Chapter One

Introduction

1.1 Background to the Study

A teacher is a professional dedicated to providing education to pupils and students.
More specifically, a teacher serves as a facilitator of learning, guiding inter Q&with
students to foster meaningful changes in their behaviour and understanding” Teachers
have long been seen as noble figures and regarded as parents to s@lgnh Since students
spend a significant amount of time under their guidance at achers play a crucial
role in shaping their character and influencing their de’ ent'. A teacher is a skilled
professional who possesses three essential are wledge: what to teach, how to
teach and who to teach. Knowing what to te%&eans that the teacher has a thorough
understanding of the subject matter }b understanding how to teach involves the
mastery and usage of appropri@ effective teaching techniques. In addition, the
knowledge of who to teach 1@%8 that the teacher is aware of who the learners are and
thus tailors the 1nstruk®% suit different learning styles and needs®. This well-rounded

knowledge ah@%chers to accurately deliver the right elements of education that
C

meets the %1 ¢ needs of their students.

A \eggge?is a certified and professionally trained individual skilled in teaching
methodologies and learning theories. The teacher is responsible for imparting knowledge,
implementing the curriculum, engaging with both students and parents, coordinating
extracurricular programmes, and offering guidance on educational matters®. This means
that a teacher plays a multifaceted role beyond just delivering lessons. They are

responsible for shaping students' experiences and supporting the overall growth of
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students. A teacher is an individual recognized by society and educational authorities as
qualified to educate and guide students. They fulfill the social objectives of education by

equipping students with both theoretical knowledge and practical skills*.

Teachers play a vital role in the education sector. It is widely believed that no nation can
exceed the quality of its teachers. For an educational system to reach its intended goals
and objectives, it is crucial to consider the productivity of its teachers. A ine in
teachers’ productivity can impact educational standards both in the sho ng term.
Teachers have a great influence on students, who often look up to théS\for guidance and
support®. Teachers play a pivotal role as they interact directl udents throughout
the educational process in schools. As a result, their pro y serves as the key factor
in determining the overall success of a school®. Bei@ teacher is both challenging and
demanding, requiring a wide range of re&bilities. Given these significant

responsibilities, the productivity of the fb{@rs is a matter of priority to scholars and

educational stakeholders all over thée:;@‘

N\

Measuring the productivity{.k rkers is important for decision making both in public
policy and private-se\@%ue to the lack of a general measure that captures workers'
productivity acr %‘fferent sectors, most professions have one or more criteria for
assessing level of workers’ productivity. These measures, commonly referred to as
"k &mance indicators" (KPIs), are frequently used by organizations for internal
evaluation and monitoring. When evaluating workers’ productivity using these measures,
certain key principles should be met. First, the measures should be objective rather than
based on subjective assessments. Second, productivity measures should be specific to
individual workers rather than being aggregated at the team or organizational level. Third,

tasks and performance metrics should remain consistent across different employees and



time periods to ensure fairness. Lastly, workers should have enough control over their
outcomes, allowing them to influence their productivity through their own efforts.
However, identifying suitable measures for evaluating productivity for a profession like
teaching that has multiple aspects of performance can be challenging. Two widely used
dimensions are the quality of work completed and the speed at which it is done (quantity)’.
According to a scholar, there are three groups of personnel that influence ed&ﬁional
success — the teachers, the learners and educational administrators or autho@ Among
these three, teachers appear to be the chief determinant of education a&igment. Thus,
to achieve a high level of productivity, efforts should focus o @ring teachers feel
>

secure, are retained, continuously developed, and well-sup;@

&

Teachers' productivity encompasses the level, app , process, and dedication they
apply to their work. This includes their effecti@’g in following the timetable, lesson
planning, utilizing textbooks, instructio\}@elivery, commitment to responsibilities,
involvement in extracurricular ac't%ﬁ,e supervision, managing the classroom and
maintaining  student difci @ conducting continuous assessments, providing
performance feedback, wating students and overall morale® '°. Without all of these
aforementioned. ig\" tors, it can be inferred that it will be a difficult task to measure how
high or lo t@el of a teacher's productivity is within a period of time. However, this
study fi on indicators such as lesson planning and delivery, student engagement,
asséMent practices and student performance. School productivity is largely influenced
by individual teacher productivity, although it is not merely the sum of each teacher’s
productivity'!. Therefore, to enhance overall school productivity, it is essential to focus

seriously on the productivity of teachers and investigate factors that determine their level

of productivity of which reward system is inclusive.



Reward system is an important motivational element in human resources. A reward
system encompasses all the monetary and non-monetary compensation given by an
organization to its employees in exchange for their services. Since the primary goal of
any organization is to reach its intended goals and objectives, reward systems for teachers
is viewed as a key strategy in the educational setting aimed at enhancing productivity'?.
Various researchers have extensively investigated and written about how reward {stems
can serve as a basis and guide for enhancing the productivity of emp in the
workplace. It is essential for employers to ensure that teache gw out their
responsibilities to the best of their capabilities. Consequen hool leaders and
administrators must understand the various types of rewar@la contribute to teachers’

productivity, enabling them to implement these incentiv@fectively”.

Q

The various types of rewards are often classiﬁe&two, namely extrinsic rewards and
intrinsic rewards. Extrinsic rewards are ta\@ benefits given to employees as a result of
their work performance, includiﬁ@ry, promotions, cash bonuses, and similar
incentives. These rewards.ai@}\a part of the job itself but are derived from external
factors. On the other h@@l‘insic rewards come from within the work experience; they
arise when an_ g\' oyee feels a sense of accomplishment from their performance.
Ultimately, i@c rewards fulfill employees on a personal level>. Rewards make
emplo efeb%o have used their intellectual property for the benefit of the organization
feeﬁotognized and respected for the contributions they have made. This means that
despite the fact that employees cannot seek recognition for their intellectual contributions,
organizations have an obligation to acknowledge such extraordinary efforts'. From this

point of view, fair and effective reward systems are necessary for any institution

including schools who are looking to achieve increased productivity.



An effective reward system attracts teachers to join the institution but also encourages
them to be dedicated to their work to enhance high levels of productivity. Consequently,
well-structured reward systems promote teachers' commitment to their responsibilities
and their willingness to work, which significantly boosts overall productivity'?. Experts
have noted that teachers who are adequately rewarded are more committed and help
create positive learning environments that improve student outcomes. Additionally,
teachers who are properly rewarded tend to perform better, show a stro sion for

teaching, express positive views about their profession, exhibit &ﬁgber level of

productivity, and are more approachable and open-minded'>. E O

This implies that the absence of adequate reward sys r teachers can lead to a
situation of decreased motivation where teachers ,Q(l ndervalued, may struggle to
maintain enthusiasm for their work, resultir%é ss effective teaching and reduced
productivity. This breeds a less supportiv@ﬂng environment which ultimately affects
the overall quality of education. T%@l nificance of the reward systems to teachers'
productivity is vital to the term growth and sustainable development of any

educational system wo 1dg.

It is widely q:/@j that every teacher seeks appreciation, recognition, and job

satisfactio their work. Every teacher hopes to be acknowledged and rewarded for the
effort @contributions toward the school's productivity. When these needs are unmet,
frustration and dissatisfaction may arise, ultimately leading to a decline in productivity.
Therefore, it is essential to explore the factors that can impact teachers' productivity'e.
Reward Systems establish a foundation for fairness and equity among teachers, creating a

motivating work environment and enhancing teachers’ productivity. They also fulfill

both intrinsic and extrinsic needs of teachers. A reward system is an essential tool used



by school administrators as it recognizes their value and encourages them to perform well.
An appropriate compensation plan, which includes benefits and bonuses, fosters teachers'
commitment to their work and enhances their sense of fulfillment when the school

achieves success'’.

The educational process cannot function properly without the teacher, and likewise, a
teacher's effectiveness and productivity depends on possessing specific qualiti ‘I&)ther

words, certain professional qualifications are essential in fostering stud Q erest and

ensuring successful learning'. The most important factor in improvi e overall quality
of education is by employing seasoned, experienced and quali ers in all schools,
especially in secondary schools. Professional qualificati ch as formal education,

professional certification, status, years of experience@nd degree in area of specialization

play a highly important on the productivity of te& in secondary schools’®.

A research noted that the teaching ésion is losing its prestige because of non-
professional and qualified teache@he field. This has led to a lack of enthusiasm and
passion in recent times in tl@%hing profession resulting in a low level of productivity
among teachers. In sb@?parts of the country, many teachers lack the zeal needed to
stay producti @eir jobs because they feel that they are not properly rewarded
ﬁnancially@s a result, they often turn to alternative sources of income, which divides
the@ and affects their ability to give undivided attention to the teaching and learning
process. Consequently, this will lead to a negative impact of low level of productivity’.
Professional qualifications play a central role and can serve as determinants of
productivity of teachers. Another study regards professional qualifications as all the
knowledge and skills required by the teaching profession for meeting the learning needs

of students, developing a high-level commitment to the teaching profession, and having



an adequate level of autonomy in the decision-making process®. Professional
qualifications pertain to the formal education and training undergone by teachers to
acquire the necessary attitudes, skills, and knowledge essential for effective practice by
societal needs. Regarded as an essential prerequisite for job proficiency, professional
qualifications involve gaining the foundational knowledge, skills, competence, and
creativity that is crucial for delivering high-quality instruction. The certiﬁcatio«status
and academic degrees held by teachers in their respective fields are significa ors that

are closely associated with students' performance which is one of thelngmdwators of

teachers’ productivity?'. O

To enhance the performance of any school system, t ess1ona1 qualifications of
teachers and productivity are essential, as they serv § drivers of change within the
society they operate. Professional qualiﬁcatio& crucial determinants of teachers’
productivity and play a central role in she@t. Furthermore, students' academic success
relies on the productivity and de&@ of their teachers®. This means that teachers'
education, skills and comge@signiﬁcantly impact their productivity, which in turn
influences students' @ic performance. Teachers with higher professional
qualifications o.ftgﬁgwsess a broader range of experiences that enhance their approach to
teaching d@ng. They tend to be more receptive to feedback, less authoritarian in
the clas , and more adaptable in their instructional methods. Additionally, their
dee}Vunderstanding of the subject matter and greater awareness of students’ needs allow
them to build stronger connections with learners. This in turn, enables students to benefit

from their teachers' expertise in shaping their perspectives and understanding of the

world?.



Numerous factors have been identified as contributing to the low level of productivity of
teachers. These include delayed or irregular payment of salaries and allowances,
inadequate remuneration, poor working conditions, limited subject mastery, educational
qualifications, age, opportunities for promotion and career advancement, teaching
experience, lack of instructional materials among others?*. This study aims to thoroughly
investigate how teachers’ reward systems and professional qualifications d&nine

teachers' productivity in senior secondary schools in Abeokuta Metropolis, C@tate.

1.2 Statement of the Problem ’\

The productivity of teachers in senior secondary schools in Abeokuta Metropolis of Ogun
State seems to be a persistent concern for stakeholde Q education sector. This is
because teachers play a fundamental role in éf@lment of educational goals and
national development. However, there,_ i &ving concern about the declining
productivity of teachers and its subsequ: t\'npact on students’ academic performance in
public secondary schools acro@o uta Metropolis, Ogun State. Studies have
highlighted issues such as® demotivation, inconsistent instructional delivery, poor

classroom engagemeh@%ack of innovation in teaching strategies'>. These issues are

largely attrihﬁ@or reward systems and insufficient professional qualifications.

In many&é‘lc schools, reward structures such as promotions, recognition, allowances
are\e@er irregular or non-existent. At the same time, a significant number of teachers
lack up-to-date professional qualifications, which impairs their productivity and
effectiveness in delivering modern curricula®®. Teachers with higher professional
qualifications are believed to have better pedagogical skills, content knowledge, and
classroom management abilities?>. However, teachers with higher professional

qualifications who are assumed to be more competent still perform below expectations,
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suggesting that rewards systems and professional qualifications must be examined

together.

Despite the importance of these factors, empirical research focusing on the influence of
teachers’ reward systems and professional qualifications on teachers’ productiyity in
Abeokuta is limited. Most studies address these variables in isolation o@érent
geopolitical zones. Hence, this study aims to address this gap by investigating, the level to
which teachers’ reward systems and professional qualiﬁcations determine the

productivity of secondary school teachers in Abeokuta Metﬁgmh gun State.
1.3 Aims and Objectives of the Study QQ

The aim of this study is to investigate the le which teachers’ reward systems and

professional qualifications determine t&%& productivity in senior secondary schools in

Abeokuta Metropolis, Ogun State Q’,§§o‘b ctives were to:

&

i.  determine the 16@0 productivity of senior secondary school teachers in

Abeokuta Metropelis, Ogun State.

ii. de gﬂ' the level of adequacy of the various types of reward systems

@lemented for senior secondary school teachers in Abeokuta Metropolis, Ogun

\/State.

iii.  examine the level of professional qualifications in senior secondary schools in

Abeokuta Metropolis, Ogun State.



iv.  examine the combined influence of teachers’ reward systems and professional
qualifications on the productivity of senior secondary school teachers in Abeokuta

Metropolis, Ogun State.

v. examine the relative influence of teachers ‘reward systems and professional

qualifications on the productivity of senior secondary school teachers in Abeokuta
Metropolis, Ogun State. Q\

1.4 Research Questions &< ':
The following research questions are raised to guide this study:%g

1. What is the level of productivity among teach Qnior secondary schools in

Abeokuta Metropolis, Ogun State? er

2. What is the level of adequacy @s’ reward systems in senior secondary

schools in Abeokuta MetropolisrQgun State?

3\

3. What is the level .o@ssional qualifications in senior secondary schools in

Abeokuta Me@ Ogun State?
1.5 Hypothe{s.}’&

The foll& hypotheses will be tested at p<0.05 significance level:

v

Hol: There will be no significant combined influence of teachers' reward systems and
professional qualifications on teachers’ productivity in senior secondary schools in

Abeokuta Metropolis, Ogun State.
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Ho2: There will be no significant relative influence of teachers’ reward systems and
professional qualifications on teachers’ productivity in senior secondary schools in

Abeokuta Metropolis, Ogun State.
1.6 Significance of the Study

The findings of this study will contribute to the existing body of knowledge and provide
empirical evidence on the relationship between teachers’ reward systemsQQ%onal
qualifications, and teachers' productivity in senior secondary schoogi) Abeokuta
Metropolis, Ogun State and by extension, Nigeria. This evidence used to inform

policy and practice at the local, state, and national levels. Q

This study could be useful to different stakeholders @Dation such as teachers, school
administrators and policy makers by identifyin&i providing information about the

various teacher reward systems and profb\\@a qualifications with the aim of exposing

the level to which it determines the ~;@ivity of teachers.

Secondary school teachers {@&okuta, Ogun State are the main beneficiaries of this
study. By understand%% the teachers’ reward systems and professional qualifications
influence teache@fductivity, they can gain deeper insights into the factors shaping
their profe@gﬁexperiences and well-being. This awareness can empower them to push
for b@ reward systems and seek opportunities to improve their professional

qua}léations within their schools.

School administrators such as principals, heads of departments and school board members
may also benefit from this study. Since they play a pivotal role in creating conducive
work environments, understanding the role of teachers’ reward systems and professional

qualifications in determining teachers’ productivity can help school administrators make
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informed decisions. This research will equip them with data-driven evidence to optimize
the deployment of resources, develop effective incentive structures, and implement

targeted professional development programmes.

Educational policymakers at the local, state, and national levels can leverage on the
findings of the study to inform policies that enhance teachers’ productivity by focusing on
teachers' reward systems and professional qualifications. By understapdi the
relationship between teachers’ reward system, professional quahﬁcatlor(J@teachers
productivity, policymakers can identify areas where improvements ‘a &needed such as
salary structures, incentive programmes, and educational and ional development
programmes and implement strategies to attract, retai d motivate high-quality
teachers. This includes developing competitive @a scales, performance-based

incentives, and robust educational and develo@ t programmes to support teachers'

productivity.
1.7 Scope of the Study &C’\
The study focuses o ers reward systems and professional qualifications as

determinants of tea ers” productivity in senior secondary schools in Abeokuta, Ogun
State. The ﬁ@ependent variable is reward systems which is measured by extrinsic
and intr rewards. The second independent variable is professional qualifications
wh}bh/ls measured by academic qualifications, professional certification, teaching
experience and level of professional development. The dependent variable is teachers’
productivity which can be measured by student engagement, effective lesson planning

and preparation, students’ performance and assessment practices.
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Geographically, the study is delimited to public senior secondary schools in Ogun State.
Ogun State is situated in the Southwestern region of Nigeria. The manageable number of
public senior secondary schools within the Abeokuta Metropolis, allows for focused and
in-depth data collection while still providing diverse insights across different school
settings. The Abeokuta Metropolis has a balanced mix of urban and semi-urban
communities and also presents an opportunity to explore the challenges and outmes of
teachers’ productivity in varying educational environments. The scope of, study is
limited to public senior secondary schools within Abeokuta Metro;&lif in Ogun State.

This means the research is focused solely on schools that are op@n financed by the

government. Q

1.8 Limitation of the Study Q

A major challenge encountered was secur'{lb s to senior secondary school teachers.
Some teachers were reluctant to partici%éxpressing concerns about disruptions to their
tight schedules. Obtaining a high@nse rate from participants also proved difficult, as
many teachers appeared® &% uninterested or burdened with heavy workloads.
Nevertheless, a satisf)@%umber of completed questionnaires was ultimately collected.
To address %@tacles, the researcher employed measures such as providing
incentives sand sending follow-up reminders to encourage participation. Consequently,

de@ge constraints, the study’s findings are considered credible and reliable.
1.9 Operational Definition of Terms
The following terms are defined as they are used in the study.

Teachers’ Productivity: Teachers’ productivity refers to the extent to which teachers

effectively carry out their roles and responsibilities and contribute to educational
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outcomes in senior secondary schools in Abeokuta Metropolis, Ogun State. The indices to
measure teachers’ productivity in this study are lesson planning and preparation, student

engagement, assessment practices and student performance.

Leason Planning and Delivery: This refers to the teachers’ ability to design and
organize lesson plans, instructional objectives, learning activities, and teaching materials
ahead of classroom instruction, as well as effectively deliver these less uring

instruction in senior secondary schools, Abeokuta Metropolis, Ogun State( Q

Student Engagement: Student engagement refers to the extenich teachers in
senior secondary schools, Abeokuta Metropolis, Ogun Sta@e ble to involve students
actively and meaningfully in the learning process both@ng classroom instruction and

through educational interactions outside the class&oﬂa‘Q

Assessment Practices: This involves @e of appropriate methods and tools by

teachers to evaluate student leam@ﬂ progress in senior secondary schools in

Abeokuta Metropolis, Ogun St@&c’
D

Student Performane@ refers to the academic outcomes of students in terms of test
scores, examinat{& sults, and overall subject mastery in senior secondary schools in
Abeokuta ggofolis, Ogun State.

Te)&hgf Reward Systems: These refer to the structured set of incentives and benefits
provided to motivate and recognize teachers in senior secondary schools in Abeokuta

Metropolis, Ogun State. The indices to measure teachers’ reward systems are intrinsic

rewards and extrinsic rewards.
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Intrinsic Rewards: These are internal satisfactions such as a sense of accomplishment,
personal growth, recognition and professional autonomy derived from the teaching

profession by senior secondary school teachers in Abeokuta Metropolis, Ogun State.

Extrinsic Rewards: These are external benefits or tangible incentives pro&d to
teachers in senior secondary schools in Abeokuta Metropolis, Ogun Statt ey may

include salary, bonuses, allowances, promotions, official commendations <tc. )

Professional Qualifications: Professional Qualifications refer t ¢ credentials and
competencies that teachers in public senior secondary sc@ in Abeokuta Metropolis,
Ogun State possess, which are expected to enhancbt& productivity. The indices to
measure professional qualifications are érbmic qualifications, professional

certifications, teaching experience and lew\\@rofessional development.

Academic Qualifications: Thes SO degrees and certificates earned by senior
secondary school teachers im@kuta Metropolis, Ogun State through formal education.

Examples include NGE, %., M.Ed. and Ph.D.

Professional(Ce\ﬁtions: Professional certifications are licenses or registrations,
which s@secondary schools teachers in Abeokuta Metropolis, Ogun State possess
wiﬂ&gnized teaching bodies such as TRCN or other recognized teaching certification

bodies.

Teaching Experience: This is the total number of years a teacher has spent actively
teaching in formal school settings, specifically in senior secondary schools in Abeokuta
Metropolis, Ogun State. It reflects the teacher’s accumulated expertise in instructional

delivery, classroom management, and subject matter application over the years.
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Professional Development: This refers to the level of teachers' engagement in
continuous learning activities aimed at improving their productivity. For teachers in
senior secondary schools in Abeokuta Metropolis, Ogun State, it includes particip{tion in

workshops, seminars, further studies, and other training programmes @nhance

productivity. < )
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Chapter Two
Literature Review

This chapter examines existing literature on the key variables of this study: teachers’
reward systems, teachers’ qualifications, and teachers’ productivity. The review e&lines
how these variables have been conceptualized by previous scholars and ana Qelevant
theories that explain their interrelationships. Additionally, empirical stud%gn the extent
to which teachers’ reward systems and professional qualiﬁcatio@et rmine teachers’
productivity are critically reviewed to establish a foundatio@ is research. The chapter

is organized under the following subheadings: Q
2.1 Conceptual Review &b

2.1.1 Concept of Teachers’ Reward Syst: %:
2.1.2 Concept of Professional %{c@aﬁons
. $

2.1.3 Concept of Tea@oductivity
2.2 Theoretit(i/@work

2.2.1 ]@é&’s Two-Factor Theory

2.2.2 Human Capital Theory

2.2.3 Equity Theory
2.3 Review of Empirical Studies

2.3.1 Teachers’ Reward System and Teachers' Productivity
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2.3.2 Professional Qualifications and Teachers’ Productivity

2.4 Conceptual Model
2.5 Summary of Gaps in Literature Reviewed

2.1 Conceptual Review
A reward system in education includes the strategies and structurgs ng)emented to

d p

cducational outcomes by

2.1.1 Concept of Teachers’ Reward System in Education

acknowledge and reinforce desired behaviors, achievements, a rformance among

teachers. These systems are designed to motivate and enk@
providing incentives that encourage continuous impro@nt and excellence. Teachers’
reward systems encompass all the monetary and@netary compensation given by an
organization to its employees in exchang@%their services. Some scholars defined
reward systems as external factors g&luced to influence behavior, which can have
varying effects on intrinsic mo@n based on their nature and implementation'. In
addition, other scholars 716’\& that reward systems can affect intrinsic motivation,
particularly when re\és are perceived as controlling or undermining autonomy?.
Teachers' Re(ﬁ)@y tems are important so as to motivate teachers to work towards
achieving %goals and objectives as identified by the management, and so it is the duty
of i@mns to put an effective compensation system in place to encourage the teachers.
Furthermore, teachers’ reward systems are tools employed by educational administrators
to enhance teachers' motivation, improve their instructional effectiveness, and foster a
positive teaching environment’. Also, another scholar emphasized that teachers' reward
systems are instruments that can have both positive and negative effects on a teacher's

productivity, depending on how they are implemented and perceived®.

21



The evolution of teachers’ reward systems has been crucial in shaping educational
landscapes worldwide. These systems, encompassing both monetary and non-monetary
incentives, have undergone significant transformations to enhance teacher motivation,
satisfaction, and productivity. This analysis traces the historical development of teacher
reward mechanisms, with a particular focus on Nigeria, and examines their impact on
educational outcomes. In the 19th and early 20th centuries, teaching was often{iewed
as a vocational calling rather than a profession warranting substanti %nancial
remuneration. Teachers received modest salaries, and their rewards ergwdommantly
intrinsic, derived from societal respect and the fulfillment of ¢ ing to community
development. However, as educational systems expanded %demand for qualified
teachers grew, the need for structured reward systems @ne evident.  Following this
period, the mid-20th century marked a shift to f@%rmalizing teacher compensation.

Governments and educational institutions@mplementing standardized salary scales

based on qualifications, experience

, g&enure. This period also saw the introduction of

benefits such as pensions and h@ insurance, aiming to attract and retain competent
teachers. Despite these ad’w&ments, challenges persisted, including disparities in pay

and limited opportun@or professional growth.

In Nigeria th(e;\};tion of teachers’ reward systems reflects the nation's educational and
socio-e ic transformations. Post-independence, the government recognized
edMn as pivotal for national development, leading to policies aimed at improving
teacher welfare. The National Policy on Education advocated for the Nigeria Certificate
in Education (NCE) as the minimum teaching qualification, linking higher qualifications
to enhanced remuneration. However, inconsistencies in policy implementation and

economic challenges often hindered these initiatives®.
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In recent decades, there has been a global shift towards more holistic reward systems that
integrate both extrinsic and intrinsic incentives.  Performance-based pay, merit awards,
and career advancement opportunities have been introduced to recognize and reward
exemplary teaching practices. Additionally, non-monetary rewards such as professional
development opportunities, mentorship programmes and public recognition have gained
prominence.  In Nigeria, efforts to reform teacher reward systems ha&been
documented. A study focusing on Lagos State found that merit awar sitively
influenced teachers' class attendance and overall productivity. The re ea&yjnderscored

&ch as recognition

the importance of aligning reward systems with intrinsic moti%
e

and professional growth, to enhance teacher satisfaction an@ ance®.

£

Despite advancements, several challenges contimQto impede the effectiveness of
teachers’ reward systems which includes equi%@rqmmess. It’s important to ensure that
reward systems are perceived as fair an&s\i@table. This remains a significant concern.
Perceptions of favoritism or bias cﬁ@mine the motivational potential of rewards.

Also, there comes the challer&@\xustainability It is perceived that economic constraints

.

often limit the ability @emments, especially in developing countries, to maintain
competitive arld,\ﬁsistent reward systems.  Lastly, it’s imperative to consider
alignment w@wational goals. Aligning reward systems with broader educational
objectiv crucial. Rewards should promote behaviors and outcomes that enhance

tea}hgfs productivity, student learning and overall school performance.

The historical evolution of teacher reward systems underscores its critical role in shaping
educational quality and teachers’ productivity. In Nigeria, ongoing reforms aim to address
existing challenges by implementing reward strategies that are fair, sustainable, and

aligned with educational goals. Continued research and policy development are essential
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to create environments where teachers are adequately rewarded, motivated, and equipped
to contribute effectively to national development. Reward systems are utilized across
various sectors to motivate individuals, but their design and implementation can differ
significantly between education and corporate environments. For instance in the corporate
sector, reward systems often focus on financial incentives, such as bonuses, salary
increases, and promotions, aimed at enhancing employee performance and proc&vity.
Non-financial rewards, like recognition programmes and professional opment
opportunities, are also employed to foster job satisfaction and employge &e}tion. While
in the educational sector, Reward systems encompass both @1510 and intrinsic
motivators. Extrinsic rewards may include promotions, a ﬁi verbal praise, while
intrinsic rewards focus on fostering a love for lea@ and personal growth. The
challenge in education lies in balancing these re%%%ensure external incentives do not
diminish teacher’s motivation to be more tve in their jobs. It is imperative to know
that understanding the nuances of ze’v&'%systems in education is crucial for developing

strategies that effectively motivat@hers, leading to improved educational outcomes.

Q

2.1.1.1 Types of Re@@ystems

In identifyin %g of reward system that enhances performance in the workplace,
emphasis @be laid on financial and non-financial incentives in determining the factors
that e@’bce teacher’s productivity towards attainment of educational goals. Rewards
help in so many ways for schools: they help to develop better and they secure good
teachers. The main goal is to increase teacher’s willingness and attitude to work in
actualizing educational goals and, more importantly, to enhance teacher’s productivity.
Many people interchangeably see "rewards" as salary rise or bonuses, but this is just one

aspect of reward, which can be regarded as extrinsic reward. Literature has revealed that
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people prefer pay rise because they feel at the receiving end by their inability to not
obtain other rewards. This behavior or attitude is being modified and corrected by

introducing a good reward system’.

Reward systems are generally classified as extrinsic and intrinsic rewards. Extrinsic
rewards include bonuses, salaries, gifts, promotions and other kinds of tangible rewards.
These are rewards that employees receive in the workplace®. Intrinsic rewar, the
other hand, give personal fulfillments to individuals; examples o include
information/feedback, recognition, trust and relationship, empowermé\Employees tend
to feel better in an organization under intrinsic rewards. Or% er hand, extrinsic
rewards solely majored on performance and activities o ployee in order to attain

desired goals. The main aim is to find a balanc@et een employees' performance

(extrinsic) and happiness (intrinsic)?. ’bbrb

Extrinsic rewards, like money and progkhs as well as recognition rewards in the form
of praise, play an important role i %ﬁvating and engaging employees. Extrinsic rewards
are often related to finafci wards, and they are tangible rewards, such as pay
increments, dividend@eneﬁts that are granted to employees by decision makers.
These are tag s‘@ynsic” because they are outside of the work itself, and other people
control thi%pect whether it is granted or not. Besides, employees also get psychological
ing/@or performing their duties and completing the intended mission or goal in a
timely manner. Extrinsic incentives were very important in the earlier period. During this
time, work was tedious and procedural, and adhering to laws and regulations are
paramount and critical. This behavior (of work) opened the way for jobs to receive little
intrinsic incentives, leaving extrinsic rewards as the only motivational factors available.

As a result, extrinsic incentives are very important and relevant to jobs. Wage is a vital
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factor for most jobs when deciding whether or not to take a position, and unequal pay can
be a strong de-motivator’>. The consequences of people getting jobs and questions of
unfairness have been resolved; one study found that extrinsic incentives are now less

significant, as day-to-day motivation is more deeply motivated by intrinsic rewards®.

Intrinsic rewards are not within the management control because they are internal to each
employee. The motivating factors are based on an employee's real interest in ’e%vork
and this results from the sense of purpose or value that they attach to it!’. example
of intrinsic reward is allowing a worker to do another task or job a Aﬁom their official
duties. This, definitely, allows the employee to feel like they h d a need within the

organisation and that they are ultimately helping the org

When employees are on a new challenge or task tl%%ght want to show that they are in
charge and capable of taking care of the n onsibility appropriately. Intrinsically,
employees are often motivated to be %&ed in the workplace. They want to have a
strong relationship between the \@\hey are doing and how they relate to the vision of
the organization. Managefr@ wards employees based on their choices on how they
want to complete the@r& allowing the employees to set a time frame in terms of short
term, or long ?@s for themselves. Employees are, in most cases, motivated by their
decisions %he actions they take at the initial stage in order to meet set goals. As
e lo%wcomplete these processes and goals, it is great for such leaders or officers to
celebrate this great achievement!!. In analyzing intrinsic rewards, one has to take a vivid
look into today’s nature of work. It is a truism that most of today’s workers are being
given free hand to operate by displaying their use of intelligence and experience to direct
their work activities so as to accomplish important organizational purposes. This is a good

illustration of how employees today deploy value innovating, problem-solving and
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improvising to meet certain situations in ensuring that the overall goal of an organization
is achieved’. However, there are some processes of self-management which involve four

key steps:

1. Committing in doing the right purpose
2. Choosing the best way to achieve that purpose
3. Ensuring one is performing work activities efficiently and effectively \

4. Ensuring there is progress towards achieving the overall objective(JQ

These stages require employees to decide on the main purpose %ring meaningful
decisions. The degree of freedom that workers have in performing things correctly, in
terms of the integrity needed for success and the progreort being achieved in serving
the organization's mission. These four judgment§v@ most important considerations in

employees' evaluations of the worth and. e of their contributions, as well as the

impact they make. When these decis'o&éfe positive, they are followed by a positive
emotional charge. These positive@es are the inherent benefits that workers get from
their employment, which’@%ge from happiness to exuberance. They serve as a
backup to keep staff acti handling the affairs at hand. There are also four intrinsic or
self-generate that drive employees’ engagement to work. There is no doubt that

intrinsic r@r s are self-generated; it is the duty of managers to create an enabling

at os@ so as to make employees’ rewards achievable!'!.
The following are the four intrinsic rewards and how workers view them:

o Sense of Meaningfulness: This reward involves the importance of the purpose
that one is trying to achieve. The employee feels the opportunity to accomplish

something of immense value that matters in the larger scheme of things. They see
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themselves threading the right path and as such feel a strong sense of purpose or
direction.

e Sense of Choice: Employees have the freedom to choose how to complete tasks
by using their professional judgement to choose certain work practices that would
make the most sense to their bosses and how to execute them in an acceptable
manner. They clearly feel responsibility over those jobs during the iection
process, and most specifically, they feel responsible for making it w

e Sense of Competence: This is the handling of work activitie’sv\e&yell and thus
depicts the performance of activities in ensuring wheth g meets or exceeds
personal standards. Therefore, one feels a sense @tl action, pride, or even
artistry on how well one handles these activitiesQ

e Sense of Progress: Employees are enco a@lat their efforts are accomplished
and that they have contributed to tke@’blopment and growth of the organization.
Employees feel work is on.‘u@n moving in the right direction. They tend to
see a good indication thak&ﬁm\gs are working out and begin to have confidence in

the choices or optiB@at will be of great importance or help to the organization

in the futurxgQ

A scholar di@ the main benefits and importance of the intrinsic rewards for both
emplo %§d employees in an organization. From the standpoint of organizations,
int%eic rewards influence employees’ self-management. For instance, workers with high
remuneration levels obviously show greater interest and are rated effectively and
efficiently by their superior. The intrinsic rewards are very germane and are seen as
indicators for retention. This tends to be the best approach of retaining and keeping the
employees who are dedicated and self-managing rather than those who cannot afford to

leave. Personnel with a keen interest in intrinsic incentives are casual recruiters and
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ambassadors for their organizations because they often refer the organization to their
peers and, most specifically, recommend the organization's goods and services to

prospective clients!?.

Intrinsic benefits are very safe and long-term forms of employee motivation. For this kind
of inspiration, there is no risk of tension. Workers with a high degree of interest in stages
of experience have more favorable feelings about their jobs and less pessimisfq‘&ings
about their jobs. Their work dedication is still greater, they show less bu ptoms,
and they are more likely to believe that they are developing Nntellectually and
professionally intrinsic incentives are very powerful to genera% n-win situation for
inspiring both employers and staff, and this mechanis enefits both parties. This
style of motivation is based mostly on the cm@n ideas and expectations that
employees' work provides a significant contrib o meaningful goals; this is referred
to as performance-driven motivation. It 3@ the type of individual, self-management,
and professional development that’ &&yr employees need. This does not require vast
sums of money to produce. a&@al effort, but it is possible when incentives are scarce.
Intrinsic incentives do ssitate the presence of a manager while workers are doing
their duties. De.sg'{*lese incentives and advantages, most managers underestimate the
benefits o in@t rewards, and as a result, they appear to favor cash rewards as the
prima ator for workers. This prejudice is frequently caused by their use of and
far;ﬁiatity with older approaches. This behavior is motivated by a number of factors.
According to some surveys, workers are swift to recognise the importance of intrinsic
incentives in their own attitude, despite the widespread belief that other employees are
driven mostly by financial rewards and self interest. Superior personnel are often

surprised to find that inherent incentives are appreciated equally by their employees as
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they are by themselves. It is however important to enlighten and educate the managers in

organizations for proper conduct on this particular issue of intrinsic rewards.

The relationship between intrinsic and extrinsic rewards in education is complex, with
each having distinct implications for teachers' productivity. Extrinsic rewards can quickly

encourage desired teaching behaviours, such as meeting deadlines, implementing

innovative strategies, or improving student outcomes. They can also help to pro

o}

d student

tangible goals for teachers to strive toward, such as performance benchmarks
achievement targets. However, over-reliance on extrinsic rewards ma%duce a teacher’s
internal passion for teaching, making them more dependent on incentives. It may

also lead to teachers prioritizing only tasks that lead to.i diate rewards rather than

long-term professional growth and student development!?.

O

Balancing intrinsic and extrinsic rewards is @ al. Educators and teachers should aim
to cultivate intrinsic motivation while&%gically using extrinsic rewards to reinforce
positive behaviors without over®ving the inherent joys of learning and teaching.
Despite the positive impﬁn{&?’reward systems, several challenges persist, including
equity and fairness, @?ability, and alignment with educational goals. Ensuring that
reward syste ceived as fair is crucial, as perceptions of favoritism or bias can
significants undermine their effectiveness and lead to decreased teacher morale and
pr du@ . Additionally, sustainability remains a critical concern, especially in

developing countries where economic constraints often limit the ability of educational

institutions to maintain competitive and consistent reward structures.

Effective teacher reward systems are integral to enhancing teacher motivation,
satisfaction, and productivity in secondary schools. Performance-based incentives,

comprehensive reward packages, and non-financial rewards have all demonstrated
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positive impacts on teachers’ productivity globally. However, challenges such as ensuring
equity, sustainability, and alignment with educational goals must be addressed to
maximize the effectiveness of these systems. In regions like Ogun State, Nigeria,
implementing well-structured and fair teachers’ reward systems tailored to local contexts

can significantly improve teachers’ productivity and, consequently, student outcomes.
2.1.1.2 Importance of Reward System for Teachers in Secondary Schools Q\

Implementing an effective reward system in secondary schools is pivot@stering a
conducive learning environment, enhancing teacher performance, @i proving student
outcomes. Reward systems, encompassing both intrinsic and-gxtfinsic incentives, serve as
fundamental drivers in motivating teachers, thereb uencing their enthusiasm,

commitment, and innovation in teaching practiceél%bQ

Motivated teachers are more likely N\\@Egit dedication and creativity in their
instructional methods. Intrinsic m@ such as recognition and opportunities for
professional growth, fulfill teac%*ﬁ?sychological needs for autonomy and competence!>.
°
Extrinsic rewards, in%‘@ﬁnancial incentives and promotions, address tangible needs
and reinforce the wvali€ placed on teachers' contributions'. A study conducted in
Tanzania rev@a reward systems designed to motivate teachers positively affected
their pr ity in public secondary schools, highlighting that both financial and non-

ﬁn?hg%rewards significantly influenced teachers' motivation, and consequently, their

productivity!®,

Furthermore, the implementation of a robust reward system extends its benefits beyond
teachers, significantly impacting student outcomes and overall school effectiveness.

Motivated teachers are more likely to employ effective teaching strategies, engage
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students actively, and create a positive classroom environment, all of which contribute to
improved student learning and achievement. Research indicates that when teachers are
incentivized appropriately, there is a notable improvement in student performance, as

teachers invest more effort and employ innovative teaching methodologies!'!.

Besides, empirical studies have demonstrated a strong correlation between effective
reward systems and teacher satisfaction and retention. For instance, a study in Q’e&@ited
States found that performance-based incentives for teachers led t @ased job
satisfaction and reduced turnover rates. Similarly, research in tHe\United Kingdom

indicated that schools implementing comprehensive reward s@ experienced higher

levels of teacher retention, as teachers felt more va nd recognized for their

contributions’. These findings underscore the immance of well-structured reward

systems in maintaining a stable and satisfied te@Qg workforce for enhanced levels of

productivity. @

For instance, in Finland, renow@r its high-performing education system, teachers
receive competitive salari%& have access to continuous professional development

opportunities. This N@%ensive reward system has been linked to high levels of
teacher motivqé@g student achievement!® On the contrary, in developing countries
like Nige%c a

re ort® negatively affect teacher morale and productivity. Addressing these issues

llenges such as delayed salaries and lack of recognition have been

through the implementation of effective reward systems is crucial for enhancing the

quality of education in such contexts'”.

Lastly, the implementation of effective teacher reward systems in secondary schools is

essential for enhancing teacher performance, improving student outcomes, and increasing
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overall school effectiveness. Both intrinsic and extrinsic rewards play significant roles in

motivating teachers, leading to increased job satisfaction and retention.

2.1.1.3 Components of Effective Teachers’ Reward Systems in Secondary Schools

An effective reward system in secondary schools is pivotal in enhancin acher
motivation, job satisfaction, and overall school performance. Such a sy, t@ prises
various components, each addressing different aspects of a teacher's feg\‘{nal life. The
key components include competitive salaries and wages, op Qs for promotions,

recognition and appreciation programmes, comprehensiveﬁts and incentives, and

avenues for professional development. Q

Salary refers to the payment rate for a jéb§hich can vary based on the job's
classification or the skill level required, %larly for manual workers. Salaries should
be paid promptly and consistenﬂ{é_\;s\fﬂies are fundamental to attracting and retaining
qualified teachers. Adequat\tﬂgﬁneration not only acknowledges the value of teachers’
work but also serv aQsigniﬁcant motivator for enhanced performance. Research
indicates that-i\%%ers’ compensation significantly impacts their effectiveness,
productivi ag'd/the overall educational experience of students. Conversely, inadequate
salari@ lead to issues such as absenteeism, lack of commitment, and high turnover
rates. Therefore, establishing a salary structure that reflects teachers' qualifications,

experience, and responsibilities is crucial for maintaining a dedicated and effective

teaching workforce'’.

Opportunities for career advancement play a vital role in enhancing job productivity

among teachers. A clear and attainable promotion pathway encourages teachers to
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improve their skills and take on additional responsibilities. Implementing merit-based pay
systems, where salary increases are linked to performance metrics such as student
achievement and peer evaluations, can serve as an effective incentive for teachers to excel
in their roles. However, it is essential to ensure that such systems are transparent and
equitable to prevent potential drawbacks, such as fostering unhealthy competition or

neglecting collaborative efforts?’. \

Furthermore, recognizing and appreciating teachers' efforts through fo 1@ informal
programmes can significantly boost morale and productivity. Fon‘é\recognition may
include awards, certificates, or public acknowledgments du% ool events, while
informal recognition can involve verbal praise or pers es of appreciation. These
gestures reinforce positive behaviors and contribute, to”a supportive school culture.
Studies have shown that when teachers feel Valérgld recognized, their job satisfaction
and performance levels increase, leading \Qmore effective educational environment®.
In addition, comprehensive beneﬁt%@centives are essential components of a reward
system that addresses tea.ch @eronal and professional needs. Health benefits and
pensions provide fina @curity, while additional incentives such as performance-
based bonuses .ag&usmg support can further enhance job satisfaction. For instance,
performa e-@ compensation systems that reward teachers for their effectiveness
have be ed to improved teacher’s productivity and student outcomes. However, it is

cruhsyto design these systems carefully to avoid potential pitfalls, such as fostering

competition over collaboration among teachers?!.

Moreover, providing teachers with opportunities for professional development is critical
for their growth and productivity. Engaging in training programmes, workshops, and

further education enables teachers to stay updated with the latest teaching methodologies
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and subject knowledge. Professional development not only enhances teachers' skills but
also contributes to their sense of accomplishment and job satisfaction. Effective reward
systems incorporate support for continuous learning, thereby fostering a culture of
excellence within the school.  An effective reward system in secondary schools is
multifaceted, addressing various aspects of teachers' professional lives. By ensuring
competitive salaries, clear promotion pathways, recognition programmes, compre&lsive
benefits, and professional development opportunities, schools can create ar@onmen‘[

that motivates educators, enhances their performance, and ultimately, legyo improved

student outcomes. E O

Promotion is the transfer of employees to a position of higher importance with increased

salary??2. This upward movement within an orgamigation typically involves greater
responsibility, improved status, and a bette&ry. Essentially, promotion is a
reassignment to a more senior role. Nurﬁ@ researchers believe that there is a strong
link between job productivity an'd’\sm) unities for promotion, noting a direct and
positive relationship between otion of teachers in school and their performance in
the classroom?*. More Q}omotlonal systems that are based on merit; incorporating
criteria such as 0 service, performance evaluations, and qualifications promote
fairness and @wﬂy, which are essential for maintaining teacher trust in the school
manage system. When promotions are delayed or perceived as biased, they can
derwate even highly committed teachers?*. Thus, a clearly defined, merit-based
promotional framework should be integral to any school’s reward strategy. Opportunities
for promotion constitute a vital component of an effective reward system in secondary
schools, as they serve not only as a form of recognition for teachers' efforts but also as a

significant motivator for sustained professional growth and productivity. Promotion,

when structured transparently and fairly, signals institutional appreciation for teachers'
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experience, qualifications, and contributions to student outcomes. In addition,
promotional opportunities often involve advancement to higher professional grades,
leadership roles such as head of department or vice-principal, or access to specialized
training programmes?’. Such progression pathways reinforce a teacher’s sense of career
development and institutional value, thereby encouraging long-term commitment. A
study by some researchers found that lack of promotional opportunities in &erian

secondary schools contributed to teacher dissatisfaction, while well-structur@motion

schemes enhanced morale and productivity. ’\(J

Implementing an effective reward system in schools is essenti enhancing teacher
motivation and student outcomes. However, several ch can hinder the successful
implementation of such systems, including budget gonstraints, policy inconsistencies,
subjectivity in reward distribution, and resi to change among teachers and
administrators.  Financial limitations aﬁ@gniﬁcant obstacle in implementing reward
systems, particularly in public scho'o@ocating funds for bonuses, incentives, or salary
increases can strain alreac}y &@budgets, leading to difficult decisions about resource
allocation. For instanc s@ls in England have faced financial constraints that have led
to consideratior.ls,{@ layoffs, thereby complicating the introduction of new reward
initiatives?. @ition, inconsistent policies and gaps in implementation can undermine
the effe%ééss of reward systems. Variations in guidelines across different educational
jurh'wtions can lead to confusion and inequity. For example, the Houston Independent
School District's proposed pay-for-performance model has faced criticism due to
concerns about its rigidity and potential negative impacts on collaboration among

teachers?’.
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Furthermore, ensuring fairness in reward distribution is challenging, as subjective
evaluations can lead to perceptions of bias and favoritism. Reliance on standardized test
scores or classroom observations may not fully capture a teacher's productivity, leading to
potential dissatisfaction. Scholars have raised concerns about the use of spot observations
and forced distribution curves in teacher evaluations, suggesting these methods may not
provide valid measures of teacher quality?®. Besides, introducing new reward {stems
often encounters resistance from teachers and administrators accustome existing
practices. Concerns about increased competition, changes in sch(&gj_tyre, and the
potential for fostering unhealthy work environments can lead to ack. For instance,
the Houston Education Association launched a "Fair Pay C@ai " opposing a proposed
pay-for-performance policy, arguing it could negative@apact teachers working with

underserved populations and deter collaboration be

2.1.2 Concept of Professional Qualiﬁo‘@s

Professional qualifications encm&@ the credentials and competencies that educators
and teachers must possess’@:tively facilitate learning and meet the standards set by
educational authoritié@%e qualifications are broadly categorized into academic and
professional ﬁ@ions, each serving distinct purposes in the preparation and

development,of teachers.

O

Pro}\@aonal qualifications refer to the formal credentials, certifications, and demonstrated
competencies that authorize individuals to teach in educational institutions. These
qualifications ensure that teachers have the necessary knowledge, skills, and dispositions
to promote student learning and contribute positively to the educational community.
According to the National Center for Education Statistics (NCES), a significant majority

of teachers hold regular or standard state teaching certificates, indicating compliance with
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established qualification standards®°. Furthermore, Professional qualifications refer to the
combination of academic credentials, professional training, and formal certifications that
authorize individuals to teach effectively in educational institutions, and they are essential
for ensuring instructional quality across various contexts. These qualifications typically
include a bachelor's degree in education or a related field, a postgraduate teaching
certificate, and a valid teaching license issued by a recognized educational au&rity.
Professional qualifications vary across countries, shaped by differin@mcational

standards, cultural expectations, and national policy frameworks. (J

For example, in the United Kingdom, aspiring teachers often @Qe the Postgraduate
Certificate in Education (PGCE), which combines c study with supervised
classroom experience, ultimately leading to qualiﬁe@gler status®!. Similarly, in the
United States, teachers are required to complete&approved certification programmes
that involve both coursework and licensﬁs\gaminations to validate their subject-matter
expertise and pedagogical skills?@ldition, the National Board for Professional
Teaching Standards empliasi&@\at teacher qualifications serve as key indicators of
readiness and professi \1®)mpetence, helping to guarantee that teachers are well-

prepared to fostes&lingful learning outcomes in diverse classroom settings™3.

In NigeriéProfessional qualifications are primarily regulated by the Teachers
R is@’g Council of Nigeria (TRCN), the statutory body responsible for setting
standards and maintaining professionalism in the teaching profession. To be considered a
qualified teacher in Nigeria, an individual must possess a minimum of the Nigeria
Certificate in Education (NCE) for teaching at the basic education level. For secondary
school teaching, a bachelor's degree in education (B.Ed.) or a related degree alongside a

Postgraduate Diploma in Education (PGDE) is required. Furthermore, registration with
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the TRCN is mandatory, as it confers professional recognition and legal authority to teach.
The TRCN also administers qualifying examinations that assess prospective teachers’
professional knowledge and readiness for classroom practice®*. These national standards
aim to enhance the quality of teaching and ensure that teachers are equipped to meet the
diverse needs of learners in Nigeria’s educational system. Thus, professional
qualifications not only reflect their educational background and practical training&also

serve as a safeguard for maintaining high standards in the teaching profe@lobally

and within Nigeria. ’\(J

2.1.2.1 Academic Qualifications Q

Q

Academic qualifications pertain to the educatl %grees and subject matter expertise
that teachers acquire through formal @on or structured academic programmes.
These qualifications lay the founda%’ nowledge necessary for effective teaching.
They form the bedrock of effe%‘&ec?eachlng, as they equip teachers with the theoretical
and practical knowled e@essary to facilitate meaningful learning. One of the most
common entry-level ications is the Bachelor of Education (B.Ed.), which provides
comprehensn@mng in pedagogy, educational psychology, and instructional strategies.
This de designed to prepare individuals for teaching roles in primary and secondary
sclbql} ensuring they understand both subject content and how to convey it effectively.
For those seeking to deepen their professional capacity, the Master of Education (M.Ed.)
offers specialized pathways in areas such as curriculum design, educational leadership,
counseling, and instructional technology. This postgraduate qualification not only
enhances expertise but also broadens career prospects by preparing teachers for

leadership and advisory roles within the school system?>.
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At the highest academic level, the Doctor of Philosophy (Ph.D.) in Education focuses
on educational research, theory development, and policy analysis. Teachers who pursue
this qualification often transition into academia or high-level administrative positions,
contributing to both educational innovation and systemic improvement. Additionally,
teachers may hold subject specialization degrees in disciplines such as Mathematics,
Biology, English Literature and other disciplines. These degrees provide in-dept}&ltent
knowledge essential for teaching at secondary and post-secondary levels, larly in
subject-specific classrooms. Such specialization ensures that teache &)nly deliver
accurate information but also cultivate critical thinking and t mastery among
students*®. Ultimately, academic qualifications do not m. certify competence; they
signify a teacher’s preparedness to meet diverse leam@needs and adapt to dynamic

educational challenges. &Q
2.1.2.2 Professional Certifications @

In addition to academic quali{‘a;bns, professional certifications serve as critical
indicators of a teacher’s re@% and competence to effectively instruct learners. These
certifications, often rﬁ@%l by national or state educational authorities, validate that an
individual ha; h@ pedagogical and practical standards required for teaching. In the
United Ki@om, the Postgraduate Certificate in Education (PGCE) is a one-year
pr%@ that blends academic coursework with supervised classroom practice,
culminating in qualified teacher status. In the United States, teacher certification
programmes require aspiring teachers to complete a state-approved training pathway,
which typically involves passing licensure examinations and completing a period of
student teaching under the supervision of experienced mentors. Furthermore, many

regions have introduced alternative certification routes to attract professionals from
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other fields into education. These pathways often include intensive pedagogical training
and mentoring, enabling career changers to acquire essential teaching skills without
undergoing a traditional degree program. Collectively, these professional qualifications
ensure that teachers are not only knowledgeable in their subject areas but also equipped
with the instructional competence and ethical grounding necessary for effective practice

in diverse educational settings. \

In Nigeria, the qualifications for teaching at the senior secondary school @e clearly

defined by both academic and professional criteria. Academically spective teachers
are required to possess either a bachelor’s degree in education elor’s degree in a
specific subject area, which must then be complement Postgraduate Diploma in

Education (PGDE). This ensures that teachers not opdy have subject-matter expertise but
also foundational knowledge in educational theo&l practice. On the professional front,
Nigeria mandates that all graduates must‘@er with the Teachers Registration Council
of Nigeria (TRCN), the regulator &&r for teaching practice in the country. This
registration process inchidxéhpleting a one-year teaching internship under the
supervision of experi c@nentors. Upon successful completion of this period and
passing a profegs{&qualifying examination, candidates are awarded a teaching license.
These lay ec&r}essional requirements are intended to elevate the status of the teaching

professi d ensure a consistent standard of quality in the nation’s secondary school

edl&z)tll system.

In the United States, professional qualification requirements vary by state, but there are
common national standards that most states follow to ensure teaching quality.
Academically, aspiring teachers are typically required to hold a bachelor’s degree in

education or a related field, ensuring they possess foundational knowledge in both subject
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content and pedagogy. Professionally, prospective teachers must complete a state-
approved certification program, which usually includes passing relevant licensure
examinations such as the Praxis series and completing a period of supervised student
teaching. These combined academic and professional requirements are designed to ensure

that teachers entering the classroom are both competent and well-prepared to meet diverse

educational needs. \

In Finland, professional qualification standards are among the most ri globally,
contributing to the country’s high-performing education system. Teaéqs are required to
hold a master’s degree, which includes comprehensive traini% th subject content
and pedagogy, as well as a strong emphasis on res This advanced academic
preparation ensures that teachers possess deep conte@o ledge and the ability to apply
educational theories effectively. The master’s &amme also integrates professional
certification through extensive practica@ing, equipping teachers with the skills

needed to navigate real-world classf@éq,c allenges with confidence and competence.

&

In Australia, professional @{@tions are standardized across all states and territories to
maintain consistency\@&wational quality. Academically, a Bachelor of Education
(B.Ed) is co @equired, typically as a four-year degree or in combination with a
Bachelor 6 rts or Science. Upon graduation, prospective teachers must obtain
ac% n from the relevant teaching authority in their state or territory, such as the
Australian Institute for Teaching and School Leadership (AITSL). Furthermore, Australia
places strong emphasis on continuous professional development, requiring teachers to
engage in ongoing learning to maintain their accreditation and remain updated with

evolving educational practices.

2.1.2.3 Teaching Experience
42



While certifications and formal qualifications are essential indicators of professional
readiness, teaching experience remains a critical component of a teacher's overall
competence. Unlike academic credentials that primarily assess theoretical knowledge,
practical teaching experience allows teachers to develop, refine, and apply pedagogical
strategies within the dynamic and often unpredictable environment of the classroom.
Teaching experience contributes to teachers’ productivity by enhancing their inst&tional

techniques, classroom management abilities, and responsiveness to studen@iividual

learning needs®’. ’\(J

Research has consistently shown that experienced teachers ar equipped to handle
diverse classroom scenarios, adapt their teaching to differences, and manage
student behavior effectively. These skills, develop@ﬁugh years of practice, often
translate into increased student engagement and &mic achievement. Some researchers
found a significant correlation between\\\@wr experience and student performance,

particularly in the early years of teésﬁqg . Their study demonstrated that while gains in

effectiveness are most pron in the first five years, incremental improvements
°

continue as teachers @ experience.

In many educ @%’/stems, including those in the United States, United Kingdom, and
Nigeria, tgacher preparation programmes mandate a period of supervised teaching
co m@referred to as practicum or teaching practice before full certification is granted.
This requirement ensures that prospective teachers gain real-world exposure to classroom
environments, curriculum implementation, and learner diversity?®. In Nigeria, the
National Commission for Colleges of Education (NCCE) and the Teachers Registration
Council of Nigeria (TRCN) stipulate a minimum number of teaching practice hours

during the Nigeria Certificate in Education (NCE) and Bachelor of Education (B.Ed.)
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programmes. This practicum is often conducted in designated secondary schools under
the supervision of experienced mentors and university lecturers*. It is an essential

component of teacher education that bridges the gap between theory and practice.

Moreover, experienced teachers tend to demonstrate higher levels of self-efficacy,
emotional intelligence, and professional resilience all of which are crucial for sustained
productivity and job satisfaction*'. Teachers with more years of experience ar rally
more confident in their instructional decisions, more adept at student %wnt, and
more likely to engage in reflective teaching practices. These qualitié&&ot only enhance

classroom instruction but also contribute to improved student over time*2,

A growing body of literature suggests that policies focm@gely on initial qualifications
may overlook the significant contributions of t c@xperience to educational quality.
A scholar argues that ongoing classro perience, coupled with continuous
professional development, is vital in &%ting productive teachers capable of driving
student achievement*’. Thus, i 6§}ti'ng teaching experience into the professional
certification and evaluatioh@%ss ensures that teachers are not only qualified on paper

but also pedagogicallincompetent and classroom-ready.
2.1.24 Pg@s}sﬁa Development

Profe%%l Development is essential in the teaching profession, because it shows the
leve\lg which teachers ensure that they remain effective and responsive to the evolving
educational landscape. Lifelong learning is crucial for teachers to maintain and enhance
their instructional skills, adapt to new educational methodologies, and meet the diverse
needs of students. Engaging in ongoing professional development enables teachers to stay

updated with current educational research, innovative teaching strategies, and
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technological advancements. This continuous growth not only improves teaching
practices but also positively impacts student learning outcomes. According to the
National Education Association, attending professional development courses increases
teachers' expertise, builds confidence, and energizes students by modeling a commitment

to continuous learning*’.

Professional development programmes are essential components of a com sive
teacher education framework, offering varied and dynamic opportunitie(fJ@mtinuous
learning and instructional improvement. Some forms of profesﬁ&al development
programmes include seminars, workshops, conferences, traini ses which may be
long term or short term. Seminars, which are typical tured sessions, focus on
specific themes such as subject content, classroom ?ment, or instructional design.
These sessions enable teachers to deepen their tcal understanding and engage with
current research or policy developments &@cation. Workshops, on the other hand, are
highly interactive and practical in'r@e They provide hands-on experience with new

teaching tools, technologica@ations, or curriculum innovations, thereby enhancing
°

teachers’ practical ski confidence in implementing new strategies within their

classrooms.

Additiona%conferences serve as large-scale gatherings that bring teachers together
fr &e regions and specializations. These events create platforms for professional
networking, the sharing of best practices, and exploration of emerging trends in pedagogy
and educational leadership. The exchange of ideas at such forums fosters innovation and
cross-pollination of effective teaching approaches. Regardless of format, effective
professional development must be ongoing, collaborative, and closely aligned with

classroom realities. When teachers are consistently engaged in relevant learning
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experiences that build on their existing knowledge, they are more likely to adopt new
methods that enhance student learning. A researcher posits that high-quality professional
development is linked to significant improvements in teaching practices and student

achievement, underscoring its critical role in educational reform and sustainability*.

Across the globe, numerous innovative and research-driven practices have emerged to
strengthen teacher development and improve educational outcomes. One o most
widely adopted strategies is the establishment of collaborative learni @'nunities,
where teachers engage in regular, structured interactions focused shared problem-

solving, lesson planning, and professional reflection. These c ties, often referred

to as Professional Learning Communities (PLCs), pron a culture of continuous

improvement by enabling teachers to learn from another’s experiences, exchange
feedback, and collectively address classroom @nges. Such collaboration not only

enhances instructional practices but also B@ trust and professional camaraderie among

teachers, which is crucial for sustaiﬁ%@s hool improvement.

&

Another key best practice’@ implementation of personalized professional learning,
which tailors develop@%ﬁvities to the unique needs, interests, and teaching contexts
of individua 'l@‘s. Rather than applying a one-size-fits-all model, effective
programm%recognize that teachers differ in their experience levels, subject
sp&i/ ons, and classroom dynamics. Personalized learning ensures relevance,
increases motivation, and ultimately leads to greater application of new skills.
Furthermore, the integration of technology in professional development has
revolutionized access and engagement. From online courses and webinars to interactive
platforms and virtual coaching, technology offers flexible, scalable, and cost-effective

solutions that support continuous learning. The World Bank emphasizes that leveraging
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digital tools in teacher development can significantly enhance instructional quality,
particularly in low-resource settings*. When such best practices are embedded in national
education systems, they contribute to improved teaching quality, higher job satisfaction,

and better student learning outcomes.

A
X

2.1.2.5 The Role of Teacher Training Institutions in Enh@g‘ﬁrofessional

Qualifications %O

Teacher training institutions play a pivotal role in@ g the competencies and

effectiveness of teachers. In Nigeria, universit'es@olleges of education contribute

significantly by providing the foundational dge and practical skills essential for

effective classroom instruction. The \*@titutions offer both undergraduate and
%

postgraduate programmes design@c\'

and professional qualiﬁcati\qQQPhrough rigorous coursework and pedagogical training,

p future teachers with the necessary academic

they prepare teacher@et the diverse demands of modern classrooms. Moreover,

collaborative i@ips between teacher training institutions and secondary schools
u

facilitate 8

studel‘% hers can apply theoretical concepts in practical settings, thereby enhancing

e real-world teaching experience. Such collaborations ensure that

their instructional readiness and confidence.

To further improve teacher education in Nigeria, several recommendations have been
proposed. Firstly, the curriculum in teacher education programmes should be regularly
reviewed and aligned with contemporary educational demands and global best practices.

This includes integrating digital literacy, inclusive education strategies, and competency-
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based learning models. Secondly, continuous professional development should be
institutionalized, ensuring that teachers are consistently exposed to emerging teaching
methodologies, classroom technologies, and subject-specific innovations. Lastly,
supportive government policies are essential to encourage teachers to pursue advanced
qualifications and ongoing professional growth. As emphasized in recent discourse on the
need for education reform, a systemic reset is overdue. Without strong policy backing and

investment in teacher development, meaningful educational transforrnatio@remain

elusive?®. (J

While professional qualifications are undeniably linked to %Q productivity and

student achievement, a holistic approach that i structured professional

development and enabling policy frameworks is essq&ia for sustained improvement in
education. Investing in teacher education and gting an environment that supports

ongoing learning will ultimately elevﬁ@me quality of instruction and improve

educational outcomes across N1ger1a§@ dary schools.
2.1.3 Teachers’ Produch& Secondary Schools

Productivity in ed xgrefers to the efficiency with which educational inputs, such as
teacher effo and resources, are transformed into desirable outputs, primarily
student Qg outcomes. Unlike other industries where productivity is often measured
qua\m'}%vely such as the number of products manufactured per hour, educational
productivity encompasses both quantitative and qualitative aspects, including knowledge
acquisition, skill development, and the cultivation of critical thinking abilities. This
multifaceted nature makes measuring productivity in education particularly complex*’. A
significant difference between productivity in education and other industries is the

intangibility and delayed manifestation of its outcomes. In manufacturing, for instance,
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productivity improvements can be immediately observed through increased output. In
contrast, the impact of educational productivity may not be evident until years later, when
students apply their learning in real-life situations. Additionally, education aims to foster
holistic development, including emotional and social growth, which are challenging to

quantify®’.

Teachers’ productivity can be defined as the responsibilities that a teacher fulfil ing a
specific timeframe within the school system to reach targeted goals. refers to
teachers’ ability to effectively utilize relevant resources to improve tés&ing and learning
activities. The level of teachers' productivity can be det by their level of

participation in the daily operations of the school, the r of their attendance, class
ri

attendance, students’ level of discipline, and the aprQ e use of teaching materials to
enhance the learning experience®®. According t& World Bank, teachers' productivity
encompasses completing the syllabus o\\\@e, actively participating in co-curricular

activities, and ensuring students ﬁséu, igh scores in both internal assessments and

national examinations®. Q;&
[ ]

N\
Several theories havb@?proposed to understand and enhance teacher productivity.
Walberg's Theor ﬁducational Productivity identifies nine factors influencing learning,
categorize@to student aptitude, instructional variables, and environmental factors. This
th ory&hasizes the interplay between these elements in maximizing educational
outcomes®. Another perspective is the Expectancy Theory, which suggests that a
teacher's productivity is influenced by the perceived likelihood that their efforts will lead
to desired outcomes, such as recognition or promotion. This theory implies that aligning

reward systems with teachers' expectations can enhance their productivity!.
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Effective lesson planning and preparation are foundational indicators of teachers’
productivity. Well-structured lesson plans provide a clear roadmap for instruction,
ensuring that educational objectives are met systematically. They allow teachers to
organize content logically, anticipate potential challenges, and allocate appropriate time
for each activity. This preparation not only enhances the delivery of lessons but also
facilitates differentiated instruction to cater to diverse student needs. Cons&ntly,

meticulous lesson planning is directly linked to improved student unde@ng and

academic performance. ’\(J

Student engagement serves as a vital indicator of teacher pr ty. When teachers
employ interactive teaching methods, encourage class iscussions, and create an
inclusive learning environment, students are moreeﬁel to participate actively. This
engagement fosters a deeper understanding of @%aterial, promotes critical thinking,

and enhances retention. Teachers who\\ﬂg captivate and maintain student interest

contribute significantly to a dynamfo@(fective learning atmosphere.

N
Assessment practices are ih%%to evaluating and enhancing both teaching productivity
and student learning.@?ers who design assessments that accurately measure student
comprehensio, '@Vide timely, constructive feedback enable students to identify their
strengths %areas for improvement. Effective assessment strategies, including formative
as%&, quizzes, and project-based evaluations, guide instructional adjustments and
support personalized learning pathways, thereby boosting overall educational productivity.
The utilization of teaching aids and technology is increasingly recognized as a hallmark
of productive teaching. Incorporating multimedia presentations, educational software, and
other technological tools can make lessons more engaging and accessible. These

resources cater to various learning styles and can simplify complex concepts. Teachers
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adept at integrating technology into their instruction not only enhance their efficiency but

also prepare students for a technologically advanced society.

Student performance is widely regarded as a critical indicator of teachers’ productivity in
secondary schools, as it reflects the effectiveness of instructional strategies, classroom
management, and subject mastery. When students demonstrate consistent academic
achievement measured through standardized assessments, classroom tests, a wverall
learning outcomes; it often signifies that the teacher has successfull ated the
learning process. Although multiple factors influence student achi@ent, the teacher
remains a central determinant of educational quality and stude ss°2. Teachers who
are productive not only cover the curriculum efficient Iso employ differentiated
instruction, assess learning gaps, and provide targe‘(kin erventions to support student
progress. Furthermore, they create engaging an@rgusive classroom environments that
stimulate learners’ interest and foster acaﬁ{@ motivation. A researcher posits that there
is a significant relationship betwee'r\@ger input and students’ academic performance,
particularly in core subjec.ts &L@IXS mathematics and science. Thus, evaluating student
outcomes provides a 1ble and meaningful basis for assessing the contributions of
teachers to the a.lc@c development of learners™.
N\

Teachers’ gproductivity in secondary schools is multifaceted, encompassing effective
le or@ling, fostering student engagement, implementing robust assessment practices,
and integrating modern teaching aids and technology. By focusing on these indicators,
teachers can enhance their instructional effectiveness, leading to improved student

outcomes and overall educational success.

2.1.3.1 Factors Affecting Teachers’ Productivity in Secondary Schools
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Teachers' productivity in secondary schools is influenced by a multitude of factors,
encompassing individual attributes, organizational dynamics, and broader systemic
elements. Understanding these factors is crucial for developing strategies to enhance

educational outcomes.

Reward Systems play a pivotal role in shaping teachers' motivation and productivity.
When teachers perceive that their efforts are recognized and rewarded appro ly, it
leads to increased job satisfaction and productivity. However, inade r poorly
structured reward systems can result in diminished motivation a erformance. For
instance, a study highlighted that factors such as comp@ and recognition
significantly influence teachers' productivity>*. In additi rofessional qualifications
significantly impact the effectiveness of teachers. QQC ers with higher qualifications
often possess deeper subject knowledge and adv@rgpedagogical skills, leading to better
student outcomes. However, ongoing ﬂf@sional development is essential to keep

teachers updated with the latest°c§g,a jonal practices. A study found that teacher

competence has a substantial'@-ce on teachers’ productivity>>.
°

Also, access to profé%g 1 development opportunities enables teachers to refine their

skills and ad@lvmg educational demands. Participation in workshops, seminars,
I

and adva aining programmes contributes to enhanced teaching practices and,

co%@ , improved productivity. The lack of such opportunities can lead to
decreased motivation and effectiveness among teachers. = The working conditions in
which teachers operate affect their morale and efficiency. Factors such as class size,
availability of instructional materials, administrative support, infrastructural facilities and

other material resources influence teachers' ability to perform optimally. A study
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indicated that the physical environment and school facilities are significant factors

affecting teachers' job productivity>°.

Furthermore, leadership and management styles within a school significantly impact
teachers' job satisfaction and productivity. Supportive and participative leadership fosters
a positive work environment, encouraging teachers to excel in their roles. Research has
shown that principal leadership has a notable effect on teacher productivity>’. I same
vein, student behavior and engagement also influence teachers' productivi @ssrooms
with disruptive behaviors or low student motivation can hinder teﬁ\'{lg effectiveness,
whereas engaged and motivated students facilitate a more prod aching experience.
Addressing behavioral issues and fostering studenthment are essential for

maintaining a conducive learning environment. Q

Notably, socioeconomic factors related to, t ground of students can affect teachers'
workload and stress levels. Teachers' blmderprivileged areas may face additional
challenges, such as addressing @\e learning needs and providing extra support to
students. These challenges’@%act teachers' morale and productivity®’. While frequent
policy and curriculuk@%ges can impact teachers' productivity. Adaptation to new
standards req '%@@ and effort, and without adequate support, such changes can lead
to stress @ reduced effectiveness. Ensuring that teachers are involved in the

de@t and implementation of new policies can mitigate these challenges.

Similarly, active community and parental involvement in the educational process can
support teachers and enhance their productivity. Collaborative efforts create a supportive
network, contributing to a conducive learning environment. Engaging parents and the
community in school activities fosters a sense of shared responsibility for student success.

In addition, personal factors such as teachers' health, personal beliefs, and intrinsic
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motivation, also play a role in their productivity. Personal well-being and a sense of
purpose can drive teachers to perform better. Addressing issues like stress and burnout is
crucial for maintaining a motivated and effective teaching workforce. Teachers'
productivity in secondary schools is a multifaceted concept influenced by various
interconnected factors. Addressing these aspects holistically is essential for fostering an

environment that promotes effective teaching and learning. \

The evaluation of diverse teacher reward systems across global and local s reveals
several critical lessons that can inform policy and practice. One of t@ost prominent is
the importance of aligning professional development opportuniti reward structures.
For instance, Canada’s education system exemplifies thi ach by linking continuous
learning, such as participation in workshops and anCed academic programmes, to
career progression and salary increments. This i&tion serves not only as a motivator

but also as a mechanism for enhancing@.yctional effectiveness and overall teacher

Another vital insight is ﬂ@ggctiveness of recognition and non-monetary rewards.

productivity>’.

Research conducted\&eria, particularly in Imo State, found that professional
acknowledg @vork-life balance significantly boost teacher morale. Teachers who
feel Valueﬁ supported in their work environments tend to perform better and remain
CO@ to their roles. These findings suggest that strategies like formal recognition of
achievements, provision of a supportive school culture, and encouragement of teacher

well-being can be as impactful as monetary incentives in sustaining productivity>®.

Equity and transparency also emerge as fundamental pillars of effective reward systems.
When teachers perceive that rewards are distributed fairly and based on merit, their trust

in the system increases, which in turn enhances motivation and organizational loyalty. A
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study from South-South Nigeria emphasized that equitable access to salary increments
and promotional opportunities directly influenced institutional performance®. Similarly,
the Finnish education model underscores the value of teacher autonomy and
empowerment. By granting teachers a significant degree of professional freedom and
involving them in decision-making processes, Finland fosters a strong sense of ownership

and responsibility among its teachers, which ultimately translates to 1mprc§ job
satisfaction and performance®. QQ

Furthermore, teachers’ reward systems must align with broader @ational goals to
ensure that teacher motivation supports institutional and s&- entered outcomes.
Whether promoting collaboration, innovation, or aca cellence, rewards should
reinforce behaviors that contribute to systemic i Qnent Overall, countries like
Finland and Canada demonstrate that compreh&e strategies including professional
development, autonomy, and goal align’i@produce effective results. In the African
context, particularly Nigeria, the iﬁ&é@ n of monetary and non-monetary incentives,
coupled with fairness and a s \'tive work environment, has proven beneficial. These
.
cross-regional insights e@s valuable guidance for educational policymakers seeking
to design rewar.d systems that not only motivate teachers but also uplift the overall quality
of educat'on@remment involvement, through supportive and consistent policy

framewdiks;remains essential in institutionalizing these best practices and ensuring their

sustdipability.
2.1.3.2 The Role of Government Policies in Shaping Teachers’ Productivity

Government policies play a pivotal role in shaping the productivity of teachers by
influencing key aspects such as reward systems, qualification standards, and professional

development. In Nigeria, the importance of policy-driven educational reform is evident in
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efforts to enhance the teaching profession through regulatory frameworks and
institutional support. These policies are designed not only to ensure the recruitment of
competent teachers but also to maintain high levels of motivation and performance across
all levels of the education sector. Among the notable policy measures are the Professional
Standards for Nigerian Teachers, which define the competencies required for effective
classroom instruction. This framework establishes the basis for teacher regis{ation,
licensing, and ongoing development, with a strong emphasis on ethical uct and
continuous professional learning. Closely related is the National eghy Education
Policy, which stipulates the minimum qualification of Nigeria cate in Education
(NCE) for teaching. It also advocates for higher qualif@o through postgraduate
training and outlines the processes for induction, cer@tion, and re-certification of
teachers. Together, these policies aim to profg@ze teaching, enhance classroom

effectiveness, and elevate the overall statu\@cators in Nigeria®!.

To improve teacher productivity ma@tly, the Nigerian government has introduced a
range of initiatives, beg{nr&éﬁh the Career Path Policy. This policy creates a
structured framework o®reer progression by linking rewards and promotions to
measurable insiig:\' s such as academic qualifications, teaching experience, and
demonstr ed@brmanceéz. Additionally, the Teacher Registration Council of Nigeria
(TRCN s a central role in regulating the profession by ensuring that only qualified
and\beftiﬁed individuals are permitted to teach. Through licensing exams and regular
monitoring, the TRCN upholds professional standards and accountability. The
government has also invested in professional development programmes aimed at
improving instructional methodologies and equipping teachers with modern teaching
tools. These include regular in-service training, workshops, and seminars intended to

address emerging educational challenges such as digital literacy, curriculum reforms, and
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inclusive teaching strategies. These initiatives reinforce the government’s commitment to
building a competent, motivated, and forward-thinking teaching workforce capable of

driving educational transformation in Nigeria.

Sustainable improvement in teacher productivity requires a multifaceted approach that
prioritizes both motivation and capacity-building. One of the foremost recommendations
is the enhancement of teacher remuneration. Competitive salaries and imely
disbursement of payments are critical for maintaining morale and attrc/qualiﬁed
professionals to the education sector. Furthermore, performance-bas@centives such as
bonuses or recognitions for outstanding teaching can serve% ng motivators for
excellence and accountability, especially when link% easurable outcomes like

student achievement and classroom innovation®. Q

Another essential recommendation is the% onalization of continuous professional
development programmes. In an ever&k&ving educational landscape, teachers must
remain updated on contemporary@s, teaching methodologies, and curriculum reforms.
Establishing mandatory aﬁ@%ar training programmes ensures that teachers are not
only aware of best p&@e but are also equipped to implement them effectively. These
programmes \@lude workshops, in-service training, peer-learning initiatives, and

exposure tendigital teaching tools. Such investments in teacher knowledge and skills

dix@act classroom productivity and student learning outcomes>®,

Equally important is the improvement of working conditions within schools. Optimal
performance is difficult to achieve without a conducive environment. Therefore,
governments and school administrators must invest in infrastructure upgrades, ensure the
availability of adequate teaching and learning materials, and maintain safe and clean

classrooms. When teachers have access to well-equipped facilities and are supported with
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the necessary resources, they are more likely to be effective and committed to their duties.
Additionally, transparent promotion criteria must be established. Teachers should be able
to clearly understand the benchmarks for career progression, which must be based on
merit, qualifications, and experience. Fair and well-communicated advancement policies

increase motivation and reduce frustration within the teaching workforce®*.

Finally, the role of the broader community cannot be overlooked in ensuring inable
teacher development. Active engagement with stakeholders such a ts, local
education boards, and non-governmental organizations can create Axtwork of support
around teachers. Community involvement in school governan rce provision, and
teacher appreciation initiatives enhances the social va he teaching profession®.
Moreover, stakeholder input in decision-making fosteQ{ra sparency and strengthens trust
between schools and their surrounding comrt&& A study conducted in Nigeria
emphasized that such collaboration leadg\\\gcreased teacher motivation and improved
educational outcomes®. Taken to '%@, hese recommendations provide a sustainable

blueprint for nurturing a @ated, professional, and high-performing teaching

workforce. QQ\

2.2 Them{i}@amework

221H g’s Two-Factor Theory

Frederick Herzberg's Two-Factor Theory, formulated in 1959, remains a seminal
framework in understanding workplace motivation and job satisfaction. This theory
delineates two distinct categories of factors that influence employee attitudes and

behaviors: motivators and hygiene factors. Motivators, or intrinsic factors, pertain to the

nature of the work itself and the opportunities it provides for personal growth, recognition,
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and achievement. Hygiene factors, or extrinsic factors, encompass aspects of the work
environment such as salary, job security, working conditions, and company policies.
While the presence of motivators can lead to heightened job satisfaction and increased
productivity, the absence or inadequacy of hygiene factors can result in job dissatisfaction.
However, addressing hygiene factors alone does not necessarily enhance job satisfaction;
it merely prevents dissatisfaction. This nuanced understanding is particularly ginent
when examining the productivity of teachers in secondary schools, as their p@%ance is

influenced by a complex interplay of intrinsic and extrinsic elements. ’\(J

In the context of secondary education, applying Herzberg's % ctor Theory offers
valuable insights into the factors that drive teacher ivity. Motivators in the
teaching profession include recognition for a@ ishments, opportunities for
professional development, a sense of achieveme&m student success, and the inherent
interest in teaching subject matter. Wher@ intrinsic factors are present, teachers are
more likely to exhibit enthusiasm, c'r@y, and a commitment to their roles, leading to a
high level of productivit}: a&éhanced educational outcomes. Conversely, hygiene
factors such as co t\/e salaries, favorable working conditions, supportive
administrative p I%, and job security are essential in preventing dissatisfaction. For
instance, i ac@e remuneration or poor working environments can lead to frustration
and dec morale among teachers, which may adversely affect their performance and,

corMently, student achievement.

Empirical studies have explored the applicability of Herzberg's Two-Factor Theory
within educational settings. Research conducted in Ogun State, Nigeria, investigated the
relationship between reward systems and teacher productivity in public senior secondary

schools. The study revealed a significant correlation between effective reward systems
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encompassing both financial incentives and recognition and positive teacher attitudes
towards work, which in turn enhanced productivity. This finding underscores the
importance of both motivators and hygiene factors in fostering a conducive environment
for teacher performance. Similarly, a study examining Herzberg's theory in the context of
teachers' job satisfaction in Bangladesh found that factors such as recognition and
opportunities for advancement (motivators) significantly influenced job sat&mtion,
while salary and working conditions (hygiene factors) were critical i venting
dissatisfaction. These studies highlight the relevance of Herzbe 's(ﬁr}mework in

understanding and improving teacher productivity across diverse g@ional contexts.

The insights provided by Herzberg’s Two-Factor Theo % profound implications for

designing effective reward systems in secondary sch@ o enhance teacher productivity,
it is imperative to implement strategies that add oth motivators and hygiene factors.
Intrinsic rewards such as recognition pr@mes, opportunities for professional growth,
and involvement in decision-makiﬁg’\ﬁsxp sses can fulfill teachers' psychological needs
for achievement and §e&z@&lizaﬁon. For example, acknowledging teachers'
contributions through @ﬂ public commendations can boost morale and motivation.
Extrinsic rew%r&c uding competitive salaries, job security, and improved working
conditions a@ential in preventing dissatisfaction and ensuring that teachers remain
commit%§their roles. A study focusing on public secondary school teachers in Ogun
Stat phasized the importance of non-financial rewards, such as promotions and study
leave, in enhancing job commitment. This underscores the need for a holistic reward

system that integrates both intrinsic and extrinsic elements to foster a motivated and

productive teaching workforce®’.
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While Herzberg’s Two-Factor Theory has had a profound impact on understanding
workplace motivation, it has also been the subject of considerable critique, particularly
regarding its methodology and practical applicability. Herzberg’s original study relied on
the critical incident technique, where participants were asked to recall specific events that
led to feelings of satisfaction or dissatisfaction. Critics, such as King, argue that this
method is inherently flawed due to its subjective nature and susceptibility to &nory
distortion. Respondents are often inclined to attribute positive experienc internal
factors like their own competence (motivators) and negative expe 'en&yto external
circumstances (hygiene factors), a cognitive distortion known self-serving bias.

This limits the reliability of the data used to establish the di@o y of factors.

Another major criticism of Herzberg’s theory lies'Q@oversimpliﬁcation of human
motivation. By dividing job-related factors ily two categories motivators and
hygiene factors, the theory assumes that t \@actors are mutually exclusive and function
independently. However, in real-w’o@rk environments, particularly in the education
sector, this clear diVision.o@aks down. For example, salary is categorized as a
hygiene factor, yet in a@%aching contexts, especially in developing countries, it can
also serve as a PK@I motivator when linked to performance incentives or recognition.
This duality @ests that certain job aspects may influence both satisfaction and
dissatis , depending on how they are structured and perceived. Moreover, the
univegsality of Herzberg’s theory has been questioned, particularly in cross-cultural and
economically diverse contexts. Herzberg theory research was conducted in a mid-20th
century American industrial setting, which differs significantly from the realities faced by
teachers in places like Ogun State, Nigeria. In such settings, extrinsic rewards like regular
salary payment, housing allowances, and job security are not merely baseline

expectations; they are essential motivators due to prevailing economic constraints.
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Studies conducted in Nigerian secondary schools consistently show that financial and
material rewards are central to teacher motivation and retention®®. Therefore, applying
Herzberg’s theory without adapting it to the local context risks overlooking critical

motivational drivers in environments where basic needs are not yet fully met.

Finally, the theory has been critiqued for its failure to consider individual differences in
motivation. Herzberg assumes that the same set of motivators and hygiene fa pply
universally to all employees. However, teachers differ in age, career personal
values, and professional aspirations. For instance, a newly recruitéd teacher may be
driven by opportunities for career advancement and training, % senior teacher may

prioritize stability and recognition. The theory al es ambiguity in factor

S
classification; for example, supervision is considered ‘a hygiene factor, but when
supportive and empowering, it can function as @’Qﬁvator. Such overlaps blur the neat
theoretical categories Herzberg proposeﬁ\ﬁspite these criticisms, Herzberg’s Two-
Factor Theory remains a useful 'f%qp ork particularly when used alongside other
theories like Expectancy ?r&éy Theory to analyze teacher motivation and develop

reward systems that r% diverse realities of educational institutions.

Drawing fro I—@g’s Two-Factor Theory and supporting empirical evidence, one of
the most %JUVG strategies for improving teacher productivity in secondary schools is
th d@)men‘[ of comprehensive reward systems. These systems should strike a
balance between intrinsic and extrinsic incentives. While extrinsic rewards such as
competitive salaries, allowances, and benefits are essential in preventing dissatisfaction,
intrinsic rewards play a key role in enhancing job satisfaction. programmes that recognize
teachers' contributions, such as awards, public acknowledgments, and leadership

opportunities, can significantly boost morale. Additionally, creating structured avenues
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for professional advancement, including access to postgraduate studies or educational
certifications, reinforces a sense of career progression and institutional investment in

teacher growth.

Another vital recommendation involves investment in continuous professional
development. Teachers should be consistently supported through targeted training
workshops, seminars, and educational conferences that are aligned wi \&{rrent
pedagogical trends and technological innovations. This not only equips t with up-
to-date teaching methods but also fosters a culture of lifelong lean& When teachers
perceive that they are being empowered with relevant skills, t more likely to stay
motivated and engaged. Furthermore, participatory d 'making processes where
teachers are involved in shaping curriculum, school policies, and administrative decisions
(o)

enhance their sense of belonging and accountability™”As shown in recent studies, teacher

inclusion in governance leads to increase&*{@nitmen‘[ and institutional loyalty?>.

Improving the working conditio&‘—}f teachers is essential for sustaining productivity.
Ensuring access to adequa't&%ctional materials, maintaining manageable class sizes,
and providing clean, %%ching environments are foundational to effective classroom
delivery. A s b@school culture, marked by collaboration and respect between staff
and admin%atlon, also strengthens teachers' psychological well-being®. In tandem with
this, @’Qols must implement transparent promotion policies based on merit,
qualifications, and experience. When teachers clearly understand the criteria for career
advancement and perceive the system as fair, they are more likely to remain motivated
and committed to excellence. These combined strategies, grounded in Herzberg’s
theoretical insights, create a foundation for not only improved teacher productivity but

also long-term educational transformation’.
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2.2.2 Human Capital Theory

Human Capital Theory posits that investments in individuals' education and training
enhance their productivity and consequently, contribute to economic growth. Human
Capital Theory emphasizes the economic value of knowledge, skills, and competencies
possessed by individuals. In the context of secondary education in Ogun State, Nigeria,
applying Human Capital Theory provides a framework for understanding th’hkward
systems and professional qualifications influence teachers' pro @y. This
comprehensive analysis explores the theoretical foundations of Huma‘&lpital Theory, its
application to teachers' productivity, empirical evidence fr eria, and practical

recommendations for policy implementation. Q

education and training, which enhance uctive capacities and lead to higher

Human Capital Theory asserts that individual atb%e knowledge and skills through
-
earnings. Human Capital Theory is a '%ential framework in economics that explains
the role of individuals’ knowledg&@‘}rﬁtealth, and abilities in contributing to economic
growth and productivity. T@l ory gained prominence in the 20th century through the
works of economists\@ iewed human capital as a critical factor of production, much
like land, lab :@sical capital. The major idea behind the Human Capital Theory is
that inves@nts in human beings particularly in education and health are not mere

ex en&s but strategic efforts that yield measurable returns in productivity, earnings,

and societal advancement’!.

The theory emerged as a response to post-World War II labor dynamics, where
economists observed that increases in physical capital alone could not explain the rapid
growth of industrialized nations. The scholar argued that the unexplained residual growth

could be attributed to investments in education, skills development, and health
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improvements and posited that human beings are not passive labor inputs but active
agents whose productivity depends on their accumulated knowledge and competencies.
Thus, education becomes not just a social good but an economic investment one that

enhances the efficiency of labor and contributes to innovation and economic resilience’.

Another scholar and economist further advanced the theory by framing human capital as
analogous to physical capital. Just as businesses invest in machines to impro tput,
societies invest in education and training to improve individual @o lective
productivity. In Becker’s model, schooling, on-the-job training, h&&& care, and even

migration are forms of investment that result in increased lifeti ings and improved

economic performance’'. This perspective underpins ma dern policies on education

funding, labor market reform, and professional devel@e t programmes.

2.2.2.1 Core Components of Human ({1866
To fully understand Human Capital'@, it is important to identify its core components,

which represent the differ@? individuals acquire and accumulate productive

capacity. These includ%Q\

1. Educa io)\&' d Formal Schooling: This is the most widely recognized
co oiﬂ of human capital. Formal education equips individuals with
@daﬁonal knowledge, cognitive skills, and discipline-specific expertise that are
essential for effective participation in the workforce. In the context of teaching,
this includes qualifications like a Bachelor of Education (B.Ed.), Postgraduate

Certificate in Education (PGCE), or a Master’s degree, which all enhance

pedagogical competence and subject mastery.
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2. Training and Professional Development: Beyond formal education, individuals
gain skills through in-service training, workshops, seminars, and experiential
learning. For teachers, professional development programmes help update
teaching methodologies, integrate technology into instruction, and adapt to
evolving curriculum standards. This continuous learning contributes directly to
teacher effectiveness and, by extension, student outcomes.

3. Health and Physical Well-being: Good health increases a perso@%ility to
work productively and with fewer absences. According tg\th orld Bank,
investments in health including nutrition and acces edical care are

foundational to building human capital, particular education, where teacher
absenteeism due to illness can disrupt learning c@uity”.

4. Work Experience and Tacit Knowled%fbg%rience plays a significant role in
human capital accumulation. Tea@Q@’b’ith several years of classroom practice
often develop better classrp@agement skills, emotional intelligence, and
contextual knowledge oixga’ent behavior, which enhance their effectiveness
beyond what forrna'l{&ation alone can provide.

5. Social and E@nal Skills: These include communication, empathy, teamwork,
and 1 .eédp Though less tangible, these skills are increasingly recognized as
ess%ial for workplace success, particularly in education, where the ability to

\/Qoster relationships with students, parents, and colleagues directly influences

teaching quality.

Human Capital Theory also categorizes investments into general and specific human
capital. General human capital refers to skills and knowledge that are transferable across
occupations or industries such as literacy, numeracy, or communication skills. In contrast,

specific human capital refers to skills relevant to a particular job or organization. For
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example, a teacher’s training in the national curriculum or a particular teaching method
represents specific human capital relevant primarily to the education sector.
Understanding this distinction is crucial for designing reward systems that acknowledge
and incentivize both transferable skills (e.g., public speaking) and role-specific

competencies (e.g., lesson planning and subject mastery).

In educational systems particularly in regions like Ogun State, Nigeria, Hu pital
Theory provides a lens through which to assess the effectiveness t@ essional
qualifications and the economic rationale for investing in the teachi orkforce. Highly
qualified and well-trained teachers are more likely to del% aging instruction,
diagnose learning difficulties accurately, and foster ac success among students.
Research by scholars confirms that teacher quality,QQre than any other school-related
factor, has a significant impact on student per@%ce. Moreover, in low and middle-
income countries, the value of human &@ investments in teachers is magnified by
challenges such as overcrowded E@ms, limited resources, and rapidly evolving
curricular demands’™. The.in I@ to continuously update teacher knowledge or attract

and retain skilled educ c@ften results in educational stagnation or decline. Therefore,

aligning educati@hcies with the tenets of Human Capital Theory becomes a

developme:nt@erative.

H a&)ital Theory has profound implications for education policy and economic
planning. For governments, the theory justifies public spending on teacher education,
certification programmes, and continuing professional development. Such investments
not only improve the quality of instruction but also reduce costs associated with high
teacher turnover, poor student outcomes, and educational inequity. Additionally, Human

Capital Theory supports the formulation of performance-based reward systems, where
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incentives such as promotions, bonuses, or salary increments are linked to academic
qualifications, years of experience, or student learning gains. This approach creates a
virtuous cycle: as teachers are rewarded for investing in their own human capital, they are
further motivated to improve, thereby raising the productivity of the entire education

system.

Furthermore, teachers are central to the learning process, and their qu tions
significantly impact student outcomes. According to the Human Capital T, @investing
in teachers' education and professional development enhances their t@ng effectiveness,
leading to better student performance and overall school imp@ t. Highly qualified
teachers possess a deeper understanding of subject @ pedagogical skills, and
classroom management techniques, all of which co@u ¢ to a more effective learning
environment. Furthermore, continuous profess&evelopmen‘[ ensures that teachers
remain abreast of evolving educatiorh\@ethodologies and technologies, thereby

maintaining high standards of teach'u%v

&

Empirical studies in Nigé@ e examined the relationship between human capital
development and teaél@ oductivity. Research conducted in Ekiti State investigated the
impact of hu &@tal development on teachers' performance in tertiary institutions.
The studygfound that investments in professional development and training positively
in ue@ teachers' productivity, highlighting the importance of continuous skill
enhancement’. Similarly, a study focusing on secondary school teachers in Imo State
revealed that skill development and the creation of new competencies significantly
improved teacher productivity. These findings underscore the critical role of human
capital investments in enhancing educational outcomes in Nigeria’®. Professional

qualifications encompass formal education, certifications, and ongoing professional
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development. Human Capital Theory suggests that higher qualifications correlate with
increased productivity due to the enhanced knowledge and skills acquired. In Ogun State,
the emphasis on recruiting teachers with advanced degrees and specialized training aligns
with this perspective. Teachers with higher professional qualifications are better equipped
to design and implement effective instructional strategies, assess student learning

accurately, and adapt to diverse classroom needs. Moreover, they serve as role &dels,

inspiring students to pursue academic excellence. QQ

While professional qualifications are essential, Human Capital Theo so acknowledges
the role of incentives in motivating individuals to utilize the% effectively. In the
teaching profession, reward systems including salagi nuses, promotions, and
recognition serve as extrinsic motivators that Q\ hance job satisfaction and
performance. A well-structured reward system &wledges the efforts of teachers and
provides tangible benefits that reinforce@ commitment to the profession. In Ogun

State, implementing reward syste&@ balance intrinsic rewards (e.g., professional

improved teacher pro%@and retention.

Despite its si h@g influence on education and economic policy, Human Capital

growth opportunities) and @ic rewards (e.g., competitive salaries) can lead to

Theory ha@ﬁracted substantial criticism for its overemphasis on economic returns and
fo%@ng a narrow interpretation of education's value. By conceptualizing education
and training as investments made for the purpose of increasing individual income and
national productivity, Human Capital Theory tends to overlook the intrinsic, civic, and
moral purposes of education. Critics argue that reducing education to a means of
acquiring higher wages commodifies human learning, ignoring its broader role in

fostering critical thinking, cultural identity, and social responsibility”’. In the context of
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secondary education, especially in Nigeria, such a perspective risks downplaying the

transformative and societal role that teachers play beyond their measurable output.

Another key criticism of Human Capital Theory lies in its failure to adequately address
structural and social inequalities. The theory assumes that all individuals have equal
access to education and training, and that success is determined solely by individual effort
and rational decision-making. However, in many contexts Nigeria teachers fac emic
barriers like poor funding, infrastructural deficits, and rural-urban di s, which
hinder their ability to invest in their own human capital. Consequeﬁ‘bk Human Capital
Theory may unintentionally reinforce existing inequities by bl dividuals for their
lack of productivity, rather than acknowledging _i @ional or environmental
constraints’®. For example, a qualified teacher J‘QK still underperform if teaching

resources are inadequate or if the reward system &o reflect merit.

QO

Furthermore, Human Capital Theory }‘been critiqued for its reductionist view of
education and labor. By focusin&@aﬁy on the development of skills and knowledge
that enhance labor market,@:tivity, the theory undervalues emotional intelligence,
ethical reasoning, and@%al skills that are especially vital in professions like teaching.
This emphasi @ to an over-prioritization of technical competencies at the expense
of pedago@tl values and holistic student development”. Additionally, this narrow
pe% iy€ may influence education policy in ways that marginalize subjects like the arts

and humanities, which are essential for nurturing well-rounded students and teachers alike.

Another limitation of Human Capital Theory is its assumption that higher education or
training directly correlates with improved performance and economic returns. In practice,
measuring the impact of human capital investments is complicated by many intervening

factors, such as organizational culture, student behavior, and policy frameworks. For
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example, a teacher with advanced degrees might still struggle in overcrowded classrooms
or under ineffective school leadership. Moreover, alternative perspectives like Signaling
Theory suggest that qualifications often serve more as signals of ability than as actual
enhancements to productivity®. In such cases, employers or policymakers may place

undue value on credentials, even when they do not translate into improved teaching

quality. \

Human Capital Theory tends to assume that public sector roles like t nction
similarly to market-based employment systems, where productivit closely linked to
compensation. However, in Nigeria’s public education s@ salaries are often
standardized and not performance-based. As such, eve y qualified or productive
teachers may not receive differentiated rewards, Q{lt dicting one of the theory’s
fundamental premises. This disconnection betwe&ory and practical realities limits the
applicability of Human Capital Theory\\&gontexts where external factors, not just
individual investment, determine '%up ivity and career progression. Therefore, while
Human Capital Theory of.fer @Sluable lens for examining how teacher qualifications
and training influence e@ﬁvity, it must be complemented by theories that account for

motivation, equi&d socio-political realities to fully explain teacher performance in

secondarygl‘(@l)\.

To\etl&ely harness the insights of Human Capital Theory in improving teacher

productivity, several key policy actions are recommended. First, there should be sustained
investment in continuous professional development. Regular training programmes that
focus on modern teaching methodologies, subject matter expertise, and the integration of

educational technology will ensure that teachers remain professionally current and
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pedagogically effective. Such ongoing development strengthens both individual capacity

and institutional performance.

Second, the implementation of comprehensive reward systems is essential for motivating
teachers and retaining high performers. These systems should go beyond basic
remuneration to include competitive salaries, clear opportunities for career advancement,
and structured recognition for excellence. When teachers see a tangible lin "b&veen

effort, qualifications, and career growth, they are more likely to remain@itted and

productive. ’\

Third, recruitment standards must be improved to en@ only qualified and

competent individuals enter the teaching profession. Th e achieved by establishing
rigorous hiring criteria that prioritize academi x@%mtials, teaching experience, and
evidence of pedagogical competence. By rai f@ e entry threshold, schools can build a
workforce that is better equipped to deli Nality education. Additionally, it is important
to improve working conditions @port teachers in their day-to-day responsibilities.
Addressing infrastmctural’@%lcies, reducing overcrowded classrooms, and ensuring

access to adequate N@?g resources will create a more enabling environment for

effective instt@

Finally, %§stem for monitoring and evaluating teacher performance should be
inshﬂegolnalized. This involves developing robust assessment tools to track the
effectiveness of professional development programmes and measure individual teacher
performance. Data from such evaluations can guide evidence-based decision-making and
ensure that policy interventions are both targeted and impactful. Together, these
recommendations form a cohesive strategy for enhancing teacher productivity through the

principles of Human Capital Theory.
72



2.2.3 Equity Theory

Equity Theory, formulated by behavioral psychologists in 1965, provides a framework for
understanding how perceptions of fairness influence motivation within social exchanges,
particularly in the workplace. At its core, the theory posits that individuals assess the
fairness of their work outcomes (such as salary, recognition, and benefits) relative to their
inputs (including effort, experience, and education) by comparing this ratio to t their
peers. When individuals perceive an imbalance believing they are either ewarded
or over-rewarded compared to others - they experience psychologic@scomfort, which
can lead to efforts to restore equity. This restoration may invol g their inputs (e.g.,

reducing effort), seeking changes in outcomes (e.g., req@@a raise), or cognitively re-

evaluating the fairness of the situation®!. Q

When it comes to the educational secto f@c arly among teachers, Equity Theory
offers valuable insights into how per \pﬁons of fairness in reward systems impact
motivation and performance. Te&‘%invest significant inputs into their roles, including
time, dedication, expertt afid personal commitment. They expect that these
contributions will ng with equitable outcomes, such as fair compensation,

professional c‘@on, opportunities for advancement, and supportive working
\\%

conditions en teachers perceive that their input-outcome ratios are equitable
co p&o their colleagues, they are more likely to be satisfied and motivated.
Conversely, perceptions of inequity whether through disparities in pay, recognition, or
resource allocation—can lead to dissatisfaction, decreased motivation, and even
attrition®?.  Applying the principles of Equity Theory to teacher reward systems requires

a deliberate focus on fairness, transparency, and inclusiveness. One of the foundational

elements in promoting equity is the establishment of transparent compensation structures.

73



When salary scales and benefits are clearly defined and openly communicated, teachers
are better able to understand how their qualifications, experience, and efforts correspond
to their compensation. This transparency minimizes ambiguity and reduces perceptions of

favoritism or hidden bias, thereby fostering trust in the reward system.

In addition to financial remuneration, recognition and professional growth opportunities
play a critical role in enhancing teachers’ perceptions of equity. Teachers w ceive
acknowledgment for their hard work whether through awards, co @tlons, or
leadership roles feel valued and respected within the organization, é;{ilarly, providing
access to professional development, such as workshops, % ate training, and
mentorship programmes, allows teachers to grow in areers. When effort and
performance are consistently linked to advancememQ@c ers are more likely to remain
motivated and engaged in their work. Further@’g, implementing fair and consistent
evaluation processes is essential for eq\@ reward distribution. Teachers should be
assessed based on objective, clearl'@d criteria that are uniformly applied across the
board. Consistency in appr.ais&@ys ensure that outcomes such as promotions, bonuses,

or recognitions are ju@d and not influenced by personal bias or favoritism.

Lastly, inclusi ’ﬁ&ion-making is a powerful tool for enhancing perceived fairness.
When teacﬁs are involved in shaping school policies, curricular decisions, and resource
all ca@;@hey are more likely to feel a sense of ownership and empowerment. This
inclusion not only supports the democratic functioning of educational institutions but also
strengthens the legitimacy of reward systems in the eyes of teachers. When teachers feel
heard and respected, they are more inclined to view their professional environment as

equitable and supportive.
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Despite its contributions to understanding workplace motivation, Equity Theory has faced
several criticisms. The theory heavily relies on individuals' subjective perceptions of
fairness, which can vary widely among employees. Two teachers with similar inputs and
outcomes might perceive equity differently based on personal values or expectations,
making it challenging to implement universally satisfying reward systems®’. Equity
Theory assumes a universal standard for fairness, yet cultural differences can @ence
how equity is perceived. In some cultures, collective well-being may be prj Qed over
individual comparisons, affecting how reward systems are evalu te&JThe theory
primarily focuses on the balance between inputs and outcomes b@ay not adequately
account for other motivational factors such as intrinsic j ol@ﬁﬁon, personal growth,

or the social impact of one's work, which are pagtigularly relevant in teaching

professions®>. 6’6Q
O

To align teacher reward practices with th@iples of Equity Theory, it is essential that
educational policymakers adopt a's%%f targeted and systematic strategies aimed at
promoting fairness and tra?sxér. One of the foremost recommendations is to conduct
regular compensatiorse@s. Periodic evaluations of salary structures ensure that
remuneration rgr@competitive and accurately reflects teachers’ qualifications, years
of experi c&g}i levels of contribution. These reviews should be data-driven and
responsi& disparities, enabling adjustments that uphold fairness across the teaching

Q

wor ccC.

Equally important is the provision of professional development opportunities that are
accessible to all teachers. Continuous learning not only enhances professional capacity
but also supports equitable career progression. Ensuring that these opportunities are

distributed fairly regardless of location, seniority, or subject specialization helps prevent
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perceptions of favoritism and ensures that all teachers can advance based on merit and

effort.

Another vital policy action involves the establishment of transparent promotion criteria.
Clear, well-communicated guidelines for career advancement allow teachers to
understand what is expected of them and how they can progress. This clarity reduces

uncertainty and reinforces the idea that promotions are based on fair evaluati ather

than subjective preferences. ( Q

Furthermore, equitable resource allocation must be prioritized. Al@ls, regardless of
geographic or socio-economic standing, should be equippe 6 € resources necessary
for effective teaching and learning. Disparities in cture, teaching aids, or

classroom conditions can negatively affect instructional delivery but also
; tem.

teachers’ morale and sense of fairness w1t 1

Lastly, institutions should irnplemc@ust feedback mechanisms that give teachers a
voice in shaping reward pohc%c?d evaluating their implementation. By establishing
regular channels for ¢ s@mn such as surveys, town halls, or committee participation,
educational leaders entify and address gaps in perceived equity. This collaborative
approach ensQeJ\hat the reward system remains responsive to the evolving needs and

concern chers.

Q

23 Review of Empirical Studies
2.3.1 Reward System and Teachers' Productivity

Several studies confirm that monetary rewards, particularly salaries and allowances, are
fundamental to improving teacher productivity. A researcher found that in Tanzanian

secondary schools, teachers expressed strong dissatisfaction with their salaries, citing
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irregular payments and inadequate fringe benefits. Teachers reported that when salaries
were delayed or inequitable, they resorted to supplementary income activities like private

tutoring, which negatively affected their classroom productivity®®

Similarly, other scholars examined motivation and job satisfaction among high school
teachers in Ghana and reported that salary was a top determinant of teacher motivation.
The study highlighted a mismatch between teachers' qualifications their
compensation, resulting in feelings of inequity and dissatisfaction®’, indings
resonate with Adams’ Equity Theory, which posits that perceived&@alance between

effort and reward leads to demotivation which would in tu to a low level of

teachers' productivity In Nigeria, a study conducted in thg al Capital Territory found

a statistically significant relationship between teache@a aries and productivity in public
secondary schools. The researchers used stud performance in core subjects like

English and Mathematics as a proxy for T@r productivity. Their findings emphasized

the role of timely and adequate rem'u%g n in achieving educational goals®s.

&

Furthermore, another schdl@ erscored the role of allowances, bonuses, and timely
payments in inﬂuenc@ her productivity in Ogun State. The study identified financial
stress, poor ﬁ@ustment after qualification upgrades, and irregular cooperative
deduction% major disincentives that led to recurrent teacher strikes and subsequent
de%% student performance®. Non-financial rewards, such as recognition,
opportunities for professional development, job security, and participatory decision-
making, also significantly influence teacher motivation. Another researcher emphasized
that recognition and achievement-based awards bolster teachers' sense of worth and foster
stronger job commitment. This was supported by field survey data showing that 69.9% of

teachers in Ogun State received outstanding awards, and 70% reported job security as a
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non-monetary motivator. Promotion emerged as another crucial non-monetary incentive’.
Another study reported that delays in promotion demoralized teachers and reduced their
job productivity. This aligns with Herzberg’s Two-Factor Theory, which considers

advancement and recognition as motivators critical to enhancing job productivity®.

On-the-job training and career development opportunities were also highlighted in several
studies. For example, a study carried out by a researcher revealed a significant ation
between in-service training and teacher productivity. Teachers who regu r@gaged in
workshops and refresher programmes demonstrated improved inﬁ&ctional practices,
which positively impacted student outcomes®®. This finding i% in another study,
where the researcher emphasized that job incentives, w nancial or non-financial,
stimulate teachers' drive to meet institutional goals’t~Comparative studies offer further
insights into the disparities in reward systems @’Q public and private schools. Other
studies noted that private school teach@ Lagos State often worked under more
comfortable conditions, with small%\,@g sizes and better facilities?>. Although salaries
in private institutions were so, ‘gﬂes lower, the conducive environment and supportive
.
management compens e® the financial limitations, enhancing teacher morale and
effectiveness. In\ trast, teachers in public schools frequently faced overcrowded
classroomB a\quate teaching materials, and bureaucratic hurdles that delayed

promoti
o0

qua}ﬁkations and workloads, public school teachers earned less than their counterparts in

nd salary adjustments. A study identified that despite having similar

other government sectors, leading to job dissatisfaction and high attrition rates. These

discrepancies not only demotivate teachers and reduced their level of productivity but

also compromised student learning and performance®®.
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Moreover, another study highlighted that incentives such as bonuses, commissions, and
piece-rate pay structures are often used in private settings to link rewards with
performance. These reward mechanisms create a direct relationship between teacher
effort and compensation, fostering a results-oriented culture. In contrast, public school
systems largely rely on standardized pay structures that may not adequately reflect

individual teacher performance or input, thus limiting their motivational potential93\

Studies reviewed across different regions and educational contexts in 'hat both
monetary and non-monetary rewards are essential to improving @er productivity.
However, the effectiveness of these incentives hinges on theigsfairn€ss, timeliness, and
relevance to teachers’ professional needs. As highlighted.i Itiple documents, inequity
in compensation, lack of professional developmer@p ortunities, and administrative
inefficiencies often neutralize the motivational i& of reward systems®. Furthermore,
as noted by another scholar, reward syste\\\@lould be embedded in broader educational
policy frameworks that address str&)\@)issues such as workload management, teacher
autonomy, and participat.oryﬁ@&ership”. Policies should aim to create a holistic

environment that val d supports teachers as central agents of educational

transformation.

Effective @r strategies also require transparency in promotion processes, consistent
fe dbz%’gstems, and involvement of teachers in school governance. These practices not
only enhance motivation but also contribute to a sense of fairness and institutional trust,
critical for long-term teacher retention and performance. A couple of researchers in their
study conducted in Ogun West Senatorial District, Nigeria, examined the relationship
between reward systems, teachers' attitudes to work, and productivity. Utilizing a

descriptive survey research design involving 1,500 teachers from 30 sampled schools, the
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researchers found a significant relationship between effective reward systems and
teachers' positive attitudes toward their work. Specifically, their study indicated that when
reward systems, comprising monetary incentives and recognition programmes, were
perceived as fair and equitable, teachers showed enhanced commitment and productivity!”.
Conversely, poorly structured reward mechanisms led to demotivation, absenteeism, and
decreased productivity among teachers. These findings highlight the criticaI&le of

adequate and fair rewards in influencing teacher motivation and performance@inely.

Similarly, a study conducted in Lagos State secondary schools eé&qe how reward
systems, including merit awards, bonuses, and allowances,% ted with teachers'
productivity metrics such as punctuality, course completi w: adherence to timelines.
Using descriptive survey research with Pearson Prq@%omen‘[ Correlation Statistics,
the study established a robust relationship b@rg reward indices and productivity
parameters. Specifically, the study empP@d rent allowance's substantial correlation
with prompt coursework complé%q, erit awards significantly correlating with

improved class attendance, a@uses enhancing teachers' adherence to deadlines. Thus,
°

tangible and timely @vere critical to fostering higher productivity levels among

teachers®. (J\\%

Further re@rcmg these findings, some scholars investigated reward systems in public
seni\ol@ndary schools in Imo State, highlighting the significant predictive power of
promotions on teaching staff morale, which indirectly impacts productivity. Utilizing a
correlational research design with regression analyses, their results demonstrated that
promotions notably boosted teachers' morale by 26.8%, while remuneration had a lower

yet significant effect®®. This suggests that teachers place substantial value on career

80



advancement opportunities as crucial elements of reward systems influencing their morale

and productivity.

Moreover, another expert, in a comprehensive study in Oyo State, Nigeria, underscored
reward systems as crucial determinants of teachers' productivity. Employing a descriptive
survey research design, the study revealed that reward systems significantly impacted
teachers' productivity, albeit to a lesser extent compared to personal facto h as
emotional and psychological well-being®*. Nevertheless, the studyc}a ed for
educational stakeholders to prioritize reward systems that comptéhensively address
teachers' professional and personal needs to enhance produetivity”sustainably. Other
research studies extended this discourse through thei y in Ilala Municipality,
Tanzania, assessing the relationship between exigting reward systems and teacher
motivation. Contrary to earlier studies, their ﬁn@rgindicated a disconnect between the
existing reward systems and teacher mo\@on due to systemic challenges, including
inadequate transport, housing, and ﬁs’é@%reward mechanisms. Their analysis, employing
descriptive statistics and q}u&@&é interviews, illuminated the complexities surrounding
reward systems, sug%@hat while reward systems are critical, their effectiveness

significantly hin%e\' n clarity, fairness, and adequacy in addressing fundamental teacher

needs'>. 0
O

This exity was further echoed by other experts, who scrutinized reward strategies
for teachers across Nigerian secondary schools. They found that current reward
mechanisms were frequently insufficient, inequitable, and misaligned with teachers'
actual needs, substantially impacting their morale and productivity negatively.
Highlighting disparities in compensation, inadequate career development opportunities,

and bureaucratic hurdles, their research recommended holistic improvements involving
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stakeholders at all levels®. Effective reward strategies proposed included competitive
salaries, targeted professional development, and supportive work environments, all vital

for fostering sustained teacher productivity.

Comparative analysis across public and private secondary schools provides additional
insights. Studies consistently reveal disparities in reward systems between private and
public schools, with private institutions typically offering more structured and aling
reward packages. An expert highlighted that teachers in private seconda @o s often
experience higher job satisfaction and productivity due to b&-deﬁned career
progression paths, higher remuneration, and more frequent ion programmes®,
Conversely, public school teachers frequently cited bu ic inefficiencies, delayed
promotions, and insufficient remuneration as prima@u ces of dissatisfaction and low
productivity levels. From a broader intematio&spective, similar patterns emerge.
Another research conducted globally reco d the need for comprehensive and tailored
reward systems responsive to te'a@s varied professional and personal contexts.
Effective reward systems. &@N emphasized a balanced integration of monetary
incentives, profession @th opportunities, and intrinsic recognition, significantly
enhancing teac‘ge\‘ motivation and productivity?®. These international findings

underscor tb\ﬁversality of reward systems' impacts on teacher productivity,
reinfo@;

Similarly, a significant study on the compensation of teachers and its correlation with

e need for adaptable, context-sensitive reward strategies.

school effectiveness in Kwara State, Nigeria. Employing a descriptive research design
involving 315 participants, they found that although teachers in public secondary schools
were moderately satisfied with their compensation, there was considerable room for

improvement®’. Notably, the study revealed a substantial positive relationship between
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teachers' compensation and school effectiveness, indicating that enhanced remuneration,
timely promotions, and training opportunities directly contributed to better academic
performance among students and overall school productivity. The authors recommended
that the government prioritize timely payment and competitive salaries as a strategic

measure to improve educational outcomes.

In a similar vein, other studies investigated reward systems in Ogun St ublic
secondary schools. Their qualitative research, involving key info r@terviews,
unveiled substantial dissatisfaction among teachers concerning inadé&\ate remuneration
and delayed salary payments, contributing negatively to thei tivity and morale.
Teachers emphasized that poor reward structures led toi @ed absenteeism, lateness,
and decreased commitment to teaching tasks®’. Tlmus, addressing these inadequacies

through structured and timely financial incent&as deemed critical for enhancing

teacher effectiveness and productivity. @

A complementary study critica{@}lalyzed teacher productivity in Nigerian senior
schools, linking low proﬂ@%y to insufficient motivation and inadequate reward
structures. The rese&%&derscored that despite existing training programmes and
educational r @acher productivity remains suboptimal due primarily to inadequate
monetary réwards, poor working conditions, and ineffective motivation strategies®®. This
fi in@ns with global best practices observed in countries like Finland and Singapore,
which heavily invest in teacher incentives and professional development programmes,

thus significantly enhancing teacher productivity.

A study explored teachers' compensation and its impacts on school effectiveness in
Kwara State, emphasizing the essential role of competitive compensation packages.

Through Pearson's correlation analyses, the study demonstrated a strong positive
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relationship between adequate compensation (including salary increments, promotions,
and training) and teachers' productivity, which ultimately influenced overall school
effectiveness. The study concluded that sustainable improvements in teacher productivity
require systemic changes in compensation policies, promoting equity, fairness, and

transparency®’.

Further reinforcing these findings, a scholar, in an analysis of teacher motivati d job
satisfaction in Ghana's Tamale metropolis, identified salary, worki @nditions,
incentives, medical allowances, security, recognition, and essional growth

opportunities as critical motivational factors. The stu caled widespread

dissatisfaction among teachers with their remunerati mpared to non-teaching

professions, thus leading to demotivation, decreased@d ctivity, and increased attrition
rates®’. Recommendations from this study stres&tplementing participatory decision-
making processes, equitable reward struc?o\&@and improving intrinsic motivators as vital

strategies for retaining and enhanciﬁg’\&gc er productivity.

N\

Similarly, another study ® d job satisfaction and motivation among Nigerian
teachers, noting th ?satisfaction with salaries, fringe benefits, advancement
opportunities, ﬁ@yrking conditions significantly impacted teachers' productivity.
Using a c@ggtive survey method, the study emphasized the crucial link between
ad qu@:Qompensation and teacher productivity!®, It reinforced the importance of
aligning teachers' inputs (skills, hard work, dedication) with appropriate outputs
(compensation, recognition, and professional growth opportunities) to enhance motivation
and productivity effectively. Moreover, a recent study on teachers' qualifications and
motivation concerning student achievement in Mathematics in Oyo State, Nigeria,

revealed significant positive relationships between teacher motivation, qualification, and

84



student academic outcomes. This research recommended prioritizing adequate teacher
remuneration and professional development as critical determinants of teachers'
productivity and, consequently, students' academic achievements!’!. The study
emphasized the necessity of recruiting qualified teachers and adequately compensating

them to sustain high productivity levels and educational quality.

Empirical evidence from various studies has consistently highlighted the ro *non-
monetary rewards in complementing monetary incentives to boost teac r@iuctivity.
As outlined in a study, critical non-monetary factors such as profeﬁqlal development
opportunities, recognition, manageable workloads, and partici ecision-making are
essential to teachers' intrinsic motivation and producti @ Similarly, other studies
corroborated these findings, asserting that comprehensive reward systems integrating
intrinsic and extrinsic incentives significantl nce teacher productivity. From a
comparative perspective, private schooh\\@quently implement more comprehensive
reward systems compared to thefr@c counterparts®’. In the same vein, a study
highlighted the superior p.r(&@ty levels in private secondary schools due to better
remuneration, clearly @areer progression, and frequent recognition programmes®*.
Conversely, pula 'ﬁools, often constrained by bureaucratic inefficiencies and financial

limitation l@ﬁnd in implementing effective reward systems, negatively affecting

teachers le and productivity.

Performance-based incentives are designed to reward teachers based on their
effectiveness and contributions to student achievement. These systems often include merit
pay, bonuses, and recognition awards.  For example, in Texas, the Teacher Incentive
Allotment (TIA) programme was established to financially reward high-performing

teachers. Teachers are designated as '"recognized," "exemplary," or "master," with
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corresponding financial incentives. This programme aims to retain effective teachers and
improve educational outcomes. As of the 2023-2024 period, approximately 25,000
teachers have been designated under TIA, receiving over $290 million'®. In addition, the
HISD Board of Managers approved the Teacher Excellence System (TES), focusing on
evidence-based measures of student growth and instructional quality. TES incorporates
rigorous evaluator certification and continuous feedback mechanisms. This sys‘[x is a
precursor to a pay-for-performance model, aiming to retain effective ers and
enhance educational outcomes'**. Besides, comprehensive reward p k&ej encompass

both monetary and non-monetary incentives, including allowar@uses, promotions,

and professional development opportunities. Q

In Lagos State, Nigeria, a study examined the re@&ip between teachers' reward
systems and teachers’ productivity in seconda&lools. The findings indicated that
reward components such as rent allm@, merit awards, and bonuses positively
correlated with productivity param'et}és, e timely completion of coursework and class
attendance. The study recon@ed enforcing specific reward policies and publicizing
.
various rewards to ens a@}ﬁnuous teacher motivation®. Furthermore, a study in Kikuyu
Sub-County, K.e \ investigated the influence of reward systems on teachers' job
satisfactio%r(@ic secondary schools. The research concluded that both intrinsic and

extrinsi
&0

teachers’ productivity. Recommendations included implementing comprehensive reward

ards significantly contribute to job satisfaction, which in turn enhances

systems that address both financial and non-financial aspects to boost teacher morale and

performance'?,

Non-financial rewards, such as recognition, professional development opportunities, and

improved working conditions, play a crucial role in motivating teachers. =~ Norwegian
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higher education institutions have implemented reward systems to recognize excellence in
teaching. A study reported on the experiences of the first academic teachers awarded
under these new systems, highlighting the potential of such rewards to influence teaching
and learning culture positively. While this example pertains to higher education, the
principles can be applied to secondary education to enhance teacher motivation and
productivity!%. In addition, a research in Imo State Nigeria investigated the &1‘( to
which promotion predicts teaching staff morale in public senior secondary ols. The
study found that promotion significantly predicted teaching staff mor: le,Qlygesting that
non-financial rewards like career advancement opportunities 1 for maintaining

high teacher motivation and productivity®*. Q

N,

Critical insights drawn from various empirical studies “collectively highlight several
pivotal factors crucial to designing effective rew&stems aimed at enhancing teachers’
productivity in educational institutions.@uost among these are monetary rewards,
such as salaries, bonuses, and allow JAThese financial incentives significantly elevate
teachers' productivity, espgci&@hen they are timely administered and explicitly tied to
measurable performan @}h’ics. Promptness and clear association with performance
criteria serve as @ motivators, fostering a direct correlation between effort and
reward, thus @wing productivity?, Equally important are non-monetary rewards,
includin ognition programmes, opportunities for professional development, and
corthe work environments. These intrinsic motivators address psychological needs
such as autonomy, competence, and relatedness, effectively sustaining motivation and
productivity over the long term. Recognition initiatives reinforce teachers' sense of

achievement and validation, professional development programmes enhance their skills

and career growth, and supportive work environments ensure their overall satisfaction and
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comfort. These elements collectively stimulate sustained productivity by addressing core

psychological needs that financial incentives alone may not satisfy'?’.

Promotion opportunities also play a critical role in enhancing teacher morale and
productivity. When career progression is explicitly linked to merit and demonstrated
performance, it significantly boosts teachers' intrinsic motivation and their commitment to
institutional goals. Clear and attainable pathways for advancement reassure t rs of
their professional growth prospects, reinforcing their long-term @ion and

effectiveness!?®

. Furthermore, transparency, equity, and clear coé‘unication within
reward systems substantially enhance their overall effectiv@ mpirical findings
underscore that teachers' perception of fairness and equi eward allocation strongly
correlates with their productivity outcomes. Transpa@p ocesses reduce ambiguity and

mistrust, fostering a sense of fairness and pred@oQity, which in turn motivates higher

levels of engagement and productivity am\\Kgaachers“’g.

The productivity of teachers in se‘{&;’}r& schools is influenced by various factors, among
which reward systems pl v\s%niﬁcant role. Understanding the relationship between
reward systems anc@rs’ productivity involves examining empirical evidence,
theoretical pe b@s, and real-world case studies.  Several studies have investigated
the impac@ reward systems on teachers' job satisfaction and performance, which are
cl el&(ed to productivity. A study conducted in Kenya's Kikuyu Sub-County
revealed that effective reward systems positively influence teachers' job satisfaction,
leading to enhanced performance in public secondary schools. The research highlighted
that performance-based rewards affect teachers' motivation leading to higher job
efficiency and productivity among teachers'®®. Furthermore, a study examining the impact

of reward systems on teachers' job dedication in public senior secondary schools in Rivers
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State, Nigeria, found a compelling correlation between teachers’ reward systems and
teachers’ productivity. The study emphasized that effective reward systems significantly

enhance teachers' job dedication and overall work output'!®-

Around the world, empirical evidence has demonstrated that effective teachers' reward
systems significantly enhance teacher motivation, performance, and job satisfaction.
These systems, which encompass both intrinsic and extrinsic incentives, not on mote
individual teacher engagement but also contribute to institutional effectiv ile the
forms and implementation of these systems vary by context ’&{ir influence on
educational outcomes is widely acknowledged. In Finland, o e world’s highest-
performing education systems, teachers’ productivity i ly linked to the elevated
status and autonomy of the teaching profession. Finmsh teachers are required to hold a
master’s degree, which includes in-depth trair@%l pedagogy, research, and subject
content; demonstrating the country’s corﬁ}\@en‘[ to rigorous academic and professional
preparation. Moreover, Finnish fa%b;: enjoy substantial autonomy in classroom
decisions, which enhances.tliQ}se of ownership and intrinsic motivation. Continuous
professional develop n@\ a standard expectation, ensuring that teachers remain

engaged with enge\' g educational innovations. This systemic support fosters a culture

of respect in&r}essionalism that directly contributes to teacher’ productivity'!!.

Si il@’bCanada, particularly the province of Ontario offers a comprehensive and
structured teacher reward system that integrates professional development with teacher
compensation. Teachers are encouraged to participate in ongoing training through
seminars, workshops, and advanced academic programmes. These opportunities are often
linked to promotions and salary increments, creating a powerful alignment between career

progression and professional growth. Furthermore, collaborative initiatives such as
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mentorship programmes and professional learning communities foster a supportive work

environment, which is crucial for sustaining high teachers’ productivity!!2.

In Nigeria, multiple studies have explored the impact of teachers’ reward systems on
teachers’ productivity, offering valuable insights into the local context. For example, a
study conducted in Ogun West Senatorial District examined the relationship between
reward systems and teachers’ attitudes in public senior secondary schools. T dings
revealed a significant positive correlation between effective reward t@res both
intrinsic, such as professional recognition, and extrinsic, such as pron@ns and teachers’

willingness to perform their duties diligently. However, the % so noted persistent

challenges such as delayed promotions and a lack uate recognition, which
e

113

negatively impact morale and reduce productivity ¢ insights underscore the need

for comprehensive and timely reward strategies &rian public education.

Further supporting this conclusion éarch from Imo State investigated how
organizational reward systems q&ﬁg\teaching staff morale in public senior secondary
schools. The study highligh@ t non-monetary incentives, particularly those related to
work-life balance and*@%ional recognition, significantly enhanced teacher morale and
commitment. @achers perceived that their efforts were appreciated and that their
working e@onmen‘[ was supportive, they demonstrated higher levels of productivity.
This @’basizes the importance of both tangible and intangible rewards in fostering a

dedicated teaching workforce®.

Additionally, a study focused on public universities in South-South Nigeria found that
fair and transparent teachers' reward systems, including regular salary increments and
merit-based promotions, directly influenced institutional performance®. Teachers who

felt equitably treated were more likely to engage in innovative practices and contribute
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positively to their institutions. The research concluded that reward systems that are
clearly communicated and consistently applied not only enhance individual productivity

but also improve the broader educational ecosystem!!4.

Competitive monetary rewards such as adequate remuneration, timely salary increments,
bonuses, and allowances undeniably contribute to heightened teachers' productivity. Such
compensation practices not only acknowledge teachers' immediate financial but
also signal institutional recognition of their contributions, significantly ing their
performance motivation''*. Similarly, non-monetary rewards, incluﬁ{ participation in
decision-making processes, supportive working environm% d comprehensive
professional development opportunities, are critical ained motivation. These
intrinsic rewards cultivate a positive school climate @Qa enduring sense of belonging
and competence among teachers!®. Ultimat@ tructured career progression and
transparent reward mechanisms are indisB@le. Timely promotions and clearly defined
career pathways motivate teachefs,\%p undly, inspiring dedication and continuous

improvement in their profess@erformance. Institutions implementing clear, equitable,

and well-communicz%@hers’ reward systems consistently experience enhanced
11

teachers’ productivit

G
O

2.3\%‘0fessi0nal Qualifications and Teachers’ Productivity

Some researchers conducted a study investigating professional qualifications and
experience as determinants of quality chemistry education in Nigeria. Utilizing a survey
design, their findings affirmed that professional qualifications of teachers significantly

influenced the quality of chemistry education delivered. They highlighted that teachers
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with higher professional qualifications, such as specialized degrees in chemistry
education, effectively engaged students in practical and interactive classroom activities,
thereby improving students' performance in chemistry. Consequently, they recommended
stringent admission criteria for teacher training institutions to enhance educational
outcomes through better-qualified teachers!'”. Similarly, other studies provided an
extensive review of professional qualifications, defining professional qualiﬁ{ations
broadly as formal education, pedagogical training, professional certi Qn, and
continuous professional development. They observed that whil&&p)) academic
credentials are crucial, pedagogical training and professional de ent have stronger
implications for teaching effectiveness. Their analysis u@sc red that teachers who
combine robust subject matter knowledge with effective,pgdagogical skills significantly
improve student achievement. They advocated fgﬁ@lg professional development as a
means to sustain and enhance teacher\'dbroom effectiveness, emphasizing that

N

professional qualifications must go P%@ mere certification to include practical teaching

skills and ongoing professionalléo}ﬁ)}g“g.

Further elaborating @Ae distinctions, a study benchmarked the motivational
competencies gf@emically qualified versus professionally certified teachers. The
study, w 'ch(eg}loyed various statistical methods including ANOVA and t-tests,
conclud t professionally qualified teachers those trained specifically in education
dermatrated superior motivational competencies in classroom management and student
engagement compared to academically qualified teachers, who lacked formal pedagogical
training. The study recommended a balanced recruitment strategy prioritizing
professionally qualified teachers to ensure enhanced productivity in secondary

education!!”. Other researchers examined the effects of professional qualifications

specifically on the performance of senior secondary school physics students. Utilizing
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descriptive and inferential statistics, they found that students taught by professionally
certified teachers significantly outperformed those taught by academically qualified but
pedagogically untrained teachers. Their findings reinforced the importance of
professional teaching qualifications and experience as critical determinants of effective
teaching and student academic success, especially in specialized subjects such as physics,

where conceptual clarity and instructional skills are vital'°, \

Additionally, other studies explored the interactive effects of organizatio mitment
and educational qualifications on teachers’ productivity among selec@emor secondary
school teachers in southwestern Nigeria. Their study conﬁnn@ igher educational
qualifications significantly correlated with increased tea roductivity. The research
further highlighted that teachers possessing higher Qfe sional qualifications exhibited

)

greater organizational commitment, which turn, positively influenced their
productivity and effectiveness in class?@ instruction. These findings suggest that

enhancing the professional qualificatiohs of teachers can indirectly foster greater

organizational loyalty and ogémductivity in schools'?!.

N\
It’s important to high&@%lat empirical studies offer mixed findings on the impact of
professional @ions of teachers. For instance, a study in Rwanda revealed a
signiﬁcanlﬂatlonship between teacher qualifications and student academic performance,
wi @ed teachers contributing to 36.5% of the variance in student achievement!?2.
Also, previous research underscores the importance of subject-specific impact, noting that
teachers with advanced degrees in mathematics and science positively influence high

123

school student achievement in these subjects's’. Lastly, some studies have found no

significant effect of teachers' advanced degrees or certifications on student performance,
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suggesting that factors such as teaching experience and instructional methods may also

play critical roles 24,

Examining specific cases provides valuable insights into how the professional
qualifications of teachers impact educational outcomes. High-performing schools, often
characterized by a high proportion of qualified teachers, tend to demonstrate superior
student performance. Studies have shown that students with access to highl lified
teachers achieve higher academic success, regardless of other infl @ factors.
Research from studies supports this, emphasizing the positive correla@between teacher

qualifications and student achievement'?>. %

Empirical research from international contexts com@en‘[s these findings. Studies
emphasize that professional qualifications in¢ludinig “formal education, pedagogical
training, professional certifications, and %@ professional development collectively
enhance teachers’ productivity. Interna %1 research consistently shows that teachers
with advanced degrees and spej&ﬁ'yxd training contribute more effectively to student
achievement. Another stud&%d that fully certified teachers holding subject-specific

qualifications signiﬁé@?mproved student outcomes compared to those with general

qualifications CT@smal pedagogical training'?®,

Moreovw%&other research investigated motivational factors influencing teacher
co%en‘[ in Uganda. The researchers found that professional qualifications
significantly correlated with their commitment, indicating that highly qualified teachers
are more likely to be motivated and committed to their roles. Teachers with higher
professional qualifications demonstrated better classroom management, innovative

instructional methods, and higher levels of student engagement and academic
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performance. This underscores the essential role that comprehensive professional

qualifications play in motivating teachers and enhancing their productivity'?’.

According to studies carried out by some researchers, professional qualifications
significantly correlate with student academic performance in Nigerian secondary schools.
A study in Abia State found that teachers' academic credentials, teaching experience, and
the teacher-student ratio substantially influenced students' examination outc The
researchers argued convincingly that teachers with better professional q l@ions and

adequate teaching experiences tend to deliver higher-quality instr@n, consequently

enhancing student achievement!?%, %

Another study investigated the influence of the profess@ qualifications of teachers on

students' achievement and attitudes towardé@anguage learning. The findings

indicated a robust and positive correlation b professional qualifications and student
performance. Teachers possessing hi Xducational qualifications (e.g., Bachelor of
Education, Master’s degrees i&@ca‘uon) positively impacted students' academic
achievement and attitudes’@a%s English language learning!?. This result highlights
that professional qua?@%ns significantly improve teaching productivity and student
outcomes. A %@tudy further corroborated these findings, asserting that teacher
qualiﬁcati@and subject mastery considerably predict student achievement in English
langu. mong senior secondary students in Oyo State, Nigeria. The researcher
emphasized that teachers' mastery of the subject matter and their formal educational
qualifications significantly impacted students' academic outcomes, advocating for

stringent hiring practices and regular professional development to sustain high-quality

teaching and productivity!'*°.
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In a more comprehensive examination conducted in Anambra State, teacher qualifications
were also significantly linked to student academic performance in business education.
This research found that teachers with advanced degrees and specialized training in
education tended to exhibit superior teaching methods, higher commitment, and enhanced
student outcomes'?!. The study thus argued that the academic and professional training of
teachers constitutes a crucial determinant of their effectiveness and proc&vity.
Moreover, a comprehensive review by some researchers strongly s Qed the

significance of qualified teachers in achieving educational goals, not'&ﬁ@)a deficit of

qualified teachers often leads to poor student performance. T;ors demonstrated
t

through quantitative analyses that qualified teachers ar ental in maximizing
educational outputs, reinforcing the premise that investx@ in professional qualifications

for teachers significantly boosts teachers’ produz,é Q

On a global scale, experts provided robu?t\\@lence from a Nigerian context that teacher
qualifications significantly contribu't)\fqp erall job satisfaction and motivation, indirectly
enhancing productivity. .T&Q;\de identified teacher pay, professional growth
opportunities, and res @ities attached to teaching as the most influential factors
enhancing teacl.lesr\%'sfaction. The authors posited that higher professional qualifications
equip tea he@th better coping strategies, professional confidence, and intrinsic
motivati%honsequently improving their overall productivity and student academic
suc%sem. However, some studies indicate nuanced and sometimes contradictory findings.
For instance, some researchers reported that while professional qualifications were
necessary for, they were insufficient independently to guarantee high student performance
without complementary school resources and supportive administrative practices!**. Their

findings underscore the need for systemic integration of qualified teaching staff within
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broader supportive educational environments to maximize teachers’ productivity

outcomes.

Further examination in Kericho County, Kenya, also emphasized a positive but complex
relationship between professional qualifications and teachers’ productivity. The study
concluded that while monetary incentives and qualifications significantly impacted
teachers’ productivity, the overall effectiveness of teachers also depend the
recognition, support from administrators, and a conducive working envi @t 3. This

indicates that only professional qualifications might not sufﬁceAKithout a holistic

approach to teachers' motivation and support. %

Collectively, these empirical studies illuminate a consi@ yet multifaceted relationship
between professional qualifications and producti i%%ile the bulk of research supports
that higher professional qualifications ¢ ¢ strongly with enhanced teachers'
productivity and improved student out ks, there remains recognition that additional
support mechanisms are vital to @\wrness qualified teachers' potential. The literature
underscores the imperativ%{&%ﬁucational policymakers to focus comprehensively on
recruiting highly qua@Qeachers, ensuring their continuous professional development,
and simultan @proving school conditions and administrative support to realize

maximum productivity benefits.
\‘,2;Z>
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24 Conceptual Model

Teachers’ Reward Systems

¢ Intnnsic Rewards \

¢ Exinnsic Rewards Hy2

Teachers’ Productivity

¢ Lesson Planning & Delivery

: ; ; ¢ Student Engagement
Professional Qualifications

¢ Assessment Practices

o Academic Qualifications o  Student Academic Performance

¢ Professional Certifications

¢ Teaching Experience

* Professional Development

Teachers” Reward System @\ ualifications on Teachers' Productivity Model
Conceptual model (Sour archer, 2025)

This representation us@%res the interactive nature of the teachers’ reward systems and
professional i\& ons, mediated by perceptions of equity and fairness, culminating in

enhancedt ch@fs’ productivity.

Th\%ceptual model highlights the interplay between teachers’ reward systems,
professional qualifications, and teachers’ productivity. When these variables are
systematically addressed and optimized, educational stakeholders can significantly

enhance educational outcomes and teachers’ productivity.
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2.5 Summary of Gaps in Literature Reviewed

An extensive review of the existing literature reveals several notable gaps pertinent to the
current study, especially concerning the relationship between teachers’ reward systems,

professional qualifications, and teachers’ productivity in secondary schools within

N

Firstly, there is a conspicuous lack of sufficient empirical studies specifical Q.lsed on

Abeokuta Metropolis, Ogun State, Nigeria.

teachers’ reward systems within senior secondary schools in Abeokuta Metrgpolis, Ogun
State. Although broader research exists regarding general educatir ard systems, a
targeted examination of reward structures, including intrj i$ extrinsic incentives
specifically within senior secondary education contex@Qeokuta Metropolis, Ogun
State, remains significantly underexplored. So er&%es provide insights into reward
mechanisms and teachers’ productivity in th n, yet their scope and depth are limited,
indicating an urgent need for more o K§enswe studies to fill this academic void.
Furthermore, while studies con{@i in Abeokuta Metropolis, Ogun State identify

critical issues of remunerﬁ@ d its impact on teachers' productivity, comprehensive

analyses incorporatin ﬁnan01a1 and non-financial rewards remain scant.

Secondly, the litgrature exhibits limited research addressing the combined effects of
teachers? rd systems and professional qualifications on teacher productivity. Existing
stu}&;%ypically address these elements in isolation rather than assessing their interactive
and cumulative impact comprehensively. Previous researchers separately address the
significance of professional qualifications on teachers’ productivity, but they do not
extensively explore how professional qualifications interact with teachers’ reward

systems to influence teachers’ productivity. This gap is critical because understanding this
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relationship could provide nuanced insights for developing integrated strategies that

maximize teacher productivity and student performance.

Thirdly, there is a substantial gap in empirical evidence comparing teachers’ reward
systems and the level to which it determines teachers’ productivity in senior secondary
schools within Abeokuta Metropolis, Ogun State. While an existing study provides
valuable comparative insights between public and private educational inStitutions
generally, there is limited specificity and depth regarding secondary educ i@)ntexts in
Abeokuta Metropolis, Ogun State. Consequently, critical questions&ain unanswered
regarding how variations in reward systems across public ate sectors affect
teachers' productivity and job satisfaction in this region ally. Addressing this gap

would yield crucial insights, enabling more tailored effective policymaking.

O

Finally, the literature underscores significan in the articulation and implementation
of government policies regarding teach&h&wards and career development. Despite the
recognition of policy frameworkg&@ as those established by the Teachers’ Registration
Council of Nigeria (T@@empirical assessments specifically examining the
effectiveness and ir@ f these policies within Ogun State remain inadequate. A
number of s c@ghlight deficiencies in policy implementation, particularly in
ensuring @petitive compensation and career development pathways for teachers.
H@’Qomprehensive studies assessing the effectiveness, consistency, and impact of
current policies in motivating teachers and enhancing teachers' productivity are notably

sparse.

Addressing these literature gaps is critical for developing a deeper, more nuanced
understanding of the dynamics influencing teacher productivity in Ogun State. It’s

important to understand the intricate relationships between teachers’ reward systems,
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professional qualifications, and teachers’ productivity specifically within senior
secondary schools. The current study aims to fill these substantial academic voids. This
research will provide empirical evidence needed to inform robust, contextually relevant
policy recommendations, thus significantly contributing to educational practice and

policy within Abeokuta Metropolis, Ogun State and beyond.
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Chapter Three

Methodology

This chapter describes the methods and techniques that were used to achieve the aim and
objectives of this study; it is presented in the following subheadings: research design,
population of the study, sample and sampling techniques, instrument for data collection,
validity and reliability of the instrument, method of data collection and methQAORdata

analysis. < Q
3.1 Research Design EO

Descriptive survey research design was adopted for this stDescriptive survey search
is a design which helps to identify the characteristic@ population objectively. This
design is deemed appropriate because it will ent&%ollection and interpretation of data

without manipulating any variable. @

3.2 Population of the Study &@
<

The population of this stu mprise all public senior secondary school teachers and

principals in Abeokt@letropolis. There are 1370 teachers distributed across the 38

public senior, @y schools in Abeokuta Metropolis. There are 35 principals in

Abeokuta Metropolis, Ogun State. Further specifics regarding the study’s population are

pre@% Table 3.1.

Table 3.1: Population of the Study

S/N  Local Number of Schools Number of Number of
Government Teachers Principals
1 Abeokuta North 18 483 17
2 Abeokuta South 20 787 18
Total 38 1,370 35
Source!
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3.3 Sample and Sampling Techniques

To determine the number of teachers to be sampled in this study, a multistage sampling
procedure was employed to select the sample that accurately represents the population. At
the initial stage, a stratified random sampling technique was employed to stratify the
schools into two stratas namely combined senior secondary schools and independent
senior secondary schools. Ten schools were selected from each strata. The choiceVof this
benchmark is informed by the presence of ten combined secondary schools.@quently,
the Taro Yamane formula was applied to ascertain the appropri&&n{)le size for
teachers within the chosen schools after which the teachers we @cted based on the
determined sample size using the simple random samplir@ﬁlue. All principals in
sampled schools form the respondents for the second re@h instrument.

Table 3.2 Showed a Breakdown of the Sampl%tion Process for the Study.

S/N Local No. of No. OfNuUWO. of No. of No. of No. of

Government Schools Combined Schools Teachers Sampled School
Area Schools h‘l endSelected in the Teachers Heads in

. \ t Sampled the
\ nior Schools Sampled

\c—’ Schools Schools
&

1 Abeokuta ISQ\V 9 10 373 193 10
North
2 Abeokuta . 3% 1 19 10 418 205 10
South C ,\\'
Total « \./38 10 28 20 791 398 20
Source! ’bb
Q
34 esearch Instruments

Two structured questionnaires were used as the instrument to collect necessary data from
respondents. The first questionnaire titled “Teachers’ Reward Systems and Professional
Qualifications in Senior Secondary Schools in Abeokuta Metropolis, Ogun State,

Nigeria” (TRSPQSSS) is a self-developed questionnaire curated to investigate the
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teachers’ reward systems available in senior secondary schools in Abeokuta Metropolis,
Ogun State. Section A contains items on demographic characteristics of respondents such
as gender, age range, academic qualifications and years of experience. Section B contains
14 items to measure teachers’ reward systems. Items 1-7 measures extrinsic rewards
while items 8-14 measures intrinsic rewards. Section C contains items carefully structured
to identify the level of professional qualifications of teachers in senior secondary schools
in Abeokuta Metropolis, Ogun State, such that items 1-2 measu Qademic

qualifications, 3-4 professional certifications, 5-7 professional dev o&e)t and 8-10

teaching experience. The items are self-explanatory and well-orgo evoke responses

from the respondents. Q

The second questionnaire named “Teachers’ Productivi Senior Secondary Schools in
Abeokuta Metropolis, Ogun State, Nigeria” (TP%@ivided into two sections. Section
A contains items on demographic characte@f respondents such as gender, age range,
academic qualifications, and years.qfé'%erlence. Section B was adapted from a related
study and it contains 12 statemen&q'&lsuring the four indices of teachers’ productivity as

highlighted previously in tfl@ y2.

3.5 Validity search Instruments

The instru egsdrere subjected to face and content validations by the project supervisor.
The s@qsor alongside scholars in the department examined the instrument with
regardS to relevance and accuracy of the items in terms of language clarity and
comprehensiveness of the items, bearing in mind the purpose of the study. Their
comments, suggestions and ideas were incorporated in the final draft before

administration.
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3.6 Reliability of Research Instruments

For the purpose of this study, a pilot study was conducted to establish the reliability of the
instruments. This was done by administering thirty (30) copies of the questionnaires to
secondary school teachers in public senior secondary schools in Abeokuta South Local
Government Area that were different from the actual respondents of the study. Results

were analyzed and Cronbach alpha coefficient a = 0.829 was generated indicati%high

level of internal consistency among the survey items. QQ
3.7 Method of Data Collection 6\

A Letter of introduction about the researcher and the study was%wd from the Head of
Department so as to obtain necessary permission study. Participants were
informed about the research, consent was obtain@sistance was provided with the
questionnaires, and responses were collected i iately. Three research assistants were
trained to assist in data collection @
Q)
3.8  Method of Data Analy@c—’\
N

Data collected from th @vas analyzed using inferential and descriptive statistics. All
research questions _were answered using descriptive statistics of frequency, percentage,
mean and st@d deviation, while hypotheses 1 and 2 were tested with the use of

inferenti istics of multiple regression analysis at 0.05 level of significance.
3.9\}thical Approval

This study was carried out in accordance with ethical standards of research to ensure the
protection of participants and the integrity of the research process. All participants were
treated respectfully and informed consent was obtained from each participant before data

collection. Confidentiality was strictly maintained by ensuring that participants’ identities
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and responses remained anonymous and were used solely for research purposes. The

researcher avoided any form of harm, bias, or misrepresentation throughout the study.

Endnotes

1. Teaching Service Commission (TESCOM), Ogun State Ministry of Education,
2025.

2. Dicke, T., Marsh, H. W., Parker, P. D., Guo, J., Riley, P., & Wa J. Job

Satisfaction of Teachers and Their Principals in Relation to Climatée.and Student
Achievement. Journal Of Educational Psychology, 112(5), 20, 8{0_91.
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Chapter Four

Results and Discussion of Findings

A total of three hundred and ninety-eight (398) copies of the questionnaire were
distributed to teachers across selected public senior secondary teachers in okuta
Metropolis, Ogun State. Out of these, three hundred and eighty-t ) were

successfully completed, submitted, and suitable for the analysis, repr&{ting a return rate

of 95.98%. %0

For Principals, 20 questionnaires were distributed and@ completed and returned,

yielding 100% return rate. er

These high return rates support the reli fb and trust-worthiness of the findings

gathered from the datasets used in t?@
4.1 Demographic Data Anég?

This section presents %@phic information of respondents

Table 4.1: G@tribution of Teachers

Gender of chers

Gender Frequency Percent
Male 152 37.3
Female 230 56.5
Total 382 100.0

Source: Researcher’s Field Survey, 2025
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E male
W Female

Figure 4.1: Gender Distribution of Teachers Qv
Source: Researcher’s Field Survey, 2025 Q

Table 4.1 shows the gender distribution of tea&that participated in the study. The
findings revealed that out of 382 respo@, females constitute a higher percentage
(56.5%) compared to males (37.3% ’@suggests a gender disparity within the teaching
profession, with more female @tsented than males. The implications of these findings
could be multifaceted. i@} this trend may be influenced by societal norms that regard
teaching as a mo female oriented profession, potentially discouraging males from
entering the @Consequently, this gender disparity might limit the variety of role

models perspectives available to students, particularly in subjects where male

teaM are underrepresented.
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Table 4.2: Gender Distribution of Principals

Gender of Principals

Gender Frequency Percent
Male 6 30.0
Female 14 70.0
Total 20 100.0

Source: Researcher’s Field Survey, 2025

Frequency

Female

Figure 4.2: Gender Distribution of Principals
Source: Researcher% urvey, 2025

Male

Gender

Table 4.2 sh@he gender distribution of principals that participated in the study.

Findin f&%ed that among the 20 principals, 14 (70.0%) were female while 6 (30.0%),

sug\gbsting a gender disparity within the administrative teaching profession, with more

females represented than males.
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Table 4.3: Age Distribution of Teachers

Age Range of Teachers
Age Range Frequency Percent
Less than 30 years 88 23.0
31-40 years 106 27.7
41-50 Years 120 314
Above 50 years 68 17.8
Total 382 100.0
Source: Researcher’s Field Survey, 2025 (\Q\
I‘31- 40
W 4150

W50 and above
[H Less than 30 years

\NJ
Figure 4.3: Aﬁeﬁﬁbution of Teachers
e

Source: er’s Field Survey, 2025

Table @ows the age distribution of teachers. It reveals that the largest proportion falls
wihﬁhe age bracket of 41-50 years (31.4%), followed by those in 31-40 years (27.7%),
less than 30 years (23.0%), and finally, those above 50 years (17.8%). These results
indicate a fairly balanced distribution across age groups, with a noticeable concentration
in mid-career range. The implications of these findings could suggest stability and

experience within the teaching profession, as the majority of teachers are in their thirties,
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forties and fifties. However, it highlights potential challenges in succession planning and
a shortage of younger teachers entering the field. Efforts to attract and retain younger
teachers may be necessary to ensure long-term sustainability and diversity in the teaching

workforce.

Table 4.4: Age Distribution of Principals

N

Age Range of Principals
PRINCIPALS
Age Range Frequency Percent
Less than 30 years 0 0
31-40 years 2 10.0
41-50 Years 4 20.0
Above 50 years 14 70.0
Total 20 100.0
Source: Researcher’s Field Survey, 2025 N
AN
125
100
>
e
2 s
o
o
S0
25
0o
21-40 41-50 50 and above

Age

Figure 4.4: Age Distribution of Principals
Source: Researcher’s Field Survey, 2025

As seen in Table 4.4 above, a majority of principals (70%) were aged between 50 years

and above, 4 (20%) were within the age group of 41 and 50 years, while the remaining 2
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(10%) fell between 31 to 40 years. This could imply that the job is best suited for the

older workforce, since the higher percentage of principals begin from ages 41 and above.

Table 4.5: Years of Experience of Teachers

Years of Experience of Teachers

Years Frequency Percent
Less than 10years 134 35.1
11-20 years 160 41.9
21-30 years 82 21.5
Above 30 years 6 1.6
Total 382 100.0

Source: Researcher’s Field Survey, 2025 0 o
[ 11- 20 years
M 21- 30 years

W Above 30 years
[H Less than 10 years

Figure 4.5: Years of Experience of Teachers
Source: Researcher's Field Survey, 2025

Table 4.5 presents the distribution of teachers based on their years of experience. The
result reveals that the largest proportion falls within the range of 11-20 years (41.9%),

followed by less than 10 years (35.1%), 21-30 years (21.5%), and finally, above 30 years
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(1.6%). These results indicate a substantial portion of teachers have beginner to moderate
experience levels, particularly within the 11-20 years bracket. This distribution points to
a well-experienced workforce complemented by a substantial number of younger teachers
who are positioned to eventually replace the older, more established teachers. It also

reflects a healthy balance, ensuring continuity, vibrancy, and sustained quality within the

teaching profession based on the observed proportions. \
Table 4.6: Years of Experience of Principals (9Q
Years of Experience of Principals N (\&
PRINCIPALS
Years Frequency Percent

Less than 10years 1 5.0

11-20 years 2 10.0

21-30 years 5 25.0

Above 30 years 12 60.0

Total 20 100.0

Source: Researcher’s Field Survey, 202@"’
-\

12

10

Frequency

11- 20 years 21- 30 years Above 20 years Less than 10 years

Work Experience (in years)

Figure 4.6: Years of Experience of Principals
Source: Researcher’s Field Survey, 2025
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As seen in Table 4.6 above, a majority of principals (60%) had extensively higher
experience above 30 years, 5 (25%) had mid experience, followed by those who fall
within 11 — 20 years of experience and finally, those who had less than 10 years of
experience as principals. This could imply that the profession is well saturated with
experienced professionals. However, it also raises questions about potential challenges
related to succession planning and the need to attract and retain younger adminis&rs to

ensure the continuity and vibrancy of the teaching administrative profession.QQ

C

Table 4.7: Academic Qualifications of Teachers 0&
Academic Qualification of Teachers P

Academic

Qualification Frequency Percent

NCE 22 5.8

Bachelor’s Degree 260 68.1

Master’s Degree 76 19.9

Others 24 6.3

Total 382 100.0
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Source: Researcher’s Field Survey, 2025

[EBachelor's Degree
M Masters Degree
W nNCE

E Cthers

Figure 4.7: Academic Qualification of Teache rb\‘
Source: Researcher’s Field Survey, 2025 ’68

Table 4.7 shows the academic qualiﬁc\\\@ of teachers. It reveals that the largest
proportion falls within those with B%h; r’s Degree (68.1%), followed by those with a
Master’s Degree (19.9%), the @m with NCE accounted for 22 (5.8%). Although those
who selected Others aec d for 24 (6.3%) which is slightly higher than those with
NCE, the comt:in agaysis is still significantly lower than those with Bachelors and
Masters Deg&sj\neaning that there is a relatively balanced distribution across most
qualiﬁett@’east qualified groups in the study. The implications of these findings could
sug%&st a need to emphasize that teachers further their studies so as to close the gap

between Bachelor’s Degree holders and Master’s Degree holders.
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Table 4.8: Academic Qualifications of Principals

Academic Qualification of Principals

Academic

Qualification Frequency Percent
NCE 0 0
Bachelor’s Degree 18 90.0
Master’s Degree 2 10.0
Others 0 0

Total 20 100.0

Source: Researcher’s Field Survey, 2025

20

13

Frequency

EBachelor's Degree

S

Master's Degree

Academic Qualification

Figure 4.8: Aca ic Qualification of Principals

Source: Reseg;‘g Field Survey, 2025
Table 4.8

he academic qualifications distribution of principals. It reveals that the

lar es@orﬁon falls within those with a Bachelor's Degree (90.0%), followed by those

with a Master’s Degree (10.0%). Those with NCE and others were not accounted for.
These findings could indicate a disparity in higher qualifications since the majority fell

under those with only a first degree but it also shows that the majority of school heads

have at least a Bachelor’s degree.
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4.2 Presentation of Data

This sub-section contains tables showing the analysis of responses to answer formulated
research questions

Research Question One: What is the level of productivity among teachers in senior
secondary schools in Abeokuta Metropolis, Ogun State?

Table 4.9: Level of Lesson Planning and Delivery of Senior Secondar)&hool

Teachers in Abeokuta Metropolis
S/N  Item: A (%) O (%) S (%) N (%) ( @ SD

My teachers;
A
1 prepare lesson 14 (70) 6 (30) 0 0 N 370 470
plans  adequately
and ahead of time
2 use innovative 3 (15) 1(5) 16 Q 0 2.35 745

teaching methods

to enhance student
learning 6"6Q
(8

3 incorporate the use 0 3 17 (85) 0 2.15 .366
of technology to
enhance the . %
learning process (_;\\'
Weighted Mean = 2.73 Moderdte SD = .53

Source: Researcher’s Fi@rvey, 2025
KEY: A= Always (Q@ ften (3), S= Sometimes (2), N= Never (1), M= Mean and

SD= Standard Deviatio
Note: “0” indica@t no respondents selected this option for the given item.
Threshold: Mgan of >3.00 (High), 2.5-2.99 (Moderate) and < 2.50 (Low)

The re&l@f able 4.9 reveals that the mean score for the subscale ‘Lesson Planning and
DeM’ was 2.73, indicating a moderate level of productivity among teachers in this
domain. Looking closely at the individual items, a significant majority of school heads
(70%) reported that their teachers “always” prepare lesson plans adequately and ahead of
time while the rest (30%) reported that their teachers “often” prepare lesson plans
adequately and ahead of time. Results also showed that teachers generally prepare lesson

plans adequately and ahead of time, with a mean value of 3.70. This falls into the “high”
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category, suggesting that the majority of teachers prioritize on preparing lesson plans
adequately and ahead of time, which is crucial for ensuring a greater level of job

productivity.

Whereas, there was a lower proportion of school heads (15%) who reported that their
teachers ‘“always” use innovative teaching methods to enhance student learning.
Conversely, there was a greater proportion of school heads (80%) who reporte their
teachers “sometimes” use innovative teaching methods to enhance s@leaming.
Meanwhile, the lowest population (5%) was recorded by schoo ds who reported
“often” to teachers using innovative teaching methods to %ce student learning.
Results also showed that teachers generally, rarely usesi tive teaching methods to
enhance student learning, with a mean value of 2.3 is falls into the “low” category,
suggesting that the majority of teachers do@prioritize using innovative teaching

methods to enhance student learning, wh?&@also crucial for ensuring a greater level of

X
N
é‘o

There was no report of scﬁ@eads who agreed that their teachers “always” incorporate

teachers’ productivity.

the use of technolog}b enhance the learning process but school heads agreed that
teachers “oft(’/%ﬁ" ) and “sometimes” (85%) incorporate the use of technology to
enhance theylearning process. Results also showed that teachers generally, rarely
inoqr\pgate the use of technology to enhance the learning process, with a mean value of
2.15. This falls into the “low” category, suggesting that although the majority of teachers
do not prioritize incorporating the use of technology to enhance the learning process, a
significant proportion of them still agreed that it is also crucial for ensuring a greater level

of job productivity.
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Overall, this suggests that while some teachers demonstrate effective lesson preparation
and instructional delivery, many still exhibit inconsistencies or challenges in this area.
The associated standard deviation (SD = 0.53) shows a modest variation in responses,
implying that teachers’ experiences with lesson planning vary, but not drastically. The
moderate productivity level observed may be attributed to varying levels of teacher

training, access to planning resources, or instructional support systems.

Table 4.10: Level of Student Engagement of Senior Secondary Scho @gﬁers in
Abeokuta Metropolis <

S/N Item: A (%) O (%) S (%) N \ M  SD
My teachers;
use interactive 6 (30) 9 (45) 5 (25)0 o 3.05 .759
classroom activities
that sustain student Q
interest and attention
maintain discipline 15 (75) 3(15) &(10) 0 3.65 .671

and classroom
control effectively

°
encourage students 19 (95) ’&QS 0 0 395 224
&

to take part in co-

curricular activities . &

and other school Q
programmes
N
Weighted Mean 5 High SD = .55

Source: Res §F1eld Survey, 2025
mys (4), O= Often (3), S= Sometimes (2), N= Never (1), M= Mean and

KEY: A

SD Stanc%Dewatlon

Note: icates that no respondents selected this option for the given item.
ThSQ/ : Mean value of > 3.00 (High), 2.5-2.99 (Moderate) and < 2.50 (Low)

As shown in Table 4.10, the mean score for the subscale ‘Student Engagement’ was 3.55,
which falls within the high productivity category. This indicates that teachers in senior
secondary schools in Abeokuta Metropolis demonstrate a strong capacity to engage
students during classroom instruction. Student engagement here may reflect active

participation, classroom interactions, and teacher-student rapport.
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Taking a closer look at each item, the findings show a notable proportion of school heads
(30%) reported that teachers "always" use interactive classroom activities that sustain
student interest and attention. 9 (45%) school heads agreed that teachers “often” use
interactive classroom activities that sustain student interest and attention while 5 (25%)
believed that teachers only used these interactive activities “sometimes”. Results also
showed that teachers generally use interactive classroom activities that sustair&dent
interest and attention, with a mean value of 3.05. This falls into the “hi@tegory,
suggesting that the majority of teachers prioritize using interactive achyn activities

that sustain student interest and attention, which is also crucial @ing a greater level

of teachers’ productivity. Q

Moreover, a significant majority of school heads .QQ@ reported that their teachers
“always” maintain discipline and classroom ¢ effectively while the rest fell within
“often” and “sometimes” with 3 (15%) @ (10%) respectively. Results also showed
that teachers generally maintain di@and classroom control effectively, with a mean
value of 3.65. This falls in;[o &Q‘}l\gh” category, suggesting that the majority of teachers

prioritize on maintain iscipline and classroom control effectively, which is also

crucial for ensu.ri@reater level of teachers' productivity.

Similarly,ésigniﬁcant majority of school heads (95%) reported that their teachers
“ab@ encourage students to take part in co-curricular activities and other school
programmes while only 1 (5%) reported that their teachers “often” encourage students to
take part in co-curricular activities and other school programmes. Results also showed
that teachers generally encourage students to take part in co-curricular activities and other
school programmes, with a mean value of 3.95. This falls into the “high” category,

suggesting that the majority of teachers prioritize encouraging students to take part in co-
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curricular activities and other school programmes, which is also crucial for ensuring a

greater level of teachers’ productivity.

Hence, the relatively moderate standard deviation (SD = 0.55) suggests that while some
differences exist, a large proportion of teachers exhibit similar high engagement practices.

The implication is that, although not all teachers excel equally, a majority are effective in

keeping students intellectually and emotionally invested in lessons. Q\

C

Table 4.11: Level of Assessment Practices of Senior Secondar; &ml Teachers in
Abeokuta Metropolis

S/N  Item: A (%) O (%) S (%) % M SD
My teachers; Q

7 evaluate students' 10 (50) 4 (20) @OY 0 320 .8%4
progress using a
variety of &b
assessment
methods @

8 keep accurate 18 (90)° ’\%! 0 0 3.90 .308
continuous

assessment records

9 provide timely @50) 9 (45) 1(5) 0 345 .605

constructive
feedback
students

perfog

WeightedMéan = 3.52 High SD =.60
Sour searcher’s Field Survey, 2025
KEY¢ A= Always (4), O= Often (3), S= Sometimes (2), N= Never (1), M= Mean and

SD= Standard Deviation
Note: “0” indicates that no respondents selected this option for the given item.
Threshold: Mean value of > 3.00 (High), 2.5-2.99 (Moderate) and < 2.50 (Low)

As shown in Table 4.11, the mean score for the ‘Assessment Practices’ subscale was 3.52,
indicating a high level of teachers' productivity among senior secondary school teachers

in Abeokuta Metropolis. This subscale covers teachers’ competence in designing,
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administering, and interpreting assessments effectively. The table also shows the

individual statistics per item.

For instance, though half of them (50%) reported that teachers “always” evaluate
students' progress using a variety of assessment methods, 4 (20%) reported that teachers
“often” evaluate students' progress using a variety of assessment methods whereas 6
(30%) reported “sometimes”. Results also showed that teachers generall uate
students' progress using a variety of assessment methods, with a mean Va(eJQ. 0. This
falls into the “high” category, suggesting that the majority of ers prioritize on

evaluating students' progress using a variety of assessment me% which is also crucial

for ensuring a greater level of teachers’ productivity. QQ

Besides that, a significant majority of school 8@%0%) reported that their teachers

“always” keep accurate continuous assm@ records while only 2 (10%) reported
N

“often”. Results also showed that te.ag&generally keep accurate continuous assessment

records, with a mean value of 3.9&%1\18 falls into the “high” category, suggesting that the

majority of teachers priori.t'sz\eeping accurate continuous assessment records, which is

also crucial for ensuri}ggreater level of teachers’ productivity.

Half of thg(ﬁ:}}'o) reported that teachers “always” provide timely and constructive
feedb@a students' performance but 9 out of the remaining 10 school heads (45%)
rem “often” while the last 1 school head (5%) reported “sometimes”. Results also
showed that teachers generally provide timely and constructive feedback on students'
performance, with a mean value of 3.45. This falls into the “high” category, suggesting
that the majority of teachers prioritize providing timely and constructive feedback on
students' performance, which is also crucial for ensuring a greater level of teachers’

productivity.
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In addition, the relatively low to moderate standard deviation (SD = 0.60) implies that
although teachers vary in how they assess student learning, most demonstrate strong skills
in this domain. The result suggests that teachers not only teach but also follow through
with meaningful evaluations of student performance, precisely a strong sign of their

pedagogical awareness and accountability.

Table 4.12: Level of Student Performance in Senior Secondary Schools in Azb&kuta
Metropolis

(@

S/N Item: A (%) O (%) S (%) N (%OJM SD
My teachers;

10  produce students with 11 (55) 8 (40) 1(5) Q\ 3.50 .607
consistently improving
academic performance
in internal assessments QQ

11 students put visible 5(25) 5(25) Q() (50) 0 2.75 851
effort into their fb

assignments and projects

12 instructional  practices 13 (6 5) 0 0 3.65 .489
lead to strong student \K
outcomes in national and ,&c—’
standardized exams Q
Weighted Mean = 3.30 HIQA" SD = .65
Source: Researcher’s urvey, 2025
KEY: A= Always ( Often (3), S= Sometimes (2), N= Never (1), M= Mean and

SD= Standard I.)
Note: “0” indj a%\m no respondents selected this option for the given item.
Threshold: MQr}alue of >3.00 (High), 2.5-2.99 (Moderate) and < 2.50 (Low)

O

Table %‘eveals that the ‘Student Performance’ subscale had a weighted mean of 3.30,
signifying a high level of productivity as perceived by teachers. This subscale reflects
teachers’ impact on students’ academic outcomes, which is a key indicator of overall
productivity. Firstly, we can see from the table that a significant majority of school heads
(55%) reported that teachers "always" produce students with consistently improving

academic performance in internal assessments. Conversely, a slightly large proportion 8
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(40%) reported that teachers "often" produce students with consistently improving
academic performance in internal assessments while only a small proportion 1 (5%) chose
“sometimes”. Results also showed that teachers generally produce students with
consistently improving academic performance in internal assessments, with a mean value
of 3.50. This falls into the “high” category, suggesting that the majority of teachers
prioritize producing students with consistently improving academic perforn&e in

internal assessments, which is also crucial for ensuring a greater levelﬁachers’

productivity. ’\(J

Furthermore, a significant proportion of school heads (25%ported that students
"always" put visible effort into their assignments and . Similarly, 25% reported
that students “sometimes” put visible effort into theiQﬂsignments and projects while the
greatest proportion of school heads (50%) r%&‘sometimes”. Results also showed
that students generally put visible effort i@eir assignments and projects, with a mean
value of 2.75. This falls into the é‘%&@&te” category, suggesting that the majority of

students are not only act.ive @X;; teaching and learning process but also prioritize

putting visible effort % @eir assignments and projects, which is also crucial for

ensuring a grea‘ges&l of teachers’ productivity.

In additioé(nore than half of school heads (65%) reported that their instructional
pra@ always” leads to strong student outcomes in national and standardized exams
while the rest (35%) reported “often”. Results also showed that teachers’ instructional
practices generally lead to strong student outcomes in national and standardized exams,

with a mean value of 3.65. This falls into the “high” category, suggesting that the

majority of teachers prioritize on using instructional practices that lead to strong student
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outcomes in national and standardized exams, which is also crucial for ensuring a greater

level of teachers’ productivity.

Finally, the lower score on students’ willingness to put visible effort into assignments and
projects (M = 2.75), however, suggests that while student performance is generally high,
there may be some inconsistency in how this performance is sustained or evaluated across

contexts. Nonetheless, the overall impression is that teachers view themselves Q\&y

a strong role in academic achievement. (J
Table 4.13: Level of Productivity (Lesson Planning @very, Student
Engagement, Assessment Practices and Student Performangce eachers in Senior
Secondary Schools in Abeokuta Metropolis, Ogun State
A (0] S N
Items Freq (%) Freq (%) Freq (@ Freq (%) Mean
Lesson 17 (47) 10 (28) 5 (1 - 0 (0) 2.73
Planning and 6
Delivery
Student 40 (67) 13 (22) ’q (11) 0 (0) 3.55
Engagement
Assessment 38 (42) 15 (I@ 7(8) 0(0) 3.52
Practices S
Student 29 (45) Aﬁ,{ 1) 11(17) 0 (0) 3.30
Performance
Overall 124 (SQ)\Q 58 (23.6) 30 (12.2) 0(0) 3.28

Overall Weighted\Mean— 3.28 High
Source: Resear ’%Field Survey, 2025
Threshold; n yalue of > 3.00 (High), 2.5-2.99 (Moderate) and < 2.50 (Low)

O

Take% ther, the analysis of teachers’ responses to the 12 items measuring their

productivity across four dimensions—Iesson planning and delivery, student engagement,
assessment practices, and student performance—reveals a generally high level of
productivity among teachers in senior secondary schools in Abeokuta Metropolis. The
overall weighted mean of 3.28 (SD = .28880) falls within the high productivity threshold

(>3.00), indicating that teachers perceive themselves as highly engaged and effective
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across key areas of their work. The narrow standard deviation further suggests a strong

level of agreement among respondents.

Subscale analyses showed particularly high scores in student engagement (M = 3.55) and
assessment practices (M = 3.52), implying that teachers are not only keeping learners
actively involved but are also applying consistent evaluation methods. Lesson planning
and delivery (M = 2.73) was the only subscale that fell within a modera%nge,

potentially highlighting areas where teachers may require additional suppg esources.

Meanwhile, student performance (M = 3.30) indicates that teachers geficrallybelieve their

efforts are translating into measurable academic outcomes for s

These findings suggest that the majority of teacher@@s context are committed
professionals who maintain a high standard of instruétfenal delivery, even if structural or
systemic challenges may affect certain dimens@lch as planning. Therefore, this result

offers a valuable diagnostic for school administrators and policymakers aiming to sustain

or improve teaching quality withintl%\,ﬁgon.

Research Question Two: *@ggthe level of adequacy of reward systems available for

teachers in senior sec@chools in Abeokuta Metropolis, Ogun State?
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Table 4.14: Level of Adequacy of Extrinsic Reward Systems Available for Teachers
in Senior Secondary Schools in Abeokuta Metropolis, Ogun State

S/N  Item: A (%) O (%) S (%) N (%) M SD
1 Salary 264 72 (18.8) 34 (8.9) 12(3.1) 3.54 .785
(69.1)
2 Promotion 46 (12.0) 124(32.5) 170 42 (11.0) 246 .843
(44.5)
3 Bonuses 34(8.9) 70(18.3) 218 60 (15.7) 2.20 ¢ .810
(57.1) \
4 Awards and 30(7.9) 72(18.8) 170 110 @ .888
Certificate of (44.5) (28.8)
Recognition ’\
5 Allowances (leave, 30 (7.9) 102 (26.7) 152 7)) 217 901
medical, transport, (39.8)
housing) Q
6 Access to Loans 48 (12.6) 76 (19.9) ISQ 104 2.18 972
(27.2)
7 Materials Gifts 12(3.1) 421 1@0 148 1.79 .761
(47.1) (38.7)

Weighted Mean = 2.34 Low SD =.524

Source: Researcher’s Field Surv
KEY: A= Always (4), O= Ofte&
SD= Standard Deviation

Threshold: Mean value of 3& (High), 2.5-2.99 (Moderate) and < 2.50 (Low)

S= Sometimes (2), N= Never (1), M= Mean and

Table 4.14 provi&sights into the level of adequacy of the various types of extrinsic

reward sys: plemented in senior secondary school teachers in Abeokuta Metropolis,

Ogun %;

prNon bonuses, allowances, access to loans, and material gifts were generally

A closer look at the data shows that extrinsic rewards such as salary,

perceived as low in adequacy, with a subscale mean of 2.34. Only salary (M = 3.54)
received a high adequacy rating, indicating it is more consistently delivered than other
extrinsic components. Items such as bonuses (M = 2.20), awards and certificates (M =
2.06), and material gifts (M = 1.79) reflect the lowest levels of satisfaction, suggesting

that schools do not prioritize these incentives. These findings highlight systemic issues
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around how teachers are materially and financially recognized, potentially affecting their

motivation and job satisfaction.

An individual item analysis indicates that a majority of respondents responded that salary
is “always” available and satisfactory in their school, some reported “often”, “sometimes”
while the rest chose “never” across most of the items. For example, a significant majority
of teachers (69.1%) reported that their salary is “always” available and sati@&y in
their school, while the rest (30.9%) reported that their salaries were (18.8%),
“sometimes” (8.9%), or even “never” (3.1%) available and satisfacfory in their schools.
Results also showed that teachers occasionally got salary that i able and satisfactory,

serving as encouragement, with a mean value of 3.54. Thi @ into the “high” category,

suggesting that salary is a crucial factor under the e%QQic reward system.
O

Likewise, a greater proportion of tea@’b(M.S%) reported that promotion is
“sometimes” available and satisfa.c\&n their school. There was a relatively lower
proportion of teachers (32.5%) Qq\'@\reported that promotion is “often” available and
satisfactory in their school, @nwhile, the lowest populations (12.0%) and (11.0%) were
recorded by teacher%o reported “always” and “never” respectively. Results also
showed that t@?\%ﬂ enerally, rarely get or feel satisfied with promotions, with a mean
value of 2@ This falls into the “low” category, suggesting that the majority of schools
do%@ioritize using promotion to reward teachers, which is also a crucial factor under

the extrinsic reward system.

Furthermore, a greater proportion of teachers (57.1%) reported that bonuses are
“sometimes” available and satisfactory in their school. There was a relatively lower
proportion of teachers (18.3%) who reported that bonuses are “often” available and

satisfactory in their school. Meanwhile, the lowest populations (15.7%) and (8.9%) were
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recorded by teachers who reported “never” and ‘“always” respectively. Results also
showed that teachers generally, rarely get or feel satisfied with bonuses, with a mean
value of 2.20. This falls into the “low” category, suggesting that the majority of schools
do not prioritize using bonuses to reward teachers, which is also a crucial factor under the

extrinsic reward system.

Additionally, a greater proportion of teachers (44.5%) reported that A and
Certificates of Recognition are “sometimes” available and satisfactory g @r school.
There was a closely related proportion of teachers (28.8%) who re that Awards and

Certificates of Recognition are “never” available and sat ty in their school.

Meanwhile, the lowest populations (18.8%) and (7.9% recorded by teachers who

reported “often” and “always” respectively. ResultsQQ showed that teachers generally,
rarely get or feel satisfied with Awards and C & of Recognition, with a mean value
of 2.06. This falls into the “low” categon@gesting that the majority of schools do not

prioritize on using Awards and C ’%oa of Recognition to reward teachers, which is

also a crucial factor under th @sw reward system.

Moreso, a greater [ﬁ&)n of teachers (39.8%) reported that Allowances (leave,
medical, tran 'o%b sing) are “sometimes” available and satisfactory in their school.
There wasgaclosely related proportion of teachers (26.7%) who reported that Allowances
(le%%edical, transport, housing) are “often” available and satisfactory in their school,
followed by a relatively close proportion of teachers (25.7%) who reported “never”.
Meanwhile, the lowest population (7.9%) was recorded by teachers who reported
“always”. Results also showed that teachers generally, rarely get or feel satisfied with
Allowances (leave, medical, transport, housing), with a mean value of 2.17. This falls into

the “low” category, suggesting that the majority of schools do not prioritize using
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Allowances (leave, medical, transport, housing) to reward teachers, which is also a crucial

factor under the extrinsic reward system.

Additionally, there was a greater proportion of teachers (40.3%) reported that Access to
Loans are “sometimes” available and satisfactory in their school. There was a closely
related proportion of teachers (27.2%) who reported that Access to Loans are “never”
available and satisfactory in their school. Meanwhile, the lowest populations (1 and
(12.6%) were recorded by teachers who reported “often” and “alway; ”ectively.
Results also showed that teachers generally aren’t provided with, n@el satisfied with
Access to Loans, with a mean value of 2.18. This falls into the % tegory, suggesting
that the majority of schools do not prioritize on using A Loans to reward teachers,

which is also a crucial factor under the extrinsic rew

O

In addition, there was a greater proportion chers (47.1%) reported that Materials
Gifts are “sometimes” available and s éﬁctory in their school. There was a closely
related proportion of teachers (@) who reported that Materials Gifts are “never”
available and satisfactory ﬂ@%chool. Meanwhile, the lowest populations (11.0%) and
(3.1%) were recordés@Qteachers who reported “often” and “always” respectively.
Results also b@ﬁat teachers generally aren’t provided with, nor feel satisfied with
Materials @s, with a mean value of 1.79. This falls into the “low” category, suggesting
that tk&ority of schools do not prioritize on using Materials Gifts to reward teachers,

which is also a crucial factor under the extrinsic reward system.
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Table 4.15: Level of Adequacy of Intrinsic Reward Systems Available for Teachers
in Senior Secondary Schools in Abeokuta Metropolis, Ogun State

S/N  Item: A (%) O (%) S (%) N (%) M SD
8 Sense of fulfillment 118 136 (35.6) 104 24(6.3) 291 .909
(30.9) (27.2)
9 Appreciation 62 (16.2) 122 (31.9) 156 42 (11.0) 2. .899
(40.8)
10 Freedom 98 (25.7) 102 (26.7) 136 46 (12.01 Q6 .990
(35.6) ,\
11 Sense of 150 150 (39.3) 72 (18.8) @) 3.15 815
Competence (39.3)
12 Positive 162 124 (32.5) 86 (22 10(2.6) 3.15 .857
Relationships (42.4)

13 Sense of Trust 128 140 (36. ,@14.1) 22(5.8) 298 .899
(33.5)

14  Sense of Progress 162 1@ 86 (22.5) 12(3.1) 3.14 871

(42.4)

Weighted Mean = 2.93 Moderate(:\\'3 SD =.716

Source: Researcher’s Field S 72025

KEY: A= Always (4), O @(3), S= Sometimes (2), N= Never (1), M= Mean and
SD= Standard Deviation&e hold: Mean value of > 3.00 (High), 2.5-2.99 (Moderate)
and < 2.50 (Low)

Table 4.15 rewb\&summary of the intrinsic reward systems as far as teachers in
Abeokuta éegs{olis are concerned. Intrinsic rewards such as appreciation, sense of trust,
comp@, fulfillment, and progress were rated moderately adequate, with a subscale
m&}éf 2.93. Items like sense of competence (M = 3.15), positive relationships (M =
3.15), and sense of progress (M = 3.14) received high ratings, showing that schools foster
interpersonal and self-actualizing environments to some extent. However, other

components like appreciation (M = 2.53) and sense of trust (M = 2.98) scored in the

moderate range, revealing inconsistencies in the reinforcement of intangible motivators.
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It further reveals that a significant majority of teachers (35.6%) reported that Sense of
fulfillment is “often” available and satisfactory in their school, while the rest (64.4%)
reported that their Sense of fulfillment was “always” (30.9%), “sometimes” (27.2%), or
“never” (6.3%) available and satisfactory in their schools. Results also showed that
teachers occasionally felt a sense of fulfillment, with a mean value of 2.91. This falls into
the “moderate” category, suggesting that schools mildly prioritize teachers' ﬁe of

fulfillment because they might not view it as a crucial factor under the in@reward

system. ’\(J

Likewise, a greater proportion of teachers (40.8%) repo% t Appreciation is
“sometimes” available and satisfactory in their schoo was a relatively lower
proportion of teachers (31.9%) who reported that A@&lﬁon is “often” available and
satisfactory in their school. Meanwhile, the low&ulations (16.2%) and (11.0%) were
recorded by teachers who reported “al\@’ and “never” respectively. Results also
showed that teachers generally, rare‘lg%g r feel satisfied with Appreciation, with a mean
value of 2.53. This falls 1nto @‘moderate” category, suggesting that the majority of

schools fairly priorit 6@ Appreciation to reward teachers, which is also a crucial

factor under the 1{1\%10 reward system.

Moreover,@reater proportion of teachers (35.6%) reported that Freedom is “sometimes”
availa ’Qld satisfactory in their school. There was a relatively lower proportion of
teachers (26.7%) who reported that Freedom is “often” available and satisfactory in their
school. Meanwhile, the lowest populations (25.7%) and (12.0%) were recorded by
teachers who reported “always” and “never” respectively. Results also showed that
teachers generally, rarely get or feel satisfied with the level Freedom, with a mean value

of 2.66. This falls into the “moderate” category, suggesting that the majority of schools
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fairly prioritize or make use of Freedom to reward teachers, which is also a crucial factor

under the intrinsic reward system.

An equal proportion of teachers (39.3%) reported that Sense of Competence are “always”
and “often” available and satisfactory in their school, indicating a shared perception
between moderate and occasional adequacy of the item. The rest (21.4%) reported that
Sense of Competence were “sometimes” (18.8%), or even “never” (2.6%) avai and
satisfactory in their schools. Findings showed that the responses w ny split

between “always” and “often” (39.3% each), suggesting that tea%;{ had varied but

balanced experiences with the idea of a sense of competence& s also implied that

due to the ties in response frequencies, teachers generall @ itize on feeling a sense of

competence, despite perceptions divided between ree(ar y and occasionally persisting,
with a mean value of 3.15. This falls into the @’q’ category, suggesting that schools
prioritize teachers' Sense of Competen&\\ggarding it as a crucial factor under the
intrinsic reward system. The eve'n@lributed response could indicate that further

qualitative exploration is nee@understand why teachers differ in their views on sense
°

of competence. QQ\
A significant h@/ of teachers (42.4%) reported that Positive Relationships are
ilabl

“always” @a e and satisfactory in their school, while the rest (57.6%) reported that
Po iti&lationships were “often” (32.5%), “sometimes” (22.5%), or even “never”
(2.6%) available and satisfactory in their schools. Results also showed that teachers
frequently built Positive Relationships that are available and satisfactory, serving as
encouragement, with a mean value of 3.15. This falls into the “high” category, suggesting
that schools prioritize on teachers building Positive Relationships, regarding it as a crucial

factor under the intrinsic reward system.
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In addition, a significant majority of teachers (36.6%) reported that Sense of Trust is
“often” available and satisfactory in their school, while the rest (63.4%) reported that
their Sense of Trust was “always” (33.5%), “sometimes” (24.5%), or “never” (5.8%)
available and satisfactory in their schools. Results also showed that teachers occasionally
felt a Sense of Trust, with a mean value of 2.98. This falls into the “moderate” category,
suggesting that schools mildly prioritize teachers' Sense of Trust because they m {t not

view it as a crucial factor under the intrinsic reward system. QQ

A significant majority of teachers (42.4%) reported that a Sense of &ress is “always”
available and satisfactory in their school, while the rest (57.69 ed that a Sense of
Progress was “often” (31.9%), “sometimes” (22.5%), ‘never” (3.1%) available
and satisfactory in their schools. Results also showe gachers frequently perceived a
Sense of Progress, with a mean value of 3.1&6 falls into the “high” category,
suggesting that schools generally priori’&{@aachers building on a sense of progress,

. . . L] . .
regarding it as a crucial factor under@ rinsic reward system.

Table 4.16: Level of Adeﬁl of Reward Systems (Extrinsic and Intrinsic) of
Teachers’ Reward Sys Q Senior Secondary Schools in Abeokuta Metropolis,
Ogun State \

S N
Items F@/ Freq (%) Freq (%) Freq (%) Mean
Extrinsic 464 (47.1) 567 (28.3) 1088 (36.0) 576 (16.6) 2.34
Intrinsic 880 (39.6) 870 (35.3) 632 (25.7) 136 (5.4) 2.93

Overal ’b 1344 (43.1) 1437 (31.1) 1720 (30.2) 712 (10.9) 2.64
Ovéxa eighted Mean= 2.64 Moderate

Source: Researcher’s Field Survey, 2025
Threshold: Mean value of > 3.00 (High), 2.5-2.99 (Moderate) and < 2.50 (Low)

In summary, the findings from the analysis of reward systems reveal that the overall
adequacy of reward systems available to teachers is moderate, with a weighted mean
score of 2.64. This result suggests that while some rewards are available and perceived as

somewhat satisfactory, there is still considerable room for improvement, particularly in
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the area of extrinsic rewards. The implication of these results is that while schools may be
succeeding in cultivating a reasonably supportive psychological work environment, they
are underperforming in areas that relate to financial or career growth incentives, which
are often more tangible and quantifiable. This imbalance can be demoralizing for teachers
and may lead to reduced commitment or increased turnover, especially when basic needs
and recognition are not met. In this light, the moderate adequacy rating in tl&tudy
suggests that schools in Abeokuta are only partially leveraging the motivati ower of

rewards, which could limit long-term teacher engagement and effecti@&}

Overall, the findings call for a recalibration of reward structure ally extrinsic ones,
to meet teacher expectations and strengthen their produc@. Education stakeholders,
especially policy makers and school administrators, @ adopt a more structured and

equitable approach to rewarding teachers, on rbrecognizes both performance and

commitment, not just seniority or routinei}\&ce.
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Research Question Three: What is the level of professional qualifications in senior
secondary schools in Abeokuta Metropolis, Ogun State?

Table 4.17: Academic Qualifications of Senior Secondary School Teachers in
Abeokuta Metropolis, Ogun State

S/N  Item: SA (%) A (%) D (%) SD (%) M SD
1 I hold a teaching 294 78 (20.4) 6 (1.6) 4(1.0) 3.73  .539
degree or (77.0)

qualifies me to

teach in my current ( Q

subject area

certification that \

2 My highest level of 270 74 (19.4) 36 (9.4) 26\ 360 .679
education is (70.7)
relevant to the

subject [ am Q
currently teaching Q

Weighted Mean = 3.67 High R ’b‘\ SD = .609
Source: Researcher’s Field Survey, 2025

KEY: SA= Strongly Agree (4), A= Agre
(1), M= Mean and SD= Standard Deviati

Threshold: Mean value of > 3.00 (Hi@\,&

Table 4.17 presents the statistéf)? the academic qualification level of teachers. The

N

results for academic q a@mns indicate a high level of adequacy among teachers. A
=

significant majorit§

qualifies them to teach their current subject area (Item 1: M = 3.73), and that their highest

= Disagree (2), SD= Strongly Disagree

.99 (Moderate) and < 2.50 (Low)

ly agreed that they hold a teaching degree or certification that

level of @ion is relevant to what they currently teach (Item 2: M = 3.60). The average
me}\%re of 3.67 and SD of 0.609 suggest that most teachers are academically well-
qualified for their roles. This finding is consistent with the policy requirements of the
Teachers Registration Council of Nigeria (TRCN), which mandates that qualified subject
teachers must possess at least a Bachelor's degree or equivalent. The high academic

qualification suggests a robust foundation for teaching effectiveness in the metropolis.
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Table 4.18: Professional Certifications of Senior Secondary School Teachers in
Abeokuta Metropolis, Ogun State

S/N  Item: SA (%) A (%) D (%) SD (%) M SD
L

3 have a certification 208 90 (23.6) 70(183) 14(3.7) 3.29 .891
from a professional (54.5)
teaching
organization or
association

4 meet the official 226 112 38(9.9) 6 (1.6) 3@737
qualifications (59.2) (29.3)

required for (9
promotion or /\
advancement in the O

teaching profession %

Weighted Mean = 3.37 High (\ 'sp=.814

Source: Researcher’s Field Survey, 2025 \~~
KEY: SA= Strongly Agree (4), A= Agree (3), D= ]&g e (2), SD= Strongly Disagree

(1), M= Mean and SD= Standard Deviation
Threshold: Mean value of > 3.00 (High), 2.5-2.9@derate) and <2.50 (Low)

\Q’Z}

Table 4.18 presents the statistics on %}professional certification level of teachers.

Teachers also rated themselves h@ﬁ rofessional certifications. Over 54.5% strongly
agreed to have certiﬁcatio&n a professional teaching body, and nearly 59.2%

indicated that they m@ial qualifications for promotion. The mean score of 3.37(SD

=0.814) placei@thin the "high" category. This suggests that beyond their academic

qualiﬁcati%

@ or postgraduate diplomas in education. Despite the generally high perception,

any teachers also hold professional credentials such as TRCN

re
the relatively high standard deviation suggests some variability, indicating that while

most have certifications, others may still be in transition or unregistered.

Table 4.19: Professional Development of Senior Secondary School Teachers in
Abeokuta Metropolis, Ogun State

SN Item: SA (%) A (%) D(%) SD®%) M SD
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1K

regularly participate 128 184 66 (17.3) 4(1.0) 3.14 .729
in professional (33.5) (48.2)

development

activities such as

workshops,

conferences, or

courses.

6 have received 144 190 44 (11.5) 4(1.0) 3.24\ .691
specialized training (37.7) (49.7)

to improve my QQ

classroom (J

management &

techniques and 0

overall teaching $

practices

7 regularly update my 186 168 24@ 4(1.0) 340 .656
subject knowledge (48.7) (44.0)

through research or

additional studies. 6

Weighted Mean = 3.26 High N SD =.692

Source: Researcher’s Field Survey, 2%?5\\’
0

KEY: SA= Strongly Agree (4), A= (3), D= Disagree (2), SD= Strongly Disagree
(1), M= Mean and SD= Standard i
Threshold: Mean value of > 3.0 igh), 2.5-2.99 (Moderate) and < 2.50 (Low)

N

Table 4.19 presents (th %\istics on the professional development level of teachers.
Teachers high].y)@ed that they regularly participate in professional development
programm Qas workshops and training (M = 3.14), have received classroom
mana@t training (M = 3.24), and update their subject knowledge through research or
fur%( study (M = 3.40). The average score across these three items was 3.26, indicating
a moderate-to-high level of professional development engagement. While this is
commendable, it may suggest that such opportunities are not always frequent or
accessible. Professional development is key for adapting to curriculum changes and

emerging pedagogical strategies, and schools must do more to support it systemically.
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Table 4.20: Teaching Experience of Senior Secondary School Teachers in Abeokuta

Metropolis, Ogun State
Item: SA (%) A (%) D (%) SD (%) M SD
L
8 have experience 190 162 26 (6.8) 4(1.0) 341 .665
teaching students (49.7) (42.4)

from diverse

backgrounds and
varying learning Q\

needs.
9 have taught at 166 168 42 (11.0) 6 (1 6)( ;;9 723
multiple (43.5) (44.0)
educational levels 0
and in multiple $
educational Q
environments

10 (have) serve(d) as 114 202 @1;.0) 20(5.2) 3.07  .790

a mentor or coach (29.8) (52.9) &b

to new or less- ’b
experienced
teachers. @
Weighted Mean = 3.26 High ;\’Q\ SD =.726
Source: Researcher’s Field Su é'y')iozs
KEY: SA= Strongly Agree ( = Agree (3), D= Disagree (2), SD= Strongly Disagree

(1), M= Mean and SD= St Deviation
Threshold: Mean valuye .00 (High), 2.5-2.99 (Moderate) and < 2.50 (Low)

Table 4.20 @Ne statistics on the teaching experience of teachers. Responses

related to @hing experience revealed that teachers moderately agreed they had taught
am@ﬁple educational levels (M = 3.29), had mentored others (M = 3.07), and had
worked with students from diverse backgrounds (M = 3.41). The combined mean was
3.26 with a standard deviation of 0.726, showing a moderate to high presence of teaching
experience within the workforce. While this reflects exposure and adaptability, the
relatively lower mean for mentorship suggests that peer-led development structures such

as coaching and peer observation may be underutilized. Thus, schools may benefit from
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formalizing peer support structures to harness the experience of senior teachers more
effectively
Table 4.21 Level of Professional Qualifications (Academic Qualifications,

Professional Certifications, Professional Development and Teaching Experience) of
Senior Secondary School Teachers in Abeokuta Metropolis, Ogun State

SA A D SD

Items Freq (%) Freq (%) Freq (%) Freq (%) Mean
Academic 564 (73.8) 152 (19.9) 42 (5.5) 6 (0.8) 3.67
Qualification
Professional 444 (56.8) 202 (25.4) 108 (13.9) 20 (2.6) 3.37
Certification
Professional 458 (39.9) 542 (47.3) 134 (11.7) 1 l.g)_/ 3.26
Development K
Teaching 470 (41.0) 532 (46.4) 114 (10.0) 2.6) 3.26
Experience
Overall 1936 (52.0) 1428 (38.4) 398 (10;10 68 (1.8) 3.39

Overall Weighted Mean= 3.39 High \ o

Source: Researcher’s Field Survey, 2025 o
Threshold: Mean value of > 3.00 (High), 2.5-2.9 erate) and < 2.50 (Low)

&

The findings of this study as shown in@e 4.21 revealed that the overall level of
professional qualification among .t%he s in senior secondary schools in Abeokuta
Metropolis was moderate,.w@eighted mean of 3.39. However, when disaggregated
by specific indicatorsﬁ!@ns in strength emerged across four critical areas: academic

qualification, ps&ional certification, professional development, and teaching

experiencq< 0

Base\d/ cademic Qualification, the analysis shows that teachers possess a high level of
academic qualification, with a mean score of 3.67, making it the strongest dimension of
professional qualifications among respondents. A vast majority (77.0%) of teachers
strongly agreed that they hold teaching degrees or certifications relevant to their subject

areas. The significance of academic qualifications cannot be overstated. Teachers who are
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academically equipped in their subject areas are more likely to demonstrate strong content

knowledge, confidence, and pedagogical effectiveness.

Likewise, Professional certification received a moderate rating with a mean of 3.37,
indicating that while many teachers had certifications from teaching councils or
associations, a notable number still lack such documentation. This finding raises concerns,
as teaching credentials from recognized institutions are critical for ensuri hical
standards and continuous quality assurance in the profession. Moreover, @o erately
high rating may reflect systemic challenges such as limited ac@ to certification

opportunities or under-enforcement of professional regulatory ce.

In terms of professional development, the study foun@gerate mean score of 3.26.
This result suggests that although teachers i okuta Metropolis do engage in
workshops, conferences, and in-service\‘% § the regularity and depth of such
engagements vary. It is particularly wo %‘ne that only a fraction of teachers strongly

agreed to updating their knov@b regularly or participating in formal training

programmes. This may &@ logistical or financial barriers that limit access to

development opportuh@.Q

The final ind@;ﬁ(,\‘tsaching experience, also recorded a moderate mean score of 3.26.

This im '@at while many teachers have worked across various educational levels and
en%()/gﬂents, and even mentored others, such experience is not yet widespread or
maximized across the profession. Only 29.8% strongly agreed they had served as mentors,
and a relatively low number had taught at multiple levels. Moreover, teaching experience
contributes not only to classroom management and adaptability but also to improved

student learning outcomes. The moderate rating observed here may reflect either the
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younger demographics of the teaching population in the region or a lack of structured

career progression pathways.

Overall, teachers in senior secondary schools in Abeokuta Metropolis reported a moderate
to high level of professional qualification across all indicators. The highest scoring area
was academic qualification, followed by professional certification and professional
development. Although teaching experience was also fairly strong, the lowe n on
mentorship highlights a potential area for institutional development. @ indings
generally align with the expectations of educational policy in Ni eé\whlch advocates
for continuous teacher qualification improvement. While lifications appear
sufficient overall, strengthening areas like mentorshi d professional learning
communities could further elevate productivity. er
Q
O
O

Hol: There will be no signiﬁcant'cé\& ed influence of teachers' reward systems and

4.2.2 Test of Hypotheses

professional qualifications onéi?ers’ productivity in senior secondary schools in
°

Abeokuta Metropolis%g@e.
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Table 4.22: Summary of Regression Analysis Showing the Combined Influence of
Teachers’ Reward Systems and Professional Qualifications as Determinants of

Teachers' Productivity in Senior Secondary Schools in Abeokuta Metropolis, Ogun

State
Model Summary \\
Model R R Square Adjusted R Std. Error of the Estimate Q
Square Q
1 1752 .031 -.083 .30060 ( \

a. Determinants: (Constant), Academic Qualification, Reward systems&

LN

%\J

ANOVA? Q N

Model Sum of df Mean g’ Sig.

Squares Squ\alisg

1 Regression .049 2 .@" 269 767
Residual ~ 1.536 17 @
Total 1.585 1

a. Dependent Variable: Teachers’ Q;)%

b. Predictors: (Constant), Acad ualification, Reward systems

Source: Researchers&@urvey, 2025

Table 4. 25(& ts the result of the regression analysis conducted to examine the

comb1@n
prod

1V1ty in senior secondary schools in Abeokuta Metropolis, Ogun State. The model

uence of teachers’ reward systems and academic qualifications on teachers’

summary showed a weak correlation between independent variables and productivity (R
= .175), and an R Square of .031, indicating that only 3.1% of the variation can be
explained by the combined influence of reward systems and academic qualifications. This
also means that the combination of how teachers are rewarded and their educational

qualifications doesn’t make any real difference in predicting how productive the teachers
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are. In fact, the chances that the result happened by luck is very high (76.7%). So, we
cannot say these two factors together explain why some teachers are more productive
than others. They only explain about 3% of the differences in productivity (which is very

small).

Furthermore, the adjusted R? value of -0.083 suggests that, after adjusting for the number
of predictors and small sample size, the model performs worse than using the m lone.

The standard error of the estimate (0.30060) implies a relatively low € error

C

between the predicted and actual productivity scores. &

The ANOVA result revealed that the regression model was no@tlcally significant (F
(2,17) = .269, p = .767), suggesting that the compbt of reward systems and

qualifications did not significantly predict teachers ’rguctivity.

Therefore, since p = 0.767 >0.05, the null{@e is (Ho1) which stated that there will be
no significant combined influence 0O xchers’ reward systems and professional

qualifications on teachers’ pro@rity in senior secondary schools in Abeokuta

Metropolis, Ogun State is 1’6‘@&%

Ho2: There will 5&0 significant relative influence of teachers’ reward systems and

professioné g&ﬁﬁcations on teachers’ productivity in senior secondary schools in

Abeol@letropolis, Ogun State.
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Table 4.23: Summary of Regression Analysis Showing the Relative Influence of
Teachers’ Reward Systems and Professional Qualifications as Determinants of

Teachers' Productivity in Senior Secondary Schools in Abeokuta Metropolis, Ogun

State
Coefficients?
Model Unstandardized Standardized t Sig.
Coefficients Coefficients Q
B Std. Error  Beta Q
1 (Constant) 3.253 1.537 &(/1 17 .049
Rewardl avg mean -1.403 6.637 -.055 0 =211 .835
Academic 136 245 5% 555 .586
Qualification numeric 6
a. Dependent Variable: Teachers’ Productivity (\Q

Source: Researchers’ Field Survey, 2025 gb\

Table 4.23 presents the regression coé@nts indicating the relative influence of

teachers’ reward systems and pr'o%g%yal qualifications on their productivity. The

unstandardized coefficient (B é\403, p = .835) for teachers’ reward systems indicates
.

that a unit increase in a@rd system score predicts a 1.403 decrease in productivity.

However, this relaﬁ%smp is not statistically significant (p > 0.05).

N

Similarly,@ academic qualification variable (B = 0.136, p = .586) showed a weak
po iti&ationship with productivity, but it is also not statistically significant. The
standardized Beta values further reveal the strength and direction of each predictor
variable’s unique contribution when all others are controlled. The reward systems
variable (B = -0.055, p = .835) and academic qualification (f = .145, p = .586) both

recorded no significant influence on teachers’ productivity, as their p-values exceed 0.05.
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Although academic qualification had a slightly higher positive Beta value than reward
systems, this difference was not statistically significant. In essence, neither reward
systems nor academic qualification independently predicted teachers’ productivity to a
statistically meaningful degree. Since both p-values (.835 and .586) > 0.05, we fail to
reject the null hypothesis (Ho2). This means there is no statistically significant relative
influence of either reward systems or academic qualifications on teachers’ produ(&y ie.

individually, in senior secondary schools in Abeokuta Metropolis, Ogun StaQQ

4.3 Discussion of Findings ’\

Research question one was formulated to identify the leﬁﬁ)ductivity among the
surveyed school heads about teachers in senior seconda@wols in Abeokuta Metropolis,
Ogun State. The results unveiled an insightfu t\e@he level of productivity among
teachers was found to be adequately high, wi grand mean of 3.28 on a 4-point Likert
scale. This revelation carries profou.nd j%}ations for the education landscape within the
region and beyond. This avera@re, which is well above the midpoint of 3.00,
indicates that most teacher® ﬂ&%as highly productive across key productivity indicators
such as lesson prepa@ and delivery, student engagement, assessment practices and
student perfo 'a@' he findings show strong mean values across items like “I prepare
my lesso%gée coming to class” (mean = 3.70), “I keep accurate continuous
assQ records” (mean = 3.90), and “I usually evaluate students' progress using a
variety of assessment methods” (mean = 3.20) reflecting teachers’ commitment to core
instructional responsibilities. These indicators are consistent with measures of
productivity previously identified by a particular study in Lagos State that associated

teachers’ productivity with metrics such as coursework completion and class attendance’.
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These findings are consistent with prior research emphasizing that teachers’ productivity
remains high when basic motivational and professional expectations are met. For example,
studies conducted in Ogun West Senatorial District found that when teachers’ reward
systems (monetary or otherwise) were perceived as equitable, teachers showed higher job
commitment and stronger productivity levels?. Particularly, the literature emphasized the
critical role of punctuality, curriculum completion, and student evaluation as &tical

benchmarks of teachers’ productivity — indicators that align directly with t@ns used

in the productivity scale of this study. ’\(J

Furthermore, the high productivity level may be linked to HO‘%’\CMI motivators such
as professional recognition, job security, and partici decision-making. Several
empirical studies underscored that while financial 1 tives like salary and bonuses are
important, intrinsic factors such as teacher %&ion and professional development
opportunities significantly enhance morak\\gproductivity? The fact that teachers in this
study maintained high productivity. @despite challenges in the public school system

S

suggests that these intrinsi.c @lors may be actively at play in Abeokuta Metropolis,

Ogun State. QQ\

Moreover, t '.® supports the theoretical foundation laid out in the literature.
Herzberg’@yo-Factor Theory, which distinguishes between hygiene factors (like salary)
an%%motivators (like recognition and achievement), offers a strong framework to
interpret this outcome. This theory maintains that while poor hygiene factors can cause
dissatisfaction, it is the presence of motivators that truly elevate job satisfaction and
productivity*. The reported high productivity level in this study aligns with this theory,
suggesting that motivators are present in meaningful ways within the school

environments surveyed.
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However, while the grand mean suggests high productivity, the standard deviation values
for individual items, ranging from 0.53 to 0.65, indicate some variability among
responses. This spread suggests that although most teachers may be considered
productive, a minority may still face challenges in meeting productivity expectations.
This aligns with findings from Imo and Oyo States, where some teachers reported low
morale due to irregular reward structures, promotions, or administrative bottk&ckss’

which in turn affected their productivity negatively®. QQ

Importantly, the findings also complement those from internatio dies, such as in
Finland and Ontario, where systemic support for teachers,% ing autonomy and
continuous training, was shown to contribute signifi to productivity”®. While
Nigerian schools face different structural realities, implication is clear: when the
foundational conditions for teacher profession & met, either through self-discipline,
organizational support, or policy backing, ctivity tends to rise. These data, showing

. ° . . . .
high mean scores on teacher—centef%pe ormance metrics, provides local validation of

this global pattern. é
. $

The findings also su& a positive spillover effect of professional qualifications and
institutional @(&: s earlier empirical reviews noted, teachers with higher levels of
professioné;aining and access to refresher courses often show greater instructional
eff&t/@aess9 1. Though Research Question One does not directly test the effect of
qualification or rewards, the high levels of productivity observed could indirectly reflect
the influence of professional development mechanisms, a hypothesis that will be explored

further in subsequent hypotheses.

Finally, the implication of this finding is significant for educational stakeholders in

Abeokuta Metropolis, Ogun State. The evidence that teachers are generally productive
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provides a strong baseline for policy implementation, especially in refining teachers’
reward systems and professional support structures. If teachers are already productive,
further improvements in timely compensation, professional recognition, and clear
promotion pathways can serve as catalysts to elevate this productivity even higher,

ultimately leading to improved student outcomes and systemic efficiency'!'»'3,

The findings from Research Question Two reveal that the level of adequacy hers'
reward systems in senior secondary schools in Abeokuta Metropolis State is
moderate, with an overall mean of 2.89. This suggests that while s orms of rewards
are available and appreciated, many are inconsistently ed or perceived as
insufficient. Specifically, the study found that teachers ed intrinsic rewards (M =
3.06) more adequate than extrinsic rewards (M = 2.@ is trend highlights a potential
imbalance in teachers’ reward systems, whe% rnal motivators such as a sense of
competence, progress, and positive relatio\\@s are more prevalent and satisfactory than
tangible, financial, or material rew&l‘ is outcome aligns with studies emphasizing the

growing importance of int.ri@)tivators in improving job satisfaction and sustaining

productivity among tea@@’”.
Interestingly,Cﬁ@\/l = 3.54) was the only extrinsic reward item rated as highly

adequate. @gniﬁcant number of teachers acknowledged the consistent availability and
ado%% of their salary. This finding contrasts with national complaints about irregular
salary payments and indicates a relatively stable salary structure in Abeokuta Metropolis.
However, other extrinsic rewards—such as promotion (M = 2.46), bonuses (M = 2.20),
allowances (M = 2.17), and material gifts (M = 1.79) rated low in adequacy. These low

scores reflect a general dissatisfaction with external reward mechanisms, mirroring earlier
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findings in Ogun and Oyo States where promotion delays, lack of bonuses, and minimal

financial incentives weakened teacher morale and retention ',

The relatively low perception of promotion and bonuses as reward strategies is troubling.
Promotions are traditionally seen as markers of career growth and recognition, and when
absent, they could lead to a sense of stagnation. Likewise, bonuses are often used to
reinforce exceptional performance, and their inadequacy can weaken motivati ich in
turn influences productivity negatively. These findings support Herzbeﬁ’/@ro—Factor
Theory, which posits that while salary may prevent dissatisfaction iene factor), it is
not sufficient to promote satisfaction; motivators such as recog& and achievement are
more powerful drivers of commitment and productivit%@, the inadequacy of these

extrinsic factors potentially limits the capacity of QQO systems to inspire long-term

dedication. 6
®%

Moreover, the results of this study.rﬁ&ce the findings of a scholar who argued that a
lack of both monetary and non-nﬁ%ry incentives leads to demoralization and reduced
work enthusiasm among te.aiPA'ls. Items like awards and certificates of recognition (M =
2.06), access to loan% = 2.18), and allowances were seen as poorly implemented.
These aspect@\ti ical, as teachers often rely on such benefits to manage financial
needs or %professional validation. Without them, many resort to alternative income-
gen%%g activities, which divide their attention from instructional duties and which in

turn will lead to low productivity levels '° 2°.

In contrast, intrinsic reward items such as sense of competence (M = 3.15), positive
relationships (M = 3.15), and sense of progress (M = 3.14) were rated high. This finding
highlights that many teachers derive satisfaction from non-material aspects of their

profession, such as mastery of their craft, growth in their teaching abilities, and
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meaningful interactions within their work environment. This is in line with significant
findings by many scholars who emphasized that intrinsic factors such as job pride and

workplace climate significantly impact teacher retention and output '# ',

Other intrinsic motivators, including appreciation (M = 2.53), freedom (M = 2.66), and
sense of trust (M = 2.98), were rated moderately adequate. These moderate scores suggest
a school environment where interpersonal respect and autonomy exist but % yet
universally experienced. These findings align with scholars who repot/@t school
culture and administrative support directly affect how teachers perc é\&heir value within
the school system? 2>, When teachers are trusted, appreciated, owed some measure

of autonomy, they are more likely to maintain enthusias ir work.

Overall, the findings suggest that schools in Ab@&etropolis, Ogun State have made
more progress in fostering intrinsic rewar@extrinsic rewards. While this might help
in maintaining basic productivity, ;&y not be sufficient for sustaining long-term
excellence or attracting and retaiﬁc@\he best teachers. Several studies have emphasized
that while intrinsic rewafm&% foundational for personal satisfaction, a balanced
combination of bot@insic and extrinsic rewards is necessary to fully optimize

teachers’ pro(.ci\%&y 25, This means that teachers' reward systems should not rely solely

on intema@gtivaﬁon but must also provide clear, tangible incentives for top productivity.

Firkw%hese findings raise important implications for school administrators and policy
makers. As education reforms continue across Nigeria, particular attention must be given
to creating structured, consistent, and equitable reward systems that combine recognition,
opportunity, and compensation. The results of this study point to a need for more
transparent promotion policies, performance-based bonuses, and non-cash incentives that

validate effort and success. Echoing the conclusions of scholars that a well-designed
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reward system will not only boost teachers’ morale but also raise the standard of teaching

and learning in senior secondary schools®.

The findings from Research Question Three reveal a high level of professional
qualifications among senior secondary school teachers in Abeokuta Metropolis, with a
weighted mean of 3.39. The results indicate that a majority of teachers possess baseline
qualifications and relevant academic training for their current teaching roles ever,
there may still be gaps in professional certifications, continuous d @ent, and
broader teaching exposure. This aligns with findings of scholars ﬁ\emphasized that
while many Nigerian teachers have obtained formal qualiﬁu@, disparities exist in

participation in advanced professional develop d specialized training

opportunities'” 26, 6 er

The item with the highest level of agreem%’\bs that a large number of teachers (77%)
hold a teaching degree or subjec‘g—s&}t certification, with a strong mean of 3.73.
Similarly, a significant numbe&c&\ teachers (70.7%) indicated that their highest
educational qualification ié@vant to their teaching subject, with a mean of 3.60. This
supports the assertion\be by scholars that subject-area expertise is a strong determinant
of teachers’ (E)J@ ity and is a foundational requirement in most formal educational

systems'* é[t further affirms that the sampled teachers in Abeokuta are academically

equi 1% or the core instructional components of their jobs.

However, when asked about certification from professional teaching bodies, the responses
dropped noticeably. Only 54.5% strongly agreed they had such certifications, and the
mean score was 3.29, lower than for subject qualification. This reflects a critical
weakness in Nigeria’s teacher professionalization process, which has been criticized for

its poor enforcement and low subscription to teaching councils and associations. This
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finding reinforces what a scholar observed in which it was found that many teachers
operate without robust professional affiliations that could otherwise boost credibility,

access to career development, and adherence to pedagogical standards®.

Another area of moderate qualification involves participation in continuous professional
development, such as workshops, courses, or conferences. While 81.7% of teachers
agreed they engage in continuous professional development, the mean was *.14,
suggesting that although continuous professional development paﬂicipﬁ/@xists, its
regularity or quality may be inconsistent. This agrees with the findings of few scholars

who reported that continuous professional development progr@ in Nigerian schools

are often irregular, poorly funded, or lacking in conte ary relevance'®. Yet, the

necessity of continuous professional development Waintaining teacher competence
and instructional relevance in an evolving ed nal landscape is well-documented in

international research from Ontario and Fﬁ@”.

)

In terms of specialized trainin Q%ssroom management, the responses were slightly
better (M = 3.24), but stih@derate. This may be indicative of a reactive rather than
proactive approach t@agogical challenges, where teachers often rely on experience
rather than st@%d raining. Few scholars argue that classroom management is a core
skill for Sn%'uuing teaching efficacy, especially in public school settings where class sizes
are\o/% large and behavior issues are more frequent?'. Therefore, professional
development in this area should be systematically integrated into the teachers’ reward and

qualification systems.

Encouragingly, the study shows high teacher engagement in updating subject knowledge
(M = 3.40) and managing diverse learners (M = 3.41). These findings align with the

global shift towards inclusive and reflective teaching practices. Teachers with these
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characteristics are more likely to adapt to modern challenges such as curriculum reform,
differentiated learning, and learner diversity. These findings reflect the arguments made
by a scholar that productive teachers in present-day schools must not only master content

but also demonstrate professional agility and cultural competence'.

However, two items received relatively lower mean values mentoring of new teachers (M
= 3.07) and experience across multiple educational levels (M = 3.29). This s that
teacher leadership roles and broader exposure are not yet institutiona(z)@cross all
schools. Mentorship, in particular, is a powerful tool for developing the'aext generation of
teachers and maintaining institutional knowledge. Its moderate@ may reflect the lack
of structured mentorship policies, which mirrors so lars’ concern that many

Nigerian schools do not formalize such roles, leavi@arly—career teachers to navigate

O
challenges independently*. 6
P

In sum, the findings portray a teacp@(force with strong academic foundations but
moderate professional depth. Wh{&r\ofessional qualification to teach is not in question,
the need for systematic enﬁa@ment in areas such as certification, mentoring, and regular
professional develo }é is evident. This aligns with the broader narrative in this
literature tha@&s&n ble improvement in secondary education requires not only the
hiring of gfidlified teachers but also continuous investment in their professional growth? 2.
Clg{/rgﬂns gap will be key in aligning the education system of Abeokuta Metropolis,

Ogun State with national goals and global benchmarks.

Consequently, the result of the regression analysis showed no statistically significant
combined influence of teachers’ reward systems and professional qualifications on their
productivity in senior secondary schools in Abeokuta Metropolis. With an R value of

0.175 and R? of just 0.031, it implies that the combined contribution of these two
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variables accounts for only 3.1% of the variance observed in teachers’ productivity. This
is quite minimal and suggests that other variables outside reward systems and
qualifications may play a more substantial role in influencing productivity. The F-ratio of
0.269 and a p-value of 0.767 (p > 0.05) further support the conclusion that the

relationship is not statistically significant. Hence, the null hypothesis was retained.

This finding contrasts with earlier expectations built on theoretical assum like

Herzberg’s Two-Factor Theory, which posits that both intrinsic (e.g., pro sl growth

and qualifications) and extrinsic (e.g., pay, promotion) motiv, influence work

productivity?’. In theory, higher qualifications and a rewardin environment should
significantly enhance teachers’ performance. However ent data show that when

combined, these factors did not significantly predi@ac ers’ productivity, suggesting

that motivation and productivity among teac émght be more complex and context-

dependent. @
Q)

Similar results have been found S‘}her studies conducted in sub-Saharan Africa. For
example, a significant §t\$ revealed that despite teachers’ high qualifications,
productivity remaine}bmr when institutional support, professional autonomy, and
enabling env@ t3 were absent?®. The implication is that professional qualifications
and rewaréystems, while important, may not function effectively in isolation or even
tog%%without the synergy of other institutional factors such as supportive school

leadership, workload balance, and emotional wellbeing.

Also, the result of this study echoes the findings of a scholar who suggested that while
teachers’ qualifications and remuneration are significant predictors in theory, their
combined effect may be diluted by other systemic issues such as overcrowded classrooms,

poor infrastructure, or lack of autonomy®. In light of this, the result in Abeokuta
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Metropolis is not entirely surprising given that most public senior schools in Nigeria still

struggle with resource constraints, despite their teachers being relatively well qualified.

Moreover, the result of this study challenges policy assumptions that improving
qualification and providing basic rewards will directly boost teachers’ productivity. It
calls attention to the need for a broader system approach. For example, studies in Ontario
and Finland, which have consistently performed well in international teacher p vity
indices, emphasize not just qualifications and incentives, but contir&@n—sewice
training, peer collaboration, and teacher empowerment®®. These sysiems foster a culture

where professional autonomy and respect are just as as credentials or

compensation. QQ

The weak correlation found in this study may&é'@ggest a saturation effect—where
teachers who are already moderately rewa@dbd qualified no longer see these factors as
motivational triggers. Instead, thei.r,&hivity could be driven by other factors like
school culture, leadership, and g@lal teaching philosophy. This aligns with the Self-
Determination Theory, wﬁiﬁk@rgues that individuals are more motivated by internal

values like autonom gtedness, and purpose rather than external conditions once basic
needs are me(j\\'

Overa ile the educational qualifications and reward systems of teachers are
fouhhﬂional to professional standards and teacher welfare, this study reveals they may
not be sufficient by themselves in explaining differences in productivity. Policy makers
and school managers need to look beyond these variables to include less visible but
equally critical contributors like job satisfaction, teacher identity, school climate, and

student engagement strategies.
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Similarly, the regression coefficients for Hypothesis Two revealed no significant
individual contributions of either reward systems or professional qualifications to
teachers' productivity. Specifically, reward systems had a negative beta coefficient (f = -
0.055, p = 0.835), while professional qualifications had a slightly positive beta (f = 0.145,
p = 0.586), yet neither of these predictors reached statistical significance. These results

suggest that neither of the two variables independently exerts a significant inﬂwe on

productivity in the observed context. QQ

This finding is particularly interesting as it contradicts the pop iew in education
management literature that increasing remuneration or profess% evelopment directly
improves teachers’ productivity*>. The insignificance o -@: could imply either that
the available rewards are too minimal to make a mg@ningful difference or that teachers
have adapted to working in conditions Wher%&c motivators like passion, calling,

and student success matter more than for@entives.

Q)

The insignificance of academic q&%cations as a standalone predictor aligns with some
earlier studies that ques.ti& the direct link between certification and classroom
effectiveness. For ins\ge, some scholars argue that while qualification matters, what
often drives Q@t outcomes and productivity are qualities such as classroom
managem%pedagogical creativity, and commitment—factors not necessarily measured
by@%redentials”. In contexts like Nigeria, where many teachers already possess
relevant degrees but face logistical and structural challenges, qualifications alone might
not suffice. This result may also reflect the limitations of Nigeria’s reward system in
motivating teachers. As noted by scholars who found that even when teachers receive
allowances or recognition, if these rewards are not timely, fair, or consistent, they lose

their motivational power®. Thus, the negative coefficient for reward systems might reflect
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not an actual decrease in productivity, but rather teacher disillusionment with the way

rewards are administered.

On the other hand, the weak positive coefficient for professional qualifications suggests a
mild trend towards productivity, which may indicate that better qualified teachers do try
to engage more, but institutional bottlenecks may restrict the actual translation of
competence into productivity. This is consistent with findings that emph that
teaching skills and productivity improve only when qualifications ar(u/@wd with

professional autonomy, mentorship, and relevant resources. :&

Taken together, the absence of a statistically significant r@'v%inﬂuence in this study
might be highlighting the saturation or ceiling effect al@r discussed under Hypothesis
One. Teachers who are already qualified or rewarded may have reached a
motivational plateau unless challenged o:\@ﬂed differently. This may necessitate a
paradigm shift toward more holjs{&a f development frameworks that prioritize
motivation, emotional resilienca}&gamentoring, and meaningful recognition.

N
N

b

In conclusion, while rs’ reward systems and professional qualifications are
essential, the ﬁg@'&of this suggest they cannot independently account for differences in
teachers’ rog.mﬁvity. Thus, school administrators and policymakers should adopt a
broadf‘Q ort structure that includes motivation-enhancing strategies, work-life balance,
regulaf’ feedback, teacher involvement in decision-making, and inclusive school

leadership models.
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Chapter Five
Conclusion

This chapter focuses on the summary of findings, conclusions, recommendations (based

on the findings of the study), contribution to knowledge and the area of further research.

A

This study investigated the extent to which teachers’ reward @ s and

5.1 Summary of Findings

professional qualifications determine teachers’ productivity in senio;@c ary schools
within Abeokuta Metropolis, Ogun State. The rationale for th stemmed from a
growing concern about the low level of teacher motiv@ and the underwhelming
productivity of teachers in senior secondary schoolsgpite many of them holding
formal qualifications. Literature reviewed in Ch%% ne and Two suggested that while
reward systems and professional qualiﬁq@re commonly associated with teachers’
productivity, the relationship rema.iK’b*:plex and context-specific, requiring localized

S

studies such as this. Q/

Specifically, th :@ sought to assess the level of teachers' productivity, the
adequacy of teelcb{%reward systems, the extent of teachers’ professional qualifications,
and the ¢ m@ and relative influence of these independent variables on teachers’
productivity™ The instruments used (TRSPQSSS and TPSSS) were structured
qugwmaires developed based on related empirical literature and validated by experts in
educational measurement and evaluation. The study employed descriptive and inferential
statistical tools using SPSS to analyze responses gathered from 382 teachers and 20

school heads across senior secondary schools in Abeokuta Metropolis. Descriptive

statistics such as mean and standard deviation were used to answer the three research
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questions, while inferential statistics (multiple regression analysis) were used to test the

hypotheses. The findings were as follows:

Based on research question one assessing teachers’ productivity, results revealed a
high level of productivity among teachers, with notable strengths in areas such as
planning of lessons, student engagement, assessment practices, and students performance.
However, areas like integration of technology and diversity responsiveness s%cted
room for improvement. In research question two on reward systems, it nd that
teachers’ reward systems were only moderately adequate (overall r@ =2.89). While
salaries were rated high, extrinsic rewards like promotion, bon and material gifts
were poorly rated. On the other hand, intrinsic rewards suc sense of competence and
progress were better perceived but still had moderz@@quacy overall. In the area of
professional qualifications assessed in researc@sﬁon three, the study found that
teachers generally possessed moderate tm@rgvels of professional qualifications. Most
held relevant teaching degrees, regu\ pdated subject knowledge, and had experience

with diverse learners. Howevq‘g’?rmal mentoring and professional affiliations were

relatively lower. Q.Q\A

The stud)s&er investigated their combined influence on teachers’ productivity
and the r egim analysis showed that the combined influence of reward systems and
qualif@ns on productivity was not statistically significant (R? = 0.031, p = .767),
sug%ﬁing these two variables only accounted for about 3.1% of the variance in teachers’
productivity. The adjusted R? value of -0.083 indicated that the model did not improve
prediction over chance. These findings challenge the assumption that teachers’ reward
systems and professional qualifications alone can predict teachers’ productivity and
support the findings of scholars who argued that other factors such as school climate and

administrative support may be more critical. Furthermore, it later investigated whether
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there is a relative influence on teachers’ productivity. Similarly, neither teachers' reward
systems nor professional qualifications had a statistically significant independent
influence on teachers’ productivity (p > .05 for both), though professional qualifications
showed a weak positive relationship, reinforcing the conclusion that teachers’

productivity is multifactorial and cannot be explained by structural variables alone.

Overall, the study reinforces the complex interplay between teacher\k)vard
systems, professional qualifications and teachers' productivity. It adds Qody of
literature suggesting that while professional qualifications and argisystems are
necessary for teachers, they are not sufficient to drive teac productivity. The

implications are that schools and policymakers must adoElistic approach to teacher

motivation and productivity Q
5.2 Conclusion @rb

The findings from this study s % that while senior secondary school teachers
in Abeokuta Metropolis, Ogun\ﬁée exhibit high productivity levels, the systems
supporting and enhancing’@%roductively, namely, reward systems and professional
qualifications are no\@%ively driving productivity in a measurable way. Salaries
remain the s @orm of external motivation, but the lack of robust promotion

structures, Fbonus systems, and professional development opportunities limit broader
pe or@fge impact.

Additionally, professional qualifications, though mostly present, do not singularly
determine productivity levels, hinting at the need to explore other factors such as school
leadership, work environment, student behavior, and administrative support. In practical
terms, this implies that simply improving the professional qualifications of teachers or

ensuring regular salaries may not necessarily result in higher productivity. Teachers'
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reward systems must go beyond the surface and integrate a culture of respect, recognition,
autonomy, supportive leadership, and opportunities for continuous learning. The Nigerian
education system, particularly at the secondary level, must shift from a compliance-based
to a performance-driven model, where the quality of teaching and learning outcomes are

prioritized over mere paper qualifications and token rewards.

5.3 Recommendations Q\
Based on the findings of this study, the following recommendations are n@
1. School administrators should maintain and further enhance cuching practices.

This can be achieved through professional development progtams$,, peer collaboration, and

knowledge-sharing initiatives that sustain and improve @ers’ productivity.

2. Government and school management boa@rbﬁould improve the adequacy and
diversity of teachers’ reward systems, ir@ non-monetary rewards such as awards,
recognition ceremonies, flexible Woﬂ\' angements, and opportunities for autonomy. A
well-structured reward systemég%)ost morale, encourage commitment, and sustain

long-term productivity. .Q\A

3. Teachers Sh?% encouraged and sponsored to participate in regular professional
developm t(gbgrammes, including workshops, conferences, and postgraduate
certificatiog™ Continuous professional development will not only improve teachers’
ange and skills but also keep them abreast of modern teaching strategies and

educational trends.

4. Educational policymakers should review, update, and enforce existing policies on
teachers’ reward systems and professional qualification standards. This will require

ensuring consistency in implementation across all quarters, as well as establishing
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monitoring systems to address lapses. Such reforms will create an enabling environment

for teachers to perform optimally.

5. Schools should implement performance-based evaluation systems that go beyond paper
qualifications. These models should integrate multiple indicators such as student learning
outcomes, classroom practice, and teacher commitment when making decisions on
promotion, recognition, and reward. A comprehensive evaluation framework wil ensure

O

5.4 Contributions to Knowledge &

fairness and encourage professional growth.

1. This study provides updated data on the quali proﬁles and reward
perceptions of teachers, equipping educatlona@(e olders with evidence for
strategic initiatives. rb

2. The findings of this study are par% valuable for policymakers and school
administrators seeking to des xchers reward systems that are culturally
relevant and effective. &C’\

3. The study provide$ @%cal evidence showing that neither reward systems nor
professional qualifications alone guarantee high levels of productivity among
teache .’\s&challenges the assumption that teacher certification or incentives
aut@ltlcally translate into improved productivity and highlights the need to

\/@’gore additional factors influencing teachers' productivity.

4. By situating the findings within the realities of Abeokuta Metropolis, Ogun State,

it enriches the global discourse on teacher motivation with insights from a

developing-country context.
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5. This study draws attention to the gap between professional qualifications and
actual work productivity, prompting a re-evaluation of existing teacher

development and support policies.

5.5 Suggestions for Further Studies

This study highlights several areas where future research could be expanded. First, similar

A

investigations should be carried out in other local government areas and states to

determine whether the findings are consistent across different regions. Broadening the

K

geographical scope would provide a more comprehensive understanding of the

\\J

determinants of teachers’ productivity. In addition, future studies could incorporate other
-

variables such as workload, student behavior, leaders\hi)) style, school culture, and

-

community engagement. These factors may {fe(r} further insight into the complex
dynamics that influence teachers' productivity. A worthwhile approach would be the use

\
of qualitative research methods such as interviews, focus groups, or case studies. Such

AN

methods could provide richer, more nuanced perspectives on how teachers perceive
A\’
rewards and productivity beyond the limitations of numerical data. A longitudinal study is

N o\
also recommended, as it would allow researchers to track changes over time and capture

A

how teachers’ wliﬁcaﬁons, rewards systems, and productivity evolve and interact.
(\?

Finally, incorporéting the perspectives of school leaders, including principals and

~
management staff, could reveal important administrative and systemic factors that shape

»
teachers’ productivity.
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Appendix I 0
Q

Questionnaire
« M
Teachers’ Reward System and Professional Qualifications in Senior Secondary

Schools in Abeokuta Metropolis, O%l:n State, Nigeria (TRSPQSSS)

Dear Esteemed Respondent, @
Q)

This questionnaire is designed to elicit response for the completion of postgraduate
N
2,
research work with the above title. The researcher seeks your candid response. Be assured
AN QN
that your responses arevprivate and will be used strictly for academic and research

asN
purposes. Thank }Qu.

\U)
b Section A

~
Instruction
A4
Please, tick the space (V) provided in front of the option that best fit your responses to the

questions below

1. Gender: Male ( ) Female ( )

2. Age Range: Less than 30 years ( ) 31-40 years ( ) 41-50( )
Above 50 years ()
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This section contains items to collect informatio

Others ()

. Academic Qualification: NCE ( ) Bachelor Degree ( ) Master’s Degree ( )

Years of Experience: Less than 10 years ( ) 11-20 years ( ) 21-30 years ( )

Above 30 years ()

Section B

i

available components of reward system in seni

Metropolis, Ogun State. Please respond to
following scale;

A
N}
O

&

QQ

espondents to evaluate the

ndary school in Abeokuta

Always (A), Often (O), Sometlmes'(® Never (N)

\\

% ment in the tables below using the

Extrinsic Reward'ﬁ'&w often is this
available an@tory in your
school

Always

Often

Sometimes

Never

1. | Salary m

2. Pr m&Q)D

3. BQ@ES

4. | ‘.(lklrds and Certificate of Recognition

5 .\;Kllowances (leave, medical, transport,
housing)

6. | Access to Loans

7. | Materials Gifts
Intrinsic Rewards: How often do you
experience this in your teaching job?

8. | Sense of fulfillment

9. | Appreciation

10. | Freedom
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11. | Sense of Competence

12. | Positive Relationships

13. | Sense of Trust

14. | Sense of Progress

\
(9Q
A
O
%

QQ

Section D: Teachers’ Q ations

teachers' qualifications in senior seconda Is in Abeokuta Metropolis, Ogun State.

This section contains items to collect info from respondents on the level of
Please respond to the statement in the ta @ using the following scale;

Agree (SA), Agree (A), Disagree (D)\ trongly Disagree (SD)

Teachers’ Qualificationg-" 7 SA A |D SD
1. | I hold a teaching degree.ar Certification that qualifies me to
teach in my current ct area

2. | My highest level\ofleducation is relevant to the subject I
am currenthyteaching

3. | T have e‘ceﬁﬁ?’ca’don from a professional teaching
a

organi or association

4. |1 w@-&e official qualifications required for promotion or
\ Qy ncement in the teaching profession

5. regularly participate in professional development
activities such as workshops, conferences, or courses.

6. | I have received specialized training to improve my
classroom management techniques and overall teaching
practices

7. | I regularly update my subject knowledge through research
or additional studies.

8. | I have experience teaching students from diverse
backgrounds and varying learning needs.
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9. | I have taught at multiple educational levels and in multiple
educational environments

10.| I (have) serve(d) as a mentor or coach to new or less-
experienced teachers.

R

O
0,\(/
Q
O

Q
Appendix \11'7>Q

Questionnaire
PR o \ud
Teachers’ Productivity in Senior Secondary Schools in Abeokuta Metropolis, Ogun
State, Nigeria (TPSSS)

N\
&
Dear Esteemed Respondent,$

N

This questionnaire is designed to elicit response for the completion of postgraduate

L ]
- o

research work with the above title. The researcher seeks your candid response. Be assured
D g
that your responses are private and will be used strictly for academic and research

. 00O
purposes. Thank You.

Section A
Instruction

Please, tick the space (V) provided in front of the option that best fit your responses to the
questions below

1. Gender: Male ( ) Female ( )
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2. Age Range: Less than 30 years ( ) 31-40 years ( ) 41-50( ) Above 50 years ()

3. Academic Qualification: NCE ( ) Bachelor Degree ( ) Master’s Degree ( )
Others ()

4. Years of Experience: Less than 10 years ( ) 11-20 years ( ) 21-30 years ( )

Q
S
S
N

QQ

SECTION B Q

productivity among senior secondary sch chers in Abeokuta Metropolis, Ogun State.
Please respond to the statement in tl.’l es below using the following scale;

Always (A), Often (O), Sometimes (9 and Never (N)
PAN

This section contains items to collect iné@?@n from respondents on the level of job

Items : My teachers; * \) Always | Often | Sometimes | Never

1. prepare lesson l% equately and
ahead of time\S

2. | use innovative teaching methods to

enhan(e. s’éde t learning

3. inErp\na?evthe use of technology to

e the learning process

4. 1§ interactive classroom activities
\, at sustain student interest and

attention

5. | maintain discipline and classroom
control effectively

6. | encourage students to take part in co-
curricular activities and other school
programmes

7. | evaluate students' progress using a

variety of assessment methods
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8. keep accurate continuous assessment
records

9. | provide timely and constructive
feedback on students' performance

10. | produce students with consistently
improving academic performance in
internal assessments

11. | students put visible effort into their
assignments and projects

12. | instructional practices lead to strong
student outcomes in national and

Q
standardized exams P Q

A. Personal Data

Bio-data
2
e Name: Mercy Oreoluwa ODUYALE @%

Lead City University, Ibadan, Oyo State
greatmercyism@gmail.com (_;\\'
08055386006 @

e Date of Birth: 20th J 2000
e Nationality: Niger'zﬁgun State
e Marital Sta §§og
e Name oﬁgﬁf Kin: Mr Adetayo Opeoluwa ODUYALE

o Ad Next of Kin: Olabisi Onabanjo University, Ago Iwoye, Ogun State.
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