothesis 5 of this study.
Teachers’ service delivery generally:
TSDg = 0.782SPE + 4.817………………………………………………….……(34)
Instructional delivery:
TSDid = 0.662SPE + 2.245.……………………….…………………………......(35)
Students’ assessment:
TSDsa = 0.317SPE+ 3.558……………………….………………………………(36)
Classroom Management:
TSDcm = 0.739SPE+ 1.578...……………………….……………………………(37)
Students’ discipline:
TSDsd = 0.511SPE+ 1.933..……………………….……………………………..(38)










TABLE 20
ANOVA output of simple linear regression results of the relationship between supervisors’ performance evaluation and teachers’ service delivery in public secondary schools in Cross River State generally, and in terms of instructional delivery, students’ assessment, classroom management, and students’ discipline
	Dependent variable
	Models
	Source
	SS
	Df
	MS
	F-ratio
	p-level

	Teachers’
	1
	Regression
	22224.473
	1
	22224.473
	957.856
	.000b

	Service 
	
	Residual 
	14083.802
	607
	23.202
	
	

	Delivery
	
	Total 
	36308.276
	608
	
	
	

	generally

	
	
	
	
	
	
	

	Instructional 
	1
	Regression
	2386.601
	1
	2386.601
	473.713
	.000b

	delivery 
	
	Residual 
	3058.112
	607
	5.038
	
	

	
	
	Total 
	5444.713
	608
	
	
	

	
	
	
	
	
	
	
	

	Students’
	1
	Regression
	855.860
	1
	855.860
	67.611
	.000b

	assessment 
	
	Residual 
	7683.818
	607
	12.659
	
	

	
	
	Total 
	8539.678
	608
	
	
	

	
	
	
	
	
	
	
	

	Classroom
	1
	Regression
	1822.272
	1
	1822.272
	731.881
	.000b

	Management
	
	Residual 
	1511.337
	607
	2.490
	
	

	
	
	Total 
	3333.609
	608
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	Students’
	1
	Regression
	844.632
	1
	844.632
	230.549
	.000b

	discipline
	
	Residual 
	2223.782
	607
	3.664
	
	

	
	
	Total 
	3068.414
	608
	
	
	

	
	
	
	
	
	
	
	



Source: Researchers’ Fieldwork, 2023














TABLE 21

The regression weight of the predictor variable (supervisors’ performance evaluation)

	Dependent variable
	Models
	Predictors
	Β
	SE
	Beta
	t
	p-value

	Teachers’ service 
	1
	(Constant) 
	35.833
	1.375
	
	26.055
	.000

	Delivery generally

	
	performance evaluation
	2.150
	.069
	.782
	30.949
	.000

	
	
	
	
	
	
	
	

	Instructional 
	1
	(Constant) 
	5.906
	.641
	
	9.216
	.000

	delivery 
	
	performance evaluation
	.705
	.032
	.662
	21.765
	.000

	
	
	
	
	
	
	
	

	Students’ assessment
	1
	(Constant) 
	9.755
	1.016
	
	9.603
	.000

	
	
	performance evaluation
	.422
	.051
	.317
	8.223
	.000

	
	
	
	
	
	
	
	

	Classroom   
	1
	(Constant) 
	8.303
	.451
	
	18.431
	.000

	Management 
	
	performance evaluation
	.616
	.023
	.739
	27.053
	.000

	
	
	
	
	
	
	
	

	Students’ discipline
	1
	(Constant) 
	11.136
	.580
	
	19.202
	.000

	
	
	performance evaluation
	.469
	.031
	.525
	15.184
	.000

	
	
	
	
	
	
	
	



Source: Researchers’ Fieldwork, 2023













4.2.13 Hypothesis six
Supervisors’ recommendation of teachers for promotion does not predict tutors service generally, and in terms of delivery, students’ assessment, control and individual discipline. The ANOVA and coefficient outputs of a simple linear regression analysis were employed in assessing the theory at the .05 level of significance. The outcome are summarized in Tables 22 and 23.
The result in Table 22 reveals that supervisors’ recommendation of teachers for promotion significantly predicted teachers’ activity in schools in Cross River State was measured generally (F [1, 607] = 358.645, p < .05). Specifically,supervisors’ recommendation of teachers for promotion across all schools in the state significantly predicted the variance in teachers’ service delivery in terms of instructional delivery across the schools (F [1, 607] = 146.565, p < .05). Also, the result in Table 22 reveals supervisors’ recommendation of teachers for promotion across all schools in the state significantly predicted the variance in teachers’ service delivery in terms of students’ assessment (F [1, 607] = 70.525, p < .05).  In all, the result in Table 20 implies that supervisors’ recommendation of teachers for promotion across all schools in the state significantly predict the variance in tutors service generally, and in terms of delivery, students’ assessment, control and individual discipline.
Similarly, the result in Table 23 revealed on a general note, a positive unstandardized and standardized beta of 1.636 and .609, and a high positive t-value of 18.938 (p< .05). Specifically, the result in Table 22 also reveals a positive unstandardized and standardized beta of .458 and .441, and a high positive t-value of 12.106 (p< .05) for instructional delivery, a positive unstandardized and standardized beta of .420 and .323, and a positive t-value of 8.398 (p< .05) for students’ assessment, a positive unstandardized and standardized beta of .398 and .489, and a positive t-value of 13.803 (p< .05) for classroom management, and a positive unstandardized and standardized beta of  .360 and .461, and a positive t-value of 12.807 (p< .05) for students’ discipline.
This means that supervisors’ recommendation of teachers for promotion significantly predicts secondary teachers’ activity in generally, and in terms of guiding activity, students’ assessment, control and individualsdiscipline in schools in the state. Thus, the following simple linear regression models were fitted based on the results of research question 6 and hypothesis 6 of this study.
Teachers’ service delivery generally:
TSDg = 0.782SRTP + 4.817……………….……………………………………(34)
Instructional delivery:
TSDid = 0.662SRTP + 2.245.……………………….………………………......(35)
Students’ assessment:
TSDsa = 0.317SRTP+ 3.558……………………….……………………………(36)
Classroom Management:
TSDcm = 0.739SRTP+ 1.578...……………………….………………………...(37)
Students’ discipline:
TSDsd = 0.511SRTP+ 1.933..……………………….………………………….(38)








TABLE 22
[bookmark: _Hlk142886450]ANOVA output of simple linear regression results of the relationship between supervisors’ recommendation of teachers for promotion and teachers’ service delivery in public secondary schools in Cross River State generally, and in terms of instructional delivery, students’ assessment, classroom management, and students’ discipline
	Dependent variable
	Models
	Source
	SS
	Df
	MS
	F-ratio
	p-level

	Teachers’
	1
	Regression
	13485.053
	1
	13485.053
	358.645
	.000b

	Service 
	
	Residual 
	22823.223
	607
	37.600
	
	

	Delivery
	
	Total 
	36308.276
	608
	
	
	

	generally

	
	
	
	
	
	
	

	Instructional 
	1
	Regression
	1058.974
	1
	1058.974
	146.565
	.000b

	delivery 
	
	Residual 
	4385.738
	607
	7.225
	
	

	
	
	Total 
	5444.713
	608
	
	
	

	
	
	
	
	
	
	
	

	Students’
	1
	Regression
	888.909
	1
	888.909
	70.525
	.000b

	assessment 
	
	Residual 
	7650.769
	607
	12.604
	
	

	
	
	Total 
	8539.678
	608
	
	
	

	
	
	
	
	
	
	
	

	Classroom
	1
	Regression
	796.350
	1
	796.350
	190.514
	.000b

	Management
	
	Residual 
	2537.259
	607
	4.180
	
	

	
	
	Total 
	3333.609
	608
	
	
	

	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	

	Students’
	1
	Regression
	652.753
	1
	652.753
	164.022
	.000b

	discipline
	
	Residual 
	2415.661
	607
	3.980
	
	

	
	
	Total 
	3068.414
	608
	
	
	

	
	
	
	
	
	
	
	



Source: Researchers’ Fieldwork, 2023
















TABLE 23

The regression weight of the predictor variable (recommendation of teachers for promotion)

	Dependent variable
	Models
	Predictors
	Β
	SE
	Beta
	t
	p-value

	Teachers’ service 
	1
	(Constant) 
	47.144
	1.646
	
	28.636
	.000

	Delivery generally

	
	Teachers for 
Promotion 
	1.636
	.086
	.609
	18.938
	.000

	
	
	
	
	
	
	
	

	Instructional 
	1
	(Constant) 
	11.076
	.722
	
	15.347
	.000

	delivery 
	
	Teachers for 
Promotion
	.458
	.038
	.441
	12.106
	.000

	
	
	
	
	
	
	
	

	Students’ assessment
	1
	(Constant) 
	10.110
	.953
	
	10.606
	.000

	
	
	Teachers for 
Promotion
	.420
	.050
	.323
	8.398
	.000

	
	
	
	
	
	
	
	

	Classroom   
	1
	(Constant) 
	12.878
	.549
	
	23.460
	.000

	Management 
	
	Teachers for 
Promotion
	.398
	.029
	.489
	13.803
	.000

	
	
	
	
	
	
	
	

	Students’ discipline
	1
	(Constant) 
	13.081
	.536
	
	24.423
	.000

	
	
	Teachers for 
Promotion
	.360
	.028
	.461
	12.807
	.000

	
	
	
	
	
	
	
	



Source: Researchers’ Fieldwork, 2023













4.2.14 	Hypothesis seven
There is not significant composite effective of supervisors’ motivational indices on teachers’ service delivery generally. The predictor variables in this hypothesis are provision of teaching materials, monetary incentives, feedback mechanism, provision of opportunities for professional development, performance evaluation and recommendation of teachers for promotion, while the criterion variable is it in schools in the state. This means that the predictor variables (provision of teaching materials, monetary incentives, feedback mechanism, provision of opportunities for professional development, performance evaluation and recommendation of teachers for promotion) are jointly potent in significantly predicting the variance in the criterion variable. 
In the whole, given that F-value is 316.512 (p<.05) and R and R2 are 871 and .759, which indicates that the multiple correlation coefficient differs significantly from zero, indicating an association within the materials and the criterion variable, the last theory is not recognized. This means that there is not significant composite effect of supervisors’ motivational indices on its delivery generally in schools in the state.
To find the relative contribution or predictive strength of the of predictor variables (provision of teaching materials, monetary incentives, feedback mechanism, provision of opportunities for professional development, performance evaluation and recommendation of teachers for promotion) in predicting the total variance in it in schools in the state, a test of regression weight was carried out and the result is shown in Table 25. Table 25 indicates that supervisors’ performance evaluation (t= 13.297, p< .05) is the strongest predictor of the variance in service delivery in schools in the state. The second strongest predictor is supervisors’ provision of opportunities for professional development(t= 6.226, p< .05), then supervisors’ provision of teaching materials  (t=6.144, p<.05), then supervisors feedback mechanism (t= 4.148, p< .05), and then supervisors’ recommendation of teachers for promotion (t=2.703, p>.05), while supervisors’ monetary incentives  (t=1.212, p>.05) did not contribute significantly to the variance in teachers’ service delivery in schools in the state in the Multiple Regression model.
Thus, the Multiple linear regression model was fitted based on the results of hypothesis nine of this study.
Teachers’ attitude towards work generally:
TAWg = 0.189SPTM + 0. 043SPMI+ 0. 148SFM + 0. 174SPOPD+0.426SPE+ -0. 074SRTP+ 3.810…..(64)
Where;
SPTM     = Supervisors’ Provision of Teaching Materials
SPMI	=  Supervisors’ Provision of Monetary Incentives
SFM	=  Supervisors’ Feedback Mechanism 
SPOPD   =  Supervisors’ Provision of Opportunities for Professional Development
SPE	=  Supervisors’ Performance Evaluation 
SRTP	=  Supervisors’ Recommendation of Teachers for Promotion 
TABLE 24
[bookmark: _Hlk123711344][bookmark: _Hlk142886573]Summary of multiple regression analysis of the relationship between supervisors’ motivational indices and teachers’ service delivery in public secondary schools in Cross River State

	Model
	Sum of squares
	Df
	Mean square
	F ratio
	p–level

	Regression
	27568.990
	6
	4594.832
	316.512
	.000b

	Residual
	8739.286
	602
	14.517
	
	

	Total
	36308.276
	608
	
	
	


R= .871a R2=.759   Adj R2 = .757 Std. Error=3.810
a. Predictor variables: (Constant), Provision of teaching materials, supervisors' monetary incentives, supervisors' feedback mechanism, supervisors' provision of opportunities for professional development, supervisors’ performance evaluation, supervisors’ recommendation of teachers for promotion
b. Criterion variable: Teachers’ service delivery in public secondary schools in in Cross River State


Source: Researchers’ Fieldwork, 2023















TABLE 25

Regression weights of the predictor variables
	Variables 
	B
	Std. Error
	Beta
	t
	p-value
	Rank

	Constant
	19.009
	1.417
	
	13.414
	.000
	

	Provision of teaching materials 
	.608
	.099
	.189
	6.144
	.000
	3rd 

	Supervisors' Monetary incentives
	.120
	.099
	.043
	1.212
	.226
	

	Supervisors' Feedback mechanism
	.456
	.110
	.148
	4.148
	.000
	4th

	Supervisors' provision of opportunities for professional development
	.535
	.086
	.174
	6.226
	.000
	2nd

	Supervisors’ Performance evaluation
	1.169
	.088
	.426
	13.297
	.000
	1st

	Supervisors’ recommendation of teachers for promotion
	.198
	.073
	.074
	2.703
	.007
	5th



a. Predictor variables: (Constant), Provision of teaching materials, supervisors' monetary incentives, supervisors' feedback mechanism, supervisors' provision of opportunities for professional development, supervisors’ performance evaluation, supervisors’ recommendation of teachers for promotion
b. Criterion variable: Teachers’ service delivery in public secondary schools in in Cross River State


Source: Researchers’ Fieldwork, 2023













4.3	Discussion of findings
4.3.1 Supervisors’ provision of teaching materials and teachers’ service delivery
The analysis of the first research question which was raised to establish whether supervisors’ provision of teaching materials predicted its delivery in schools in the state generally, and specifically in terms of instructional delivery, students’ assessment, classroom management and students’ discipline, revealed that supervisors’ provision of teaching materials predicted its delivery in schools in the state generally, and specifically in terms of activity, students’ assessment, control and individual discipline. 
This result means that improvement in the extent to which supervisors provide teaching materials to tutors in schools in the state has the tendency to boost teachers’ instructional efficacy in the schools. This result is not surprising given that no teachers can deliver effective service in the classroom without functional instructional resources. 
This implies that teachers may not be able to deliver effective instructions in the classroom, carry out effective students’ assessment process, maintain effective classroom environment, and ensure effective students’ discipline when adequate teaching and learning resources are not provided in public schools in Cross River State. 
However, this result may be occasioned by the fact that teachers have good mastery of their subject matter. This is because no matter the quality of teaching resources provided in school, teachers may not deliver their services effectively when they lack the pedagogical acumen to deliver quality instruction in their subject area. Again, this result may be attributed to the fact that there is adequate funds to improve infrastructural provision in the schools. This means that teachers service delivery in secondary schools in Cross River State may also be predicted by the extent to which teachers have adequate mastery of the subject are4as and the extent to which funds are made available to boost infrastructural provision in the schools.
4.3.2 Supervisors’ monetary incentivesand teachers’ service delivery
The analysis of the second research question which was raised to establish whether supervisors’ monetary incentives predicted it in schools in the state generally, and specifically in terms of instructional delivery, students’ assessment, classroom management and students’ discipline, revealed that supervisors’ monetary incentives predicted it in schools in the state generally, and specifically in terms of guide delivery, students’ assessment, administration and students’ discipline. 
This result means that improvement in the extent to which supervisors provide monetary incentives to teachers in schools in the state has the tendency to boost teachers’ instructional delivery, boost their morale towards effective students’ assessment, make adequate efforts to maintain effective and conducive classroom environment and ensure proper disciplinary control in the schools. This result is not surprising given that that monetary compensation is the one of the pertinent factors that tend to shape the work behaviour of worker in formal organization including educational organizations. The reason for this positive association between supervisors’ provision of monetary incentives and teachers’ service delivery in public secondary schools is that financial compensation is the first consideration for working in any organization and thus as workers’ monetary benefits are improved from time to time, they become zealous to work and be committed to their duties in the organization. 
Also, this supports the findings of Mohammed, Onu and Dalhatu (2022) who investigated the effect of activation on creativity in public senior schools in Bauchi Metropolis, Bauchi State, Nigeria and discovered that annual leave allowances, payment of salary, free medical care, and promotion as well as working conditions influenced teachers’ productivity through motivation. It implies that provision of monetary incentives to teachers is a feasible measure to boost their morale towards improved service delivery in schools.   However, this result may be occasioned by the fact that teachers are given monetary rewards that are based on their performance in the schools. This is because giving teachers financial rewards that are not equitable with their efforts in schools can result in dissatisfaction and thus poor service delivery. This implies that teachers’ service delivery can also be predicted by the extent to which their financial rewards in the schools matches their efforts in the teaching and learning process.
4.3.3 Supervisors’ feedback mechanism and teachers’ service delivery
The analysis of the third research question which was raised to establish whether supervisors’ feedback mechanism predicted its delivery in schools in the state generally, and specifically in terms of instructional delivery, students’ assessment, classroom management and students’ discipline, revealed that supervisors’ feedback mechanism predicted its in schools in the state generally, and specifically in terms of activity, students’ assessment, contrl and individual discipline. 
This result means that improvement in the extent to which supervisors provide feedback to teachers on their activity in schools in Cross River State has the tendency to boost teachers’ instructional delivery, boost their morale towards effective students’ assessment, make adequate efforts to maintain effective and conducive classroom environment and ensure proper disciplinary control in the schools. This result is not surprising given that when teachers are given adequate feedback on their performance in schools, it helps to take corrective measures to improve their performance in the school system.  The reason for this positive association between supervisors’ feedback mechanism and teachers’ service delivery in public secondary schools is the provision of performance feedback to teachers is a supervisory role of a secondary school principal meant to improve instructional effectiveness in the secondary school system, and thus the more teachers receive feedback on their performance, the more they tend to improve their performance. 
The reason for the positive linkage between provision of teaching materials and teachers’ service delivery is established in the expression of Hoy and Miskel (2004) who noted that feedback plays a crucial role in the motivation of teachers. This is because using feedback as means of improving teachers’ service delivery involves adequate monitoring of the teaching and learning process to ascertain their weakness and strength and providing feasible measures to improve their performance. This implies that teachers’ service delivery can also be predicted by principals’ ability to monitor what teachers do in the classroom with students. 
4.3.4  Supervisors’ provision of opportunities for professional development and teachers’ service delivery

The analysis of the fourth research question which was raised to establish whether supervisors’ provision of opportunities for growth predicted teachers’ service delivery in schools in the state generally, and specifically in terms of instructional delivery, students’ assessment, classroom management and students’ discipline, revealed that supervisors’ provision of opportunities for professional development predicted it in schools in the state generally, and specifically in terms of activity, students’ assessment, control and individual discipline. 
This result means that improvement in the extent to which supervisors provide staff development opportunities to teachers in schools in the state has the tendency to boost teachers’ instructional delivery, boost their morale towards effective students’ assessment, make adequate efforts to maintain effective and conducive classroom environment and ensure proper disciplinary control in the schools. This result suggests that the more staff are made to attend professional workshops, conferences, seminars, in-service training programmes the more the acquire the required professional competences to deliver their roles in the institutions which is key to motivating them to be committed to their duties in schools.  Apart from this, professional development is a job enrichment model and thus appeals on staff sense of self-worth, which as a motivation mechanism for improve performance in the institutions. 
The nature of this positive result is not surprising given the fact that staff development programmes are learning mechanism that helps individuals working in any organization, at any level to acquire competencies in their areas of responsibilities through direct exposure to practical experiences geared towards improving technical skills, abilities and competencies for better performance, thus building their professional and personal growth in the system. This motivates them to be committed to their duties in schools. It is quite natural that when people are given opportunities to take part in a staff development programme, the more they acquire professional and technical skills to perform their jobs effectively, and the more they are happy to perform their roles with high level of effectiveness, enthusiasm and passion.  This also established the findings of A study by Uchendu and Ukpong (2012) who established the staff development has implications on teachers’ satisfaction and service delivery in schools. 
However, this result may also be attributed to the fact that teachers are satisfied with the level at which staff development is carried out in the schools. Staff development are part of employment contract that are naturally accruing to teachers by virtue of being employees of the teaching profession. When teachers are given these adequate opportunities for development, they become happy with their jobs and are ready to put extra efforts for the success of their schools. Teachers tend to display all manner of negative behaviour in schools because they feel they are not adequate prospect for individual and expert development. This implies that the extent to which teachers are satisfied with their training opportunities in the schools can also predict their service delivery.
4.3.5 Supervisors’ performance evaluation and teachers’ service delivery

The analysis of the fifth research question which was raised to establish whether supervisors’ performance evaluation predicted its delivery in schools in the state generally, and specifically in terms of instructional delivery, students’ assessment, classroom management and students’ discipline, revealed that supervisors’ performance evaluation predicted its delivery in schools in the state generally, and specifically in terms of delivery, students’ assessment, control and individuals discipline. 
This result means that improvement in the extent to which supervisors evaluate teachers in schools in the state has the tendency to boost teachers’ activity in the schools can boost their dispositions towards instructional delivery, boost their morale towards effective students’ assessment, make adequate efforts to maintain effective and conducive classroom environment and ensure proper disciplinary control in the schools. This result suggests that the more teachers’ performance are being evaluated in the schools, the more teachers tend to deliver their roles in the institutions which is key to motivating them to be committed to their duties in schools. With this approach therefore, hard work is rewarded and teachers who put more efforts on their work are being rewarded, thus enhancing their dispositions to deliver their duties effectively in schools. 
However, this result may also be attributed to the fact that principals in the schools do not compromise standards in the process of staff appraisal. This is because irregularity in staff evaluation process can arouse conflict in schools which can lead to teachers’ dissatisfaction and thus poor service delivery.  This means that teachers’ service delivery can be predicted by the extent to which principals are fair in carrying out effective staff performance appraisal in the schools.
4.3.6 Supervisors’ recommendation of teachers for promotionand teachers’ service delivery

The analysis of the sixth research question which was raised to establish whether supervisors’ recommendation of teachers for promotionpredictedteachers’ service delivery in schools in the state generally, and specifically in terms of instructional delivery, students’ assessment, classroom management and students’ discipline, revealed that supervisors’ recommendation of teachers for promotion predicted teachers’ service delivery in schools in the state generally, and specifically in terms of delivery, students’ assessment, control and individual discipline. 
This result means that improvement in the extent to which supervisors recommend teachers for promotionin schools in the state has the tendency to boost teachers’ performance in the schools can boost their dispositions towards instructional delivery, boost their morale towards effective students’ assessment, make adequate efforts to maintain effective and conducive classroom environment and ensure proper disciplinary control in the schools. This result suggests that the more teachers are being recommended for promotion in the schools, the more teachers tend to deliver their roles in the institutions which is key to motivating them to be committed to their duties in schools. The reason for the nature of this result is that promotion is one of the most significant and most outstanding approaches of human resource management geared towards ensuring that hard working staff are rewarded according to their performance in the organization. Promotion is a job enrichment mechanism in the school system and appeals to teachers’ sense of fulfillment, accomplishment, development and personal growth on the job. With this level of motivation and enthusiasm on the job, they put in more effort in delivering their roles effectively in school, so as to attain higher promotion.
However, this result may be occasioned by the fact that promotion in the schools is based on performance. The willingness of employees to put more effort in their jobs is sometimes determined by expectation that increased effort or performance will yield higher rewards. This implies that teachers may not be enthused to be highly committed to their roles in the schools when they know that promotion in the system is not based on the level of achievement in performance. It is a common trend in our secondary school system that teachers are promoted based on their years of experience, such that whether they are doing well or not, at the end of every three years their promotion will come. This sometimes, reduces the morale of those teachers who may decide to work hard in order to be promoted. This connotes that the level at which teachers are promoted based on their performance may also contribute to the extent of service delivery in the schools.
4.3.7 Provision of teaching materials, monetary incentives, feedback mechanism, provision of opportunities for professional development, performance evaluation and recommendation of teachers for promotion and teachers’ service delivery

The analysis of the last research question which was raised to ascertain the relative and cumulative contributions of provision of teaching materials, monetary incentives, feedback mechanism, provision of opportunities for professional development, performance evaluation and recommendation of teachers for promotion to teachers’ service delivery generally, revealed that provision of teaching materials, monetary incentives, feedback mechanism, provision of opportunities for professional development, performance evaluation and recommendation of teachers for promotion have relative and cumulative contributions to teachers’ service delivery generally in the schools. The result of the result question agrees with the result of the analysis of the last hypothesis that provision of teaching materials, monetary incentives, feedback mechanism, provision of opportunities for professional development, performance evaluation and recommendation of teachers for promotion have significant composite effect on teachers’ service delivery in schools in the state. This result suggests that improvement in supervisors’ motivational indices will improve the teachers’ service delivery in the schools. The result also implies that teachers’ service delivery in schools in the state is determined by the extent to which supervisors or principals employ effective motivational approaches to boost teachers’ morale towards high service delivery in the schools.
The result also revealed of provision of teaching materials, monetary incentives, feedback mechanism, provision of opportunities for professional development, performance evaluation and recommendation of teachers for promotion contributed 75.9 percent of the total variation in teachers’ service delivery generally in schools in the state. This explains that there are other factors in the State that are responsible for the variations in service delivery in the schools other than the once considered in the study. School supervision may contribute to the nature of teachers’ servce delivery in the schools. Supervision is supposed to be guidance-oriented, to improve the performance of teachers where they are not doing well in their roles. But most times, supervision is carried out for fault-finding, thus teachers only put in their best when they are expecting supervisors, but after the exercise they return to their poor attitude towards work. Other factors like workload and student-teacher ratio, attitude of principals and availability of requisite facilities may also contribute to variance in teachers’ attitude to work in the schools. 





CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
This chapter presents the summary of the study, conclusion, recommendations, and suggestions for further studies. The chapter was therefore displayed on the following sub-headings.
5.1    	Summary of the study
5.2    	Implications of the findings
5.3	Conclusion
5.4    	Recommendations
5.5    	Suggestions for further research
5.1    	Summary of the study
[bookmark: _Hlk94227831]The purpose of this research was to examine the interaction within compensation management and teachers’ service delivery in public secondary schools in the state. Seven research questions were raised to direct this research. Seven hypotheses were tested in the study. These hypotheses were stated as follows:
1.	Supervisors’ provision of teaching materials does not predict tutors service generally, and in terms of delivery, students’ assessment, control and individual discipline
2.	Supervisors’ monetary incentives does not predict tutors service generally, and in terms of delivery, students’ assessment, control and individual discipline
3.	Supervisors’ feedback mechanism does not predict tutors service generally, and in terms of delivery, students’ assessment, control and individual discipline
4.	Supervisors’ provision of opportunities for professional development does not predict tutors service generally, and in terms of delivery, students’ assessment, control and individual discipline 
5.	Supervisors’ performance evaluation does not predict tutors service generally, and in terms of delivery, students’ assessment, control and individual discipline 
6.	Supervisors’ recommendation of teachers for promotion does not predict tutors service generally, and in terms of delivery, students’ assessment, control and individual discipline 
7.	There is not significant composite effect of supervisors’ motivational indices on teachers’ service delivery generally. 
[bookmark: _Hlk142882803][bookmark: _Hlk142882861][bookmark: _Hlk142883028]Relevant and related literature were reviewed and discussed in chapter two based on the major materials of the research. Chapter three focused on the methodology adopted in carrying out the study.  Correlational research design was accepted for the research. It was used to select 634 teachers as sample for this study. An arranged questionnaire tagged “Supervisors’ Motivational Indices and Teachers’ Service Delivery Questionnaire (SMITSDQ)” was used as instrument for data collection. Simple Regression analysis, Multiple Hierarchical Linear Regression analysis and Multiple Linear Regression analysis were used for data analysis. The outcome of the analysis displayed that supervisors’ provision of teaching materials, provision of monetary incentives, supervisors’ feedback mechanism, supervisors’ provision of opportunities for professional development, supervisors’ performance evaluation and supervisors’ recommendation of teachers for promotion individually and jointly predicted teachers’ service delivery in public schools in the state.
5.2	Implications of the findings
	The practical result of the observations of this research is that the appointment of principals or educational supervisors in secondary schools should be based on teachers who have adequate personnel management skills or supervisors who have undergone requisite training in school supervision. This implies that appointing teachers or Ministry officials who are deficient in personnel management skills as principals or external supervisors means planning for poor service delivery among teachers because they may be able to apply their right personnel management tact to drive teachers’ dispositions towards high service delivery in secondary schools. Similarly, the theoretical implication of the findings of this study is that principals as secondary school supervisors must carry out their administrative functions effectively for teachers to deliver their services effectively in the school system.  Motivation is an administrative function which principals as internal supervisors must consciously perform to boost their morale of teachers towards high activity. Therefore, the finding of this study has extended the relevance of the principles of Henri Fayol Administrative Theory in tackling issues surrounding administrative functions and staff performance in educational institutions.
5.3	Conclusion
[bookmark: _Hlk142883147]	Based on the result of the research, it was concluded that supervisors’ motivational indices predict teachers’ service delivery in schools in the state. It was also concluded that in order to enhance the rate of tutors dedication to effective activity in the classroom, induce them to positive behaviour towards students’ assessment in the schools, improve their level of commitment to effective classroom management, and improve their efficacy in students discipline in schools in the state, there is need for principals as instructional supervisors and Ministry Officials as external supervisors of the secondary school system to adopt appropriate motivational models  to arouse teachers’ morale towards quality service delivery in secondary schools.
5.4    	Recommendations
            Based on the result of this research, the following recommendations are made;
[bookmark: _Hlk142883317]1.   	Principals should ensure adequate provision of modern teaching materials in schools in the state. This will boost the morale of the teachers in delivering their duties effectively in the schools  	
[bookmark: _Hlk142883504][bookmark: _Hlk142883611][bookmark: _Hlk142883574]2.	Government should ensure adequate provision of funds in secondary schools in the state. This will enable principals to provide hard working teachers with monetary incentives aimed at enhancing their level of commitment to their service delivery in the schools 
[bookmark: _Hlk142883392]3.  	Supervisors should make conscious efforts to provide timely feedback to teachers on their performance. This will help them to ascertain their areas of weakness as well as improving on those areas for effective service delivery in the schools.
4.	Instructional supervisors (Principals and Ministry officials) should ensure that all category of teachers in schools in the state have adequate opportunities for professional development. This will improve their effectiveness in service delivery in the schools.  
[bookmark: _Hlk142883460]5. 	Since performance evaluation have been found to predict teachers service delivery significantly, supervisors should put in place effective and fair staff appraisal process in schools in the state. This will motivate teachers to be committed to effective delivery of their duties in the system.
6.    	Supervisors should ensure that teachers who due for promotion are promptly recommended for promotion. This will encourage teachers to put additional efforts in delivering their services in schools in the state. 
5.5	Suggestions for further research
	Based on the recommendations of the research, the following are suggested for additional research
1.  	Study of this nature should be conducted in primary schools in the state in order to make adequate prediction of general service delivery in public schools in the State. 
3.	A comparative study of supervisors’ motivational indices and teachers’ service delivery should be carried out in individual and commercial schools in the state. This will shape proper understanding of the level at which teachers are motivated in schools in the State and how such level of motivation may determine their service delivery effectiveness in the State. 
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SUPERVISORS’ MOTIVATIONAL INDICES AND TEACHERS’ SERVICE DELIVERY QUESTIONNAIRE (SMITSDQ)
SECTION A: SUPERVISORS’ MOTIVATIONAL INDICES

	S/N
	ITEMS
	SA
	A
	D
	SD

			PROVISION OF TEACHING MATERIALS

	1.

	Supervisors ensure that adequate reference materials are available to teachers.
	
	
	
	

	2.
	Current textbooks are not within the reach of teachers.
	
	
	
	

	3.
	Students are not encouraged to buy textbooks for themselves.
	
	
	
	

	4.
	Use of instructional materials is not the concern of supervisors in this school.
	
	
	
	

	5.
	Chalkboards in the classrooms are adequately catered for.
	
	
	
	

	6.
	Teachers are provided with ICT facilities to enhance blended teaching.
	
	
	
	

	MONETARY INCENTIVES

	7.
	Hard working teachers are given additional financial rewards for their extra efforts. 
	
	
	
	

	8.
	Teachers are encouraged to expend more effort in lesson preparation by award of stipends.
	
	
	
	

	9.
	Teachers’ financial needs are rarely satisfied.
	
	
	
	

	10.
	Principal rarely use monetary rewards to encourage hard work
	
	
	
	

	11.
	No matter how hard working a teacher is, the supervisor hardly appreciates financially.
	
	
	
	

	12.
	Prizes are not always given to best performing teachers at the end of each term.
	
	
	
	

	FEEDBACK MECHANISM

	13.
	Supervisors hardly provide positive information to teachers after visiting them in the classroom.
	
	
	
	

	14.
	Teachers hear about their areas of weakness during teaching from colleagues.
	
	
	
	

	15.
	Performance feedback is always given to teachers on time
	
	
	
	

	16.
	Actionable feedback is completely missing in the supervisory process
	
	
	
	

	17.
	Teachers are not allowed to request for feedback from their supervisors.
	
	
	
	

	18.
	Supervisors do not see feedback as a part of their supervisory process.
	
	
	
	

	OPPORTUNITIES FOR PROFESSIONAL DEVELOPMENT 

	19.
	Supervisors do not encourage teachers to attend conferences.
	
	
	
	

	20.
	Teachers with lower educational qualifications are encouraged to acquire higher certificates.
	
	
	
	

	21.
	There is mentoring programmes for teachers
	
	
	
	

	22.
	Teachers are made to pay for conferences from their salaries.
	
	
	
	

	23.
	Most conferences recommended by supervisors has no relevance to teachers
	
	
	
	

	24.
	Acquisition of higher certificate is seen as a threat by supervisors.
	
	
	
	

	PERFORMANCE EVALUATION 

	25.
	Staff appraisal system is very unfair in this school 
	
	
	
	

	26.
	Promotions are made without appropriate appraisal processes.
	
	
	
	

	27.
	Teachers are not frightened whenever it is their promotion year.
	
	
	
	

	28.
	There is no set benchmark upon which teachers’ appraisal is based.
	
	
	
	

	29.
	There is equity in the appraisal processes in this school.
	
	
	
	

	30.
	Criteria for appraisal are not jointly agreed upon by teachers.
	
	
	
	

	RECOMMENDATION OF TEACHERS FOR PROMOTION

	31.
	Supervisors do not take seniority into consideration while recommending teachers for promotion.
	
	
	
	

	32.
	Promotion procedures are too rigid in this school
	
	
	
	

	33.
	Promotions are hardly implemented for teachers.
	
	
	
	

	34.
	Teachers stay for a long time before being promoted in this school
	
	
	
	

	35.
	Supervisors rarely recommend teachers for promotion.
	
	
	
	

	36.
	Teachers’ promotion in this school is not based in performance
	
	
	
	



SECTION B: TEACHERS’ SERVICE DELIVERY
	S/N
	ITEMS
	SA
	A
	D
	SD

	
	INSTRUCTIONAL DELIVERY
	
	
	
	

	1.
	 Going round to check students’ notes during classroom lesson is a very tasking exercise for me
	
	
	
	

	2.
	Sometimes, I give class monitors notes to copy for other students because of lack of time
	
	
	
	

	3.
	Sometimes, I do not allow students to ask questions while am teaching to avoid distraction
	
	
	
	

	4.
	Using different methods of teaching in the classroom can be very stressful             
	
	
	
	

	5.
	Defining the instructional objectives at the beginning of each lesson is sometimes very stressful for me
	
	
	
	

	6.
	Ensuring that all students in the class actively participate in every lesson taught is not achievable
	
	
	
	

	
	STUDENTS’ ASSESSMENT
	
	
	
	

	7.
	I mark students’ notes ones in a term because of excess work load
	
	
	
	

	8.
	Sometimes, I assign scores randomly to student, to make up for their continuous assessment 
	
	
	
	

	9.
	I mark students’ assignment only when I have enough time to avoid mistakes
	
	
	
	

	10.
	Giving assignment after every lesson can be very tasking
	
	
	
	

	11.
	I always give extra marks to allow majority of students pass my subject
	
	
	
	

	12.
	I give students tests anytime I like 
	
	
	
	

	
	CLASSROOM MANAGEMENT
	
	
	
	

	13.
	Paying too much attention to students’ misbehaviour in the classroom is a distraction
	
	
	
	

	14.
	Ensuring that all students pay attention to lesson is very stressful for me
	
	
	
	

	15.
	Rewardingstudents with good conduct in the classroom is a good classroom management practice
	
	
	
	

	16.
	Teachers should not move round the class during teaching to avoid distractions.
	
	
	
	

	17.
	Students must not be compelled to exhibit acceptable behaviour in the classroom.
	
	
	
	

	18.
	It is good for a teacher to ignore students who pay less attention to lesson in the classroom
	
	
	
	

	
	STUDENTS’ DISCIPLINE
	
	
	
	

	19.
	Teachers must have to tolerate students with disruptive behavior in school
	
	
	
	

	20.
	Students’ lateness to class is not tolerated in any form in my class
	
	
	
	

	21.
	Sometimes, it is good to allow students to behave the way they like in the classroom.
	
	
	
	

	22.
	Teachers must ensure that students participate actively in all learning activities in school
	
	
	
	

	23.
	It is unethical for teachers to enforce punishment on erring students in school
	
	
	
	

	24.
	It is not a teacher’s duty to check how students dress to school.
	
	
	
	



