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ABSTRACT 

The study investigated the relationship between Performance Management Practices and Teachers job 

satisfaction in public senior secondary schools in Rivers State. Seven research questions and seven null 

hypotheses were formulated to guide the study. Correlation survey design was used. Population of the study 

was two hundred and eighty-six (286) principals from two hundred and eighty-six (286) public senior 

secondary schools in Rivers state. The sample size was one hundred and sixty eight (168) principals drawn 

from the schools using stratified random sampling technique. Two questionnaires titled “Performance 

Management Practices Scale (PMPS)” and “Teachers’ Job Satisfaction Scale (TJSS)” was used to collect data. 

The two instruments were structured on a four point Likert Scale. The instruments were validated by the 

researchers’ supervisors and two other experts in the area of Measurement and Evaluation, department of 

Educational Psychology, Faculty of Education, University of Port Harcourt. The research questions were 

answered using Pearson Product Moment Correlation Coefficient (r) while all hypotheses were tested with the 

corresponding test of significance of (r) at 0.05 level of significance. The findings of the study revealed that 

there is no significant relationship that exist between work environment management practices, performance 

management practices and teachers’ job satisfaction in public senior secondary schools in River State, Nigeria. 

This study concludes that effective Principal’s personnel management practices will positively enhance 

teachers’ job satisfaction in public senior secondary schools in Rivers State, Nigeria. The researcher 

recommended among others that principals should collaborate with teachers, State government, the Ministry of 

Education and other educational stakeholders to establish a supportive school environment and implement 

strategic plans that can improve school operation and enhance teachers’ satisfaction in public senior secondary 

schools in Rivers State, Nigeria. 

Keywords: Principal, Personnel, Management Practices, reward management practices, retention 

management, teacher, jobs satisfaction, and Rivers State. 

 

INTRODUCTION  

Personnel management within an educational institution is fundamentally administered by the school's 

administrative body, with the principal serving as the pivotal leader. As the executive head of the school, the 

principal is charged with the crucial task of implementing effective personnel management practices. These 

practices are essential in empowering teachers—who are indispensable human resources to fulfill their 

responsibilities with both efficiency and enthusiasm. The significance of personnel management within an 

organization cannot be overstated. It aims not only to attract and retain a talented cohort of educators but also to 

reward and nurture their development. By cultivating a highly motivated workforce, the institution ensures that 
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its team contributes meaningfully to achieve the overarching educational objectives at both the institutional and 

national levels. 

In secondary schools, principals emerge as the key agents of transformation. Their effectiveness as leaders is 

instrumental in enhancing teachers' job satisfaction, which subsequently influences their overall effectiveness in 

the classroom. Principals establish clear expectations for both teachers and students, shaping an environment 

ripe for transformative practices. They are akin to invisible gatekeepers or chief executive officers at the school 

level, tasked with creating innovative methodologies that facilitate teachers in executing their duties smoothly. 

A pivotal consideration is that teachers can only operate effectively when they experience genuine job 

satisfaction (Aja-Okorie, 2016). 

Job satisfaction holds paramount importance in any organization, and the degree to which teachers are satisfied 

directly impacts their job performance, which in turn correlates with the academic success of their students. The 

level of satisfaction may be reflected in a teacher's active engagement in the daily operations of the school. This 

satisfaction translates into a sense of fulfillment, deriving from the overall efficiency of their work. It 

encompasses various elements such as recognition, competitive salary, professional status, praise, and 

appreciation—factors that significantly contribute to an individual's overall work environment. 

Defining teachers' job satisfaction involves assessing the sense of fulfillment, comfort, and joy they derive from 

their teaching responsibilities. This sense of satisfaction often coexists with deep commitment, serving as an 

indicator of a teacher's readiness to strive toward achieving the defined goals and objectives of education. A 

satisfied teacher not only adheres to the professional and ethical standards of the teaching profession but also 

embodies an essential agent of progress within both the educational setting and society as a whole. As they 

impart valuable knowledge to students, these students, in turn, enhance societal growth. Thus, the caliber of 

education is intricately linked to the effectiveness of teachers. Conversely, a teacher contemplating departure 

from the profession may have encountered diminished satisfaction, coupled with increasingly negative 

perceptions of teaching as a career. A cornerstone of personnel management is the cultivation of healthy and 

productive relationships among school leaders, students, administrators, parents, and teachers. Establishing 

such rapport fosters an enabling environment conducive to learning and teaching alike. Consequently, the 

quality of education delivered in both the school and the wider society hinges upon teachers' dedication, the 

positive representation afforded to them, and their collective readiness to engage in their work (Armstrong, 

2001). Teachers represent a vital human resource within the educational landscape. Their unique qualities, 

dedication, enthusiasm, experiences, and specialized skills are of paramount importance. As the stewards of the 

school environment, principals bear the essential responsibility of adding value and supporting teachers in their 

endeavors through strategic personnel management practices. These approaches are instrumental in fostering 

the development of educators and achieving the school's overarching goals and objectives. 

In the context of Nigeria, secondary education plays a highly significant role, positioned as the stage that 

bridges primary education and tertiary education. This educational phase primarily caters to adolescents, 

equipping them with vital skills and knowledge as they transition into adulthood. The effectiveness of teachers 

is often gauged by their workload and the extent to which they fulfill their responsibilities within both the 

school and external environments, influencing both the teaching-learning process and the subsequent academic 

achievements of students. Thus, the level of teacher performance serves as a crucial indicator of overall job 

satisfaction. 

The school environment serves as the primary workplace for educators, though it is important to recognize that 

teaching and learning may also occur beyond the confines of the classroom. The work environment 

encompasses all physical and emotional aspects of the workplace, including safety measures and resources 

designed to facilitate the successful realization of institutional goals and objectives. 

Secondary schools: Meaning and concept 
Schools are places where teachers and students come together to learn. They are officially recognized by law 

and serve to socialize individuals. A secondary school is a type of school that provides education after 

elementary or primary school. This level of education is meant for teenagers and young adults, preparing them 

for further education and helping them build important skills and knowledge. 
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According to Nigeria's National Policy on Education (2013), secondary education occurs after primary 

education and before higher education. This type of school, often called high school in developing countries, 

typically serves children ages 11 to 18, who are referred to as students. 

Concept of Principal Personnel Management Practices and teachers job satisfaction. In every educational 

institution, there must be a designated administrative leader. Therefore, the principal serves as the primary 

administrator and overall manager of a secondary school, whether it is a senior secondary section or a junior 

secondary section, as seen in some states in Nigeria like Rivers State. The principal is viewed as an individual 

within the school who openly oversees both the teachers and students. They affirm or reject specific behaviors 

and teaching frameworks through the way they effectively promote their organizational elements. Not only 

does the principal guide the work of those they oversee, but they also function as the sole connection between 

the school and the teachers, non-teaching staff, and students. The principal acts as a supervisor who coordinates 

school activities by monitoring other teachers to enhance educational delivery. They are also a curriculum 

innovator who leads efforts in curriculum development and, most importantly, in improving instruction 

(Nkang, 2012). 

Effective management is a crucial element that all organizations must implement to ensure efficiency. 

Management can be described as the use of leadership skills to provide direction or principles regarding the 

daily operations of an organization. Conversely, Personnel Management refers to the systematic organization of 

employees using established guidelines that govern their work processes, leading to efficacy and fulfillment of 

the organization's objectives, while simultaneously offering job satisfaction to the workers, who are vital to 

production. Practices of Personnel Management are significant in various environments, whether in churches, 

schools, or industries; when the well-being of staff is prioritized, it motivates them to perform efficiently and 

achieve the organization's goals. The management approaches implemented within an organization directly 

influence its productivity, therefore, the manner in which the school manager or principal oversees their staff is 

essential for the school's development. There are tools or techniques that school management teams should 

adopt to promote effective teaching among educators and to foster job satisfaction, contributing to a successful 

teaching and learning environment. High-quality personnel management practices will boost performance and 

should exhibit strong levels of distinctiveness, consistency, and consensus that foster a supportive 

organizational atmosphere. Nonetheless, these practices need to be put into action, and there must be a positive 

perception regarding the implementation of personnel management strategies within the educational 

framework. Work environment and teachers job satisfaction: Meaning, concept, and indicators. The work 

environment is a multifaceted concept that encompasses the intricate system of work, the thoughtful design of 

job roles, the overall conditions under which employees operate, and the interpersonal dynamics that unfold 

among colleagues and supervisors in an organization. When the work environment is nurturing and supportive, 

it fosters a sense of comfort and dedication among teachers, enhancing their commitment to the vital task of 

educating students. In such an atmosphere, teachers often conclude their instructional endeavors with a 

profound sense of satisfaction, as the teaching process flows smoothly without undue stress, ultimately 

yielding fruitful outcomes. This conducive setting not only benefits teachers but also promotes an easier and 

more effective learning experience for students, facilitating deeper understanding and engagement. 

The relationship between the work environment and teachers' job satisfaction is crucial, as it directly influences 

their attitudes and performance in their roles. Essential provisions—such as access to basic amenities, 

appropriate instructional materials, and a friendly rapport among staff—serve as catalysts for enhancing 

teachers' performance, thereby enriching their job satisfaction. When teachers feel fulfilled in their work, they 

are better equipped to handle the challenges and demands inherent in teaching, such as managing heavy 

instructional materials or enduring long periods of standing or sitting. A positive work environment allows 

teachers to view these difficulties as manageable rather than burdensome, reinforcing a productive and 

supportive atmosphere for both educators and learners. As Tuanmat and Smith (2000) suggest, employee 

performance is intricately linked to both external environmental factors and the overarching organizational 

climate. Gie (2000) emphasizes that the physical work environment comprises a variety of tangible elements, 

constructing the atmosphere in which employees operate. Furthermore, Hurley et al. (2000) highlight that the 

work environment encompasses all conditions surrounding an employee's workplace, significantly shaping 
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their ability to fulfill their job responsibilities. Herzberg, as noted by Ardana et al. (2009), corroborates that 

both physical and non-physical aspects of the environment impact job satisfaction—alongside factors like 

compensation, promotional opportunities, and the specific characteristics of the job itself. In alignment, 

Annakis et al. (2011) found a significant and positive correlation between work environment and job 

satisfaction, reinforcing the notion that a well-designed environment can also enhance overall performance. 

Compensation structures play a vital role in motivating employees and can manifest in various forms, serving 

as a crucial form of positive reinforcement. Material compensation extends beyond mere financial rewards like 

salaries, bonuses, and commissions; it also includes physical amenities such as parking facilities, 

communication tools, and ergonomic office spaces, alongside diverse benefits like pensions and health 

insurance. On the other hand, social compensation relates closely to the human need for interaction and 

collaboration with peers. The effectiveness of these compensation strategies greatly influences employee 

recruitment, motivation, productivity, and turnover rates, necessitating the proactive engagement of school 

heads or principals to ensure both material and non-material forms of compensation meet employee 

expectations. When workers find their needs effectively met, their enthusiasm for their roles soars, leading to 

heightened commitment and performance. 

Employees engage in their work driven by a hierarchy of needs, where the fulfillment of foundational needs 

paves the way for the emergence of higher-level aspirations. Implementing sound management practices and 

principles is essential to fostering employee job satisfaction across various dimensions—satisfaction with the 

job itself, salary levels, promotional pathways, relationships with superiors, and camaraderie with colleagues. 

Concept of Performance management practices and Teachers' job satisfaction. 

Performance is how employees behave at work to help their organization achieve its goals. Negative behavior 

can slow down progress and hinder growth. Nakpodia (2010) defines teacher job performance as measuring 

how well teachers do their jobs. Adeyemi (2009) adds that we can evaluate a teacher's performance by looking 

at how it supports the effectiveness of the institution. Job performance relates to how well an employee can 

complete tasks assigned to them. Performance management aims to boost motivation, engagement, and overall 

job satisfaction among teachers. It helps managers and teachers work together to meet educational goals. 

Performance management is an ongoing process that improves how teachers perform in schools. It involves 

planning, monitoring, and organizing to help teachers develop their skills and job satisfaction. Regularly 

reviewing progress is also important. 

Involving teachers in decision-making can enhance their performance. When teachers participate in choices 

about curriculum, resource management, and extracurricular activities, they become more committed. Schools 

are stronger when teachers demonstrate integrity, open-mindedness, and technological skills. To improve 

teacher performance, it's important to identify strategies suitable for each teacher's subject and willingness to 

grow. Monitoring performance ensures fairness in coaching and focuses on achievements. Evaluations occur at 

both individual and organizational levels, considering targets, results, and behaviors. Teacher performance 

appraisals are based on clear principles. They assess current performance to identify areas for improvement. 

These appraisals encourage teachers to improve both the quantity and quality of their work. 

Statement of the Problem 

Principals are responsible for creating a positive work environment and implementing effective personnel 

management practices in secondary schools. These measures aim to support teachers in performing their duties 

effectively. However, it has been observed that teachers in public senior secondary schools in Rivers State are 

dissatisfied with their teaching roles. This dissatisfaction is evident through their lateness to work, irregular 

class attendance, engagement in unrelated business activities during school hours, and failure to complete the 

curriculum on time. These factors suggest a significant level of job dissatisfaction among teachers, which may 

be linked to poor personnel management practices by school principals. The school should serve as a 

development ground for human capital, but deficiencies in management have adversely affected both the 

educational outcomes and increased the dropout rate amongst students. Additionally, there has been a rise in 

social vices historically associated with public senior secondary schools in Rivers State. This increase may be 

connected to the apparent disconnect between principals' performance management practices and teachers' job 

satisfaction. Despite the perceived lack of connection between the independent variable (principals' personnel 
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management practices) and the dependent variable (teachers' job satisfaction), it is evident that this disconnect 

contributes to low productivity among teachers in public senior secondary schools in Rivers State. Therefore, 

this study aims to investigate the relationship between performance management practices and teachers' job 

satisfaction in these schools. 

Aim and Objectives of the Study  

The aim of this study investigated Performance Management Practices and Teachers job satisfaction in public 

senior secondary schools in Rivers State.  Specifically, the objectives of the study are to: 

1. examine the relationship between work environment management practices and teacher job     satisfaction 

in public senior secondary schools in Rivers State. 

2. determine the relationship between performance management practices and teachers' job satisfaction in 

public senior secondary schools in Rivers State. 

Research Questions 

This study was guided by the following research questions: 

1. What is the relationship between work environment management practices and teachers job satisfaction in 

public senior secondary schools in Rivers State? 

2. What is the relationship between performance management practices and teacher job satisfaction in public 

senior secondary schools in Rivers State? 

   Hypotheses 

1. There is no significant relationship between work environment management practices and teachers job 

satisfaction in public senior secondary schools in Rivers State. 

2. There is no significant relationship between performance management practices and teachers' job 

satisfaction in public senior secondary schools in Rivers State. 

 

METHODOLOGY 

This study adopted a correlational survey design. The population comprised all public senior secondary schools 

in River State. There are two hundred and eighty-six (286) principals representing two hundred and eighty-six 

(286) public senior secondary schools in Rivers State. The sample of this study comprised one hundred and 

sixty-eight (168) principals. A stratified random sampling technique was adopted for this study. Two self-

structured questionnaire was used for the collection of data. Two measuring scales titled: “Performance 

Management Practices Scale (PMPS)” and “Teachers Job Satisfaction Scale (TJSS)” were used to elicit 

information from the respondents. The validity of instruments was established by two (2) experts from 

Measurement and Evaluation in the department of Psychology, Faculty of Education, University of Port 

Harcourt for scrutiny, corrections, suggestions, and modifications. To ascertain the reliability of the instrument 

of this study, the Cronbach Alpha method was used by the researcher with the use of SPSS. The primary 

method of data collection was in form of a structured questionnaires to elicit information on the subject matter. 

All the research questions were answered using Pearson Product Moment Correlation Coefficient (r), while all 

hypotheses were tested with the corresponding test of significance of (r) at 0.05 level of significance. 
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RESULTS 

Research Question 1: What is the relationship between work environment management practices and teachers 

job satisfaction in public senior secondary schools in River State? 

Hypothesis (Ho1): There is no significant relationship between work environment management practices and 

teachers job satisfaction in public senior secondary schools in River State. 

Table 4.2.1: Pearson Product Moment Correlation Showing the Relationship between work environment 

management practices and teachers job satisfaction in public senior secondary schools in River State. 

Variables n df R P (Sig.) Decision 

Work 

Environment 

Management 

Practices  

 

Teachers' Job 

Satisfaction  

168 

 

 

 

 

 

168 

166 -0.076 0.132 Accepted Ho1 

 

(Not Significant) 

 

P > 0.05 

Decision Rule: 0.00 – 0.19 = Very Low, 0.20 – 0.39 = Low, 0.40 – 0.59 = Moderate, 0.60 – 0.79 = High, 

0.80 – 1.00 Very High 

To answer the research question, results from Table 4.1 produced a correlation coefficient, ‘r’ of -0.076; which 

apparently means there is no relationship between work environment management practices and teachers job 

satisfaction in public senior secondary schools in River State.   

For hypothesis tested, Table 4.1 also revealed that r of -0.076 is not significant with P > 0.05 because the 

calculated probability value of 0.132 is greater than the critical probability value of 0.05. Therefore, the null 

hypothesis is accepted. By implication, there is a no significant relationship between work environment 

management practices and teachers job satisfaction in public senior secondary schools in River State. 

Research Question 2: What is the relationship between performance management practices and teacher job 

satisfaction in public senior secondary schools in River State? 

Hypothesis (Ho2): There is no significant relationship between performance management practices and 

teachers' job satisfaction in public senior secondary schools in River State. 

Table 4.2.2: Pearson Product Moment Correlation Showing the Relationship between performance 

management practices and teachers' job satisfaction in public senior secondary schools in River State. 

Variables n df R P (Sig.) Decision 

Performance 

Management 

Practices 

 

Teachers' Job 

Satisfaction  

168 

 

 

 

 

168 

166 0.038 0.742 Accepted Ho2 

 

(Not Significant) 

 

P > 0.05 

Decision Rule: 0.00 – 0.19 = Very Low, 0.20 – 0.39 = Low, 0.40 – 0.59 = Moderate, 0.60 – 0.79 = High, 

0.80 – 1.00 Very High 

To answer the research question, results from Table 4.2 showed a correlation coefficient, ‘r’ of 0.038; which 

suggest that there is a very low relationship between performance management practices and teachers' job 

satisfaction in public senior secondary schools in River State.   

For hypothesis tested, Table 4.2 also revealed that r of 0.038 is not significant with P > 0.05 because the 

calculated probability value of 0.742 is greater than the critical probability value of 0.05. Therefore, the null 

hypothesis is accepted. By implication, there is no significant relationship between performance management 

practices and teachers' job satisfaction in public senior secondary schools in River State. 
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DISCUSSION OF FINDINGS 

Work Environment Management Practices and Teachers Job Satisfaction 
The first finding of the study revealed that there is no relationship between work environment management 

practices and teaschers job satisfaction in public senior secondary schools in River State. Also, there is a no 

significant relationship between work environment management practices and teachers job satisfaction in 

public senior secondary schools in River State. The finding contradicts Hurley et al., (2000) who said that the 

work environment is the condition of everything around an employee work place that ids able to influence him 

in carrying out his job. The influence of work environment on teachers’ job satisfaction can suggest the 

attitudes of teachers when carrying out their duties. Provision of basic amenities, instructional materials, 

cordial relationship among staffs/teachers will ignite teachers performance which will also breed teachers job 

satisfaction, being satisfied with their jobs mean teachers can tolerate all the excesses or hazards that can be 

encountered during and after teaching, hazards such as lifting up heavy instructional materials, standing or 

sitting for too long in the course of teaching may be ignored and seen as nothing by a satisfied teacher because 

of the work environment that is conducive and also teachers-learners friendly. Also, Herzberg in Ardan et al 

(2009) who stated that physical and non -physical environments are factors that affect job satisfaction in 

addition to compensation, promotion, and characteristics of the job concerned. Physical and non-physical 

environments are factors that affect job satisfaction in addition to compensation, promotion and characteristics 

of the job concerned. 

Performance Management Practices and Teachers' Job Satisfaction  

The second finding of the study showed that there is a very low relationship between performance management 

practices and teachers' job satisfaction in public senior secondary schools in River State.  Similarly, there is no 

significant relationship between performance management practices and teachers' job satisfaction in public 

senior secondary schools in River State. The finding corroborates Nyembezi, (2009) who observed that the 

Performance management begins with planning because with the help of planning objectives to be achieved are 

mapped out easily for effectiveness and achievement of goals/objectives which comes as a result of the planned 

performance of teachers, (Nyembezi,2009) states that goals setting is an important aspect of performance 

planning. In the phase of planning both the superior and the subordinates come together and work as a team to 

plan and set goals together according to their capability and not ambiguous goals they cannot achieve instead 

achievable goals. Assessing objectives through feedback, teachers performance would be assessed through the 

appraisals thereby feedback will be gotten from their superiors based on their performance and the teachers 

will be rewarded according to their work (performance) there will be positive reinforcement such as reward 

and those with poor performance will be queried and counselled against such behaviour/performance, this will 

trigger positive performance in teachers if their performance is been managed effectively by the school 

managers/ administrators and in return it will enhance personal development of teachers as they will be vast in 

their area of specialization and the achievement of educational objectives.  

 

CONCLUSION 

The findings of the study indicate that there is no significant relationship between work environment 

management practices, performance management practices, and teachers' job satisfaction in public senior 

secondary schools in River State. However, there is a significant relationship between reward management 

practices, retention, and teachers' job satisfaction in these schools. Consequently, it can be said that the 

application of principal personnel management practices is moderately related to teachers' job satisfaction in 

public senior secondary schools in River State. 

 

RECOMMENDATIONS  
Based on the findings of the study, the following are hereby recommended: 

1. School administrators should establish a supportive and empowering atmosphere for educators by 

consistently supervising them, which would improve their skills and effectiveness. It would also foster 

positive interpersonal relationships, teamwork, and motivation within the system to accomplish school 

objectives. 
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2. Local, state, and federal governments, educational planners, and secondary school administrators should 

implement effective promotion strategies to guarantee that teachers fulfill their responsibilities. 
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