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Promoting Work Etiquettes Compliance Among Public 
Secondary School Teachers in Lagos State, Nigeria: The 

Critical Role of Employee Value Proposition
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Abstract

This study examined the relationship between employee value proposition 
and work etiquettes compliance among public secondary school teachers in 
Education District III of Lagos State, Nigeria. Based on the purpose of the 
study, three research hypotheses were tested at .05 confidence level. A 
descriptive correlational research design was adopted for the study. The 
population comprised all the 2829 teachers in the 66 public senior 
secondary schools in the district as at the time of this study. The sample size 
comprised 350 teachers selected using stratified and Proportionate 
sampling techniques. A self-developed, validated and reliable (r = .70) 20 
items instrument titled ‘Employee Value Proposition and Teachers’ Work 
Etiquettes Compliance Questionnaire’ (EVPTWEQ) was used to generate 
data for the study.  Data collected were analysed using the Pearson Product 
Moment Correlation Statistics, and the results of the analysis showed that 
significant relationship existed between each of the indicators of employee 
value proposition studied (compensation system, capacity building 
programme and work-life balance) and teachers’ work etiquettes 
compliance. The study concludes that healthy employee value proposition 
is sine qua non to teachers’ positive work behaviour. It was recommended 
that teachers’ compensation should be more attractive, there should be 
continuous professional development programmes for teachers and school 
administrators should encourage family friendly school environment.

Keywords:Employee Value Proposition, Work Etiquettes Compliance, 
Compensation System, Capacity Building Programme, Worklife Balance.

Public secondary schools in Nigeria are educational institutions 
established and managed by the state Government in order to provide upper 
basic and post-basic education for the students. Management of public 
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secondary schools is within the purview of the state ministry of education 
and under the direct supervision of the Teaching Service Commission, 
Education District or the State Universal Basic Education Board as the 
case may be. The state Government which is the proprietor of public 
secondary schools finances the establishment and operation in order to 
enhance quality service delivery and eventual goal attainment. It was noted 
that proprietors of educational institutions invest a great deal of valuable 
resources in the provision of qualitative educational service supply, 
thereby facilitating the equality of educational opportunities for 

1prospective students.

The realisation of the mission and vision of any school is hinged on 
the quality and quantity of the workforce who are usually regarded as the 
engine room of the educative process. When an employer engages an 
employee, a relationship is established. While the employers expect the 
employees to possess some qualities that promote effective service 
delivery, they in return promise the employees some benefits and rewards 
to be received for services rendered. This is known as the Employee value 
proposition. Employee value proposition is the system of compensation 
received from the established as a consequence for the skills, abilities and 

2
the expertise brought to the organization.  It is a description of the observed 
general agreement between employer and employee. The employer 
proposes to the employee and anticipates contributions from the 
employees in response to this. The incentives and contributions embody  
reciprocal responsibilities and assurances. The incentives usually involve 
things like career advancement, institutional support, list and indisputable 
actions.

Employee value proposition has to do with the emotional and 
3 practical gain pledged by the employer to the employees. It evidently 

expresses what the pledge is and the expectations from the employees. 
Initiating employee value proposition is essentially a critical aspect in the 
process of employer brand management. Innovative EVP has the 
potentials of attracting, hiring, retaining and satisfying employees. It was 
reported in a study that Employee Value Proposition had significant and 

4  positive influence on task accomplishment. Specifically, the study 
showed that the studied organisations advanced some forms of captivating 
EVP entrenched by four components which are organizational strength, 
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career advancement, moral way of life as well as reward and flexibility. The 
result recognized career advancement as well as reward and flexibility as 
determinants of EVP for better performance of the sampled organisations.

School management are usually confronted with the challenges of 
attracting and retaining quality teachers who possess skills, proficiency 
experience, knowledge and standards that complement their roles in the 
organization. Teachers explore, consider the state of affairs, weigh the 
preferences and then decide on whether to take up or remain on the job due 
to the good deal put forward to them as indicated by EVP. An exciting EVP 
is also capable of ensuring the dedication and commitment of employees, 

5
the resultant effect of which could be better employee retention.

An Employee Value Proposition is therefore, a comprehensive 
package provided by the employer in reciprocity for the efficiency and 
effectiveness of an employee. It was asserted that the EVP operates on 

6double-edged agreement.  On the one hand, there is the employer providing 
incentives, compensation packages, talent management, creativity and 
conducive and congenial work environment. On the other hand, we have 
the employee to whom engagement with the EVP is a determining factor in 
the realization of the mission and vision of the institution.

All employers sign on for value proposition with their employees 
which has to do with the comprehensive set of offerings and encounter 
rendered by the employer in comparison with other related opportunities. It 
was averred that an effective value proposition considers both the employer 
and employee’s needs, and does not inly attract and retain employees with 
the appropriate expertise and competence, but also provides the required 
compensation and conditions of service that inspire and attract them 

7 towards quality service delivery. There is therefore, the need to reappraise 
the value proposition so as to enhance the attraction and retention of 
outstanding teachers.

It was reportedin a survey carried outthat a carefully planned and 
implemented EVP is capable of improving the commitment of new 
employees by approximately 29% and brings down the new employees’ 

8 remuneration premium by approximately 50%. It also increased the 
possibility of employees serving as advocates from an average of 24% to 
47%. The employee’s level of productivity, efficiency and likelihood to be 
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creative were 18%, 35% and 59% respectively. The correlation between 
employee value proposition and employee loyalty was conceptually 
examined and was noted that employee value proposition as measured by 
rewards, opportunity, organization, work and people are determinants of 

9
employee loyalty.  Relatedly, the influence of EVP on employee retention 
was considered and resulted in the conclusion that employee value 
proposition has a moderating role on employee resolve to continue working 

10
in an organization.

This study focuses on three elements of EVP namely: Remuneration, 
capacity building and work life balance with a view to determining the 
mediating role of each of them on work etiquettes compliance among 
teachers. Remuneration is an important factor that impacts on employee 
satisfaction. It has to do with the compensation system in form of the centre 
packages made available to teachers. It could be financial and non-
financial. Staff development involves the capacity building programme in 
form of training and development put forward for the teachers in order to 
enhance their productivity, while work life balance is the flexibility of 
working conditions that provides for a balance between the proportion of 
time and efforts dedicated to work and private affairs for the purpose of 
maintaining a general sense of coherence in life. Work etiquettes 
compliance is the extent at which teachers maintain decorum and civility in 
the discharge of their responsibilities, as evident in the obedience to rules 
and regulations and the display of ethical conducts in the schools.

It reported that the reward system for teachers in Nigeria was 
relatively poor when compared with what is applicable to other 

11 professionals in the country and other parts of the world. This is a pointer 
to the reason why some teachers may be disposed to leaving the profession 
for improved incentive packages. In the same vein, it was affirmed that 
reward is a major factor determining teachers’ willingness to leave the 
profession, and that incentive packages that are not sustainable are likely to 
result in teachers being poached by institutions with better conditions of 
service.

With regards to capacity building, it was evident that deficient career 
opportunities and insufficient capacity building programme are 

12 
determinants of job motivation effectiveness and employability.
Institutional management should focus on a comprehensive consideration 
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on how to engage, advance and encourage academic talents. While the 
focus of the managers is profit maximization and advancement of the 
organization, the interest of the employee is on things such as self- 
improvement, accomplishment and financial compensation.

As for the work life balance, a study was conducted on the influence of 
WLB on job satisfaction and performance of employees, and found that 
each of the work life balance strategies on its own determinants of job 

13contentment.  Furthermore, the impact of WLB on job engagement of 
employees was explored and a moderate level of anticipated WLB, job 
satisfaction and engagement among the sampled employees was 
discovered and therefore, concluded that a positive and significant 
association existed between WLB on the one hand, and job satisfaction and 

14 
commitment on the other hand. An employee with the appropriate work 
life balance is presumably contributed more meaningfully to the 
organisational development and effectiveness. An investigation was made 
on the relationship between WLB and teachers’ job contentment and 
showed that the more the work life balance, the more the job satisfaction of 

15teachers.

The foregoing is indicative of the fact that employees of any 
organization seem to be indispensable for its survival, hence, the need to 
treat them with dignity and civility by providing them with the appropriate 
value proposition. This to some extent can help in developing suitable work 
behaviour in employees towards goal attainment.

Statement of the Problem

The role of the teacher in the realisation of the mission and vision of any 
educational institution cannot be underplayed. This is because teachers are 
considered as the most essential resources in the school system. As 
professionals, teachers are expected to conduct their affairs in the school in 
line with the laid down rules and regulations by displaying compliance with 
work etiquettes, some of which include punctuality, continuous attendance, 
efficient classroom management, records keeping, maintenance of school 
discipline, leadership by examples, etc.

Experience and observations of the researcher in recent time have 
shown that some public secondary school teachers seem to exhibit 
behaviours that are antithetical to the compliance to work etiquettes which 
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include but not limited to truancy, examination malpractices, inappropriate 
records keeping, poor classroom control, withdrawal behaviour, and 
general non-conformity with established practices. In recognition of the 
unwholesome consequences of these conducts on the accomplishment of 
goals of education, efforts have been continuously made by the government 
to provide remuneration for teachers inform of regular payment of salaries. 
It is however, a common knowledge that job satisfaction and performance 
go beyond remuneration. Other factors such as continuing professional 
development programmes, work life balance performance management, 
health benefits etc seem to produce propositions that are appreciated by the 
teachers for their performance enhancement.

It is as a result of these that the study has examined employee value 
proposition in relation to teachers’ work etiquettes compliance in public 
secondary schools in Lagos State, Nigeria. 

Purpose of the Study

The study was set to achieve the following objectives:

1. To determine the relationship between the remuneration system as 
employee value proposition and teachers’ work etiquette compliance.

2. To examine the capacity building programmes as employee value 
proposition in relation to teachers’ work etiquette compliance.

3. To investigate the correlation between teachers’ work life balance as 
employee value proposition and work etiquette compliance.

Research Hypotheses

The following hypotheses were postulated and tested at 0.05 level of 
significance:

H01: Remuneration system as employee value proposition and teachers’ 
work etiquettes compliance are not significantly related in public 
secondary schools.

H02: There is no significant relationship between capacity building 
programme as employee value proposition and work etiquettes 
compliance in the schools.

H03: There is no significant relationship between teachers’ work life 
balance as employee value proposition and work etiquettes 
compliance in the schools.
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Research Methodology

The study adopted a descriptive correlational research design because it 
examined the association between the independent variable (employee 
value proposition) and dependent variable (teachers work etiquettes 
compliance). The population comprised all the 2829 teachers in the 66 
senior secondary schools in Education District III of Lagos State as at the 
time of this study. The sample size of 350 teachers was determined using 
Taro Yamane formula with 95% confidence level. Stratified random 
sampling technique was adopted in dividing the Education District into 
four zones, namely: Epe, Eti-Osa, Ibeju-Lekki and Lagos Island. 
Proportionate sampling technique was thereafter used to select the 14 
schools and the participants used for the study. A self-developed 20 items 
questionnaire titled ‘Employee Value Proposition and Teachers’ Work 
Etiquettes Compliance Questionnaire’ (EVPTWEQ) was used to generate 
data for the study. The instrument was validated by two academic staff in 
Educational Management in University of Lagos. The reliability of the 
instrument was obtained using test-retest method and a coefficient of 0.7 
was obtained. Four trained research assistants were used in collecting data 
for the study. The data collected were analysed using Pearson Product 
Moment Correlation Statistical tool. 

Results

H01: Remuneration system as employee value proposition and teachers’ 
work etiquettes compliance are not significantly related in public 
secondary schools.

The hypothesis was tested using Pearson Product Moment Correlation 
Statistical tool, the result is presented in table 1.

Table 1

Remuneration System and Teachers’ Work Etiquettes Compliance 

Variable Mean SD N Df R P Remark Decision

Remuneration System 12.36 3.21

350 348 0.53 .00 Sig Reject Ho1

Teachers’   Work 11.94 3.11
Etiquettes Compliance

P<0.05, df= 348

Promoting Work Etiquettes Compliance Among 
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The finding of the test of hypothesis one as shown on table 1 shows that a 
moderate, positive and significant relationship existed between 
remuneration system as employee value proposition and teachers’ work 
etiquettes compliance (r = .53; df=348; p<.05). Thus, the null hypothesis 
which stated that remuneration system and teachers’ work etiquettes 
compliance are not significantly related in Public Secondary Schools was 
rejected. It therefore, implies that there was a significant relationship 
between the remuneration system and teachers’ work etiquettes 
compliance.

H02: There is no significant relationship between capacity building 
programme and work etiquettes compliance in the schools.

Pearson Product Moment Correlation Statistical tool was used to test the 
hypothesis, the result is presented in table 2.

Table 2

Capacity Building Programme and Teachers’ Work Etiquettes Compliance

Variable Mean SD N Df R P Remark Decision

Capacity Building 12.70 3.32
Programme

350 348 0.73 .00 Sig Reject Ho2

Teachers’ Work 11.94 3.11
Etiquettes 
Compliance

P<0.05, df= 348

The findings of the test of hypothesis two as depicted on table 2 shows that a 
strong, positive and significant relationship existed between capacity 
building programme as employee value proposition and work etiquettes 
compliance in the schools (r = .73; df=348; p<.05). Thus, the null 
hypothesis which stated that there is no significant relationship between 
capacity building programme and work etiquettes compliance in the 
schools was rejected. It therefore, implies that capacity building 
programme as employee value proposition and work etiquettes compliance 
were significantly related.
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H03: There is no significant relationship between teachers’ work life
balance as employee value proposition and work etiquettes 
compliance in the schools.

The hypothesis was tested using Pearson Product Moment Correlation 
Statistical tool, the result is presented in table 3.

Table 3

Teachers’ Work Life Balance as Employee Value Proposition and Work 
Etiquettes Compliance 

Variables Mean SD N DF R P Remark Decision

Teachers’ Work 13.48 3.38
Life Balance

350 348 0.59 .00   Sig Reject Ho2

Work Etiquettes  11.94 3.11
Compliance

P<0.05, df= 348

The findings of the test of hypothesis three as indicated on Table 3 shows 
that a moderate, positive and significant relationship existed between 
teachers’ work life balance as employee value proposition and work 
etiquettes compliance (r = .59; df=348; p<.05). Thus, the null hypothesis 
which stated that there is no significant relationship between teachers’ 
work life balance as employee value proposition and work etiquettes 
compliance was rejected. It therefore, implies that significant relationship 
existed between teachers’ work life balance as employee value proposition 
and work etiquettes compliance.

Discussion of Findings

The first result as shown in table 1 revealed thata moderate, positive and 
significant relationship existed between remuneration system as employee 
value proposition and teachers’ work etiquettes compliance. This implies 
that the system of reward put in place as employee value proposition is a 
determinant of the work behaviour exhibited by teachers.The present study 
confirms the earlier one which reported that monetary compensation for 
teachers, self-satisfaction of teachers, employment guarantee, career 
advancement opportunities, teachers’ commendation for a job well done, 
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teachers’ participation in decision making, team spirit and resilience had 
16

significant relationship with teachers’ work outcomes.  Relatedly, a study 
was carried out and revealed that teachers’ task enhancement was high and 
the compensation system was relatively adequate, and that emolument 
safety programme had positive and significant impacts on teachers’ 

17
service delivery.  The study further showed that salaries, allowances and 
other benefits jointly determined teachers’ work behaviour.

The second result as indicated on table 2 shows that a strong, positive 
and significant relationship existed between capacity building programme 
as employee value proposition and work etiquettes compliance in the 
schools. This means that the ability of school management to provide 
opportunity for training and development programmes for teachers will go 
a long way in promoting their display of positive work habits, which is 
evidence of adherence to the laid down school rules and regulations and 
obedience to constituted authorities in the school. This study is consistent 
with the earlier study which assessed the domineering role of capacity 
building programme on the performance of secondary school teachers and 
discovered that teachers who were provided with the opportunities for 
training and development programme, were more effective in carrying out 
the assigned responsibilities that their counterparts who lacked such 
opportunities, especially with regard to mastery of the subject matter, 
classroom control, pedagogical procedure and assessment of students’ 

18
academic work.

In the same vein, it was reported that there was a high and positive 
association between career coaching, mentoring, technology-driven 
initiatives and teachers’ performance at work in government-owned 

19senior secondary schools in Port Harcourt Metropolis of Rivers state.

The last result as shown in table 3 reveals that a moderate, positive 
and significant relationship existed between teachers’ work life balance as 
employee value proposition and work etiquettes compliance. This is an 
indication that the ability of management of school to provide an enabling 
work environment that curtails work induced pressure in addition to the 
initiation of steady and sustainable procedure for service delivery, at the 
same time ensuring emotional and general wellbeing of teachers will be a 
determining factor in teachers work behaviour. This study corroborates 
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the finding which indicated a moderate level of work life balance and task 
accomplishment among the Ekiti State secondary school teachers; and that 

20work life balance and teaching effectiveness were significantly related.  
The study however, shows further that work-family pressure, the amount of 
work and service delivery had a strong contradictory association and 
therefore concluded that work life balance and teaching effectiveness were 
and therefore concluded that work life balance and teaching effectiveness 
were significantly related. Similarly,it was reported that work-life balance 
had significant influence on task accomplishment and professional 
contentment of female nurses and that a job satisfaction significantly 
moderated the correlation between the work life balance and job outcomes 

21of the sampled female nurses.

Conclusion

The study investigated the correlation between employee value 
proposition and work etiquettes compliance among public secondary 
school teachers in Lagos State, Nigeria. There is no gainsaying the fact that 
innovative value proposition is an important factor and infact, very crucial 
in an organisation’s quest to entice, engage and compensate employees 
towards improved task accomplishment. The findings of the study have 
shown that the compensation system, capacity building programme and 
work-life balance as the value proposition indicators studied determined 
the extent of teachers’ compliance with work etiquettes as evident in 
positive work behaviour. Consequently, the capacity of the ministry of 
education and the appropriate educational agencies to enlist the confidence 
and dedication of the teaching staff in the school system is dependent on the 
creation of enabling environment that promotes the exchange of thoughts 
and views with regards to the realization of the objectives of secondary 
education in the country. The study therefore, concludes that the monetary 
and non-monetary benefits put forward by the state government as the 
employers of public secondary school teachers go a long way in 
determining the nature of work behaviour exhibited, hence, the 
indispensability of employee value proposition in promoting the adherence 
of teachers to work etiquettes.

Recommendations

Emanating from the findings of the study along with the inferences drawn, 
the following recommendations are hereby proposed:

Promoting Work Etiquettes Compliance Among 
Public Secondary School Teachers in Lagos State, Nigeria



TRIVIUM

28

Since it is incontrovertible that compensation is an important factor in 
attracting people to a particular profession as well as in promoting teachers’ 
persistence at work, government should therefore, put in place appropriate 
reward system for teachers. By so doing, realistic, sustainable and more 
attractive financial and non-financial benefits should be made available, as 
this will go a long way in attracting people into the teaching profession as 
well as in promoting positive work behaviour of the serving teachers.

Capacity building programme as manifested in training and 
development is very critical in addressing performance gap and 
enhancement of employees’ job performance. The appropriate education 
agencies should as a matter of policy ensure that teachers are regularly 
engaged in capacity building programmes such as attendance at 
conferences, seminar and other forms of in-service training programmes 
including sponsorship for further education. This will no doubt help in 
keeping them in tune with the latest trends in their fields, thus, transmitting 
appropriate knowledge to their students, thereby resulting in goal 
attainment.

The state ministry of education and its relevant agencies should put in 
place strategies that encourage healthy work life balance of teachers. 
Consequently, school administrators should ensure that teachers are not 
overburdened with responsibilities, they should be assigned with 
appropriate workloads. There is therefore, the need to employ more 
teachers in public secondary schools in order to maintain the recommended 
teacher-student ratio. Efforts should also be geared towards the promotion 
of workable system within the schools that reflect family-friendly 
environment, such as provision of day care facilities for nursing mothers, 
rural/riverine allowances to encourage teaching in rural/riverine areas, 
transportation services, allowances for teaching core subjects, etc. 
Training programmes on stress management should also be organized for 
teachers on a continuous basis, as this can help in boosting their work life 
balance.

Endnotes: 

1 J.O. Egbebi & O.T. Wakili, ‘Effective management of private schools 



29

in Nigeria: Necessity for governments intervention’, Randwick 
International Educational and Linguistic Science 1(2) (2020):  208-
216. https://doi.org.10.47175/rie/sj.V1i2.87.  Accessed:23.03.23.

2 A. Pawar and K.S. Charak, ‘A study of review of employee value 
proposition: A tool for human resources management’ Review of 
Research 3(6) (2016).

3
P. Goswami, ‘Employee value proposition: A tool for employment 
branding,’International Journal of Scientific and Research 
Publications 5(12) (2015): 1907-1911.

4
O.P. Salau, O.A. Osibanjo, A. Adeniyi, O. Ojebola, O. Oludayo, H. 
Falola and T. Atolagbe, ‘Data sets on employee value proposition and 
performance of selected fast moving consumer goods firm in Nigeria’, 
19 (2018): 1907-1911. 

5 H.A. Alloush, ‘Evaluating the employee value proposition in academic 
institutions in Gaza strip the Islamic University of Gaza’ Gaza Strip 
(2017).

6 K. Wanepoel and M.D. Saurombe, ‘The significance of an employee 
value proposition in the retention of teachers of selected South African 
private schools’, South Africa Journal of Economics and Management 
Sciences 25(1) (2022): https://doi.org/10.4102/sajems.v 25:1.4358. 
Accessed:23.03.23.

7
K. Wanepoel and M.D. Saurombe, ‘The significance of an employee 
value proposition in the retention of teachers of selected South African 
private schools’, p. 4358.

8
A.Pawar, ‘Employee value proposition: A collaborative methodology 
for strengthening employee brand strategy’, Journal of Resources 
Development and methodology16 (2016): 1-7.

9 A.Pawar, ‘Employee value proposition’, pp 1-7.
10

P. Kumar, V. Deradas and K. Dhammika, ‘Impact of employee value 
proposition on employee retention: A conceptual paper’, International 
Journal of Economics 2(3) (2021): 19-29. http://ijebhb.com.index. 
phplijebhb/article/view/65.Accessed:23.03.23.

11
C. Ashley, ‘Internal and External factors that influence the retention of
academics in higher educational institutions in South Africa’, Educor 
Multidisciplinary Journal 2(1) (2018): 86-101.

Promoting Work Etiquettes Compliance Among 
Public Secondary School Teachers in Lagos State, Nigeria



12 P. Bwowe, ‘Employee turnover intention at a historically 
disadvantaged South Africa Universities’, Journal of Educational and 
Social Research 10(6) (2020): 162. https://doi.org /10.36941/ jesr-
2020.0117. Accessed:23.03.23.

13
N.M. Vishwa, K. Chandra, B.S. Jaggi, S. Charanjees, K.M. Avadhesh 
and Diwinder, ‘Empirical analysis of work life balance policies and its 
impacts on employees: job satisfaction and performance. Descriptive 
statistical approach’, American Journal of Theoretical and Applied 
Statistics 4(2) (2015): 33-43.

14
S.A. Azeem and N. Akhtar, ‘The influence of work life balance and job 
satisfaction on commitment of health care employees’, International 
Journal of Human Resources Studies 4(2) (2014): 18-24.

15 P. Naithani, ‘Overview of work life balance discourse and its relevance 
in current economic scenario’, Asian Journal of Social Sciences 6(6) 
(2010): 148-155.

16
A. Undie, Work motivation and job satisfaction among secondary 
school teachers in Cross River State, Nigeria

(University of Calabar, Calabar, 2022). DOI:10.13140/RG.2.2. 
18100.17288. Accessed:23.03.23.

17 S. K. Zikanga, B. I. Anumaka, M. B. Tamale and W. Mugizi, 
‘Remuneration and  job performance of teachers in government aided 
secondary schools in western Uganda, Interdisciplinary Journal of 
Education Research 3 (2) (2021): 10-22. https://doi.org/10.51986/ 
ijer.Accessed:23.03.23.

18
A. Chikwado and P. N. Chinyeaka, ‘Influence of staff development 
programmes and secondary school teachers job performance in 
Anambra State, Nigeria,’Journal of Educational Research and 
Development4 (2) (2021): 176 – 184.

19
T. O. Amie-Ogan and J. C. Unachukwu, ‘Staff development 
programmes and teachers’ job performance in public secondary 
schools in Port Harcourt Metropolis of Rivers State, Nigeria,’ 
International Journal of Innovative Social & Science Education 
Research 9(3) (2021):1-9.

20 A. Akinlolu, D. G. Onaolapo and T. Cias, ‘Work-life balance practices: 
Rethinking teachers’ job performance in Nigeria secondary

TRIVIUM

30



schools,’Journal of Studies in Social Sciences and Humanities 7(2) 
(2021): 102-114.

21 P. D. G. K. Wijaya and G. M. Suwandana, ‘The role of job satisfaction, 
work-life balance on the job performance of female Nurses at local 
general hospital,’European Journal of Business and Management 
Research 7 (1) (2022). https://doi.org/10.24018/ejbmr. 
2022.7.1.1268. 

DOI 
Accessed:23.03.23.

31

Promoting Work Etiquettes Compliance Among 
Public Secondary School Teachers in Lagos State, Nigeria


	Page 25
	Page 26
	Page 27
	Page 28
	Page 29
	Page 30
	Page 31
	Page 32
	Page 33
	Page 34
	Page 35
	Page 36
	Page 37
	Page 38
	Page 39

