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A SURVEY OF PUBLIC AND PRIVATE SECONDARY
SCHOOL TEACHERS' PREFERRED NON-FINANCIAL
ORGANIZATIONAL REWARDS IN KWARA STATE,
NIGERIA.

Okafor, |feoma Priscilla-Lilian

Abstract

ional reward systems are all forms of financial and non-
financial packages, efforts and policies built into organization s activities to
pay, recognize and motivare good quantity and quality job performance
among employees. This study surveyed teachers’ preference for and
administration of different categories af non-financial organizational rewards
im public and privale secondary schools in Kwara Stafe. Cluster sampling
technigue was used to sample all the 516 teachers (Le, 284 public teachers
and 252 private teachers) In.?ﬂrmdund}rseieﬁ:dmmhw;:hnds in llarin
metropolis. A researcher-made questionnaire titled Non-financial
Organizational Reward System Questionnai {
data. The data were analyzed using perce
revealed that a high percentage of teachers,
or public secondary schools, preferred social recognition/atiention (65.11%8)
and job design technique (61.75%) types of non-financial rewards as what
can motivate their job commiiment.

O the other hand, the least

teachers is the visual and auditory fype (24.01%).
and non-preference for these categories of non-financial réwards were found
to significamly differ on the basis of the ages of the teachers (i.e. whether
young or older teacher) Thus, it was concluded thal administering social
recognition and atiention and job design techniques on secandary school
tecchers in the state may impact positively on their job delivery depending
on whether the ieacher is young or alder Based on these findings, it was
recommended that school owners and administrators school come up with
policies that will promote use of the specified non-financial rewards, fo enhance
the quaniity and quality of teachers' job delivery in public and privare

-u':'.:*mn."r.'r'. '-1_"|Ii|I:'I:|.r'l

hoey Words: Preference, Administrativn.
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Infroduction

Organizational reward systems are all forms of financial and non-f
pockages, efforts and policies built into organization’s activitics o pay, red
and motivate employees” rendened services. In moderm and taditional orgng
rewards systems arc applied 1o motivate effective performance and ence
employee's loyalty, and retention (Luthan, 2005). As expressed in difh
literature, organizational rewards can be classified into two, These are; the
rewards and the non-financial rewards. The financial rewars include sall
bonuses, incentive pay and benefits such s life/disability and health ins
pension benefit. Un the other hand, the non-financial rewards are formal recog
performance feed back, fuvourable job design, gifts, social recopniti
attention.

In many organizations, the use of financial rewards, specifically, me
pary rise, is the misin instrument of shaping and motivaling employees’ job
and retention, this is because, as Luthan {2005) put it, money is bctim:d'_
people attain both physical (clothing, automobiles, houses) and psych
objectives (status, self-esteem, 8 feeling of achievement). Generally, man
economic impacts and can be utilized in series of human advancemnent &
doubt, researches already affirm that if pay s:.-ﬂte.m.snreimplmnmtud Approg
they can have positive impact on individual, tearm and organizational perig
{ Furmham & Angyle, 1998, Gupta & Shaw, 1998). The importance of fi
rewards in job motivation has grown o much that its application of non-apps
often generale indusirial dispute. Many organizations had had to lose 5
htyryan and non-human resources through its too high or too low pay sysis

Recause of the social and economic importance of maney, there ha
series of government and pressure groups efforts at mobilizing emplo
commitment through pay rise schemes many of which Nigerian publici
have benefited (Ejiogu, 1991, Tribune, 2010, Daily Trust, 2008). Spee
teachers have joined other leams o f civil servants in Nigeria to demane
rise and at many times, schools Progrumimes Were disrupted when the o
financial negotiating parties failed to reach agreement. |

However, despite the importance of pay rise in job motivation, i
series of other non-financial organtztional rewiards that are already imple
in some natioral and multinational organizitions and that are foumd 1o
reaching positive impacts on employees” job performance (Siajkovic &1
| 969, Social recognition and attention rewards are some of the potent non
rewards in modem organizations. Though, they are comman in riv -
ariemted organizations, but they ar generlly used 10 motivie gualits
and 1o ensure employees' retention. Social recognition and attention
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proprietorsproprietness, school managers'heads and other administrative superiors
camn extend to their subordinates or teachers in appreciation of thetr services to the
development of the school. The recognition reward can be in the form of friendly
greetings from the superior, soliciting subordinate’s advice or suggestion on vital
school issue, and can be administered a5 verbal and non-verhal incentives such as
commendatory gestures, praise, and pat on the back or even smile. Social
recognition has advantage of cost effective-it does not eost money to administer,

Performance feed back is another non-financial reward. Employees often
desire 1o know how they are doing —particularly, to know how their superior view
their organizational contributions (Gine, 2001; Falcone, 2003), Performance
feedback enhances individual performance in besvioural management (Bursch &
Strander, [Y99). It can be administered as an annual written performance report
or as verbal or non-verbal performance information. In modern organizations,
performance feedbacks are displayed as individual employee’s organizational
contribution chan, graph or meter/counter. In a research, performance feedback
was found 1o enharice job performance better than pay rise (Stajkovic & Luthan,
| 994). However, administering performance foedback is said to yield more positive
effiects when it is immedinte, graphic and specific (Luthans, 2005),

Job design 1s another non-financial orpanizationsd reward system that is guining
inerease application in modem organizations, Job design is a method management
organizations use to develop the content of job, assign and assess the job for
better discharge or delivery. To apply job design type of non-financial reward in
school, the school administrator can design the duties assign to teachersina way
thist every stafFhas greater autonony and resporesibility in terms of planning, directing,
and eorntrolling hisher own performumee, According to Luthans, {2005), job design
becomes an organizational reward i it provides employer the opportunity for
personal growth and meaningful work experience,

Anather non-financial organizational reward system is the visuad and msditory
techmique. This mvolves providing an enchanting beautiful and conducive physical
environment for employees. This rewand system appeals to staff™s psych and social
welibeing because it provides motivating physical environment. Visual and suditory
organzahional reward can be packaged as piped-in music that is quietly plaved in
the office while teachers work. Other types are provision of internet nnd e-mail
fucilities for stafl™s personal use, redecoration of work environment, private office
and provision of national dailies in stafl offices, Many of the above non-financial
rewnrd systems are eflective in motivating employes's commitment and result-
onented job performance { Bursch & Strander, 1999, Stajkovic & Luthan, 1999
Luthans, 2005 ). There are researches that already confirm that the non-financial
rewards can enhance performance than pay packages. While financial reward can
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not be administered all the time, the non-financial rewards are administrable anyi T
cogt effiective, not fixed and not tied to administrative rankings or status. Explain
on shortcoming of pay package, Luthans (2005) writes that since pay package
determined by market condition, their positive effects in motivating job performan
miay be short while- lasting only as the economy dictates, Trade unions agit i
for pay rise is often founded on the belief that it will ameliorate staff wel fire st
increase performance and promote national economy. But there are indicatis
that the warld economy needs to be refocused on utilizing other onganizatic
rewards systems. This research investigated preference of non-financial rew d
nmong secondary school teachers in Kwara State, Nigeria. It also studied e
frequent the non-financial reward systems are administered on public and g
school teachers in the state capital by school owners and heads.

Hesearch Questions
I'he following research questions were reised and answered in the sto dy.

l. What is the pattern of teachers’ preference for non-financial re
Kwara Stste?

2. How frequent are non-financial rewards administered on public and peivel
secondary school teachers in Kwara State?

3. Isthere significant difference in the non-financial rewards preferred
teachers in private and public secondary schools? '

4. Isthere significant difference in the non-financial rewards preferred by w
und older teachers in private and public secondary schools?

Research Hypotheses
Two null-hypotheses were raised and tested in this study: ,

H,  There is no significant difference in the non-financial rewards prefemed|
teachers in private and public secondary schools,

H,, Thereisno significant difference in the non-financial reswards prefeme
young and older teachers in private and public secondary schools,

Methodology

The study adopted survey research method, Twenty secondary sche
consisting of seven (7) public schools and thirteen (13) private schools we
randomly sampled for the purpose of the study. Cluster sampling technique®
used to sample all the 536 tenchers in the selected schools. The 536 samg
consisted of 284 public teacher and 252 private teachers. The samples
further strotified on the DRSS Of ape [enchers below 30 oS Of age werns class

17

e i . ] .| s . .
B WOVLITAS e s 1aaE a0ve 2L veard were classilied oz older tescha
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A researcher-made questionnaire titled Non-financial Organizational
Reward Systerm Questionnaire (NORSQ) was used in eliciting the needed data.
Ihe questionnaire was sectionalized. Section * A has items eliciting respondents
hiodata, The Section ‘B’ presents five (5) categories of Non-financial Organizational
Reward Systems namely: Social Recognition and Attention (SRA), Performance
Feadback (PF), Formal Recognition (FR), Visual and Auditory Technique (VAT),
and Job Design Technique (JDT). Each category consists of specific actions of
reward that can be administered on employees to motivate their effective job
performance. For example, the Job Design Technique (JDT) consists of actions
such as: job with more responsibility, job rotation, flexible breaks, participation in
decisions, self-managed teams etc, Respondents were asked to study the sctions
under each category and indicate the one they will prefer to be administered on
them is non-financial organizational reward by their employers.

Another segment of the instrument asked respondents to indicate, through
response options ranging from, always, accasionally, and never, the non-financial
organizational rewards their employers had administered on them to commend
their discharged duties. The validity of the instrument was ascertained through
fusce validity approach while its reliability alpha coefficient of 0. 74 was determined
through using the KR20 formula, a version of Kuder-Richardson formula for
determining reliability. The collected data were analyzed using perceniages and
chi-square statistic.

Findings
Oin the Tables below, the data collected were analyzed to illustrate the
prefierred non-financial rewards among the sampled teachers.

Table 1: Demographic description of the sampled res pondents

S

Sehool Tyvpe Age
Puhlie ~ Privite Young Okide
n Y n e 1] a 1} Ve

254 198 253 47.01 6] 4868 | 273 5130

e

On Table 1, out of the 536 sampled teachers, 284 (52.98%) were drawn
from public schools and the remaining 232 (47.01%) were drawn from private
schoals. On the basis of age, 261 (48.69%) of the sampled teachers were £11]
years and below in age while 275 (51.30%) of the sampled teachers were above
30 years of age.
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Answering the Research Questions

I.  'What is the pattern of secandary school teachers’ preference for ié
financial rewards in Kwara State? !

Table 2: Percentage description of teachers’ preference of non-finz

rewards,

Non-financial Rewards preferred nid pereferred
i %a n "%

I, Social Recogmition and Attention (SRA) | M9 63.11 | 187 4]

2, Performance Feedback (PF) 155 2891 | I8 7108
3. Visual and Auditory Techmigque {VAT) 128 F401 | a8 &1

4. Job Design Technique (JDT) 331 61.75 | 25 |

. As shown on Table 2 while 349 (65.11%) respondents preferred socl
recognition and attention, 155 (28.91%) respondents preferred perform
feedback as non-financial organizational rewards, On the other hand, 128 (24,01
respondents prefierred visual und suditory technigues and 331 (61.75%) prefems
job design technigque as non-financial organizational rewards, This means that socs
recognition and attention which comprises of organizational friendly greeting
solicitation of suggestions from employees by superiors, verbal and nonvern
recognition or praise, formal acknowledgement of achievement, and letie )
commendation is the most preferred form of non-financial organizational .
urmong teachers in Kware State, The least preferred non-financial organizs M
rewsird i the visunl and auditory rewards which include: provision of private offies
piped in music while working, provision ofinternet and email for teacher s persons
use, redecoration of work environment.

2. How frequent are non-financial rewards administered on public and priv

secondary school teachers in Kwam State” |
Table 3: Percentages of frequency of appliction of non-financial reward
on teachers,

Moa-fimanginl reward Freguency of Apyication

Ceensionlly
n e

Soctal Kecogmino
nnd Aneniion (SRA)

Perfarmance Feedback {FF)

1. Visual angd Aisldiory
Techrdgue (Val)

_.lul1 Design Technigue (JIXT )
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Diata on Table 3 show how frequent employers administered the specified
non-financial organizational rewards on secondary school teachers in Kwara State.,
Thus, while 65.11% of sampled respondents (see Table 2) preferred social
recognition and attention, only 15.37% (see Table 3:0.82% + 14.55%) has ever
received such non-financial reward from their employers. On the other hand,
B4.51% of sampled teachers never received performance feedback on their jobs,
95.89% never receive visual and auditory rewards. Also, while 61.75% of the
sampled respondents preferred job design reward (see Table 2), only 16.78%
(see Table 3: 6.34% + 10.44) roported ever receiving it in the discharge of their
ﬁ.‘xﬂgmﬂ duties,

Hypothesis Testing

Research Hypotheses: Only the data indicating the number of sampled

respondents showing preference (preferred) for each category of non-financial

rewards as mdicated on Table 2 were used in the analysis shown on the following

tables,

H,,  Thereis no significant difference in the non-financial rewards prefered by
teachers n private and public secondary schools.

Table 4: X! Analysis of public and private tenchers’ preferred non-financial
rewnrds

Categories of non-Mnanekal Rewsrds
Varinbles SRA FF VAT JOT Total
tab-val
Pustslic IGB{I64) | THET) | BR{EG) | 141141} 475

Frivle LEI{THE) TE(TAY | A0(39) | 190(191) | 487

As shown on Table 4, the X* calculated value (5.24) is Jess than the X7
table value, 7.82. Thus, hypothesis one was accepted and it was concluded that
there was no significant difference in public and private teachers’ preference for
different type of non-financial rewards in Kwarn Stote, Nigeria,

H,, There is no significant difference in the non-financial rewards prefiermed
by young and older teachers in private and public secondary schools.




Categories of non-financial Rewards
SHA |' h ' VAT | Jor Taotal
1IX11%) Be(id) ST{%0) 731

%38 | iom { 37(39)
Significance @) p=0.05

huts promipged My

his study for exg

“mong secondary sehog| teachers in K warg Stite and it was iscovered thatg
large percentage of leachers in public and privage secondary schoals in the stape
Pretermed series of non-firane: ' i I

teachers 1o make he teacher

s towards the growth of the school are recognized and

appreciated by the suitheriy ¥. Social recognition ncludes sich Bestures like formg)
acknowledpemens of teachers’ achicvements, Jeqger of commendaijon Iriendly
Erectings frong the sppy il b 155, solicitation ol leachers” wfvige end all other verhg|
and non-verhil praise that can make ghe teacher fag fecognize and appreciated in
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the networking of histher school. Every human being craves for social afTiliation.
As human beings, teachers will want to feel sense of belonging and not alienation.
Thus, when socially recognize, there is tendency that the teacher will put in is/her
best effort to drive the school to success. The unfortunate thing that this study
discovered is that despite the sampled teachers’ love for social recognition and
artention as organizational job motivator; they hardly receive it from their employvers.
Only 0.82% and another 14.55% of sampled respondents said they always and
occasionadly received, respectively, socinl recognition and attenfion {rom their school
authorities, This implied that s very large percentage ol the leachers (77.42%) in
public and private school never received such commendations.

Another non-financial reward that the teachers preferred but don't always
receive 15 the job design reward, Among the sampled teachers, 61.75% expressed
that they would want to be rewarded with job designs; such that will include
authority 1o schedule own work, flexible working hour, participation in decision
muzking, job with more responsibility, job rotation and even job shiring. The teachers
expressed believe in these job practices as what can motivate them to put more
effort in discharging their duties. Yet, despite their preference for this form of non-
financial reward, only 6.34% of them always receive it from their boss; and while

1 0.44%, said they occasionally received it, B3.20% said such non-financial reward
was never administered on them, Teachers' preference of these forms of non-
financial rewnrds does not depend on whether they teach in public or private
schools. This study finds out that there was no significant difference in private and
public secondary school teachers® preference for non-finencial rewards. Thus,
public secandary school teachers” love for social recognition and attention or their
love for favourshle job designs is not quite different from private teachers love for
the same categories of rewards. The study only finds-out that their preference for
the four categories of tested non-financial rewards significantly differed on the
basis of age. This implies that the young teachers preferred different non-linancial
rewards compared (o those preferred by older teachers, Non-financial rewnrds
are not expensive to administer (Luthan, 2005), in fact, they are said to be
organuzatonsl incentives that can nol become thneat to the budget of the organization.

[heir positive impacts can be lasting and they can easily be administered in the

daily running of the organizations. Thus, non-financial rewards are possible
altematives o cumbersome financial rewards,

Conclusion

Secondary school teachers in public and private schools, particularly in
Kwam State preferred non-financial rewards like socml attention, recognition and
favourable job designs 10 other non-financial rewards like performance feedback,
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visual and auditory rewards, Irrespective of being teachers of private or puk
secondary schools, they will appreciate administration of these reward i
the process of carryving out their assi gned school duties,

Recommendations
Based on the findings of this study, the following recommendations we

made

l Ciovernment, school owners and administrators should see non-fi
rewards as possible altermatives to financial rewards in their bids to motivg
productive job delivery among their employees. 1
More efforts should be made by government, school owners &
administrators to utilize non-financial rewards like social recognitio
attention and job design in their day to day governance of the schools,
tn the sdministrtion of the forms of non-financial rewards mentiode
itemn 2 above, the administrators should be conscious of the age groupt
their teachers, .
More researches should be conduc: »d 1o find out more aboul non-finmme
rewards in relation to school administration and development. Such fit .
researches can focus.on why marny of the discussed non-financial re :
are hardly applied in motivating teachers in the studied geographical an

REFERENCES
Bursch, J & Strand er, V. (1999): Well Structured Emplovee Rewd
Recognition Programs Velds Poxitive Results, HR Focus, pp, 1, 14,
Daily Trust, (12" June, 2008): Gavernment and Nigerian Labog
Linions Revist Tatks on Mintmm Wages, Lagos: Daily Trust Publications:
Ejiogu, AM. (1991): Landmaris in Edvcarional a'}.en-'f'upmem'__
Nigeria: An Appraisal: Lagos: Jojn Educati nal Research and Publishers Limifed.
Furnham, A & Argyle, M (1998): The tsvohology of Morey: Routlapdel
Lomsdion,
Gupia, N. & Johnson, D.S. | 1998): Financial Incentives are Effective
Compensation and Benefits Review, pp.27-32,
Luthans, F (2005); Oreanizational Behaviowr (10 Edition). Boston:
MieGraw HilL
Stajkovie, A.D. & Luthans, F, (1999): Emplayes Lovalty Hangs on
Campany Recognition that there is Life beyond Work HIR Focus. p.5.




