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Abstract

Islamic Studies teachers' role in the development of the national education system remains crucial
and paramount. Regrettably, Islamic Studies teachers over the years have cried loud and clear
again for poor motivation which of course seems to bring about negative job performance and poor
productivity. It is against this background that this study investigated relationship between
motivation and secondary school Islamic studies teachers' job performance in Kwara Central
Senatorial District, Nigeria. Descriptive research method was adopted for the study. All 2,169
secondary school Islamic Studies teachers in Kwara Central Senatorial District, Nigeria
constituted the population for this study. The target sample consisted of 200 Islamic Studies teachers
in 298 secondary schools in Kwara Central Senatorial District. Stratified random sampling
technique was used to group the schools into Ilorin East, llorin West, llorin South, and Asa Local
Government Areas. A researcher-designed questionnaire was used to collect data. The
questionnaire was validated by experts. The reliability of the instrument was obtained through the
test-retest method. The data collected were analysed using PPMC and a reliability index of 0.73 was
obtained. The data were analysed using percentage, Pearson Product Moment Correlation (PPMC)
statistical methods. The major findings indicated that, there was significant relationship among
promotion, payment of salary and in-service training and Islamic Studies teachers'job performance
in Kwara Central Senatorial District. Based on the findings of this study, it was recommended
among others that government at all level should embrace motivational practices necessary for
enhancing teachers' productivity for the benefit of both Islamic Studies teachers and students.
Kwara State Ministry of Education, Teaching Service Commission and Universal Basic Education
Board should put in place measures geared towards enhancing performance of Islamic Studies
teachers and formulate motivational policies that enhance employee performance.
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Introduction they feel satistied with what they are doing. In

Teachers' motivation encompasses forces the literature, there are many determinants of
both within and external to the individual. The teacher motivation. These include teacher status,
internal teacher motivation comprises of the payment of salary, promotion, in-service
needs, wants and desires which exist within an training, class size, workload and professional
individual; as such influence the teachers development. All organizations are concerned
thought which in turn leads to a positive change with what should be done to achieve and sustain
behavior toward improving learning. Teacher high levels of work performance through
motivational level canrise when the teachingjob people. Their attention is centred on how best to
enables teacher to satisfy the life supporting motivate workers. Organizations can motivate
elements of their physical body like food, water, workers by means of incentives like rewards,
shelter and host of others. It can also rise, when position of quality leadership, the work they do
the teacher feels useful in their job and when and the environment in which they work. The
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aim of motivation is to ensure that workers
perform as expected by the management.

Eneastor (2008) observes that staff
motivation in educational organization is
considered important for the following reasons:
motivation ensures that there is a positive goal
oriented behaviour among staff of organization
which could lead to the satisfaction of
organizational goals. It ensures that staff are
happy with their teaching job so that they
willingly carry out their assignment. Motivation
makes staff feel proud of their profession and
become positively inclined to make a career out
of'it. In addition, it ensures that the performance
or out-put of staff is improved, giving rise for
greater reward and their being satisfied with
their job. Besides, motivation ensures that goals,
policies and programmes of organization are
well achieved. It is only a dedicated, committed
and happy staff that will work in such a way that
the right kind of skills, values and attitudes are
acquired by students. Better still, effective staff
motivation is important for the survival and
relevance of the organizational system. When
staff are poorly motivated they demonstrate
apathy, absenteeism, truancy, rationalization to
reduce their effectiveness leading to poor and
ineffective teaching and learning.

When an individual function under an
effective incentive system (i.e. one that
generates high income), he displays consistency
in his performance. The more motivated the
worker to perform effectively, the more effective
his performance. McCormick and Illegan (2012)
observed that workers may be motivated to
perform better or creditably in their job, if such
jobs offer better pay, better working conditions,
opportunities to utilize special abilities, have
relative freedom regarding supervision and have
a secured job. All these engender feeling of job
satisfaction as well as facilitates for the
realization of purposeful goals. Every worker is
saddled with certain needs and aspirations which
he expects to satisfy. When the job environment
is able to provide these needs by motivational
strategies, the worker is likely to experience job
satisfaction. But when these needs are not met,
the worker becomes alienated and dissatisfied
with the job and this has an end product of poor
performance in the place of work.

Promotion as a condition of service plays a
vital role on satisfaction and on job

performance; it serves as a mark of recognition
of individual's qualification, experience and
performance over time (Bell, 2012). Perhaps,
promotion could be seen as an award for workers
who have worked hard, obtained higher
qualification and have performed well over
time.

Payment of salary is one of the motivational
strategies in teachers' job performance. One
major reason why people work is to earn
income; this is needed to meet some personal
and domestic needs such as clothing, feeding,
payment of rent, school fees, etc. Thus, salaries
may influence teachers' job performance; it is
not the increment in salaries/ wages that only
matters but also, prompt and regular payment of
it (Emenike, 2011). Bell (2012) postulates that,
of all conditions of service, salary is the best
predictor of teachers' job performance and
productivity.

Among the motivational strategies is in-
service training which determine teachers' job
performance. Ndege (2017) defines training is
the process by which knowledge and skills are
imparted in individuals for purpose of
effectively addressing the challenges of life. In
the view of Kizito (2017), training is perceived
as the process that results in effective
preparation of individuals capable of
performing tasks competently. He views
training as an endeavour that mouldspeople to
develop desirable knowledge, skills and
attitudes needed in solving real life problems.
Hommer (2018) asserts that training is the
process by which individual's ability to execute a
task is enhanced through acquisition of skills,
knowledge and positive attitude necessary for
harmonious co- existence in a social set up.

Undoubtedly, teachers' role in the
development of the national education system
remains crucial and paramount. Regrettably,
teachers over the years have cried loud and clear
for poor motivation which of course seems to
bring about negative job performance and poor
productivity. It seems that teachers' non-
commitment to duties could be attributed to a lot
of factors such as delay or non-payment of
salaries and allowance, irregular promotion and
lack of in-service training. These force teachers
to divert their attention to other sources of
income like trading, organizing private lessons,
anti-work behaviour such as absenteeism,
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teacher's negligence of duty, late coming to
school, display of open frustration, failure to
meet deadlines for the submission of
examination question and so on thereby
resulting to truancy and lack of commitment to
teaching job. It is against this backdrop that the
present researchers attempted to investigate how
motivation is related to Islamic Studies teachers'
job performance.

Statement of the Problem

It has been observed that Kwara State
teachers work under stress due to poor
motivation which leads to complaints by most
teachers. Secondary school Islamic Studies
teachers are faced with problems of
accommodation (no staff quarters), offices,
heavy work-load and host of others. Bosah
(2012) asserts that teachers are very common
and have no offices because they are used to
being herded together into a common room of
table called staff room. The so called staff room
is not better working environments for teachers
to perform creditably and efficiently and as such
affects teaching and learning adversely. Some
teachers attend their duties with little or no
devotion, zeal, interest and love. Many prefer
trading to teaching, most teachers come into the
school to sign attendance register and abscond.
Some stay in the staff room, chat and absent
themselves from attending classes and
consequently lead to low productivity. The need
therefore arise to determine the various ways of
motivating teachers in their work in order to
make them more effective and productive.

Series of studies have been conducted on
motivation and job performance. For instance,
Davidson (2005) focuses on the role of teachers
in providing good quality education in primary
schools through motivation. Also, Mustafa and
Othman (2010) examine the perception of
teachers on the effects of motivation on teachers'
job performance in teaching and learning
process. To the best of researcher's knowledge,
no studies have been conducted on relationship
between motivation and secondary school
Islamic Studies teachers' job performance in
Kwara Central Senatorial District, Nigeria. This
is the gap in knowledge this research intends to
fill.

Purpose of the Study
The general purpose of this study was to

investigate relationship between motivation and

secondary school Islamic Studies teachers' job
performance in Kwara Central Senatorial

District, Nigeria. Specifically, the study

investigated:

1. the relationship between promotion and
Islamic Studies teachers' job performance in
Kwara Central Senatorial District, Nigeria;

ii. the relationship between payment of salary
and Islamic Studies teachers' job
performance; and

iii. the relationship between in-service training
and Islamic Studies teachers' job
performance.

Research Hypotheses

The following null hypotheses were tested in
the context of this study:
Ho,: There is no significant relationship
between promotion and Islamic Studies
teachers' job performance in Kwara
Central Senatorial District.
There is no significant relationship
between payment of salary and Islamic
Studies teachers' job performance.
There is no significant relationship
between in-service training and Islamic
Studies teachers' job performance.

Ho,:

Ho,:

Methodology

This study adopted descriptive survey which
has to do with direct contact with the sampled
population that has the characteristics relevant to
what the study seeks to investigate. The
population of this study consisted all 2,169
senior secondary school Islamic Studies
teachers in Kwara Central Senatorial District,
Nigeria. The target sample consisted of 200
Islamic Studies teachers in 298 senior secondary
schools in Kwara Central Senatorial District.
Multi- stage sampling technique was adopted.
The researcher employed stratified sampling
technique to group the schools into Ilorin East,
Ilorin West, Ilorin South, and Asa Local
Government Areas. To ensure that the number of
schools selected is proportional to the total
number of schools in the four local government
areas, 10 senior secondary schools four public,
six private out of 55 schools in Ilorin East, 50
senior secondary schools (19 public, 31 private)
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out of 121 schools in Ilorin West, 21 senior
secondary schools (10 public, 11 private) out of
79 schools in Ilorin South and 19 senior
secondary schools (nine public, 10 private) out
of 43 schools in Asa local government making a
total of 100 schools. Simple random sampling
technique was employed to select 200 Islamic
Studies teachers in the selected schools. A

Results

Demographic Data of the Respondents

researcher-designed instrument was used to
collect data from the respondents.Out of 200
copies of questionnaire administered, only 192
were retrieved and used for data analysis. The
data were analysed using percentage, Pearson
Product Moment Correlation (PPMC) statistical
methods.

This section presents the results of data obtained from the respondents in percentages.

Table 1: Demographic Distribution of Respondents

Variables Frequency Percentage (%)
Gender

Male 69 35.9
Female 123 64.1
Total 192 100.0
School Type

Public 102 53.1
Private 90 46.9
Total 192 100.0
School Location

Urban 138 71.9
Rural 54 28.1
Total 192 100.0
Age

Below 30 Years 84 438
30 Years and Above 108 56.3
Total 192 100.0

Table 1 showed the distribution of
respondents by gender, age, school location and
school type. It showed that 192 respondents
participated in the study. The male participants
were 69 (35.9%) while 123 (64.1%) were
females; 102 (53.1%) were private while 90
(46.9%) were public. 138 (71.9%) of the
respondents were from urban while 54 (28.1%)

Testing of Hypotheses

were from rural and 84 (43.8%) were below 30
years while 108 (56.3%) were 30 years and
above. The implications of this table revealed
that larger percent of the respondents were
female and from private schools. Also, larger
percent of the respondents were from urban
settlement with age 30 years and above.

Hypothesis 1: There is no significant relationship between promotion and Islamic studies teachers'
job performance in Kwara Central Senatorial District
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Table 2: Significant relationship between promotion and Islamic studies teachers' job performance

in Kwara Central Senatorial District

Variable Mean SD DF N R Sig Remark
Promotion 1749 5.89

190 192 862 .001  Significant
Job Performance 18.80  6.97

Table 2 showed that there was significant
relationship between promotion and Islamic
studies teachers' job performance in Kwara
Central Senatorial District (r= .862; p<0.05).
The implication of this is that promotion had
significant impacts on Islamic studies teachers'
job performance.

Hypothesis 2: There is no significant
relationship between payment of salary and
Islamic studies teachers' job performance in
Kwara Central Senatorial District

Table 3: Significant relationship between payment ofsalary and Islamic studies teachers' job

performance in Kwara Central Senatorial District

Variable Mean SD DF N R  Sig Remark
Payment of Salary 17.36  7.58

190 192 .862 .001  Significant
Job Performance 18.80  6.97

Table 3 showed that therewas significant
relationship between payment of salaryand
Islamic studies teachers' job performance in
Kwara Central Senatorial District (r= .862;
p<0.05). The implication of this showed that
payment of salary had significant impacts on

Islamic studies teachers' job performance.

Hypothesis 3: There is no significant
relationship between in-service training and
Islamic studies teachers' job performance in
Kwara Central Senatorial District

Table 4: Significant relationship between in-service training and Islamic Studies teachers' job

performance in Kwara Central Senatorial District

Variable Mean SD DF N R Sig Remark
In-Service Training 16.77  4.96

190 192 862 .001  Significant
Job Performance 18.80  6.97

Table 4 showed that there was significant
relationship between in-service training and
Islamic studies teachers' job performance in
Kwara Central Senatorial District (r = .862;
p<0.05). The implication of this showed that in-
service training had significant impacts on
Islamic studies teachers' job performance.

Discussion of the Findings

The result of the first research hypothesis
revealed that there was significant relationship
between promotion and Islamic studies teachers'
job performance in Kwara Central Senatorial
District. The implication of this is that

promotion had significant impacts on Islamic
studies teachers' job performance. This is in
collaboration with the finding of Emenike
(2011) who observed that teachers who obtained
regular promotions were more motivated to
increase their levels of work performance than
those who were static on their grades.

The result of the second research hypothesis
revealed that there was significant relationship
between payment of salary and Islamic studies
teachers' job performance in Kwara Central
Senatorial District. The implication of this
showed that payment of salary had significant
impacts on Islamic studies teachers' job
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performance. This is in relation with the finding
of Bell (2012) who postulated that, of all
conditions of service, salary is one of the best
and most predictors of teachers' job 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.

The result of the third research hypothesis
revealed that there was significant relationship
between in-service training and Islamic studies
teachers' job performance in Kwara Central
Senatorial District (r= .862; p<0.05). The
implication of this showed that in-service
training had significant impacts on Islamic
studies teachers' job performance. This is in
support with the finding of Ndege (2017) who
asserted that offering in- service training to
teachers is crucial in determining the extent to
which an institution intends to achieve its
academic goals, since this is motivational for
purposes of realizing increased job
performance. Institutions therefore need to
embrace regular training so that defined
behaviour patterns expected in the
accomplishment of specialized task can be
acquired.

Conclusion

In line with the findings of the study, it can be
concluded that regular promotion of teachers
predicts Islamic studies teachers' job
performance in Kwara Central Senatorial
District. It could also have concluded that there
was significant relationship between payment of
salary and Islamic studies teachers' job
performance. In addition, there was significant
relationship between in-service training and
Islamic studies teachers' job performance in
Kwara Central Senatorial District.

Recommendations

Based on the findings of this study, the
following recommendations were made with a
view to enhancing and promoting job
performance of Islamic Studies teachers.

1. Government at all level should embrace
motivational practices necessary for enhancing
teachers' productivity for the benefit of both
Islamic studies teachers and students. It is
therefore recommended that Islamic Studies

teachers like any other workers should be
motivated to increase their performance.

2. Kwara State Ministry of Education, Teaching
Service Commission and Universal Basic
Education Board should put in place measures
geared towards enhancing performance of
Islamic studies teachers and formulate
motivational policies that enhance employee
performance.

3. Kwara State Quality Assurance should also be
strengthened and adequately funded to carry out
routine inspections in both public and private
secondary schools in the state. This will
motivate Islamic Studies teachers to be more
committed and regular in schools.

4. Islamic Studies teachers who perform
excellently well in teaching process should
receive extra payment that can help them to
increase effort in teaching. In other words,
government at all level should provide incentive
packages to increase Islamic Studies teachers'
motivation.
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