CHAPTER ONE
INTRODUCTION
BACKGROUND OF THE STUDY
Teaching is a profession that is expected to be accorded the most deserved recognition as an established profession of comparable standing to other established profession such as medicine, law, sociology, accounting, banking, administration, geography among others.
		Teaching also consists of stimulating others to attend, observe, associate, learn, remember and reason as well to measure accurately the efforts of teaching, learning activities in the learners. For teaching to take place, teacher must be teaching learner and curriculum in some place and sometime.
The profession is a calling requiring specialized knowledge and involving often long intensive academic preparations (Nwosu, 2019). The profession is recognized with the aspect of expertise, self-determination and public appreciation. The professional standing of teaching in Nigeria in the generic, symbolic and ideological senses is a process by which total efforts are put towards imparting knowledge to the students. This implies that for teaching effectiveness, there must be a teaching performance by which their needs are to be met. Getzel and Cuba (2015) in Oyedeji (2016) claimed that when the needs agree with the organization’s needs, this is satisfaction. This is referred to as psychological or sociological dimensions. 
This has been maintained that each person or individual has a particular role to play with the unique style of his own personality. The first things that will attract a worker to an organization are the condition of services or welfare package. Therefore, teachers expect certain needs to be met as part of their working conditions. Some of these incentives are wages and salaries, promotion, bonus recognition and respect for teaching, welfare package for staff development scheme and office accommodation are significantly related to teaching effectiveness. 
However, when all these incentives are not provided to the teachers, they are bound to go frequent strikes, petitions and protest. There is still much desire to be considered with the profession. Obviously, teacher’s satisfaction is a surest way of achieving improvement in academic and teaching profession. In fact, their performance needs to be improved.
STATEMENT OF THE PROBLEM
Education is very important in our society and despite the vital roles played by teachers in our day today activities, teacher are still confronted with a lot of problems which include the following; irregular Payment of salaries, lack of conducive environment, lack of adequate allowances, delay in payment of leave bonuses among others. It has been discovered that most teachers in the private sector usually use the private schools as stepping stone to their teaching carrier and thereby usually grossly cross to other public sector of teaching when given the opportunity. This will consequentially lead to inconsistence of teachers which means that the private sector would always continue to search for new teachers which may affect the effectiveness of teaching in this sector. The question here is why these massive crossing? Perhaps, it may be as a result of poor remuneration of teachers working in the private sector. This study however, will focus on the impact of job motivation as a tool for effective teaching in private primary schools in Ilorin metropolis. A comparison will also be made on the views of heads of schools (head masters or mistress) in terms of teachers’ performance with the aim of searching out how job motivation affects the performance of teachers. 
PURPOSE OF THE STUDY 
The purpose of this study is to identify and examine the impact of job motivation as a tool for effective teaching in private primary schools in Ilorin metropolis. More so, this study will shed more light on the driving forces that stimulate the performance of an individual particularly some factors that can motivate teachers in order to be more effective and efficient in their teaching profession. This research work will seem not complete without identifying the issue of teacher as perceived by both the students and the public respectively. It will also help to ascertain the characters of good and sound teachers and go further to elaborate on the causes of poor performance in the day – day running of the teaching profession.
RESEARCH QUESTIONS 
I. What is the level of teacher`s motivation in private junior secondary school in Ilorin West Local Government?
II. What is the level of teacher effectiveness in private junior secondary school in Ilorin West Local Government?
III. What is the relationship between motivation and teacher’s effectiveness in Ilorin West Local Government?
RESEARCH HYPOTHESES
HO1: There is no significant motivation of teachers teaching in private junior secondary school in Ilorin West Local Government Area.
HO2: There is no significant effectiveness of teachers teaching in private junior secondary school in Ilorin West Local Government.
HO3: There is no significant difference between teachers’ motivation and teachers’ effectiveness in private junior secondary school in Ilorin West Local Government Area.
SIGNIFICANT OF THE STUDY 
The study of this nature is important at this moment in Nigeria, nascent democracy, where by the government are expected to meet the needs of the teachers to ensure excellent performance of their duties to attain the leisure educational goals. The findings would provide sufficient information on the social or professional position of teacher’s relevance and improvement Professional body, Nigeria Union of Teacher (NUT) would be able to use the findings to prepare a note or record for future use on the needs for teacher’s special incentives which must be given to them. The study will also guide the government to take urgent decision on the welfare of the teacher if their laudable programme on education would be realized. Also, notable individual, professional political would be guided on their utterances towards the unfit conditions of services in Nigerian educational sector; others may use the findings to put pressure on the government on the need to improve job motivation in education system. 
LIMITATION OF THE STUDY
This study focuses on the impacts of job motivation as a tool for effective teaching in private primary schools in Ilorin metropolis of Kwara State used as sample for the whole schools in Ilorin, Kwara State. The schools are 
United Five Ways junior Secondary School, Adewole, Ilorin.
Federal Staff School Junior Secondary School, Adewole, Ilorin.
Socraties College Junior Secondary
Ilorin Comphrensive High School Ilorin Kwara State.
Model Junior Secondary School Ilorin
Al-Hiklas Junior Secondary School
Oluwatoyin Junior Secondary
Swot College Junior Secondary School Ilorin Kwara State
Unilorin Junior Secondary School Mini Campus
Iqrah College Junior Secondary School
DEFINITION OF OPERATIONAL TERMS
The following terms are being defined in the context of the study.
Motivation: is the push behind behavior that direct action towards the achievement of certain goals. It refers to the internal conditions that arouse sustain and direct behavior in response to situation and object in the environment. 
Tool: is a device that can be used to produce an item or achieve a task but that is not consumed in the process. 
Teaching: it consists of stimulating others to attend, observe, associate, learn, remember and reason as well as to measure accurately the effort of teaching learning activities in the learners. 
Profession: a Profession is an occupation that requires specialized knowledge and demands from its members as a prolonged training and probate in its specialized training and probate in its specialized field thereby guaranteeing the individual practitioner the performance of unique service or function.
CHAPTER TWO
REVIEW OF RELATED LITERATURE
The relevant literatures on the problems of the study are presented in this chapter. This enables the study to take account of previous studies and findings by various scholars or authors. The review is organized under the following sub-headings 
· Factors responsible for teachers’ achievement as a measure of academic’s standard 
· Forms of motivation 
· Theories of motivation 
· Empirical studies on teachers’ incentive 
· Summary of reviewed literature 
Every organization urges to meet workers need is a basic issue that aim at attaining certain establishment goals. The teacher’s effective performance needs to be encouraged in actualizing the predetermined aims and objectives of the organization.
		The importance of job motivation of 	workers to organizational goals led to a lot of research most especially in business, personnel management and in the area of industrial settings. In Nigeria, as well as other developing countries of the world, teaching is the most vital and strategic profession for national development. This is because teaching is that important activity which makes possible the acquisition of knowledge and skills that brings about the mark of an educated and useful person in the society. It can be clearly seen that without well trained teachers and effective teaching, there will be no dignitaries such as Doctors (physician), Lawyers and Engineers in our society. Nigeria as experienced a tremendous amount of expansion in her educational life through the establishment of a vast number of schools. The importance of teachers to this expansion in the country is not small in terms of measurement since they are the center of all educational productivities. In facts one the measures of the degree of development of a nation is the land of literacy and acquisition of technical skills, “The teacher a vital utility of the nation”. Therefore, the teachers should be given proper training as well as being motivated sufficiently to increase their productivity and efficiencies.
		The Dictionary of sociology by fair child, (2020), defines motivation as the process of initiating conscious and purposeful action and elaborated further that it is “The process of supplying an incentive, adequate to induce deliberate and purposeful action”. Hence, it is expected that a motivated employee would surely perform is function and contribute effectively and efficiently to the goals of the firm. A firm that motivates its labor forces get its aim and objective with less cost, greater production efficiency and greater human satisfaction.
Oyedeji, (2020) opined that motivation is a key part of administration hence it may be referred to as tool of management and is essential to goal achievement. The Jamaica Employers Federation (JEF) recently called for a pay for performance scheme to improve the quality of teaching in Jamaica and ultimately, the quality of employees entering the work force. As reported in the Sunday Gleaner of August 5, this scheme would be part of a larger strategy that would also include the recruitment of foreign teacher to replace those who are not performing to standard. 
The call for performance-based pay for teachers is as a result of the very poor performance Jamaican students in National Examination such as the CX and the JEF`s concerns about the quality of the students who enter the work force. This call for performance-based pay for teachers has been made before in Jamaica as well as in other countries such as the U.S.A and the Australia, by business persons, politicians and educators, such schemes have also been implanted and are now being watched very carefully.
In addition, performance- based pay has the ring of convention wisdom, it is based on a managerial approach to evaluation and compensation assumes that the teacher is the sole influence on the academic performance of students that teaching is a solo act and the academic achievement and test scores are the only outcomes of education. It is also assuming that there is one-to-one relationship between the task to be rewarded (teaching) and the outcome to be measured (students’ exam scores). Those, who are familiar with teaching, know that this is rarely the case. It can also be seen that teachers need financial incentive in order to teach well and will magically improve their teaching arid their subject matter knowledge once they know that they will be rewarded with a bonus at the end of the year.
Factors Responsible for Teachers’ Achievement as a Measure of Academic Standard 
The factors that are responsible for teacher’s achievement as a measure of academic standard are:- 
· Teachers Quality 
· Continue to learn 
· Availability of teaching materials and resources 
· Teachers’ student ratio
· Conducive environment
TEACHER’S QUALITY
Teacher’s quality is what boosts student achievement. Research shows that teacher’s quality is the single most important factor that influences learning outcomes even when student socio-economic status is taken into account so as to struggle to find solution to the problems of student’s achievement, we need to think clearly about what contributes to teaching quality and how to develop the quality teacher. Therefore, how can we help all or most of our children to learn? A good teacher education programme is a good start but it is only a start and much more in needed after college to create quality teachers. 
Newly qualified teacher’s introduction to teaching at the school site is an important aspect of socialization into the teaching profession and has a significant effect on how teachers develop. Without a well-planned induction programme, the newly qualified teacher can actually decline incompetence picking up qualities that are not conducive to good teaching and student learning. 
No matter how good the initial teacher education programme is, its effects will not be very lasting unless there is this induction at the school. Without monitoring and guidance from an experienced and competent teacher and without standards of teaching that act as a framework for teaching, the newly qualified teacher can easily become overwhelmed with the task, and revert. To pattern of teaching picked up from his/her own grade school teachers. It is at this point of the teacher’s development that we see the genesis of traditional teaching.
Continue To Learn 
Teachers continue to learn to teach after initial qualification during their first teaching assignment and what is learned can be good or bad. The lack of provision for the newly qualified teacher to continue to learn, to teach at the school is a serious gap in our system of teacher education and in our teacher education policy. We often make mistake of thinking that the new teacher has learned all is to be known. So, there is little provision for the required follow up after college and the introduction into teaching that research has shown to be significant to the development of quality teaching and to teacher’s satisfaction. This professional development in the form of induction and the mentoring and guidance that accompany it are important aspects of work place conditions that contribute to the development of quality teaching.
Availability of Teaching Material and Resources 
Another aspect of work place condition which has an impact on the quality teaching is the availability of teaching material and resources. Teachers cannot teach effectively with just the chalk and the chalkboard, they have to respect ideas to diverse student and this requires instructional materials which are particularly needed when there are more than 40, 50 and 60 students in a class. 
Teacher- Student Ratio 
This affect student learning outcomes opportunities for teachers to continue learning through shared talk, joint work other teachers and to conduct research on subject matter that are also critical aspect of work place conditions. 
Conducive Environment 
We cannot talk about developing quality without considering these critical work place conditions. These conditions have been shown to be related not only to teacher’s satisfaction and teacher’s retention in countries such as the U.S.A, the U.K and Australia. The teacher’s salaries are also an important part of work place conditions. If we are going to talk about additional expenditure to boost student performance through teacher’s performance, we should take a look at the salaries. Elements and implementation tips help schools create effective performance pay-systems. In this view “compensation reform is critical to the recruitment and retention of effective teachers, especially for those districts and schools that serve our most disadvantage students’’. The design elements and implementation tips are: 
· Ongoing, job embedded professional development 
· Performance base compensation 
· Evaluation based on professional standards
· Career advancement opportunities 
Forms of Motivation
	What 	motivates varies from 	individual and 	from organization to organization. What motivate employees towards greater productivity can either be:
· Financial incentives 
· Non- financial incentives
Financial Incentive  
Money is an important incentive in the society because it represents the power to save and the power to spend, but things that people value, thus providing a psychological life through the acquisition of economic goal (Tobes, 2018), furthermore Leighton and Lambo (2013) recognized that money is necessary in satisfying the demand of the society as define by our cultural value, financial incentives include; 
Bonuses: They are monetary reward declared by the firm to its workers in order to induce them perform better in Nigeria, they include end of the year bonuses. 
a) Commission: They are bonuses to workers of certain firm in order for them to increase their performance. It is based on the principle of personal appraisal i.e., the more work the bonus or pay
b) Salaries and Wages: increase or adjustment in pay structure must be done to reflect the current inflationary trend if the pay is to be motivating. Hence, it has been recommended that further pay exchange rate on or fixed to the exchange rate of Naira to the Dollar or Pound Sterling.
Non-Financial incentives
Non-financial incentive includes;
Fear- Motivation: This is done by planting fear in the mind of workers through threat or punishment, loss of status, loss of job or dismissed to employees who do not confirm to lay down rules and regulations and based on his workers. Motivation is one of the oldest and perhaps the most widely used for motivating employees fear motivates subordinate to work harder and produce more goods and services. It is equally assumed that people would work best when they are forced into a situation in which they must produce or be punished (Husa, 2017).
Recognition/ Appreciation of Results Achieved: Among this, is a regular promotion of teachers/employees based on adequate personnel assessment scheme e.g., employees are promoted after meeting certain established standard or a letter of commendation written in appreciation of their efforts. It is also termed advancement motivation.
Support of Informal Groups: Employees in the organization under different bases or reasons relate with each other inter-personal relationship. The products of these are: Trade, Union, Co-operative society, Religion and Ethnic Associations among others. These bodies are not part of the formal organizations but their activities run concurrently and complement the efforts of the form of organization. Teachers and workers are happy and motivated when their bodies are recognized and supported by the parent organization. Employees are happy and encouraged when they bargain their wages and salaries with management (through their representatives the trade union) through the collective bargaining process called Affiliation motivation. 
Training and Development: Training is a short-term educational process utilizing a systematic and organized procedure by which non- managerial personnel gain technical knowledge and skills for a particular purpose. Development is a long-term educational process utilizing a systematic and organized procedure by which a managerial knowledge for general purpose. The fundamental differences between two is that training is for a specific skill while development is for general ability, hence the emphasis on conceptual skill and theoretical knowledge. 
Job Employment, Enrichment and Rotation: Job enlargement involve giving employees a number of duties to perform rather than just one simple task authority is increased in relation to responsibility. Job enrichment involves giving workers more responsibilities other than his 	area of specialization and recognition for the employees own work. Job is made more meaningful without more authority. Authority is still vertical to avoid boredom on employees’ duties can be changed regularly job rotation. All these techniques motivate workers to perform their work effectively and efficiently because job rotation fight against job fatigue. 
Condition of Employment: Job security pension and gravity, job insurance scheme, accident and sick benefits are some of the factors that can be used to motivate workers. Also, provision of physical/factory act which stipulate physical condition under which employees could work. The physical condition includes: Cleanliness, Overcrowding, Temperature, Ventilation, Lighting, First Aid, Fire precaution, Sanitary Convenience dangerous machinery among others.
Welfare Package: the provision of staff canteen, social and recreational facilities, Staff Housing, Staff Buses (transportation), loan, long service award, legal aid, house allowances, cart allowances among others. Goes a long way to motivate teaching in order to perform their duties effectively and efficiently. Teachers working with the above-named facilities have rest of mind and satisfying mind hence, they become more productive. 
THEORIES OF MOTIVATION 
Motivation on study has always been of essential concern to the public without effective workers organizational goal to be attained is not possible. In identification of this, by Theraut (2018) observed that is the inner driver that activate or more an individual to action. It could be seen as a process answering enthusiasm in individual so that he can perform his duties with pleasure and high interest in pursuance of the organization and his personal goals, Oyedeji (2020). 
Motivation is a key part of administration hence it may be referred to as tool of management and is essential to goal achievement. The definition of motivation has led to some difficulties as psychologist view it from different perspectives. It refers to the drive or intrinsic force within the human organism that makes him wants to contribute action towards the achievement of an organizational goal. It deals with the inner forces physical and psychological, conscious and subconscious and to meet basic needs and establish state of equilibrium. Atkinson (2009) recognized the components of motivation:
1. The canalling of behavior by providing goal orientation for the individual
1. The sustenance and maintenance of behavior already activate
1. The energizing of human behavior.
Although motivation is not only influencing factor of people performance, it is also basic fundamental to organizational productivity and management that several theories have been put forward on it. The theories as observed by Stoner (2001) and Miskel, (2002) are:
Consent Theories: This theory examines motivation from the view of what needs people try to make satisfy, reduce or fulfill. This means the satisfaction, reduction or fulfillment of these impels into action.
Process Theories: It concerns with what kind of goals can make workers to be motivated. Here, needs are to be considered through they are only the elements of individual in the process. Others that are associated with this approach are; expectancy and violence. Workers will also do more if they see high probability that high performance will lead to outcomes and if they view such outcomes to be on a balance positively related to them. Individual workers motivation may be as a result of the actual or perceived rewards available to him for accomplishing some goals i.e expectancy is the result or expected outcome of individual’s behavior. Valence shows how strong the preference for the expected outcome is.
1. Re-enforcement Theories: The re-enforcement method is traceable to skinner and his operant conditioning. He argues specifically that positive reinforcement is better than negative reinforcement. Skinner believed that all behavior is as a result of stimulus. Managers, 
who praise, encourage and prompt assistance in solving problem. This is concerned with how the consequences of the past behavior can influence the future ones while some behaviors are pleasant outcomes. Others that do not bring such are preferred.
Maslow’s Theory of Hierarchy of needs greater attention 1and wider application than any other one.
	Maslow 2000 categorized human needs into five different levels thus:
1. Psychological Needs:  These main needs are to satisfy hunger, shelter, water, food, sleepiness and sexual desired. They are proponent needs.
1. Safety Needs: This emerges when the psychological needs are gratified. It deals with buying life insurance, looking for a job with tenure and economic security. 
1. Social Needs: Social clubs could be encouraged in the organization. These are need for love, feelings of affection belonging and contact.
1. Esteem Needs: This is the desire for self-respect and respect for others. Satisfaction of esteem needs leads to self-confidence and a feeling of worth.
1. Self-Actualization needs: This is the need to do what one wants to do. It includes the need to realize one’s potentials, self-fulfilled and to grow.
When one need is met, individual moves top to the next higher level in order. The need is proponent it therefore tends to motivate.
Hartsburg two-factor theory
Hartsburg, (2000) researched into the elements of job that make workers either happy or unhappy. In his findings, he proposed a two-factor theory which examined the impact of job on workers dissatisfaction and satisfaction.
1. Satisfies or Motivation Factor.  
1. Dissatisfies or Hygiene Factor.
The hygiene factor includes policy and administration, supervisor relationship with supervisor relationship with other workers working condition, salary and job security and relationship with subordinates. Although, employees are not necessarily satisfied when these factors are there, their absence results in job dissatisfaction and low job performance, on the other hand, satisfies or motivational factors are tied to motivate workers so that they can perform effectively on their job satisfactorily. Such item includes as work itself, responsibilities, growth, achievement, recognition opportunities, advancement and they satisfy higher needs. The absence of the factors does not necessarily make employee dissatisfaction but will not lead to increase performance.
As Maslow’s Hierarchy of needs satisfiers correspond with higher hierarchy of needs while hygiene factors are related to the lower order of needs, it is very essential that the school manager should try as much as possible to prevent teachers’ satisfaction. Despite of this, if workers are to work more than their minimum requirement or to cause an improvement on their present level of performance, satisfiers should also be recognized with as the real motivators these include; recognition opportunities, personal growth, achievement, advancement opportunities and duty’s delegation. In the study, teachers were required to respond to these factors of performance.
Vroom’s Expectancy Valence Theory.
This theory posited that people will be motivated to do things to achieve some goals to the extent that expect that certain actions on their part will help them to achieve the goal. It reveals how individuals make choices, which are controlled by cognitive and affective component of this environment.
According to Casio and Award (2004) they viewed valence expectance and instrumentality as the basic variables to the theory. Valence simply means the attitude a person has toward an outcome. Expectancy is the belief that a given act will probably follow by an outcome. On the long run, instrumentality means the perception of how strongly a first level outcome is affiliate with the second level.
Edward and Madler (2002), this theory has three basic assumptions on the cause of behavior in organization. They include;
1. Decisions are made by individuals on working hard how to behave in such as regarded to performing this job. 
1. Individuals are tended in behaving as ways that leads to reward and escape ways that lead to punishment.
1. Individual behavior is determined by the forces in the environment. Forces in the individuals are their needs and affections which have been formed from past experiences.
	Vroom’s theory has a 	greater 	implication to education. If compensation and recognition of labor hard is not there, then the standard of education falls. One of things that motivate teacher is promotion. For example, promotion is supposed to be the rewards positively on hard work. However, when teacher are needed to be put into consideration they are usually given to exemplary performance when teachers are to be promoted. Teachers who are due for promotion are always humped together for promotion.
Empirical Studies on teacher’s Incentive 
Motivation has been major concern in the field of education management. It has been on reflection in one’s attitudinal characteristics to any given job. For instance, teachers who are not adequately motivated may not perform well. However, there are different categories of teachers for different motivating factors. Ikubajo, (2020), he recognized up to seven motivational factors that are pertinent to the level of satisfaction of selected teachers in private primary school in Ilorin metropolis Kwara state. These are known as personal incentives, organizational structure, promotion, supervisor or leadership, job design, physical environment and work groups. The researcher agreed on relationship between motivation and satisfaction of job.
Furthermore, Adeshina, (2013) confirmed that problem of promotion, substandard of payment, bad condition of service lack of encouragement and poor public image protected motivation within the teaching profession. Awoyemi, (2014), discovered that;
1. Female teachers were motivated by job esteem.
1. Male and female teachers were motivated by job security.
Ajibade (2014), she concluded this in her study that motivation effect on job satisfaction, she affirmed that good staff welfare scheme will improve efficiency.
Fagbamiye (2003), find out that motivation of the university teachers helps in his study to be more productive. He went on by finding out that rewards are in different forms but that university teacher salary and condition of service did not keep pace with those of employees in the other sectors and that they were not satisfied with their remuneration and condition of service.
More so, other researchers in similar with motivation categories include the work of Ozigi (2012) Olisa (2013) Ubeku (2018) and Jones and Mathone (2014) among other. With all these studies confirmed that motivation brings an increase workers job satisfaction and productivity.
Studies of Incentives Motivational Strategy
The fact has revealed itself in the sense that priority of any organization is by trying to motivate employees to make them produce the best of their capacity and abilities; this focuses attention on the different managerial strategies for enhancing motivation in a work organization.
All the studies carried out in the area of motivation showed that the uses of management inducements by workers are more effective way of making workers to produce more, incentives in form of promotion in the form of money as workers payment, bonus commendations and other necessary allowances induce them to function well in the bid to help organization grow and works produce.
Taylor’s recommendation stated that:
When gang bosses and man develop faster than when new positions open for them, management should find their position in other works either with better pay or larger opportunities. No man should expect promotion until he has trained his successor to take place (Taylor’s).
In his wide exposition of the scientific management, Taylor (2014), laid down five objectives that are tending to increase the efficiency of the productive processes. He viewed the principles thus:
Success must be highly paid; Taylor supported strongly in his beliefs that a worker that is able to achieve his task will be guaranteed in large payment.
1. First class should be property selected systematically among worker. So that the individual with the best attitude and training will be medaled with the appropriate job.
1. He also advocated that his own on the part of a worker is a serious failure to attain a task given to him. 
1. Good standard conditions: this stated that cooperation with him to ensure effectiveness. It means that for every full work to be given, each workers task should call for and this standardized condition should be given to each workers and appliances as how he will enable him to achieve his task with certainty. He believed strongly in the style of giving each worker their portion in assigning accomplishable task to them.
1. Divide the work to be sure that activities, such as planning, organizing, directly and controlling are the sole responsibility of management rather than individuals.
The task should be planned carefully and not be vague nor indefinite, but not easily accomplished. When Taylor carried out his experiments in the area of time off, he brought about financial incremental rate incentives for hardworking employees. He then stated that, any highly paid employees should work to the utmost capacity to justify the pay he earned.
In incentive motivation model, according to Skinner (2018) reviewed that: 
Human behavior depends largely on spirant conditioning and is therefore shaped by the environment the organism must operate on environment by performing an in order to receive the rewards and behavior that is rewarded will continue. Skinner has some under-stone assumptions when he proposed his theory, some of these are:
1. Behavioral is determined and maintained by its consequences of reinforce. 
1. Behavioral scientists have to examine proper the relationship between man and his immediate environment. 
   Smith, he believed that in his own economic conceptualization of man people worked primarily on organization for money. His belief was that, people were less concerned about social feelings and are motivated to only thing that give the greatest reward. Taylor’s concepts of the economic nature of workers agreed with smiths’ assumptions when he came out with these:
1. They are inherently shifters and lazy. They will only respond when tipped money.
1. Workers are primarily motivated by money. 
However, both incentives and coercive motivational have a common assumption that only work that is given to subordinates has to be supervised closely and follow up by the supervisors.  If a reasonable level of performance is expected to be achieved by the managers, their activities need to be planned and controlled. 
The research of the Mayo’s work, (2014) at the Hawthorn plant in USA showed that work is a group activity which discovered the survival and the social needs of an individual in the group for the desired of productive behavior from employee to be gotten, incentives can be used. During the course of study, mayo observed that inceptives pay schemes had not succeeded in increasing work or decreasing turn over in the department. Therefore, money incentive had not proved effectives psychic rewards work. All these studies have revealed that such policy produce several salutary effects. It brings the change to increase promotions of both managers and subordinates. It is discovered that individuals district in values they march to particular circumstances and outcomes, therefore they are likely to be motivated distinguish by specific rewards. It helps to minimize distortions and lack of continuities that occur when outsiders fill located positions. Recommendations in truth increase the perception of organization privilege of emphasizing promotion from within and by stimulating inward promotions and replacement.
    Before Fredrick al Taylor, people do not have any objectives techniques in determining how a job should be done faster. Managers were made to the use of their past experiences as a lead or guide. Taylor came with a solution to break down the work that should be done in one way to time the remaining motions in order to arrive of expected rate production.
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CHAPTER THREE                
                                   RESEARCH METHODOLOGY
This chapter deals with the procedure and the methods used in collecting data and other relevant information that required in the study the chapter was discussed the following headings.
Research Design
The research design used in this study is the descriptive survey with emphases on correlation of variables. According to Best (2000) described the descriptive survey as research to obtain the opinions of a representative sample of a target population so as to infer the perception or views of the entire population. Therefore, the descriptive research represents an attempt to provide an accurate description or picture of a particular situation or phenomena at one or more points in time. Akwezuilo and Agu, (2000) stated that survey research is one in which a group of people or items is studied by collecting and analyzing data from only a few people or items considered to be the representative of the entire group. 
Population of the Study
	The population of the study is made up of some selected teachers in private junior secondary schools in Ilorin West Local Government Area of Kwara State.


Sample and Sampling Techniques
The sampling techniques used in this study was simple random sampling which out of one hundred schools in Ilorin metropolis of Kwara state ten (10) primary schools were selected for a purpose of the study. In each school, ten (10) teachers were selected randomly which made up of the total number of one hundred (100) teachers to be used for the research. The ten (10) schools which were used by the researchers are as follows:
1. Five Ways junior Secondary School, Adewole, Ilorin.
2. Federal Staff School Junior Secondary School, Adewole, Ilorin.
3. Socraties College Junior Secondary
4. Ilorin Comphrensive High School Ilorin Kwara State.
5. Model Junior Secondary School Ilorin
6. Al-Hiklas Junior Secondary School
7. Oluwatoyin Junior Secondary
8. Swot College Junior Secondary School Ilorin Kwara State
9. Unilorin Junior Secondary School Mini Campus
10. Iqrah College Junior Secondary School
Research Instrument
The type of research instrument used for this study was the questionnaire, two types of questionnaires were used, one for the principals and the other one for teachers. The principal questionnaire was built job performance scale. This was a twenty scale which was edited version of Annual Performance Education Report [APER] for teachers on Grade level 07 above in Kwara state teaching service. The statement was fashioned and administered to know the degree of teachers’ efficiency and effectiveness.
The teachers were based on “job motivation factor scale”. It comprised of 30 items depicted in order to elicit teacher responses on the job incentives and to determine the level to which such sources of teachers’ performance contributed. The questions were scheduled purposely to find out relevant information about respondents, their work, marital status, gender, length of service (year of employment) and how far the teachers were 	affected in the performance of their responsibilities through six job incentive factors (that is salaries and wages, supervisory leadership styles welfare package, nature of work and interpersonal relation of coworker’s promotion prospects).
Each instrument had two sections, A and B, section A, which was the sources on their work while section B, was all about the personal data or information of the respondents. 
The teachers’ questionnaire comprised the sex, age, gender, marital status, teaching experiences and qualification or his subordinates and composition of the school, while section B comprised the job effectiveness and efficiency of their subordinates (teachers).


Validity of the instrument
The final and approval copy of the instrument would be subjected to both inferential and descriptive statistics which are well analyzed statistically by the researcher using the Pearson Product Movement Correlation Coefficient was used to calculate correlation between the incentive and performance for teachers.
Reliability of Instrument
Instrument is said to be reliable if its measures consistently under varying conditions and at differently times a person’s performance or trait. A pilot study was carried out before the self-developed questionnaire was administered on forty randomly selected the administration of the questionnaire was repeated after four weeks intervals. The responses were scored and Pearson product moment correlation coefficient was adopted. The reliability was 0.76 and this was considered high enough.  
Administration of the instrument
The researcher adopted the personal distribution of the questionnaire to the respondents. Each section of the questions on the questionnaire was explained adequately to the respondents so as to get right responses for them. 
Data Analysis Techniques
The T-Test Statistics will be adopted to evaluate the variables since the data is parametric, which is the basis of testing the relevant hypotheses. Percentages and frequencies will also be used to analyze characteristics of respondents. A cut-off mean of 2.50 will be used to answer research questions since a 4 point “Lickert-Summated Rating Scale” which ranged from 1 (Strongly Disagree) to 4 (Strongly Agree) will be used for the study. Based on this; an item and variable which have mean less than the cut-off mean shall be judged not to affected by child abuse.







CHAPTER FOUR
RESULT AND DISCUSSION
This research work titled the impact of job motivation as a tool for effective teaching in private primary schools in Ilorin metropolis, sampled one hundred (100) private school teachers. The analysis was presented in sections. Section one presented the bio-data variable distribution of the respondents’ opinion, section two answers three research questions as opinions to the items in the instruments, while section three tested the three (3) formulated null hypotheses. 
Presentation and Analysis of Respondents’ Bio-Data 
This section of the research work has the result of analysis under taken on the respondents’ bio-data contained in the questionnaire. These were clearly expressed in tabulated form showing the items understudy in percentage (%).
Table 1: shows the distribution of questionnaires to the respondents
	Questionnaire
	Number of respondents
	Percentage

	Completed
	95
	95%

	Not completed
	05
	05%

	Total
	100
	100%


Source: research survey (2024)
Comment: The table above showed that 95 copies of questionnaires distributed to the respondents were all completed while 05 were returned incomplete.
Table 2: shows the respondents distribution by sex
	Sex
	Number of Respondents
	Percentage

	Male
	35
	35%

	Female
	65
	65%

	Total
	100
	100%


Source: research survey (2024)
Comment: Table 2 shows that the distribution of the respondents by sex, there are more female than male. Male (35) amounting to 40% and female (65) which is equal to 60% of the respondents.
Table 3 shows the distribution of respondents based on year of experience
	Variable 
	
	Frequency (N)
	Percentage % 

	0-5 years  
	
	50
	50%

	6-10 years
	
	30
	30%

	10 years   and   
	Above
	20
	20%

	Total 
	
	100
	100


Source: research survey (2024)
Comment: Table 3 shows the distribution of the respondents based on year of their experience. From the table, 50 respondents representing 50% were teachers with experience between 0 and 5 years while 30 of them representing (30%) were of experience between 6 to 10 years with 20 of them representing (20%) are having the experience of more than 10 years. 
Table 4 shows the distribution of respondents based on teachers’ qualification
	Variable 
	Frequency (N)
	Percentage % 

	Bachelor degree  
	52
	52%

	HND
	20
	20%

	NCE
	28
	28%

	Total 
	100
	100


Source: research survey (2024)
Comment: table 4 shows respondents’ qualification where 52 (52%) are degree holders, 20 (20%) holds HND certificates and 28 (28%) of the respondents are holding NCE
Analysis of Respondents Opinion on Research Questions
This section seeks to analyze the research questions formulated for this study. This was with a view to determining whether or not the responses of the respondents were positive or negative. The summary of the analysis was presented one after the other, in what appeared to have been analyzed using mean deviation citing a criterion mean value of 2.50.
Table 5: Opinion of Teachers Respondents on job motivation
	S/N
	ITEMS
	SA 
	A
	D
	SD
	MEAN

	1
	Apart from my salary, the incentive I received is enough to boost my morale on the job.
	30
	42
	22
	6
	2.96 

	2
	Conducive working environment is essential for me to put in my best. 
	42 
	40
	14
	4
	3.40

	3
	It`s important for school authorities to make adequate provision for physiological and basic need.
	60 
	30
	06
	02
	3.50



	4
	Regular payment of my salary makes me concentrate on job.
	66 
	22
	06
	06
	3.40

	5
	Adequate in-service training enhances my dedication to work.
	44 
	42
	08
	04
	3.28

	6
	My school provides adequate security for me on the job & protects me against student abuse or physical harm.  
	30
	34
	20
	14
	2.80

	7
	Proper communication between the school management & member of staff improves my pace of work in school.
	44
	40
	10
	04
	3.26

	8
	Frequent rise in pay in my place of work usually gear me up.
	48
	36
	16
	0
	3.32

	9
	In my school each staff is important. 
	46
	50
	02
	0
	3.44

	10
	Team 	work 	is 	a stimulating factor for me in my school. 
	40
	38
	18
	04
	3.14

	11
	Staff training & development contributes positively to my job performance
	56
	38
	04
	2
	3.48

	12
	Teachers who performed well are rewarded.  
	42
	24
	22
	10
	3.00


[bookmark: _Hlk147737541]Research survey (2024)
[bookmark: _Hlk147737221]Comment: According to the table 5 above, showing teachers’ responses on job motivation, it can be deduced that all items relating to job motivations have a mean more than the criterion value of 2.50. This implies that all items drawn relating to job motivation were all agreed upon by the respondents and that job motivation increase job effectiveness.
Table 6: opinion of teacher’s respondent on job effectiveness
	S/N
	ITEMS
	SA
	A
	D
	S
	MEAN

	1
	I have full authority on the subject I am teaching.
	64
	28
	06
	0
	3.54

	2
	Beside my teaching subject, 
I have the ability to teach other needed subjects.
	30
	44
	20
	0
	2.98

	3
	I advise student to solve their problem according to their needs. 
	32
	38
	24
	0
	2.96

	4
	I give clue opportunities to student 	for 	proper motivation.
	44
	56
	0
	0
	3.44

	5
	I use more rewards & lesser punishment 	in 	the classroom for achieving of desired aims.
	74
	16
	08
	0
	3.62

	6
	A lengthy curriculum does not allow a teacher to use teaching aid or black board.
	18
	18
	32
	2
	2.32

	7
	I used civilized language with student.
	52
	40
	04
	0
	3.40

	8
	I am well prepared when I come for teaching.
	70
	28
	02
	0
	3.68

	9
	I always appreciate student opinions & demands.  
	62
	32
	06
	0
	3.56

	10
	A teacher cannot behave equally to all the students.
	40
	50
	06
	0
	3.26

	11
	I keep friendly & brotherly relationship with my teacher’s colleagues.
	48
	48
	04
	0
	3.44

	12
	One 	cannot 	be 	always punctual.
	36
	42
	16
	0
	3.08

	13
	I co-operate with guardians to solve the problem of the student for their proper developing according to the right opportunity. 
	60
	40
	0
	0
	3.60


Source: research survey (2024)
Comment: According to the response rate on job effectiveness, it can be seen in table 6 that all the items have a mean value above the criterion mean of 2.50 except one of the items (item 6) with the mean value of 2.32. This implies that all items drawn were connected to job effectiveness. This showed that the private school teachers are effective in their job and need more motivation to be more effective.
Test of Hypothesis
This section presents the results of the analysis of hypotheses one after the other. Altogether, summary of three (3) null hypotheses tested using the same statistical tools were presented below at 0.05 alpha level of significance
Hypothesis 1: There is no significant motivation of teachers teaching in private primary school in Ilorin metropolis.


Table 8: Summary of t-test statistical analysis on significant motivation of teachers teaching in private primary school in Ilorin metropolis
	Variable
	N
	Mean X
	SD
	DF
	Cal tvalue
	Crit. Tvalue
	Remark

	Job motivation
	100
	23.42
	12.10
	98
	1.75
	1.96
	Sig. exist Reject 
H01

	Teachers 	in 
private school
	100
	23.11
	13.04
	
	
	
	


P < 0.005 level of significance (one tail)
From the table 7 above saying that there is no significant motivation of teachers teaching in private primary school in Ilorin metropolis. Consequently, the hypothesis (H01) was accepted since the calculated t-value is greater than the critical tvalue (i.e 1.75 < 1.96) at the degree of freedom of 98 and alpha level of significance of 0.05. There is no significant motivation of teachers teaching in private primary school in Ilorin metropolis
Hypothesis 2: There is no significant effectiveness of teachers teaching in private primary school in Ilorin metropolis.
Table 9: Summary of t-test statistical analysis on significant effectiveness of teachers teaching in private primary school in Ilorin metropolis
	Variable
	N
	Mean X
	SD
	DF
	Cal t-value
	Crit. T-value
	Remark

	Job effectiveness
	100
	27.11
	13.11
	98
	2.02
	1.96
	Sig. exist Reject 
H02

	Private 	school teachers
	100
	24.60
	13.04
	
	
	
	


P < 0.005 level of significance (one tail)
From the table 8 above, the calculated value of 2.02 is greater than the critical t-test value of 1.96 at the degree of freedom of 98 and level of significance of 0.05, this led to the rejection of the hypothesis indicating that there is significant effectiveness of teachers teaching in private primary school in Ilorin metropolis 
Summary of the findings
According to the table 6 above, showing teachers’ responses on job motivation, it can be deduced that all items relating to job motivations have a mean more than the criterion value of 2.50. This implies that all items drawn relating to job motivation were all agreed upon by the respondents and that job motivation increase job effectiveness.
According to the response rate on job effectiveness, it can be seen in table 7 that all the items have a mean value above the criterion mean of 2.50 except one of the items (item 6) with the mean value of 2.32. This implies that all items drawn were connected to job effectiveness. This showed that the private school teachers are effective in their job and need more motivation to be more effective.
From the table 8 above saying that there is no significant motivation of teachers teaching in private primary school in Ilorin metropolis. Consequently, the hypothesis (H01) was accepted since the calculated t-value is greater than the critical t-value (i.e. 1.75 < 1.96) at the degree of freedom of 98 and alpha level of significance of 0.05. There is no significant motivation of teachers teaching in private primary school in Ilorin metropolis. This implies that there is low job motivation in private school in Ilorin metropolis.
From the table 9 above, the calculated value of 2.02 is greater than the critical t-test value of 1.96 at the degree of freedom of 98 and level of significance of 0.05, this lead to the rejection of the hypothesis indicating that there is significant effectiveness of teachers teaching in private primary school in Ilorin metropolis, implying that regardless of the low job motivation, there is effective teaching in private schools in Ilorin metropolis.

CHAPTER FIVE 
SUMMARY, CONCLUSION AND RECOMMENDATIONS
Summary  
This study examined the effect of job motivation on private junior secondary school teachers in Ilorin west local government area of Kwara state. The study adopted the descriptive research design of the survey type. The population of the study comprised of selected teachers in private junior schools. The sample for the study was 100 comprising both female and male teachers. The data collected were analyzed using percentage scores, person product moment correlation, mean/ standard deviation. All the hypotheses formulated were tested at 0.05 level of significance using t-test analysis. The study concluded that job motivation influences teacher’s effectiveness, however it was also observed that there is relationship between job motivation and job effectiveness.   
CONCLUSION   
Drawing conclusions from the study findings, it is crucial to observe that the Key study variables that informed this work, in a great measure, were found to have had substantial contributions to teacher’s job performance in private junior secondary schools in Ilorin west local government. These variables were; in-service training, promotion of teachers and working conditions in the learning institutions. Besides, the study also concludes that promotion is a strong motivator, that when systematically done and seen as fair to everyone, commitment to job performance is increased enormously, yet this dimension of motivation seemed to have been relegated just to apply to few cases which in turn create resentment among the teaching fraternity as others remain in job groups for a relatively long period of time. Moreover, working conditions was realized to have significant influence on teacher’s job performance, as workers take most of their time in the work stations than elsewhere. Though it appeared that some attempts were being put in place to address this, the working environment was not enriched enough to offer the much-needed job satisfaction among the teachers working in private junior secondary schools in Ilorin west local government. 
RECOMMENDATIONS 
Based on the finding of the study, the following recommendations have been made; 
• It is recommended that the management of private junior secondary schools should put in place measures geared towards enhancing performance of teachers and formulate motivational policies that enhance employee performance.  
• The government can use the study, especially the Teachers Service Commission (TSC) in acquiring vital information critical for improving terms and working conditions of teachers in order to increase their level of job performance.  
• The Ministry of Education (MOE) can use the findings from the research in understanding rewards that lowers teachers’ job performance and thus take appropriate strategies and measures so as to improve the efficiency of teachers.  
• The Board of Management (BOM) can also use the findings from the research  in providing rewards that give teachers impetus to work harder and facilitate pupils’ performance, both in class and outside classroom. 
LIMITATION OF THE STUDY 
This study was able to accomplish the purpose for which it was designed, but this  was not without some difficulties. 
a. The researcher did a lot of persuasion on respondents before retrieving the  test materials. 
b. Despite these limitations, this study was deemed successful because the purpose for which it was designed was achieved. The study was however restricted to Ilorin west local government. 
SUGGESTION FOR FURTHER RESEARCH 
Following the results of the study, suggestions for further research are made  based mainly on the use of instructional materials in enhancing teaching in private junior secondary school: 
•   To what extent does working environment alone influences teachers job performance in both public and private schools.   
•   Similar study can also be conducted in other local government areas of the state. 
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EKITI STATE UNIVERSITY, ADO EKITI
QUESTIONNAIRE ON
IDENTIFY AND EXAMINE THE IMPACT OF JOB MOTIVATION AS A TOOL FOR EFFECTIVE TEACHING IN PRIVATE PRIMARY SCHOOL IN ILORIN METROPOLIS
SECTION A
PERSONAL DATA
NAME OF THE SCHOOL: ………………………………………………………………......
Sex: Male (       )     Female (       ) 
School type: Public (      )   Private (      )
Qualification:  NCE (   )  BSC/B.ED (   )  M.SC/M.ED (    ) OTHERS (    )   
SECTION B
Please, read the statement and indicate with a tick (√ ). All information will supplied will be treated confidentially
	S/N
	ITEMS
	A
	SA
	D
	SD

	1
	I have full authority on the subject I am teaching.
	
	
	
	

	2
	Beside my teaching subject, 
I have the ability to teach other needed subjects.
	
	
	
	

	3
	I advise student to solve their problem according to their needs. 
	
	
	
	

	4
	I give clue opportunities to student 	for 	proper motivation.
	
	
	
	

	5
	I use more rewards & lesser punishment 	in the classroom for achieving of desired aims.
	
	
	
	

	6
	A lengthy curriculum does not allow a teacher to use teaching aid or black board.
	
	
	
	

	7
	I used civilized language with student.
	
	
	
	

	8
	I am well prepared when I come for teaching.
	
	
	
	

	9
	I always appreciate student opinions & demands.  
	
	
	
	

	10
	A teacher cannot behave equally to all the students.
	
	
	
	

	11
	I keep friendly & brotherly relationship with my teacher’s colleagues.
	
	
	
	

	12
	One 	cannot 	be 	always punctual.
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