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Abstract: The poor performance of students in Senior Secondary School Certificate Examination in recent time, particularly
in Southwest Nigeria, appears to be discouraging. This study sought to investigate the effectiveness of teachers’ morale on
secondary school students’ academic performance in South West, Nigeria. A questionnaire and a proforma were used for data
collection. Public Secondary School teachers and students in South-West Nigeria formed the population for the study. The
sample for the study comprised 375 teachers and 9375 students. Multistage stratified random sampling technique was used to
choose the sample. Findings showed that teachers’ morale made significant contribution to the prediction of students’
academic performance. It accounted for 58.9% of the total variance in students’ academic performance. In the same vein, all
the indices of teachers’ morale individually made significant contribution to the prediction of students’ academic performance,
with teachers’ salary as the best predictor. Teachers’ salary alone accounted for 47.4% of the total variance in students’
academic performance, while teachers’ workload was the least predictor with 3.8% contribution of the variance. There is a
significant relationship between teachers’ morale and students’ academic performance (r=0.49, p<0.05). While the paper
concluded that students’ performance is influenced by teachers’ morale, it therefore recommended that policies that will
enhance teachers’ morale such as improved teachers’ allowance should be put in place.
Keywords: Teachers’ Morale, Academic Performance, Workload, Teacher’s Rapport

1. Introduction
Education is the most potent instrument of change in the
intellectual and social outlook of any society. In Nigeria, as
well as other countries of the world, education is a tool for
socio-economic and political development (Valentine, 2003).
This is further enunciated in the National Policy on Education
(Federal Government of Nigeria, 2004) which stated that
education will continue to be highly rated in the National
Development Plans. However, for quality education to be
attained, there is need for teachers and students to be alive to
their responsibilities of teaching and learning in schools,
especially in secondary schools. Teachers are important
instruments in teaching and learning, they are also the pivot on
which the educational process hang and teachers play a major
role in the whims and caprices of the educational system, they
can influence the teaching-learning outcome either positively
or negatively because they determine the quality of
instructional delivery and also influence quality education

when it comes to implementation of the curriculum and
educational policies. They are to be considered when
addressing issues such as quality assurance, quality delivery
(teaching), quality context and quality learning outcome
(Onacha, 2002). For teachers to be effective and functional in
this regard, they must have high morale.
The term ‘morale’ as opined by Danesty (2004) is
recognized as powerful force and vital ingredient in the
success of any human endeavour. Idiaghi (2004) defines it as
“an individual liking more aspect of his work than dislike”.
Ofoegbu (2004) opines that it is a function of the difference
between a person's preference for a task and his actual
experience on the task. The author posited further that the
less discrepancy, the greater the satisfaction, it is often
believed that there will always be poor performance of
students in all educational organization if teachers are not
motivated. Therefore, it may be posited that the educational
goals and objectives in the National Policy of Education may
not be achieved if teachers are not motivated. Additionally,
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“student academic performance” in this study refers to the
students’ performance in English and Mathematics in Senior
Secondary School Certificate Examination (SSCE)
conducted by West African Examination Council (WAEC).
Adelabu (2005) as cited in Salifu and Agbenyega (2003),
opined that the relationship between employee satisfactions
and extrinsic factors, such as pay and allowance ascertained
that satisfaction level varies directly with a sense of
distributive justice which exists among the various
employees. Workers morale towards achieving the objective
of the organization, especially in the school setting, is tied to
the environmental situation of the school and the
management disposition towards workers’ welfare. It is a
conventional statement that there will always be poor
performance of students in all educational organizations, if
teachers are not motivated. Therefore, the educational goals
and objectives in the National policy on education may not
be achieved unless teachers are motivated. For teachers to do
the work effectively, they have to be motivated since
motivation enhances performance (Famade 2003).
Ibukun (2001) asserted that teacher's morale is a product of
the teacher’s set of needs; goals, derived values, experiences
and expectations. In Nigerian secondary schools, teachers
complained about their poor remuneration, transportation
problems, inadequate motivation and shortage of staff among
others. These militate against the growth of secondary
education in the country. Students also complained about the
inability of teachers to perform their duties. For instance, the
students claimed that some teachers come to school once or
twice a week while some live far away from their schools,
hence, they either come late or fail to show up for their
teaching; this happen often in schools in the rural areas. This
lack of commitment on the part of teachers accounts for the
inability of the teachers to cover vital areas of the syllabus. In
secondary schools, especially when it is located in
commercial cities, students complain that teachers often
abandon their class work for a more profitable or profit
making ventures. Such teachers only turn round to give
assignments to cover up their inefficiency.
Akinsolu (2010) opined that it is a pity that teachers,
whose primary occupation is to see to the total development
of the child, physically, morally, spiritually and intellectually
are rated as second class citizens. In recent times, one of the
educational issues which have greatly aroused the interest of
Nigerians is the extent to which teachers who constitute a
large percentage of the working population are dissatisfied
with their job (Babatola, 1992). Some sociologists and
psychologists who have worked on the concept of teachers’
morale indicated that teachers’ morale is linked to the
amount of their (teachers) enthusiasm about their job at a
particular time (Johnsrued & Rosser 2002)
Furthermore, there are two main facts of teachers’ morale
or job satisfaction. These are Intrinsic, which is internal and
materialistic in nature. Contributing to the debate on
teachers’ morale, Ronen (2006) found that the intrinsic
aspects of teachers’ morale are better predictors of turnover
than the extrinsic aspects. He also suggested that the
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tendency to stay in or leave an organization has common
causes which are not accounted for by the level of
satisfaction with the job. Morse (2004) in a study on the
relationship between employees’ job satisfaction and
extrinsic factors such as pay and allowances stated that
satisfaction levels vary directly with a sense of distributive
justice which exists among the various employees. In other
words, the denial of what the organizational members deem
to be just and fair treatment concerning issues of importance
to them is inevitably associated with lower levels of
satisfaction.
Ronen, Tzur, & Yaari (2006) in a study on morale, found a
positive relationship between job satisfaction and seniority.
Using a “U-shaped” curve to illustrate his point, he observed
that satisfaction curve rises for new employees. This rise, he
opined could be as a result of novelty and initial expectation.
Employees who held a job for 2-5 years reported less
satisfaction while employees who held the job for six years
or more reported higher level of job satisfaction. In order to
achieve the goals and aspiration of students’ academic
performance, the relationship between the school head and
the subordinates (teachers) should be cordial, such conducive
work environment includes autonomous, paternal, familiar
and close climate. The availability of both human and nonhuman resources in any organization could influence the
working conditions of the system hence increasing or
decreasing productivity.
From observation, it is arguable that teachers' morale could
influence academic performance of students. Omotosho
(2006) argued that teachers’ morale is one of the most
significant factors that determine the educational height
attained by each student. According to him, teachers’ morale
has the magic touch of raising the academic performance of
students. Teachers can work to any length if they are well
motivated. In the finding of Adeyemi (2008), the major
source of educational inequality in secondary schools is the
differences in the leadership style of head teachers and the
motivational level of other staff in the school. It can
intuitively be argued then that these issues may determine to
certain extent the academic performance of students in the
various secondary schools in Nigeria especially in the south
west of the country.
I therefore note that if teachers’ morale is enhanced, it is
likely the students perform better academically but if
otherwise, it may ‘lead to less performance. This is because
morale has two educational implications. First, it improves
school services and makes them worthy of public respect.
Secondly, enthusiastic teachers communicate their
satisfaction and approval not only on students, but also
parents and public. Good teachers are valuable asset to any
school system. When teachers are provided with what they
expect both monetarily and non-monetarily, the beneficiaries
would not only be the teachers but the students and the
community at large also. Consequent upon this background,
the researcher investigated if there will be any relationship
between teachers’ morale and academic performance of
secondary schools students in South West Nigeria.
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2. Methodology
The methodology reveals the theoretical and analytical
framework, research design, population, sample and sample
instrument.
2.1. Theory of Motivation
Herzberg as quoted by Linda (2010) explained that his
research focused on the job satisfaction and motivation of
engineers and accountants in Pittsburgh. Despite being a
contentious study which has been criticized on
methodological grounds, it is generally regarded as seminal
and has drawn considerable attention from other researchers
in the occupational psychology field. Feinstern (2000)
revealed that in order to increase individual’s satisfaction
level, employees should be given advancement opportunities.
Similarly changes in organizational variables such as pay
scales, employee input in policy development, and work
environment could then be made in an effort to increase
organizational commitment and overall outcome. Safety,
relation to work and success are followed by intergroup
relation. Baah and Amoako (2011) described that the
motivational factors (the nature of work, the sense of
achievement from their work, the recognition, the
responsibility that is granted to them, and opportunities for
personal growth and advancement) helps employees to find
their worth with respect to value given to them by
organization. Further, this can increase motivational level of
employees which will ultimately raise internal happiness of
employees and that the internal happiness will cause
satisfaction. Volkwein and Zhou (2003) found that
organizational, environmental, and personal characteristics
proved to be less influential than features such as teamwork,
job security, and interpersonal relationship. They concluded
that “overall satisfaction is the product of a complex balance
of many ingredients”.
From the analysis of his research findings, Herzberg
formulated a theory which he called his motivation-hygiene
theory, or, as it is also known, the two factor theory. His
findings revealed two distinct sets of factors: one set which
motivates, or satisfies, employees, and one set which may demotivate or create dissatisfaction. According to him, five
features of work which motivate people or which are capable
of providing job satisfaction are: achievement; recognition
(for achievement); the work itself; responsibility; and
advancement. Herzberg refers to these as motivation factors,
and they all share the distinction of being factors that are
intrinsic to the work. Those features that he identified as
capable of non-motivating or creating dissatisfaction are
labelled hygiene factors and are all extrinsic to the work.
They include salary; supervision; interpersonal relations;
working conditions; policy and administration. The essential
point of Herzberg’s theory is that hygiene factors are not
capable of motivating or satisfying people, even though they
may be sources of dissatisfaction. Herzberg contends that
removing hygiene factors that are creating dissatisfaction
does not indeed, and cannot - create job satisfaction because

hygiene factors are incapable of doing so (except, as he
points out, in the cases of a minority of individuals who are
‘hygiene seekers’). So, for example, if employees are
dissatisfied with, or de-motivated by, the salary they receive,
giving them a pay rise will not motivate or satisfy them, it
will merely ensure that they are not dissatisfied with their
pay.
Herzberg likened a pay rise to ‘a shot in the arm’, which
may offer a temporary boost, but whose effects are shortlived. According to him, removing sources of dissatisfaction
does not ensure job satisfaction: only the intrinsic factors
which the five motivation factors are able to do that: At the
root of all human behaviours is motivation and motivation
has meant many things over the years. In general, it refers to
the process or factors (motives) that influence people to act.
Psychologists view motivation as the process of (1) arousing
behaviour (2) sustaining behaviour in progress and (3)
channeling behaviour into a specific course. Motives induce
the self (or will) to act and so result in behaviour. Banalson
(1964) as cited in Ajayi and Ayodele (2002) opined that
motivation is an inner state that energizes and activates
individual towards a goal, Wiwharick (1987) cited in Ajayi
and Ayodele (2002) described motivation as an instigator to
action.
2.2. Research Design
The descriptive research design of the survey type and expost facto designs were adopted for this study. The Teachers’
Morale Questionnaire (TMQ) was used to elicit information
from the teachers while a Proforma was also designed to
gather data on Students’ Academic Performance (SAP).
Information obtained from (TMQ) and the (SAP) Student
Academic Performance proforma were used to describe the
existing phenomenon (Teachers’ Morale and Students
Academic Performance).
2.3. Population
The population of this study comprised all the public
secondary school teachers and students in the South West
Nigeria comprising Oyo, Ondo, Ogun, Osun, Ekiti and Lagos
States. As at the time of this study (year 2016), there were
4,297 registered public secondary schools, 60,533 teachers
and 1,704,152 students as cited in National Bureau of
Statistics, Social Statistics in Nigeria, Federal Republic of
Nigeria, 2010.
2.4. Sample and Sampling Technique
A total number of 375 teachers and 9375 students were
used for this study. The multi-stage random sampling
technique was used in selecting the sample for the study. The
Multi-stage Random Sampling Technique involved selecting
subjects from the population in stages. The first stage
involved stratifying the six states into three zones
Lagos/Ogun, Osun/Oyo and Ondo/Ekiti. Second stage
involved randomly selecting one state from each zone (three
States out of the six existing states for the study). The third
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comprised a random selection of 5 Local Government Areas
from each of the 3 States randomly selected. The fourth stage
involved random selection of 5 schools in each of the Local
Government Areas selected. At the end, this amounted to 25
schools in each State and 75 schools from the 3 States. The
final stage involved random selection of 5 teachers and 125
students from each of the schools selected (1:25 that is the
ratio is a teacher to 25 students).
2.5. Research Instrument
The data for this study were collected through the use of a
questionnaire titled Teachers Morale Questionnaire (TMQ).
The TMQ comprised two sections. Section A contained items
on personal data that is designed to elicit background
information on the teachers. Section B contained 40
statements meant to elicit information on the 8 indices of
teachers’ morale are: Rapport with the Principals, Teachers’
Salary, Rapport among Teachers, Teachers Workload,
Teachers Status, Community support for education, School
facilities and services, and Community pressures. Teachers
were asked to respond to the 40 statements on a 4-likert
scale, SA=4, A=3, D=2, and SD=1. The maximum score a
teacher could score on this morale scale is 160 while the
minimum score is 40. The proforma was designed to collect
data on students’ academic performance in the 2 major
subjects (English and mathematics) for one year (2014). By
implication, a teacher is to 25 students. The cumulative grade
points of these 25 students mark the students’ academic
performance of such a teacher. In recording the grade point
for students, WAEC stanine scale was reversed (that is A1 =
9 points, B2 is 8 points, … F9 = 1 point.
2.6. Analytical Technique
The data collected after scoring were subjected to both
descriptive and inferential statistics. The scoring patterns are
stated below: Teacher Morale Questionnaire (TMQ) was a 4,
Likert scale format, where 4 was awarded for Strongly Agree
responses, 3 for Agree response, 2 for Disagree response and
1 for Strongly Disagree response.
For Students Academic Performance (SAP) WASSCE
stanine scale was reversed such that:
WAEC Scale
A1
B2
B3
C4
C5
C6
D7

D8
F9

71

was awarded 2
was awarded 1

The descriptive aspects of the study were analyzed using
frequency counts, means and percentage scores. The
preliminary task that was performed involved classifying
Teachers morale into two discrete units.
a. Those with High morale and
b. Those with Low morale.
To determine this grouping, the mean of responses of the
respondents in the different secondary schools according to
the groupings of each sub-scale of teachers’ morale indices
was obtained. After the preliminary computation, those
responses that had a mean considered to be low morale are
those with below 3.5 aggregate while those with 3.5 and
above were considered to have high morale. The mean for
the two groups indicated that:
A. Teachers with high morale was good i.e 72% (3.62)
B. Teachers with middle i.e. 60% (3.5)
C. Teachers with low morale was only fair i.e 59.75%
(2. 99)
Multiple regressions was used to test Hypothesis 1, t-test
statistics was used to test Hypotheses 2, 3, 4, 6, and 7.
Pearson’s product moment Correlation was used to test
Hypothesis 5. All the hypotheses were tested at 0.05 level of
significance.

3. Results and Discussion
The results are presented in terms of research questions
that were formulated to guide the study and the results that
were found out from the study.
Research Question One: What is the level of secondary
school teachers’ morale in South-West, Nigeria?
Table 1. Teachers Morale Percentage in the Different States.
Teachers States

Morale No. of Teachers

Lagos
Ondo
Osun
Total

125
125
125
375

Percentage of Teachers
Morale
63.0
60.8
56.8
180.6

The level of teachers morale in secondary schools in South
West Nigeria is reveal in Table 1, of which Lagos State had the
highest percentage of 63% academic performance followed by
Ondo State with 60.8% academic performance. While Osun
State had the lowest 56.8% academic performance. Generally,
the teachers’ morale does not seem high enough.
Research Question Two: What is the level of secondary
school students’ academic performance in South-West, Nigeria?

WAEC Reverse Scale
was awarded 9
was awarded 8
was awarded 7
was awarded 6
was awarded 5
was awarded 4
was awarded 3

Table 2. Teachers’ Classification by Salary Grade Level and Morale in South-West Senior Secondary Schools.
Salary Grade Level

Freq.

07 – 10
12 – 14
15 – 16
Total

30
79
75
184

Urban
% High Morale
22
39
61

% Lower Morale
78
61
39

Freq.
35
78
78
191

Rural
% High Morale
41
70
57

% Lower Morale
59
30
43

Total %
100
100
100
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A cursory look at teachers’ salary grade level and morale,
revealed a trend of 22% of teachers on salary grade level 07
to 10 with high morale, while 78% had low morale in urban
Senior Secondary Schools. But 41% recorded high morale
and 59% low morale in rural schools.
Table 3. Sub-scale of Teachers’ Morale Indices and Corresponding Mean of
Students’ Academic Performance.
Morale Indices
High rapport with principals
Low rapport with principals
High salary
Low salary
High rapport among teachers
Low rapport among teachers
Teachers with heavy workload
Teaches with fewer workload
High status
Low status
High community support for education
Low community support for education
High school facilities
Low school facilities
High community pressure
Low community pressure

Mean Academic
Frequency Performance of
Students
310
139.80
65
25.9
185
152.80
190
114.79
312
136.42
63
116.04
188
129.23
187
140.95
292
140.28
83
109.84
299
139.60
76
109.70
201
150.59
174
113.85
248
141.67
127
117.66

From Table 3, the number of teachers with high rapport
with principal was 310, while teachers with low rapport were
65. The mean academic performance of students taught by
teachers with high rapport with principal was 139.80 but the
mean academic performance of students taught by teachers
with low rapport with principals was 25.9. The mean
academic performance of the students taught by teachers with
high rapport with the principals out performed students
taught by the teachers with low morale with principals.
In the same vein, the total number of teachers with high
salary was 185 while the total number of teachers with low
salary was 190. The mean academic performance of students
taught by teachers with high salary was 152.80, while the
mean academic performance of students taught by teachers
with low salary was 114.79. Students taught by teachers with
high salary performed more than the students taught by
teachers with low salary.
A descriptive analysis of the sub-scale of teachers’ morale
is also depicted in table 4.
Table 4. Mean Responses of Teachers on Eight Sub-Scales of Morale.
Morale Indices
Teachers’ rapport with principal
Teachers’ salary
Rapport among teachers
Teachers’ workload
Teachers’ status
Community support for Education
School facilities & services
Community pressure

Freq
375
375
375
375
375
375
375
375

Mean
14.33
12.56
15.25
11.10
13.16
13.79
12.16
11.89

SD
2.50
3.60
2.25
3.31
3.17
3.04
3.27
3.26

From table 4, the mean responses of teachers to the eight
sub-scales of morale indices ranges between 11.10 to 15.25

with rapport among teachers’ having high mean while
teachers’ workload have the lowest mean. This shows that
teachers’ workload does not affect the morale of teachers.
However, factors such as teachers’ rapport with principal and
tecahers’ salary are significant predictors of the morale of
teachers. In other words, if these significant factors are
addressed, the morale of teachers may increase significantly.

4. Conclusion
The study examined the extent to which teachers’ morale
influence students’ academic performance in South-West
Nigeria. An attempt was made to identify, describe and
explain factors which may have related teachers’ morale to
students’ academic performance. The result revealed that all
the indices of teachers morale (i.e. community pressure,
teachers workload, community support, rapport with other
teachers, salary, teacher rapport with the principal, teachers
status and school facility jointly accounted for 58.9% of the
total variable in students’ academic performance. The study
further revealed that negative correlation exists between
teachers’ workload and students’ academic performance and
other indices of teachers’ morale.
The study also indicated that all the indices of teachers’
morale made significant relative influence to student
academic performance. Teachers’ salary made the greatest
influence as it accounted for 47.4% of teachers’ variable in
academic performance. It showed that significant difference
exists in the performance of students from teachers with high
and low morale with principals in favour of teachers with
high rapport with principals. The study revealed clearly that
there is a difference in the performance of students taught by
teachers of high salary and the student taught by teachers of
low salary.

Recommendations
Teachers’ morale is a significant element in improving
performance especially in public secondary schools that has
continued to perform below average in national
examinations. In view of the findings and conclusion from
this study a number of recommendations were suggested to
ensure high morale of secondary school teachers in our
public secondary schools in south west Nigeria. School
administrators and policy planners have lots of role to play in
order to enhance teacher’s morale and students’ academic
performance. The under listed are what could be done to
boost teachers’ morale and improve tremendously student
academic performance in our public secondary schools.
1. There is need to put in place policy that will enhance
teachers’ morale in all our public secondary schools so
that there will be high academic performance of our
students.
2. Since teachers in Lagos State have the highest morale
in the South West Nigeria, the remaining states should
emulate Lagos by putting special packages in place that
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will boost the morale of their teachers.
3. Ensure that there is good rapport among teachers in
order to ensure crises free environment to promote
academic performance of the students.
4. Equal attention should be given to schools in rural and
urban environment to address the problems of their
teachers’ morale.
5. Ensure that teachers are involved in the decision
making of the school to enhance students’ academic
performance.
6. Ensure that teachers are exposed to periodic
seminar/workshops to make them update their
knowledge in order to boost academic performance of
the students.
7. Ensure that teachers’ salary and allowance are paid as
at when due in order to make them live comfortably
and promote high academic performance of the
students.
8. Ensure that there is cordial relationship between the
teacher and the community where they teach so that
they can offer the best for the students of the
community.
9. Ensure that the school environment is friendly to
teaching and learning to enhance students’ academic
performance.
10. Enough qualified teachers should be employed to teach
both Science, Arts and Commercial subjects in public
secondary school for better academic performance of
students.
The findings of the study have far reaching significance
for teachers’ morale and students’ academic performance in
South West of Nigeria public secondary schools which is of
great concern. Immediate attention is required on the part of
the stake holders to improve the present state of teachers’
morale in public secondary schools in the state which will
invariably bring in better students’ academic performance.
The finding of this study revealed that there is an urgent need
for improvement in the condition of service for teachers,
provision of physical and materials resources as well as
facilities in public secondary schools in order to improve
students’ academic performance, most especially in the
senior school certificate examination (WAEC, SSCE).
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