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Abstract

This study focused on the Impact of Reward System on Job Performance of
Business Education Lecturers in Federal Colleges of Education in South-South
Nigeria. Three research questions based on regular payment of salaries/wages,
availability of conference allowances and good work environment were raised to
guide the study. Survey research design was used and a sample of 117 lecturers in
school of business education from the three federal colleges in south-south Nigeria
was equally used. The instrument used was a structured questionnaire which
consisted of two sections with five points response options. The instrument was
validated by two experts in school of education. The reliability test coefficient (r)
of 0.78 was achieved. Mean and standard deviation were used to answer the
research question. Test-retest reliability was used to determine the consistency of
the instrument. Results of the data analyzed showed that regular payment of
salaries/wages impact job performance of business education lecturers in south
south Nigeria, likewise conference allowances and good work environment. Based
on the findings, recommendations were made including that management of
colleges of education should ensure that their lecturers are adequately rewarded
using different reward system to improve their performance.



Introduction

Education institutions require their employees to perform well and behave in
a certain manner if the institution is to survive and achieve its goals. The attitudinal
dispositions which an institution requires of its employees to actualize set goals
depend, to some extent, on the kinds of rewards and incentives they provide. A
reward is something given or offered in return for a service or accomplishment. It
1s also a positive outcome that is earned as a result of an employee’s performance.
These rewards are aligned with institutional goals. When an employee helps an
institution in the achievement of one of its goals, a reward often follows. Reward
systems can be seen as the ways by which workers in an organization can be
motivated or through which individuals could be made to put in efforts that would
lead to the attainment of the organizational goals (Robbins & Timothy, 2007).

The Reward system of an organization/institution seems to have given
influenced the motivation of the workers. Such rewards may be tangible ways like
cash bonuses, and salary increases or intangible; such as praise or public
recognition. One could say, a reward can be classified into two; tangible and
intangible benefits that accrue to workers in their places of work. In other words,
they are records that are granted to the employees based on the tasks they perform,
to meet organisational goals. They could also be in the form of praise for an

achievement, gift, holiday pay, promotion, good accommodation and others. Well



packaged incentive system coupled with an appreciable reward tends to influence
employees in an organization. From observation, an increased level of productivity
tends to be associated with incentives and reward systems. Workers tend to be
more satisfied with their jobs, which is the source of their putting in their best to
achieve organizational goals and objectives.

By the time the pressing needs of employees are met within the organization
through appropriate reward and incentive structure, there is every likelihood that,
they would be motivated to work and thus satisfy the needs of the organization.
However, to make employees work harder for the interest of the organization
/institution and their interest becomes a fundamental one. The issue of the reward
system and job performance of employees is one of the major concerns that occupy
the attention of good administrators of the organization and in particular,
educational institutions. In support of the above, (Forbes- 2019) states that the
benefit of employee satisfaction is well established, so professionals and leaders
across all industries spend a great deal of time focused on maximizing those
benefits for organizational outcomes.

Educational administrators, like other categories of managers, appear to be
more concerned with student enrolment as well as teachers' performance, before
other considerations, such as punctuality to work and teacher's output. In Nigeria,

teachers are considered central to both the problems of education and their



solutions. Educational researchers and school leaders are often faced with the
challenge of motivating lecturers to achieve a high level of performance. The
Academic Staff Union of the University (ASUU) sometimes gets into occasional
stand-off over the issue of increases in salaries, other benefits, and improvement in
the general working conditions of service for lecturers.

The government seems to have the habit of arguing that the present
economic realities in the country cannot sustain the demand for an increase in
salaries, other benefits and improvement in the working conditions of their
workers. In the case of lecturers, they argue that the lecturers' demands are beyond
government resources. (premium times) The government’s position, concerning
job performance in the case of higher education lecturers, sometimes ends with the
government accusing the lecturers of negligence, laziness, lack of dedication and
zeal for work. It is even argued in government circles that the lecturers’ low level
of efficiency and effectiveness do not sometimes, warrant the constant request they
make for salary increase incentives and better working conditions. Lecturers, it is
claimed usually that the existing salary structure, other benefits and working
conditions generally do not satisfy their basic needs when compared with workers
in other sectors of the economy who earn bigger salaries and are better motivated

by way of good accommodation, security and enhanced working conditions.



Statement of the Problem

There is a need for every institution to reward the level of effort that workers
put into their jobs for better performance. The problem of how best to reward
lecturers in an institution to perform well, to achieve the desired objectives of the
Institution has since attracted the attention of researchers.

As a result of the poor reward system peculiar to the teaching profession in
Nigeria, most lecturers do not perform very well. Generally, teachers appear not to
be satisfied with their conditions of service, which include poor salaries and
general conditions of service which are sources of dissatisfaction (Ejiofor, 2003).
Nigeria’s educational institutions' late salary payments and other benefits are,
perhaps some of the key factors that tend to lower the motivational level of
lecturers including those in business education, like other categories of lecturers in
colleges of education in the south-south geo-political zone of Nigeria. It is so
because the salaries and fringe benefits of members of any profession form part of
their motivational package and high esteem as well as the high status accorded the
profession by society.

This study is an attempt to find out how the reward system in federal
colleges of education in the South-South Geo-political zone of Nigeria has

impacted the job performance of business education lecturers in the institution.



Purpose of the Study

This study aimed to investigate the reward structure of business education
lecturers in federal colleges of education in the South-South Geo-political zone and

its influence on job performance in the system. Therefore, the objectives include;

1. To determine the extent to which regular payment of salaries and wages has

impacted business education lecturers' performance.

2. To determine the extent to which the availability of conference allowance
may impact business education lecturers' job performance in Federal

Colleges of Education in the South-South Geo-political zone of Nigeria.

3. To assess the extent to which a good work environment may impact Federal

Colleges of Education business lecturers' job performance.
Research Questions
The following research questions were raised to guide this study.

1. To what extent does the regular payment of salaries/wages impact the job
performance level of business education lecturers in Federal colleges of

Education in the south-south geo-political zone of Nigeria?



2. To what extent does the availability of conference allowance impact the job
performance level of business education lecturers in Federal Colleges of

Education in the south-south geo-political zone of Nigeria?

3.To what extent does a good work environment impact the job performance
of business education lecturers in Federal Colleges of Education in the south-south

geo-political zone of Nigeria?.

Reward System

A reward is to give something to someone in recognition of their services,
efforts, or achievements (Marian-webster.com). A reward is a very important tool
that management can use to channel employees’ motivation in the desired
direction. Again reward systems seek to attract, retain and motivate employees to
perform highly (Robert, 2015). The reward system consists of all organization
components, including people, processes, rules and decision-making activities
involved in the allocation of compensation and benefits to employees in exchange
for their contributions to the organization (Hayden & Gary, 2014).

Recently, some organizations are realizing that they have to establish an
equitable balance between their employees’ establishing this balance is one of the
main reasons to reward employees. Organizations that follow a strategic approach

to creating this balance focus on three main components of the reward system,



which include compensation, benefits and recognition (Robert, 2015). An adequate
and equitable reward system makes employees feel appreciated and valued. For an
organization to accomplish its goals, management must develop a relationship
between the organization and employees that will fulfil the continually changing

needs of both parties.

Some of the objectives of the reward system include:

Attraction: An organization that gives the highest rewards tends to attract and
retain more people. This indicated that a better reward system can give a higher
satisfaction level to the employee. Higher satisfaction will lead to a longer length
of service. a reward system intended to attract and retain suitable employees. An
employer who develops a reputation as “low” is unlikely to be desirable in the job

market, potential employees will think he does not reward efforts.

The Motivation for Performance: When certain conditions exist, reward systems
have been demonstrated to motivate performance. The reward system must be
directly linked to effective performance Staff should be rewarded according to
their needs, once the staff is rewarded for their outstanding performance, they will
further improve their work process. The effect of this reward system depends on

the situation and the needs of people.



Create Positive Organizational Culture: A reward system can help the
organization to create a positive culture. This depends on the way that reward
systems are developed, administered and manage, the organizational culture will
be affected according to these factors, for example, the reward system can
influence the human resources-oriented culture, entrepreneurial culture, fair culture
and participate culture. It can also affect the communication, motivation and
satisfaction of the employee. For example, employees will work hard to achieve
their value if their efforts are recognized. If the organization reward all staff
equally without an appreciation of the individual’s effort, most of the staff will

tend to slack.

Commitment: The Reward system also serves to maintain and strengthen the
psychological contract. It indicates what behaviour the organization values that is,
what is paid for. For example, if an organization values teamwork, then there will
probably be a team bonus of some kind. The psychological contract will partly
determine what employees perceive to be “fair” in terms of reward for the work

they do.
Types of Organizational Rewards

Rewards can be either intrinsic or extrinsic (Mccormick and Tifflin, 2008),

Intrinsic rewards systems form rewards that are inherent in the job itself and which



the individual enjoys as a result of completing the task or attaining his goals while
extrinsic rewards are those that are external to the task of the job, such as pay,
work condition, fringe benefits, security, promotion, contract of service, the work
environment and condition of work.

Such tangible rewards are often determined at the organizational level and
may be largely outside the control of individual managers. Intrinsic rewards on the
other hand are those rewards that can be termed ‘“psychological rewards” and
achievement, receiving appreciation, positive recognition and being treated in a
caring and considerate manner. An intrinsically motivated individual, according to
Ajila (2003) will be committed to his work to the extent that he can gain or receive
external rewards for his or her job. He further suggested that for an individual to be
motivated in a work situation there must be a need, which the individual would
have to perceive a possibility of satisfying through some reward. If the reward is
intrinsic to the job, such desire or motivation is intrinsic. But if the reward is
described as external to the job, the motivation is described as extrinsic
Fagbohungbe(2009) identified two broad rewards base pay which comprises salary

and wages and different types of benefits
Fringe Benefit

Fringe benefit as defined by Mc Connell(2012)is the reward other than

wages that employees receive from their employers and which includes pensions,
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medical insurance, paid vacations and sick leaves”. Nickels, Mc High (2000)define
fringe benefits as “ benefit such as ‘sick leave pay, vacation pay, pension plans,
and health plans that represent additional compensation to employees beyond mere
wages. Fringe benefits can include everything from paid vacation to health care
payments, recreational facilities, company cars, and daycare services.

There is no universally accepted group of practices embraced by the term
“fringe benefits” generally, it can be said that a fringe benefit has to meet two tests:
it must provide a specific benefit to the employer. Included within this concept are
payments to an employee for various types of paid leave (vacation, holiday and
military duty) and payments for various welfare benefits (retirement, health life
insurance, employment). In this study, a fringe benefit was used to refer to all
payments, allowances, benefits, and so on, paid or payable to a person in

employment other than his basic pay.

Lecturer’s Condition of Service

Lecturers are poorly motivated and are classified by their living and working
conditions (Adelahu, 2005). The reason for this is but not limited to the following
e Low wages when compared with other professions

e Low status in the society

e Lack of career advancement opportunities
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e Poor work environment

¢ [nadequate fringe benefit

e Poor working condition

e Irregular payment of salaries

The above conditions are responsible for low lecturer morale and the
difficulty in attracting and retaining quality personnel into the teaching profession.
This has not always been the case. A broad consensus is that, before independence,
teaching was considered by almost all sections of society as a highly respected
profession. Teachers played a leadership role in local communities and acted as
role models. However, after independence, when the demand for education labour
grew rapidly, many teachers left the profession to take up jobs elsewhere in the
public and private sectors. According to Obanya (2013), this marked the beginning
of the teacher motivation crisis in Nigeria, as the public began to look down on
those teachers who remained in the classroom as second-string public servants.
The growing tendency for school leavers to opt for teaching only if they are unable
to find other lucrative public or private sector employment further compounded

this problem of lower professional status (Lawal, 2000).
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The key finding of Kazeem (2013) was that other school workers tend to
remain reasonably motivated as long as salaries are paid on time and they are

promoted regularly.

Business Education

Business education is a branch of education that involves teaching the skills
and operations of the business industry (Wikipedia). According to Osuala, in
Akhere (2004), business education deals with business experiences both for
specialized occupational uses are for general uses. In the same vein Obi (2015),
defined business education as a type of training which helps students to achieve all
the aims of education at any level of learning but has as its primary aim the
preparation of students for a business career or enable those in the career become
more efficient and to advance to higher business positions.

A look at the above definition of business education shows that business
education includes virtually all the knowledge which holds the prospect of gainful
exploration in the context of the business enterprise, such knowledge could purely
be administrative or even extend to the realm of the humanities. It can then be
implied that business education prepares people for different roles in the enterprise.

These roles include employee entrepreneur, employer or self-employed.
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Methodology
A survey research design was adopted for this study. This is because the
researchers were interested in the identification and selection of variables,
constants, subjects, and elements which the researchers considered relevant to
investigate and to make a broad and provisional choice or decisions. Olaitan, Ali,
Eyol and Sowande (2000), observed that a survey design is preferable when
developing information on opinions attitudes and behaviour of individuals in a
population.The population comprised lecturers in the colleges questionnaire was
the major instrument used for data collection.It was designed I. two sections;
Section A,Section A deals with personal data which has to do with sex, years of
experience, qualification etc. Section B deals with items that deal with the opinions
of the respondents on the impact of the Reward System on the Job performance of
business education lecturers. Five response options were assigned values as
follows: very high extent 5, high extent 4, low extent 3, rarely extent 2, and no
extent 1, it contains 24 items.,,
Research Question 1

To what extent does the regular payment of salaries/wages impact the job
performance level of business education lecturers in Federal colleges of Education

in South-South Nigeria?
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Table 1: Respondents means rating on the extent to which regular payment of
salaries/wages impacts job performance of business education lecturers in
federal colleges of Education in South-South Nigeria.

S/IN  Items on regular payment of salaries Mean SD  Decision
1. Good salary/wages package 4.25 55 HE
2. Regular payment of salaries/wages 4.45 .62 VHE
3. Increment in staff salaries/wages 4.40 78 HE
4. Cash reward by college management 4.80 .60 VHE
5. Incentives in form of performance awards 4.45 .64 HE
6. Awvailability of salary advance 4.46 14 VHE
7. Equity in payment of allowances 4.20 A7 HE
8. Conference attendance 4.50 .65 VHE
Cluster Mean 4.46 VHE

The data in table 1 shows that all items number 1, 3, 5, and 7 have mean
ratings ranging from 4.20 to 4.45 meaning that all the items impact the job
performance of business education lecturers in Federal Colleges of Education in
South-South Nigeria. Items 2,4,6 and 8 have a mean rating of 4.50 to 4.80 meaning
that this contributed to a very high extent. The cluster mean score of 4.46 indicates
that, in the opinion of the respondent, regular payment of salaries impacts the job
performance of Business Education lecturers in federal colleges of education
South-South Nigeria. The standard deviation of 0.55 to 0.78 shows that the

respondents are homogenous in their responses.
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Research Question 2

To what extent does the availability of conference allowance impact the job
performance level of business education lecturers in federal colleges of education

in South-South Nigeria?

Table 2: Respondents’ mean rating on the extent to which conference
allowances impact the job performance level of business education lecturers in
federal colleges of education in South-South Nigeria.

S/N  Items on Conference allowances Mean SD  Decision
9. Provision of conference allowances as incentives 4.55 46 VHE
10. Appropriate training and staff development 4.43 .55 HE
11. sponsor academic conferences 4.72 .64 VHE
12. Organizing seminars and workshops for staff 4. 49 .83 HE
13. Provision for carrier update for business

education lecturers 4.63 .70 VHE
14. Availability of study leave for business

education lecturers 4.57 .62 VHE
15. Provision of relevant book and education

materials 4.55 A7 VHE
16. Provision of diverse opportunities for lecturers  4.58 .56 VHE
17. Create career development opportunities 4.34 .63 HE

18. Provision of avenues for more skills to be
acquired by lecturers 4.65 57 VHE

Cluster mean 4.48 VHE
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Data in table 2 shows that items number 10, 12, and 17 have mean ratings
ranging from 4.34 to 4.49 meaning that all the items contribute to the impact of the
job performance of lecturers in federal colleges of education in South-South
Nigeria to a higher extent. Items 9,11,13,14,15,16 and 18 have a mean rating of
4.55 to 4.72 meaning that they contribute to a very high extent. The cluster mean
of 4.48 indicates that the opinion of the respondent's conference allowances
contribute to and impact the job performance of business education lecturers in
federal colleges of education in South-South Nigeria to a high extent. The standard
deviation of 0.46 to 0.70 shows that the respondents are homogenous in their

responses.

Research Question 3

To what extent does a good work environment impact the job performance
of business education lecturers in federal colleges of education in South-South

Nigeria?
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Table 3: Respondents’ mean rating on the extent to which work environment
impacts the job performance of business education lecturers in federal
colleges of education in South-South Nigeria.

S/N  Items on work environment Mean SD Decision

19. Well-ventilated and furnished office for

lecturers 4.45 75 HE
20. Well-ventilated and spacious classrooms  4.60 46 VHE
21. Well-equipped computer laboratory 4.40 .62 HE
22. A computer system for business lecturers  4.75 40 VHE
23. Adequate number of office practice 4. 45 .65 HE
24. Well-equipped typing pool 4.55 56 VHE

Cluster Mean 4.53 VHE

Data in table 3 shows that items numbered 19, 21, and 23 have mean ratings
ranging from 4.40 to 4.45 meaning that all the items contribute to the impact of the
job performance of business education lecturers in federal colleges of education in
South-South Nigeria to a high extent. Items 20,22 and 24 have a mean rating of
4.55 to 4.75 meaning they contribute to a very high extent. The cluster mean score
of 4.53 indicates that in the opinion of the respondents, the work environment
contributes to the impact of the job performance of business education lecturers in
federal colleges of education in South-South Nigeria to a very high extent. The
standard deviation of 0.40 to 0.75 shows that the respondents are homogenous in

their responses.
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Conclusion

This study was concerned with the impact of the reward system on the Job
performance of business education lecturers in Federal colleges of education in
South-South Nigeria. It was designed to determine the extent to which various
reward systems, among which are; regular payment of salaries, conference
allowances and work environment impacted the Job performance of lecturers in
Federal colleges of education in South-South Nigeria.

1. The scope of the study was limited to Federal colleges of education in
South-South Nigeria. They include the Federal College of Education
(Technical), Asaba, Delta State; the Federal College of Education
(Technical), Omoku, Rivers State and the Federal College of Education
(Technical), Obudu, Cross-River State. The population comprised 117
business lecturers in Federal colleges of Education in South-South Nigeria.
The total population was used because it was manageable. Data were
collected using a structured questionnaire constructed based on knowledge
gained from related literature and the instruments were validated by experts
in the school of education Federal College of Education (Technical), Asaba.

Recommendations

The following recommendations were made based on the findings;
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. Management of colleges of Education should ensure that their lecturers are
adequately rewarded using a different reward system to improve their
performance on the job.

. Government should make provision for funds to organize seminars,
workshops and conferences for those in authority in colleges of education to
equip them with the relevant reward system to get the best from their staff.

. An adequate fund should be made available for administrators of colleges of
education by the government for prompt response to occasions that demand
staff rewards and remuneration.

. Government should always review academic staff salaries in colleges of

education to meet with economic changes and the inflation rate.
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