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Abstract

This paper examined teachers’ reward system and academic performance of public senior secondary
school students’ in Lagos State, Nigeria. The study adopted a correlational design. The population of
the study comprised all teachers in 322 public senior secondary schools in Lagos State, Nigeria. Two
research questions were raised, and two null hypotheses were tested at a 0.05 level of significance. A
sample of 300 respondents was drawn through simple random sampling techniques. Two research
instruments titled “Teachers’ Reward System Questionnaire’ (TRSQ) and ‘Records Observation
Format” (ROF) were used for data collection. The content validity of the instruments was ensured by
test experts and the reliability consistency of the instruments was 0.65 using Cronbach’s alpha.
Kendall's tau-b correlation was used to analyse data collected via Statistical Package for Social
Science (SPSS) wversion 22.0. The findings of hypotheses 1 and 2 showed that a significant
relationship existed between teachers’ tangible reward system and academic performance of public
senior secondary school students in Lagos State, Nigeria (1, = .521; N=300; p<0.05); and a
significant relationship existed between teachers’ intangible reward system and academic performance
of public senior secondary school students in Lagos State, Nigeria (t, =.620; N=300; p<0.05). Based
on the findings, the study concluded that teachers” morale and students’ academic performance in
public secondary schools will increase if the reward system and remunerated package are catered for
by the government. Therefore, it is recommended amongst others that government should enhance the
remuneration package of teachers and reward their hard work with promotion at the right time.

Keywords: Reward System, Remuneration Package, Students’ Performance and Public
School

Introduction

All over the world, any educational institution that employs teachers sets up systems to
reward them because teaching is regarded as a noble profession. Teachers are the human
component of a school system, and they are the most important factor that determines the
quality of teaching and student potential in terms of "value-added. Teachers could be
rewarded financially and non- financially to impart knowledge to the students. Teachers’
reward systems inspire teaching within the lifeblood of secondary education and one of the
major reasons for rewarding teachers is to improve their job satisfaction which translates to
better status and quality of teaching (Rakiro, 2016). As such, teachers’ reward systems are a
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good example of managerial approaches that easily inspire teaching in secondary school
education and just like in other organizations, reward systems have been key influencers of
job satisfaction. Teachers’ rewards come in two flavours: Tangible and intangible. The term
"tangible rewards" refers to benefits that are concrete, obvious, and simple to measure,
including pay and promotions. Tangible rewards are those which an employee receives
from his or her organization after good performance or after accomplishing a specific task.
These rewards include gifts, promotions, salary increases, remuneration and bonuses.
Teachers’ intangible rewards are Prizes, plaques, and trophies presented at yearly
celebrations for exemplary achievement. Tangible rewards are necessary because employees
are rewarded for their personal satisfaction, to make them feel better in the organization.
These types of rewards include empowerment, trust, recognition, information and feedback.
According to Khan, Forooq and Ullah (2010), remuneration is a vital factor which affects
teachers™ morale.

However, the reward system is an important tool that management uses to influence
employee motivation. In other words, management uses a reward system to attract people to
join the organisation, keep them coming to work and motivate them to perform to high
levels (Agwu, 2013). The reward could be financial and non-financial. A reward system
includes financial incentives like as basic salary, bonuses, commissions, and overtime
payments, which together make up total compensation. Reward systems may also include
non-cash components, such as recognition, appreciation, a work-life balance, a positive work
environment, and possibilities for professional advancement. A key component of human
resource motivation is the rewards system. According to Wilton (2011), focusing on the
following functions of Human Resource Management can make the organization realize its
objectives: performance, resourcing, reward, training and development and employee
relations. Rewards are used to improve performance. A basic salary is one of the rights of a
normal working person but also a motivating reward. Akuoko (2012) argued that salaries
and allowances improved the performance of teachers. Given their duty to impart
knowledge and skills to students, teacher motivation has grown to be a crucial issue. It is
argued that satisfied teachers are generally more productive and can influence students’
achievement (Mark, 2015).

Statement of the Problem

In recent times, the academic performance of secondary school students in Lagos State has
become worrisome and bedevilled with challenges of teachers’” reward system which
culminated in teachers’ turnover and brain-drain syndrome. Incidentally, a number of
factors have been observed as clogs on the wheels of progress like poor remuneration and
intangible reward system for teachers, and more importantly, failure of the state
government to implement the agreed 27.5% increment could be contributory factors to
teachers’ low morale, absenteeism, late-coming, failure to assess students™ works, lack of
sense of belonging and redundancy at work. All these are indicators of a poor level of job
performance. This adversely put Lagos State to continue witnessing a tremendous decline in
the academic performance of public secondary school students. Looking at this catastrophic
situation is proof that the last ten years have recorded 50 per cent failure in WAEC, NECO
and JAMB examinations. Students now have a popular term to describe examination
malpractices with a special WAEC examination ‘Miracle Centre’” where examination
malpractices are "officially" allowed at the payment of a certain amount of funds.
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Objective of the Study
The objective of this study was to:
1. examine the relationship between teachers’ tangible reward system and academic
performance of public senior secondary school students in Lagos State, Nigeria.
2. determine the relationship between teachers’ intangible reward system and academic
performance of public senior secondary school students in Lagos State, Nigeria.

Research Hypotheses

The following Null hypotheses were raised:
Hoi: There is no significant relationship between teachers’ tangible reward system and
academic performance of public senior secondary school students in Lagos State,
Nigeria.
Ho2: There is no significant relationship between teachers’ tangible reward system and
academic performance of public senior secondary school students in Lagos State,
Nigeria.

Theoretical Framework

The theoretical anchorage of the study hinged on the Expectancy theory by Vroom (1964)
which emphasizes the idea that individuals are motivated by expected outcomes that they
value. Expectancy is the process that an individual undergoes to make choices. The theory
emphasizes the need for government to relate rewards directly to performance and to ensure
that the rewards provided are those rewards deserved and wanted by the recipient. The
theory explains the behavioural process through which individuals choose one behavioural
option over another. It also explains how they make decisions to achieve the end they value
This expectancy-value model states that a behaviour is motivated by the subjective
probability of successfully reaching the behavioural goal. The theory states that three
perceptions can affect a person’s motivation: valence, instrumentality and expectancy.
Valence refers to the degree to which an individual value the consequences of a specific goal.
Instrumentality refers to the connection between achieving the goal and experiencing the
consequences. Expectancy refers to the belief that the person has about whether he or she
can reach the goal (Vroom, 1964). Expectancy theory has implications for teacher pay
changes. The changes in pay must be valued by teachers. Any monetary reward or incentive
must be consequential enough so that teachers regard it as being worthwhile. Teachers must
perceive that they can and will attain positive rewards before they will be motivated. An
increase in pay or bonuses must be funded in a stable way such a weak economy does not
affect the payment process.

Methodology

The research design was descriptive survey and correlational. The target population
comprised of all teachers in the public senior secondary school students in Lagos State,
Nigeria. The sample size comprised of 300 teachers randomly selected using simple random
sampling techniques for the study. A structured instrument titled: ‘Teachers’” Reward
System Questionnaire’ (TRSQ) and ‘Records Observation Format’ (ROF) were designed by
the researcher. The questionnaires were administered to all selected teachers in public senior
secondary schools of the six Education Districts in Lagos State, Nigeria. Fifty teachers were
randomly selected from each of the six Education Districts. The structured questionnaire
was divided into two sections: Section A and B. Section A contains the personal information
of the respondents and section B contains the questionnaire items structured around the
research questions. Each statement is measured on a four-point modifier Likert-type-rating
scale, namely: “Strongly Agree (SA) on 4 points”, “Agree (A) on 3 points”, “Strongly
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Disagree (SD) on 2 points” and “Disagree (D) on 1point”. The data collected were properly
analyzed using Kendall's tau-b correlation coefficient. The content validity of the
instruments was scrutinized by test experts and the reliability index of the instrument was
persistently determined through Cronbach’s alpha at 0.65 meaning that the instrument is
reliable.

Results and Discussion
Table 1: Kendall's tau-b correlation analysis between teachers’ tangible reward system and
academic performance of public senior secondary school students in Lagos State, Nigeria.

Correlations
[Variables Teachers’ Students’
Tangible Academic
Reward Performance
System
Correlation 1.000 521
Teachers’_ Tangible Coefficient
Reward System Sig. (2-tailed) . .001
Kendall's N 300 300
tau_b Correlation 521 1.000
Students'_Academic Coefficient
Performance Sig. (2-tailed) .001 .
N 300 300

Source: Field Survey (2023) * Correlation was significant at the 0.05 level (2-tailed)*

A Kendall's tau-b correlation was run to investigate the relationship between teachers’
tangible reward system and the academic performance of public senior secondary school
students in Lagos State, Nigeria. The result indicated that there was a strong, positive
correlation relationship between teachers’ tangible reward system and the academic
performance of public senior secondary school students in Lagos State, Nigeria (1o = .521;
N=300; p<0.05). Hence, the hypothesis which stated that “there is no significant relationship
between teachers’ tangible reward system and academic performance of public senior
secondary school students in Lagos State, Nigeria is rejected and alternate was accepted. The
p-value of 0.001 is less than the 0.05 significance level which indicated the rejection of the
null hypothesis. This implied that a statistically, significant relationship existed between
teachers’ tangible reward system and the academic performance of public senior secondary
school students in Lagos State, Nigeria. This finding corroborated with Ansarud and
Adebajo (2014) study on the reward system and employee’s performance in Lagos State
revealed that there is a significant relationship between employee’s performance and salary
package. Based on this premise, effective remuneration by the organization enhances
performance and rewards can have a major impact not only on morale and productivity but
also its ability to attract and retain staff. The finding also negates Yego (2017) noted that
both promotion and recognition had a negative influence on employee output.

114



Teachers’ Reward System and Academic... Anifowoshe, Olawale Jamiu & Mohammed, M. O. B.

Table 2: Kendall's tau-b correlation analysis between teachers” intangible reward system and
academic performance of public senior secondary school students in Lagos State, Nigeria.

Correlations
[Variables Teachers’ Students’
Intangible Academic
Reward Performance
System
Correlation 1.000 .620
Teachers’_ Intangible ~ Coefficient
Reward System Sig. (2-tailed) . .001
Kendall's N 300 300
tau_b Correlation 620 1.000
Students'_Academic Coefficient
Performance Sig. (2-tailed) .001 .
N 300 300

Source: Field Survey (2023) * Correlation was significant at the 0.05 level (2-tailed)*

A Kendall's tau-b correlation was run to investigate the relationship between teachers’
intangible reward system and the academic performance of public senior secondary school
students in Lagos State, Nigeria. The result indicated that there was a strong, positive
correlation relationship between teachers” intangible reward system and academic
performance of public senior secondary school students in Lagos State, Nigeria (1o = .620;
N=300; p<0.05). Hence, the hypothesis which stated that “there is no significant relationship
between teachers’ intangible reward system and the academic performance of public senior
secondary school students in Lagos State, Nigeria is rejected and alternate was accepted. The
p-value of 0.001 is less than the 0.05 significance level which indicated the rejection of the
null hypothesis. This implied that a statistically, significant relationship existed between
teachers’ intangible reward system and the academic performance of public senior
secondary school students in Lagos State, Nigeria. This finding supported Ezeala, Maxwell
and Amadi (2017) who are of the view that money has the purchasing power to recruit
teachers, and pay their salaries and allowances. Financial resources should be made
available so as to reward teachers promptly. The finding also corroborated with supported a
study by Salman, Mohammed, Ogunlade, and Ayinla (2012) has found that the majority of
teachers and students have agreed that payment of poor remuneration, in terms of salary
and allowances for teachers, affects their performance which as a result contributed greatly
to students” mass failure in Ondo State, Nigeria.

Conclusion

The study concluded that salary or earnings are the primary compensation for teachers to
perform their work. Along with salaries and wages, management and the government also
provide pension benefits, paid lunches, childcare, health insurance, official cars,
advantageous loans, bonuses, and numerous other benefits. Reward systems motivate
teachers to perform their teaching better. It can be categorised as a tangible and intangible
reward system. According to the study's findings, teacher reward programs should also be
commensurate with the work that each teacher puts forth and comparable to those of other
businesses of a similar calibre that operate in an economy.
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Recommendations
Based on the findings, the following recommendations were made:
1. Teachers should be given promotions, wage raises, and additional compensation.
2. Government should increase teachers' pay and recognize their efforts with
promotions at the appropriate times.
3. Promotions should be given to teachers in the senior secondary public institutions in
Lagos State to boost morale.
4. Government should ensure that teachers are paid fairly for the work they do.
5. School authorities should sensitize teachers about the value of performance-based
rewarding.
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