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Abstract
7'hzgst dy ex examnines the relationship between job description and Lecks
Universities in Kwara State. The research desisn adopted was @ aes
Questionngire was the immmwr: zz,:e,-i fo akw- information from résp
randorn sarm}lmg technigue was used to select . zca,,e?mc staji ﬁ*om
146 academic staff :"I‘Of?’; Kwara ‘?:‘:, Um versily, ar {7 academiic st

=l

Universit Y in the !ﬁ:mrg siate making a total of 55

3
J

~
. 3
1

:5 spondents JTo
Universities. Two set of research instrumenis J IETE 14S J’ end ent
Questionnaire (JD;_/,} and Lecturers' Job f rformance. & :
instriament was validated by threc experts ﬁ'tm he Departmer
and Depariment of Measurement and Evaluation Ut;i!/e. Wity
and two operational hypotheses were formulated ro guide the study.
Pearson product moment correlation statisiics was mc_a to test the
operational hypotheses at 0.05 level of crmvam,b, The major ﬁ
was significant relationship between Job Description ard per
universities in Kwarag State. The j“ wlings also revealed ﬂ;at;
relationship between research/publication and jo job performuance ¢
significant relationship betwzen commugily service Gna }ob perform
was high level of commitiment to both reaching and publicefiorn
involverent to cormsnunity services by the lecturers in universiies
the finding, it was recommended that, adeguate funds should be
for meaningfid research and also _,40? communily service. Thish
quality of education at higher levels. Also, this will assist
compe;encv, improving acadernic mce;lc*we in schools gnd |
effectively in this constantly changing environment. A §
should be attached to Teaching as against publieation in
io enhance SmdemsAchemic Performance.

(.)‘]

h

Iniroduction ‘
Bducation is seen as the sum total of processes thro 1gt
knowledge, abilities, skills and behavior of positive val
and to the society in which he lives. In view of the "
pational development, it as been adjudged as the s
~ conquer poverty, ignorance and simultaneously
~ buoyancy, political transformation, social advan
 then, that great eﬁort are gearea towards thgf
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Human resource becomes the major engine that drives ﬂ}ﬁw e
,Sshoﬂl system, Teaching staff is seen as the basic ingredient of @

Then, for tertiary education to actually attain its goals, lecturer's)
be put aside with a wave of hand, has they have a greatrole to play

Pages (1997) saw performance as action of person or group when
Job performance therefore, can be described as the duty task, fu
l'CSponsibility of workers and the effective with which the work.
same vein, Siegel (1996) identified four factors which are
pftrfomluncc and these are productivity, accident rate, ab
Siegel (1996) further stressed that the present or absent O
measured level of performance of a worker. Also, job perfore
(2002) has to do with result measurement and described

those ratings used in evaluating employees. |

T:he description of the job expected from a lecturer is.
significant in institution's success. If it is poorly written,

confusion, hurt communication and make the lecturers feel 2

i is expected from them. A job description describes the job a
sense, a job, description is a snapshot of the job as of the

| they are written so that any reader, whether familiar with

3 worker does, how, and why. What a lecturer does des

intellectual of the job. How he deals with the m

# information sources used to carry out the tasks.

i Job description refers to the objectives of the work activit

in the job summary and in each task description. }

é relating teacher behavior with the duties and resp

the school system and which are crucial to the a
~ The series of activities carry out by the lecturers car
their performance in the University of
performance need to be thoroughly examined
f influence on student academic performances, ¢
; aims, goals and objectives. One begins to wonde
in Nigeria. It was observed that some of the
matter. :

The teacher in any society according to
education system rests. A good teacher
certificated in his area of specialization
thoroughly control of the subject. He m
relevant curricular choice. He must be
have good human relation that will

2~ st IR
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'lrh;riifm.e’ Job description as an essential element in lectures’ disposit
1acaming o th? P the lecturers performed their duties espf{ClB“)f
o e Nigeria tertiary institutions so that goals of education at
ascertained.

~ Literature Review
Job Description |

~ responsibilities, required qualifications and reportiog r -
Job description are based on objective information obtained thr
understanding of competencies and skills required to accomplish.
need of the organisation to produce goods. Job descriptions ciea
out the responsibilities of a specific job. They also include infor
conditions, tools, equipment used knowledge and skills 0

 other positions. Well-written job descriptions help organisation
work with the person hired, understand the boundaries of the
- People who have been involved in the recruiting process are i
success of the new employee co-worker. Developing job descr
involved people in an institution.

Susan (2003) noted that job description is a written record of
designed primarily to communicate information on what
Position requirements should be stated in a clear, concisc a
description is the basic tool used in the evaluation of positi
job description to be a formalized document of fac
descriptive of the identity of the job, its responsibilities
written statement of what the job holder does, how itis
accurately portray job content, environment an
description usually includes the job title to be p
. authority and responsibilities. The author further
~ selection of new employees in orientation and

~ descriptions serve the following purposes: :
. i Toproveinformation about the job (thev
job holder on what is expected of him. -
It provides the basis of shared and com
superiors.

where to seek help in solving p:
It is an important input for job
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£ ncex:;d_wm determine the relative worth of each job) and , thersfore, a
% usef ‘11. dﬁfnrwagededsions.
Effective defini

ition P _ ; s
- conflicts and jeq of jobs can help direct energy, reduce job overlaps and

_ Bidas d to improved individual and organisational performance aud

AL et H0Ds are shortcuts to bad decisions. They do not describe the skills a
MI toim gglt’g::?in:d; to have for doing the work. By not describing the real work that
. b obed is % » 1018 of time is spent looking for the wrong person. Understanding real

T € primary tasks of managers, If managers are unwilling to spend time to
MR WD ’ 2, they should not be managers.
I“b de;d;npﬂon ‘ reqmre unnecessary reporting and added technology, using job
d"‘;}? 1 requires more technology and more reporting to attract individual
_ can date applying for individual jobs. This is unnecessary. The emphasis in the carly

‘ be on attracting someone's attention, not reporting.

A : ption exclude high potential candidate. Most job description list

~ average skill and experience requirements. The best people tend to have less azperience
or different experience. But they are more than make up for this with potential and

talent. Since on line job description are boring and exclusionary, few of the best

performers will apply. Even if they do apply, the person doing the screening will

consider the person too light. For his reason alone, job description listing abscluie levels

of skills and experience should be banned. :

(¢)  Job description do not predict on the job performance. A person can posses all
of the skills, experience, teaching background and academic qualification listed in the s
traditional way and still not be able tosachieve the result desired. This could be fora®
1 variety of reasons; including the person is bored or the person took the job for wrong -
: reasons. Whatever the reasons, it's far better to prepare a high level overview of the job |
with a quick description of the challenges and big project. These types of performance
based job description will quickly broaden the pool of top people applying.

Lecturers’ Job Performance e 4
Tjaiya (2004) explained that examination'is a way of determmmg to a greater extent, the.
level to which a school is able to achieve its educational objectives ‘W'hlch includes ot
only with a go d grade but also possessing all other attributes of positive values that t

| ' is the basis of any good management =
process has to offer. Performance measurement is the dasis yg g :

system. Griffin (2002) defined job performance as a m=ans of makicg the right decisic

14
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o successfully implementing and relating them (o the output of the job .and what ?: |
. staff actually achieves, Mullins (2005) viewed job performance as the abilty 16 S5RT

ROAgL maintain and grow regardless of the particular objective t0 b ﬁ;_l.ﬁugd. s
‘performance must be related to the achievement of some purpose, objectives of ?he
_ Process of management and the execution of work’ Ezeali (2011) deS.Cﬂ"de. job
performance as the accomplishment of the set goals and objectives over a period of time.
g VCSPPOT {2004) identified three factors as criteria for performance and these are
' students examination result, absenteesion and turn over. Performance oould beanact of

accomplishing and executing given task. It could also be defined as the ability to combine

il the right behaviour towards the achievement of organisational goals and

objectives. Oluhukwu (2000) expressed that performance is a resultant effect of
physical, financial and human resources. Performance measures according to Abdul
(2000) can be referred to as those rating used in evaluating academic staff which mcl.udc
teachers' performance, rate of given extra-lesson to students, teacher-students relatu?ns
and student' academic performance. Lecturers' job performance is measured by relating
teachers' behavior with the duties and responsibilities expected of them within the
school system and which are crucial to the actualisation of set objectives. The role of the
teacher in the achievement of educational goals and objectives is crucial. This is because.
they initiate and facilitate the teaching/learning process. Pan (2003) stated that one of
the most important potential agents of change in any national system of schooling is its
teachers. Verspoor (2004) is of the view that teachers are at the heart of any quality
improvement strategy. For the teacher to be productive, adequate attention must be
given to job satisfaction and the enabling environment that will improve teacher's

performance.

-

Abdul (2002) was of the opinion that performance is result of input and that
performance measures are rating used to evaluate employee. The author stated that
“the only true measure of an individual’s effectiveness on the job is his or her value to the:
organization and this is through job performance”. Teacher's job performance implies
that there is a maximized qualitative and quantitative performance, which fosters and is
measured through student's maximised performance or output on the part of the
teacher using all available resources within his reach and geared towards the attainment.
of goals and objectives in a school system. The lecturers are the initiators and facilitators
of teaching and learning activities and they acts as agenis in higher institutions and
because of these roles they perform, they can be regarded as the heart of quality
improvement strategy (Verspoor, 2004). It, therefore, follows that if lecturers are to be
made productive, due attention must be placed on enabling environment that can boost
and improve their job performance. Siegel (1999) identified four factors which are
‘regarded as criteria of performance and these are productivity, accident rate,

absentesism and turnover. The author further stressed that the presence or absence of
- each orall of the criteria measured level of performance of aworker.
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Mustapha (1995
to dﬂscribef tea
bft}’geen the ch

) was of the opinion that the teacher’s job performance is 20 index used s
chers effectiveness and efficiency with regards to the relationship
e&imtional ou? acteristics of teachers’, teaching acts and the eliects tt.xey have Lo»:‘ the

(2000) expresse:(t);n e thro}xgh. classroom, teaching. ln the same veils, le:um:vm

three types of r at effective job performance is a resultant effect of the interplay of
L author opined eti\.:tnc?s and they incude physical, financial and human Iesourees. ’ljhe
human behavior In order to enhance job performance and improve productivity,
to expectancy th:(l,‘m bfe,W"'u understood and affected positively. Reference was made
determined by m:’itglyd;iéz:lpedomfm‘:% by saying that motivation to work is largely
certain outcome, 4 Perception that a certain type of behavior would lead toa

gla‘:ggri‘:g}: u(l?&lé) discussed the concept of educator platezu, or carcer stalling. The

e dinice te change _chit.Occurs In teaching. It is a sitnation where the teacher 88
” tor, a#cr Cxperiencing a long period of career stability, experiences 2+

e on of enthusgsm. and satisfaction from his job. This dissatisfaction has negative

pact on the organisation and reduces its ability to ackieve its educational goals. The

author suggested that the staff development professional could be celled upon to

develop an intervention strate . .
gy to counteract the problem. This stratesy con -
seven steps: e strategy consists of

First, there is n.eedcd to be recognition that Plateau is 2 normal phenomenon. Teackers
once they obtain tenure usually do not have the mind that they can go further to advance
t!nn.the.ir ranks. Second, there should be a reduction of focus on promotion as the
major indicators of success. There are too many people struggling for a few promotion
slots to make it feasible for the majority to ever get promoted. Instead of steft
development, personnel should emphasize alternative indicators of suscess sach as
intrinsic rewards and job satisfaction. Third, teachers and administratoss nesd.
assistance in moving through career transitions: Fourth, an increase in job satisfaction
through an increase in role efficacy has been shown to improve a teacher’s emotional
well being. If a teacher’s effort is offered, positive feelings of self-efficacy will increase.
The fifth suggestion to staff development is to allow employees to have opportunitiesio
have some of their health related concerns met at work. Healthier empioyees are less
susceptible to plateau than lesghealthy employees. Sixth, provide the employee with:
supportive supervisor, one who values the efforts and ideas of the employes. Finally; g8
motivate the employees who feel that they vital, important and contributiag member of
~ the organization. Feel better about themselves and the job role. e

Abdul (2000) contend that the knowledge of teacher’s attinide towards diverse learnci
is important because these attitudes “shape the interpretation teachers make of 21t
classroom experience”. The knowledge teachers gained from their owa exper.ence & -

| i) |
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elr {
m attitudes toward teaching and learning. Job performance

measure(sasth a8 to do with result measurement and he described
“ . 0se ratj 7 » : X T T
€ measure o atings used in evaluating employee. Also claimed that

Mnd thie 1. an individual effectiveness on the job is value to the
S lsdﬁ‘rttﬂ‘mmedthrough job performance.

g g
)a;:nSSCcrlted that performance of academicians is determined by effective
e bY Stlldeqts 'academic performance in examinations, punctually at
I; a?vti:it;) e:;tm lesson to students, contributions to the progress of the
: - alon 1n co-curricular activities and committee assignment as
’ ];nglﬂ‘]’::by tile ht}ad. In this regard, the variables for lecturers’ performance could
to b ugh lesson Préparation, mastery of subject matter, teachers' commitment
JOD, coverage of syllabus, use of instructional material, effective supervision,
-IVE momtoring of students work, class control, reiationship with students,
colleagues and the school authority.

Statement of the Problem

The Federal Government of Nigeria in the National Policy on. Education (2013) states
that the goal of tertiary education is to produce quality graduates that will raise the
standard of every aspect of National development. The quality of university graduates
could depends on{ the quality of lecturers. The effectiveness of Nigerian universities
measured interm of students academic performance is expected to be zttained through
efficiency of the' lecturers which could also be measured interms of their job
performance. Lecturers in Nigerian universities are expected to perform three major
duties as their job description. These are: Teaching, Research and community services.
Past researchers have worked on indicators of performance in Nigerian universities.
Authors like Ologbonsaye (2015) researched on Welfare sexvices as determinant of
lecturers' job performance in Kwara state University autonomy and sustainability of
Higher education in Nigeria. Ejiogu (1987) worked on Demo critization of
Administrative process in Nigeria Universities. The aforementioned researchers
focused on effectiveness of university system in Nigeria through lecturers without
relating job description to lectures' performance most especially in universities in
Kwara state. It is an attempt to full this gap that this study however investigates the
relationship between job Description and lecturers' performance of universifies in
Kwara State. - -

Methodology

Descriptive survey method is suitable designfor this study, in view of tli fact that it
allows the researchers to make careful record of what to be observed, in such a way that
information obtained from a representative sample of the population were anafysed.
The independent variable is job description, while the dependent varable is
performance of lecturers.

144
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ozl i
g&ifﬁﬁﬁlﬁ i A this S‘"‘fdy consisted all the lecturers of the universitics i‘n Kwara
Yo Statec%m prises 1,036 academic staff of University of Tlorin, 417 academic staff of
R o) and ) sesdaal SR Al-Hikimah University in
University of Il tratified random Sampling technique was used (0 select 362 from
University. The t?)?zill’ 146 from Kwar a State University, and 47 from Al-

1585 mprﬁ.Scnt ed 35 ;umber of the entire respondents that were selected was 555 out of
for this study was a szrtli] z:;m(;u dserve as Sample. The major‘r?sn.?arch insqumc:nt
respondents. C;. ed questionnaire designed to c.hcn information from the

~ Two questionnaires were designed for this study, the first was titled Job Description

Qucstlom}auc (JDQ), and was divided into section A and B, section A contained

personal information of the respondents, while section B contained items which was

used to measure the influence of Job Description. The second questionnaire was

entitled: Lecturers Job Performance Questionnaire (LJPQ). The rating scale that was
. uscd for Job Description questionnaire follow the Likert scale patiern. The research
- instrument (Questionnaire) was validated by three (3) experts from the Department of
‘ Educational Management and Department of Measurement and Bvaluation,
University of Ilorin. Corrections were made and effected by the researchers before the
final administration of the instrument (questionnaire) in order to ascertain its content
and construct va‘lidity. Reliability is the ability of an instrument 0 produce consistent
result when administered repeatedly; it is the degree of consistency of instrument. In
this research, the test-retest method was used, the instrument was initially administer
on 20 academic staff, after two weeks the same group of respondents were given
same instrument again, and the result of the two administrations were compared to

establish the reliability co-efficient of 0.72.

The data collected were subjected to analysis using SPSS package of the computer nait. % -

Descriptive statistics of frequency and percentages was used to answer the researck
questions while the formulated research hypotheses were tested with the use

inferential statistics of Person product-moment correlation statistics at 0.05 level of

significance.

Research Questions / . . 3

Inview of the variables in this paper, three research questions were raised. They are:
formance in universities in Kwara State?

1. What is the level of lecturers' pe

2.  What is the rating of lecturers
universities in Kwara State? ; a

3. What is the level of involvement of lecturers 10 communify SCTCCS R
universities in Kwara State?

3-

commitment to research and publication

145
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Research Hypotheses ‘
- Three hypotheses

‘UANI & A. 0, AKINSOLU

1 There is :;r:‘geflemted for the study
perforlllancei.t:lUnizau lt. fciaﬁomhip between Job discription and lecturers
N ere i _HVeIsities in Kwara state :
lecturers' J:t(,) i Cant r‘ﬂaﬁonship between Research/Publication and
% performance in Universities in Kwara state.

There i ienifi :

‘ mmflul:it;(’ i t relationship between lecturers' commitment (G

i Services and their i : : daai s state.
* Results and Discussion their job performance in Universities in Kwara
Research Question 1: What ; : R e
5 5 : "3 gities in

- Kwara State? the level of lecturers job performance in Universitic
L Table 1: Level oFLectirers™ Job Performance

>

.‘_.,R'sl’“"s“ , frequency percertage (%)
: :Lmr : X 20 3.6
~ Moderate |38 24.8 6A
~ High # 397 71.54
Total 335 108, -
; 'Ehl: 1Revealed that 138 of the respondentsrepresenting 24.86 percentage agreed that
level of Lecturers' Job Performance

Ve was moderate. 20 of them (3.6%) believec that the
level was very low in Universities in Kwara State while a total of 397 respondents
representing 71.54% agreed that the level of performance measured interm of
teaching, and co-curricular activities was very high. This shows that lecturers that are
highly committed to teaching with adequate numbers of research and publication were
given promotion to the next rank and status in universities in Kwara Siate. The reason
that could be adeuced for respondents with low level mightbe as a result of the Jact that
promotion to the rank of Associate Professor and professorial cadre =re based on
existing vacancy which are often advertised for. These positions do not only limited to

the numbers of publication but also depends on vacancy for the cadre in the concerned
department.

Research Question 2: what is the rating of lecturers’ commitment to Research and
Publication in universities in Kwara State.
Table 2: Ruting of lecturers commitment

o Research and publication.
\ "

Variable , Responses percentage (‘“/'n) cumulative frequeney
,l.u;\\‘ 25 4.3 23
Moderaie ‘ 130 234 155
< High ol 400 721 533
"Tol;ti 558 100
' 146
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wwanting 72.1% agre
Result in table 2 indicated that 400 respondents from 55? rt:prc bcnttgigg; e ofg themi
that level of lecturers' commitment to research and publicatos wasbcliéVﬁd that leve
representing 23.4% said it was moderate while 25 of the respondents n that could
of commitment of lecturers to research and publication was lov‘v. Th'e.retTSOKwam Sates
be deduced for the high level of commitment of lecturers io universities in d rating
might be due to the fact that Nigerian universities attached much premium anf o
for research and publications as criteria for promotion to the next ‘lcvgl 0 Cg thls |
Lecturers' on professorial cadres may not so much commitment to publication an |
may accounts for respondents with low rating of 4.5%. '
Research Question 3: What is the level of involvement of lecturers to community
services? ’

Fable 3 Tnvolvdment ol Lecturers to Communily Services n Upiversities in Kwara State.

Variable Responses | percentage (%) cumulative frequency
Lon 30 . 34 30
Moderate S 1Y 683 410
High 43 26.1 3535
5 —
Total 335 100

Table 3 shows that majority of the of the respondents (380) representing 68.5% rated
the level of involvement of lecturers' to community services moderate in Universitiesin
Kwara State. This rating might be unconnected with the absence of financial
inducement for lecturers to community services. However, lecturers' still show a
significant importance to it as part of their duties and responsibilities to their
immediate communities and environments. '

<

H’mthms e ; ¢
Ho: There is no significant relationship between job description and lecturers

performance in Universities in Kwara State

| Sb oo . e ;
Table 4: Cun‘c!}mun Analvsis of job deseription and lecturers perlormance.

\ ariables ! N 5 Tl BT caleulated r-value P-value Decision

-

Job Description 535 § a4 2,16

3535 A12 0.01 1o Rejected

Lecturers
job performance 333 33 373
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L tree‘dﬁom. ‘chne,‘ 'tfhﬂ Bull hypothesis which states that therc is no significant
risghe ""“"9‘“ Job description and lecturers performance is rejecied. It

7 therefmorean, means 'that job description has a positive relationship .with lecturers’
i P ' b:e Alecturer ’Whp is well abreast of what is expected of him will defiaitely
: ?ﬁfﬁmﬁ ;X:}};mn 10b descriptions help organisation employecs, who must
_ The interpretation L understand the boundaries of the persons' responsi

expected of them and hence improve

their performance.

10§ ificant relationship between research/publication and lectuzers jou
In universities in Kwara State.
AR :

: T?fb'ﬁ-ﬁ:‘CorrelaﬁQn Analysis RS;_&ﬁrch/Puincdlion and Lecturers Job Performance

; "iriiyble; e e S e calculated r-value P-value  Decision
~ Research and o
: ,x‘p'lijblication BSa50. 299 262
. .. ; 553 367 ~ 002 HI rejected
- Lecturers 550 327 178
Job performance

;‘-: As indicated in Table 5_ The P-value 0t 0.02 is less than 0.05 level of significance and the null

~ hypothesis which states that there is no significant relationship between job description
- and lecturers' commitment to publication is rejected. This study therefore in its findings

 found a significant relationship between the two variables. There is positive correlation
between job description and lecturers' publication performance. Lecturers are

expected to undertake quality research including a record of refereed publications
demonstrating scholarly and professional achievement and/or significant rience in
the relevant discipline area. Quality of publication from research work leads to
professional reputaﬁion and prestige, higher income andbetter scholarship, Therefore,
~ lecturers' promotio1 depends on the quality of publication.

- Furthermore, when authorities of higher institutions are looking for academically

qualified persons to fill prestigious professional chairs, they turn to publication for
guidance (Gbadeyan, 2007). Lecturers with well published academic paper will have
significantly more offer at universities. Lecturers who are good in research ars also
good in teaching because the research process allows them to bring a critical vitality to
the classroom without much relationship with job description.

H2: There is no significant relationship between lecturers commitment to community
services in universities in Kwara State.

of this is that Job Descriptions enable lecturers to understand duties -
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mtﬁgmnng themselves are providing adults or copsulting education programmes,
‘seeking solutions to Nigerian's current pressing prcblems, public enlightenment
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able 6° Lectwers’ Commitment 1o Conununity Services in Universities in Kwara

7 : : rision
Zohieg T X sD df calculated r-value D-value . Det
Commum ' '
e 500 D305 28
7 ‘ 553 r o 003 112 Rejected
] ' /
Lecturers L ! i

ob perfeinunce 530 S GeER

wgﬁshowstﬁatthéﬁvalucofﬂ.m&lmthan.w aigniﬁwntlevelwith553 degree of
eedom. This means that operational null hypothesis which states that iLere is 1o
nificant relationship between job description and lecturers’ commurity participation
rformance is rejected. This implies that universities iptzgrate into their immedia
y, which is their primary and external constituency. Among the means of |

campaign on government policies, consultancy programmes on mobilisation of
government projects such as roads, water, electricity and provision of extension service.

The findings also agreed with Gbadeyan (2007) that lecturers' serves as rssources
persoDs in seminars, conferences and workshops organized for the general public or
professional bodies. The others roles that are intimately ted io the programmes neads
and aspiration of the immediate community are moderating and marking Senior
Secondary Certificate Examination scripts. Lecturers perform these duties along with
other relevant programmes with much relationship with the community.

Summary of Findings ' it o
Ihe findings of this study revealed higher degree of lecturers' commitment o bot

Conclusion- i
Lecturers job description is very vital to University as a formal organization. This 1sa -
written documents that provide information on duties, task and resporfm"bﬂiﬁe&;_
expected of academic staff in Nigerian universities. This gives direction to staff on h-;w :
effective they should perform the assigned duties of teaching, résearch and commuIty Su sl
services. Lecturers strive high on their responsibilities as prescribed for them becauseil . &5
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to view of findings and e

2ncluslon, it could be recomment squate |
e onded that adequate funds be
: by the University authorities to be able to conduct a

publication in th versities should lay much emphasis on teaching rather than
to academic staff 1o be mor rating and promotion, Allowances should also be given
pmgumm.., o A ommitted and involved in their community scrvice
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