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Abstract 

The study investigated the relationship between Organizational Retirement Plans and Teachers’ 

Commitment to work in Public Secondary Schools in Akwa Ibom South Senatorial District of Nigeria. 

Three research questions were raised and three hypotheses were formulated to guide the study.  The 

correlational design was adopted for the study. The population of the study consisted of 896 teachers 

in the 64 Public Secondary Schools in the area of study. The sample for the study was 179 teachers 

drawn from 30 Public Secondary School using multi stage sampling technique. Data collection was 

done using two researcher’s made instruments entitled “Organizational Retirement Plans 

Questionnaire (ORPQ) and Teachers’ Commitment to Work Questionnaire (TCWQ).” Validation of 

the instrument was done by the expert in curriculum studies, Educational Management and Planning 

and two experts in Educational Measurement all from Faculty of Education. The instruments were 

scored on 4-point rating scale. The reliability test was done using Cronbach’s Alpha reliability 

analysis which yielded reliability coefficient of .88 and .81 respectively. The research questions were 

answered using mean, standard deviation and r-value of Pearson’s Product Moment Correlation 

Coefficient (r) analysis of the relationship while the null hypotheses were tested using Pearson’s 

Product Moment Correlation Coefficient (r) analysis at 0.05 alpha level of significance. The findings 

reveal that there was a significant relationship between pension plan, gratuity plan, skills acquisition 

plan, contract appointment plan and teachers commitment to work. Based on findings, it was 

concluded that there was a significant relationship between organizational retirement plans and 

teachers’ commitment to work. Therefore, it was recommended that government should provide 

globally approved policy on retirement plans and implementation and where it exists the plan should 

be fine-tuned so that retired teachers could receive their pension timely.  

 

Keywords: Organization, Retirement Plans, Pension plan, Gratuity plan, Acquisition skills and 

Teachers’ Commitment to Work  

 

Background of the Study 

The goal of every organization whether profit or non-profit oriented is to work towards 

achieving the objectives for its existence. In educational system the major goals at any level is 

towards attainment of academic excellence by the students. Although there may be other objectives, 

emphasis is placed on the achievement of quality education. The extents to which this goal can be 

actualized depend principally on the teachers. They constitute the oil that lubricates the factors of 

academic excellence and educational enterprises as a whole, without real commitment from teachers, 

school goals cannot be achieved. According to Dennis (2002) an organization need to understand the 

nature of the needs that motivate the behavior of people in those organization.  

In Nigeria as in many other developing countries, education has been usually considered to 

be the cornerstone and stimulus of economic growth and developments; Nigeria government believes 

that to survive in the competitive world economy, quality of education is the key variable. Grounded 

in this belief, educational reforms have been directed towards improving the quality of education. 

These reforms in Nigeria are demanding greater performance and commitment from teachers, holding 

teachers responsible for the quality of students’ outcome in-terms of academic performance.  

However, the job performance and commitment of the teachers could only be facilitated when the 
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school as an organization takes into cognizance the overall wellbeing of the teachers. Some of the 

major factors that could promote the teachers’ wellbeing are the organizational retirement plan for 

teacher. Chitty (2002) defines retirement as the termination of life pattern or a disengagement from 

active work as a result of old age, poor health, social pressure or weariness after a long period on a 

particular job. According to Muller (2003) planning for retirement is the responsibility of the 

individual as coming within the scope of self-management. Therefore organization retirement plans 

for teacher after retirement may also motivate teachers and possibly enhances their commitment to 

work. Denga (2005) observed that the fear of retirement makes some workers behave or react 

aggressively and those who have had adequate plans/preparative on the other hand, view retirement 

as a promising exit and relief from worries of the daily office/school routine. 

According to Reitzes and Mutran (2004), life at retirement can be so exciting and 

challenging. It is exciting when it is backed up with retirement plans and it is burdensome and 

frightening when it is not accompanied with retirement plans. Also, teachers are ready to put in their 

best if their wellbeing is taken care of. Thus, it could be inferred that teachers’ commitment to work is 

influenced by the financial benefits that would accrue to them. Teachers’ attrition experience in the 

public secondary schools is as a result of poor remuneration package for teachers (Udey, 2002).  

Work commitment entails attitude or orientation towards the organization which links or 

attached the individual or worker to the establishment. It is a process whereby the goals of the 

individual or worker are increasingly integrated with that of the organization (Ogaboh, Nkpoyen and 

Ushie, 2010). Commitment of teachers to work in the secondary school system is observed to be 

poor. This could be seen in teachers’ work behaviours such as cutting classes, non-punctual, absence 

from their duty post and indulging in second occupation. Indulgence in a second occupation is one of 

the factors that lead to laxity and lethargy in the way teachers are committed to their work. Some 

teachers find more satisfaction and better income in the second occupation to the extent that they quit 

teaching. All these behaviours on the part of the teachers are detrimental to the success of the school 

system. These behaviours rendered teachers ineffective and retard students’ academic performance. 

Prevailing economic condition can be seen as another hindrance of teachers’ commitment to 

work. This is so because some potential retirees who never planned earlier while at work are thinking 

about how to train their children, how to build houses and perhaps how to own a car. These fears 

alone engender loss of morale in one’s work. According to Egong, Akpama and Usani (2005), the 

certainty of retirement and the organizational retirement plans bother workers, especially when they 

have attained mid-career. This certainty no doubt produces low commitment to work. The fact that 

retirement is synonymous with loss of income and other benefits is enough to evoke negative attitude 

towards work which results in frustration, anxiety, fear and low work performance. Nevertheless, the 

essence of teachers’ commitment to work is of importance since highly committed teachers perform 

better in their job and are less likely to exhibit anomalistic work place behaviour (Oludeyi, 2015).  

Retirement has its own problems, it can still be a source of satisfaction towards one’s work. Teachers, 

in this case, will attend to their work with zeal and enthusiasm (Egong, Akpama and Usani, (2005).  

In Nigeria, public service retirement is regulated by Decree No. 102 of 1979 (Cap. 346) 

which deals with pensions and gratuity. This law set up the statutory age of retirement of public 

officers at sixty years. However, the Civil Service Decree No. 43 of 1988, places the retirement age at 

sixty years of birth or thirty five years in service whichever comes first. Akwa Ibom State also, 

operates these Decrees. The advent of democracy from 1999 brought an improvement in the handling 

of retirees matters, although payment of retirees had been regularized since 2003 as a direct result of 

the government improvement on the availability of funds (AKSSEB, 2017) teachers still look up to 

government for provision of a better welfare packages as this will enhance their commitment to work.  

Teachers sees organizational retirement plans as a period of punishment because of delay in 

processing one’s documents, irregularities in record keeping and delay in payment of pensions and 

gratuities. Pension is a form of monthly, periodic, regular and installment payment made to retirees 

from date of retirement to death. Gratuity is a lump sum of money that is paid once to retirees at the 

end of their service year. It is observed that, retirees often have traumatic experience while waiting 
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for or pursuing their pension and gratuity. It is common to hear about how people slump to death. 

Planning here will involve putting one’s priorities right and probably saving for the raining day when 

one is gainfully employed. Thus, teacher can acquire skills in different aspects of life, such as 

cooking, tailoring, shoe making, soap and perfume production etcetera. These skills acquisition 

schemes are likely not only to sustain the retirees and those still in services but to serve as a means of 

generates additional income for them. 

In the secondary school system, retired teachers are encouraged to take up part-time teaching 

job especially in those areas that are short-staff both in the private and public school. This contract 

appointment provides the retirees opportunities to stay active and earn an income. Therefore, the 

study intends to find out whether there is any relationship between organizational retirement plans 

such as pension plan, gratuity plan, skills acquisition plans and contract appointment plan and 

teacher’s commitment to work in Public Secondary Schools in Akwa Ibom South Senatorial District 

of Nigeria. 

 

Statement of the Problem 

In spite of the efforts of the government to improve the quality of education in the state by 

introducing the free and compulsory education, the quality of education output is being questioned.  

There is an observed rise in the student poor performance in both internal and external examinations, 

examination malpractice, cultism, poor work attitude by teachers etc. The success of educational 

system greatly depends on the teachers because they are the vehicles through which the performance 

of the students is enhanced. Records available at the State Ministry of Education in regards to 

teachers’ progression on their job indicated that there are falsification of employees’ age. This could 

be seen in teachers’ birth certificates and age declarations. The attitude displayed by teachers suggests 

that most of them are afraid of the future and this could be attributed to the problems faced by the 

retired senior colleagues in assessing their pension, delayed or unpaid gratuity, lack of relevant skills 

to fall back upon retirement among others as most teachers do not have a good retirement plans put in 

place. Absence of retirement plan could result in frustration, sickness, emotional breakdown, inability 

to solve life problems, untimely death after retirement and subsequently, teachers’ poor attitude to 

work. This poor attitude to work can be seen as laxity in the way teachers perform their duties; some 

teachers do not adequately prepare for lessons nor do they write lesson notes, they are most times late 

to school or absent themselves from school. Some teachers also take up second occupation like 

trading using school hours for their personal businesses. These attitudes of teachers could robbed 

them of their commitment to work and lost of interest in their teaching profession. 

The problem of this study is how to effectively motivate teachers to be committed to their 

work to achieve the set educational goals as well as the way in which the government handle 

retirement plans that would provoke high teachers’ commitment to work. It is therefore against this 

backdrop that this study is set to determine the relationship between organizational retirement plans 

and teachers’ commitment to work in public secondary schools in Akwa Ibom South Senatorial 

District of Nigeria. 

 

Purpose of the Study  

The general purpose of this study was to determine the relationship between organizational 

retirement plans and teachers’ commitment to work in Public Secondary Schools in Akwa Ibom 

South Senatorial District of Nigeria. Specifically the study aims are to determine:  

1. the relationship between pension plan and teachers’ commitment to work. 

2. the relationship between gratuity plan and teachers’ commitment to work 

3. the relationship between skill acquisition plan and teachers commitment to work. 

 

Research Questions 

The following research questions were raised to guide the study. 

1.  How does pension plan relate to teachers’ commitment to work? 
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2.  What is the relationship between gratuity plan and teachers’ commitment to work? 

3.  How does skills acquisition plan relate to teachers’ commitment to work.  

Null Hypotheses 

The following null hypotheses were formulated for the study and tested at 0.05 level of 

significance. 

1.  There is no significant relationship between pension plan and teachers’ commitment to work. 

2.  There is no significant relationship between gratuity plan and teachers’ commitment  to 

work. 

3.  There is no significant relationship between skills acquisition plan and teachers’ commitment to 

work. 

 

Methodology 

The study adopted a correlational design. According to Bell (2005), correlation research studies 

are non-experimental in that they deal with the relationships between non-manipulative variables in a 

natural form rather than laboratory setting. This research was conducted in public secondary schools in 

Akwa Ibom South Senatorial District of Nigeria. The population of the study was made up of all the 

896 teachers in the 64 Public Secondary Schools in the District (Source: Akwa Ibom State Secondary 

Education Board, 2017). 

The sample size was 179 teachers representing 20 percent of the entire population.  Multiple 

stage sampling technique was used for the study. These include: cluster sampling technique, 

proportional sampling technique and simple random sampling technique. First of all, a cluster sampling 

technique was used in clustering the district into seven Local Education Committees within Akwa Ibom 

South Senatorial District. This was done in order to ensure equal representation of the research subjects.  

Secondly, proportional sampling was used in selecting 30 schools representing 47% of the school 

population and 179 teachers representing 20% of the teacher population. Lastly simply random 

sampling was used to select the sample schools, sample teachers and eight students to rate a teacher in 

the sample schools thus resulting in a total of 1432 ratters using balloting method of pick and drop. The 

instrument for data collection were two (2) separate questionnaire developed by the researcher titled: 

“Organizational Retirement Plans Questionnaire “(ORPQ)” and “Teachers Commitment to Work 

Questionnaire (TCWQ)”. The construction of the questionnaire was guided by the views and findings 

from the related literature review. The first questionnaire “(ORPQ)” which was for teachers on 

retirement plan was of two sections namely: section “A and B”. Section A was constructed to elicit 

background information on respondents while section B addresses organizational retirement plans with 

six items each to measure the variables of pension plan, gratuity plan, skills acquisition plan and 

contracts appointment plan with response options. Then the second instrument Teachers’ Commitment 

to Work Questionnaire “(TCWQ)” for the teachers were rated by their students. It also had two sections 

mainly: section “A and B”. Section A was constructed to elicit background information on the students 

while section B addresses teachers’ commitment to work with 20 items that addressed the commitment 

of teachers in instructional delivery, classroom management, record keeping and students’ assessment 

with response options.  Responses were scored using a 4-point rating scale that ranges from strongly 

agreed, agreed, disagreed and strongly disagreed. The scoring of responses was Strongly Agreed (SA) - 

4 points, Agreed (A) - 3 points, Disagreed (D) - 2 and strongly disagreed (SD) - 1 point. Face validity 

of the instruments were established. To do this, copies of the “Organizational Retirement Plans 

Questionnaire (ORPQ)” and “Teachers Commitment to Work Questionnaire (TCWQ)” were submitted 

along with the research purpose, research questions and hypotheses to two validates in Educational 

Management and Planning and two validates in Educational Measurement and Evaluation all from 

Faculty of Education, University of Uyo, Uyo. The validates examined the use of language, content, 

coverage and appropriateness of items to the purpose and variables of the study. Based on their 

comments and observations the researcher was appropriately guided by the supervisor in the 

development of the final version of the instrument.  
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The reliability of the instruments were established by administering the questionnaire on 30 

teachers in public secondary school in Akwa Ibom State who were not part of the main study. The 

data collected were subjected to Cronbach Alpha Analysis to determine the internal consistency of the 

instrument. The result of the analyses indicated a reliability coefficient alpha of .88 for 

“Organizational Retirement Plan Questionnaire (ORPQ)”and .81 for “Teachers’ Commitment to 

Work Questionnaire (TCWQ)” and these values were considered reliable enough for the study.  The 

instruments titled: Organizational Retirement Plans Questionnaire “(ORPQ)” and Teacher 

Commitment to Work Questionnaire “(TCWQ)” were administered to teachers and students in 30 

public secondary schools by the researcher and two well briefed research assistants. A total of 179 

questionnaire were administered and 179 were retrieved representing a response rate of 100%. These 

questionnaires were found useful and normal. The data were analysed using Pearson’s Product 

Moment Correlation (PPMC) Coefficient (r) Analysis as a measure of relationship between variables. 

The r-value of Pearson’s Product Moment Correlation (PPMC) were used to answer the research 

questions and to test the hypotheses at 0.05 level of significance. To test the hypotheses, r-value was 

computed with N-2 Degree of freedom. If the computed r-value is greater than the critical r-value at 

0.05 level of significance, then the r-value is significant.  

 

Decision Rule 

 According to Kenney, J. F. and Keeping, E. S. (1999), the following were used to determine 

the strength of the relationship for the r-value. 

±.00 - .19 very weak relationship 

±.20 - . 39 Weak relationship 

±.40 - .59 Moderate relationship  

±.60 - . 79 Strong relationship 

±.80 – 1.0 Very strong relationship 

-1  Perfect negative linear relationship 

0  No linear relationship 

+1  Perfect positive linear relationship 

 

Answers to Research Questions 

Research Question 1: How does pension plan relate to teachers’ commitment to work? 

To answer research question 1, Pearson’s Product Moment Correlation Coefficient (r) analysis was 

computed as presented in Table1. 

Table 1:  correlation analysis of Pension plan and teachers’ commitment to work Y 

Variables    X 
∑ Y 

  2 

∑Y2 
    r.cal decision 

Pension plan X 1260 13750    
      

7150 
 
.464* 

Moderate 
relationship 

teachers’ commitment to 
work Y  

1140 14050    

 

The result in Table 1 reveals the type of relationship between the pension plan and teachers 

commitment to work. The result indicated that the calculated r-value was .464. This value was 

positive in directions meaning that the relationship between the independent variable (pension plan) 

and dependent variable (teachers’ commitment to work) is moderate and positive in direction. 
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Therefore an increase in the pension plan will bring about a corresponding increase in teachers 

commitment to work. 

 

Research Question 2 

What is the relationship between gratuity plan and teachers’ commitment to work? 

To answer research question 2, Pearson’s Product Moment Correlation Coefficient (r) analysis was 

computed as presented in Table 4.2. 

 Table 2: Pearson’s Product Moment Correlation Coefficient of the Relationship Between Gratuity 

Plan and Teachers Commitment to Work  

Variables    X 
∑ Y 

  2 

∑Y2 
    r.cal decision 

gratuity plan X 1420 19250    
      

7550 
.414* Moderate 

relationship 

teachers’ commitment to 
work Y  

1140 14050    

 

In Table 2 the results indicate that the calculated r-value was .414. This shows that the 

relationship is moderate and in positive direction. Thus, gratuity plan and teachers commitment to 

work have a positive relationship. Therefore, an improvement in gratuity plan will lead to an 

improvement in teachers’ commitment to work. 

Research Question 3 

 How does skills acquisition plan relate to teachers’ commitment to work? 

To answer research question 3, Pearson’s Product Moment Correlation Coefficient (r) analysis was 

computed as presented in Table 3. 

Table 3: Pearson’s Product Moment Correlation Coefficient of the Relationship Between skills 

acquisition plan and teachers’ commitment to work 

Variables    X 
∑ Y 

  2 

∑Y2 
    r.cal decision 

Print resources X 1320 15680    
      

7150 
.470* Moderate 

relationship 

teachers’ commitment to 
work Y  

1140 14050    

 

In Table 3, calculated r-vale was .470, and is positive in direction. Therefore, skill acquisition plan 

and teachers commitment to work have a moderate relationship and in positive direction. This 

implied that an increase in skill acquisition plan will lead to a corresponding increase in teachers 

commitment to work.  
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Testing of Hypotheses 

Null hypothesis 1: There is no significant relationship between pension plan and teachers’ 

commitment to work.  

To test the null hypothesis 1, Pearson’s Product Moment Correlation Coefficient (r) Analysis was 

computed as shown in Table 4. 

Table 4:  correlation analysis of Pension plan and teachers’ commitment to work Y 

Variables    X 
∑ Y 

  2 

∑Y2 
    r.cal r-crit decision 

Pension plan X 1260 13750     
      

7150 
 
.464* 

 
113 

 
significant 

teachers’ commitment to 
work Y  

1140 14050     

(N=177) * Significant at 0.05 alpha level  

The result of data analysis in Table 4 revealed that the calculated r-value of .464 was greater 

than the critical r-value of .113 at 0.05 level of significant and 177 degree of freedom. This result is 

significant thus, the null hypothesis that claimed no significant relationship between pension plan and 

teachers’ commitment to work was rejected. Therefore, there is as a significant relationship between 

pension plan and teachers commitment to work. 

Null Hypothesis 2: There is no significant relationship between gratuity plan and teachers’ 

commitment to work.  

To test the null hypothesis 2, Pearson’s Product Moment Correlation Coefficient (r) analysis was 

computed as shown in Table 5. 

Table 5: Pearson’s Product Moment Correlation Coefficient of the Relationship Between Gratuity 

Plan and Teachers Commitment to Work  

Variables    X 
∑ Y 

  2 

∑Y2 
    r.cal r-crit. decision 

gratuity plan X 1420 19250     
      

7550 
 
.414* 

 
113 

 
significant 

teachers’ commitment to 
work Y  

1140 14050     

(N=177) * Significant at 0.05 alpha level  

From the data analysis in Table 5 the calculated r-vale of .414 at 0.05 level of significant and 

177 degree of freedom was found to be greater than the critical value of .113. The null hypothesis 

which stated that there is no significant relationship between gratuity plan and teachers’ commitment 

to work was rejected while the alternate was retained. This implied that, there is a significant 

relationship between gratuity plan and teachers’ commitment to work. 

Null Hypothesis 3: There is no significant relationship between skills acquisition plan and teachers’ 

commitment to work.  
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To test the null hypothesis 3, Pearson’s Product Moment Correlation Coefficient (r) analysis was 

computed as shown in Table 7. 

Table 6: Pearson’s Product Moment Correlation Coefficient of the Relationship Between skills 

acquisition plan and teachers’ commitment to work 

Variables    X 
∑ Y 

  2 

∑Y2 
    r.cal r-crit decision 

Skills Acquisition Plan X 1320 15680     
      

7150 
 
.470* 

 
113 

 
significant 

teachers’ commitment to 
work Y  

1140 14050     

(N=177) * Significant at 0.05 alpha level  

Data analysis in Table 6 indicated that the calculated r-value of .470 was greater than the critical r-

value of .113 at 0.05 level of significant and 177 degree of freedom. The null hypothesis which stated 

that there is no significant relationship between skills acquisition plan and teachers’ commitment to 

work was rejected. The result implied that skills acquisition plan and teachers’ commitment to work 

relate significantly. 

Discussion of Findings 

 The discussion of findings was based on the result of the hypotheses tested under the 

following subheadings;  

Pension Plan and Teachers’ Commitment to Work 

 The result of the hypothesis one on pension plan and teachers’ commitment to work showed 

that there was a significant relationship between pension plan and teachers’ commitment to work. 

This implied that increase in pension plan would lead to increase in teachers’ commitment to work. 

The result could be attributed to the fact that when teachers are sure that their pension would be paid 

on time, they would be committed to their work otherwise they would not be and may not be 

motivated to put in their best since they are not sure of when their pension would be paid after 

disengagement from service. Moreso, poor commitment to work could be seen as laxity on the part of 

the teachers interms of instructional delivery, classroom management, record keeping and student 

assessment thus resulting in students’ poor academic performances.  

The finding of this study support the assertion of Olurotim, Asad and Abdulrant (2015) which 

they reported that pension packages of teachers should be improved in terms of the lump sum and 

monthly allowance because this would give teachers sense of security in their old age and as a result 

would remain focus and committed to their work. This finding agreed with the finding of Akande 

(2014) who opined that paying teachers’ salaries promptly, promoting them regularly, giving them 

surprise packages, sending them on training programmes and ensuring their retirement benefits would 

enhanced their job performance. Hence organization retirement plans interms of a proper and 

adequate pension plan for teachers after retirement will enhance their commitment to work. 

Gratuity Plan and Teachers’ Commitment to Work 

 The result of the hypothesis two on gratuity plan and teachers’ commitment to work indicated 

that there was a significant relationship between gratuity plan and teachers commitment to work. This 

finding suggests that prompt payment of gratuity to retired teachers would enhance teachers’ 

commitment to work. Since gratuity involves the payment of a lump-sum of money once after 
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retirement, teachers looked forward to receiving it. These monies help retired teachers establish small 

scale business for themselves. Therefore, organizational retirement plan interms of gratuity plan 

would motivate teachers to be highly committed to their work.  

The finding is in agreement with the study result of Wasiu and Adebayo (2014) who 

emphasized that gratuity among others relates with employee’s performance. The result of this study 

is however in line with the finding of Adeoye (2014) on an assessment of compensation management 

and motivation on organizational performance in the Insurance Industry in Nigeria. The findings of 

the study reflected that compensation management and motivation of employees are factors that 

employers can use to boost the performance of employee’s as well as that of organization in the 

insurance industry in Nigeria. Hence, teachers’ commitment to work could be heightened through a 

proper compensation (gratuity) plan by the organization. 

Skills Acquisition Plan and Teachers’ Commitment to Work 

 The result of the hypothesis three on skills acquisition plan and teachers’ commitment to 

work revealed that there is a significant relationships between skills acquisition plan and teachers’ 

commitment to work in public secondary schools in Akwa Ibom South Senatorial District of Nigeria. 

This implied that teachers who have acquired certain skills during their service years would be able to 

fend for themselves during retirement. Therefore, organization creating such avenues for teachers to 

learn or acquired certain skills will motivate them to be committed to their work. 

The result of this study supports the finding of Aikhuomogbe (2016) which create awareness on how 

employee can attain small scale business information regarding sources of funding, mentorship and 

vocational training during their final years of employment because this awareness may promote 

positive social change by preparing these individuals for entrepreneurship in retirement, thereby 

reducing the rate of post-retirement poverty. Thus if the school system can provide teachers with 

certain skills to enable them manage small scale business after retirement, they would be committed 

to their work. The finding of this study also agreed with the finding of Adeyemo (2010). The 

researcher observed that on retirement from active working life, a person’s repertoire of skills will no 

longer be relevant to help him or her adjust to life. He or she needs new skills on how to enjoy leisure 

and adjust to the new way of life. Therefore, skills acquisition plans for serving teachers would 

enhance their commitment to work.  

Conclusion 

 Based on the findings of the study, it is pertinent to conclude that: pension plan has a 

significant relationship with teachers’ commitment to work. There was also a significant relationship 

between gratuity plan and teachers’ commitment to work. Skills acquisition plan has a significant 

relationship with teachers’ commitment to work. Lastly, contract appointment plan is significantly 

related to teachers’ commitment to work interms of instructional delivery, classroom management, 

record keeping and student assessment. From these, it is obvious that teachers’ commitment to work 

depends on what the school system as an organization has in stock for them interms of organizational 

plans toward their retirement, organizational retirement plans plays a vital and significant role in 

teachers’ commitment to work. 

Recommendations  

 On the basis of summary and conclusion from the findings, the following recommendations 

are made  

1. Government should ensure that the service records of teachers nearing retirement are process 

to avoid delays of any payment due to them.  
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2. Policy maker should ensure that adequate retirement plans are put in place and where it exist 

should be fine-turned so that retired teachers could get their pension timely as this will 

enhance their commitment to work.  

3. Organizational retirement plan interms of gratuity should be made attractive and paid 

promptly by the government so that retired teacher can established business. The practice 

whereby gratuity is delayed could lowered teachers morale and would not impact positively 

on the school system. 

4. State Secondary Education Board should mount for all service teachers skills acquisition 

programme where teachers can learn skills that would help them to cope with life after 

retirement. Ministry of Education should provide contract appointment for retired teachers 

especially in those areas that are short-staff and the retired teachers should be encourage to 

take up such appointment through payment of some meaningful allowances. 
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