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Abstract 
The study was conducted to determine the motivational incentives required by business 
teachers in secondary schools in Calabar education zone of Cross river State – Nigeria. Two 
research questions guided the study. Descriptive survey design was adopted for the study. 
The population for this study was 189 business teachers of secondary schools in Calabar 
education zone of Cross River State. A structured questionnaire containing 20 items was 
developed by the researcher to obtain data for answering the research questions for the 
study. The data collected for the study was analyzed using mean to answer the research 
questions and standard deviation to determine the closeness or otherwise of the responses 
from the mean. It was found out that business teachers in Calabar education zone of Cross 
River State highly required working condition incentives and collaborative leadership 
incentives for effective teaching in the secondary schools.  
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Introduction 

The success or failure of any educational system depends mainly on the teachers. This 
is where effective motivation of teachers’ comes to uphold. It is assumed that a well-
motivated teacher, who is provided with working incentives, good working conditions and 
adequate remuneration is bound to be dedicated to his/her teaching so as to bring about the 
needed learning on the part of students. 

It is therefore the duty of a teacher to get the students to do what they are expected to 
do in order to help the educational system achieve its goal. This will be accomplished by 
given motivation, the necessary attention and priority it deserves while they are working 
towards achieving the purpose of learning. One of the cardinal reasons for working in life is 
to satisfy the basic human needs. Njoku (2011) observed that, under normal circumstances, 
individuals choose those occupational which they feel can meet some of their peculiar needs 
in life. Teachers in the Cross River State complain of lack of motivational incentives for 
them. Teachers complain of lack of fringe benefits of the workers like transport, housing and 
medical allowances; lack of payment of leave allowances for many years; lack of resignation, 
merits awards, bonus and in-service training. It is believed that if teachers’ pay, working 
conditions and fringe benefits given to the teachers are judged to be good by the teachers, 
they will put more at work. In other words, they will prepare adequately for their lesson, go 
to school regularly and punctually, attending classes as schedule, teach the students well, 
give and mark assignments, test and examination (Etuk, 2012). 
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The working conditions of business teachers in Cross River State in general and 
Calabar Education Zone in particular is such that they have to work under the most unsafe 
and unhealthy conditions with dilapidated buildings equipped with outdated laboratory 
facilities and equipment (Etuk, 2012). It is not unusual to find teachers and students 
interacting academically under collapsed school buildings, shades and hut. Also, the 
staffrooms are either inadequate or unavailable to accommodate the teachers. These have no 
doubt, translated into teachers’ unhappiness, frustration and low morale, which in turn result 
in ineffective teaching. For Gwarzo and Gortha (2011), the absence of enabling work 
environment and organizational climate to support teachers’ performance sometimes results 
in crisis. To overcome these crises, Kemmerer (2009) enumerated the working condition 
incentives that would motivate the business teachers, classroom facilities, number of 
students, age range or students, collegiality and direct involvement in the leadership and 
decision-making on issues that concerns them. 

Collaborative leadership incentives is a condition in which school administrators and 
teachers are given the opportunity to jointly identify organizational goals, define each 
individual’s major areas of responsibility in terms of results expected, and use these measures 
as guides for operating the unit and assessing the contributions of each of unit’s member 
(Ogunsaju, 2006). Collaborative leadership incentive is crucially important in educational 
administration because of its fare-reaching effects of accomplishment of educational goals. 
According to Odiorne (2009) collaborative culture leads to achievement of set goals and job 
satisfaction. Ohieno (2013) opined that, allowing teachers carry out activities such as 
developing curricular outcomes, assessing student achievement, selecting instructional 
materials, planning special projects, participating in peer observation and coaching, pursuing 
professional growth topics and developing schedules would increase their superiors failed to 
involve them in the administration of the schools. Situations where business teachers are not 
adequately utilized can lead to the display of lackadaisical attitudes in school. The author 
suggested that Head of Schools need to delegate some duties to their teachers with 
appropriate authority in order to improve their performance. For teachers to be effective and 
help the educational system achieve its goal, motivation should be given necessary attention 
and priority it deserves while they are working towards achieving the purpose of learning.  

Fabiyi (2010) noted that the business education teacher is bashed by the very society 
they labour to build. Most government pronouncements concerning the welfare of teachers 
had been that of bogus promises. Teachers have suffered a lot in terms of their welfare and 
have also been abused by the authorities directly concerned with their welfare. Most teachers 
in the school system especially in the private schools are not happy with their lot and as a 
result most of them are negatively disposed with their jobs. The existing staff personnel 
management practices in the private schools appears to indicate that majority of the teachers 
are dissatisfied with their jobs and this make them withdraw physically from teaching or 
remain there to constitute serious danger to school effectiveness since they could use such 
adjustment mechanisms as displacement, relativism, absenteeism, truancy or apathy in their 
attitude to work (Emertarom, 2008). 

Arikewuyo (2006) opined that business education teachers in Nigeria are not only 
dissatisfied with their teaching profession but also have poor job attitudes. Teachers see 
teaching as a job that has no prestige and which does not enjoy any recognition from the 
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public. One of the greatest threats to secondary education in Nigeria is teachers’ lack of job 
satisfaction. Tensions in Nigeria’s educational system are consequent in part upon teachers’ 
dissatisfaction with their job. Nwadiani (2008) captures the working environment of Nigerian 
teachers by stating that, teachers have been dejected and appear to be rejected over the years. 
Their salaries are poor and not paid regularly. This state of affairs has led to intermittent 
industrial actions by teachers. Teachers live from hand to mouth. Other sections of the public 
tease them that their reward is in heaven. Teachers in Nigeria are sentenced to a perpetual life 
of decent poverty. 

The design of the job of the Nigerian secondary school teacher today is such that he 
has little or, no information input in the materials he works with and his work environments. 
Pupils are selected and allocated to public school by the Ministry of Education through the 
Teaching Service Commission (TECOM) in the various States. More so, instructional 
materials are also provided through the Ministry of various agencies. Considerations of 
teachers’ preferences do not play any role in the decision to supply any of the materials to the 
school. Neither the school syllabus though designed and prepared by seasoned, experienced, 
old teachers of the Federal Ministry of Education does not give room for teachers currently 
on the field in its formulation and they are required to adhere strictly to the content of the 
document during the process of teaching without any alteration or modification. The 
activities of the teachers in the school are so directed in that the specified method or 
imparting instruction, work hours, work schedules and pace of work and the time table is 
always there so that no teacher covertly or overtly deviates from the traditional 
ways/methods of carrying out responsibilities in the school. The teacher ensures that they 
submit their note of lesson, lesson plan, scheme of work, diary and register to the school 
authority on a weekly basis for scrutiny. Also, on arriving at the school premises, they are 
expected to sign the time book and to remain in the school premises till the end of work 
period. Thus teachers output is easily identified as they are models to their students. 

Presently, features such as absenteeism, low quality work, life, high labour turnover 
rate are commonly associated with the Nigerian teachers who are not motivated by the work 
situation due to government’s inability to pay the meager salaries regularly and promptly. 
Thus, to make a living, at the least opportunity the teachers stay away from school and if a 
better offer shows up, they quit immediately. Mezieobi (2012) x-rayed the conditions of 
service in the school system thus; the uncongenial work climate in most Nigerian schools are 
exemplified by poor equipped laboratories and workshops, overcrowded and ill-ventilated 
classroom buildings, utter disrepair or furniture and equipment, inadequate instructional 
materials and resources, irregular payment of teachers’ salaries and fringe benefits among 
other factors, inversely relate to high teachers’ absenteeism. 

Frase and Larry (2012) identified two sets of factors that affect teachers’ ability to 
perform effectively as the work context factor (teaching environment), and the work content 
factor (teaching). Work context factors are those baseline needs, they include working 
conditions such as class size, discipline conditions, and availability of teaching materials; the 
quality of the principal’s supervision; and basic psychological needs such as money, status, 
and security. Context factors clear the road of the debris that block effective teaching, and 
good supply of it prevents dissatisfaction. Work content factors are intrinsic to work itself; 
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they include opportunities for professional development, recognition, challenging and varied 
work, increased responsibility, achievement, empowerment, and authority. 

Adelabu (2005) argued that teachers who do not feel supported in these states are less 
motivated to do their best work in the classroom. Similarly, the poor recognition of teachers’ 
services causes the profession to be regarded as a stepping stone. Ezekiel-Hart (2012) 
observed that in spite of the paucity of statistical data, attrition of teachers is a well-known 
phenomenon in Nigeria due to poor condition and low prestige accorded the teaching 
profession. At the second National Teachers’ Summit held in National Teachers’ Institute 
(NTI) Conference Centre, Kaduna, April, 2004, the following observations emerged from 
papers and discussions: 

1. The summit noted with dismay the high attrition rate of teachers due mainly to 
unattractive conditions of service. 

2. The working environment in which teachers find themselves is not conducive. 
3. The poor treatment of pensioners reduces the capacity of the system to retain teachers 

and worsen current attrition rate. 
Teachers’ welfare determines to an extent the nature of their output. In other words, if 

their welfare are adequately taken care of invariably their outputs are likely going to be high 
all things being equal. Studies have shown that workers who have access to welfare services 
such as medial counselling, end of year bonus, accommodation services, etc. could be highly 
motivated. According to Arikewuyo (2006), teachers in Nigeria consider their prompt 
payment of salary, recreational facilities, classroom and offices, instructional facilities; 
accommodation as well as staff performance appraisal as prime importance for effective 
performance of their job. A good teacher will continue to be a learner and can be at his best 
where he continuously acquires necessary skills through principals’ management support 
practices for his professional growth or capacity building services.  

Leadership according to Ogunsaju (2006) is a position of dominance and prestige 
accompanied by the ability to direct, motivate and to assist others in achieving a specified 
purpose. Akpan (2011) defined participative leadership as an interactive relationship between 
leaders and followers which is characterized by influence and identification. According to 
Peretomode (2009) in Akpan (2011), collaborative leadership is crucially important in 
educational administration because of its far-reaching effects on the accomplishment of 
educational goals. The secondary schools principals are leaders and have leadership roles to 
perform. They have the duty of leading, guiding, directing, conducting, and motivating both 
the teaching and non-teaching staff towards the achievement of objectives and goals of the 
school (Egboka, 2008). The principal’s leadership style determines the extent to which 
subordinates see the school as a desirable or undesirable place to work (Aghento & Omoregi, 
2006). According to Barnnet, Rasberry and Williams (2007), too few principals know how to 
support teachers’ effort to educate students and to nurture teachers for effective 
achievements. Most principals do not have the right training in management, thus their 
inability to set achievable goal, and effectively running the affairs of the school. This action 
of the principals leads to poor teachers’ motivation. 

Teachers at all levels of education are the foundation and bedrock of quality 
education in the society (Clark, 2006). In line with the above view, teachers need to manage 
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both students and knowledge, monitor students’ progress and provide guidance services. To 
guard the above position, teachers engage in research activities to adequately equip 
themselves for effective lesson delivery. Therefore, teachers’ role and tasks is dependent on 
the kind of support given to them by the school principals. In the same vein, principals 
occupy a central position are the managers and the quality of managerial functions determine 
to a large extent their success or failure (Odumodu, 2011). In this regard, principals should 
provide teachers with needed management supports to effectively function in this regard. 
Principals should as well provide teachers with needed management supports to effectively 
function in their schools (Castller, 2010). That is to say, principals should provide 
management supportive practices for teachers’ work load and utilization of available 
professional and material resources. Management support practices in this context, implies 
the provisions of enabling work environment for teachers to render the needed services 
effectively in the school system. For Campbell (2007), management practices in secondary 
school revolve around putting in place all enabling environment by the principals to foster 
teachers’ morale and commitment and professional development. Along the same line, 
Jefferson (2014) affirmed that provision of management support practices to teachers involve 
giving supportive instructional supervision, adequate welfare, rewards, in-service education 
programme as and when due. 

In the same vein, Akube (2012) also affirmed that management support practices has 
to do with providing for teachers’ welfare, professional growth, supportive supervision, 
giving rewards, counselling employees and organizational career planning. Provision of 
management support practices by school principals are essential for teachers’ performance in 
building sufficiently motivated and effective teachers. Put differently, it is the act of giving 
assistance, encouragement and stimulation to teachers by principals to enhance their 
performance and the achievement of the objective of the school system. Imperatively, 
teachers need supportive practices from their principals to be able to perform maximally.  

Principals’ collaborative support supervision practice in the context can be interpreted 
in a two-way interactional process that requires both the principal and the teacher to 
consciously engage each other with the spirit of professionalism, respect, collegiality and 
open mindedness. Effective management supports in relation to workers do not only energize 
but workers put in their best to identify themselves with the goals of the school system. 
Professional growth or capacity building encourages staff development in the form of 
workshops, seminars as well as in-service training (Glazer & Hannafin, 2006). All put 
together encourage teachers to be better equipped for effective delivery and performance in 
the school. 

Statement of the Problem 

The rapid increase in enrolment in Nigerian secondary schools since the millennium 
era has expanded demand for classroom teachers while the supply of new teachers are 
constantly decreasing. This scenario is compounded by the rapid movement of teachers to 
other perceived more lucrative sectors of the economy. Teachers in Nigeria have either gone 
on strike or severally threatened to go on strike. Teachers’ union leaders have also in several 
fora attributed poor results for students in secondary schools to de-motivated teachers due to 
poor condition of work, lack of collaborative leadership incentive and many others. This 
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study therefore sought to answer the questions: What working condition incentives and 
collaborative leadership incentives are required by business teachers in secondary schools in 
Calabar education zone of Cross river State – Nigeria? 

Purpose of the Study 

The main purpose of this study was to determine motivational incentives required by 
business teachers for teaching in secondary schools in Calabar education zone of Cross River 
State. Specifically the study sought to determine the: 

1. Working condition incentives required by business teachers for teaching in secondary 
schools in Calabar education zone of Cross River State. 

2. Collaborative leadership incentives required by business teachers for teaching in 
secondary schools in Calabar education zone of Cross River State. 

Research Questions 

The following research questions guided the study: 

1. What are the working condition incentives required by business teachers for teaching 
in secondary schools in Calabar education zone of Cross River State? 

2. What collaborative leadership incentives are required by business teachers for 
teaching in secondary schools in Calabar education zone of Cross River State? 

Methodology 

 This study adopted a descriptive survey research design. A descriptive survey design 
is one in which a group of people or item is studied by collecting and analyzing data from 
only  a few people or items considered to be representatives of the entire group. According to 
Ali (2006), in descriptive survey research, views and facts are collected through 
questionnaire, interview and observation which are used to analyze data and answer research 
questions. Survey design is suitable for this study because this study made use of 
questionnaire to collect data from school administrators and teachers on the motivational 
incentives required by business teachers for effective teaching in Calabar education zone of 
Cross River State. 

 The population of the study consisted of 189 business teachers in Calabar Education 
Zone of Cross River State. Since the population is manageable, all the 189 business teachers 
in Calabar Education Zone were used as a sample for the study. The instrument was validated 
by three experts which constituted two lecturers in Business Education Department and one 
lecturer in Educational Foundation (Test and Measurement) Department all in University of 
Calabar. Cronbach’s Alpha reliability test was used to estimate the reliability of the 
instrument. The reliability indices ranged between 0.70 and 0.92 which indicated that the 
instrument is reliable. A four-point scale structured questionnaire tagged: “Motivational 
Incentives Required by Business Teachers Questionnaire (MIRBTQ)” was developed by the 
researcher to obtain data for answering the research questions of the study. The researcher 
visited the schools selected and administered 189 copies of the questionnaire to the 
respondents. All copies of the questionnaire were correctly filled and returned to the 
researcher. Mean and standard deviation was used to analyze the data collected.  
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Results 

 The results obtained from the study are presented in appropriate tables according to 
the research questions. 

Research Question 1: What are the working condition incentives required by business 
teachers for teaching in secondary schools in Calabar education zone of Cross River State? 

Table 1: Mean ratings on the working condition incentives required by business teachers for  
  teaching in secondary schools 

S/NO Items  X� SD Remarks 
1. Adequate provision of school facilities 2.99 .81 HR 
2. Availability of conducive classroom facilities 2.97 .91 HR 
3. Adherence to the standard teacher-students ratio 2.88 .89 HR 
4. Adequate compensation packages to teachers 3.11 .82 HR 
5. Regular opportunities for advancement 3.07 .82 HR 
6. Regular maintenance of school buildings 3.04 .82 HR 
7. Promoting teachers support services in school system 3.15 .71 HR 
8. Regular in-service training 3.18 .77 HR 
9. Provision of job security to all categories of teachers 3.14 .79 HR 
10. Job enrichment opportunities  2.23 .76 HR 

 Grand mean A 3.08  HR 
Key:   X�= Mean, SD = Standard Deviation, HR = Highly Required, N = 189. 

Table 1 presented the mean rating of respondents on the working condition incentives 
required by business teachers for teaching in secondary schools in Calabar education zone of 
Cross River State. Item 1-10 recorded mean ratings ranging from 2.99 - 3.23 indicating that 
business teachers highly require working condition incentives for teaching in secondary 
schools. In addition, with the standard deviation ranging from 0.71 - .91, indicated that the 
respondents were not far from each other in their opinions, meaning that all the 10 items 
measuring working condition incentives are valid. Thus, with a grand mean and standard 
deviation of 3.08 and .54 respectively, Table 1 revealed that business teachers highly require 
working condition incentives for teaching in secondary schools. 

Research Question 2: What collaborative leadership incentives are required by business 
teachers for teaching in secondary schools in Calabar education zone of Cross River State? 

Table 2: Mean ratings on the collaborative leadership incentives required by business  
             Teachers for teaching in secondary schools 
S/NO Items  X� SD Remarks 
11. Utilizing division of labour in project execution 3.15 .85 HR 
12. Delegating responsibilities to subordinates 3.17 .81 HR 
13. Allowing teachers participate in school functions 3.11 .84 HR 
14. Encouraging teachers to develop potential 3.02 .92 HR 
15. Arranging training programmes for staff 2.96 .87 HR 
16. Involving business teachers in conflict management  3.10 1.50 HR 
17. Involving business teachers in school committees 3.19 1.80 HR 
18. Involving subordinates in developing procedures for 3.01 .79 HR 



 

IJED Journals 
International Journal of Education Development  

ISSN: 1119-74-98 University of Uyo 

 

Vol. 22(2)  2018 Page8 

administration of rewards 
 Involving subordinates in developing policies and 

mechanisms for job rotation 
3.02 .79 HR 

19. Involving subordinates in planning instructional 
methods and content for students’ activities 

2.96 .80 HR 

 Grand mean B 3.07 .74 HR 
Key:   X�= Mean, SD = Standard Deviation, HR = Highly Required, N = 189. 

Table 2 presented the mean ratings of respondents on the collaborative leadership 
incentives required by business teachers for teaching in secondary schools in Calabar 
education zone of Cross River State. Items 11-20 recorded mean scores ranging from 2.96-
3.19 indicating that business teachers highly require the isolated collaborative leadership 
incentives for teaching in secondary schools. In addition, with the standard deviation ranges 
from .79-1.80, indicated that the respondents were not far from each other in their opinions, 
meaning that all the 10 items measuring collaborative leadership incentives are valid. Thus, 
with a grand mean and standard deviation of 3.07 and .74 respectively, Table 2 revealed that 
business teachers highly require collaborative leadership incentives for teaching in secondary 
schools in Calabar education zone of Cross River State. 

Discussion of Findings 

 The findings of the study are discussed in line with the specific purpose of the study 
and research questions as follow: 

Working condition incentives required by business teachers 

Findings on the working condition incentives are required by business  teachers for 
teaching in secondary schools in Calabar education zone of Cross River State indicated that 
business teachers in secondary schools in Calabar education zone of Cross River State highly 
require adequate provision of school facilities, availability of conducive classroom facilities, 
adherence to the standard teacher-students ratio, adequate compensation packages to 
teachers, regular opportunities for advancement, regular maintenance of school buildings, 
promoting teachers support services in school system, regular in-service training, provision 
of jobs security to all categories of teachers and job enrichment opportunities for effective 
teaching.  

This finding lay credence to Arikewuyo (2006) who confirmed that workers who 
have access to welfare services such as medical counselling, end of year bonus, 
accommodation services, etc. could be highly motivated. For the attainment of a high level of 
efficiency, secondary school teachers are expected to participate regularly in professional 
development activities. These activities may be intended to help teachers to learn new 
teaching methods, broaden their subject matter content knowledge, or stay informed of 
changing policies, among other purposes. The findings of this study confirmed the 
submission of Kemmerer (2009)  who in his study enumerated the working condition 
incentives that would motivate the teachers to include; positive school climate, school 
facilities, classroom facilities, number of students, age range of students, collegiality and 
direct involvement in the leadership and decision making on issues that concerns them.  
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Collaborative leadership incentives required by business teachers 

Findings on the collaborative leadership incentives required by business teachers for 
teaching in secondary schools in Calabar education zone of Cross River State indicated that 
business teachers in secondary schools in Calabar education zone of Cross River State highly 
require utilizing division of labour in project execution, delegating responsibilities to 
subordinates, allowing teachers participate in school functions, encouraging teachers to 
develop potential, arranging training programmes for staff, involving business teachers in 
conflict management, involving business teachers in school committees, involving 
subordinate sin developing procedures for administration of rewards, involving subordinate 
in developing policies and mechanisms for job rotation and involving subordinates in 
planning instructional methods and content for students’ activities for effective teaching. 

In line with the findings of this study, Jefferson (2014) affirmed that provision of 
management support practices to teachers involve giving supportive instructional 
supervision, adequate welfare, rewards, in-service education programme as and when due. In 
the same vein, Akube (2012) also affirmed that management support practices has to do with 
providing for teachers’ welfare, professional growth, supportive supervision, giving rewards, 
counselling employees and organizational career planning. Provision of management support 
practices by school principals are essential for teachers’ performance in building sufficiently 
motivated and effective teachers. Put differently, it is the act of giving assistance, 
encouragement and stimulation to teachers by principals to enhance their performance and 
the achievement of the objective of the school system. Imperatively, teachers need supportive 
practices form their principals to be able to perform maximally. 

Conclusion  

The study was conducted to determine the motivational incentives required by 
business teachers for teaching in secondary schools in Calabar education zone of Cross River 
State. Specifically, the study aimed at determining if working condition incentives and 
collaborative leadership incentives are required by business teachers for teaching in 
secondary schools Calabar education zone of Cross River State. Based on the findings, it was 
summarized that the working condition incentives and collaborative leadership incentives are 
highly required by business teachers for teaching in secondary schools Calabar education 
zone of Cross River State. 

Recommendations 

In view of the findings discussed in this study, the following recommendations were 
made: 

1. The condition of service as one of the incentive packages for teachers at all levels 
should be reviewed and upgraded from time to time like their counterpart in other 
establishment; it is a tool to ensure quality delivery productivity and standard in 
education system. 

2. School authorities should always incorporate business teachers into leadership 
positions in the schools. 
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3. The government should ensure that additional pay for business teachers teaching in 
rural areas, and bonus for all teachers that show exceptional improvement in students’ 
performance should be provided on regular basis. 
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