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Abstract 

Teachers' commitment to duties is pivotal to the attainment of educational goals. This study 
therefore empirically investigated strategies for improving teachers' commitment to duties in 
public secondary schools in Orashi Region of Rivers State. Three research objectives, three 
research questions and three null hypotheses were formulated a guide to the study. The study 
adopted a descriptive correlational research design since it sought to describe relationship 
among variables. The population of study comprised of 3,507 teachers from public secondary 
schools in the four local government areas of Orashi Region of Rivers State. While the sample 
size of 346 was derived using the Krejcie and Morgan formula for sample determination. A 
self-designed research instrument titled Strategies for Improving Teachers' Commitment 
Questionnaire (SITCQ) was used to gather data for this research work. The instruments were 
validated by two experts while the reliability coefficient of the subscale of the SITCQ are, 
reward system subscale, job security, participation in decision making and teacher job 
commitment were calculated to be 0.77, 0.85, 0.81 and 0.73 respectively. Mean and standard 
deviation were used to answer the research questions while simple linear regression was used 
to test the null hypotheses. The findings of the study reveal that all three variables tested: 
reward system (r = 0.892); job security(r = 0.828) and participation in decision making (r = 
0.738) significantly improves teachers' job commitment in public secondary schools in 
Orashi region of Rivers state. Premised on these findings, it was recommended that 
educational administrators should ensure that reward system, job security are provided for and 
teachers be allowed to participate in the decision making of the school, since the study reveals 
that they improve teachers' job commitment. 

 
Keywords: Teachers' commitment, reward system, job security, participation in decision 
making. 

Introduction 

Education is a catalyst for societal and individual change. It is an imperative tool for 
reforms because it develops and cultivates the capacity of human elements in a terrain. Through 
education the skills and potentials of the learner is unlocked. Societal norms, values along with 
skill, information, attitude, awareness, abilities and competence are transferred to learners 
through education. The overall accomplishment of an educational institution is determined by 
the teachers' commitment which is directly connected to the level of motivation they have 
within the institution. Teachers commitment is the key element that describes how and why 
teachers care about the school, their students learning and wellbeing, they their emotions in their 
work and their students. Commitment influences teachers' effort to work and perform 
obligatory duties. 

Coladarci (2002) opined that commitment describes the teachers' mental attachment to 
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the school business. Teachers that are highly committed to their duties work harder and are 
psychologically and sensitively involved with matters that have to do with their schools, they 
make more effort to carry out the goals of teaching and show promptness when assigned to 
duties. Commitment to duty in education apparently means staff ability to identify with the 
school, synchronize with the school, and being loyal to school duties and responsibilities. 
Successful teachers are highly committed to their school duties and profession in general. 
Crosswell and Elliot (2004) advanced that teachers' commitment to duties involve the school, 
students, career continuity, professional knowledge development, and the teaching profession in 
general. Teacher commitment is greatly connected to teachers' effectiveness which has a 
significant influence on students' and school performance. The students are the most important 
elements and the rate at which the teachers are passionately involved in class activities with the 
students could tell on the student's academic life as well as social life (Celep, 2001). A committed 
teacher always makes every effort to advance students' professional competence by providing 
them a quality learning environment. Singh and Billinnsgley (2008) stressed that low level of 
teachers' commitment reduces students' achievement. 

The degree to which teachers' are committed to their duties the organization could 
influence students' outcomes, efficiency of teaching and learning operations, dropout rates, 
school output and students performance. As the vanguard of the educational programmes in the 
secondary schools, their relationship with the school in which they work is multifaceted. 
Teachers are specialist in their fields who have undergone some expert/scholastic training, 
which equips them for their place in the society just like the doctors, engineers and other 
professionals. The school is the best place where learners can acquire knowledge from 
instructors. Dilapidated schools have the capacity to disrupt the flow of teaching. Lack of 
sufficient staff, lack of school plants such as staff room, classrooms, laboratory, toilets and 
insufficient power supply could contribute to the decline in teachers' commitment. Undeniably, 
the condition of education in Nigeria is below prospect and the height of our teachers' 
commitment in the nation is a reflection of their benefits and remuneration packages that is not 
encouraging both in the public and private schools, where teachers may be short paid and over 
utilized. 

Educational managers and school administrators are responsible for formulation of 
strategies that will increase teachers' commitment. Those at the top hierarchy ought to create 
atmospheres and conditions that would make teachers feel the passion for the teaching job. This 
way teacher will be motivated and thus remain committed to their duties. 

Statement of the Problem 

The progress of every educational system is reliant on how committed teachers are to 
their duties. However, despite the fact that teachers' commitment determines a lot in the goal 
attainment of every formal educational system. There seems to be a low level of commitment by 
teachers in public school toward their students, to teaching, to the school and to the teaching 
profession. The resultant effect of these is that teachers will not give in their best toward 
achievement of school goals. They are often absence to duty, even when they are present they 
skip classroom and other school activities. The end point is that students suffer for the low 
commitment of teachers resulting to poor academic performance. Thus, this study attempts to 
examine strategies for improving teachers' commitment in public secondary schools in Orashi 
Region of Rivers state. 

Aims and Objectives of the Study 

The aim of the study is to examine the strategies for improving teachers' commitment to 
duties in public secondary schools in Orashi Region of Rivers State. Specifically, the study seeks 
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to: 

I. Establish the effect of reward system on the improvement of teachers' job 

commitment to duties in public secondary schools in Orashi Region of Rivers State. 
ii. Establish the effect of job security on the improvement of teachers' job commitment to 

duties in public secondary schools in Orashi Region of Rivers State. 
iii. Examine the effect of participation in decision making on the improvement of teachers' 

job commitment to duties in public secondary schools in Orashi Region of Rivers State. 

Research Questions 

The following research questions guided the study. 
i. To what ex extent does reward system improves teachers' job commitment to duties in 

public secondary schools in Orashi Region of Rivers State? 
ii. To what extent does job security improves teachers' job commitment to duties in public 

secondary schools in Orashi Region of Rivers State? 
ii. To what extent does participation in decision making improves teachers' job 

commitment to duties in public secondary schools in Orashi Region of Rivers 
State? 

Hypotheses 
The following null hypotheses was tested at 0.05 level of significance 
Ho1 Reward system does not significantly improve teachers' job commitment to duties in 
public secondary schools in Orashi Region of Rivers State. 
HO2 Job security does not significantly improve teachers' job commitment to duties in public 

secondary schools in Orashi Region of Rivers State. 
HO3 Participation in decision making does not significantly improve teachers' job 

commitment to duties in public secondary schools in Orashi Region of Rivers State. 

Conceptual Clarifications 
Teacher Commitment 

In simple term, teacher's commitment refers to teacher's perception of and identification with 
the organization in which he or she belongs (Werang & Pure, 2018). Teacher commitment is the 
emotional bond between the teacher and the school. Ibrahim and Iqbal (2015) and Thien, Razak, 
and Ramayah (2014) advanced four dimensions of teachers' commitment. The dimensions are 
commitment to students, commitment to teaching, commitment to school, and commitment to 
profession. 

Teacher Commitment to Students: This is the teacher identifying with the needs of the 
students to ensure their overall growth and development. Kushman as cited in Thien, et al. 
(2014) posited that commitment to students is grounded in the ideas of teachers' high efficacy 
and expectations. According to him, commitment to students is not only focused on students but 
also includes teaching and student achievement mission of schools. Teachers who are 
committed to their students will be positively engaged with their students, work harder to make 
classroom activities more meaningful, and introduce new ways of learning, whereas, low levels 
of commitment to students might affect student achievement, less sympathy toward students, 
and lower tolerance for frustration in the classroom. 

Teacher Commitment to Teaching: Is the degree to which a teacher wants to be engaged 
in his or her teaching work psychologically. It is conceptualized as teachers' willingness to be 
engaged in teaching work. Thien, et al. (2014) insisted that a teacher with strong work 
commitment would have more positive feelings toward occupation than those with weak work 
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commitment. It is reflected through teachers' willingness to exert their effort in providing 
effective teaching, to show greater enthusiasm in teaching the subject matter, and willingness to 
devote extra time to students. 

Teacher Commitment to Profession: Professional commitment is a worker's attitude 
towards his or her profession or vocation. Somech and Bogler (2002) asserted that teacher 
commitment to profession involves an affective attachment to the profession or occupation, 
which is associated with the personal identification and satisfaction as a teacher. Teacher 
commitment to profession is important because it enables an individual to develop the needed 
skills and relationships to have a successful career regardless of the organization within which 
he or she is employed. 

Teacher Commitment to School: Teacher commitment to school is conceptualized as 
teachers' belief and acceptance of the goals and values of the school, teachers' efforts for 
actualization of these goals and values, and the teachers' strong desires to keep up membership 
in the school Thien, et. al. (2014). Teachers who are highly committed to their school are 
expected to engage in school activities to achieve the school goals, exert considerable effort 
beyond minimal expectations, and remain working within the organization. Individuals might 
choose to redirect their emotional energies toward the profession to which they belong. 

Teachers' Reward System 

Reward is the compensation which an employee receives from an organization in 
exchange for the service offered by the employee or as the return for work done (Lin, 2007). 
Reward system according to Armstrong (2007) consists of an organization's integrated policies, 
processes and practices for rewarding its employees in accordance with their contribution, skill 
and competence and their markets worth. The reward system is developed within the frame 
work of the organization's reward philosophy, strategies and policies and contains arrangements 
in the form of processes, practices, structures and procedures which will provide and maintain 
appropriate types and levels of pay, benefits and other forms of reward. 

Teachers reward can be classified as intrinsic or extrinsic; financial and non-financial 
reward etc. Intrinsic reward systems are those that are inherent in the job and which the 
individual enjoys as a result of successfully completing the task or attaining his goals. On the 
other hand extrinsic reward comes from external and it is tangible in order to appreciate the task 
performed by employee. Extrinsic rewards are external to the task of the job, including pay, 
work condition, fringe benefits, security, and promotion, contract of service, salary, incentives, 
bonuses, payments and job security the work environment and conditions of work 
(Badrinarayan & Tilekar, 2011). Financial reward may mean the amounts paid to employees, 
either in the form of a lump sum or in the form of monthly payments or in any other form which 
serves as income to an employee. Example of financial rewards are salary and wages, financial 
bonus, share, stocks, bond and treasure bills for workers etc. While non-financial rewards are 
reward measures that have nothing to with physical cash and can hardly be quantify in monetary 
value. They include praise and recognition, letter of recommendation, fair promotion 
opportunity, training and career development etc. 

The reward that employees mostly receive from their organization is pay, allowances, 
recognition and promotions etc. These rewards are used to encourage the employees to perform 
their tasks at full potential. It is important that the purpose of every reward and incentive must be 
clear to the teachers and that it should be given promptly and in timely manners. If possible, 
teachers should be given the chance to select the reward for themselves. 

Teachers' Job Security 

Job security is defined as the assurance in an employee's job continuity due to the general 
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economic conditions in the country (James, 2012). It is the assurance from the company or 
organization that their employees will remain with them for a reasonable period of time without 
being wrongly dismissed (Adebayo & Lucky, 2012). These definitions point to the fact that job 
security is protection against job loss and that is the probability of an employee to keep his/her 
job. The higher the probability of keeping employment, the higher the job security. Therefore, 
teacher job security is the assurance that a teacher cannot be sanctioned, demoted or sacked 
without following legally defined due process. 

A study by KPMG (2010) on job security found that more than 75% of participants 
considered job security their top priority when searching for a job as a result of the uncertain 
economic environment. While the result also showed that 67% of the participants were likely to 
work in a public or non-profit organization than a corporate business due to the recession. 
Generally in Nigeria, there is low job security except for government jobs. For the most part of it, 
there seems to be a perceived high job security among teachers in government schools. Once a 
government school teacher receives a letter of confirmation of appointment, the government 
teacher gets the assurance that he/she cannot be arbitrarily dismissed from their job, except for 
voluntary retirement/resignation. The employment status of the teacher in most case spans a 
period of 30 to 35 years or when the teacher gets to 60 or 65 years of age. 

Abdullah and Ramay (2012) are of the opinion that Job security is an imperative factor in 
teachers' commitment. The teachers' job security in the educational sector is ensured after the 
appointment of the teacher is confirmed. Thus, the teacher is accorded his/her tenure of service 
status. This tenure of service secures the teacher job. Therefore it would be improper and 
unconstitutional to dismiss the teacher from the job without investigation, fair hearing and legal 
examination. Over the years, researchers have shown that job security encourages employees' 
commitment to duties in organizations (Yousaf &Waheed, 2015). One of the highest expectations 
of any employee from his place of work is the security of their job (Abdullah & Ramay, 2012). 
Therefore employees in any organization will be more committed to their job if they feel secured 
where they work. Job security therefore promotes commitment as it also goes a long way to create 
an emotional and mental balance which is required for employees to development commitment in 
their place of work. 

Participation in Decision Making 

Employee Participation in Decision Making (EPDM) in the opinion of Northouse (2004), 
is rooted in the ''theory Y'' perspective of management. He therefore suggested that employees are 
fundamentally interested in performing well at work and will be more attached and committed to 
a work organization if their seniors value their contributions in making decisions that affect the 
nature of work. Cotton, Vollrath, Froggatt, Lengnick-Hall, and Jennings as cited in Wainaina, 
Iravo & Waititu (2014) categorized employee participation in decision making as: direct 
employee participation with management in making work-related decisions; consultative 
participation where employee opinions are considered by managers in making decisions; 
employee partial ownership of the organization; and representative participation through a union 
or staff association. 

Participation in decision making is of prime importance for effective school 
management. But teachers, in most cases, have been excluded in the process of decision making. 
This is revealed by Muindi, (2011) who conducted a research in Kenya and came up with findings 
that decision-making on school staffing, curriculum and resource allocation had been made by 
school principals or selected members of administrative managerial teams. The study also 
established that in most cases, teachers were usually excluded by school administrators in the 
process of decision-making. Amold and Feldman as cited in Keung (2008) proposed three level 
of categorization of decision participation for teachers: the individual level, the group level and 
the organizational level. The individual level includes issues closely relating to the individual 
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teacher's performance within classrooms such as choice of teaching materials, teaching 
schedule and student assessment. The group level includes issues relating to the functioning of 
groups such as subject panels and co-curricular activity groups. Included in the organizational 
level are issues that concern the whole school level matters such as school goals, school budget, 
admission policy, personnel management and development planning. 

Empirical Review 

An empirical study carried out by Olurotimi, Asad and Abdulraul (2015) titled 
Motivational Factors and Teachers Commitment in Public Secondary Schools in Mbale 
Municipality in Uganda. The study employed Cross-sectional survey design. The sampling 
technique used to select was simple random sampling technique. The data collected was 
analyzed using frequency and percentages, Pearson correlation coefficient (bivariate statistics) 
and regression analysis. The study found a positive and significant influence of promotion on 
teacher's commitment with a (Sig=0.000), findings showed reward system and teachers 
commitment were statistically significant at (Sig=0.000) and that there was a low significant 
relationship between training and development and teachers commitment with a (sig=0.002). 

Mackenzie and Nwafor (2019) in a recent study investigated the in-service training and 
job security as determinants of teachers' commitment in public senior secondary schools in Abia 
State. There were two research questions and two hypotheses which guided the study. 
Correlation design was used for the study. 

The population of the study was 550 vice principals in 275 public senior secondary 
schools in Abia State out of which 275 vice- principals in 138 public senior secondary schools 
were sampled for the study using proportionate stratified random sampling technique. Two 
questionnaires were used for collection of data and they included a 16 item questionnaire titled 
'In-service Training and Job Security Questionnaire' (ITJSQ) as well as a 15 item questionnaire 
titled 'Teachers' Job Commitment Questionnaire' (TJCQ). The questionnaires were face and 
content validated by two experts in the Department of Psychology, Guidance and Counselling, 
University of Port Harcourt. Cronbach alpha was used to estimate the reliability of the 
questionnaire with co-efficients of 0.75 and 0.74 for the sub-sections of ITJSQ and 0.86 for 
TJCQ. Simple regression was used to answer the research questions while t-test associated with 
simple regression was used to test the hypotheses at 0.05 alpha level. The findings of the study 
showed a moderate positive relationship of r=0.59 between in-service training and teachers job 
commitment, as well as high positive relationship of r=0.68 between job security and teachers 
job commitment in these schools. 

Again, a study by Ngussa and Gabriel (2017) that sought to investigate the participation 
in decision making and teachers' commitment among secondary schools teachers in Arusha 
Municipality, Tanzania. It employed descriptive comparative design. A total of 159 teachers 
filled the questionnaires whose reliability was established through pilot study before actual data 
collection. The study concluded that there is significant relationship between participation in 
decision-making and teachers' commitment. Teachers are committed to the success of their 
schools and they are emotionally attached to their career. However, teachers' commitment and 
participation in decision-making was higher in private schools than in public schools. Based on 
findings, it is recommended that school authorities should maximize participation in decision 
making in order to raise teachers' commitment. 

Wainaina, et. al. (2014) investigated the effect of employee participation in decision 
making on academic staffs' organizational commitment in the private and public universities in 
Kenya. This survey study was a form of a cross-section study where descriptive research design 
was used. The study targeted all the academic staff in the public and private universities in 
Kenya. Stratified sampling was used where sixteen universities were selected followed by 
simple random sampling to select both representative department and staff from the selected 



124 THE COLLOQUIUM  A Multi-disciplinary Thematic Policy Journal  6(2), 2018 

2018 

 

 

departments. Data for the study was collected by administering a 25-item questionnaire to a 
sample of 347 academic. A total of 282 questionnaires were returned and analysis was done 
with the help of SPSS. To test the hypothesis for the study t-test and F-test were used. 
Correlation and regression analysis were also done. The study found that employee 
participation in decision making significantly influence university academic staffs' 
organizational commitment in Kenya. 

Efanga and Akpan (2014) studied the role of principal in the dispensation of reward in 
secondary schools system in Nigeria. It is the contention of the study, that reward is one of the 
ways in which principal exercise his authority on the teacher. In rewarding to teachers in 
secondary schools in Akwa Ibom State of Nigeria. Three null hypotheses were formulated to 
guide the study. A sample size of 451 participants was drawn using stratified random sampling 
technique. Two researcher's made instruments were used for data collection. The three null 
hypotheses tested at .05 alpha level using analysis of variance (ANOVA). Findings arising from 
hypotheses testing indicates that principal dispensation of reward to teachers significantly 
influence teachers commitment to work. 

Akum and Oreva (2015) carried out a research on administrative variables and teachers 
job commitment in public secondary schools in Rivers, Bayelsa and Akwa Ibom States of 
Nigeria. Three research questions were answered and three null hypotheses were tested at 0.05 
level of significant. The study utilized ex-post facto design. The population of the study was 
20,040 principals and teachers in public secondary schools in Rivers, Bayelsa and Akwa Ibom 
States. The instrument was validated and found reliable. Multiple Regression Statistics Model 
was used to answer the three research questions and tested the three null hypotheses at 0.05 
levels of confidence. Findings showed that there was significant relationship between 
administrative variables such as teachers' promotion, job security, and training and 
development and teachers' job commitment in public secondary schools in Rivers, Bayelsa and 
Akwa Ibom States. It was concluded that administrative variables such as teachers' promotion 
and job security positively relate with teachers' job commitment public secondary schools in 
Rivers, Bayelsa and Akwa Ibom States as their mean ratings were high. The administrative 
variables: training and development do not significantly relate with teachers' job commitment 
in public secondary schools in Rivers, Bayelsa and Akwa Ibom States. 

Methodology 

This study adopted a descriptive correlational study design as the study intended to 

examine the relationship between two variables. Using the Krejcie and Morgan formula for 

sample determination, 346 teachers was the sample size derived from the target population of 

3,507 teachers from selected public secondary schools in the four local government areas that 

made up Orashi Region of Rivers State. The simple random sampling method was used to select 
346 teachers from the total population. A self-designed research instrument titled Strategies for 
Improving Teachers' Commitment Questionnaire (SITCQ) was used to gather data for this 
research work. The questionnaire was divided into four clusters. Each cluster had five statement 
items which was responded to using the appropriate responses ranging from Very High Extent 
=VHE (4), High Extent = HE (3), Low Extent=LE (2), Very Low Extent=VLE (1). Respondents 
were expected to choose one option for each statement item. The researcher adopted the facial 
and content validity methods to validate the research instrument using two experts while the 
reliability coefficient of the reward system subscale, job security, participation in decision 
making and teacher job commitment were calculated to be 0.77, 0.85, 0.81 and 0.73 
respectively. mean scores and standard deviations were used to analyze the research questions 
while simple linear regression was used to analyze the null hypotheses all with the aid of the 
statistical package for social sciences (SPSS), computer software (version 21). 
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TSaNble 2 degree of extent on how job security improves teacher job coXmmitmSeDnt. Decision 

6 The knowledge that as a teacher, you cannot be 

me to be committed to the school activities. 

7 

8 

activities of the school. 

9 

10 

 

Results and Discussion 

Research Question 1: To what extent does reward system improve teachers' job commitment 
to duties in public secondary schools in Orashi Region of Rivers State? 

 

TaSbNle 1. Degree of extent on how reward system improves teac heXrs' job ScoDmm itmeDnetc.ision 

1 My salary is good, and it encourages me to involve in 
the activities of the school. 

3.32 .71 High Extent 

2 The prospect of salary increment makes me committed 
to the teaching profession. 

3.34 .67 High Extent 

3 The fringe financial benefit that I get occasionally makes 
me committed to my teaching job. 

3.34 .65 High Extent 

4 The school head provides non financial reward such as 
recognition, letter of promotion etc. 

3.33 .70 High Extent 

5 My reward comes as at when due hence I identify with 
the values, mission and goals of the school. 

3.51 .65 High Extent 

 Average Mean 3.37  High Extent 

 
The data analyzed in Table 1 shows that all items 1-5 reported an average mean score of 3.37 
which shows that the majority of the respondents agree that to a high extent reward system 
improves teachers' job commitment to duties in public secondary schools in Orashi Region 
of Rivers State. 

Research Question 2:  To what extent does job security improve teachers' job commitment to 
duties in public secondary schools in Orashi Region of Rivers State? 

 

 

 

 
dismissed from the job without due process encourages 3.32 .71 High Exten 

The job security gives teachers a sense of safety which 

makes them to identify with the mandate of the school. 
3.30 .70 High Exten 

Teachers are sure of keeping their job as long as they 

wish; this encourages them to be committed to the 3.26 .67 High Exten 

Teachers feel committed when they realize that not 

even economic conditions can deprive them of their job 
3.31 .70 High Exten 

Teaching can be made a career and that encourages 

teachers to be deeply involved with the profession. 
3.50 .64 High Exten 

Average Mean Score 3.34  High Exte 

 

 
The data analyzed in Table 2 shows that all items 6-10 indicated that the majority of the 
respondents agree that to a high extent job security improves teachers' job commitment to 
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commitmen t 

duties in public secondary schools in Orashi Region of Rivers State with an average mean 
of 3.34. 
Research Question 3: To what extent does participation in decision making improve teachers' 
job commitment to duties in private secondary schools in Orashi Region of Rivers State? 
STNable 3. Degree of extent on how participation in decision makinXg improvSeDs teacherDs'ecjoisbi 
commitment. 
11 When I am involved in decision-making it enhance my 

commitment level to my job 

12 I participate in decision concerning school planning; it 

enhances my commitment to the school 

13 I am involved in decision making concerning 

curriculum and instruction and it makes me to identify 

the more with my teaching duties. 

14 I participate in the decision making concerning school 

policies, rules and regulation; this makes me to be very 

much involved in the school activities. 

15 I participate in decision making concerning student 

affairs and disciplinary problems which makes me 

identify with the core mandate of teaching job. 

3.34 .70 High Ex 

3.30 .69 High Ex 

 
3.24 .68 High Ex 

 

3.30 .71 High Ex 

 

3.45 .69 High Ex 

 

Average Mean Score 3.33 High Ex 
 

 

The data analyzed in Table 3 shows that all items 11-15 revealed that the majority of the 
respondents agree that to a high extent participation in decision making improves teachers' job 
commitment to duties in private secondary schools in Orashi Region of Rivers State with a 
cumulative average mean of 3.33. 

Test of Hypotheses 

The simple linear regression was used to test the three null hypotheses. 

HO1: Reward system does not significantly improve teachers' job commitment to duties 
in public secondary schools in Orashi Region of Rivers State. 
Table 4. Summary of simple linear regression analysis between reward system and teachers' job 

Estimate 

 

 

 

 

 

 

 
 

a. Dependent Variable: TEACHER_JOB_COMMITMENT 

b. Predictors: (Constant), JOB_SECURITY 

Model R R Square Adjusted R Square Std. Error of the  

1 .828a
 .685 .684 1.15005 

a. Predictors: (Constant), JOB_SECURITY 

ANOVAa
 

Model  Sum of Squares Df Mean Square F Sig. 

 Regression 895.125 1 895.125 676.781 .000b
 

1 Residual 411.335 311 1.323   

 Total 1306.460 312    
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Coefficientsa
 

Model Unstandardized Coefficients Standardized 

Coefficients 

 
t Sig. 

 

 

 

 

a. Dependent Variable: TEACHER_JOB_COMMITMENT 

Table 5 is the summary of simple linear regression analysis job security and teachers' job 

commitment, Part A which is the table of model summary provides the R and R
2 
values. The R 

represents the simple correlation and is .828 which is a very high correlation. The R
2 
value 

indicates how much of the total variation in the dependent variable (teachers' job commitment) 
can be explained by the independent variable (job security). In this case, .684x100=68.5% 
which is very high, thus job security does explain teachers' job commitment. The part B is the 
ANOVA table indicates how well the regression equation predicts the dependent variable 
significantly well. Here, the p<.000, which is lesser than .05 and thus indicates that, overall, the 
regression model statistically significantly predict the outcome variable (i,e it is a good fit for the 
data). The part C is the Coefficient table which provides the beta value of .828, T value of 26.015 
and sig value of .000. This means that the direct effect and influence of job security on teachers' 
job commitment is statically significant and the association is very strong. Thus, satisfied the 
first model requirement for the assessment of the relationship between job security on teachers' 
job commitment. Therefore, the null hypothesis was rejected because the PV (0.000) ˂0.05 level 
of significance and the alternate hypothesis accepted thus job security significantly improves 
teachers' job commitment. 

HO3: Participation in Decision Making does not significantly improve teachers' job 
commitment to duties in public secondary schools in Orashi Region of Rivers State. 
Table 6 Summary of simple linear regression analysis between participation in decision making 
and teachers' job commitment 

Model Summary 

 
Estimate 

 

 

 

 

 

 

 

 

 

 

 

 

a. Dependent Variable: TEACHER_JOB_COMMITMENT 

b. Predictors: (Constant), PARTI    IN_DEC_MAKNG 

 B Std. Error Beta  

1 (Constant) 3.129 .536  5.843 .000 

 JOB_SECURITY .830 .032 .828 26.015 .000 

 

Model R R Square Adjusted R Square Std. Error of the  

1 .738a
 .545 .543 1.38318 

a. Predictors: (Constant), PARTI   IN_DEC_MAKNG 

   

ANOVAa
 

  

Model  Sum of Squares Df Mean Square F Sig. 

 Regression 711.461 1 711.461 371.873 .000b
 

1 Residual 594.999 311 1.913   

 Total 1306.460 312    
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Coefficientsa
 

Model Unstandardized 

Coefficients 

 
Standardized 

Coefficients 

 
t Sig. 

 
 

 

 

a. Dependent Variable: TEACHER_JOB_COMMITMENT 

Table 6 is the summary of simple linear regression analysis participation in decision 
making and teachers' job commitment, Part A which is the table of model summary provides the 
R and R

2 
values. The R represents the simple correlation and is .738 which is a very high 

correlation. The R
2 
value indicates how much of the total variation in the dependent variable 

(teachers' job commitment) can be explained by the independent variable (participation in 
decision making). In this case, .543x100=54.3% which is very high, thus participation in 
decision making does explain teachers' job commitment. The part B is the ANOVA table 
indicates how well the regression equation predicts the dependent variable significantly well. 
Here, the p<.000, which is lesser than .05 and thus indicates that, overall, the regression model 
statistically significantly predict the outcome variable (i,e it is a good fit for the data). The part C 
is the Coefficient table which provides the beta value of .738, T value of 19.284 and sig value of 
.000. This means that the direct effect and influence of participation in decision making on 
teachers' job commitment is statically significant and the association is very strong. Thus, 
satisfied the first model requirement for the assessment of the relationship between 
participation in decision making on teachers' job commitment. Therefore, the null hypothesis 
was rejected because the PV (0.000) ˂0.05 level of significance and the alternate hypothesis 
accepted thus participation in decision making significantly improves teachers' job 
commitment. 

Summary of Findings 

The following findings emerged from the study 
based on the research questions and the null hypotheses tested. 

1. Reward system significantly improves teachers' job commitment to duties in public 
secondary schools in Orashi Region of Rivers State. 

2. Job security significantly improves teachers' job commitment to duties in public 
secondary schools in Orashi Region of Rivers State. 

3. Participation in decision making significantly improves teachers' job commitment to 
duties in public secondary schools in Orashi Region of Rivers State. 

4.4 Discussion of Findings 

Effect of Reward System on the Improvement of Teachers' Job Commitment to Duties in 
Public Secondary Schools in Orashi Region of Rivers State 

The result of the analysis shows a significant level p<0.05 (0.000 < 0.05), r = 0.892. This means 
that to a very large extent, reward system significantly improves teachers' job commitment in 
public secondary schools in Orashi Region of Rivers. This findings is in concordance with that 
of Olurotimi, at al. (2015), their study revealed that reward system and teachers commitment 
were statistically significant at (Sig=0.000) in Public Secondary Schools in Mbale 
Municipality in Uganda. In the same vein, the outcome of this study agrees with that of Efanga 
and Akpan (2014) that principal dispensation of reward to teachers significantly influences 
teachers' commitment to work. 

 
1 

 
(Constant) 

B 

4.382 

Std. Error 

.657 

Beta  
6.671 

 
.000 

 PARTI IN_DEC_MAKNG .757 .039 .738 19.284 .000 
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Effect of Job Security on the Improvement of Teachers' Job Commitment to Duties in Public 
Secondary Schools in Orashi Region of Rivers State 

The result of the analysis shows a significant level p<0.05 (0.000 < 0.05), r = 0.828. This 
means that to a very extent, job security significantly improves teachers' job commitment in 
public secondary schools in Orashi Region of Rivers. The outcome of this present study is in 
agreement with that of Akpan (2013) whose study revealed that both job security and job 
satisfaction jointly had a significant effect (F = 9.87; P< .05) on organizational commitment of 
university teachers in Cross River State, Nigeria. Again, the study conforms with the findings of 
Akum and Oreva (2015) that job security positively relate with teachers' job commitment 
public secondary schools in Rivers, Bayelsa and Akwa Ibom States. 

Effect of Participation in Decision Making on the Improvement of Teachers' Job 
Commitment to Duties in Public Secondary Schools in Orashi Region of Rivers State. The 
result of the analysis shows a significant level p<0.05 (0.000 < 0.05), r = 0.738. This means that 
to a very extent, participation significantly improves teachers' job commitment in public 
secondary schools in Orashi Region of Rivers. The findings of this study is in line with the study 
of Ngussa and Gabriel (2017) whose study concluded that there is significant relationship 
between participation in decision-making and teachers' commitment among secondary schools 
teachers in Arusha Municipality, Tanzania. In the same vein, this study supports the findings of 
Wainaina, et al. (2014) that employee participation in decision making significantly influence 
university academic staffs' organizational commitment in private and public universities in 
Kenya. 

Conclusion 

Based on the findings after critically analyzing the data, the study unequivocally 
concludes that reward system, which is compensation which an employee receives from an 
organization in exchange for the service offered by the employee or as the return for work done 
significantly improves teachers' job commitment. In the same vein, the study concludes that job 
security, which is the assurance from the government or educational managers that a teacher 
will remain with school for a reasonable period of time without being wrongly dismissed, 
significantly improves teachers' job commitment. Lastly, the study concluded that teacher's 
participation in decision as it concerns school planning, curriculum and instruction, school 
polices, rules and regulation, school budgets etc. significantly improves teachers' job 
commitment. 

Recommendations 
Based on the findings of the study, the following recommendations are made: 

• School administrators should pay more attention to the reward system they offer to 
public school teachers, as the study reveals that it has the ability to improve teachers' 
commitment the most. 

• Since the study reveals that job security improves teachers' job commitment, school 
administrator should create proper working environment that gives teachers the 
assurance that they can keep their job for a longer period as they so wish. 

• Teachers should be allowed to be involved in making decisions especially those that 
affect their working life and that such decision when favorable should be implement. 
They should also be allowed to participate in decision-making in such issues as school 
planning, curriculum and instruction, school policies, rules and regulation, school 
budget and income generation, students affair and school discipline. 
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