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ABSTRACT
This research project investigated the Influence of motivation on teachers’ job performance in Business Studies in some selected secondary schools in Moro Local Government Area, Kwara State. Five research hypotheses were formulated. A total of fifteen secondary schools were randomly selected. In testing the hypotheses, one-hundred and fifty questionnaires were distributed and collected. The questionnaire attempted to collect information which was used as the research data, and which was analyzed using chi-square method. A set of four likert-scale questionnaires on motivation was prepared and used in analyzing the data. The results of the analysis indicated that, there is significant relationship between teachers salaries and teachers job satisfaction. There is a significant relationship between leadership styles and teachers’ job satisfaction, and a significant relationship between adequate infrastructural facilities and teachers job satisfaction. It was however, recommended that the school administration should be organized to a suitable state of creating conducive school climate and leadership style that will enhance Influence  teachers job satisfaction and achievement of school and educational goals. The government should provide opportunities for regular seminars, workshops and induction courses for all teachers.
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CHAPTER ONE
INTRODUCTION
Background to the Study
Education has always been a priority in the nations development plans from independence because it is considered as an agent of stability and economics transformation. Therefore, spectacular expansions of formal education occurred, caused by the demand for skilled manpower and the desire to ensure universal literacy in Nigeria. Based on the above premises, the Federal Government of Nigeria declared in the National Policy on Education (2004) that the Federal Government of Nigeria has adopted education as an instrument per excellence for Influence  national development.
Education as a vehicle for development has placed teachers in important positions of the nation building. Unfortunately, however, Nigerian teachers have been in low status. Teaching itself has been looked down upon, disrespected and seen as an occupation which many people take to as a last result. Teacher’s conditions of service continue to deteriorate as their rewards are said to be in heaven, forgetting that their conditions of service go a long way in determining teachers’ differences in their job performance.
The difference in individuals’ job performance behaviours undoubtedly makes such motivational factors as salary and conditions of promotion among teachers to become important factors in satisfying their needs. Teachers hold the key that opens the door into modernization. They are the centre to which the wheel of progress and development in education hangs. According to Fashikun (1992), teachers were then seen as models, and as mediators among the government, the missionaries and the communities. Teachers are being respected as a result of transmission of knowledge to people. The National Policy on Education (2004) also stressed the importance of quality teachers in education and the importance of quality teachers in the teaching/learning processes in schools and in qualitative education programme implementation.
Today, the recognition of teachers has drastically reduced, teachers are no more models. They are seen as common men and even the most determined among civil servants whose conditions of service can not be compared with other professions.
The success or failure of educational system depends on the quality and caliber of teachers handling the system and no educational system can rise above the quality of its teachers. Therefore, the success or failure of students depends largely on the attitudes of teachers to work or Teachers’ Job performance.
For a teacher to be Influence  and perform his duties up to expectation and influence classroom and school behaviour to achieve the desire educational objectives, good salary and professional growth in form of promotion have been identified by Aluwong (1994) as part of motivational factors influencing teachers’ job satisfaction in our Nigeria schools.
Motivating Nigerian teachers and making them to be satisfied with their jobs rest on the administrators of the schools and their leadership styles. It is therefore necessary for school principals and the government to focus attention on teachers’ motivation for better performance.
Statement of the Problem
There have been numerous views on the roles that motivation plays in improving teachers’ Influence ness. Due to the fact that teachers are not given enough recognition and respect, the poor attitude of the society in general to teachers and teaching profession, poor conditions of service, such as, denying teachers their allowances, promotion and paying distorted salaries are inhuman and stand to discourage teachers. Also, inadequate instructional and infrastructural facilities, undue retirement, retrenchment, and transfer of teachers unnecessarily all have negative effects on teachers’ job performance. It is all these problems that prompt the researcher to carry out this research work on the effect of teachers’ motivation on their performance in schools with particular reference to Business Studies in Ilorin West  L.G.A, of Kwara State.
Purpose of the Study
The main aim of this study is to examine critically the effect of motivation on the performance of teachers in Secondary Schools educational sector cannot perform its functions Influence ly without the teachers. Teachers perform the functions of other professionals in the discharge of their duties in the society. Therefore, teachers are indispensable in all round social, economic, political, scientific and technological development of the nation and its citizens.
The purpose of the study therefore are:
i.	To know the effect of motivation on teachers’ job performance in our Secondary Schools in Ilorin West L.G.A
ii.	To examine the effect of regular payment of salaries on job satisfaction of Business Studies teachers in Ilorin West L.G.A.
iii.	To know the extent to which adequate provision of teaching aids and instructional materials can motivate teachers to perform in Schools in Ilorin West L.G.A.
iv.	To know the extent to which good school and classroom environments motivate teachers to perform Influence ly in schools.
v.	To know the extent to which Principals leadership styles motivate and influence Teachers’ Job performance in Business Studies.

General Question
To what extent does provision of motivational facilities affect the performance of Business Studies teachers in Ilorin West L.G.A, Kwara State?
Research Questions
The research questions for this study are:
1.	Does regular payment of salaries has positive Influence  on teachers’ job performance in Business Studies in Ilorin West L.G.A, Kwara State?
2.	Does shortage of instructional materials affects Teachers’ Job performance in Business Studies in Ilorin West L.G.A.
3.	Is there any relationship between in-service training and Teachers’ Job performance in Business Studies in Ilorin West L.G.A.
4.	Does regular promotion of teachers has effect on Teachers’ Job performance in Business Studies in Ilorin West L.G.A.
Research Hypotheses
Hypotheses are postulated statements or assumptions or tentative answers to given statements.
In order to give this research work some level of importance the following hypotheses were formulated:
Ho1:	There is no significant relationship between teachers’ salaries and their job performance in the sampled Schools in Ilorin West L.G.A.
HUo2:	There is no significant relationship between leadership styles and performance of teachers in the sampled Schools in Ilorin West L.G.A.
Ho3:	There is no significant relationship between adequate infrastructural facilities and teachers job performance in the sampled Schools, Ilorin West L.G.A.
Ho4:	motivation has no significant impact on teachers job performance in the sampled Schools in Ilorin West L.G.A.
Ho5:	There is no significant relationship between adequate teaching materials and teachers job performance in the sampled Schools in Ilorin West L.G.A.
Significance of the Study
This study examined critically the effect of motivation on the performance of teachers in Business Studies in Moro L.G.A, Kwara State.
Teaching has attracted much attention more teachers are acquired for the school running showing that teachers are highly instrumental to the success of any educational programme or system.
When executed and completed, the research work shall be of great importance to secondary schools in general, because the research will provide enough evidence that will show the importance of motivation to teachers’ job performance in our schools.
Delimitation of the Study
This research work is designed to look into the effect of motivation on the performance of teachers in Business Studies in Moro L.G.A.
For a sizeable and comprehensive research work, this research will only be limited to ten Schools in Ilorin West L.G.A. of Kwara State
Definition Terms (Operational Definition)
Motivation: It is the inner drive that activate or move an individual to an action.
Influence: It is the effect that something has on a person on the way that something works or develops.
Performance: It is how well or badly you do something or how well or badly something works.
Teacher: Is a person that shares experience between himself or herself and the learners. Teacher is a person that imparts knowledge or skills into the learners.
Nigerian Teacher Institute (NTI): It is a body of organization formed by the government to monitor the training of teachers in order to be acceptable and up to standard in their performance.
Physiological: This is the scientific study of the normal functions of living things.










CHAPTER TWO
REVIEW OF RELATED LITERATURE
The chapter is concerned with the review of some related literatures and books on motivation and teachers performance.
The review is based on the following sub heading:
-	Concept of Motivation
-	Importance of Motivation to Teachers
-	Theories of Motivation
-	The School Climate and Teachers Performance Pay and Performance
-	Recognition and Fulfilment as Factors of Teachers Contentment
-	Teachers Motivation as Predicator of Teachers Job Performance
-	Qualities of Good Motivational System
-	Theoretical Framework of Motivation
-	Summary of Literature Reviewed
Concept of Motivation
The term motivation is derived from the latin work “morere” meaning “to move”. Motivation is a complex concept and efforts to bring about a universally acceptable definition to cover all the aspects of motivation is yet to be successful. Nevertheless, attempts have been made to define motivation. Durosaro (2000) defined as the drive or intrinsic force within the human organism that wants him to contribute action towards the achievement of an organizational goal. It can also be broadly defined as the forces acting on or within a person that cause the arousal, directing and persistence of cal directed and voluntary efforts.
According to Fasikun (2002), motivation is the process of arousing enthusiasm in an employee in order to perform his duties with high spirit. He goes further by observing that if workers with low morales are not sufficiently motivated, they will become dissatisfied workers. Motivation is a key point of management, hence motivation may be referred to as the tool of management. This implies that organization exists for certain goals and objectives to be achieved and if the organization is inInfluence , such a set of objectives and goals av not be achieved.
Also, motivation IS the degree to which an individual chooses to engage in certain specified behaviours. It is observed that human behaviour is a large part of function of motivation. That is, human beings have the desire to fulfill certain needs. That the urge to satisfy these needs account for greatest variance in human behaviours. Further, he suggested that several motivational theories represent an eniginatic aspect of the management of an organization. He observed that the manifestation of the register of human motivation are reflected by such incidents as low productivity, wild cat strikers, conflicts between supervisors and subordinates, sabotage, restrictions of outputs, absentees, and high labour turnovers, He claimed further that motivational effects could be served through individuals creativity, outstanding organizational achievement, loyalty to organizations policy and high spirit of oneness. Taiwo (2000), defines motivation as the inner drives that activate or move individual into action. It is that thing that make one behave the way he does at a particular time.
From the above definition, we can see motivation as an inner or external derives that cause individual to perform. It is a complex force starting and keeping a person at work in an organization along a prescribed line. Thus, the need for money is the force that motivates workers (teacher inclusive) to selling their labour. Therefore, adequate pay serves as a motivation of most workers in both in public and private sectors.

Importance of Motivation to Teachers
Motivation is very crucial in human endeavours. It attracts attention of teachers, psychologists, employers and others who work for a reward (inform of money) known as salary. Motivation is the source of human behaviour. It is related to a motive, it is a prerequisite for Influence  performance. It helps employers to encourage employees to device means of satisfying their various needs in a desirable manner.
According to Salami (1999), the success of educational machineries for social, economic transformation and foundation for new social order is however based on the availability of resources both human and material inputs to facilitates its process. At the centre of human resources are the teachers who hold the key that opens the door to modernization. They are the job to which the wheel of progress and development in education revolves. Teachers are responsible for the implementation of the curriculum and therefore, they are the determinants of qualities in schools and upon their competence and functional efficiencies that the system of education operates. The teachers are therefore, usually held responsible for many lapses and deviance in the performance of the educational machinery.
Also, no matter what is done in education, no matter how education policy is made, unless teachers are Influence , objectives of education may not be well realized. The teachers determine what happen in the classroom.
Moreover, education and the society are morbidly conscious of status and standard of teachers and have continually used this to judge education outcome. Teachers also conscious of their status and standard within professional group. Hence, their concern about their conditions of service in relation to the essence of the services. This, the need to provide the teachers with necessary motivation on their job and to get them committed to the objectives of education however the aspiration of the development and maintenance of societal values in teachers and their preparations.
The key stone to the quality of education in any country on the quality of the teachers in the educational system if the country put the economists, doctors, nurses and administrators e.t.c. into the hand of frustrated and negative thinking people, a lot of damages will be done to the characters of the young one. They must be well taken care of and motivate them to produce higher productivity.
Theories of Motivation
The theory came into existence as a result of an investigation into the source of job satisfaction and dissatisfaction of accountants and engineers. These two factor theories are: The motivation, it can also be called satisfiers or intrinsic or dual theory and the hygiene factor can also be called extrinsic or dissatisfies or maintenance factors.
Friendrictk Herzberg in his two dimensional theory of motivation expressed motivation as those factors that are related to job content. These include achievement, recognition, responsibility, autonomy, work itself, pay, challenging at work, advancement and growth in the job. Content factors are found be real motivators because they have the potentials that will yield a sense of satisfaction.
These are the factors that will induce an individual to put adequate efforts to the accomplishment of the organizational goals. Motivational factors have positive and long lasting effect workers performance and how they relate directly to the work itself. This job condition that moves towards the building of high level of motivation and job satisfaction.

Hygienic factor or dissatisfier include those that can meet physiological securities or social needs including physical working conditions, policy and administration, relationship with supervisors, peers and subordinates, status, money, pay salaries. technical supervision, fringe benefits and personal life e.t.c. that satisfies lower order needs and prevents dissatisfaction. Hygiene factors do not motivate because they do not encourage individual to exert more efforts but hygienic must first be satisfied. Motivation will not be very Influence  if hygiene factors are missing. To encourage motivation, it is advocated that employees must encourage job enrichment. This involves making job meaningful to the job holder so as to enable him derive satisfaction from the work. Good job design helps the employee to drive recognition, a sense of achievement, growth and responsibility. Teachers need more recognition from the society. They should be looked at as people who can achieve. Hence, opportunities for development should be provided and rewards should be based on their efforts. Teachers basic needs should be met so as to work and achieve the other needs that are said to be producing job satisfaction. This would improve their performance and the educational objectives would be achieved and the schools will live up to the society’s expectations, (Fashiku, 2002).
The School Climate and Teachers Performance
The school climate refers to the school general, physical and social set up, which consists of the school physical facilities, (buildings, laboratories, workshop) teaching or instructional materials, tone (discipline) of the school, relationship among the staff and between the staff and students personalities of teachers and students. While effect of motivation and performance are functions of the interactions between the perceived organizational climate and personal characteristics of individuals.
Despite the characteristics of a teacher therefore, he school climate affects the teachers in the process of carrying out their assignments. Thus, organizations are made but from their inceptions they begin to influence and fashion their members. When the climate is conducive, it is perceived or experienced to be stimulating, pleasant, peaceful and exciting. In such a climate, there will be a good moral solidarity of cohesiveness. Teaching and learning are encouraged and eagerly done in such a climate environment. On the other hand, when the climate is not conducive, it is perceived or experienced to be the hostile, boring, unpleasant, punitive, loose, without direction. This kind of climate leads to discouragement.
There is a third form of climate when pupils and teachers are given no sense of direction what so ever, often times tend to be disorganized, dull, without purpose. The above climate depends on the leadership style of the classroom teachers, administrators (Principals/Vice- Principals).
A democratic Principal or Vice-Principal tends to produce a conducive atmosphere which is exiting, pleasant and stimulating, while an autocratic Principal or Vice-Principal may create a rigid, and tense atmosphere with too much direction to scare teachers away from themselves.
On the other hand, a laissez-faire leadership style where the Principal or Vice-Principal is loose and gives sense of direction, teaching and learning will not be realized. This is a worst leadership style. In connection with the above statement, inInfluence  administrative leadership results in low job satisfaction with its inherent poor performance, low productivity, poor quality products and high personnel turnover.


Coluis and Lasteft (1993) stated that some of these stress such as classroom stress, adequate communication between staff and management in the school which result in exclusion of teachers from decision making process which affect them, time-table which makes unreasonable demand upon them, the absence of an appropriate policy about school rules and their cementations. There are other sources of stress which teachers have no power to alter, so that feelings of stress are compensated by frustration. These include having to work in unsatisfactory environment which is badly planned and poorly maintained, unsatisfactory heating and ventilation, in-adequate funding, non-availability of materials and equipment, decisions which are made at local authority level seems in explicable or unreasonable and lack of support from professionals whose skills are needed in the management and teaching of children who are destructive or who have special educational needs, change in educational act and policy.
Pay and Performance
Research evidences show that until basic needs are well satisfied, the higher needs will not be very patent in determining behaviour. In the highly developed countries like Nigeria, workers, teachers, for instance, will strive to be satisfied with the basic needs such as food, water, clothing and shelter since their basic needs are hard to come by, so, a teacher who has not got his salary and promotion correctly as at when due will think less of the instructional programmes but how to make needs me.
Adequate remunerations are usually given to civil servants but not all remunerations are given to teachers like raking money available for seminars, conferences and travelling allowances. Hence, in satisfying the physiological needs, monetary rewards are essential, therefore, regular pavment of good salaries and wages are essential for great efficiency and Influence ness (performance). To say that money is omnipotent, is a myth, is to say that money is important. Money can motivate, that is, it can influence action and courage extra-efforts, extra creativity or any other kind of non-routine performance but it can only do this when the movement or the gain for the teachers are large enough Odewumi (2002).
In this regards there is a general link between incentives goal. Incentive leads to the realization of goals and in turn as to positive actions. The objectives of incentives are to achieve the performance of a given task.
Recognition and Fulfilment as Factors for Teachers Contentment
Teachers as achievers of educational goals need recognition in the school and in the society at large.
Ronald (1993), claimed that many teachers today feel that in tasks of maintaining reasonable standard of behaviours among children and young people, they have lost their allies in staff and students, personalities of teachers and students.
The job satisfaction and performance are functions of the interactions between the perceived organization climate and the persona1 characteristics of individuals.
Despite the characteristics of a teacher, the school climate still affects the process of carrying out his assignment. Thus, organizations are made but from their inception, they begin to influence and fashion their members. The participation in decision making, communication, adequate compensation, adequate work load, recognition, good climate are those things that can motivation and satisfy employees in any organization.
Ronald (1993), described the things employees really want as follows:
i.	They like to feel important and have them recognized as important.
ii.	They like to work in atmosphere of approval.
iii.	They like to be praised rather than to be blame
iv.	They like to know what is expected of them and where they stand in relation to the exceptions of their boss.
v.	They are interested on the size of their pay packet.
vi.	They like to be warned of the change that may affect them.
vii.	They like to feel independent with their relations to their supervisor so that they will be able to express their feelings without fear.
viii.	They like to work in a good physical environment.
ix.	They like to be given reasonably adequate work load.
x.	They like to be reasonably consulted about and participated on the activities that will personally affect them.
In response to this revelation of employees needs, Odewumi (2000), highlighted what school administrator can do to motivate their teachers as follows:
i.	Teachers should be part of the planners on education as administrators. This will help them to be able to consider what can best be used to motivate workers in order to make them achieve the highest efficiency and Influence ness (performance).
ii.	The school administrator should provide such things as freedom from fear, demotion and loss of income should be stopped;
iii.	He should delegate more responsibilities and powers. It is generally believed that human beings have basic motivational needs for power, affiliation and achievement.
iv.	He should make provision for the safety needs of his teachers.
v.	He should make provision for basic necessities of good working environment.
vi.	He should have respect for opinions of workers under him.
vii.	He should create an avenue for Influence  communication between himself and workers under him.
viii.	He should mount adequate training schemes for his teachers and conferences to update their knowledge.
Teachers Motivation as a Predicator of Teachers Performance
Motivation is seen as a management tool for achieving performance. As a result of poor motivation or lack of motivation, Nigerian school leaders’ performance is inefficient and inInfluence  compared with that of their colleagues in other nations where teachers receive more attentions or incentives. This situation made most of Nigerian privates school teachers to be encouraged in extra-curricular activities such as farming, petty trading, e.t.c. to argument their salaries as a result of which low productivity comes and the effect is on the whole teaching and learning process (Odewumi 2000).
Salami (1999), in support of this view states that for social, political and economic growth of the nation, teachers’ education is indispensable. The nature of teachers’ occupation has caused them to be as academic specialists, mythologists, character trainers and members of the society. Teachers should therefore be positively motivated to make them Influence  along these lines. In a nutshell, motivation is related to performance. The level of aspiration affects performance. The nature of the task is also related to motivation.
Glasser (1990) in his view on ana1or with management in industry argued that whilst productivity in educational terms depends on classroom teachers in turn are managed by the “Middle” and “Upper” manger’s above them Just as a student and pupil should feel good about the quality of work which they are doing, so teachers should enjoy a sense of bringing value for their competence as any shortage of Influence  teachers caused not by any lack of merit on the part of individual but by how well teachers are trained and managed.
Qualities of Good Motivational System
From observations so far, researchers do lay emphasis in the following qualities that a good motivational system must possess. They are:
i.	Subordinate must be persuaded to work and provided for.
ii.	A good system of motivation must be comprehensive in providing for the satisfaction of all needs.
iii.	The system must be flexible in order to account for varying degree of people that tend to react to different stimuli e.g some would like to work hander for more wages/salaries others for positions/status only.
iv.	Provision must be made from financial opportunities particularly those giving more personal freedom. There should be job security as these will guarantee the satisfaction of basic needs, good level of wages, self-respects and group participation, etc.
v.	The needs for social relationship are very important as it enhances ones respect and position in the society.
vi.	There is need for an effect environment on which employees will be motivated to become productive.
Theoretical Framework of Motivation
Education is considered as the spring board of national development and it has been adopted in Nigeria as an instrument that affect national development. National development however, cannot take place without teachers.
Teachers are human beings whose needs must be met, teachers needs must be satisfied to enhance their contentment’s and good performance at work. Teacher’s needs are like any others as ordered by the theories of motivation. Mubaraq and Adedo (1999), sees Abraham Maslow as one of the human management theorist who suggested that human needs operate at a number of different levels or from basic physiological needs such as hunger, to higher levels of needs such as self-development and self-fulfillment. According to them Maslow argued that human beings freedom reach a stage of complete satisfaction except for a short time, as one needs or desire is satisfied, another rises to take its place.
Maslow was of the view that the lower order needs to take prepotency over the higher one’s. As lower needs are to be satisfied, the individual shift his concern to the next higher one. However, Maslow clarifies that the lower needs may not be satisfied before the higher needs is satisfied, and that the lower needs may not have satisfied before the higher needs is satisfied, and that is possible same times. Maslow recognized that there are some people who gave up everything including their life for an idea. According to Maslow, the five needs are;
1.	Physiological Needs: These are meant for the procurement of survival of needs. They include feeding, shelter, sleep, sexual satisfaction, clothing, etc. They are basic needs and must be meant before others.
2.	Safety and satisfaction: These needs include actual safety and the feeling of being safe and protected from both physical and emotional injuries, threat and deprivation, and protection against danger.
3.	Belongingness and Love: The first two needs center primarily on interactions with others for the purpose of going and receiving affection. This is the need for association for love and acceptance by one’s fellow.
4.	Esteem and Status: These are the needs for self-respect and regard. It is based on the notion that people want to have self-esteem in terms of their standard of living and others. It is the needs for self-confidence, knowledge, competence and expertise.
5.	Self-Actualization: This represent the highest needs level. It is man’s caring to become what he/she is capable of. It takes into account the individuals own goods and potentials. These needs are suddenly meant by human beings.
6.	Douglas McGregor: Theory X and theory Y. These theories are essentially sets of assumptions about behaviours. McGregor refers to the theoretical assumptions of management that underline it’s behaviour. He seem two different sets of assumptions made of managers about their employees:
Theory X
Theory X regards employees as being inherently lazy, require coercion and control, avoiding responsibility and only seeking security. This is the theory of scientific management, with it’s emphasis on control of extrinsic rewards.
Theory Y
Here employees are seen as liking work, which is as natural as rest or play. They do not have to be controlled or coerced, when committed to organizational objectives. Under proper condition, they will not only accept but also seek responsibility more, rather than less people are able to exercise imagination and ingenuity at work.
The two theories have made their major impacts in the managerial level would rather in the academic. In real life, a blend of the two theories may provide the best prescription for Influence  management.


Appraisal of Literature Reviewed
The above review of literature on motivation and teachers job satisfaction has made the researcher to summarize that if the basic needs of teachers are provided for they will be able to work and achieve the expected educational objectives.
The school will also add to the expectations of the society while teachers themselves will also feel contented with their jobs. Needs affect Teachers’ Jobperformance. School should be re-organized in such a way that efforts will lead to the level of performance desired since performance is a function of many interrelated complex variables, It is suggested that if observed disposition of teacher does not result in improved performance factors hindering motivation and teachers performance must be removed.








CHAPTER THREE
RESEARCH METHOD
This chapter presents information on how data was collected for the purpose of this research work. It involves population of the study sample and sampling techniques, research instrument, validity and reliabilities of the instrument including procedure of data collection and analysis.
Research Design
The research design adopted in this study was descriptive incorporating a survey method. The research was designed to find out the effect of motivation on teachers performance. The questionnaire was designed for teachers so as to-gather information about the effect of motivation on teachers performance. The questions were developed in such a way that necessary information could be collected by the researcher to justify the research hypotheses earlier postulated.

Population of the Study
The target populations for this study are all the Junior Secondary Schools in Moro L.G.A while ten Junior Secondary Schools out of the Secondary Schools in the town were randomly selected.
Sample and Sampling Techniques
Simple random sampling technique was employed to select the respondents that will supply the information on the research instrument. The researcher was not able to cope with the target population and so random sampling technique was used to select ten teachers from each of the ten Schools chosen. For the purpose of this work, one hundred (100) copies of questionnaires were distributed to these ten Schools selected as sample size; the schools are:



School No of Teachers
Ilorin Government Secondary School 			10
Queen Elizaberth Secondary School			        10
Maunt Camel Secondary school		                 10
Sehik Abdulkadrir Secondary School   	                 10
Odokun Secondary School                   	                 10
United Secondary School 						10
Sehik Abdul salam Secondary School			10
GDSS okekere					                         10
GDSS Alore			                                         10
Government High School Adeta                                     10
		Total						     100
Research Instrument
Questionnaire was the main research instrument used to collect vital information from the respondents. The questionnaire was named, Effect of Motivation on Teachers Performance (MITP). This instrument contained relevant questions on the operational research with alternative responses and with likert four points rating scale.
There were four different alternative responses to each statement and the respondents were expected to tick the most appropriate answer. The alternative responses are:
A	-	Agree
SA	-	Strongly Agree
D	-	Disagree
SD	-	Strongly Disagree
Validity of the Instrument
Validity is the ability of the instrument to measure what it intends to measure. Types of validity include face, concurrent, content and construct validities. For the purpose of this study, the face validity of the instrument was determined by the project supervisor.
The draft of the questionnaire was given to the project supervisor and necessary observations were incorporated into the final daft.
Reliability of the Instrument
The reliability of an instrument is the degree of consistency or precision to which the instrument measured what was supposed to measure. The reliability was determined through test re-test method. The reliability is the consistency, accuracy and stability of a measuring instrument or scores obtained. Hence, an instrument is said to be reliable if its use for the same test would give the same result.
Administration of the Instrument
The questionnaire was distributed personally by the researcher to the respondents and supervised the process of completion of the questionnaire. Permission was received from the principals of the sampled Junior Secondary Schools and the researcher administrated the copies of the questionnaire to the teachers. The sampled teacher gathered in a classroom and copies of the questionnaire were distributed and necessary explanations were given to enhance the supply of information. One-hundred copies of the sampled questionnaires were administrated in the study area. In this wise, the researcher was able to give on-the-spot attention to individual respondents.
Data Analysis
In trying to find answers to the stipulated research questions, Chi-square method of analysis was used to analyze the data collected for this study. In addition, Chi-square method was used to test the stated research hypotheses.




CHAPTER FOUR
RESULTS AND DISCUSSION
Results
This chapter presents the analysis and interpretations of the data collected with the use of questionnaire. The tables in this chapter are so drawn to give statistical configuration of the data collected followed by analysis and discussion.

Table 1 Respondent by Name of School

	Name of School

	Freq
	%

	Ilorin Government Secondary School
	10
	10

	Queen Elizaberth Secondary School
	10
	10

	Maunt Camel Secondary school		         
	10
	10

	Sehik Abdulkadrir Secondary School   	              
	10
	10

	Odokun Secondary School                   	              
	10
	10

					
Sehik Abdul salam Secondary School
	10
	10

	GDSS okekere					                         
	10
	10


	United Secondary School
	10
	10

	GDSS Alore			                                      
	10
	10


	Government High School Adeta                                
	10
	10


	Total
	100
	100


Field survey 2024 



Table 1:  Above shows that 10 schools were used for this study and 10 represented were equally selected from each school.  Therefore, the selected schools are equally represented in the study.

Table 2 Respondents by Qualification

	NCE Holder	
	10
	10



	Bsc/ Bed Holder			                         
	65
	65


	Msc/ Med Holder		                                      
	25
	25


	Total
	100
	100


Field survey 2024

Table 2:  shows the respondent based on qualification, and it shows that NCE holders are 10 B.Sc./BED holder are 65 while M.Sc/M.Ed holder Certificate are 25 meaning that those with BED and M.Ed that are qualified to teach are highly represented in our study.


Table 3 Respondents by Year of Experience
		Bellow 10 years
	20
	10

10

	11-20 Years			                         
	50
	10


	21 Years and Above		                                      
	30
	10


	Total
	100
	100










Field survey 2024
	From Table 3 above, it shows that our respondents have been working for a long period, they are experienced in the job as so and 30 have spent over 10 years in the job, while only 30 people spend below 10 years.  

Analysis of Research Questions

Research Question One:- Does regular payment of salaries has positive Influence  on teachers’ job performance in Business Studies in Ilorin West L.G.A, Kwara State?

Table 4: Regular Payment of Salary and Teachers Performance
	Variables
	Responses

	Motivation Factor
	SA
	A
	D
	SD
	Total

	
	Freq
	%
	Freq
	%
	Freq
	%
	Freq
	%
	Freq
	%

	I am not influenced by my salary and allowance in teaching.
	
	
	



5
	



10
	



19
	



38%
	



26
	



52%
	



50
	



100%

	I voluntarily followed up my students academic and social activities.
	
	
	




11
	




22%
	




23
	




46%
	




16
	




32%
	




50
	




100%

	I always feel stressful with teaching
	

16
	

32%
	

26
	

52%
	

08
	

16%
	
	
	

50
	

100%


Source: Survey Research, 2024

Table 1 above shows the statistical configuration of data collected in respect of teachers’ intrinsic motivation in the selected Secondary Schools..
On the question of whether teachers are not influenced by the salaries and allowance they receive, none of the respondents strongly agreed. Five of the respondents, representing 10 percent agreed. Nineteen (representing 38 percent) and twenty six (representing 52 percent) of the respondents disagreed and strongly disagreed respectively.
The analysis above shows that teachers are influenced by their salaries and allowances in teaching. This also shows that adequate salary increase motivates teachers and its0 absence demotivate them. This coincides with the finding of Ejiogu and Harries (1999), who found that across almost all the demographic array, monetary reward was consistently cited as a major need of Nigerian workers, including even well educated and highly placed professionals. However, 10 percent of the respondents who do not see salary increase as the basis of high productivity have intrinsic value in teaching. On the issue of whether teachers voluntarily follow-up their students’ academic and social problems, the data collected are represented in table 1, item number two (2), while none of the respondents0 strongly agreed to the statement, eleven (22 percent) of the respondents merely agreed. Twenty-three (46 percent) and sixteen (32 percent) of the respondents disagreed and strongly disagreed respectively with the statement.
The above analysis shows that the degree of intrinsic motivation in the respondents were reduced to only 22 percent which is insignificant. It should be noted that internal desire to educate people, to give knowledge and value are a0lways in teaching as desired goals. Fulfillment of teaching must be provided within intrinsic rewards. Teachers’ Jobperformance is affected by working with students and perceiving the changes in the students’ performance and behaviours. This is the intrinsic value in the education in the educational process. Therefore, a teacher who follow-up his students academic and social problems are said to be intrinsically motivated.
However, with the small percentage in favour of intrinsic value in teachers, there must be the need for teachers to be materially and financially relevant to ensure high productivity in schools. On the issue of whether teachers feel stressful with teaching, the data collected are represented in table 1 item 3 above. Responding to the question, I always feel stres0sful with teaching, sixteen (32 percent) and twenty-six (52 percent) of the respondents strongly agreed and agreed respectively, while eight (16 percent) of the respondents disagreed. None of the respondents strongly disagreed.
Judging from the ongoing, it can be deduced that teachers feel stressful at work if not properly motivated since 84 percent of the respondents affirmed to that. Sixteen (16 percent) of the respondents who disagreed with the assertion could represent the group of teachers who are intrinsically motivated and not influenced by any material and financial motivation. Therefore, the students of these teachers feel less in school related stress and the higher scores in their assessments.
To end this segment, it should be noted that the efficiency of teachers affects students’ performance directly. As advanced by Doryei (2004), good enough motivation is such a concept that a desired outcome by students can occur with the help of this certain teachers function (intrinsic motivation).

Research Question Two:-Does shortage of instructional materials affects Teachers’ Job performance in Business Studies in Ilorin West L.G.A.


Table 2: Provision of Instructional Materials and Teachers Performance
	Variables
	Responses

	Motivation Factor
	SA
	A
	D
	SD
	Total

	
	Freq
	%
	Freq
	%
	Freq
	%
	Freq
	%
	Freq
	%

	My salary and other fringe benefits are adequate
	
	
	


5
	


10
	


31
	


62%
	


14
	


28%
	


50
	


100%

	Salaries and fringe benefits are paid regularly.
	
	
	


10
	


20%
	


23
	


46%
	


17
	


34%
	


050
	


100%

	There are adequate facilities for Influence  teaching and learning.
	
	
	




6
	




12%
	




33
	




66%
	




11
	




22%
	




50
	




100%

	Hardworking teachers are rewarded with gifts by the school
	



3
	



6%
	



15
	



30%
	



22
	



44%
	



10
	



20%
	



50
	



100%

	Teachers promotion are done regularly
	
	
	

2
	

4%
	

38
	

79%
	

10
	

20%
	

50
	

100%


Source: Survey Research, 2024
Table 2 above shows the statistical configuration of data collected from the respondents in selected Schools on extrinsic motivation. Item one (1) of the above table 2 depicts the statistical computation of data collected in respect of the issues “My salary and other fringe benefits are adequate”. From the table, none of them representing 10 percent merely agreed. On the negative, thirty one (31) of the respondents, representing 62 percent disagreed and fourteen of the respondents (28 percent) strongly disagreed.
The above analysis shows that only 10 percent of the respondents are satisfied with their salaries and other fringe benefits. The percentage could represent the group of respondents who are not influenced by the nature of their income in the performance of their job. They are rather influenced by the professional tendency to educate the young ones and to see to their educational progress in life.
On the other hand, ninety percent (90 percent) of the respondents responded to salary and fringe benefit inadequacies. This is a reflection of the fact that salaries and fringe benefits paid to teachers in Kwara State are inadequate. The effect of this inadequate salary and fringe benefits will be depicted in table 2. As a preamble, teachers get discouraged or burn-out if they are not satisfied with their own needs for challenges. This leads to vulnerability and occupational stress, say Humphreys (1996).
Item 2 of the table 2 depicts responses on the regularity of payment of salaries on other fringe benefits. From the table, none of the respondents strongly agreed, while only ten of the respondents (20 percent) merely affirmed that salary and other fringe benefit are regularly paid, seventeen of the respondents (34 percent) disagreed and twenty-four of the respondents (48 percent) strongly disagreed to the assertion that salaries and other fringe benefits are paid regularly.
From the above analysis, it shows that salaries and other fringe benefits are not regularly paid in Kwara State. Some of the respondents who spoke to the researcher on the basic of anonymity confirmed to the researcher that both teachers in primary and secondary schools always threaten to go on strike every year on account of none payment of annual leave grants and other benefits. Similar cases of teachers strikes pervade virtually almost all the states of the federation. These wasteful periods of the strikes definitely affect the standard of education in the country and invariably render teachers unproductive.
On whether there are adequate facilities for Influence  teaching and learning, the responses are shown on item 3 of table 2.
From the table, none of the respondents strongly agreed to the assertion. Six of the respondents (12 percent) agreed, thirty three (66 percent) disagreed and eleven representing 22 percent strongly disagreed to the assertion that there are enough facilities for Influence  teaching and learning.
Therefore, from the above analysis, it can be deduced that most of the schools lack necessary facilities for teaching and learning. This situation is stressful to teachers who find it frustrating in executing their work. Most of the respondents who responded negatively were teachers of science and science related subjects. These subjects require instructional materials for Influence  teaching and learning.
Item 4, of table 2, depict the spread of data on whether hardworking teachers are rewarded with gifts by the school. The variables in the table showed that only three of the respondents (6 percent) strongly agreed, fifteen of the respondents (representing 10 percent agreed. Twenty-two representing 44 percent disagreed and ten which is 20 percent strongly disagreed and ten which is 20 percent strongly disagreed giving a total percentage of negative to 64 percent.
The analysis above shows that moat of the schools do not encourage teachers with material gifts. Only four schools did. In the last segment of the table 2, item 5, the researcher was interested in finding out the relation-ship between performance based pay and a career ladder to be cloned and take higher pay and higher status. The responses to the question that teachers promotions are regular in Kwara State is statistically spread as confirmed in item 5 of table 2 above.
From the table, none of the respondents strongly agreed to the assertion, but two (representing 4 percent) of the respondents agreed. Thirty-eight, representing 76 percent disagreed and ten, representing 20 percent strongly disagreed. This therefore, shows that there has been serious lack of motivation of teachers in Kwara State. While it has been established that poor financial remuneration could adversely affect teachers productivities in Kwara State schools, the results in the table revealed that there was positive relationship between two variables and striving for promotion could reveal the use of higher status, increased salary and the need for professional achievements. Therefore, if one is not given promotion when due, one could be demoralized.
The finding that conditions of promotion affects teachers productivities confirmed the opinion that organization in which promotion is based on performance will be more productive than those in which promotion is based on the basis of religion or internal politics.
For a teacher to be influenced and perform his duties well, he has to be financially remunerated and raise his status when due so as to perform up to expectations and influence classroom and school behaviours to achieve the desired educational objectives. Adequate reinforcement enables teachers to guide learners towards self-development through acquisition of appropriate values. It is therefore, necessary to understand the relationship that exists between salary and conditions of service or promotion as motivational factors in relation to teachers’ job performance and productivity.

Research Question Three :-	Does regular promotion of teachers has effect on Teachers’ Job performance in Business Studies in Ilorin West L.G.A.

Table 3: Regular Promotion and Teachers’ Job Performance
	Variables
	Responses

	Motivation Factor
	SA
	A
	D
	SD
	Total

	
	Freq
	%
	Freq
	%
	Freq
	%
	Freq
	%
	Freq
	%

	Motivation inspires me to engage my students on extra lesson
	



21
	



42%
	



25
	



50%
	



04
	



8%
	
	
	



50
	



100%

	With motivation, my performance influenced students outcome in examination
	





20
	





40%
	





29
	





58%
	





01
	





2%
	
	
	





50
	





100%

	With in-service training, my performance in school is enhanced
	



18
	



36%
	



28
	



56%
	



03
	



6%
	



01
	



2%
	



50
	



100%

	Adequate materials and infrastructural facilities enhanced my performance in school
	





28
	





58%
	





21
	





42%
	





01
	





2%
	
	
	





50
	





100%

	Harmonious relationship with the school head inspires my performance
	




15
	




30%
	




29
	




58%
	




05
	




10%
	




01
	




02%
	




50
	




100%

	Good conditions of services made me perform very well
	



30
	



60%
	



18
	



36%
	



02
	



04%
	
	
	



50
	



100%


Source: Survey Research, 2024
Table 3 Influence of regular promotion on Teachers’ Job performance. On item 1 of the table 3, the researcher was interested on the extra time. The assertion that regular  promotion inspires me to engage my students in extra-lesson”. Of the fifty, respondents twenty-one, 42 percent, strongly agreed to the assertion. Twenty-five (50) percent merely agreed. Four of the respondents (8 percent) disagreed.
Going by the above statistical analysis, ninety-two percent of the respondents responded in the affirmation. It can therefore be deduced that regular promotion inspires teachers to engage in extra lessons. Regular promotion enables the teachers to cover their syllabus and scheme of work for the term, to have an opportunity of bringing up the slow learners and have opportunity of reviewing lessons that were not properly understood by students. Four percent of the respondents which responded in the negative viewed the assertion on the basis of extrinsic and intrinsic values. If a teacher has an intrinsic value, he does not require material effect to influence his students’ outcomes even at extra time. However, four percent is insignificant to this conclusion.
On item 2 of table 3, the researcher was interested on teachers’ motivation and students’ performance. It should be noted that students performance or outcome in examination form the basis of assessing teachers productive in any school setting. The statistical figures therefore depict the data collected from the respondents.
The assertion that “with motivation my performance influence students outcome in examination”, twenty of the respondents (representing 40 percent) strongly agreed to the assertion, twenty-nine (58 percent) agreed and only one of the respondents (2 percent) disagreed.
Judging from the above analysis, it can be concluded that with motivation, a teacher can influence the outcome of his students in examinations positively. This deduction is backed up by the affirmation of 98 percent of the respondents. This shows that if a teacher is well motivated, he works hard to justify the confidence repose on him, if the (teacher) knows that his hardworking will be rewarded at the end of the day, he will do so to ensure success. Harley (2005) attests that for high performance, economics rewards are important in order to keep high levels of pay and status, teachers can show high performance.
On item 3 of table 3, the researcher was interested on the relationship between in-service training and teachers productivities. The statistical configuration in the table depicts the data collected from the respondents.

Research Question Four:-Is there any relationship between in-service training and Teachers’ Job performance in Business Studies in Ilorin West L.G.A.

Table 4: In-service Training and Teachers Performance
	Variables
	Responses

	Motivation Factor
	SA
	A
	D
	SD
	Total

	
	Freq
	%
	Freq
	%
	Freq
	%
	Freq
	%
	Freq
	%

	With motivation my performance influenced students outcome in examination
	





20
	





40%
	





29
	





58%
	





01
	





02%
	
	
	





50
	





100%

	With in-service training my performance in school is enhanced
	



18%
	



36%
	



28
	



56%
	



03
	



6%
	



01
	



2%
	



50
	



100%

	Adequate materials and infrastructural facilities enhanced my performance in school
	





28
	





56%
	





21
	





42%
	





01
	





2%
	
	
	





50
	





100%

	Harmonious relationship with the school head inspires my performance
	




15
	




30%
	




29
	




58%
	




05
	




10%
	




01
	




2%
	




50
	




100%

	Good conditions of services made me perform very well
	



30
	



60%
	



18
	



36%
	



02
	



4%
	
	
	



50
	



100%


Source: Survey Research, 2024
From the table, eighteen of the respondents (representing 36 percent) strongly agreed with the assertion, twenty-eight (56 percent) agreed, three (6 percent) disagreed. Deducing from the above, in-service training enhances teachers’ productivities in schools. This represents the views of 94 percent of the respondents (the majority). Teachers need to go on in-service training to meet up with the modern trends of teaching. Teachers see in-service training as a way of getting elevated in status. It is therefore, considered as motivation, the justification of which is to work harder. The activities that satisfy curiosity or lead to enhance the Influence ness are regarded as intrinsically motivated behaviours.
In school settings, in-service encourages the growth and the developmental needs to teachers. Lack of intellectual challenges is another demotivating factor. Without discovering and acquiring new knowledge, skills and abilities, many teachers teach the same subjects so, they “lose spark”.
On item 4 of table 3, the researcher was interested on the relationship between the availability and adequacy of materials and infrastructural facilities in schools and teachers productivities. The assertion in the questionnaire was that “adequate materials and infrastructural facilities enhance my performance in school”.
From the table, the statistical computation was interpreted as follows. Twenty-eight of the respondents (representing 06 percent) strongly agreed to the assertion, twenty-one (42 percent) agreed, and only one respondent (2 percent) disagreed.
From the analysis, 98 percent of the respondents responded in the affirmation. It can therefore, be deduced that availability of materials and infrastructural facilities enhance teachers productivities in schools.
On the 5th item of the table 3, the researcher was interested on the relationship between harmonious relationship with the school heads and productivity of teachers. The statistical figures there represent the data collected from the respondents on the assertion that “harmonious relationship with the school heads inspires my performance in the class”.
From the table, fifteen of the respondents (representing 30 percent) strongly agreed and twenty-nine (58 percent) agreed 88 percent responded in the affirmative. Five of the respondents (10 percent) disagreed and only one (representing 2 percent) strongly disagreed, 12 percent responded negatively.
Therefore, based the analysis above, it can be concluded that harmonious relationship with the school head enhances teachers productivities. Harmonious relationship has to do with teacher/school head relationships. Such relationship is healthy for Influence  Teachers’ Job performance. It also creates an intrinsic value and develops a life long career for teachers.
On the last item of table 3, the teacher was interested in finding out the relationship between good conditions of service and teachers productivities. On the question that says that good conditions of service made me perform very well was spread item 6 of table 3. From the table, thirty of the respondents (representing 60 percent) strongly agreed to the assertion, eighteen (36 percent) expressed agreed, percentage affirmation was 96 percent. Only two of the respondents (representing 4 percent) disagreed. The overwhelming opinions in the variable expressed in the affirmative.
It can therefore, be deduced that conditions of service influenced the productivities of teachers in schools. Where the conditions of service are favourable, teachers performance are usually enhanced and productivities rises compared to where the reverse is the case. Conditions of service are regarded as extrinsic motivation which influences teachers’ outcomes.
Discussion of Results
This research work correlates effect of motivation on teacher performance in Business Studies in Moro L.G.A Kwara State. If a teacher is intrinsically motivated, he is not influenced by the amount of salary and allowances paid to him. He voluntarily follows up his students academic and social problems without demanding for any external benefits, and does not feel stressful in the class. Inspite of the environmental factors and conditions of service he strives high to consolidated his teaching by developing conformity to the social and academic expectations of his colleagues and administrators without demanding for favours.
In another development, to motivate a teacher extrinsically, salary and other fringe benefits should be adequately and regularly paid, adequate facilities for Influence  teaching and learning be provided, hardworking teachers should be rewarded with gifts to boost their morals and teachers promotion should be regular as at when due. It is within the scope of this finding that absence of this external (extrinsic) motivation demoralizes a teacher, frustrate his efficiency and depend his productive capability.
Specifically, the findings further revealed that motivation inspires a teacher to the extent of organizing extra lesson for his students to meet up certain challenges. The teacher influences students’ outcomes in examination which forms the ‘nucleus of his productivity, providing in-service training, provides varieties in a teachers intellectual capability to teach and it is considered as career ladder to be climbed to take higher pay and higher status. Adequate materials and infrastructural facilities enhance teachers’ job performance in the classroom. Harmonious relationship between the teacher and the school heads creates environment for the teachers’ efficiency and well being and conditions of service inspire a teacher to perform well.
Above all, based on the findings, one can conclude that being intrinsically and extrinsically motivated increase job satisfaction and teachers performance. So, motivation has an important role in the job of teaching.



CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
Summary
Handling the challenging situation in the class and out of the class makes teachers exhausted which hinders the success of teachers. What gingers them to develop driving force towards high productivity is motivation. This research work is out to establish the relationship between motivation and teachers’ job performance. In order words, the effect of motivation on performance of teachers in Business Studies in Moro L.G.A, Kwara State.
Conclusion
Motivation as a factor to the performance of teachers in Business Studies revolves round intrinsic and extrinsic factors. Intrinsic factors are seen as internal desires to educate people, give knowledge and value, performing behaviour for its own sake in order to experience pleasure and satisfaction. The extrinsic factor is concerned with the performance of an activity to succeed in getting separable outcomes.
Lack of motivation may cause teachers to be less successful in teaching. Findings from the study have shown that teachers are being denied of adequate and regular salaries and other fringe benefits like promotion, inadequate facilities for hardworking teachers.
Poor remuneration of teachers, unreasonable demands by administrations, neglecting rewards, poor infrastructural facilities and learning materials and lack of in-service trainings are factors related to demotivation. It should not be forgotten that every teacher is not motivated entirely by the same demands and needs, job satisfaction of each employee is different from each other. Without having intrinsic motivation of teacher, the productivity will decrease dramatically. It is obvious that intrinsic rewards out reign extrinsic ones. In education, motivation is to ensure high productivity.
Implications of the Study
From the study, most teachers are very unhappy with their lots (remuneration and conditions of service) most of them are negatively disposed towards their jobs. Teachers can only be Influence  when they are happy with their jobs because it is a function of human frame in mind and motivation is a necessary requirement for Influence ness of teachers in our schools in Nigeria.
Recommendations
Government and other educational planners should work together for the sake of the emotional dimensions of teaching and learning into learning standards or curriculum targets for students and into professional standard or competences for teachers and administrators regarding the content of educational reforms.
0The centrality of the emotions to the processes and outcomes of teaching, learning and caring in schools must be honoured and acknowledged by the discourse of educational reform.
Checklists, targets, meeting and paperwork should not take too much of the teacher’s time. From the findings, teachers have been denied of extrinsic benefits which are inimical to high productivity among teachers in secondary schools. In order to increase teachers performance in schools, it is recommended that extrinsic motivation should be applied reasonably.
Adequate and regular salary and other fringe benefit should be paid. This is because teachers patronize the same markets with other workers. There is the need for teachers to enjoy the same salaries as other professionals.
Teachers’ promotion should continue to receive prompt attention. The need for teachers to enjoy the same promotion prospects like other professionals cannot be over-emphasized.
Teachers in the rural areas should be given special compensation in form of allowances and other fringe benefits to checkmate the concentration of teachers in urban areas.
The school management should encourage healthy teacher t0o teacher and teacher to school head relationship.
Provision of learning materials and infrastructural facilities in schools should be given priority as they enhance the productivity of teachers.
The schools general climate conditions and the existing school norms should be favourable as to enhance Influence  teaching and learning.
The school’s leadership and decision making structures should be human devoid of any authoritative tendency. The best leadership style in schools is proper human relations.
Government should create situation where teaching is respected. In this country teachers have been rejected to serious background and they are seen as second class in the society.
Limitations of the Study
The effect of motivation on the performance of teachers in Business Studies in Moro L.G.A Kwara State was restricted to ten secondary schools due to distance, time, logistics and inadequate human services.
Suggestions for Further Studies
The researcher wish to suggest that further research of this nature should be extended to other towns or Local Government Areas in the state. It is also suggested that a similar study could be extended to higher institutions in the State like College of Education and Kwara State Polytechnic, Ilorin.
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APPENDIX
UNIVERSITY OF ADO-EKITI, NIGRIA (UNAD)
DEPARTMENT OF BUSINESS EDUCATION
The Effect of Motivation on Teachers’ Job  Performance in Business Studies in Some selected  Secondary Schools in Moro L.G.A, Kwara State
Questionnaire:
Dear Sir/Madam,
This research work on the Effect  of Motivation on Teachers Job Performance in Business Studies in Some selected Secondary Schools in Moro L.G.A, Kwara State. Therefore, this questionnaire is aimed at obtaining information about teachers’ motivation as it affects performance in the academic exercise and will be treated in confidence. The questionnaire is divided into two parts.
Part I
1. School:……………………………………………………………..
2. Sex:…………………………………………………………………
3. Tribe:……………………………………………………………….
4. Religion:……………………………………………………………
5. Qualifications:………………….......……………………………
6. Years of experience in teaching:……………………….........
7. Class taught:……………......……………………………………
Part II
Instruction: Please place a tick against the responses which express your opinion on each item.
SA	=	Strongly Agreed
A	=	Agreed
SD	=	Strongly Disagreed
D	=	Disagreed





	SN
	ITEMS/STATEMENTS
	SA
	A
	SD
	D

	
	-A- Commitment of Teacher to Teaching
	
	
	
	

	1.
	I am not influenced by my salary and allowances in teaching
	
	
	
	

	2.
	I Voluntarily follow up my students academic and social problems
	
	
	
	

	3.
	I always feel stressful with teaching
	
	
	
	

	
	-B- Material Motivation
	
	
	
	

	4.
	My salary and other fringe benefits are adequate
	
	
	
	

	5.
	Salaries and fringe benefits are paid regularly
	
	
	
	

	6.
	There are adequate facilities for Influence  teaching and learning
	
	
	
	

	7.
	Hardworking teachers are rewarded with gifts by the school
	
	
	
	

	8.
	Teachers promotion is regular
	
	
	
	

	
	-C- Effect of Motivation
	
	
	
	

	9.
	Adequate Motivation inspires me to engage my students on extra lessons
	
	
	
	

	10.
	With motivation my performance influences students outcomes in examinations
	
	
	
	

	11.
	With in-service training my performance in school is enhanced
	
	
	
	

	12.
	Adequate materials and infrastructural facilities enhances my performance in the school
	
	
	
	

	13.
	Harmonious relationship with the school heads inspires my performance
	
	
	
	

	14.
	Good conditions of service make me to perform very well
	
	
	
	



