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ABSTRACT  

The review is on Principals Administrative Behaviour and Teachers Commitment to the Delivery of 

quality Education in Senior Secondary School in Rivers State. In this review, defined secondary education 

is defined as education received after primary education and before tertiary education. Principals were 

defined by the study as persons appointed by the Senior Secondary Schools’ Board to pilot or run the day 

to day academic and non-academic activities of the school. Teachers are people who help learners to 

acquire knowledge, competence and virtue Teachers are vital in the educational system, teachers are 

social engineers and useful social workers, teachers are superior guide and teachers are nation builders. 

The study anchored on the decision making reprove process and used three components of organizational 

commitments to discuss teachers’ commitment. These three components were: Affective Commitment 

(AC).Continuance Commitment (CC) and Normative Commitment (NC). Also, the study defined delivery 

quality education to mean the process of conforming to standards that meets or exceed the customers’ 

expectations. The following recommendations were made from the study; teachers should be involved in 

the Decision-making process by principal to give them a sense of belonging, principals should engage 

teachers in regular communication session to know their challenges and weakness and strength and 

improve on them, principals should motivate teachers through use of rewards system, appraisal, awards, 

teaching and learning materials should be supervised and inspected on regular bases by principals and 

principals should always be friendly to their teacher. The paper concluded that teachers are the bedrock 

on which any delivery of quality education rest on. They are the implementers of curriculum and carry out 

teaching and non-teaching activities in the school. Teachers mould the characters of students and serves 

as parents to the students outside of the students’ parents (in loco parents). They train students to be found 

worthy in character and learning and also serves as role model to these students. 

Keywords: Administrative Behaviour, Principals, Teachers, Commitment, Secondary Education and 

Quality 
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INTRODUCTION  

Senior secondary schools in Rivers State and by extension Nigeria, offers secondary education for 

students and learners. It is the education received after primary education and before tertiary or higher 

education (NPE, 2004). The broad goals of this level of education is to aspire the learner for useful living 

within the society; and higher education. These schools are headed by an administrative head called or 

referred to as the principal. The principal is appointed by the Senior Secondary Schools Board to pilot or 

run the day to day academic and administrative activities of the school. The principal is saddled with the 

responsibilities of coordinating, inspecting, and supervising; organizing the academic and non academic 

activities in the school. Thus, his administrative behaviour will affect his staff positively or negatively and 

this will in turn affect the quality delivery of academic and non-academic activities in the school. 

 

Theoretical Framework 

The study adopted the Decision-making process as its theoretical framework. The decision making theory 

was propounded by Herbert A. Simon in his book titled Administrative Behaviour: a study of decision 

making process in Administrative organization published in 1947 and had its 4
th
 edition in 1997.  The 

theory status states that decision making is the heart of administration. Hence, administrators or managers 

of an organization (schools inclusive) should take or make decisions that will improve the well-being of 

the organization and staff that works in that organization. Thus, the decision making process is best suited 

for this topic because it allows the school administration to make decisions that will bring about teachers’ 

motivation/commitment for the delivery of quality service. When the decisions made by principals are 

favourable to teachers, they feel being carried along and that will increase their motivation level.  

Also, decision making process is an analysis of a cycle of awareness, initiatives, alternatives, preferences, 

choices and actions. To administer a school, a principal or administrator have problems to solve, issues 

matters and controversies to settle and choices to make. In decision-making process, principals have to go 

through some sequence of steps. The classical decision making approach according to Robert-Okah 

(2014) follows six major steps aimed at achieving organizational goals. These steps include the 

followings:- 

- Recognizing and defining a problem in the organization.  

- Analyzing and evaluating the problem  

- Establish the criteria to choose which  solution is the most preferred to deal with the situation   

- Collect reliable information and data relating to the problem and its solution.  

- Select the preferred solution of action from the list of alternatives or  possibilities 

- Actualizing or implement the preferred solution to see how well it fits the situation.  

 

Conceptual Clarifications 

Under the conceptual clarification, the study focused on the following concept: 

- Administrative Behaviour of Principals 

- Teachers’ Commitment to the Delivery of Quality Education 

The principal holds a key position in the administration of school. He motivates teachers and students by 

way of giving necessary advice and guidance to teachers, students and other members of the school. He 

has an important role to play in teachers’ commitment because everything in the school including 

academic and non-academic activities and non-curriculum activities are organized by him. The principal 

has the influential role to play in the development and success of the school, the progress, development, 

and commitment level of the teachers depends on his administrative behaviour. The principal plays a 

dominant role in the school and all the activities that takes place in the institution revolves around him. 

Therefore, it is expected that the principal should possess an efficient or high degree of administrative 

behaviour. Effective administrative behaviour believes in making right and responsible decisions for the 

benefit of the school. Administrative behaviour is the commitment of the decision makers to acts, thereby 

committing teachers, personnel, materials and financial resources of the school. 
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The term administrator in the context of education refers to a person who is holding a managerial position 

in an institution such as a principal (Mohan, 2015). Beheviour could be defined as the way in which one 

acts or conducts his/her self towards others. Also it could be seen as the action and mannerism made by 

individuals, organisms, system. Therefore, principal’s administrative behaviour is the manner and action 

in which the principal’s conducts his/her acts towards their teachers/staff. According to Charles and 

Steven (2008), the behaviour perspective on administration tries to link effectiveness of administrators 

with their behaviour toward subordinates. The assumption is that certain administrative behaviours result 

in and enhance higher performance in pursuit of organizational goals. Thus, administrative behaviour can 

be defined as the influence process affecting the interpretation of words for the organization to motivate 

its members to achieve objectives and the maintenance of co-operative relationships and team work 

(Shargiary, 2017). 

Furthermore, Robbins, Judge and Vohra  (2013) discussed behaviour relating to attitude and stated that 

behavioural components of an attitude describes an intention to behave in a certain way towards someone 

or something. Robbins et’ al (2003) viewed attitudes as having three components cognitive, affective and 

behaviour. Thus, in school, administrative behaviour of principals is important components for teachers’ 

commitment. If teachers  believe, for example, that supervision  auditing are one of the major areas 

principals carry out the most, they will be up and during and be punctual to their jobs.  

 

Elements of Administrative Behaviour 

 Behaviour gives depth to the administrative behaviour of principals and that inspires trust and 

commitment from teachers. Thus these elements of administrative behaviour which a principal 

needs to have are those things like integrity, time consciousness/management confidence, 

appraisal techniques, support, etc. a principal has that which makes teachers to be committed 

willingly to quality service delivery. These elements of administrative behaviour are as follows: 

- Integrity 

- Time consciousness/management 

- Confidence  

- Appraisal techniques  

- Support  

Integrity: This is the quality of being honest and having strong moral principles. It is the practice of 

being honest and showing consistent and uncompromising adherence to strong moral and ethical 

principles and values. The concept of integrity in education as regards principal’s administrative 

behaviour is that principals should be honest in their relationship with teachers. When teachers feel and 

see how honest principal are, they tend to be committed to the job. So, therefore teachers become 

committed, principal should show some or greater level of integrity. It can be asserted that integrity is an 

un-waving consistency and persistence of upholding noble value and beliefs. It shows a consistency 

between actions and values/principles. The traits approaches to leadership describe circle traits associated 

with leadership. Integrity space becomes a very important indicator for the administrator. Integrity will 

withstand against any kind of temptation because the administrator understands that it would cause 

her/him humiliation. Therefore, integrity can be the strength of self-identity, communal identity and 

instructional characteristics that can be seen observed, felt and shown. Furthermore, integrity is about 

individual and organizational characteristic which are perfect based on noble values such as honest, 

truthful, trustworthy, accountable, transparent, efficient and wise  (Salleh, 2007).  

Shahid  (2013) is of the view that, integrity is the authentication of a person who display strange moral 

and ethical principles at work, school administrator who displays or demonstrate integrity attract teachers 

to them because they are reliable and dependable  (Melky et al., 2018). It is those traits of an 

administrator that are frequently accommodating, compassionates lucid, candid, and ethical. 

Thus, there are several factors acceding to Melky et al. (2008) that supports and strengthen the integrity 

of the school where the principal commits:  

(a) Self-motivation and drive.  
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(b) Moral courage and assertiveness 

(c) Honesty  

(d) Consistency; 

(e) Commitment; 

(f) Diligent  

(g) Self-discipline 

(h) Responsibility 

(i) Trustworthiness; 

(j) Fairness. 

Also, Ekosiswoyo (2016) states that principals who have integrity will gain trust from their fellow 

teachers, students, parents, and other stakeholders. Therefore, a principal who wants teacher to be 

committed to delivering quality education should be trust worthy, honest and be truthful. 

 

Time Consciousness/Management:-Time consciousness or management is one of the major indices in 

administrative behaviour of the principal. Time consciousness or management has to do with the 

systematic allocation of time for every activity and strict adherence to the time schedules so that the day’s 

organizational objectives can be accomplished (Maduagwu & Nwogu, 2006). Indeed, time is a very 

important educational resource. Each school activities is guided by time, hence it should be taken 

seriously. There are scheduled time for morning devotion, classes, break period, preps, dining, labour and 

even the end of school for the day. Principals spend a lot of time each day planning, organizing, 

controlling, holding meetings, communicating etc. When a principal is time conscious and manages his 

time teachers too will be time conscious as well. If a principal has the attitude of coming late to work, the 

teachers too will imbibe that attitude as well. 

It will be important to list. Some time management tips which will improve the administrator, 

productivity and growth! These tips include: 

a) Create a to-do list: principals could run their schools effectively and efficiently by creating a 

simple to do list. Listing out all the tasks along with deadlines put against each of the items. 

Following this, it is important to organize all the items on the to-do list by order of priority, with 

the one that is most achievable and key being put first. This helps to ensure that principals get to 

accomplish their stated objectives within the most efficient time possible. 

b) Build an effective team:- A principal is only as effective as his team/teachers. It is important for 

principal to lean on his teachers and other staff (team) to help perform the best job they can. This 

could be done primarily by delegation of duty, working with stipulated deadlines .The principal 

must ensure that work or tasks are evenly distributed and the pressure is not on just one person to 

do it all. Building an effective team is key to ensuring a manageable workload. 

c) Eliminating distractions and blockers: There are time drains all around the school, it is 

important for principals to identify those tasks, or events that chain them of their energy and 

resources, time and otherwise. There are always inefficiencies in a process and identifying them 

in step one of eliminating these blockers and distractions. Blockers and distractions that are 

repetitive are harmful since they slow down the way everyone works in the school. 

d)  Establishing SMART goals:- It is important for principals to establish long term and short term 

goals. When establishing these goals, principals should make sure that they are SMART. SMART 

is an acronym that stands for Specific Measurable, Attainable, Relevant, and Timely. Having 

SMART goals makes sure that all the hard work a principal puts in is a sensible expenditure in 

terms of their time and labour, instantly making it more time efficient. 

e) Leverage the use of technology: Solutions like school ERP system can take over a variety of 

processes currently being performed by human employees at a great time and labour cost, for 

instance, taking attendance, transport management, class scheduling and other functions on can 

be managed by a school ERP system with minimal input and guidance from a principal or 

teacher. This is best step to save and manage time.  
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f) Set agenda for meetings: Principal should set agenda for meetings and make sure everyone 

sticks to it. This is to ensure that meetings are not endless ramblings of various employees that 

end up being pointless and unproductive. Instead, with an agenda you can ensure everyone stays 

on task and resolutions are arrived at during the course of the meeting or social media platforms 

to send agendas of meetings to teachers like a day before the meeting in order for them to go 

through and be abreast with the agenda of the meeting for time management. 

 

Self Confidence:- This is the feeling or belief that one can have faith or rely on someone or something. 

As a principal, your staff should be able to have confidence in you. They should be able to confide in you 

in certain secrets likewise other stakeholders in the education sector. They should be confident while 

entrusting money in your care possession and revealing certain secrets to you. When teachers have 

confidence in their principal, they tend to be committed to their job. When they have confidence that their 

interest will always be protected by their principals, they put in more effort for quality service delivery.  

It is of no gain saying that all principals want to be successful and achieve educational set goals. However 

for principals to be successful, they need to have self-confidence. With self-confidence principals are able 

to achieve more success as they obviously have more confidence, they don’t think over every small 

decision and they don’t get into situation expecting to fail. Principals who lack self-confidence are set to 

fail because they expect to fail even before they start off with the job (Richard, 2012). As a principal, the 

stress of the job and the constant need for multi-tasking can create room for the need to  improve self-

confidence, you will be prepared to take on and tackle more responsibilities, have an optimistic view, and 

be able to handle bad situations in a more diplomatic way. Thus, self-confident principals have a winning 

attitude. This brings out the commitment level in teachers and students. When you step into any 

responsibility or task with a winning attitude instead of expecting failure, you will be less stressed and 

you will be able to focus more and this can drastically change the outcome of your work and overall 

teachers’ commitment (Richard, 2014). Self-confidence is the capacity or ability to succeed. According to 

McCormick (2001), self-confidence is a point that impacts leadership performance through the mediating 

mechanism of leadership. 

Appraisal Techniques: This is the act of estimating or judging the nature or value of something or 

someone. When it is time for an appraisal to be made, principals should use the best possible and suited 

technique.  Principals should appraise staff by themselves or encourage teachers to appraise one another, 

by doing so, they will feel being carried along in the administrative process and this will to an extent 

bring out their commitment to service delivery.  

Performance appraisal in school entails the purpose of helping the management towards the 

implementation of control in the school and strengthening the communication and working relationship 

among teachers and management. Buckingham and Goodall (2015) stated that performance appraisal 

provides clarity of role of employees for the responsibilities and expectations of the work place. Appraisal 

resets act as feedback for future goal setting for improvement and enhanced performance. 

A principal may play multiple roles during the conduction of appraisal. Principal sets clear expectations, 

personally observe the monitoring processes, and offer opportunities for professional development, 

suiting the needs of individual teachers. 

Support: To support is to give assistance and encouragement to someone. Principals in schools should be 

able to support staff to grow academically and encourage them to go for further studies and acquired more 

skills. Also, they can render financial assistance to teachers that needs money inform of loans and grants. 

When this is done, it will motivate teachers boost their commitment to service delivery. 

Principals support practice in this context, implies provisions of enabling work environment for teachers 

to render the needed serviced effectively in the school system (Nwite, 2016). Also Campbell (2007) is of 

the view that, management practices in secondary school revolve around putting in place all enabling 

environment by the principals to foster teachers’ morals and commitment and professional development. 
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Teachers Commitment to Delivery of Quality Education 
Teachers are persons who help students to acquire knowledge, competence or virtue. They provide 

instruction in literacy and numeracy craftsmanship or vocational training. The formal teaching tests 

include preparing lessons note according to agreed curricula, giving lessons and assessing the progress of 

students and learners. Outside the classroom, the teacher has duty to accompany students on a field trips, 

supervise study halls/classrooms, laboratories and facilities and instructional materials used for teaching 

and learning. Teachers in some cases are also responsible for student discipline. Teachers are the central 

figure in the school setting, and they are very critical in the teaching learning process, they are 

disseminator of knowledge and the implementer of the curriculum (Obasi, 2013).Teachers are otherwise 

called instructors. Teachers’ serves as direct contact with pupils/students in a school setting. Also they are 

referred to as parents to the students (in loco parents) Malik, 2013. Teachers matters most as long as 

quality of education delivery is concerned. Rational change in behaviour in students is affected through 

the ability and initiative of a teacher. Teachers are the pivot in the educational system. 

Roles of Teachers 
Kocchar (2002) pointed out the following roles teachers play:  

1.  Teachers are the most vital single fact in the educational system. 

2. Teachers affect eternity. The roles teachers play is endless. They mould and shape the characters 

of students. 

3. Teachers are backbone of society. 

4. Teachers are social engineers and useful social workers 

5. Teachers are superior guidance: Most teachers guide students to the way of progress. 

6. Teachers are nation builders: Tomorrow’s nation depends on the type of citizens trained and 

educated today. Teachers are always concerned with the children who are potential leaders of 

tomorrow. 

Having known who a teacher is and the role they play in the educational system, the question now is what 

makes teachers to be committed to the delivery of equality education. The word commitment could be 

defined as the state or quality of being dedicated to a cause, activities, job etc. it is an agreement of pledge 

to do something in the future. It is a promise or agreement to do something. Therefore teachers’ 

commitment can be said to be, the agreement taken by teachers to do or carry out something in the present 

or future which is to teach in school setting. 

Teachers commitment is an internal force that drives teachers to invest more time and energy in keeping 

up involvement in the school. This willingness of promoting the school creates emotional link between 

teachers to seek ways to enhance teaching profession and establish an effective learning environment to 

allow students to reach their targets. Commitment to teaching is a crucial factor to contribute to the 

achievement of students. In addition, passion has motivating factors, teachers are generally considered as 

the most important resources in the education sector and an import variable in teacher quality education in 

schools is teachers’ commitment (Peretomode, 2008).There are several benefits accruable to the school 

where teachers are committed to their duty. These benefits includes teamwork, job satisfaction, 

participative decision making, openness, dedications to duty, responsible and highly  productive workers, 

decrease in teachers turnover, decrease in disagreement and conflict and unexcused stay away from work 

among teachers’ and others (Peretomode, 2008). 

Staff commitment can be described as the willingness of an employee to persist in a course of action and 

reluctance to change plans often owing to a sense of obligation to stay on course of action (Arisa, 2019). 

Similarly, Akanbi and Itiola (2013) viewed staff commitment as the degree to which an employee identify 

with their organization and the amount of enthusiasm display in meeting up job roles in order to 

accomplish the set goals and objectives of their organization. Thus, teachers’ commitment can be seen in 

their punctuality, classroom management, attention to other duties, teaching effectiveness and their ability 

to complete various tasks assigned to them on time.  

Thus Porter, Steers, Monday and Boullian (1974) as cited in Peretomode (2008) characterized 

organizational commitment by three factors namely the desire to remain in an organization, willingness to 

exert considerations, efforts on it behalf and belief in an acceptance of its goals and values. However, 
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Meyer and Allen (1991) developed a multidimensional model of contract comprising three components 

namely affective, continuance and normative. Affective commitment (AC) is a situation where an 

employee is emotional, attachment to, identification with an involvement in the organization. 

Continuance Commitment (CC) on the other hand, is a situation where one’s awareness of the material 

and psychological costs associated with leaving the present organization while Normative Commitment 

(NC), has to do with an employee’s ideology or a sense or moral to continue within the organization. 

These three components of the Meyer and Allen (1997) have been represented pictorially in  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Mayer, J.P and Allen, N.J (1997). Commitment to workspace: Theory, Research and Application 

Thousand oaks, CA: SAGE Publications. pg. 200 

 

Delivering quality education is the process of conforming to standards that meet or exceed the customer’s 

expectations. It is the highest level of care that can be provided to the customers within the scope of the 

organization/school. Delivery of quality education in public senior secondary schools in River State 

implies that the school principals and teachers should conform to the laid down standards as stipulated in 

the curriculum and National Policy on Education (NPE, 2014) and other relevant policies backing school 

administration. A quality education is one that focuses on the child/learners. That is, the social, emotional, 

mental, physical, and cognitive, development of each student regardless of gender, race, ethnicity, 

socioeconomic status or geographic location. 

The United Nation in (2016) ratified 17 sustainable development goals (SDG) to serve as benchmarks for 

every nation to ensure global prosperity, protection of the planet, and eradication of poverty. Goal 4 of the 

SDGs was a unique global focused purely on education. The goal states thus: Quality Education: Ensure 

inclusive and equitable quality education and promote lifelong learning. A quality education provides 

resources and directs policy to ensure that each child/learners school healthy and learns about and 

practices a healthy lifestyle; lessons in an environment that is physical and emotionally safe for students. 

A quality education provides the outcomes needed for individual’s communities and societies to prosper. 

It allows schools to align and integrate fully with their communities and have access to range of services 

across sectors designed to support the educational development of their students. 

Finally, a quality education is supported by three pillars ensuring access to quality teachers; providing use 

of quality learning tools, instructional materials and professional development; and the establishment of 

safe and supportive quality learning environment. Therefore, for teachers to be committed to the delivery 

of quality education in public secondary schools education in Rivers State, principals should make sure 

teachers are cared for and motivated promptly. Principals should employ the best administrative 

Continuance 

To continue working for 

organization because of you 

cannot afford to do otherwise 

i.e staying because you need 

to  

Normative Commitment 

To continue working for an 

organization because you face 

pressure from others to do. i.e. 

staying because you ought to. 

Affective commitment 

To continue working for an organization 

because you agree with it and want to 

remain. i.e. staying because you want to.  

 

Organizational commitment 
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behaviour that fits the situation at hand and that will motivate teachers to the delivery of quality 

education. 

Channels for Achieving Teachers’ Commitment 
Furthermore, having discussed the concepts of principals’ administrative behaviour and teachers’ 

commitment, this study is of the view that, for a principal to bring out the commitment level of teachers to 

the delivery of quality education, the following channels need to be adopted. It is clear that the strength of 

principal’s administrative behaviour is a vital determinant for achieving teachers’ commitment; the 

following are channels through which a principal’s administrative behaviour influences teachers’ 

commitment. 

Motivation as a concept is derived from a Latin word “movere” meaning” to move or motivate 

(Nwankwoala, 2016). Motivation is the internal drive that moves human beings to achieve goals. To be 

motivated means to be moved to do something a teachers who feel no drive to act is being characterized 

as unmotivated (Orapabo & Nwankwoala, 2008). Whereas, someone who is strengthened in doing 

something is consider as being motivated. According to Green (2002), motivation is an internal state that 

activities, guides and maintains behavior. Motivation is considers to be a condition that facilitates the 

development of high achievement. 

Ofeagbu (2004) is of the new that motivation in educational administration is only the beginning to be 

understood as appraisal applied to professionals and other employees within the school system. Thus, 

teachers’ motivation is a way of empowering teachers in the occupation and involves the perceptions, 

variables, methods, strategies and activities used by the management for the purpose of providing a 

climate that is conducive to the satisfaction of the various needs of the employees, so that they may 

become satisfied, dedicated, and effective in performing their task. In education, teachers should be 

motivated in order to boost productivity, effectiveness efficiency and quality instructional delivery in the 

educational system (Orupabo et al., 2018). 

Motivation: principal’s administrative behaviour can inspire teachers to be fully committed to their job. 

Thus, principals who lacks integrity, time consciousness/management, self confidence, appraisal 

techniques, and support often have teachers who are poorly motivated, demoralized, and hence are poorly 

motivated to their task.  

Mentorship: Most teachers sees principals as their mentor. So it imperative for a principal to have good 

mentorship behaviour teachers who are personally mentored by principals, would develop both 

affirmative and continuous commitment to their duty usually due to the confidence reposed on them by 

the principal.  

To mentor means the wiliness to nurture another person. Therefore, the principal as mentor should be 

people-oriented i.e. teachers’ centered, open-minded, flexible, empathetic, and collaborative (Wasonga, 

Wanzare & Dawo, 2015). A valid mentor should be one within proximity of the protégé. Teachers within 

the same staff and the immediate environment from which mentors can be identified. The duty of the 

principal as a mentor is to facilitate and harmonize the teacher to achieve quality education. Wasonga et 

al. (2015) stated that the principal as the mentor should appear as a professional helper, neither a 

supervisor nor evaluator. Furthermore Gay in Wasonga et al. (2015) explains that to be a mentor is to 

demonstrate a range of cognitive coaching competencies such as posing carefully compiled questions to 

stimulate reflecting paraphrasing, probing, using wait-time, and collecting and using data to improve 

teaching and learning. 

Thus, when teachers are being mentored it forces them to focus on and improve their own class room 

teaching skills, make them aware of the need for educators to communicate with each other, and help 

them to understand the principal better. This implies that mentoring has residual effects on both the 

mentor (principal) mentees (teachers). As the teachers are mentored the quality of teaching improves as 

they apply cognitive coaching skills with protégés such as listening, asking inquisitive questions, 

providing non-judgmental feedback and by reassessing their classroom management (Wasonga et al., 

2015). 
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Supervision: Teachers who are supervised by principals develop trust for their principal and improve 

their commitment to work as they know that they can count on their principals for direction and 

assistance, when in need. This creates a enthusiasm that motivates them to take different challenges and 

tasks no matter their level of experience.  

Supervision occupies a unique place in the entire education system and it becomes absolutely expedient to 

give it prominent attention by principals. Alabi and Amusan (2001) states that supervision has been 

recognized as one of the basic principal function in school administration. For Olorisade (2003), 

supervision is a process of manipulating all elements and condition surrounding teaching and learning to 

produce better learning and the function of providing the leadership with necessary materials to effect an 

improvement in the work that teachers do. Also, supervision may be seen as a way of advising, guiding, 

refreshing, encouraging, stimulating, improving and overseeing certain groups with the hope of seeking 

their cooperation in order for them to become successful in task given to them (Robert-Okah, 2014). If 

teachers are always being supervised, they will be committed to their job. It is no gain to say that, the fear 

of supervisors is the beginning of commitment to teachers. 

Delegation of Authority:- Delegation of responsibilities by principals to teachers shows them respect, 

instills confidence and builds trust. Respect, confidence and trust are effective behaviours that can also 

serve as expected outcomes from the effort or commitment put by teachers into  their job roles so, 

basically, they see delegation or responsibilities as an expected outcome from their commitment to work. 

This is a process that enables a person to assign a task to others. As a principal, you are expected to 

perform several tasks and meet multiple deadlines. To ensure that the principal achieve educational set 

goals for the delivery of quality education, he/she should delegate responsibility to his/her teachers. 

Delegation of authority according to Robert-Okah (2014) implies the granting of permission to somebody 

or a group to exercise some authority within certain conditions. In the school setting, delegated authority 

connotes the giving of teacher’s administrative responsibilities by principals to perform and matching 

such responsibility with authority to execute the function given to them. 

Recognition: Basically, recognition fits in an expected outcome in the expectancy theory of motivation. 

Thus, teachers generally want to be recognized for their commitment to work as well as for their 

performance levels. Thus, principals with the administrative behaviour to recognize, praise, appraise and 

reward teachers for their performance and commitment would improve to delivery of quality service and 

ensure consistency in job performance for longer period of time. Recognition helps employees see that 

their company values them and their contributions to the success of their team and the company overall. 

This helps employees build a sense of security in their value to the company motivating them to continue 

great work. In the school system,  

 

Challenges for Teacher’s Commitment  

There is no organization where workers do not face challenges with his/her commitment to duty. Teachers 

in schools too are faced with several challenges when they are committed to their jobs. These challenges 

faced by teachers include the following: 

(i) Lack of self-motivation  

(ii) Monotonous way of teaching  

(iii) Too much importance given to completion of scheme of work  

(iv) Lack of encouragement from principals/administrator   

(v) Insufficient salary  

(vi) Lack of increments of salary and incentive such as training, extra pay, leave bonuses, 

reward grant, loan facilities etc.  

 

Relationship between Teachers’ Commitment and Delivery of Quality Education 

In education, teachers should be motivated in order to boost their commitment level to the delivery of 

quality education and increase productivity, effectiveness, efficiency and dedication in performing their 

task, which will enhance quality assurance, quality education and quality instructional delivery in the 

educational system and also enhance the achievement of educational objectives. Teachers’ working 
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condition affects their ability to provide quality education and also their commitment to the delivering of 

equality education. The condition of infrastructure, availability of textbooks and learning materials, 

instructional aids, classroom size, school plants etc all influences the teacher’s experience as an educator. 

Teachers’ remuneration also matters in Rivers State, most teachers complain about their pay and in most 

cases their allowances are not being paid and even when they are paid, it’s not done early.  

 

CONCLUSION 
From the above discussion, it is best to conclude by saying, that teachers are the bedrock on which any 

delivery of quality education rest on. They are the implementers of curriculum and carry out teaching and 

non-teaching activities in the school. Teachers mould the characters of students and serves as parents to 

the students outside of the students’ parents (in loco parents). They train students to be found worthy in 

character and learning and also serves as role model to these students. 

The teacher who plays a very significant role in the teaching-learning process for the purpose of realizing 

educational set goals and objectives vis a vis delivery quality education should be motivated and their 

goals harmonized together with the goals of the school that will bring about teachers’ commitment and 

will in the turn affect the delivery of quality education in senior secondary education in Rivers State.  

 

RECOMMENDATIONS 

 The following recommendations were made by the study. 

1. Principal should involve teachers in decision-making processes by so doing; they will have sense 

of belonging. 

2. For teachers to be committed, principals should engage them in regular communication section to 

know their challenges, weakness and strength and improve on them where necessary. 

3. Teachers, commitment can be enhanced through motivational packages, so principals should 

always motivate teachers through incentives in form of cash, extra pay, appraisal, reward system 

and awards.  

4. For teachers to be committed to the delivery of quality education, principals should carry out 

regular supervision and inspection of lesson notes and other teaching and learning instructional 

materials aids. 

5. A friendly principal bring about a friendly and healthy relationship among teachers. So if 

principals want their teachers to be committed to the delivery of quality education, the principals 

should employ the best behaviour pattern that will bring about a friendly relationship. 
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