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ABSTRACT

The research work examines the condition of service and teachers’ job performance in secondary schools in Ilorin West Local Government Area, Kwara State. A descriptive design of survey type was adopted for the study. A population sample one hundred and twenty six (126) respondents which comprises of one hundred and twenty (120) teachers and Six (6) principals were randomly selected across six (6) secondary schools in Ilorin West LGA, five research questions were raised and answered based on the data collected through administered questionnaire. The five null hypotheses formulated were tested at 0.05 level of significance using Pearson Product Moment Correlation statistics (PPMC). The findings from the analysis revealed that there is significant relationship between staff condition of services and teachers’ job performance in Ilorin West secondary school, Kwara State. Also, staff prompt payment of salary, staff regular promotion and staff fringe benefits has significant relationship on teachers’ job performance in Ilorin West secondary schools, Kwara State, while there is no significant relationship between staff development programme and teachers’ job performance in Ilorin West secondary schools, Kwara State. Based on the findings, it was recommended among others salary of teachers should be paid promptly to enable them concentrate on their job for effective delivery, the government and school management should ensure regular promotion of teachers promptly. The government and school management staff should ensure regular training and re-training of teachers through in-service training, seminars, conferences and workshops towards enhancing job performance. 
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CHAPTER ONE

INTRODUCTION 

Background to the Study
In the contemporary world today attention is focused on education as an instrument of launching nations into the world of science and technology and with consequential hope of human advancement, in terms of living conditions and development of the environment. This is because, in the life of any nation, education is the live-wire of its industries; it is the foundation of moral regeneration and revival of its people. Education is the bed-rock of any nation's defence. Education is that process that helps to develop the whole man physically, mentally, socially and technologically to enable him to function effectively in any environment in which he may find himself (FRN 2021). Therefore no nation can afford to pay lip service to the education of its people. 


A nation that thinks lightly of education does so at its own peril. In this regard, Ogundele, (2022) observed that no nation rises above the level of its education and no educational system outgrows the quality and status of its teachers. This must have informed the decision of the International Labour Organization (ILO) in co-operation with the UNESCO to launch a chapter on ILO/UNESCO recommendation concerning the status of teachers, a document to which Nigerian Government was a signatory. The document did not make a very strong case for the primary importance that the teaching profession should enjoy in the scheme of things, but also presented a solid advocacy for the improvement of conditions of service. The Federal Government of Nigeria is giving consideration for conditions of service for the Nigerian teachers (Ogundele 2017). 

For over two decades, the teachers of Nigeria under the aegis of the Nigerian Union of Teachers (NUT) have been consistent in their request for separate conditions of service and salary structure for teachers in primary and post-primary Schools in the country. This situation has arisen because of religious, cultural, and economic factors. The main objective of the Secondary Education is to train individuals to read, write and be numerically literate. In recent times, it is a note that many Secondary School leavers can neither read nor write accurately. Judging from the products of the Nigerian Secondary School, there is a big question mark on the level of performance and productivity of their teachers. 

Job satisfaction in this context is the ability of the teaching job to meet teachers' needs and improve their teaching performance. However, it is assumed that teachers' agitations and demands are beyond the resources of the Ministry of Education or the Government. As a result, the government in Nigeria and the Nigerian Union of Teachers (NUT) are in a constant stand-off over the increase in salaries, benefits and improvements in working conditions of teachers. 

The Federal and State Governments have argued that the present economic realities in the country cannot sustain the demanded increase in salaries, benefits, and improvements in working conditions. Specifically they argued that teachers' demands are beyond the government resources. Another problem is the government's position concerning the job performance of the teachers; they accuse the teachers of negligence, laziness, purposeful lethargy, and lack of dedication and zeal to work. 
Teachers are expected to render a very high job performance, and the Ministry of Education is always curious regarding the job performance of its teachers. Also, the Ministry of Education demands a very high measure of loyalty, patriotism, dedication, hard-work and commitment from its teachers (Ubom & Joshua, 2021). Hence the study seeks to investigate into the relationship between conditions of service and teachers’ job performance in secondary schools in Ilorin West Local Government Area of Kwara State.
Statement of the Problem 

Kwara State Government with its clear vision on the education sector, declared to provide accessible, quality and affordable education for all in the State knowing full that teachers are the instrument through which education targets can be accomplished. On the off chance that teachers are appropriately provoked by the states of administration, they would be fulfilled to give their best grinding away to advance execution just as upgrade moral improvement of their understudies. Regardless of every one of teachers‟ welfare is not taken seriously. The Kwara State wing of the Nigeria Union of Teachers (NUT), have on several occasions demanded for better but to no avail. It is therefore, on this basis that this study aimed to explore how conditions of service enhance teachers‟ job performance among public senior secondary schools in Kwara State.

Parents, employers of labour and other stakeholders in education have continued to express doubt and worry over the persistent declining quality of education in public secondary schools in Kwara State, Nigeria. The poor performance of secondary school students in: Unified Tertiary Matriculation Examination (UTME), Senior Secondary School Certificate Examination (SSSCE), essay writing, spellings and spoken English are indications that all is not well in public secondary schools in Kwara State. 
The researchers’ close observations of activities in these schools show that teachers come to school when they like, go to classrooms when they like and students lack control, shout on top of their voices, as well as move up and down. The above scenario indicates a high display of indifferent attitude by teachers in their service delivery, and further demonstrates that teachers could show apathy to their statutory duties due to lack of motivation informed by poor conditions of service. This situation could also result to ineffective administration and poor academic performance of students. These backdrops therefore emphasize the problem of the present study aim at investigating the condition of service and teachers’ job performance in secondary schools in Ilorin West Local Government Area, Kwara State.

Purpose of the Study


The main purpose of this study is on the assessment of the relationship between condition of service and teachers job performance in secondary schools in Ilorin West L.G.A. Kwara State.
The specific objective of the study includes: 

i. 
To find out whether there is relationship between salaries and teachers‟ job performance in secondary schools in Ilorin west LGA., Kwara state. 

ii 
To find out the influence of teachers‟ promotion and performance among teachers in Ilorin west LGA., Kwara state. 

iii. 
To determine whether fringe benefits affect teachers job performance in secondary schools in Ilorin west LGA., Kwara state. 

iv. 
To find out whether teachers terminal benefits are effectively managed in secondary schools in Ilorin west LGA., Kwara state. 

Research Questions 
This study is guided by the following questions: 

1. 
How does prompt payment of teachers’ salaries affect their job performance in secondary schools, in Ilorin West L.G.A. Kwara state? 

2. 
What is the relationship between promotion of teachers and their job performance in secondary schools, in Ilorin West L.G.A. Kwara state? 

3. 
How do fringe benefits influence teachers’ job performance in secondary schools in Ilorin West L.G.A.  Kwara state? 

4. 
How does the staff development programme affect teachers’ job performance in Ilorin West secondary schools Kwara state? 

Research Hypotheses 
In line with the research questions the following null hypotheses were formulated for the study: 

H01: 
There is no significant relationship between staff condition of services and teachers’ job performance in Ilorin West secondary school, Kwara State.
H02: 
There is no significant relationship between staff prompt payment of salary and teachers job performance in Ilorin West secondary schools, Kwara State. 

H03: 
There is no significant relationship between staff regular promotion and teachers’ job performance in Ilorin West secondary schools, Kwara State.  

H04: 
There is no significant relationship between staff fringe benefits and teachers’ job performance in Ilorin West secondary schools, Kwara State.

H05: 
There is no significant relationship between staff development programme and teachers’ job performance in Ilorin West secondary schools, Kwara State.
Significance of the Study 
The study is expected to reflect the assessment of the relationship between conditions of service and teachers‟ performance and to identify possible area where such incentives scheme could be more effective. It will go a long way to help future researchers and students alike. The study will be of benefit to the teachers in the aspect of staff development because of the crucial role they stand to play in the educational industry. 

Effective performance on the part of employee is essential for the success of any organization. The experience at work would lead to quality school management, teaching and learning thereby increasing performance as essential need for attainment of school objectives.

In view of the above, the study will be of benefit to school managers and policy makers as it will help them to improve on staff training programme and job satisfaction among teachers. 

The study will be of benefit to all stakeholders in educational industry because understanding the relationship between satisfaction at work and improved performance will enable them motivate teachers to increase productivity. 

It will also help the government to see the need for adequate financial provision to cover staff development policy and welfare incentives to motivate teachers in the industry. Knowing the importance of staff development on teachers‟ productivity will encourage teachers for in-service programme to improve their skills thereby be of great benefit to students‟ learning and their professional growth. 
The recommendations of this study will also assist in no small way, the employers of labour like the Federal/State Ministry of Education and other agencies in their administration to achieve greater performance and efficiency. In addition, it is hope that it would serve as a useful addition to the existing literature, especially for other researchers who intend to investigate on similar topic. They would find the outcome of this study a reference point. 

Scope of the Study 
This study is restricted to only public secondary schools teachers in Ilorin West Local Government Area of Kwara State.  Sampled respondents will be drawn from ten (10) selected secondary schools within Ilorin West L.G.A, Kwara State. Hence, the study is delimited to the assessment of the relationship between conditions of service and teachers’ job performance in secondary schools. Simple random sampling techniques will be employ while selecting the schools and teachers that would be participated in the study. Therefore, a sample of 100 teachers from 10 secondary schools would be selected for the study. 

Operational Definition of Terms 
Assessment: A process in which you make a judgment about a person or situation. 

Conditions of Service: These are totality of things that must exist or be done before people perform their duties in the civil service (such as salary, promotion, fringe benefits, staff development, terminal benefits). 

Fringe Benefits: A coll of various benefits provided by an employer, which are exempt from taxation as long as certain conditions are met. 

Motivation: It is the inner state of mind that moves or activates someone to put more efforts in performing a task assigned to him. 

Performance: It could also be described as the ability to combine skillfully the right behaviour towards the achievement of organizational goals and objectives. 

Promotion: Is an upward mobility of an employee which changes his or her present position to one that makes him assume greater responsibility. 

Relationship: The way in which two or more things are connected and affected by each other. 

Salary: Is a reward for service and a source of livelihood for employees. 

Teacher: Is a person whose occupation is teaching (imparting knowledge into school children). 

Teachers’ Job Performance: Can be described as the ability of teachers to combine relevant inputs for the enhancement of teaching and learning processes, could also be describe ass the duties performed by a teacher at a particular period in the school system in achieving organizational goals. 

Terminal Benefits: The final entitlements of an employee upon termination of an employment contract. 
CHAPTER TWO
REVIEW OF RELATED LITERATURE
The purpose of this chapter was to review related literature in order to help the researcher conceptualize the research topic: to fully appreciate and appraise studies carried out so far on the relation of conditions of service as it influenced teachers' performance in secondary schools in Kwara state. The review focused on the following areas: 

· Concepts of Job Performance
· Relationship between Salary and teachers’ job performance in secondary Schools. 

· Relationship between promotion and teachers‟ job performance in Secondary Schools. 

· Relationship between fringe benefits and teachers‟ job performance in Secondary Schools 

· Relationship between staff development/further training and teachers‟ job performance in Secondary Schools. 

· Measurement of Teachers' job Performance in Secondary Schools 

· Appraisal of the Literature Reviewed 

Concepts of Job Performance

Relationship between Teachers’ Salary and Teachers’ Job Performance in Secondary Schools. 
It is widely believed that money helps to stimulate job efforts. This is particularly true of most of the developing countries where physiological needs of most workers are yet to be satisfied. Money is instrumental in achieving workers' desired needs and in obtaining high order needs such as recognition in the society and in buying essential and luxury goods and services that lead to comfortable life. One major reason why people work is to earn income in money terms. This is needed to meet some personal and domestic need such as, clothing, feeding, payment of rent, school fees etc. Salaries have a large motivating tendency in it. It is not the increase in salaries, wages that only matters but also, prompt and regular payment of it. 

Salary can be described as the money that an employee receives for doing his job. Money is believed to have a great tendency of bringing out a higher performance in employee when he is adequately paid. It is believed that man is an economic being, whose attitude to work can only be influence by money (Akinwumi, 2020). Wages and salaries paid to workers are important because with money, people can satisfy needs for status, security, recognition and affiliation. For example, in Nigeria, a person's social worth depends largely on the size of his earnings or acquired monetary wealth exhibited in either building raised, types of house he can afford to live in an the type of car he uses. 

Ejiogu (2021) observed that what the typical low-income earning teacher yearn is a sizeable salary increase that would significantly enhance their commitment and performance. He equally noted that money serve as a station symbol for those who have it and can save it, spend it conspicuously or give it generously. It has status value when it is being spend and when it is being received, it represents what employer thinks of his employees which is more than mere economic terms. 

Fabiyi (2020) found out that, of all conditions of service, salary is the best predictor of teacher's performance and productivity. In her observation, she expressed that job that offers higher salary would attract more and better qualified personnel than anyone that offers a lower pay. She further added that salaries of teachers are inadequate that it is so difficult for them (teachers) to meet the basic necessities of life, their salaries when compared with other employees with the same qualifications and experience, but are in other sectors of economy such as bankers, site engineers and nurses can be described as unfavourable. 

Obanya (2019), remarked that teachers in Nigeria are poorly motivated and dissatisfied with their living and working conditions. This could be explained by their low wages when compared with other professionals, low status in the society, mass promotion of teachers, inadequate fringe benefits and irregular payment of teacher's salaries. This marked the beginning of the teacher motivational crisis in Nigeria, as the public began to look down on those teachers who remained in the classroom as second-strong public servants. He also opined that the growing tendency for school leavers to opt for teaching only, if they are unable to find other more lucrative public or private sector employment further compounded this problem of employment. 

All over the world, teachers are regarded as direct implementers of any educational programme and their roles in nation building cannot be over-emphasized. Before any nation can be transformed into technological giant, teachers would be the gratified ones who would in return give back to the nation the maximum of their intellectual capacity. The pertinent question is "Why is the profession, so noble in outlook be so abhorred by most people? The readily given answer is that there is little or virtually no job satisfaction in teaching as found in other jobs. 

Ubom (2017) observed that in Nigeria, job satisfaction induce greater commitment to teaching. He added that lack of job satisfaction as a result of poor salary package and other conditions of service after employees' commitment to work and contributions to the effectiveness of organization is reduced. It has been confirmed that teaching job is devoid of satisfaction. Hence, many who find themselves in the field are there by necessity rather than by design; therefore most of them put on low rate of commitment while on the job. 

Relationship between Teacher’s Promotion and Teachers’ Job Performance in Secondary Schools 
Promotion is an upward mobility of an employee which changes his present position to one that makes him assume greater responsibility. Apart from bringing him more money, promotion has a higher motivating effect and it serves as a mark of recognition of individual performance. Hence promotion can be seen as a feed-back that the workers have performed well. It has been observed that promotion tends to put a new live in the individuals and activate their knowledge, skills and their level of commitment to the organization goals. But if on the other hands, the individuals within an organization are deprived their promotions, they would become disconnected and consequently leads to labour turnover (Muheeb 2004). He suggested that in administering promotion to workers, important factors such as experience, training, skills and intellectual capacity must be considered. He further stressed that striving for promotion may be caused not only by the need for status but also the needs for achievement or recognition of competence. It follows therefore that workers will strive to perform effectively in their job if they are assured that by doing so, will increase their chances of being promoted. 

Therefore, receiving a desired promotion at the right time would no doubt increase the extent to which a worker is urged to carry out his work effectively. Thus, despite the fact that it is stated in article 77 section 9 of National policy of Education (2004) that promotion opportunities will be created at every educational level to allow for professional growth at each level, teachers' promotion has not been implemented accordingly. Rather than based on merit, promotion is based on favourtism, nepotism and used political weapons. 

Relationship between Fringe Benefits and Teachers’ Job Performance in Secondary School 
A collection of various benefits provided by an employment which are exempt from taxation as long as certain conditions are met. They are benefits or compensation given to employees in addition to wages or salaries or compensation beyond a regular salary or wage with monetary value such as pension, health insurance coverage, life insurance coverage. Ndu (1947) viewed the organization as an exchange system in which reward (inducement) are exchange for work just as in a school, the teachers get salaries in exchange of their work. He explained further that an employee remain in the organization as long as he think the inducements are larger than his contribution. This is true because for example, a teacher may be induced to remain as the vice principal of a school, as a result of other fringe benefits attached to the post, such as free accommodation, free transportation and free medical services, and of course the social re-organization, which goes with the post. 

It has been proved that the more one rewards workers, the harder they will work and the more or the extent to which he will respond, presumably with gratitude or loyalty by performing effectively on the job. Taiwo, (2020) stated that in addition to provision of a fair wage and salary to employees, certain fringe benefits are essential in productivity. These include leave bonus, retirement benefits and pension plans. Adelabu (2005) expressed that cash bonuses serve as the most effective incentives that can enhance productivity most especially when such were based on productivity. He noted that where there are no cash bonuses beside the normal wages, productivity seems to be a low level. 

Relationship between Staff Development/ Further Training and Teachers’ Job Performance in Secondary Schools 
One of the propositions of Human Capital Theorists is the training and development of manpower or human factor of production. They argued that increased productivity can only be attained when avenue for advancement and training is opened for the workforce. Both cognitive and affective training and development are necessary to complement the one of psychomotor or technical know-how. Staff development can simply be defined as activities provided for the middle and upper management in and outside an organization. It is a teaching activity planned and initiated by an organization. 

Ndu (2017) viewed staff development as that aspect in administration, which implies the training of an individual in organization to enhance his performance. When he noted that staff development is the training of personnel in an organization towards motivating them to become competent and work hard in achieving the goals of an organization. Teachers growth is promoted when teachers exchange ideas and when they are encouraged to test the hypotheses they establish. All activities that led to the growth of a teacher's potentials are encompassing in staff development training which is not something that is provided by the official leader for their members of the staff. 

The school organization has to give the minimum training to its employees (both teaching and non-teaching) to make them at least become acquainted with the objective, policies, rules, standards, and procedures peculiar to the school organization and the particular job, The staff development training will be more profitable if it is centered on improving the school programme. He submitted further that the need for training and specifically the type of training needed is usually determined by the specific defect(s) that exits or that is anticipated in an organization. It could be inferred that a training need is an observable gap between the kind of performance or competence an employee has and the kind of performance or competence an employee is expected to have. 

The types of training that can be readily available for an educational organization will include, in-service course for teachers, on-the-job training, Refresher-Training, vestibule training, conference training, off-the-job Training, Staff seminar, workshops, induction courses etc. The principal should pay a helpful role in making sure that deserving staff go on in-service training and where there is deficiency, effort should be made to help remove it. It has been established over the year that learning is a continuous process from cradle to grave. It is expected therefore, that staff development should be part of management packages if desired result is to be achieved. Adequately qualified staff must be employed and proper monitoring system for developing human resources must be put in place to ensure effectiveness. Staff development and training should be an in-build and integral part of school system if teachers would perform their job well, motivated and get full satisfaction from their work. 

Measurement of Teacher’s Performance in Secondary Schools 
Teacher's performance and productivity is measured by relating teacher’s behaviours with the duties and responsibilities expected of them within the school system and which are crucial to their actualization of set educational objectives. Baike (2002) asserted that teachers' performance and productivity is determined by the following: 

i. 
Effective teaching measured by students' academic performance in examination 

ii.
 Punctuality at school and class 

iii. 
Giving extra lessons to the students 

iv. 
Contribution to the progress of the school through participation in co-curricular activities and committee assignment as may be given by the principal. 

Taiwo (2017) postulated that a teacher is said to be productive when he excites students towards "growth and development". Teachers productivity as demonstrated in the classroom is jointly measured through the senior certificate examination results. Another way through which teacher productivity can be measured is teachers' individual financial management under school budget and it could be based on perception of those in authority; taken into consideration some quantifiable data. 

Appraisal of the Literature Reviewed 
From the review of literature related to this study, various authors, researchers and educational managers agreed that favourable conditions of service plays a significant role in enhancing teachers' productivity. Conditions of service when favourable constitute an important aspect of teachers; motivation. It could be described as the totality of all compensations and welfare packages (including teachers salaries) that serve as catalyst that make workers show the right attitude to their duty and thereby contribute their best towards the achievement of organization goals. In a situation where salary packages are not adequate, employees' performance sabotage strike actions and decrease in productivity. Some of the factors responsible for abandoning teaching for other jobs include poor salary, poor housing condition, irregular or non payment of fringe benefits and poor promotion, motility to own a car and or house, inadequacy of income and low prestige in the society. 

Teachers' productivity according to various literature reviewed is measured through both curricular and co-curricular activities which include punctuality and absence, teaching mode, classroom management, students achievement in external examinations, contribution to school life and interpersonal relations. It is believed that employees would be motivated to perform, if they are aware that their performance would bring benefits such as pay, promotion, praise, recognition etc. The waves of protests and strikes coupled with low morale exhibited by teachers can best be managed if their salaries and other conditions of service are favourable enough to meet individual needs. Improvement of teachers' salaries and other conditions of service are a promising way of increasing teachers' morale, making the profession more attractive enhancing retention of teachers and improving quality of teaching and learning. 

CHAPTER THREE
RESEARCH METHODOLOGY
This chapter presents the methods and procedures employed for the study. The presentation was organized under the following sub-headings: Research Design, Population of the Study, Sample and Sampling Techniques, Instrumentation, Validity of the Instrument, Reliability of the Instrument, Procedure for Data Collection and Method of Data Analysis
Research Design 
The study adopted a descriptive survey design. According to Parkidisi (2022), a survey is a general procedure of collection of data from a selected sample of a population to describe the condition of the general population through simple random sampling techniques and the result obtained was used to generate data from the selected population of the study. This assertion is supported by Offo (2022) who defined survey as the structure that guides the researcher on the procedure for generating data and provide the basis upon which the generated data is analyzed. 

Population of the Study 
Khan (2021) defined population as “any group of individuals that have one or more characteristics common that is of interest to the researcher. It may be all individuals of a particular type or more restricted part of that group”. The population of this study is comprises of only academic staff including senior and junior drawn from six (6) secondary schools in Ilorin West Local Government, Kwara State. The target population of the study would be randomly selected out of which six (6) principals and 120 teachers. 
Sample and Sampling Techniques 
Sampling is the process of selecting elements from the population in such a way that the sampled elements selected represents the population. This study was carried out using simple random sampling procedure because it was not feasible to cover the entire Secondary Schools in the area due to constraints like money, time, material resources among others. Target population consisted of six (6) secondary schools out of which six (6) principals and one hundred and twenty teachers with twenty (20) teachers randomly selected from each of the sampled schools. But for the purpose of this study, 6 schools were selected through the use of simple random sampling.

Research Instrument 
The research instrument that would be use for this study is a well structured questionnaire design personally by the researcher “Teacher Conditions of Service and Job Performance in Secondary Schools Questionnaire (TCOSJPQ)”. The instruments will consists of two section(s) A and B. section a will be based on personal information of the respondents such as; gender, academic qualification and working experience. While section B will contain 20 structured items raised from the research questions. It will be design to determine whether Condition of Services have any positive influence on teacher’s job performance in Ilorin West secondary schools, Kwara state. The instrument would contain 20 items, designed for principals, teachers and inspectors in order to meet the objectives of the study. 

Validity of the Instrument 
The Validity of an instrument is the extent to which the instrument is able to precisely measure what it was designed to measure. A number of steps were taken by the researcher to make the instruments valid. Face and content validity of the questionnaire will be assumed through comments from experts in Primary Education Studies Department in the Kwara State College of Education, Ilorin. Finally, the constructive criticism, advice and suggestions of supervisors were seriously considered to ensure the validity of the instrument. 

Reliability of the Instrument 
Reliability is the degree of consistency between two measures of the same thing. Operationally, to test for reliability of the instrument used, pilot study was carried out on 20 teachers randomly selected from the six schools in the area under study. The result obtained will be correlated to know the reliability of the instrument using Pearson Product Moments Correlations statistic method. 

Procedure for Data Collection 
In this study, the researcher personality visited each of the sampled secondary schools and administered the questionnaires on the respondents. The completed questionnaires will be collected from the principals and teachers in the schools by the researcher. This is to facilitate high rate of return and effectiveness in the administration of questionnaires. Data will be generated from the completed questionnaires which would be subjected to analysis. 
Methods of Data Analyses 
The analysis of the data would be base on the data collected through the use of questionnaire. The data will be processed and analysed. Means and standard deviations will be use for descriptive analysis while Pearson Product Moment Correlation (PPMC) statistical methods will be use for testing the hypotheses at 0.05 level of significance and to measure the relationship between conditions of service and teachers’ job performance.
CHAPTER FOUR
DATA ANALYSIS, PRESENTATION AND DISCUSSION 
This chapter discusses the analysis and interpretation of the data collected through questionnaire. In the course of the analyses of the data, tables of frequencies and percentages were used. The demographic characteristics of the respondents are presented in tables of frequencies and percentages. The responses of the teachers, the principals and the supervisors who are the respondents to this study on several questions and testing of research hypotheses form the basis of the analysis in this chapter. Consequently, the analysis is presented in phases or sections. Section one (1) is analysis of the personal data, section two (2) is on the answering of research questions, section three (3) is on testing the research hypotheses, section four (4) is discussion on findings while section five (5) is the summary of its major findings.

Data Analysis

The following table shows the distribution of respondents.

Table 1: Distribution of Respondents on the Basis of Gender 

	Gender
	Frequency (No)
	Percentage (%)

	Male
	84
	66.7

	Female
	42
	33.3

	Total
	126
	100


Source: Researcher’s field survey 2025 

Result in table 1 shows that 84 (66.7%) of male teachers participated in the study while 42 (33.3%) are the female teachers sampled.
Table 2: Distribution of Respondents on the Basis of Qualification

	Qualification
	Frequency (No)
	Percentage (%)

	B.ED/B.SC
	63
	50.0 

	HND/PGDE
	24
	19.1

	NCE
	12
	9.5

	MSc/M.Ed
	27
	21.4

	Total
	126
	100


Source: Researcher’s field survey 2025 

The above table reveals that the highest qualification of the sampled is B.Ed/Sc. with 63(50.0%) while 24 (19.1%) have HND/PGDE, 12(9.5%) had NCE while the remaining 27 (21.4%) had M.Sc./M.Ed.

Table 3: Distribution of Respondents on the Basis of Working Experience.

	Working Experience
	Frequency (No)
	Percentage (%)

	0–10 years
	60
	47.6

	11–20 years 
	32
	25.4

	21–30 years 
	18
	14.3 

	31years and above 
	16
	12.7

	Total
	126
	100


Source: Researcher’s field survey 2025 

Table 3 shows the working experience of the respondents where 60(47.6%) of the teachers have spent 0-10years in service, 32(25.0%) with 11-30years experience 18(14.3%) had 21-30 years teaching experience while 16(12.7%) have spent 31years above. 

Table 4: Age Distribution of Respondents 

	Age (years)
	Frequency (No)
	Percentage (%)

	20-25
	14
	11.1

	26-30
	15
	11.9

	31-35
	20
	15.8

	36-40
	35
	27.7

	41 year and above
	42
	33.3

	Total 
	126
	100.0


Source: Researcher’s field survey 2025
From table 4, 14 respondents representing 11.1% of the sampled respondents were between 20-25years of age, 15 (11.9%) falls between 26-30 years, 20(15.8%) of sampled respondent were between 31-35years of age, 35(27.5%) falls between 36-40years while the remaining 42 representing 33.3% of the total samples respondents were between 41years and above. 

Answering of Research Questions 

The research questions raised were descriptive answered using mean scores and standard deviation.   

RQ1: 
What are the relationship between staff prompt payment of salary and teacher job performance in Ilorin West secondary schools? 

Table 5: Descriptive Statistics Showing the Relationship between staff prompt payment of salary and teacher’s job performance 

	S/N
	Items 
	Mean
	Std deviation 
	Remark 

	1
	Delay in payment of salary affects teachers job performance. 
	2.67
	1.38
	 Agree 

	2
	Teachers job performance is affected when salaries are not paid 
	3.54
	0.98
	Agree 

	3
	Payment of leave bonus enhances teachers job performance.    
	2.56
	1.42
	Agree 

	4
	Prompt payment of retirement benefit enhances teachers’ job performance  
	3.35
	1.18
	Agree 

	5
	Regular payment of fringe benefit enhances teachers job performance   
	2.68
	1.38
	Agree 


Source: Researcher’s Field Survey 2025
From the analysis depicted in table 5 above, it shows clearly that a respondent (teachers) has positive expression that prompt payment of salaries has significant relationship on teachers job performance. From the responses on the items in the above table, items 1,2,3,4 and 5 had a mean scores above the criterion mean of 2.50 (Benchmark). This implies that delay in payment of salary affects teachers job performance with the mean score of 2.67 which is above the 2.50 criterion mean. Also, items 2,3,4 and 5 with mean scores of 3.54, 2.56, 3.35 and 2.68 respectively were above the benchmark mean of 2.50. Therefore it can be deduced from the information on the table that there is a positive relationship between staff prompt payment of salaries and teachers job performance. Prompt payment retirement benefits enhances teacher’s job performance.   
RQ2: 
What is the relationship between promotion of teachers and their job performance in secondary schools, in Ilorin West L.G.A. Kwara state? 

Table 6: Descriptive Statistics Showing the Relationship between promotion of teachers and their job performance in secondary schools. 

	S/N
	Items 
	Mean
	Std deviation
	Remark 

	6
	Prompt promotion of teachers enhances their job performance in secondary school.    
	3.24
	1.16
	Disagree 

	7
	Irregular promotion of teachers affects their job performance 
	2.35
	1.65
	Agree 

	8
	Unilateral promotion of teachers by principals affects their job performance   
	3.06
	1.20
	Agree 

	9
	Promotion is done in conjuction with the ministry of education officials in my school to encourage teachers job performance.  
	2.96
	1.23
	Agree 

	10
	Discriminatory promotion of teachers affects their job performance in secondary schools.   
	2.18
	1.52
	Disagree 


Source: Researcher’s Field Survey 2025
From the analysis depicted in table 6, it shows that respondent has positive opinion that promotion of teachers has significant relationship to teachers’ job performance in secondary schools. Based on the responses on the items, items 6, 8, and 9 with the corresponding means score of 3.24, 3.06 and 2.96 were above the criterion mean of 2.50 (Benchmark). This implies that the prompt promotion of teachers enhances their job performance in secondary school, unilateral promotion of teachers by principals affects their job performance and promotion is done in conjuction with the ministry of education officials in my school to encourage teachers job performance. While item 7 and 10 with the mean score of 2.35 and 2.18 respectively were below the 2.50 criterion mean. This implies respondents disagree on the statement that irregular promotion of teachers affects their job performance and discriminatory promotion of teachers affects their job performance in secondary schools. Therefore it implies from the analyzed information on the table that there is a positive relationship between staff promotion and teachers’ job performance in Ilorin West secondary schools.

RQ3:
How do staff fringe benefits influence teachers’ job performance in secondary schools in Ilorin West L.G.A.  Kwara state? 

Table 7: Descriptive statistics showing the Relationship between staff fringe benefits and teachers’ job performance in Secondary Schools 

	S/N
	Items 
	Mean
	Std deviation
	Remark

	11
	Teachers are given loans to boost their job performance in secondary school  
	2.84
	1.13
	Agree

	12
	Duty tour allowances paid to teachers enhance their job performance.  
	2.54
	1.52
	Agree

	13
	Medical allowances given to teachers improve their job performance    
	2.64
	0.986
	Agree

	14
	Provision of free drugs and medical treatment encourage teachers’ job  performance   
	1.98
	1.63
	Disagree

	15
	Availability of free accommodations for teachers improve their job performance.   
	2.85
	0.845
	Agree


Source: Researcher’s Field Survey 2025
Table 7 shows the analysis of responses respondents on the relationship between staff fringe benefits and teacher’s job performance from the table item 11 which state that teachers are given loans to boost their job performance in secondary school had a mean score of 2.54 which is greater than the criterion mean of 2.50, also item 12 had a mean scores of 2.54 which is also greater than the criterion 2.50 mean scores item 13 and 15 which the mean scores of 2.64 and 2.85 respectively were also high above the 2.50 criterion mean with only item 14 which state that medical allowances given to teachers improve their job performance with mean score of 1.98 was regarded as disagree as the mean score was for below the 2.50 criterion mean. In conclusion the analysis of respondents responses as indicated in the table above shows that, staff fringe benefits has significant influence on teachers’ job performance, thus a positive relationship exists between staff fringe benefits and teachers job performance in Ilorin West secondary schools, Kwara State.                    
RQ4: How does the staff development programme affect teachers’ job performance in Ilorin West secondary schools, Kwara state? 

Table 8: Descriptive statistics showing the relationship between staff development programme and teachers’ job performance in Ilorin West secondary schools 

	S/N
	Items 
	Mean
	Std deviation
	Remark

	16
	Academic staffs are encouraged to go for conferences to improve their job performance. 
	2.92
	0.693
	Agree

	17
	Newly employed staff are given orientation training so as to increase the school programme  
	2.18
	1.234
	Agree

	18
	The school organizes symposium for both academic and non academic staff for better job performance.  
	3.28
	0.986
	Agree

	19
	The school principal encourages experienced staff to mentor less experienced staff to enhance good performance.    
	2.90
	1.014
	Agree

	20
	The school organizes seminar for both academic and non academic staff to get acquainted with objects and policies.  
	2.65
	1.315
	Agree


Source: Researcher’s Field Survey 2025
Table 8 shows the analysis of respondents responses on the staff development programme affect teachers’ job performance in Ilorin West secondary schools. From the table large percentage of respondents strongly agree that staff development programme affect teachers’ job performance in Ilorin West secondary schools as all items i.e item 16, 17, 18, 19 and 20. 328, 290 and 2.68 respectively were above the criterion mean scores of 2.50. Therefore, staff development programme has significant effect on teachers’ job performance in secondary school.       

Test of Research Hypotheses


Four research questions guided the conduct of this research along with the corresponding four hypotheses; the questions (RQ 1-4) were answered along with the corresponding hypotheses (Ho1 –Ho5) through the use of chi-square statistics.

H01: 
There is no significant relationship between staff condition of services and teachers’ job performance in Ilorin West secondary school, Kwara State.
Table 6: Pearson product moment correlation statistics showing the relationship between staff condition of services and teachers’ job performance      
	Variable
	No of Case 
	Mean (X) 
	STD
	DF
	Cal. r Value
	Crit. r. Value 
	Decision 

	Staff condition of service 
	126
	38.14
	6.84
	124
	0.864
	0.042
	Sig Exist

H01 Rejected 

	Teachers job performance 
	126
	26.68
	4.61
	
	
	
	


Source: Author’s Computation 2025

Table shows that a positive and significant relationship exists between staff condition of service and teachers job performance. From the table, the calculated PPMC (r) value of 0.864 is greater and positive to that of critical Ppmc (r) value of 0.042 at 124 degree of freedom and at 0.05 level of significant, thus the null hypothesis (Ho1) which state that there is no significant relationship between staff job performance and prompt payment of salary in secondary schools in Ilorin West L.G.A, Kwara State is hereby rejected. Thus, implies that there is a significant relationship between staff condition of services and teachers’ job performance in Ilorin West secondary schools.             
H02: 
There is no significant relationship between staff prompt payment of salary and teachers job performance in Ilorin West secondary schools, Kwara State. 

Table 7: Pearson product moment correlation statistics showing the relationship between staff prompt payment of salary and teachers job performance     
	Variable
	No of Case 
	Mean (X) 
	STD
	DF
	Cal. r Value
	Crit. r. Value 
	Decision 

	Staff job performance  
	126
	33.86
	8.41
	124
	0.965
	0.468
	Sig Exist

H02 Rejected 

	Teachers job performance 
	126
	24.63
	6.23
	
	
	
	


Source: Author’s Computation 2025

Table shows that a positive and significant relationship exists between staff condition of service and teachers job performance. From the table, the calculated PPMC (r) value of 0.965 is greater and positive to that of critical Ppmc (r) value of 0.468 at 124 degree of freedom and at 0.05 level of significant, thus the null hypothesis (Ho2) which state that there is no significant relationship between staff prompt payment of salary and teachers job performance in Ilorin West secondary schools, Kwara State is hereby rejected. Thus, implies that there is a significant relationship between staff prompt payment of salary and teachers job performance in Ilorin West secondary schools, Kwara State.             
H03: 
There is no significant relationship between staff regular promotion and teachers’ job performance in Ilorin West secondary schools, Kwara State.  

Table 8: Pearson product moment correlation statistics showing the relationship between staff regular promotion and teachers’ job performance      
	Variable
	No of Case 
	Mean (X) 
	STD
	DF
	Cal. r Value
	Crit. r. Value 
	Decision 

	Staff regular promotion
	126
	38.21
	6.63
	124
	0.864
	0.662
	Sig Exist

H03 Rejected 

	Teachers job performance 
	126
	30.24
	5.32
	
	
	
	


Source: Author’s Computation 2025

Table shows that a positive and significant relationship exists between staff regular promotion and teachers job performance. From the table, the calculated PPMC (r) value of 0.864 is greater and positive to that of critical Ppmc (r) value of 0.662 at 124 degree of freedom and at 0.05 level of significant, thus the null hypothesis (Ho3) which state that there is no significant relationship between staff regular promotion and teachers’ job performance in Ilorin West secondary schools, Kwara State is hereby rejected. Thus, implies that there is no significant relationship between staff regular promotion and teachers’ job performance in Ilorin West secondary schools, Kwara State.             

H04: 
There is no significant relationship between staff fringe benefits and teachers’ job performance in Ilorin West secondary schools, Kwara State.

Table 9: Pearson product moment correlation statistics showing the relationship between staff fringe benefits and teachers’ job performance     
	Variable
	No of Case 
	Mean (X) 
	STD
	DF
	Cal. r Value
	Crit. r. Value 
	Decision 

	Staff fringe benefits 
	126
	36.62
	5.63
	124
	0.968
	0.468
	Sig Exist

H04 Rejected 

	Teachers’ job performance 
	126
	32.84
	3.81
	
	
	
	


Source: Author’s Computation 2025

Table shows that a positive and significant relationship exists between staff fringe benefits and teachers job performance. From the table, the calculated Ppmc (r) value of 0.968 is greater and positive to that of critical Ppmc (r) value of 0.468 at 124 degree of freedom and at 0.05 level of significant, thus the null hypothesis (Ho4) which state that there is no significant relationship between staff fringe benefits and teachers’ job performance in Ilorin West secondary schools, Kwara State is hereby rejected. Thus, implies that there is a significant relationship between staff fringe benefits and teachers’ job performance in Ilorin West secondary schools, Kwara State.             
H05: 
There is no significant relationship between staff development programme and teachers’ job performance in Ilorin West secondary schools, Kwara State.
Table 9: Pearson product moment correlation statistics showing the relationship between staff development programme and teachers’ job performance     
	Variable
	No of Case 
	Mean (X) 
	STD
	DF
	Cal. r Value
	Crit. r. Value 
	Decision 

	Staff development programme 
	126
	38.64
	6.43
	124
	0.632
	1.320
	Sig Exist

H05 Rejected 

	Teachers job performance 
	126
	36.62
	3.86
	
	
	
	


Source: Author’s Computation 2025

Table shows that a positive and significant relationship exists between staff development programme and teachers job performance. From the table, the calculated PPMC (r) value of 0.632 is less than and insignificant to that of critical PPMC (r) value of 1.320 at 124 degree of freedom and at 0.05 level of significant, thus the null hypothesis (Ho5) which state that there is no significant relationship between staff development programme and teachers’ job performance in Ilorin West secondary schools, Kwara State is hereby accepted. Thus, implies that there is no significant relationship between staff development programme and teachers’ job performance in Ilorin West secondary schools, Kwara State.  It can therefore, be deduce from this analysis that provision of development programme is insignificant to teachers job performance.               
Discussion of Findings 
The analysis of the data collected for this study provided some insight into the main objectives of the study, which was to find the relationship between conditions of service and job performance of teachers in Kwara state. The study is made of a sample of 126 respondents comprising of teachers, principals and supervisors in secondary schools in Kwara state on various issues relating to conditions of service and teachers performance whose responses were analyzed in three sections of this chapter, this section discuss the findings as they conform or disagree with opinions of some authorities cited in the literature review. 

Prompt payment of salary to workers in any organization is very vital to effective staff job performance. This explains why the respondents views shows that the prompt payment as salary helps to enhance job performance in my institution which explain the existence of significant relationship between prompt payment of salary and staff job performances to buttress the high relationship between these variables, over 70% of the respondents agreed that staff job performance will be guaranteed with prompt payment of salary to workers. In the vein, the respondents agreed that they are satisfied with their pay package and this will help to enhance their job performance. About 50.6% of the entire respondents agreed to this position. It is widely believed that remuneration and earnings are a cognitively complex and multidimensional factor in job performance. 

Prompt payment of salaries does not only assist people to attain their basic needs but are also instrumental in satisfying the higher level need of people. In this perspective, when people are emotional happy as a result of their financial position they will put in their best to achieve their organizational goals through improved performances. Majority of the respondents accounting for over 95% are of the view that, regular promotion of staff lead to job performance. Promotion is seen as increased responsibilities, enhanced status, prestige coupled with increment in the pay package it helps to boost staff moral and motivate them to work harder, thereby enhancing productivity and efficiency. In the words of Otu (2022) promotion is a positive way of rewarding people for their efforts and services. 
In the second hypothesis, significant relationship exists between fringe benefits and job performance of staff. In this development, majority of the respondents accounting for over Majority of the respondents agreed that their institutions provides a lot of fringe benefits to workers which help to enhance their performances on the job. To this 57 respondents representing 15.75 strongly agreed and 101 respondents representing 29.5% agreed with the highest means response of 3.52. In the same vein majority of the respondents lend support to the assertion that their institutions provide soft loans for worker as a way to motivate or encourage them to maximize their performance. The purpose of given benefits to workers is to among other things, increase the economic security of employees, motivate them to improve productivity and cushion the effect of hardship. There are various ways of rewarding employees other than their salary. In the sense that different motivating elements in the likes of promotion and bonuses and suitable payment compensation have significant connection with higher performance. 

Lastly, significant relationship has also been established between staff development and job performance of staff. According to an overwhelming majority of the respondents 76 representing 79.0% are of the firm believe that attending conference, seminars and workshop increases academic staff job performance. Majority of the lecturers who attend seminar, conference and workshops do not do so only on financial benefits attached to it but gain new ideas in order to be able to upgrade their knowledge which will enhance their job performance in their area of disciplines. Equally most of the respondents totaling about 246 representing 71.9% affirmed that they learned a lot from workshops which lead to high job performance. Researchers are conducted daily and new grounds are broken, fresh ideas and knowledge, ideas and facts emerged and render existing knowledge obsolete. This therefore calls for renewal of knowledge, ideas and facts through training and retraining attending conferences, seminars and workshops to keep to the dynamics of the society and enhancing job performance. 

CHAPTER FIVE
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
This chapter gives the summary of the work, in addition it present conclusion drawn from the study. The chapter finally presented some workable recommendations arising from the findings for subsequent practical implementation of policies that will help to enhance proper motivation of teachers of secondary schools for greater productivity. Suggestions for further studies are equally provided. 

Summary 
The research work investigated the conditions of service and teachers’ job performance in secondary schools in Ilorin West LGA, Kwara state Nigeria. The study has five objectives, five research questions and five null hypotheses that were formulated. A population sample of 126 respondents which includes 120 teachers and 6 principal selected across six (6) secondary schools in Ilorin West LGA, Kwara State.    
In Chapter two there was review of related literature, and in chapter three researcher adopted descriptive survey design for the study. One hundred and twenty six structured questionnaires was used for data collection, using weighted means score. Null hypotheses one to five were tested using Pearson Product Moment Correlation (PPMC) was employed to test the null hypothesis. All the null hypothesis were tested at 0.05 levels of significance. 

Based on the data collected and analysed statistically, four of the results of the finding revealed that there is significant relationship between conditions of services and teachers job performance while the fifth revealed that there is not significant relationship between staff development programme and teachers job performance. 

Conclusion 
The conditions of service and performance of academic staff in secondary schools Kwara state depends on several variables which includes, regular prompt payment of salaries, promotion of staff, fringe benefits and other allowances, staff development among other variables.

Teachers’ condition of service was considered an essential tool which brings about effectiveness on the job done, it promotes effective work ethic and productivity of the personnel saddled with the responsibility of imparting knowledge is the learners. Based on the findings, the researcher concludes that there is significant effect on prompt payment of salary on productivity of secondary school teacher. Also, work condition and promotion was found to have significant effect on the productivity of teachers.

Recommendations 
Based on the outcome of the data analysis, the following recommendations will go a long way in improving the job performance of staff in the secondary schools in Kwara state and Nigeria in general. 

1. 
Salary of teachers should be paid promptly to enable them concentrate on their job for effective delivery. 

2. 
The government and school management should ensure regular promotion of teachers promptly. 

3. 
The government and school management should motivate teachers by surprise packages such as soft loans, free medical care, free accommodation etc which will spur them to enhance their job performance. 

4. 
Regular staff development is an energizer for effective job performance. The government and school management staff should ensure regular training and re-training of teachers through in-service training, seminars, conferences and workshops towards enhancing job performance. 

5. 
Both the school management and the government should make sure that terminal benefits of teachers are well–managed to ensure conformity of regular payment by the appropriate ministry. 

Suggestions for Further Studies 
The researcher hereby suggests that similar studies be carried out in other states of the country so that ideas can be compared and holistic action be taken by the government in order to realize full and proper performance of staff in the realization of their job objectives in secondary schools in Kwara state.
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APPENDIX

KWARA STATE COLLEGE OF EDUCATION ILORIN

DEPARTMENT OF PRIMARY EDUCATION STUDIES 

TEACHER CONDITIONS OF SERVICE AND JOB PERFORMANCE QUESTIONNAIRE (TCOSJPQ)

Dear Sir/Madam,
The researcher is an undergraduate student of Kwara State College of Education Ilorin, She is conducting a research on the Conditions of Service And Teachers’ Job Performance in Secondary Schools in Ilorin West L.G.A. Kwara State, Nigeria. The researcher will take all respondents into confidence and keep information provided confidential. 

Thanks for your anticipated cooperation        

                                                                                       
Yours faithfully,

 







MUSA ROFIAT ABIOLA
SECTION A:
Please kindly tick (√) in the appropriate box that best represents your view on each statement. Do not tick more than one good expect where otherwise is stated.

1. 
Status:
Teacher (    )
(b) Principal (    )

2. 
Gender: Male  (     )
Female   (     )

3.
Academic Qualification: B.Ed (     ) M.Ed (     ) NCE (    ) (d) others please specify (   ) 

4.
Age: 20-25 (    )(b) 26-30 (   )  (c) 31-35 (   ) (d) 36-40 (   ) (e) 41 and above (   )

5.
Years of teaching experience: (a) 0-10 (  ),(b) 11-20 (  )(c) 21-30 (  ),(d) 31 and above (   )  
Section B
Instruction: Please state to what extent you agree or disagree with each of the statements ticking (√) appropriately the column corresponding with your response.    

SA- Strongly Agree, A- Agreed, D-Disagreed and SD-Strongly Disagreed.
	No
	Statement/ Items
	SA
	A
	D
	SD

	
	PROMPT PAYMENT OF SALARY
	
	
	
	

	1
	Delay in payment of salary affects teachers job performance. 
	
	
	
	

	2
	Teachers job performance is affected when salaries are not paid 
	
	
	
	

	3
	Payment of leave bonus enhances teachers job performance.    
	
	
	
	

	4
	Prompt payment of retirement benefit enhances teachers’ job performance  
	
	
	
	

	5
	Regular payment of fringe benefit enhances teachers job performance   
	
	
	
	

	
	REGULAR PROMOTION 
	
	
	
	

	6
	Prompt promotion of teachers enhances their job performance in secondary school.    
	
	
	
	

	7
	Irregular promotion of teachers affects their job performance 
	
	
	
	

	8
	Unilateral promotion of teachers by principals affects their job performance   
	
	
	
	

	9
	Promotion is done in conjuction with the ministry of education officials in my school to encourage teachers job performance.  
	
	
	
	

	10
	Discriminatory promotion of teachers affects their job performance in secondary schools.   
	
	
	
	

	
	FRINGE BENEFIT 
	
	
	
	

	11
	Teachers are given loans to boost their job performance in secondary school  
	
	
	
	

	12
	Duty tour allowances paid to teachers enhance their job performance.  
	
	
	
	

	13
	Medical allowances given to teachers improve their job performance    
	
	
	
	

	14
	Provision of free drugs and medical treatment encourage teachers’ job  performance   
	
	
	
	

	15
	Availability of free accommodations for teachers improve their job performance.   
	
	
	
	

	
	STAFF DEVELOPMENT PROGRAMME 
	
	
	
	

	16
	Academic staffs are encouraged to go for conferences to improve their job performance. 
	
	
	
	

	17
	Newly employed staff are given orientation training so as to increase the school programme  
	
	
	
	

	18
	The school organizes symposium for both academic and non academic staff for better job performance.  
	
	
	
	

	19
	The school principal encourages experienced staff to mentor less experienced staff to enhance good performance.    
	
	
	
	

	20
	The school organizes seminar for both academic and non academic staff to get acquainted with objects and policies.  
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