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ABSTRACT

This study was carried out to examine the correlates of job satisfaction among business studies teachers using selected secondary schools in Port-Harcourt Local Government Area as case study. Specifically, the study aimed at examining how promotions relates to satisfaction of business studies teachers in junior secondary school, identifying how recognition relates to job satisfaction of business studies teachers in junior secondary schools, and determining how fringe benefits relates to job satisfaction of business studies teachers in junior secondary schools. The study was anchored by fulfillment theory. The study employed the survey descriptive research design. Questionnaire was used for data collection which was raised against a four Likert scale of Strongly Agree(SA), Agree(A), Strongly Disagree(SD) and Disagree(D) while the data collected were analyzed using mean and standard deviation. The hypothesis test was conducted using the Chi-square statistical tool, (SPSS v.23). A total of 39 respondents were conveniently selected as sample size comprising of business studies teachers from selected public and private secondary schools in Port-Harcourt Local Government of Rivers State. Out of the 39 respondents, 38 responses were received and 35 validated from the survey. From the responses obtained and analyzed, the findings revealed that there is a significant positive relationship between promotion, recognition, fringe benefits and job satisfaction of business studies teachers. The study therefore recommends that the government and the school management should have a strategy of publicly recognizing exemplary teachers for their hard work. To mention but a few.
Keywords: Business studies teachers, Job satisfaction, School.
CHAPTER ONE

INTRODUCTION

1.1 Background Of The Study

Teachers hold every important position in every country’s educational system, because educational system progress is dependent on their number, quality, and dedication to learning. Hence, they play a significant role in effective teaching and learning at academic institutions.

According to Charles (2017), the teaching profession has a respectable status in the community since teachers shape children into decent citizens who contribute to the future of a country. 

Teachers play an important role in promoting children's social and intellectual development during their formative years. 

The education that teachers provide is important in determining youths future prospects (Mustafa, 2015).

Thus,  teachers occupy an important position in providing the environment for students to develop into responsible individuals in schools.

Significantly, teachers play the most important role in the education process. Moreover, teachers are the focal people who achieve and implement the educational objectives and goals of Nigeria's educational system (Owoeye et al 2015). Therefore, to ensure optimum achievement of the educational objectives, it is essential to consider the teachers' motivation. This is paramount as (Shafighi 2018)  asserts that, to get the best out of humans, then relevant motivational factors must be allowed to play without disruptions or hesitations. In line with the foregoing, Kadai et al., (2016) contends that in order to significantly influence teachers’ efforts and potential, their services must be recognized and appreciated, as this will have a considerable impact on their job satisfaction.

Job satisfaction, according to Balouch et al(2017), is the collection of a worker's feelings in relation to the nature and condition of their job. Notably, workers might be satisfied with some parts of their job while simultaneously dissatisfied with others. Job satisfaction refers to the extent of need fulfillment of employees, which provides a basis for organizational assessment and evaluation (Mcsmart 2015). Therefore, effectiveness is highly paramount in all stages of employees’ compensation and motivation. The decreased satisfaction and lack of commitment bring inefficiency and loses in teachers and students (Harmer 2015).

Therefore, the most important information to have about an employee is a verified assessment of his or her job satisfaction, because people join and work in organizations to meet their personal needs and to feel relevant to the organizations and society (Berder, 2016). Job satisfaction can be better understood when both job-related and individual factors are included (Malik, Danish,& Munir, 2017).

According to Olando. (2015), teaching is a demanding job that must be highly compensated in order to recruit and retain teachers in the profession. This will assist keep teachers from leaving for greener pastures.

On the same page, Marculoos (2001) cited in Mei-ying(2018) proposed that teachers, as a tool for success, require physical, psychological, economic, and social comfort, as well as job-related motivations, to keep them going. Low job motivation and satisfaction, according to Olando (2015), is one of the indicators of deteriorating conditions in an organization. Strikes, slowdowns, absenteeism, and employee turnover result. It may also result in low productivity, disciplinary issues, and organizational problems.

The function of teachers as facilitators of learning, on the other hand, is critical since it has an impact on their respective learners as well as national development, and as such, it cannot be underestimated. The levels of job satisfaction of these teachers are critical (Mutuku, 2005, and Nkirote, 2012 cited in Karuga 2015). This study, in my opinion, is designed to investigate the predictors of teacher satisfaction.
1.2 Statement Of  The Problem

In Nigerian schools, teachers' motivation to execute their duties and tasks is severely affected (Mawoli, 2017). Majority of teachers in the country do not feel satisfied with their job role. Beyond this, their remuneration, recognition, advancement, and other motivating factors that positively influence job satisfaction have declined. As a result, many teachers are demotivated and dissatisfied with their work, hence are ready to leave their profession for other opportunities. Salary and social status, lack of reward and recognition by the school community and society, school maladministration, and classroom engagement with pupils all affect teachers' job satisfaction, according to Thomas, S. (2015). Consequent to this, schools cannot achieve their objectives if teachers are less motivate. Furthermore, less motivated teachers are more likely to accomplish their expected duties less satisfactorily, according to Thomas S. (2015).

Teachers in Nigerian schools frequently complain about not being fully consulted about policy changes, poor remuneration, late salary payment, absence of allowances, promotion when due, effort acknowledgment and appreciation, and rights violations, according to Oravee, Zayum, & Kokona, (2018). All of this, on the other hand, has had a detrimental impact on their performance and passion, leading to discontent and dissatisfaction, which in turn has a negative impact on their dedication and productivity. Thus, if teacher performance and satisfaction in schools are to increase, emphasis must be paid to their promotion, allowances, and recognition, among other things (Usikalu, Ogunleye, & Effiong, J. 2015).  In light of the above, it is therefore crucial to declare here that the aim of this research epistle is to critically examine the motivational factors which influence business studies teachers’ job satisfaction.
1.3 Objectives Of The Study

Research objectives are just as useful as they are in most other aspects of life. "Research objectives provide the researcher with a wonderful feeling of aim and direction," according to Torty (2021). Hence, the purpose of the study is to examine the correlates of job satisfaction among business studies teachers in Port-Harcourt Local Government Area. Specifically, the objectives of the study are:

1. To examine how promotions relates to satisfaction of business studies teachers in junior secondary school.

2. To identify how recognition relates to job satisfaction of business studies teachers in junior secondary schools 

3. To determine how fringe benefits relate to job satisfaction of business studies teachers in junior secondary schools.

1.4
Research Questions

Research questions provide structure and direction for a study in scientific inquiry. As a result, according to Torty (2021), "research questions should truly constitute an enlargement of the research problem."

The following research questions were posed in accordance with the study's objectives:

How does promotion influence job satisfaction of business studies teachers?

How does recognition influence the job satisfaction of business studies teachers?

How does fringe influence the job satisfaction of business studies teachers in junior secondary schools?

1.5
Research Hypotheses

A hypothesis refers to an experimental statement, tentative in nature, showing the relationship between two or more variables. It is open to test and can be accepted or rejected depending on whether it agrees or disagrees with the statistical test.

The study will test the validity of the following null hypothesis:

H01: There is no positive significant correlation between promotion and job satisfaction of business studies teachers.

H02: There is no positive significant correlation between recognition and job satisfaction of business studies teachers. 

H03: There is no  positive significant correlation between fringe benefits and job satisfaction of business studies teachers.
1.6 Significance Of The Study

The importance of this study cannot be overstated. The study seeks to delineate the relationship between motivational factors and teacher job satisfaction, which can only be measured along a few variables such as promotion, fringe benefits, and recognition.

The findings of this study will be of benefit to managerial authorities of secondary schools in that they will be able to identify motivational techniques that improve job satisfaction. Furthermore, the findings of this study will be used by the Ministry of Education to design human resource development initiatives aimed at implementing Additionally, this study will add to the body of existing literature on the subject under consideration, providing as a resource for students and scholars who may be conducting additional study on related topics.

1.7 Scope And Delimitation Of The Study

The study is set to explore the correlations of business studies teachers’ job satisfaction, which is to be assessed along selected components as promotion, fringed benefits, and recognition. The study is to be carried out among junior secondary schools in Port Harcourt Local Government Area of Rivers State. Thus, for course of this study, respondents would be obtained from business studies teachers in 15 selected private secondary schools and 12 selected secondary schools in Port Harcourt Local Government Area of Rivers State.
1.8 Definition Of Terms 

The following terms are defined to give meaning as used in this study:  

Job satisfaction; describes teachers feelings attitudes or preference for their work 

Motivation: Refers to the positive feelings as a result of appraisal of one’s job. It’s a pleasurable or positive emotional state resulting from the appraisal of one’s job or experiences. 

CHAPTER TWO

LITERATURE REVIEW

2.1
INTRODUCTION

Literature review refers to the critical examination of the state of knowledge, including substantive findings as well as theoretical and methodological contribution to a particular topic. In line with this definition, the literature reviewed revolved around the exploration of the intrinsic meaning of variables under study.

Our focus in this chapter is to critically examine relevant literature that would assist in explaining the research problem and furthermore recognize the efforts of scholars who had previously contributed immensely to similar research. The chapter intends to deepen the understanding of the study and close the perceived gaps.

Precisely, the chapter will be considered in four sub-headings:

Conceptual Framework

Theoretical Framework, 

Empirical Review, and
Summary
2.2
CONCEPTUAL FRAMEWORK
Job satisfaction

Despite the fact that numerous academicians have researched the concept of job satisfaction extensively, it still lacks a commonly accepted definition. Job satisfaction, according to Akande (2019), is defined as a sense of fulfillment gained through a variety of job tasks and incentives. Job satisfaction, on the other hand, is defined by Robbins (2015) as the employee's feelings about his or her job. similarly,  Job satisfaction is a pleasant feeling about one's job as a result of an assessment of its attributes (Judge, 2018). Furthermore, "the degree of value a school places on its human resources" (Lunenburg and Ornstein, 2017) has been characterized as "job satisfaction." Robbins (2015), when linking the notion to the teaching-learning environment, notes that job satisfaction is a function of the perceived relationship between what one wants from teaching and what one feels it is offering to a teacher. The idea of teacher job satisfaction refers to the attitudes, perfections, and feelings that teachers have about their work. Teachers' job satisfaction refers to whether or not they enjoy their work.

Components of job satisfaction

Understanding human needs is the key to understanding human behavior. It is obvious that man has a variety of sources of motivation. These are simple needs that must be met in order for man's basic physiological requirements to be met (Mbua, 2016). According to Maslow's motivation theory, the need for food, water, and safety fall into this category of simple needs. Man's higher needs are those required for the satisfaction of his personal ego, status, and esteem. It includes recognition and self-realization. It suggests that the value and complexity of sources of motivation increase with an individual's age and social status. Human needs in infancy are mostly physiological and can be met by providing concrete motivators such as food. However, as the individual matures, the need for food, while still necessary for survival, fades into the background. It is satisfied to meet these needs in order to motivate employees to give their all in order to achieve job satisfaction. Below are few of job satisfaction components;           

Salaries and wages: Although the emphasis has been placed on satisfying higher human needs in order to motivate employees, the basic needs must be met first. Large family responsibilities, which are related to wages and salaries in Nigeria, must be considered. While one is aware of social science results in Europe and America that tend to downplay the relevance of wages and salaries as a motivating factor, there is no doubt that this has a big motivating element in the Nigerian setting. There has never been a day when an individual worker's level of satisfaction is only determined by the amount of his or her compensation package. As a result, the payment of fair wages and salaries is critical to the productive efforts of individuals employed.
Opportunities for Promotion: Promotion could be a source of motivation for many workers. Few workers would want to be confined to the same status for years. This is due to the financial and social implications of promotion. It is preferable to conduct a promotion or staff review activity on an annual basis and for the appropriate staff. (At the very least, when an indolent worker is reviewed and promoted to the next grade, justice looks to have been served in the best interests of the organization.) Staff are motivated to sit up and work harder when they are denied advancement. This is consistent with Herzberg's theory. The criteria for promotion must include, among other things, ability, appropriate experience and length of service, punctuality at work, regular attendance at work, output at work, technical expertise, innovativeness and resourcefulness, dedication and commitment.
Provision for Transport Facilities: Where a worker is obliged to travel 0.6km or more from his place of work, the general law on employment contracts requires the employer to offer free transportation or an allowance in lieu of transportation. This was recommended by National labour Advisory Council.  The employer must guarantee that whatever mode of transport is given, whether by vehicle or otherwise, is suitable. Although the relationship between job satisfaction and productivity is intuitive, we may expect a worker who enjoys his job to produce more than one who is dissatisfied. Many investigations have demonstrated that productivity and job satisfaction are unrelated. It is possible that a satisfied worker has low productivity, while a dissatisfied worker has great productivity, or vice versa. The expectation that a satisfied employee will work hard implies that the employee is grateful for being given a satisfying job and expresses his gratitude by complying with the employer's wishes. Because he is satisfied, he is inevitably enthusiastic, conscientious, and persistent, and thus produces at a high rate. However, a more realistic assumption is that the employee has no thoughts of gratitude towards this employer and that his enthusiasm may manifest itself in the form of a welcome to the employer. From the perspective of the employee, work provides numerous benefits such as money, friendship, status, and achievement, among others. Status and achievement, which may be expected to promote high productivity, are needs that have limited appeal to certain employees or are needs that they do not expect to be satisfied at work. It is also possible for employees to work hard in jobs they despise because they are afraid of being fired, are drawn by a high level of pay, or just find the best way to make the time fly by.
Determinants Of Job Satisfaction

Several elements may contribute to employee job satisfaction. They can be monetary, social status or recognition, emotional satisfaction, psychological, or any other type of employer incentive. According to Schaefer (2015), persons who have more responsibility for final products, such as white-collar professionals and managers, are more satisfied than those who have less responsibility. This is supported by the fact that both men and women who work in blue-collar jobs find the repetitious nature of their jobs particularly unpleasant. Gibson (2015) defines job satisfaction as "the feelings that workers have about their work as a result of their view of the work." According to this perception, workers' attitudes may be influenced by the environment. These may include supervision style, workplace policies and their implementation, group or union connections, fringe incentives, and working conditions. According to Schaefer (2019), the employee relationship was crucial in determining job satisfaction.    

Ankomah (2018) identified administrative practices that focus on clear vision, participation in decision-making and management duties, clear commitment to staff development, provision of teaching and learning resources, staff motivation, and formal or informal reward systems as factors that promote job satisfaction in a research of job satisfaction in some basic schools in Cape Coast. Another study conducted in the Accra metropolitan by Ankomah and Aamoako-Essien on the level of job satisfaction in private and public basic schools found that teachers at private basic schools are extremely satisfied with aspects such as work environment, recognition, and personal relationships. However, teachers were dissatisfied with aspects such as salary and benefits, as well as opportunities for professional development. According to Schaefer (2019), high wages provide workers with a sense of achievement aside from the activity at work, while patterned chatter and horseplay among workers relieve the monotony of their workdays. This claim by Schaefer may not be universal. For example, a teacher at a public or private elementary school with better pay may be dissatisfied if he spends numerous hours at work to the detriment of his health and family needs.
 Ankomah (2019) citing Bame (1991) posit that job satisfaction is perceived to be a multi–dimensional phenomenon which works together to influence one’s attitude towards one’s performance. He further argued that job satisfaction among teachers in Nigeria ought to have to do with the fulfillment of the personal needs of teachers in a school organization; the lack of it brings about dissatisfaction. Greenberg and Baron (1995) cited in Judge, (2018) found out that between 80% and 90% of people are relatively satisfied with their jobs. They argue that even though the general level of job satisfaction is quite high, the positive attitudes toward all people and all aspects of their jobs are not true reflections of all people. This brings into focus the need to consider individual differences with regards to peoples’ attitude towards their work. 

In relation to teachers, some may be satisfied with a portion of their working conditions, while others may be dissatisfied with the same portion. It should be mentioned that job satisfaction as a general attitude is determined by the employee's attitude toward his or her job or profession. In a study, Rue and Byars (2016) revealed that organizational commitment is obtained as a result of individual satisfaction. As a result, if the individual is unsatisfied, his response to duty will have a negative impact on the organization. Hence, factors which makes up  promotional job satisfaction may include fringe benefits, overall salary system, status, communication flow, increased degree of interaction and cooperation. Furthermore, these elements may influence an individual's satisfaction and decision to perform for them at times. These are examples of extrinsic satisfaction. Employees' perceived needs are one of the factors that influence job satisfaction or discontent. In a study, Bame (2018) posits that meeting these needs might go a long way toward generating long-term job satisfaction. Employees, and especially teachers, may grow dissatisfied with their work if their personal needs are not met.
Individual workers who have needs that are greater than the capacity of their employment to provide those needs, according to Bame (2018), are more likely to feel frustrated and hence dissatisfied with their occupation. He went on to add that employees would be satisfied if their perceived needs were met in a way that met their expectations and demands. In a similar research, Bame (2018) identified commitment to work as a variable of job satisfaction, stating that it is the degree to which a person is psychologically identified with their work or the importance of work in their entire self-image. This level of internalization was dubbed "Protestant Ethics" by Bame (2018). According to Bame (2018), who cited Hertzberg (1959), five criteria are important predictors of job satisfaction. These include achievement, achievement recognition, work itself, responsibility, and advancement. These are referred to as intrinsic factors.
Teachers’ Job Satisfaction 

There have been several studies and articles about job satisfaction. Evans (2016) identified the elements that influence a teacher's job satisfaction at various levels.

Level I: Policy, conditions of service, and pay structure. A solid pay structure leads to greater job satisfaction.

Level II: Leadership style (of teachers or senior teachers) and organizational climate. This level covers the school management pattern, the manner of teacher accountability, the level of local people's intervention and teacher freedom, and so on.

Level III: This level suggests the many sorts of job satisfaction factors. Individuals often require either expectation fulfillment or value congruence. At this level, an individual's norms, values, personality, and emotions are reflected. Job satisfaction is heavily influenced by leadership. Head teachers who use laissez-faire leadership styles, for example, may be thought to have little control over school-specific events and scenarios that may affect teachers' morale, job satisfaction, and motivation. Evans (2016) makes the following claim: "Teachers are disillusioned, demoralized, and enraged at being compelled to implement unpopular government programs while being blamed for society's issues. They are tired of teaching children in ever-larger classrooms and working in schools that are dilapidated, underfunded, and overcrowded".. This statement demonstrates teachers' dissatisfaction. Individual teachers' perceptions of themselves as contributors to the overall school appear to be essential to their level of satisfaction outside the classroom, and this perception of teachers is connected to their school cultural environment (Lortie, 2019). Cultures that promote teacher satisfaction and feelings of professional participation are those that exhibit traits of collegiality and collaboration in general (Hargreaves, 1994) cited in Evans (2016). Other cultures that generate, sustain, and reinforce isolation do little to assist teachers in resolving difficulties or learning new teaching approaches. These cultures of isolation and balkanization actually contribute to teachers’ dissatisfaction and loss of certainty about their professional competence, as indicated in the quotation above.
Types Of School Job Satisfaction Related

Several studies have been performed globally and locally on job satisfaction and the elements that influence job satisfaction for teachers, particularly secondary school teachers. For example, according to a study on teacher job satisfaction in the United Kingdom, teachers who worked at independent and private schools in the United Kingdom had better levels of job satisfaction than their colleagues in other types of schools (Crossman & Harris, 2016). Other research findings, on the other hand, suggest that job satisfaction levels among teachers in public and private schools are similar (Zhang, 2018). As a result of these findings and their variability, it is clear that teachers' job satisfaction is determined not by the type of school, but rather by the areas of job satisfaction with which they are satisfied with the  administration.  For example, Dinham and Scott (2020 discovered that teachers who had received promotions in their schools were happier with their employment than those who had not. Eric (2015) revealed that "teachers in Tanzania were dissatisfied with salaries, promotion opportunities, fringe benefits, work load, job security, and stability".
Recognition and Appreciation as a Satisfaction Factor

In human relations theory, Duodu (2001) cited in Crossman (2016) asserts that paying attention to workers and including them in the organization's operations may lead to greater productivity in the position of educational administrators. Educational administrators, according to Duodu, are managers of educational institutions who require appropriate management skills to complete their responsibilities, promote harmony, and assure successful performance.

Agyeman (2015) says the importance of the teacher-learner relationship in the classroom lies in the fact that it has a direct bearing on the personality development and achievement of the leaner. Another area where students contribute greatly to teacher job satisfaction is the response teachers get from students’ performance with regards to assignments and class contributions. Mankoe (2002) cited in Zhang, (2018) also identified that the use of student committees and the suggestion boxes promotes a healthy staff-student relationship.

Salary and Job Satisfaction 

Ibrahim (2016) investigated the relationship between salary and employee motivation in order to boost productivity at a workplace. The qualitative data gathered during the interviews was utilized to facilitate in the analysis and understanding of how salary administration, fringe benefits, and staff consultation contribute to employee motivation and greater productivity in the discharging of their duties. In comparison with other professions, teachers' low pay is definitely a major cause of dissatisfaction.  Teachers have a widespread perception that, even if starting salaries are equal, individuals moving into other fields such as medicine, telecommunications, commerce, or agriculture will earn more money. Teachers are understandably frustrated that their qualifications and talents are undervalued. In Adelabu's (2015) research,  all the respondents agreed that the salary issue has been the biggest motivational issue for teachers in Nigeria in recent times.   Incentives for schools and teachers in the public education sector to perform well are frequently weak due to ineffective incentives and sanctions (Bennell, 2014). Wanjau (2017) in his study found that in Tetu district, 46.05 percent and 29.95 percent of teachers were dissatisfied and very dissatisfied with their salaries, respectively. When compared to persons in other professions, this is in relation to their efforts, workload, and academic qualifications. Another findings is that a higher salary is the most important and powerful motivator for workers to put in their different units of work inside the academic circle and the school in general.

According to Steyn and Van Wyk (2019), the level of media attention that focuses on education in South Africa as a result of poor school results and the inferior quality of education in general, raises concerns regarding the attitudes of teachers towards their jobs. Teachers are seen as people who are not truly committed to their profession. Steyn and Van Wyk (2019) contend there is a perception that teachers are lazy, unprofessional, uncommitted who only come to school to receive their salaries at the end of the month. An ILO/UNESCO (1993) seminar on the study of the status of teachers observed that in Kenya, many young people opt for training and employment in the teaching profession because they cannot get into the careers of their choice. 

The seminar further identified poor salaries and lack of promotion as factors which highly discourage qualified people from getting into the teaching profession and, instead, give those who do little incentive to improve their teaching skills. Hence , there is a need for employers to look into ways of remunerating their employees in tandem with the work they put in for the betterment of results in the examinations. Furnham (2019) explained that an increment in remuneration package would make teachers more satisfied with their jobs, while their involvement in management motivates them more since they feel part of management. It is the contention of the research study that increases in salary have a strong correlation with workers’ productivity.
Job Security as Satisfaction Factor

Employees who are dissatisfied with their jobs or who do not feel like they are a part of the organization develop a fear of being fired. The three most important factors that influence organizational worker morale, according to Mankoe (2002), cited in Agyeman (2015) are: the extent to which organizational goals and individual needs are met; the compatibility of bureaucratic expectations and personal needs (sense of belonging); and rational, logical, and bureaucratic organizational goals (sense of rationality).
Promotion and Job Satisfaction 

According to Robbins (2015), promotions give opportunities for personal growth, increased responsibility, and social status. In accordance with this, Drafke and Kossen stated in 2017 that many individuals feel satisfied when they believe their future prospects are favorable. This may translate into opportunities for advancement and growth in their current workplace, or it may enhance their chances of obtaining new employment. They claim that if employees believe they have little opportunities for advancement, their job satisfaction would decline. Employee satisfaction with promotional opportunities, according to McCormick and Ilgen (1985) cited Ibrahim (2016), is determined by a variety of elements, including the likelihood that employees would be promoted, as well as the rationale and fairness of such promotions. According to Luthans (1992) cited in Wanjau (2017), promotions can take many various shapes and are usually accompanied by a range of different rewards. Therefore, different types of promotions have varied effects on job satisfaction, and this must be considered when designing promotion policies to improve employee satisfaction.
Teachers’ Job Dissatisfaction Based Factor

According to Albanese (2018), job dissatisfaction is related to: monthly salaries, incapable and unsupportive administrators, and a lack of college connections with coworkers. According to him, incapable bosses and low pay were major factors in job dissatisfaction. This indicates that a teacher's job dissatisfaction is linked to a leader's inefficiency. Nyamubi (2017) discovered in his research that "Teachers were satisfied with both monetary and non-monetary rewards, such as community support. They were delighted with fair remuneration packages that were proportional to their labor input, opportunities for career development, a well-defined individual assessment system, time promotion, and the necessary workplace standards. Teachers demonstrated that friendship and cooperation with workers and students, as well as respect for community members, increased satisfaction in teaching".. Msuya (2016) discovered that "job satisfaction in Nigeria was not homogeneous: social, economic, and demographic factors all played a significant role in varying job satisfaction levels."

"There was a considerable difference in financial incentive between public and private secondary school teachers in the Kigoma District of Tanzania," Eutimi (2018) observed. Teachers, on the other hand, develop job dissatisfaction when these factors are not adequately provided or available.
Impacts of Teachers’ Job Satisfaction

According to Judge. (2018), job satisfaction improves teacher performance, job turnover, absenteeism, and involvement in teachers' union activities, though there is no empirical data to support the direct or indirect impact of employee satisfaction on productivity. According to Latham (1998) cited Mbua, (2016), "job satisfaction can do far more than assist retain teachers; it can improve their teaching." This means that satisfied teachers can make a big difference in students academic performance and overall school success. Similarly, Shann (2015) stated that job satisfaction helps to retain teachers and makes them committed to their jobs, resulting in high productivity. Job satisfaction, in other words, correlates to better teaching, student learning, and teacher retention.

Furthermore, Travers and Cooper (2016) assert that a teacher's decision to quit was highly influenced by low salary satisfaction and a lack of promotion opportunities. This means that a high level of satisfaction with these characteristics would contribute to their desire to stay on the job. According to a recent survey performed in the United States of America, employees stay in their employment not because of strong salaries and fringe perks, but because of collegial relationships with coworkers and bosses.

According to Nnadi (1997) cited Eric (2015), job satisfaction is made up of an individual's emotion, attitude, or perspective toward work. 

Bootzin. (2015) demonstrated that common sense maintains that a happy worker is a productive worker by affirming the state of a satisfied worker. In support of Bootzin, Mcshane and von Glinow (2019) state that job satisfaction represents a person's opinion of his or her job and work surroundings. Job conditions and the setting in which the job is performed also play a significant role in job satisfaction. According to Hellriegel et al. (1998) cited Eric (2015), the feelings regarding various components of the worker's job setting and the worker's expression of happiness can vary in terms of job satisfaction. Economic rewards, social rewards, corporate policy and its implementation or administration have all been highlighted as factors influencing teachers' job satisfaction (Nnadi, 1997) cited in Msuya (2016). Interpersonal interactions, working circumstances, accomplishments, recognition, job itself, and advancement are the remaining factors.
2.2 THEORETICAL FRAMEWORK

The theoretical foundation of this study is anchored on the fulfillment theory. 
The Fulfilment Theory(Robert H. Schaffer (1953) 

Convinced that work is a special area of human behavior and that whatever psychological mechanisms operate to make people satisfied or dissatisfied in their work. Robert H. Schaffer (1953) developed a simple conceptual approach to job satisfaction known as fulfillment theory.

The theory states that: Overall job satisfaction will vary directly with the extent to which those needs of an individual which can be satisfied in a job are actually satisfied. The stronger the need, the more closely will job satisfaction, depend on its fulfillment.

In other words, fulfillment theory is based on the assumption that the extent to which an individual feels satisfied or dissatisfied depends on strength of his or her needs and desires and the degree to which he/she can visualize and make use of opportunities in the job situation for satisfaction seem to be a function not only of how much they receive but also of how much they feel they should receive. This view invalidates the fulfillment theory approach to job satisfaction which does not seem to recognize individual’s differences in the way they feel about what rewards they should receive. Individuals are different in their perceptions, background personality, experience, etc and can therefore be satisfied or motivated by different factors. Managers should take these differences into considerations in devising motivational factors.
2.3 EMPIRICAL REVIEW

Many researchers have previously examined and studies the correlation of job satisfaction, factors affecting job satisfaction, and the impact of job satisfaction on employees performance etc. This section therefore analysis the contributions and findings of previous researchers on the topic of concern.

An analytical study was conducted on job satisfaction among teachers of private and public basic schools in the ho municipality of the Volta Region Of Ghana by Winfried Hayford and Yao Azornu in the year 2018. The purpose of the study was to delve into factors which influence job satisfaction among teachers in both private and public basic schools within the Ho municipality of the Volta Region in Ghana. Methods applied in the study were descriptive survey, and the purposive and random sampling to select respondents for the study. In the study, 200 teachers were selected. Questionnaire was used to collect the data which was analyzed by simple percentage and represented in tabular forms. The study revealed that the private school teachers were more satisfied with the work environment than the public school teachers. However, teachers from both private and public basic schools were very satisfied with the administrative roles of their heads. The study also unveiled that private school teachers were not satisfied with job security, factors which serve as guarantee for their future and retirement benefits, and students’ participation in co-curricular activities. While public school teachers were not satisfied with working materials at their disposal, students’ participation in class exercises, and parental support for their wards. The study recommended that the Ghana Education Service and other stakeholders in education should provide the basic learning materials to enhance the work environment of the public basic school teachers. While private school administrators should involve the staff in decision making and also harness other potentials of students for holistic development. Similarly, Mghana Nesphory Nyange carried out a study in the year 2016 on the factors influencing teachers’ job satisfaction in public secondary schools’ in Voi District Kenya. The study adopted a descriptive research design in which 33 teachers and 11 principals were sampled using simple random sampling method. Data was collected in  the study using self administered questionnaires and interview guides. The research instruments were pilot tested to test the reliability and validity of the instruments, while data was analyzed using descriptive statistics such as percentages and frequency distributions. The study established that the teachers were not satisfied with the salaries as according to most of the respondents, the salary was not a measure of their competence and could not meet their expenses. The other benefits offered such as fringe benefits, pension, medical and transport allowances were not according to the expectations of the respondents. The study however found that the respondents were to a large extent satisfied with the supervision except for the judgment of the senior staff. The study also established that the respondents were satisfied with the recognition by the principals, colleagues, parents and the BOG except for the recognition by the employer. Further, in the year 2020, Sewagegn Mola Melaku1 & Tigist Shiferaw Hunde studied the factors affecting teachers job satisfaction using Wachemo University as case study. To meet the objective of the study, the researcher drew 768 teachers. So, data was collected through questionnaire and interview, and were analyzed by using table and percentage. The result of the study revealed that the major work related factors that affect teachers’ job satisfaction were salary, job stressful, overtime work without payment, relationship with top management, opportunities for advancement, chance for promotion, and availability of teaching learning materials and rules and regulation of the school. The study suggested that the management of Wachemo University should give on attention to those factors and should plan different strategies to improve teachers’ job satisfaction and there must be motivational and incentive strategies to strengthen and motivated teachers and to bring job satisfaction.

In line with the on going, Ong, Mohammad, Lim, Tan, & Akintunde, (2016), explored the factors influencing teachers’ job satisfaction in Nigerian schools.The purpose of this study was to conduct an empirical investigation on job satisfaction amongst Nigerian school teachers. Specifically, this study sought to determine the level of satisfaction amongst teachers and identify factors that contribute to teacher job satisfaction. The sample of 117 currently practicing teachers enrolled in a part-time educational program completed a questionnaire that assessed their teaching job satisfaction, monthly salary, and five other factors that were predicted to be related to teacher job satisfaction. Overall, a majority of the teachers were satisfied with the teaching profession. Monthly salary was not significantly related with teacher job satisfaction. However, the five additional factors were related to job satisfaction. Teacher/principal relationship, provision of instructional materials, attitude toward the teaching profession, and belief in social contribution of teaching all had significant positive relationships with teacher job satisfaction. Choosing teaching as a last resort career had a weak negative correlation. Additionally, Divine Komla Vulley in the year 2021, assessed the factors influencing teacher job satisfaction and commitment at senior high schools in the greater Accra Region, Ghana. The project examined the determinants of teacher’s job satisfaction and the implications on their job commitment. The study concentrated on pre-tertiary school teachers in the Greater Accra region, Ghana. Quantitative survey approach based on positivist philosophies research design was adopted in gathering data. The data were analyzed with a number of descriptive statistical tests and in combination of Exploratory Factor Analysis (EFA) and Confirmation Factor Analysis (CFA) was used. The main tools used were mean, standard deviation, frequency and Ordinary Least Squares (OLS) regression. The findings of the study generally shows teachers are satisfied with their job profession intrinsically and this had impacted on their commitment level. However, extrinsically, results indicates teachers are not satisfied especially in the area of salary and other rewards and better conditions of service; career advancement; recognition and promotion policy; among others. Notwithstanding, the results have shown that teachers were committed to their professional job basically due to the love of the job and the students they teach. In likewise manner, Amaka S. Obineli examined teachers’ perception of the factors affecting job satisfaction in Ekwusigo Local Government of Anambra State, Nigeria in the year 2015. In the study, four hypotheses were formulated and tested the research work. The population of the study comprised 361 teachers. The sample size were 140 teachers. The instrument used for data collection in the study was a self-designed questionnaire. It had a reliability coefficient of 0.83. One hundred and forty copies of questionnaire were administered and one hundred and twenty wee retrieve. The z-test statistics was utilized to test the hypotheses at 0.05 level of significance and the findings showed that there was no significant difference between male and female teachers in their perception of salary as a factor affecting job satisfaction. Also, there was no significant difference between experienced and less experienced teachers in their perception of promotion as a factor affecting job satisfaction. There was no significant difference between teachers in public and in private schools in their perception of in service training as a factor affecting job satisfaction. But the results revealed a significant difference between married and unmarried teachers in their perception of work environment as a factor affecting job satisfaction. Based on the findings, recommendations were made.

Furthermore Hind Al Ajlan(2019) studied the factors influencing teachers' job satisfaction: a case study of public secondary schools in Buraidah City Saudi Arabia. In the study, Data were collected through the use of questionnaire distributed to 150 teachers in Buraidah, Saudi Arabia. Analysis and discussion of data gathered from the questionnaire is done with descriptive statistics and the use of factor analysis, correlation, reliability and multiple regression analysis to test the significant dynamics influencing teachers' job satisfaction in public secondary schools in Buraidah city. The study results proved that remuneration, school manager and working conditions has influence on the teachers' job satisfaction. Remuneration has the great effect on the teachers' job satisfaction at secondary public schools of the study.

The study above examined mostly the factors influencing teachers job satisfaction in Nigeria as well as other countries of the world. However, none of the previous researches analyzed was specifically focused on key variables such as promotion, recognition and fringe benefits. These key factors therefore are the basic interest of this study and the study is conducted in Port-harcourt, local government area of Rivers State which have not been covered before.

2.4
CHAPTER SUMMARY

In this review, the researcher have sampled the opinions and views of several authors and scholars on the concept of job satisfaction, components of job satisfaction, determinants of job satisfaction and teachers’ job satisfaction. The works of scholars who conducted empirical studies have been reviewed also. The chapter has made clear the challenges facing types of school job satisfaction related, teachers’ job dissatisfaction based factor and impacts of teachers’ job satisfaction.

CHAPTER THREE

RESEARCH METHODOLOGY

3.1
Design Of The Study

Research designs are perceived to be an overall strategy adopted by the researcher whereby different components of the study are integrated in a logical manner to effectively address a research problem. In this study, the researcher employed the survey research design. This is due to the nature of the study whereby the opinion and views of people are sampled. According to Singleton & Straits, (2009), Survey research can use quantitative research strategies (e.g., using questionnaires with numerically rated items), qualitative research strategies (e.g., using open-ended questions), or both strategies (i.e. mixed methods). As it is often used to describe and explore human behaviour, surveys are therefore frequently used in social and psychological research.

3.2 Population Of The Study

According to Udoyen (2019), a study population is a group of elements or individuals, as the case may be, who share similar characteristics. These similar features can include location, gender, age, sex, or specific interests. The emphasis on the study population is that it consists of individuals or elements that are homogeneous in description.

This study was carried out to examine the correlates of job satisfaction among business studies teachers using selected secondary schools in Port-Harcourt Local Government Area as case study. In the course of this study, twenty seven (27) secondary schools in the study area were selected. Hence, the business studies teachers in the selected secondary schools form the population of the study.

3.3
Sampling and Sampling Techniques

A study sample is simply a systematic selected part of a population that infers its result on the population. In essence, it is that part of a whole that represents the whole and its members share characteristics in like similitude (Udoyen, 2019). In this study, the researcher adopted the convenient sampling method to determine the sample size.

According to Nwana (2005), sampling techniques are procedures adopted to systematically select a chosen sample in a specified area under controlled. This research work adopted the convenience sampling technique in selecting the respondents from the total population.

In this study, the researcher adopted a convenient sampling method to determine the sample size. In this study, twelve(12) public secondary schools and fifteen(15) private secondary schools were selected. Out of the population of business studies teachers in the selected schools, the researcher conveniently selected two(2) business studies teachers from each of the 12 public secondary schools, and one(1) business studies teacher from each of the 15 private secondary schools making a sum of 39 participants as the sample size for this study. According to Torty (2021), a sample of convenience is the terminology used to describe a sample in which elements have been selected from the target population on the basis of their accessibility or convenience to the researcher.

3.4 
Research Instrument 

The research instrument used in this study is a questionnaire, which contains a series of survey questions. The questionnaire was divided into two sections. The first section enquired about the responses' demographic or personal data, while the second section was in line with the study objectives, aimed at providing answers to the research questions which were raised against a four-likert Likert scale of Strongly Agree (SA), Agree (A), Strongly Disagree (SD), and Disagree (D). 

3.5 Validity Of The Instrument

Validity referred to here is the degree or extent to which an instrument actually measures what it is intended to measure. An instrument is valid to the extent that it is tailored to achieve the research objectives. The researcher constructed the questionnaire for the study and submitted it to the project supervisor, who used his intellectual knowledge to critically, analytically, and logically examine the instruments' relevance of the contents and statements and then made the instrument valid for the study.

3.6 Reliability Of The Instrument

The reliability of the research instrument was determined. The Pearson Correlation Coefficient was used to determine the reliability of the instrument. A co-efficient value of 0.68 indicated that the research instrument was relatively reliable. According to (Taber, 2017), the range of reasonable reliability is between 0.67 and 0.87.

3.7
Administration Of The Instrument

The questionnaire was personally administered by the researcher. Participants were required to respond by placing a tick at the appropriate column. 
3.8
Data Analysis Techniques

The responses were analyzed using the mean and standard deviation, which provided answers to the research questions.

In analyzing the data collected, a mean score was used to achieve this. The four-point rating scale will be given values as follows:
SA = Strongly Agree

4

A = Agree


3

D = Disagree


2

SD = Strongly Disagree
1

Decision Rule:

To ascertain the decision rule; this formular was used

	4+3+2+1 =10

      4           4


Any score that was 2.5 and above was accepted, while any score that was below 2.5 was rejected. Therefore, 2.5 was the cut-off mean score for decision taken.

The hypothesis test was conducted using the Product moment Pearson Correlation statistical tool, SPSS v.23.
CHAPTER FOUR

DATA PRESENTATION, ANALYSIS AND DISCUSSION OF FINDINGS
4.1
INTRODUCTION

The purpose of this study was to examine the correlates of job satisfaction among business studies teachers using selected secondary schools in Port-Harcourt Local Government Area as case study. This chapter is concerned with the presentation, analysis, and interpretation of data gathered through the use of a questionnaire distributed to the respondents. The study answered the following research questions:

How does promotion influence job satisfaction of business studies teachers?
How does recognition influence job satisfaction of business studies teacher?
How does fringe influence job satisfaction of business studies teachers in junior secondary schools?

To achieve the purpose of this chapter, the following sub-headings are discussed:

Data Presentation

Answering Research Questions, 
Test of Hypotheses and 
Discussion Of Findings

4.2
DATA PRESENTATION

The table below shows the summary of the survey. A sample of 39 was calculated for this study. A total of 38 responses were received, while a total of 35 were validated. This was due to irregular, incomplete and inappropriate responses to some questionnaires. For this study, a total of 35 were validated for the analysis.

Table 4.1: Distribution of Questionnaire

	Questionnaire 
	Frequency
	Percentage 

	Sample size
	39
	100

	Received  
	38
	97

	Validated
	35
	90


Source: Field Survey, 2021
4.3
Demographic Profile of the Respondents
Table 4.2: Demographic profile of the respondents

	Demographic Information
	Frequency
	Percent

	Gender
	
	

	Male
	10
	29%

	Female
	25
	71%

	Ethnicity
	
	

	Hausa
	0
	0%

	Igbo
	23
	66%

	Yoruba
	12
	34%

	Age
	
	

	20-25
	08
	23%

	26-30
	17
	49%

	31-35
	07
	20%

	36+
	03
	8%

	Marital Status
	
	

	Single
	20
	57%

	Married
	15
	43%

	Divorced
	0
	0%

	Widowed
	0
	0%


Source: Field Survey, 2021
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On demographic information, table 4.2 reveals that 29% of the respondents are males, while 71% of the respondents are females. This indicates that the majority of respondents are females. On the ethnicity of the respondents, 66% of total respondents are Igbo, while the remaining 34% of the respondents are Yoruba. This implies that most of the respondents Igbo’s. 23% were aged between 20-25 years, 49% were aged 26-30 years, 20% were aged between 31-35 years, while the remaining 08% were aged 36 years and above. On the marital status of the respondents, 57% were single, while the remaining 43% were married.

4.4
 ANSWERING RESEARCH QUESTIONS
Research Question 1: How does promotion influence job satisfaction of business studies teachers?

Table 4.3: Mean Responses on how promotion influences business studies teachers’ job satisfaction.

	S/N
	ITEM STATEMENT
	SA

4
	A   3
	D   2
	SD  1
	X
	S.D
	DECISION

	1
	It increases sense of responsibility
	16
	12
	04
	03
	3.2
	2.55
	Accepted

	2
	It makes teachers feel reliable for greater responsibility
	13
	17
	05
	0
	3.2
	2.57
	Accepted

	3
	It stimulates eagerness to work.
	16
	11
	05
	03
	3.1
	2.55
	Accepted

	4
	It increases teachers commitment
	12
	16
	07
	0
	3.1
	2.41
	Accepted

	5
	Inculcates positive attitude towards work
	16
	10
	06
	03
	3.1
	2.31
	Accepted

	6
	It creates a sense of career growth among teachers
	18
	11
	04
	02
	3.3
	2.47
	Accepted


Source: Field Survey, 2021
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In table 4.3 above, on how promotion influences business studies teachers’ job satisfaction, the table shows that all the items (item1-item6) are accepted. This is proven as the respective items (item1-item6) have mean scores above 2.50. Hence, it indicates that promotion has its influence on business studies teachers’ job satisfaction.

Research Question 2: How does recognition influence job satisfaction of business studies teacher?
Table 4.4: Mean responses on how recognition influences business studies teachers’ job satisfaction.

	S/N
	ITEM STATEMENT
	SA

4
	A

3
	D

2
	SD

1
	X
	S.D
	DECISION

	1
	It enhances enthusiasm to work
	11
	15
	06
	03
	3.0
	2.61
	Accepted

	2
	It makes teachers feel proud of their efforts
	11
	16
	06
	02
	3.0
	2.63
	Accepted

	3
	Teachers feel appreciated through recognition
	17
	14
	04
	0
	3.4
	2.82
	Accepted

	4
	It increases teachers productivity
	20
	13
	02
	0
	3.5
	2.76
	Accepted

	5
	Teachers feel sense of belonging through recognition
	14
	16
	03
	02
	3.2
	2.50
	Accepted

	6
	It motivates teachers to go extra-mile
	10
	15
	05
	05
	2.9
	2.65
	Accepted


Source: Field Survey, 2021
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In table 4.4 above, on how recognition influences business studies teachers’ job satisfaction, the table shows that all the items (item1-item6) are accepted. This is proven as the respective items (item1-item6) has mean scores above 2.50. Hence, it indicates that recognition influences business studies teachers’ job satisfaction.

Research Question 3: How does fringe benefits influence job satisfaction of business studies teachers in junior secondary schools?
Table 4.5: Mean Responses on how fringe benefits influences business studies teachers’ job satisfaction.
	S/N
	ITEM STATEMENT
	SA

4
	A

3
	D

2
	SD

1
	X
	S.D
	REMARK

	1
	It creates teachers avidity to work
	14
	17
	04
	0
	3.3
	2.59
	Accepted

	2
	It increases teachers morale to work
	16
	19
	0
	0
	3.5
	2.42
	Accepted

	3
	It  drive or arouse a stimulus to work
	15
	16
	04
	0
	3.3
	2.62
	Accepted

	4
	It increases teachers performance
	13
	17
	05
	0
	3.2
	2.49
	Accepted

	5
	Increases the level of workers engagement and involvement
	16
	11
	05
	03
	3.1
	2.66
	Accepted

	6
	It increases workers passion and enthusiasm which lead to increase in output
	12
	16
	07
	0
	3.1
	2.63
	Accepted


Source: Field Survey, 2021
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In table 4.5 above, on how fringe benefits influences business studies teachers’ job satisfaction, the table shows that all the items (item1-item6) are accepted. This is proven as the respective items (item1-item6) had mean scores above 2.50. Hence, it indicates that fringe benefits influences business studies teachers’ job satisfaction.

4.5 TEST OF HYPOTHESIS

H01: There is no positive significant correlation between promotion and job satisfaction of business studies teachers.

H02: There is no positive significant correlation between recognition and job satisfaction of business studies teachers. 

H03: There is no positive significant correlation between fringe benefits and job  satisfaction of business studies teachers.

Level of significance: 0.05

Decision Rule: 

In taking decision for “r”, the following riles shall be observed;

If the value of “r” tabulated is greater than “r” calculated, accept the alternative hypothesis (H1) and reject the null hypothesis (H0).

If the “r” calculated is greater than the “r” tabulated, accept the null hypothesis (H0) while the alternative hypothesis is rejected

Hypothesis One

There is no correlation between promotion and job satisfaction of business studies teachers.
Table 4.6: Pearson Correlation Table showing the relationship between promotion(P) and job satisfaction of business studies teachers(JSBST)
	
	P
	JSBST

	P
	Pearson Correlation
	1
	.821**

	
	Sig. (2-tailed)
	
	.000

	
	N
	35
	35

	JSBST
	Pearson Correlation
	.821**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N 
	35
	35


Source: Survey data, 2021 

**. Correlation is significant at the 0.05 level (2-tailed)

The Pearson Correlation result in Table 4.6 contains the degree of association between P and JSBST. From the result, the Pearson correlation coefficient, r, value of 0.821 was positive and statistically significant at (p< 0.000). This indicates that there is a significant relationship between promotion(P) and job satisfaction of business studies teachers(JSBST). 

Thus, P and JSBST are correlated positively. 

Hypothesis Two

There is no correlation between recognition and satisfaction of business studies teachers.
Table 4.7: Pearson Correlation Table showing the relationship between recognition(R) and job satisfaction of business studies teachers(JSBST)
	
	R
	JSBST

	R
	Pearson Correlation
	1
	.888**

	
	Sig. (2-tailed)
	
	.000

	
	N
	35
	35

	JSBST
	Pearson Correlation
	.888**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N 
	35
	35


Source: Survey data, 2021 

**. Correlation is significant at the 0.05 level (2-tailed)

The Pearson Correlation result in Table 4.7 contains the degree of association between R and JSBST. From the result, the Pearson correlation coefficient, r, value of 0.888 was positive and statistically significant at (p< 0.000). This indicates that there is a significant relationship between recognition(R) and job satisfaction of business studies teachers(JSBST). 

Thus, R and JSBST are correlated positively. 

Hypothesis Three

There is no correlation between fringe benefits and satisfaction of business studies teachers.
Table 4.8: Pearson Correlation Table showing the relationship between fringe benefits(FB) and job satisfaction of business studies teachers(JSBST)
	
	FB
	JSBST

	FB
	Pearson Correlation
	1
	.901**

	
	Sig. (2-tailed)
	
	.000

	
	N
	35
	35

	JSBST
	Pearson Correlation
	.901**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N 
	35
	35


Source: Survey data, 2021 

**. Correlation is significant at the 0.05 level (2-tailed)

The Pearson Correlation result in Table 4.8 contains the degree of association between FB and JSBST. From the result, the Pearson correlation coefficient, r, value of 0.901 was positive and statistically significant at (p< 0.000). This indicates that there is a significant relationship between fringe benefits(FB) and job satisfaction of business studies teachers(JSBST). 

Thus, FB and JSBST are correlated positively. 

4.6 SUMMARY OF MAJOR FINDINGS

From the analysis of the responses obtained from the questionnaire conducted through the use of mean and standard deviation, it was discovered from table 4.3: on how promotion influences business studies teachers’ job satisfaction, that promotion creates a sense of career growth among teachers. This was proven as the statement has a mean of 3.3 and appears to be the highest among others.

Further, it was also discovered from table 4.4 on how recognition influences business studies teachers’ job satisfaction, that recognition increases teachers productivity. This was proven as the statement has a mean of 3.5 and appears to be the highest among others.

In like wise manner, it was found from table 4.5 on how fringe benefits influences business studies teachers’ job satisfaction, that fringe benefits increases teachers morale to work. This was proven as the statement has a mean of 3.5 and appears to be the highest among others.

From the hypotheses tested using Product Moment Pearson Correlation, the result showed that there is a positive significant relationship between promotion, recognition, fringe benefits and job satisfaction of business studies teachers.
4.7 DISCUSSION OF FINDINGS

The findings of this study revealed that promotion influences business studies teachers’ job satisfaction in table 4.3. This was based on the analysis which showed that promotion increases sense of responsibility of teachers, makes teachers feel reliable for greater responsibility, stimulates eagerness to work, increases teachers commitment, inculcate positive attitude towards work, and creates a sense of career growth among teachers. 

More so, the findings in table 4.4 disclosed that recognition influences business studies teachers’ job satisfaction, as recognition enhances teachers enthusiasm to work, makes teachers feel proud of their efforts, teachers get to feel appreciated through recognition, increases teachers productivity, teachers get to feel  the sense of belonging through recognition, and it motivates teachers to go extra-mile.
In table 4.5, the findings discovered that fringe benefits also influences teachers job satisfaction. This justified upon the result shown by the analysis above that fringe benefits creates avidity to work among teachers, increases teachers morale to work,  drive or arouse a stimulus to work, increases teachers performance, increases the level of workers engagement and involvement, and increases teachers passion and enthusiasm which lead to increase in output.

Furthermore, the hypothesis were tested using the Product Moment Pearson Correlation Statistical tool. The first hypothesis on table 4.6; the correlation between promotion(P) and job satisfaction of business studies teachers(JSBST) indicated that there is a positive significant relationship between promotion(P) and job satisfaction of business studies teachers(JSBST). Pearson correlation coefficient, r, value of 0.821 was positive and statistically significant at (p< 0.000).

The second hypothesis on table 4.7; the correlation between recognition(R) and job satisfaction of business studies teachers(JSBST) indicated that there is a positive significant relationship between recognition(R) and job satisfaction of business studies teachers(JSBST). Pearson correlation coefficient, r, value of 0.888 was positive and statistically significant at (p< 0.000).
The third hypothesis on table 4.8; the correlation between fringe benefits(FB) and job satisfaction of business studies teachers(JSBST) indicated that there is a positive significant relationship between fringe benefits(FB) and job satisfaction of business studies teachers(JSBST). Pearson correlation coefficient, r, value of 0.901 was positive and statistically significant at (p< 0.000).
CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATION

5.1
Summary


In this study, our focus was to examine  the correlates of job satisfaction among business studies teachers using selected secondary schools in Port-Harcourt Local Government Area as case study. The study specifically aimed at examining how promotions relates to satisfaction of business studies teachers in junior secondary school, identifying how recognition relates to job satisfaction of business studies teachers in junior secondary schools, and determining how fringe benefits relates to job satisfaction of business studies teachers in junior secondary schools.

This study was anchored on The Fulfillment Theory .

The study adopted the survey research design and conveniently enrolled participants in the study. A total of 35 responses were validated from the enrolled participants, where all respondents were drawn from business studies teachers in selected public and private secondary schools in Port-Harcourt local government of Rivers State.
5.2
Conclusion

This study has systematically inquired and analyzed important insights into the challenges and possible prospects in teaching practice that influence the student-teachers' experience. Based on the findings of this study, the following conclusions were made:

Promotion influences business studies teachers’ job satisfaction positively. Hence, promotion increases sense of responsibility of teachers, makes teachers feel reliable for greater responsibility, stimulates eagerness to work, increases teachers commitment, inculcate positive attitude towards work, and creates a sense of career growth among teachers. Thus, there is a positive significant relationship between promotion and job satisfaction of business studies teachers.
In job recognition of teachers efforts also influences their job satisfaction, Hence, recognition enhances teachers enthusiasm to work, makes teachers feel proud of their efforts, teachers get to feel appreciated through recognition, increases teachers productivity, teachers get to feel  the sense of belonging through recognition, and it motivates teachers to go extra-mile. Thus there is a positive significant relationship between recognition and job satisfaction of business studies teachers.
In likewise, fringe benefits influences teachers job satisfaction. Therefore, fringe benefits creates avidity to work among teachers, increases teachers morale to work,  drive or arouse a stimulus to work, increases teachers performance, increases the level of workers engagement and involvement, and increases teachers passion and enthusiasm which lead to increase in output. Hence, there is a positive significant relationship between fringe benefits and job satisfaction of business studies teachers.
5.3
 Recommendations
In the light of the findings and conclusions, the following recommendations are hereby proposed: 

Ministry of education and private schools management officials should ensure appropriate and concrete provision of fringe benefits such as health insurance, transport allows for teachers, as this will increase their commitment.

Relevant authorities should ensure that teachers’ remuneration is harmonized and proportionate to their competencies, extra miles commitment and qualification.

Teachers should be treated equally and should not be undermined as this will affect their self esteem.

The government and the school management should have a strategy of publicly recognizing exemplary teachers for their hard work.

Proprietors of the private schools should sponsor their teachers to further their education and also organize in- service training for their teachers 
Relevant authorities should ensure there is a functional scheme which will enhance fairness in the promotion of teachers.

5.4 Suggestion For Further Studies

This study was done on schools in Port-Harcourt Local Government Area of Rivers State. The study therefore recommends that similar studies should be replicated in other local governments, state and regions in Nigeria with the aim of establishing the factors that influence job satisfaction of secondary school teachers as a whole and not limited business studies teachers only. The study mainly focused on promotion, recognition, and fringe benefits only. However, teacher’s job satisfaction could be influenced by other factors; the study therefore recommends that other variables which influence job satisfaction of secondary school teachers should be investigated.
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APPENDIXE

QUESTIONNAIRE

PLEASE TICK [√] YOUR MOST PREFERRED CHOICE(s) ON A QUESTION OF YOUR CHOICE

SECTION A

PERSONAL INFORMATION

Gender

Male

[  ]

Female

[  ]

Ethnicity

Hausa

[  ]

Igbo

[  ]

Yoruba

[  ]

Age

20-25

[  ]

26-30

[  ]

31-35

[  ]

36+

[  ]

Marital Status

Single

[  ]

Married
[  ]

Divorced
[  ]

Widowed
[  ]

SECTION B
Please indicate the extent to which you are satisfied with the following items by ticking in any of the boxes represented by strongly agree (SA), agree (A), disagree (D) and strongly disagree (SD). 

Research Question 1: How does promotion influence job satisfaction of business studies teachers?

	S/N
	ITEM STATEMENT
	SA
	A 
	D  
	SD 

	5
	It increases sense of responsibility
	
	
	
	

	6
	It makes teachers feel reliable for greater responsibility
	
	
	
	

	7
	It stimulates eagerness to work.
	
	
	
	

	8
	It increases teachers commitment
	
	
	
	

	9
	Inculcates positive attitude towards work
	
	
	
	

	10
	It creates a sense of career growth among teachers
	
	
	
	


Research Question 2: How does recognition influence job satisfaction of business studies teacher?
	S/N
	ITEM STATEMENT
	SA
	A 
	D  
	SD 

	11
	It enhances enthusiasm to work
	
	
	
	

	12
	It makes teachers feel proud of their efforts
	
	
	
	

	13
	Teachers feel appreciated through recognition
	
	
	
	

	14
	It increases teachers productivity
	
	
	
	

	15
	Teachers feel sense of belonging through recognition
	
	
	
	

	16
	It motivates teachers to go extra-mile
	
	
	
	


Research Question 3: How does fringe benefits influence job satisfaction of business studies teachers in junior secondary schools?
	S/N
	ITEM STATEMENT
	SA
	A 
	D  
	SD 

	17
	It creates teachers avidity to work
	
	
	
	

	18
	It increases teachers morale to work
	
	
	
	

	19
	It  drive or arouse a stimulus to work
	
	
	
	

	20
	It increases teachers performance
	
	
	
	

	21
	Increases the level of workers engagement and involvement
	
	
	
	

	22
	It increases workers passion and enthusiasm which lead to increase in output
	
	
	
	


=  2.5








