CHAPTER ONE

INTRODUCTION

Background to the Study

Educational institution is one of the essential human organizations. Its resources are its teachers and students. In order to really assess some of the complex contemporary problem of Nigeria’s school system, it is pertinent therefore, to pay particular attention to motivation of teachers so that they can be satisfied with the job.

Teachers have strategies and vital instructional role to play in the administration and management of school. Teachers’ roles in ensuring that adequate and appropriate quality education is provided cannot be over emphasized to ensure that the goals and objectives for which schools are established are achieved.

Hundsley (1957), deserved that motivation is a combination of force which initiate, direct and sustain behavior toward a goal. 
This motivation does not only encourage behavior or activity, but reinforces or keeps on going activities or behavior. 
However, these force vary with individual within the work situation as well as in the school system.  

Job satisfaction on the other hand refers to the satisfaction that individuals receives from their employment which largely depends upon the extent to which the job and everything on condition that an individual believes will provides satisfaction, job satisfaction is mostly reflected in employee’s behavior. 
However, job satisfaction depends upon the conditions of work individual perception of life immediate society and economic value of the society or community.

The issue of how to motivate and mobilize staff for long been a major thing in the school system. 

Statement of the Problem

The problem of what to do make teacher work hard for the interest of the students is a fundamental one. The problem varies with individual characteristics, the school working environment. 
Effective teacher motivation demand that the teacher be engineered to devote themselves to achieve the objective of education.

Since, job satisfaction depends on the prevailing condition of work individual perception of life, the society and economic value of the society, the problem of meeting the teacher’s needs has been significant. Thus, the issue of teachers motivation becomes paramount as it has been evidence in the part of teachers grievance on some of the issues that could motivate teachers and student academic performance.

Purpose of the Study

According to Eboireine (1987), teachers are important elements in facilitating success or failure in our secondary schools system. It is now a general conception that, the efficiency of any educational system depends to a large extent on the existence of a body of able, well qualified and devoted teachers.
 In educational institutions, staff welfare especially at primary and secondary schools level are not beings properly adhere you to by employer in the area like proper remuneration in term of salaries and other fringe benefits.

Therefore, its intended by the researcher to find out if:

1. There are relationship between motivation and job satisfaction among teachers in selected secondary schools in Ilorin West Local Government Area of Kwara State or whether job satisfaction is related to motivation. 

2. Do secondary school teachers have job satisfaction in Ilorin West Local Government Area?
3. Does motivation and job satisfaction enhance the performance of teachers in Ilorin West Local Government Area?
General Questions

1. What is motivation and what are it implications on teachers?

2. What is job satisfaction and what are the ways it can be achieved among teachers?
Research Hypothesis

The following hypothesis are raised to assist in the research work:

HO1: There is no significant relationship between motivation and job satisfaction of teacher in Ilorin West Local Government Area.
HO2: There is no significant relationship between motivation and secondary school teacher in Ilorin West Local Government Area.
HO3: There is no significant relationship between job satisfaction and performance of teacher in Ilorin West Local Government Area.

HO4: There is no significant relationship between motivation and job satisfaction of secondary schools teachers in Ilorin West Local Government Area.
Delimitation of the Study

The study deals with the relationship between motivation and job satisfaction among secondary schools teachers in Ilorin West Local Government Area of Kwara State because of time, financial resources and dealt data among others.
The study will be limited to various categories of secondary school teacher in the selected local government area. 
Significance of the Study

The important role education had played and would continue to play in the social political and economic development of a nation cannot be over stressed. 
Thus, the significant role teacher has played and would continue to play in the administration and management of the school cannot be overlooked as the teachers are instructional to the success of any educational programme. The study will allow government to understand the major motivation fact that will enhance student academic performance. It will also provide further useful information on the student determinants of job satisfaction that could be used to motivate teachers and other workers.
Operational Definition of Terms

Motivation: A combination of forces when initial, direct and sustain behaviours towards a goal.

Job Satisfaction: The satisfaction that individual received from their employment which largely depends upon the extent to which job and everything associated with it meet their needs and wants. 

Job Design: This refers to the job content i.e. the components of individual work in the work situation or in teaching profession.

Teacher: This refers to skillful personnel in educational industries saddled with the responsibility of imparting knowledge and skills to the learners. 

Education: The process of aggregate of all knowledge which a learners or young adult develop attitude behaviours or values which are useful values or importance to the society in which such person belong. 
Secondary school: It is the second level of educational system preparing student for goods and fruitful living. 

Local Government: The third tiers of Nigeria government that is closest to the people at the grass roots. 
CHAPTER TWO

REVIEW OF RELATED LITERATURE

Theories of Motivation and Job Satisfaction

These has been several studies on the various aspect of management and administration and specifically on the aspect of personal job satisfaction and motivation in the work situation such studies have cut across many type of organization in various environment.
However, such studies are yet to be known in secondary schools organization in Ilorin West Local Government Area of Kwara State. The various motivation forces identified to have influence the job satisfaction of personnel in the various part of the world may be or may not be similar with those the investigator would may be or may not be similar with those the investigator would came out with or that the degree of the influences varies with the situation of the teacher of secondary schools in Ilorin West Local Government Area of Kwara State. It is difficult to reach an acceptable conclusion when considering satisfaction at work. There are many work already done by notable behaviour writers and research in the field of job satisfaction and motivation such as;

Taylor (1999), Mayo (2001), Masllow (1954) Alderfer (1972), McGregor (1960) and Herzberg (1959) other and “expectancy” theory include those of Hewin, Hawler and Porter (1952). 
The conclusion drawn from this studies is that there is no single best way of looking at the problem of job satisfaction and motivation.

Taylor’s (1911), contribution was to develop theories of work organization which would improve effectiveness and raise productivity his theories were based on ill-founded assumption about the nature of human needs and behaviour such as people try only to satisfy economic needs at work, that is the sole reward they seek is money, that people behaviour is always rational in pursuit of that goal etc. 
Mayo (1954), in sharp contrast was concerned with human factors in productivity, thus emphasis was shifted from economic motives to emotional and non-logical attitudes. 
It was further asserted that were nature and social motivation were relegated strike and sabotage were ordinary accompaniment of such an organization.

His major finding was that motivation and productivity are the result of complex behaviour patterns and can be range of variables.

Abraham Maslow (1965), one of the proponents of the revered conceptual model was concerned with satisfaction of human needs. He postulated that “Man is basically a working animal” whose life style mainly is directed towards satisfaction this various wants.

As each new wants is satisfied new want arise. There is a general development from the seeking of satisfaction of primitive needs basic to existence of life itself though series of level to the pursuit of satisfaction of higher intellectual, cultural and social planes Masllow organized his categories into a hierarchy of importance.

Thus, safety and self-actualization or fulfillment which is the highest level. Clayton Alderfer (1972), in his aim study attempt to combine a mere theory of need with empirical research in the work place. He postulated that Maslow’s five levels of needs could be amalgamated into three. These we calls “existence relatedness and growth, this approach is termed “ERG” theory, existence needs include all form of physiological and materials desire and subsume Maslow’s first two levels of need and also include money.

Relatedness needs include relationships with other people this covering Maslow’s third level social needs and that part of his fourth level, esteem needs, which are derived from other people.

Dougles McGregor (1960), proposed theories X and Y as polarization of management ethos. His theory X stressed the activities of the people working in the organization goal, which theory Y proposed that man has national capacity for creativity, imagination and intellectual development.

Fedrick Herzberg (1959), has clarified the relative important of money vis-à-vis these various needs and motivation factors emphasizes by other studies. This investigation into the origin of job satisfaction and among some categories of employees has the finding that human being have two basic needs, the needs to avoid pain and learn. Hence, the analysis of employee job satisfaction resulted in the formation of two separate continuums, the first ranging from dissatisfaction to know this satisfaction , which would be affected by environmental factors over which the employee has limited influence and this he termed “Hygienes Factors”: such as play inter-personal relations, supervision, company policy and administration, working conditions, status and security.

His argument at that these factors do not serve to promote job satisfaction, put that their absence or deficiency creates dissatisfaction.

The second class factors referred to as “Motivations” takes up a continuum leading from an job satisfaction example include the intrinsic quality of the work itself achievement and recognition, the possibility of growth though self development, and responsibility loading to advancement.

Kurt Lewin (1952), contribution was that motivation has two aspects the activation and positive aspect of movement toward a particular goal and the negative aspect of moving away from an undesired state. This deal led to the “need path goals hypothesis a development of hewer’s field theory” in which an individual finds himself in his life space.

To victor Vroom (1964), he presented a process theory of work motivation the basic variables of which are expectancy is the belief that there is likely hood that a particular act will be followed by a particular outcome, why valences is the strength of an individual preference for a particular outcome of his own effort or activity.

According to Hawler and Porter (1967), motivated behaviour is a function of hedonism (things which have been found satisfy in the past third to be repeated in the future and also of expectancy) (what are does will depend on what one expect to get out of it without necessary having experienced it before).
Empirical Studies on Teacher Motivation and Job Satisfaction 

Teacher motivation is a crucial concern in education classroom teacher are face with many problems including and severity of discipline problem, an increase in society’s discontent with operation of its schools, the threats of job security as student population increase accomplished with increase in vandalism and violence, teachers are struggling to find job satisfaction through the fulfillment of their professional needs. It has been hypothesized that in ability to meet these needs may produce mental and physical stress that is driving many teachers from the classroom.

Holdaway (1975), in a study of job satisfaction of classroom teachers in Alberta, Ranada asked respondents to identify up to three aspect of job that contribute most to their overall satisfaction and dissatisfaction.

Lamone and Schmidt on a similar notion using the critical incident approach to see the relevance of the two factor theory for school administration came up with the fact that achievement and recognition were mentioned frequently as a source of satisfaction than any other job aspect. However, both were also identified as common sources of dissatisfaction. The blurring also occurred with perceived source of dissatisfaction in term of interpersonal relation with subordinates and with superiors. It was only with school district policy and administration that was identified as a source of satisfaction than any job aspects. However, both were also identified as common sources of dissatisfaction in term of interpersonal relation with subordinates and with superiors.
Lock (1969), after conducting a comprehensive review of studies on job satisfaction came out with the following:
(a) Work attributes that have been found to be related to job satisfaction share the element of mental challenges.
(b) Work satisfaction is engendered by work which is varied, allows autonomy is not physically fatiguing which is, mentally challenging and yet allow the individual to experience success and which is personally interesting.
(c) Satisfaction with rewards such as pay depends upon the fairness of their distribution and the degree of congruence with personal goal and. 
(d) Satisfaction with working condition depends upon their compatibility with the individual physical needs and the degree to which they facilitate the attainment of this work goal. Consideration of all the theories and finding reported above led to the identification of the following motivation factors as may likely relevant to the overall satisfaction of selected secondary school in Ilorin West Local Government Area of Kwara State;
(i) Personal emolument/incentive

(ii) Promotion opportunities

(iii) Job design

(iv) Leadership/Supervision

(v) Work – group

(vi) Organization structure

(vii) Physical environment
Personal Emolument/Incentives and Job Satisfaction

Both expectation and equity theory have important implication about motivational effect of pay. According to Vroom (1964), he hypothesized that the valence of effective performance for the attainment of money increase, assuming that the valence of money is positive. Many studies have indicated the relative importance of pay with different result for example Graham and Sluckin (1954) survey of skilled and unskilled workers in England found pay the most important job factor. Wages and Salaries are motivating factors in the Nigeria context, it has a large instrument ability and force expectancy is the belief that there is likely hood that a particular outcome which is the strength of an individual preference for a particular outcome of his own effort or activity. According to Hawler and Porter (1967), motivated behaviour is a function of hedonism (things which have been found satisfy in the past third to be repeated in the future and also of expectationary) (what are expects will depend of what are experienced it before). Empirical studies on teachers motivation teachers are face with many problems including severity of discipline problem, an increase in society in vandalism and violence. Teachers are struggling to find job satisfaction through the fulfillment of their professional needs. It has been hypothesized that in ability to meet these needs may produce mental and physical stress that is driving many teachers from the classroom.
Holdaway (1975), in a study of job satisfaction of classroom teachers in Alberta, Ranada asked respondents to identify up to three aspects of their job that contribute most to their overall satisfaction and dissatisfaction large motivating in elementally. This payment of good wages and salaries is fundamental to the productivity effort at these employed Ubeyi (1982). According to Saul (1983) money can motivate, that is it can influence action and encourage extra-effort, extra creativity or any other kind of non-routine performance. But it can only do this only when the increment or net gain for employee is large enough.

Promotion Opportunities and Job Satisfaction

Expectancy theory would predict that promotional opportunity would lead to high performance. This is most likely to be the case when promotions are based on some kind of evaluation system and accurate. Ubeku (1982), in support of promotion as a motivation factors has assented for job security that employers to allay fears, produces must be established for promotion, grievances, discipline and termination. Ozigi (1977), concluded that its help to boast staff morale and motivate them to work harder, frustration registration and pre-mature retirement and productivity.

Job Design and Job Satisfaction

In terms of expectancy theory Hawler (1969) suggests that changes in job design are likely to affect motivation because they have the power to influence the perceived probability that rewards will result for good performance (Vroom, 1964) clearly making a job more challenging to the employee inform of enrichment in which individuals job is made more satisfying through restructuring (Chruder and Shermon 1964).
Leadership/Supervision and Job Satisfaction

The leadership styles of the principal effects the motivation of this teacher. A principal whose leadership style is autocratic tends to reduce the motivation of his teachers and the principal with a democratic leadership style entrances his teacher motivation (Bello, 1982). He further that, a principal whose leadership style is autocratic will tend to exhibit behaviour such as aloofness, that is characterized as formal and impersonal and always emphasis on production which is characterized by class supervision of the staff. A principal with a democratic leadership style in sharp contrast according to Halpin (1966) exhibits the behavioural traits of consideration and trust consideration refers to behaviour which is characterized by an intention to treat the teacher humanity to try to do a little something extra for them in human terms whereas, trust refers such behaviours by the principal which is characterized effort tomove the organization.

Work Groups and Job Satisfaction

According to Ribeaux and Popleton (1978) a group consist of a member of people who interact with each other on the basic of a common set of value (norms) in a given context incure than they do with anyone else. Golombnehiski (1962) came up with three definition of group but of importance to this study is the group defined as small number of individual in more or less interdependent status and role relation and in which has an indigenous set of values or norms which regulates, the behaviours of members at least in matters of concern to the group. To Schuts (1953) groups exist in different kind such as primary differences, large and small group respectively. The primary group are of importance which involves face to face group in which everyone knows everyone else to some extent e.g. the immediate family and work group in it people interact and share common value groups are formal on the basis of similar motivational factors. Vroom noted that interaction frequently emerges as the key component determining the attitude of individual to their works. He suggested that relationship tended to be satisfying to the extent that there was congruence of attitude acceptance by others and progress towards the attainment of goals.
Organization Structure and Job Satisfaction
Organization according to Flippo (1982) is system of relating resources that will make possible the accomplishment of specified ends or goals. Brown (1961) defines organization as the part which each member of an enterprise is expected to perform and the relation between such member to the end that their concerted and endeavour shall be most effective for this purpose of the enterprise. It is the process of identifying and delegating responsibility and authority and establishing relationship for the purpose of enabling objectives.
The three basic relationship of formal organization are responsibility, authority and acceptability. 
Organization according to Flippo and Munsinger (1978) involve the establishment of relationship among functions, personnel and physical factors for the purpose of harnessing and directing effort towards to provide a structural framework for communication, and the co-ordination of activities and people’s efforts in the early part of this century, money was asserted as motivation (Taylor, 1911). Thus, the important management tools regarded were money motivated people, efficient organization of work and the payment of high financial reward. 
This brought the idea of the use of techniques such as financial incentives, systematic personnel selection and a hierarchical chain of command in the organization into the style of management.

The motivational concept of self actualization derived originally from Maslow (1943) was that the highest level of motive in man was a need to extent and develops himself to his limit in his activitie held to be uniquely satisfying. If the worker can be enable to find this kind of meaning in his work, this should create the ideal condition for satisfaction and productivity.
Physical Environment and Job Satisfaction
One of the earliest sets of studies to investigate systematically the effect of the physical environment were “How Thorne” studies (Geoetulis Berger and Dixon, 1939) perhaps the most striking finding was how small were these effects on motivation compared with social factors.

Maslow needs would suggest that physical conditions should be of great importance when physical danger is threatened and that the people should be reluctant to do dangerous jobs, particularly when their basic need can be satisfied without taking such a job.

Herzberg et al. (1967) have postulated to existence of the classes of work motivation to include extrinsic and intrinsic.

The extrinsic pay supervision, company administration and policy, job security and physical surroundings. They suggest that such extrinsic factors are only able to prevent the onset of job dissatisfaction or remove it once it is there.

They can no effect job satisfaction which is determined solely by intrinsic factors (achievement, recognition, advancement and responsibility) advancement and responsibility and job content factors, including physical conditions, will motivate people only to stay or leave the job. A considerable body of experimental evidence thus, found that extrinsic factor were as intrinsic factor (Schwab, and Cunning 1971).

Appraisal of Related Literature Review

Most of the literature related job satisfaction as the work situation including those of education organization had classified the factors of motivation into two that is, internal factor comprising of incentives and reinforcement.

However, the following aspects of motivation factors were considered in the review of literature. They include personal emolument/incentive, promotion opportunities, job design, leadership/supervision work group, organizational environment.

None of the literature reviewed above tended to disagree that the teacher satisfaction could be influenced by some of the motivation factors examined. Instead they suggest that some of them are crucial for the attainment of teachers job satisfaction.

The literature in addition suggest that the degree of evidence through fragmentary, predominantly support a general conception of teachers’ job satisfaction.

The available literature tended to concentrate on theories of motivation and job satisfaction, empirical studies has directly focused on:

(1) The relationship between teacher’s job satisfaction and factors of motivation.
(2) The weighty that each of the selected factors has teachers job satisfaction.
This study unlike the previous ones directly focus on examining the relationship based on a view that teacher job satisfaction is integrally related to teachers motivation, an factors in the school organization. It is therefore around the finding out of such relationship between operational and selected independence variable that this study is conceptualized, designed and the data analyzed and discussed.      

CHAPTER THREE

RESEARCH METHOD

This chapter discussed the methods and procedure used in carrying out the study, it explains the sources and techniques used in data collection and analysis.

Research Design

Descriptive survey method will be employed for the study. This will be used to obtain information as well as the opinion of the representative sample of the population, since the aim of the study is to investigate aim of the study is to investigate the relationship between motivation forces and job satisfaction among teachers in selected secondary schools in Ilorin West Local Government Area of Kwara State.

Population of the Study

Population may be finite in which cast its size or extent is conceivable and estimable, and at the same time, population may be infinite i.e a complete count of all the element or subjects that make up that population cannot be possible.
Random sampling techniques were adopted to select five secondary school out of schools in the Local Government Area. Also 20 teachers are selected as respondent in esach school making 100 respondents.

Following are the selected schools

1.
Government Day Secondary School, Alore, Ilorin 

2.
Junior Secondary School, Sheik Alimi, Ilorin 
3.
I.G.S Secondary School, Ilorin
4.
Government Girls Day Secondary School, Pakata, Ilorin
5.
Kwara State College of Education Secondary School 
(Model), Ilorin
Sample and Sampling Techniques


The researcher adopted the simple random sampling technique to select the four secondary schools used for the study. Also randomly selected the respondents through simple ballot system of picking ‘Yes’ or ‘No’ folded paper to qualify as a respondent for the study.
Instrument of the Study

The researcher’s (data) collections for this study were both obtained through printed questionnaire designed for principal and teachers of the selected schools.

The questionnaire contains two sections. Section ‘A’ deals with personal information of the respondents and section ‘B’ contains other structural question expressing the view and opinion of the respondent on the topic under study. It will equally seek suggestion for the improvement in school administration and performance in Kwara State.

Validity of the Instrument

The content validity method was highly relied upon in the determination of the validity of the instrument used in this study. The questionnaire was shown to education, experts and specialist in schools management as well as the project supervisor for correction advice and necessary suggestions for the improvement of the structural questionnaire. This is to ensure that the instrument used is highly valid since validity is concerned with the testing of the instrument to determine whether it measures correctly and accurately the quality designed.
Reliability of the Instrument

The reliability of the instrument was determines by test – retest method. If the result of the two tests conducted gives the same or similar result, it shows that the instrument employed for the study is reliable. The researcher ensured that the instrument used for the study is highly reliable.

Administration of Instrument


The researcher personally distributed the questionnaires to the respondents of the three sampled secondary schools across the Local Government after taking necessary precautions from the authority and seeking the cooperation of the respondents. The questionnaire was distributed by the researcher and collected immediately after completion.
Data Analysis


Frequency count and simple percentage method was employed for analyzing the data and collected for the study. This made a clear assessment of the views of the respondents on the relationship between motivation and job satisfaction among teachers in Ilorin West Local Government Area of kwara State.
CHAPTER FOUR 

RESULTS AND DISCUSSION

This study has attempted to find out the relationship between the motivation of teachers on one hand and the job satisfaction among teachers in selected secondary schools on the other hand.

This chapter presents the statistical analysis and the result of data collected to test the hypothesis formulated for the study. 
Results
The first research hypothesis was that, there is no significant relationship between personal emoluments and incentives and the job satisfaction on teachers in selected secondary schools in Ilorin West Local Government Area of Kwara State. The result of the finding as shown in the table 1 shows the correlation coefficient to be high, hence, a significant relationship established.

Table 1: Results of personal emolument/incentives and teachers job satisfaction.

	X
	Y
	XY
	X2
	Y2

	     21
	   13
	   903
	   141
	  1849

	     8
	   60
	   480
	   61
	   3600

	     20
	   47
	   940
	   400
	   2209

	     13
	   55
	   715
	   169
	    3025

	     7
	   63
	   441
	   49
	    3969

	     69
	   268
	   3479
	   1123
	    14652


  
r = -0.99 to 2 decimal places

The second hypothesis was that, there is no relationship between promotion opportunities and teachers’ job satisfaction in secondary schools. 
The result of the finding is shown in table 2. The conclusion from this finding indicates that promotion opportunities are factors to teachers job satisfaction, this rejecting the hypothesis that there is no significant relationship between promotion opportunities and teachers’ job satisfaction.

Table 2: Results of promotion opportunities and job satisfaction.

	X
	Y
	XY
	X2
	Y2

	19
	48
	912
	361
	2304

	7
	61
	427
	49
	3721

	26
	37
	962
	676
	1369

	34
	25
	850
	1156
	625

	36
	19
	684
	1296
	361

	10
	54
	540
	100
	2916

	24
	38
	912
	576
	1444

	15
	50
	750
	225
	2500

	171
	332
	6037
	4139
	15240


r = -0.98 to 2 decimal places

The third hypothesis was that there will be no relationship between job design and job satisfaction among teachers in selected secondary schools in Ilorin West Local Government Area of Kwara State. The result of the test of the hypothesis is presented in table 3. The result shows that there is relationship between job design and job satisfaction of teachers in selected schools in Ilorin West Local Government Area of Kwara State. 
Table 3: Result of job design and job satisfaction of 
teachers

	X
	Y
	XY
	X2
	Y2

	51
	4
	204
	2601
	16

	29
	33
	957
	841
	1089

	45
	18
	810
	2025
	324

	44
	15
	660
	1936
	324

	26
	38
	988
	676
	1414

	50
	20
	1000
	2500
	400

	57
	12
	684
	3249
	144

	302
	140
	5303
	13828
	3642


r = -0.98 to 2 decimal places

The fourth hypothesis was that there is no significant relationship between leadership style/supervision and job satisfaction among the secondary school teachers. The result indicates that the null hypothesis which states that, there is no relationship between leadership style and teachers job satisfaction is rejected. The conclusion from such finding is the leadership style and supervision are aspects of teacher’s job satisfaction of teacher.
Table 4: Result of leadership/supervision and job satisfaction of teachers

	X
	Y
	XY
	X2
	Y2

	50
	6
	300
	2500
	36

	40
	15
	600
	1600
	225

	30
	31
	930
	900
	961

	23
	35
	805
	539
	1225

	39
	21
	819
	1521
	441

	35
	25
	875
	1225
	625

	56
	3
	446
	3136
	64

	55
	3
	165
	3025
	9

	37
	24
	888
	1369
	576

	29
	31
	899
	841
	961

	394
	199
	6729
	16646
	5123


r = -0.97 to 2 decimal places

Five, it was hypothesis that there is no relationship between the work groups and teachers job satisfaction. The result of this finding in Ilorin West Local Government Area is shown in table 5. The conclusion from this finding shows that work groups are determinant factors of teacher job satisfaction in Ilorin West Local Government Area. Hence, the null hypothesis is equally rejected.
Table 5: Result of work group and teachers job satisfaction

	X
	Y
	XY
	X2
	Y2

	39 
	10
	390
	1521
	100

	47
	11
	517
	2209
	121

	56
	7
	392
	3136
	49

	48
	8
	38
	2304
	64

	27
	15
	405
	729
	225

	217
	51
	2088
	9899
	559


r = -0.92 to 2 decimal places

Further, the research hypothesis also stated there will be no relationship between organizational structure and job satisfaction among the secondary school teachers in Ilorin West Local Government Area. The result of the test is shown in table 6. The result indicated that the hypothesis that there is no relationship between organizational structure and job satisfaction of secondary school teachers is rejected.

Table 6: Result of organizational structure and teachers’ job satisfaction

	X
	Y
	XY
	X2
	Y2

	52
	6
	312
	2704
	36

	30
	17
	510
	900
	289

	22
	37
	811
	481
	1369

	46
	10
	460
	2116
	100

	51
	9
	459
	2601
	81

	54
	6
	324
	2916
	36

	255
	85
	2879
	11718
	1911


r = -0.93 to 2 decimal places

The last hypothesis was that there is no relationship between the physical environment and job satisfaction of teachers in selected secondary schools Ilorin West Local Government Area of Kwara State. The result of such finding is as presented in table 7. The result indicates a relationship, thus rejecting the null hypothesis that there is no relationship between the physical environment and teachers’ job satisfaction in Ilorin West Local Government Area.

Table 7: Results of physical environment and teachers’ job satisfaction

	X
	Y
	XY
	X2
	Y2

	15 
	50
	750
	225
	2500

	34
	30
	1020
	1156
	900

	52
	21
	1090
	2704
	441

	9
	55
	495
	81
	3025

	35
	33
	1155
	1225
	1089

	56
	10
	560
	3136
	100

	201
	199
	5072
	8527
	8055


r = -0.98 to 2 decimal places
Discussion of Results

The following findings emanate from the result of the investigation that in Ilorin West Local Government Area, there is significant relationship between:

1. Personal emoluments/incentives and teachers job satisfaction.

2. Promotion opportunities and teachers job satisfaction.

3. Job design and teachers job satisfaction.

4. Leadership style/Supervision and teachers job satisfaction.

5. Work – group and teachers’ job satisfaction of teachers.

6. Organization structure and teachers job satisfaction of teachers.

7. Physical environment and teachers job satisfaction of teachers.
CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

Summary

This investigation has shown the relationship between motivation factors and job satisfaction of teachers in selected secondary schools in Ilorin West Local Government Area of Kwara State. Generally, the result of the finding have shown that there is correlation between motivation and job satisfaction of teachers in there selected secondary schools but the degree varies with the variables of motivation.

The first of these finding is that there is a high correlation between personal emoluments and incentives and the job satisfaction among secondary school teachers. This is indicated with the correlation coefficient which is -0.99, which tend to establish the relationship and rejecting and null-hypothesis. The second major finding indicates that there is a high relationship between promotion opportunities and job satisfaction among the secondary school teachers in Ilorin West Local Government Area as shown in the correlation co-efficient which is -0.98, thus the hypothesis proposed was rejected and the relationship established. Thirdly, it was found that there is a high correlation between job design and teachers job satisfaction in selected secondary schools in Ilorin West Local Government Area. Fourthly a very high relationship was established between leadership style/supervision and teachers job satisfaction among teachers in selected secondary schools in Ilorin West Local Government Area. Finally, it was established that there is relationship between the physical environment and the job satisfactions among teachers in selected secondary schools in Ilorin West Local Government Area as expressed by correlation coefficient -0.98.
Conclusion

This study so far has established the fact that there is significant relationship between factors of motivation and job satisfaction among the teachers in selected secondary school in Ilorin West Local Government Area. From the satisfaction analysis of the data collected, this have shown that the null hypothesis formulated that there is no significant relationship between motivation and job satisfaction among teachers in selected secondary schools in Ilorin West Local Government Area was rejected to established, there is a relationship between motivation and job satisfaction.

Similarly, the operational hypotheses for the variables of motivation were equally rejected to establish a relationship between the factor of motivation and job satisfaction. However, the correlation coefficient varies in expressing the relationship with -0.89 coefficients for job design being the highest and -0.99 coefficients for personal emolument incentives being the least.
Implications of the Study

This study has revealed among other things, that a high level correlation between motivation and job satisfaction is prevalent among teachers. It also showed that a highly motivation teacher will want to stay on his job.

Recommendations 
    Based on the finding of the investigation, the following recommendations are put forward:

1. The school management should motivate the teachers by making their personal emoluments and other incentive.

2. Teacher could also be motivated by regular payment of salaries and provision of other incentives such as provision of car leans, housing loan etc.

3. Prompt and regular promotion based on their academic qualifications, teaching experiences and outstanding achievement in academic work could also motivate.

4. The democracy leadership style of a principal could also motivate teachers where they are treated like colleagues rather than subordinates.

5. The school management should ensure an organization structure that would provide the teachers with much autonomy and responsibility through large enlargement.

6. The school management could also motivate teachers by ensuring an atmosphere of approval or a good physical environment with adequate provision for accommodation in term of staff quarters.

7. Prompt and regular promotion based on their academic qualifications, teaching experiences and out standing achievement in academic work could also motivate teachers to meet his self-actualization need and recognition in the society.
Limitation of the Study

This study is limited to the examination of the relationship between motivation and job satisfaction of teachers. It did not look at the reasons why or not there are no motivation reprocess on ground in Nigeria for example. It also limited it focus on Ilorin West Local Government Area alone.
Suggestion for Further Studies

This study has considered the relationship between motivation and job satisfaction among the teachers in selected secondary school in Ilorin West Local Government Area of Kwara State. The finding in Ilorin may be different from what is obtainable in other parts of the states. Thus such investigation may be extended to other local government areas in the state and other states of the federation to allow for a good assessment of the influence of motivation forces on teachers job satisfaction in secondary schools.

Such study could also be conducted among teachers of all categories of institution starting with the primary and university level.

The study could also be extended to the auxiliary staffers of educational institutions that is the non-teaching staffers, as to what motivate then to be satisfied with their job in an educational institutions.

The study finally could be carried out on sex basis to really see what motivate male teachers to be satisfied with teaching profession may differ with what motivate the female counter parts. It could also be conducted on the basis of age, marital status educational qualification and length of teaching experience.
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APPENDIX
KWARA STATE COLLEGE OF EDUCATION, ILORIN.

DEPARTMENT OF PRIMARY EDUCATION

Dear Respondents,
The questionnaire is designed to elicit information from selected secondary school teachers in Ilorin West Local Government Area of Kwara State. Facts are needed as statistical data for the purpose of a research work.

Topic: Relationship between motivation of teachers and job satisfaction in selected secondary school in Ilorin West Local Government Area.

Kindly expire your opinion as honestly as possible as your respond to the items. Your response would be used only for the research work.

Thank you.
SECTION A
Please put a tick (√) as appropriate as possible in the space provided against each question.
Name of School:………………………………………………………………..

Location of School: Urban (  ),

Rural (   )

Sex: Male (   ),

Female (   )

Age below 30 (   ), 
Above 30 (   )
Marital Status: Single (   )
,
Married (    )
Teaching Qualification: NCE (  ), B.Sc (  ), B.A. ( ), M.ED ( ), B.ED ( )
Teaching Experience: 5yrs-10yrs ( ), 11yrs-20yrs ( ), 21yrs-30yrs ( ) 



31yrs-35yrs (  )

Salary Grade Level: 07 – 08 (  ), 09 – 10 (  ), 21 – above (  )
SECTION B
Please tick (√) the response you think as the most appropriate after reading the statement carefully.
The opinion is as follows:

SA - 
Strongly Agreed

A - 
Agreed

D - 
Disagreed

SD – Strongly Disagreed
	S/N
	ITEMS
	SA
	A
	D
	SD

	1
	The use of adequate motivation strategies promotes teacher effectiveness
	
	
	
	

	2
	Worker of Teaching Service Commission in Kwara State are adequately reward by the management 
	
	
	
	

	3
	The individual needs of teachers are always considered before rewarded for a good performance
	
	
	
	

	4
	The use of motivation will not reduce high turnover rate
	
	
	
	

	5
	Materials incentive given to teachers help as a great deal in terms of survival especially at this austere time
	
	
	
	

	6
	The teachers are adequately taken care of in terms of medical benefits
	
	
	
	

	7
	Adequate accommodation is assured for teachers
	
	
	
	

	8
	In Nigeria today comparing the situation of things most teachers will prefer to be given monetary incentive
	
	
	
	

	9
	Some teachers are satisfied with verbal incentive from parents
	
	
	
	

	10
	The provision of motivation will improve teachers performance
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