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Abstract 
 

This paper focused on workforce development strategies for teacher job performance in public schools 

in Nigeria. Workforce development strategies are a set of intentional and coordinated efforts aimed at 

enhancing the skills, knowledge, and employability of individuals within a labor force. These strategies 

are designed to align the workforce with the evolving demands of the job market, thereby promoting 

economic growth, reducing unemployment, and improving the overall productivity and quality of the 

workforce. The paper identified the workforce development strategies for teacher job performance 

which includes: Professional Development, Teachers’ Certification, Teacher Evaluation and Feedback, 

Reducing Teacher Workload, Classroom Resources and Infrastructure, Curriculum Alignment, 

Teacher Motivation, Teacher Well-Being and Collaborative Learning Communities. Also, identified 

the potential challenges facing workforce development strategies for teachers’ job performance which 

are: Inadequate Funding, Infrastructure and Technology Gaps, Limited Access to Professional 

Development, Lack of Teacher Retention and Motivation, Lack of Quality of Training Programs, 

Cultural and Linguistic Diversity, Lack of Policy Implementation and Consistency and Lack of 

Assessment and Accountability. The paper likewise provided possible strategies for curbing the 

challenges of workforce development strategies for teacher job performance which includes: Increase 

Funding for Education, Improve Infrastructure and Technology Integration, Teacher Retention and 

Motivation, Regional and Cultural Sensitivity, Policy Consistency and Implementation and Equitable 

Access to Professional Development. It therefore, concluded that effective workforce development 

strategies for teacher job performance in public schools in Nigeria are essential for improving the 

quality of education and ensuring positive student outcomes. The paper made some outstanding 

suggestions that; Federal government should increase budgetary allocation to the education sector to 

ensure that there are adequate resources for teacher training and professional development programs. 

Also, School Administrators should ensure that all teachers have access to training including those in 

remote or underserved areas, have access to professional development opportunities. 
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INTRODUCTION 

 

Workforce development strategies play a pivotal role in enhancing the job performance of 

teachers in public schools in Nigeria. The education sector is the bedrock of any nation's 

development, and the quality of teaching in public schools directly impacts the future of the 

country. In Nigeria, like many other countries, the effectiveness of teachers is critical in ensuring 

that students receive a high-quality education, which, in turn, has far-reaching implications for 

economic growth, social development, and overall progress. In Nigeria, public schools face a 

myriad of challenges, from overcrowded classrooms and limited resources to evolving 

curriculum demands and societal expectations. At the heart of these challenges lies the pivotal 

role of teachers, who serve as the custodians of knowledge and the architects of the nation's 

future. In recognizing the critical importance of educators, workforce development strategies 

emerge as a linchpin in the ongoing efforts to revitalize the nation's education system (Danielson, 

2007). 

Workforce development strategies encompass a wide spectrum of initiatives, each 

meticulously designed to address specific facets of teacher job performance. They range from 

tailored professional development programs, offering educators opportunities for continuous 

growth and skill enhancement, to mentorship schemes that foster a culture of collaborative 

learning and guidance. Furthermore, the integration of cutting-edge technology into the teaching 

process seeks to modernize pedagogy, making learning more engaging and accessible (Darling-

Hammond, 2017). By investing in the workforce development strategies, Nigeria aspires to 

cultivate a more skilled, motivated, and resilient educational workforce. This investment 

ultimately translates into improved student outcomes, enhanced critical thinking skills, and the 

holistic development of young minds. Moreover, a revitalized public education system is a 

catalyst for social change, offering an equalizing force in a nation marked by disparities (Holzer 

& Lerman, 2014). Workforce development strategies for teacher job performance in public 

schools in Nigeria represent a beacon of hope and progress, signifying the nation's commitment 

to harnessing the full potential of its educational system. They lay the foundation for a brighter 

future where every child has access to quality education and where teachers are empowered to 

guide and inspire the next generation of leaders, innovators, and change-makers (Oduolowu, 

2011).  

 

CONCEPTUAL CLARIFICATION 

 

Workforce Development 

 

Workforce development refers to the ongoing process of enhancing and improving the skills, 

knowledge, and abilities of individuals in the labor force. It involves systematic efforts, often 

through education, training, and other interventions, to prepare and adapt the workforce to meet 

the evolving needs of the economy. The goal is to ensure that individuals possess the relevant 

competencies and qualifications required by employers, thereby fostering economic growth, 

competitiveness, and sustainable employment opportunities. Workforce development is a 

dynamic and strategic approach aimed at aligning the workforce with the demands of industries 

and addressing challenges such as skill gaps and technological advancements.  

According to Smith (2005) workforce development is the process of enhancing the skills, 

knowledge, and abilities of the labor force to meet the evolving needs of the economy. Brown 
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(2014) described workforce development as the systematic efforts to align the skills of workers 

with the requirements of employers, fostering economic growth and competitiveness. Peterson 

(2022) defined workforce development to be policies and programs that facilitate the acquisition 

of skills, knowledge, and competencies to enhance individual employability. In the dynamic 

landscape of education, the significance of workforce development for teachers in public schools 

in Nigeria cannot be overstated. As the driving force behind knowledge dissemination and skill 

acquisition, teachers play a pivotal role in shaping the future of the nation. Workforce 

development for educators goes beyond a mere professional enhancement; it is a strategic 

commitment to equipping teachers with the necessary tools, knowledge, and innovative 

pedagogies to excel in their roles (Smithson, 2022). In the context of Nigerian public schools, 

this initiative becomes a catalyst for transformative change, aiming not only to elevate individual 

teacher job performance but also to revolutionize the entire educational ecosystem.  

 

Workforce Development Strategies 

 

Workforce development strategies are a set of intentional and coordinated efforts aimed at 

enhancing the skills, knowledge, and employability of individuals within a labor force. These 

strategies are designed to align the workforce with the evolving demands of the job market, 

thereby promoting economic growth, reducing unemployment, and improving the overall 

productivity and quality of the workforce.  Workforce development strategies is a multifaceted 

concept that encompasses policies, programs, and initiatives tailored to prepare individuals for 

meaningful and sustainable employment opportunities. At its core, workforce development 

strategies seeks to bridge the gap between the skills individuals possess and the skills required by 

employers and industries (O'Leary & Wandner, 2016).  

According to Anderson (2019) and Borko (2017) workforce development strategies refer 

to the actions and policies aimed at fostering a competitive labor force, which is essential for the 

prosperity and growth of industries and regions. Brown (2014) described workforce development 

strategies encompass the systematic efforts to bridge the gap between education and employment, 

ensuring that individuals are prepared for meaningful work opportunities. Johnson (2016) 

defined workforce development strategies as the identification and cultivation of the talents and 

capabilities of the workforce to drive economic growth and social progress. Workforce 

development strategies take into account the dynamic nature of work, which is continually 

influenced by technological advancements, economic shifts, and changing industry demands. As 

a result, these strategies promote lifelong learning and career development, encouraging 

individuals to adapt, upskill, and reskill throughout their professional journey (Frugoli et al, 

2016). 

Workforce development strategies are instrumental in shaping the landscape of education, 

particularly in how they exert a profound influence on teacher job performance. These strategies 

represent a comprehensive approach to enhancing the skills, knowledge, and capabilities of the 

teaching workforce, and their impact extends far beyond the individual teacher's professional 

growth (McGuire et al, 2016). Workforce development strategies wield a profound influence on 

teacher job performance, as they provide the framework and tools necessary to enhance 

educators' skills, knowledge, and effectiveness in the classroom. These strategies are not only 

pivotal for the professional growth of teachers but also pivotal for the overall quality of 

education.  
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Teacher Job Performance 
 

Teacher job performance is a multifaceted and critical aspect of the education system that plays a 

pivotal role in shaping the academic, social, and personal development of students. It 

encompasses the array of skills, abilities, and actions that educators employ within the classroom 

and beyond, all aimed at fostering an environment conducive to learning, growth, and 

achievement. Teacher job performance is the consistent adaptation to changing educational 

policies and best practices. According to Darling-Hammond (2017), teacher job performance is 

the measurement of a teacher's impact on student achievement and growth. Danielson (2007) 

described teacher job performance to include instructional planning, classroom management, and 

assessment practices. Durlak cited in Adeyemi (2014) defined teacher job performance as the 

extent to which a teacher contributes to the broader goals of education, including social and 

emotional development. Fullan cited in Oduolowu (2011) described teacher job performance as 

the impact on long-term student success, including post-graduation outcomes. The evaluation of 

teacher job performance is a subject of continuous scrutiny and debate, as it profoundly 

influences the quality of education, the future prospects of students, and the overall effectiveness 

of educational institutions (Holmes & Banerjee, 2017). 

Effective teacher job performance is typically associated with positive student learning 

outcomes, as it directly influences the quality of education and students' academic growth. It 

involves not only what happens within the classroom but also professional development, ethical 

conduct, and the broader impact on students' cognitive, social, and emotional development 

(Harris & Sass, 2014). According to Darling-Hammond (2017), teacher job performance 

encompasses various aspects that collectively determine the effectiveness and success of an 

educator: Instructional Skills, Classroom Management, Student Engagement, Assessment and 

Feedback, Content Knowledge, Cultural Responsiveness, Professional Development, Ethical and 

Professional Conduct, Communication and Collaboration, Technology Integration, and 

Adaptability. Teaching prowess is a beacon of inspiration, creating a lasting impact on students 

and elevating the standard of educational excellence. The commitment to fostering a love for 

learning and academic success sets a remarkable standard in the realm of teaching. 

 

Possible Workforce Development Strategies for Teachers Job Performance  

 

In the educational landscape, teachers are the weavers of knowledge, the architects of future 

generations. They hold the key to unlocking the potential of millions of young minds. Their job 

performances are fueled by effective workforce development strategies. Implementing these 

strategies is essential to enhance teachers' job performance. Below are some of the workforce 

development strategies for teacher job performance in public school in Nigeria: 

 

Professional Development 

 

Professional development plays a pivotal role as a workforce development strategy, significantly 

impacting teachers' job performance. Workshops, conferences, seminars, mentoring, coaching 

and online courses offer opportunities for teachers to acquire new teaching strategies, incorporate 

technology, and stay updated on curriculum advancements. In-depth training programs 

contribute to teachers' knowledge, skills, and pedagogical strategies, fostering continuous 

improvement in the classroom (Guskey, 2018). Desimone (2019) emphasized the importance of 
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sustained, job-embedded professional development, aligning with the specific needs and context 

of educators. This personalized approach is seen as essential for meaningful skill acquisition and 

application, translating into improved student outcomes (Borko, 2017).  

Study by Miller (2021) highlighted that successful professional development goes beyond 

one-time workshops, emphasizing sustained and embedded learning experiences. Collaborative 

learning communities, mentoring and coaching programs, and peer observations contribute 

significantly to teacher development. These approaches provide opportunities for reflection, 

feedback, and the exchange of best practices.  Furthermore, research by Darling-Hammond and 

Richardson (2009) emphasized the significance of continuous professional development (CPD) 

for teachers indicating that teachers who engage in ongoing learning opportunities exhibit greater 

adaptability and sustained effectiveness in their roles. Teachers who receive personalized support 

through mentoring and coaching demonstrate enhanced job performance, benefiting from 

ongoing guidance and feedback. Coaching offers targeted support, helping teachers set goals, 

reflects on their practices, implement effective strategies, and implementing mentorship and 

coaching programs where experienced teachers support and guide newer educators. 

 

Teachers’ Certification  

 

Teacher certification serves as a crucial workforce development strategy, influencing educators' 

job performance. Ingersoll (2011) indicated that certified teachers often possess a more 

comprehensive understanding of pedagogical techniques, subject matter expertise, and classroom 

management skills compared to their non-certified counterparts. Certification programs typically 

incorporate a blend of theoretical knowledge and practical teaching experiences, fostering a well-

rounded skill set in educators (Darling-Hammond, 2017). 

Goldhaber and Anthony (2018) highlighted the positive correlation between teacher 

certification and student outcomes, emphasizing the importance of certified educators in 

enhancing academic achievement.  Certified teachers tend to be more effective in addressing 

diverse student needs and adapting instructional strategies, contributing to a more inclusive 

learning environment (Clotfelter et al., 2016). Darling-Hammond (2017) emphasized that 

certified teachers often exhibit higher levels of pedagogical knowledge, classroom management 

skills, and overall instructional effectiveness. Certification programs are viewed as mechanisms 

to ensure educators possess the necessary skills and knowledge to meet the diverse needs of 

students. Smith (2005) indicated a positive correlation between teacher certification and student 

achievement, emphasizing the crucial role certified teachers play in fostering academic growth. 

Teacher certification is a sole indicator of teacher effectiveness. Factors such as experience, 

ongoing professional development, and the school environment also significantly influence job 

performance. Additionally, alternative certification pathways and their effectiveness in preparing 

teachers have been subjects of debate, challenging the traditional notion of certification as the 

sole predictor of teacher quality. Teacher certification is associated with enhanced job 

performance and positive student outcomes. Rigorous and comprehensive certification is 

associated with increased teacher effectiveness, ensuring that educators are adequately prepared 

for the complexities of their profession.  

 

 

 

 



65 
 

Teacher Evaluation and Feedback 

 

Regular teacher evaluation and constructive feedback are integral components of assessing job 

performance (Oduolowu, 2011). Teacher evaluation is recognized as a multifaceted system that 

involves comprehensive assessments of instructional practices, classroom management, and 

professional growth. Johnson and Martin (2023) highlighted the significance of using multiple 

measures, including classroom observations, student outcomes, and self-assessment, to provide a 

holistic view of teacher performance. Feedback, particularly when it is formative and ongoing, is 

identified as a critical component of teacher development. Effective feedback is timely, specific, 

and linked to observable behaviors, allowing teachers to make targeted improvements. 

The effectiveness of teacher evaluation is closely linked to the quality of feedback 

provided. Timely, specific, and actionable feedback has been shown to have a significant impact 

on teacher performance (Kraft et al., 2018). This feedback loop creates a culture of 

accountability and continuous improvement, emphasizing collaboration between administrators 

and teachers (Marzano et al., 2012). Davis (2013) suggested that feedback should be a two-way 

communication process, fostering a collaborative and supportive environment. Research by 

Carter (2017) indicated that evaluation and feedback systems should be transparent, fair, and 

aligned with professional standards. The incorporation of both qualitative and quantitative data 

in the evaluation process is emphasized, offering a more comprehensive understanding of teacher 

effectiveness. Training evaluators to conduct meaningful and constructive evaluations is 

considered crucial for the success of these processes.  

Teacher evaluation and feedback underscores the importance of a comprehensive, fair, 

and ongoing process. Effective evaluation and feedback contribute not only to individual teacher 

development but also to the overall improvement of instructional practices and, ultimately, 

student outcomes. Comprehensive evaluations, including classroom observations and student 

assessments, provide a holistic view of a teacher's effectiveness. Constructive feedback, 

delivered in a supportive manner, helps educators identify strengths and areas for improvement 

(Hargreaves & Fullan, 2012). A well-structured evaluation system contributes to enhanced 

teaching practices and, subsequently, improved overall job performance.  

 

Reducing Teacher Workload  

 

Efforts to reduce teachers' workload have gained attention as crucial workforce development 

strategies, aiming to enhance job performance and overall well-being. Ingersoll and Strong (2011) 

underlined the impact of workload on teacher effectiveness, emphasizing the need for a balanced 

and sustainable approach to instructional responsibilities. Johnson and Birkeland (2014) 

suggested that excessive workload contributes to burnout and can negatively affect teacher 

morale and retention. Strategies to reduce workload encompass various dimensions, including 

curriculum design, administrative tasks, and assessment practices. Streamlining curriculum 

requirements and providing clear, well-organized instructional materials are identified as 

effective means to alleviate teacher burden (Goe, 2018). Research by Thomas (2019) suggested 

that a balance between professional expectations and manageable workloads is crucial for 

sustaining a healthy and effective teaching workforce. Miller (2021) emphasized that flexible 

scheduling and time management strategies are potential solutions to reduce teacher workload. 

Providing educators with the autonomy to organize their time efficiently, coupled with realistic 

expectations, can contribute to improved job performance and overall well-being.  
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Holzer and Lerman (2014) highlighted the importance of school leadership in 

recognizing and addressing workload issues. They noted that supportive administrative practices, 

including realistic expectations, clear communication, and providing resources, are crucial for 

fostering a positive work environment. Streamlining administrative tasks, providing efficient 

grading tools, and leveraging technology for routine processes can alleviate the burden. 

Adequate support staff, well-designed curriculum materials, and realistic expectations contribute 

to a healthier work-life balance. By addressing workload concerns, educators can focus more on 

effective teaching practices, leading to improved job performance and better outcomes for both 

teachers and students. Thus, reducing teachers' workload for improved job performance 

advocates a holistic and collaborative approach.  

 

Classroom Resources and Infrastructure 

 

The availability and quality of classroom resources and infrastructures are significant factors in 

shaping teachers' job performance. Numerous studies emphasize the importance of adequate 

classroom resources, including textbooks, technology, teaching materials, and manipulative. 

Research by Boyd et al., (2014) emphasized that well-equipped classrooms positively impact 

instructional practices, engagement, and student outcomes. Access to a variety of teaching 

materials, textbooks, and technology has been associated with improved teacher effectiveness 

and student achievement (Hattie, 2012). Adequate resources contribute to a dynamic learning 

environment, enabling teachers to implement diverse instructional strategies that cater to 

different learning styles and needs (Harris & Sass, 2014). Moreover, Guarino et al., (2015) 

suggested that the physical infrastructure of classrooms, including seating arrangements, lighting, 

and overall layout, influences the teaching and learning process. Well-designed and comfortable 

classrooms, access to digital resources, interactive whiteboards, and other educational 

technologies is associated with increased student engagement and improved teacher effectiveness 

(Frugoli et al., 2016). 

Studies by McGuire et al., (2016) indicated that conducive physical environments, such 

as well-lit and appropriately ventilated classrooms, positively influence teachers and students 

well-being, consequently impacting job performance. Research by Oduolowu (2011) stressed the 

importance of school leadership in providing and maintaining adequate resources and 

infrastructure. Supportive administrative practices, budget allocations, and strategic planning for 

resource acquisition contribute to a positive working environment for teachers. Classroom 

resources and infrastructure for teachers' job performance emphasizes the crucial role these 

elements play in creating an environment conducive to effective teaching. Adequate resources, 

technology integration, and supportive physical infrastructure contribute not only to teacher 

satisfaction but also to improved student outcomes. 

 

Curriculum Alignment 

 

Curriculum alignment stands out as a vital workforce development strategy, impacting teachers' 

job performance by ensuring that instructional objectives, assessments, and educational standards 

are congruent. Porter et al., (2003) consistently emphasized the importance of alignment in 

promoting effective teaching and enhancing student learning outcomes. Research by Popham 

(2018) indicated that when teachers align their instruction with established curriculum standards, 

students benefit from a more coherent and focused educational experience. Curriculum 
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alignment involves mapping instructional content and methods to specified learning goals, 

providing teachers with a clear roadmap for effective lesson planning and delivery (Holzer & 

Lerman, 2014). Studies by Kazis and Shulkin (2006) consistently highlighted that teachers' job 

performance is positively influenced when they have a clear understanding of curriculum 

objectives and can effectively translate them into instructional strategies.  

Johnson (2016) suggested that curriculum alignment enhances teacher effectiveness by 

providing a structured framework for planning and delivering instruction. Teachers who are 

well-versed in the curriculum objectives are better equipped to create engaging lessons, assess 

student progress accurately, and address individual learning needs. Alignment between 

curriculum and assessments is prominent for teachers’ job performance (Hill et al., 2019). When 

assessments align with curriculum goals, teachers can better gauge student understanding and 

tailor their instructional approaches accordingly. This alignment contributes to a more accurate 

evaluation of both student and teacher performance. When instructional goals, assessments, and 

learning activities align with the curriculum, educators can effectively deliver targeted content. 

Professional development on curriculum alignment ensures teachers have the necessary skills. 

Regular reviews and updates to align with educational standards keep instruction relevant. A 

well-aligned curriculum enhances clarity, consistency, and overall effectiveness in teaching, 

contributing to improved job performance for educators.  

 

Teacher Motivation 

 

Teachers' motivation is a pivotal aspect of workforce development, significantly influencing 

their job performance and overall effectiveness in the classroom. Ingersoll and Strong (2011) 

featured the multifaceted nature of teacher motivation and its implications for student outcomes. 

Intrinsic motivation, characterized by a genuine passion for teaching and a commitment to 

students' success, is consistently linked to higher job satisfaction and performance (Deci & Ryan, 

2000; Ololube, 2017). Teachers driven by intrinsic motivation are more likely to engage in 

continuous professional development, seek innovative instructional approaches, and establish 

positive relationships with students. 

Extrinsic factors, such as recognition, professional development opportunities, and fair 

compensation, also play a crucial role in teachers' motivation. However, Latham and Pinder 

(2017) suggested that teachers who perceive a connection between their efforts and tangible 

rewards are more likely to demonstrate higher levels of commitment and job satisfaction. 

Professional development programs that align with teachers' goals and provide meaningful 

opportunities for growth contribute to sustained motivation (Little, 2012). The organizational 

climate and culture are identified as influential factors in shaping teachers' motivation. 

Supportive leadership, collaborative work environments, and a sense of autonomy contribute to a 

positive motivational climate (Keller, 2010). Conversely, factors like administrative constraints 

and a lack of resources can negatively impact teachers' motivation (Hakanen et al., 2006). 

Supportive administrative practices, clear communication, and a positive school culture 

contribute to a motivating work environment. On the contrary, factors like excessive bureaucracy, 

lack of autonomy, and inadequate resources may diminish motivation and hinder job 

performance. Recognizing and celebrating achievements, fostering a positive work environment, 

and providing professional growth opportunities are motivational factors. Supportive leadership, 

clear communication, and a collaborative culture contribute to job satisfaction. Ultimately, when 
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teachers feel valued and inspired, their motivation translates into effective teaching practices and 

enhanced job performance. 

 

Teacher Well-Being 

 

Teachers' well-being has emerged as a critical focus in workforce development, with extensive 

literature highlighting its profound impact on job performance, job satisfaction, and ultimately, 

student outcomes. Sutton and Wheatley (2017) dependably emphasized the interconnectedness 

between teacher well-being and the overall health of the educational system. One significant 

aspect of teacher well-being is the impact of stress and burnout. Kyriacou (2016) opined that 

high levels of stress are associated with lower job satisfaction, diminished instructional 

effectiveness, and increased teacher turnover. Strategies to mitigate stress include workload 

management, professional support networks, and the development of coping mechanisms, which 

have been linked to improved teacher well-being (Skaalvik & Skaalvik, 2017). 

The demands of teaching often extend beyond the classroom, impacting personal lives 

and contributing to burnout (Ololube, 2017). Policies and practices that promote a healthier 

work-life balance, such as flexible scheduling, reduced administrative burden, and clear 

delineation of responsibilities, are identified as essential components of workforce development 

strategies (Ingersoll & Strong, 2011). Professional development opportunities that focus on 

teacher well-being, including stress management workshops and mindfulness programs, have 

gained attention (Ololube, 2011). Integrating well-being into the professional development 

agenda is seen as a proactive approach to enhancing teacher resilience and job satisfaction, 

ultimately benefiting both educators and students (Ololube, 2006). Prioritizing teacher well-

being is crucial for sustaining high job performance. Creating a supportive work environment, 

offering mental health resources, and promoting a healthy work-life balance are essential. 

Adequate professional development on stress management and resilience can be beneficial. 

Recognizing and addressing factors that contribute to burnout, such as heavy workloads, is key. 

When teachers feel valued, supported, and emotionally well, it positively impacts their job 

performance, leading to better outcomes for both educators and students. 

 

Collaborative Learning Communities  

 

Collaborative learning communities (CLCs) have gained prominence in the literature as potent 

workforce development strategies, influencing teachers' job performance through shared learning, 

support, and professional growth. Hord and Tobia (2018) highlighted the positive impact of 

CLCs on instructional practices, teacher satisfaction, and student outcomes. CLCs provide a 

platform for teachers to engage in meaningful collaboration, fostering a culture of continuous 

improvement. Bryk et al., (2015) indicated that teachers participating in CLCs experience 

increased job satisfaction, professional efficacy, and a sense of collective responsibility for 

student success.  

The collaborative nature of these communities promotes a dynamic exchange of ideas, 

resources, and best practices, contributing to enhanced instructional strategies (Little, 2012). 

Professional development within CLCs is characterized by its contextual relevance and 

responsiveness to the specific needs of teachers. This personalized approach to learning is linked 

to improved job performance as it addresses the diverse challenges faced by educators in their 

classrooms (Louis et al., 2017). Stoll et al. (2019) suggested that sustained engagement in CLCs 
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leads to a deeper understanding of pedagogical approaches and a greater willingness to 

experiment with innovative teaching methods.  Moreover, CLCs contribute to a supportive and 

collegial work environment. Teachers in collaborative communities often report higher levels of 

trust, shared decision-making, and a sense of professional belonging (Hargreaves & Dawe, 2010). 

These relational aspects positively impact job satisfaction and overall well-being, creating a 

positive ripple effect on job performance (Ingersoll & Strong, 2011). CLCs contributes to 

continuous learning, improved instructional practices, and a positive school culture, ultimately 

enhancing teachers' job performance and contributing to overall educational effectiveness. 

 

Potential Challenges Facing Workforce Development Strategies for Teachers’ Job 

Performance 

 

The challenges of workforce development strategies for teachers’ job performance in public 

school in Nigeria are multifaceted. Below are some of the challenges facing workforce 

development strategies for teachers’ job performance in public school in Nigeria: 

 

Inadequate Funding 

 

Public schools in Nigeria often grapple with insufficient financial resources (Halachmi & Seif‐

Mor, 2008). This affects the implementation of workforce development programs, hindering the 

provision of necessary training, resources, and infrastructure for teachers. Limited funding also 

impacts the capacity to attract and retain qualified educators. Insufficient financial resources 

hinder the implementation of effective workforce development strategies, limiting investments in 

training, infrastructure, and educational resources. 

 

Infrastructure and Technology Gaps 

 

Insufficient access to modern teaching tools and technology in public schools is a hindrance to 

effective workforce development (Frugoli et al., 2016). Teachers may struggle to incorporate 

innovative pedagogies without adequate technological support. Addressing infrastructure gaps is 

crucial for preparing teachers for 21st-century education. 

 

Limited Access to Professional Development 

 

Geographical disparities and limited access to professional development opportunities are 

recurrent challenges (Harris & Sass, 2014). Teachers in remote or underserved areas often face 

difficulties in accessing relevant and timely training programs, contributing to disparities in 

professional growth. 

 

Lack of Teacher Retention and Motivation 

 

Challenges in retaining qualified teachers are widely acknowledged (Hattie, 2012). Low salaries, 

delayed promotions, and inadequate recognition contribute to high turnover rates, negatively 

affecting both workforce stability and job performance. 
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Cultural and Linguistic Diversity 

 

Nigeria's cultural and linguistic diversity presents challenges in designing inclusive workforce 

development strategies (Ajayi, 2010). Language barriers and cultural differences may affect the 

effectiveness of training programs, necessitating culturally sensitive approaches. 

 

Lack of Policy Implementation and Consistency 

 

Inconsistent policy implementation at different levels of governance poses a significant 

challenge (Darling-Hammond, 2017). Rapid policy changes and variations in interpretation 

hinder the development of a cohesive and sustainable workforce development framework. 

 

Lack of Assessment and Accountability 

 

The lack of a robust system for assessing teacher performance and holding educators accountable 

can hinder workforce development efforts (Moir, 2014). A clear framework for evaluating 

teacher effectiveness and providing constructive feedback is essential for continuous 

improvement. 

 

Strategies for Curbing the Challenges Facing Workforce Development Strategies for 

Teacher Job Performance 

 

The strategies proposed to overcome these challenges are multifaceted and interconnected, 

emphasizing the importance of a holistic approach. Below are some of the potential strategies for 

curbing the challenges of workforce development strategies for teacher job performance: 

 

Increase Funding for Education 

 

Research emphasized the critical role of adequate funding in overcoming challenges (Danielson, 

2007). Adequate budget allocation to education, particularly for workforce development, is 

crucial to address resource limitations and provide support for effective teacher training and 

professional development programs. 

 

Improve Infrastructure and Technology Integration 

 

Improve infrastructure is very critical in addressing the challenge of workforce development 

strategies for teacher job performance (Frugoli et al., 2016). Investment in school infrastructure, 

including classrooms, libraries, and technology, is essential for creating a conducive learning 

environment and supporting workforce development initiatives. Invest in upgrading school 

infrastructure, including providing access to reliable electricity, internet connectivity, and 

modern teaching tools. 

 

Teacher Retention and Motivation 

 

Teacher retention and motivation is another critical aspect of addressing the challenge of 

workforce development strategies for teacher job performance (Adekola, 2012). Strategies to 



71 
 

retain teachers, such as competitive salaries, benefits, and professional development 

opportunities, can contribute to a stable and motivated teaching workforce  

 

Regional and Cultural Sensitivity 

 

Tailoring workforce development strategies to the unique cultural and regional needs of 

communities can help ensure that teaching methods and content are appropriate for diverse 

student populations (Holmes & Banerjee, 2017). Tailor professional development programs to be 

culturally sensitive and inclusive, recognizing the linguistic and cultural diversity of Nigeria. 

Encourage the use of indigenous languages in education and incorporate local contexts into 

training content 

 

Policy Consistency and Implementation  

 

Scholars stress the importance of consistent policy implementation (Kazis & Shulkin, 2003). The 

Developing and implementing clear, consistent educational policies and regulations can facilitate 

the effective execution of workforce development programs. 

 

Equitable Access to Professional Development  

 

Research highlights the geographical disparities in access to professional development (Adeyemi, 

2014). Expanding access to professional development opportunities, especially for teachers in 

remote or underserved areas, can ensure that all educators benefit from workforce development 

initiatives  

 

CONCLUSION 

 

Effective workforce development strategies play a pivotal role in enhancing teachers' job 

performance in public schools in Nigeria. Addressing the challenges faced by teachers and 

providing them with the necessary training, support, and resources is a critical step towards 

enhancing the education system in Nigeria. This, in turn, can contribute to the overall 

development and progress of the nation. Ultimately, a holistic approach to workforce 

development empowers teachers, enriches the quality of education, and positively impacts 

student outcomes. To achieve success, a collaborative effort from government authorities, 

educational institutions, and communities is required to create a conducive learning environment 

and empower teachers to excel in their roles. 

 

Suggestions 

 

In the light of the above expositions; the following practical suggestions are deemed necessary 

for improving teacher job performance in public schools in Nigeria: 

 

 Federal government should increase budgetary allocation to the education sector to 

ensure that there are adequate resources for teacher training and professional 

development programs. 
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 Federal government should invest in school infrastructure, including classrooms, libraries, 

and technology, to create a conducive learning environment for both teachers and 

students. 

 Federal government should implement strategies to retain teachers, including competitive 

salaries, benefits, and opportunities for career growth. 

 Federal government should provide continuous ongoing professional development 

opportunities for teachers to keep them updated on the latest pedagogical trends and best 

practices.  

 School Administrators should ensure that all teachers have access to training including 

those in remote or underserved areas, have access to professional development 

opportunities. 

 School Administrators should ensure teacher collaboration to establish professional 

networks and communities of practice to encourage teachers to learn from each other, 

share best practices, and receive support. 

 School Administrators should encourage performance evaluation and feedback to 

implement fair and transparent teacher evaluation systems, coupled with constructive 

feedback, to help educators identify areas for improvement. 
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