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ABSTRACT 
The study examined the relationship between teachers‟ retirement management and productivity in public senior secondary 

schools in Rivers State using correlational and descriptive research designs. The descriptive design facilitated the explanation of 

existing retirement management practices, while the correlational design enabled the determination of the relationship between 

retirement management and teachers‟ productivity. The population comprised 355 principals of public senior secondary schools 

in Rivers State, who were considered appropriate respondents due to their administrative roles and direct involvement in school 

management. A sample of 169 principals, representing 47.6% of the population, was selected through stratified random sampling 

to ensure adequate representation across the state. Data were collected using a 15-item each structured questionnaire titled 

“Teachers‟ Retirement Management Scale (TRMS) and Productivity Scale (PS)”, divided into demographic and research 

sections. Items were structured on a modified four-point Likert scale, with a criterion mean of 2.50. The instrument was validated 

by three experts in Educational Management at Ignatius Ajuru University of Education, Nigeria, and reliability was established 

using the Cronbach Alpha method, yielding coefficients of .981 and .950. With the assistance of trained research assistants, 151 

valid questionnaires (89.3%) were retrieved. Data were analyzed using mean and standard deviation for research questions, while 

Pearson Product Moment Correlation was employed to test hypotheses at the .05 level of significance using SPSS version 25. 

The results from the study revealed that there is significant relationship between the management of teachers‟ age, pension and 

gratuity and productivity in public senior secondary schools in Rivers State. The study recommended among others that the 

Rivers State government should adequately fund and promptly pay teachers' retirement benefits as and when due, and also 

provide incentives for teachers', with focus on productivity. 
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INTRODUCTION 

 

The productivity of teachers in public senior secondary schools is crucial for the overall 

educational outcomes in Rivers State, Nigeria. Several factors influence this productivity, among 

which the management of teacher age, pensions, and gratuities stands out. This paper examines 

how these factors impact teacher productivity, highlighting the importance of effective 

management practices in enhancing educational quality. 

The age of teachers can significantly influence their productivity. Research indicates that 

older teachers often possess greater experience and pedagogical skills, which can enhance 

student learning outcomes (Baker, 2018). However, age can also lead to decreased energy levels 

and adaptability to new teaching methods. For instance, a study by Ingersoll (2019) showed that 

while older teachers bring invaluable experience, they may resist adopting innovative teaching 

practices, which can hinder overall productivity.  

The management of teacher age through strategic professional development programs can 

help mitigate the potential downsides of aging while leveraging the experience of older 

educators. Continuous training and mentoring can rejuvenate older teachers‟ teaching 

methodologies and keep them engaged, thereby enhancing their productivity (Darling-

Hammond, 2017). 

A well-structured pension system can lead to increased job satisfaction and retention rates 

among teachers. According to Okunola (2020), teachers who feel secure about their financial 

future are more likely to invest their energies into their teaching roles. However, pension 

management has often faced challenges, including delays in payments and insufficient funding, 

which can lead to dissatisfaction and reduced productivity among educators. 

Furthermore, a study by Ugwoke (2021) revealed that teachers in states with efficient 

pension management systems reported higher levels of motivation and commitment, contributing 

positively to their productivity. Therefore, improving the management of pensions in Rivers 

State can create a more conducive work environment that fosters teacher engagement and 

effectiveness. 

Gratuity, akin to pensions, serves as a financial incentive for teachers, particularly upon 

retirement. Effective management of gratuity payments is essential for ensuring that teachers feel 

appreciated for their service, which can directly impact their productivity. According to 

Nwankwo (2019), timely and adequate gratuity payments motivate teachers to work diligently, 

knowing that their contributions will be recognized and rewarded. The irregularities and delays 

in gratuity payments have led to disillusionment among teachers. When educators are unsure 

about receiving their gratuities in a timely manner, their morale and productivity can decline 

(Eze, 2020). Thus, enhancing the management of gratuity payments is vital for maintaining a 

motivated teaching workforce. 

The interrelationship between teacher age, pension and gratuity management cannot be 

over emphasized. Teachers nearing retirement age may be particularly concerned about their 

pensions and gratuities, which can affect their performance in the classroom. In a study 

conducted by Owoeye (2021), he found that teachers who felt secure about their financial futures 

were more likely to engage actively with their students and pursue professional development 

opportunities. 

Moreover, effective management practices that take into account the unique needs of 

different age groups can foster a more cohesive teaching environment. Through investing in both 
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young and older teachers, educational authorities create a balanced workforce where experienced 

educators mentor novice teachers, thereby enhancing overall productivity (Akpan, 2022). 

 

Statement of the Problem 

 

The productivity of teachers in public senior secondary schools in Rivers State of Nigeria is 

critical for achieving quality educational outcomes. However, various factors like teacher age, 

pension and gratuity management significantly influence their productivity. Many educators face 

challenges related to age, where older teachers often possess valuable experience but may 

struggle with adapting to modern teaching methodologies. Simultaneously, inefficient pension 

management practices have led to dissatisfaction among teachers, which has over the years 

created environments where educators feel undervalued and demotivated. Additionally, delays 

and irregularities in gratuity payments contribute to financial insecurity, which further impacts 

teacher morale and productivity. 

Despite the recognition of these issues, there is a lack of comprehensive studies that 

explore the interconnectedness of teacher age, pension and gratuity management in Rivers State's 

educational landscape. This gap in research limits the ability of educational authorities to 

implement effective policies that enhance teacher productivity. Addressing these challenges is 

essential for nurturing motivated and effective teaching workforce that can significantly 

contribute to students‟ academic success. Therefore, this study aims to investigate how the 

management of teacher through their age, pensions and gratuities influences productivity in 

public senior secondary schools in Rivers State. 

 

Aim and Objectives of the Study 

 

The aim of the study is to investigate the influence of teacher age, pension, and gratuity 

management on productivity in public senior secondary schools in Rivers State. Specifically, the 

study sought to: 

 

 Ascertain how the management of teachers‟ age enhances productivity in public senior 

secondary schools in Rivers State. 

 Examine how the management of teachers‟ pension enhances productivity in public 

senior secondary schools in Rivers State. 

 Determine how the management of teachers‟ gratuity enhances productivity in public 

senior secondary schools in Rivers State 

 

Research Questions 

 

The following research questions guided the study: 

 

 How does the management of teachers‟ age enhance productivity in public senior 

secondary schools in Rivers State? 

 How does the management of teachers‟ pension enhance productivity in public senior 

secondary schools in Rivers State? 

 How does the management of teachers‟ gratuity enhance productivity in public senior 

secondary schools in Rivers State? 
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Hypotheses 

 

The following hypotheses were tested at 0.05 level of significance: 

 

 There is no significant relationship between the management of teachers‟ age and 

productivity in public senior secondary schools in Rivers State. 

 There is no significant relationship between the management of teachers‟ pension and 

productivity in public senior secondary schools in Rivers State. 

 There is no significant relationship between the management of teachers‟ gratuity and   

productivity in public senior secondary schools in Rivers State. 

 

THEORETICAL FRAMEWORK 
 

Equity Theory of Motivation 
 

In an attempt to investigate teachers‟ retirement management as a factor that correlates 

productivity in public senior secondary schools in Rivers State, the Adam's equity motivation 

theory (1963) was employed for the study. This theory is considered to be relevant for this study 

because over the years, it has been appropriate in addressing the impact of work environment, 

job security, job satisfaction, fairness, equity and condition of service on productivity in a formal 

organization.  

In applying the Adam's equity theory to the study, it is assumed that the productivity of 

teachers of public senior secondary schools is a form of behaviour that could be modified with 

focus on productivity, through the proper management of teachers retirement benefits, such as, 

the proper management of teachers age, teachers' pension, teachers' gratuity, teachers' pre-

retirement counseling, and teachers pre-retirement workshop. These are factors that borders on 

job security, job satisfaction, fairness and equity. When Adams, a workplace and behavioral 

psychologist, first put forward the equity's theory of motivation in 1963, he was working for 

behavioral research service of General Electric (GEL). The company had imposed an 11% cut on 

its hourly workers' wage, and required that they give up their scheduled raises. Even though the 

company decided to retain workers'  for three years to ensure the need for job security is fulfilled, 

and provided the required resources by upgrading equipment, the workers‟ morale went down as 

well as productivity (Ololube, 2019).The workforce perceived the pay cuts as inequitable, and 

responded accordingly. The lesson learnt from the experiment was that workers' prefer situations 

of balance or rather, people like being treated equitably in the workplace.  

Equity theory of motivation is therefore a social comparison theory, with focus on 

individual‟s perception of fairness relative to others. This theory focuses on people‟s perceptions 

of how fairly they are treated in relative to others (Peretomode, 2012). The two main 

assumptions of the equity theory of motivation as put forward by Haroldson 2016) are: 

 

 That individuals have access to social relationships the same way they have access 

economic transactions. 

 That the equity of exchange is determined by comparing one‟s own situation with that of 

others.  
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Applying these assumptions in the context of this study, there is a general discontent among  

teachers‟ that they are not fairly treated, and that their remuneration and condition of service are 

poor in relation to their workloads and in comparison to the emoluments of workers‟ of other 

departments on the same grade level in the Rivers State Civil Service. The only incentive that 

teachers‟ were meant to enjoy in the course of their career is their retirement benefits, which 

currently is allegedly unfunded due to paucity of fund as claimed by the State agents. Whereas, 

the exogenous ex-governor‟s pension and the pension of other sectors in the State are adequately 

and fully funded. This discomfort if not addressed, is capable of negatively affecting teachers' 

job satisfaction, job performance and productivity. 

 

CONCEPTUALIZATION  
 

Teachers' Retirement Benefit Calculation 
 

The Pension Reform Act (PRA) of (2014) established the Contributory Pension Scheme (CPS) 

as the legal basis for calculating retirement benefits for public sector employees across Nigeria, 

and those in state service. PRA defines retirement benefits provision, the requirement to open 

Retirement Savings Accounts (RSAs) and the structure for contributions and withdrawals. Under 

the PRA (2014), employers (including state governments) contribute a minimum of 10% of 

monthly emoluments while employees contribute at least 8% to the individual RSA managed by 

Pension Fund Administrators (PFAs).  

The contributions are based on an employee‟s monthly emoluments (e.g., basic salary 

and eligible allowances), with both employee and employer funds invested into the RSA for 

eventual retirement benefits. Retirement benefits available at age eligibility or upon retirement 

consist of the accumulated RSA funds (employee + employer contributions + investment 

returns). These may be accessed through programmed withdrawals or life annuities, depending 

on the retiree‟s chosen mode of payout and the terms set by the PFA. The exact monthly pension 

amount is calculated by actuaries and pension providers based on the size of the RSA balance at 

retirement and the payment option selected (e.g., programmed withdrawal over life expectancy).  

Although at the Rivers State level, pension laws has been domesticated and they are 

consistent with the CPS. However, there are practical issues with full compliance of contribution 

remittances and timing of benefit payments, which has affected retirement payout calculations 

and timeliness.  

The State Pension Board is responsible for overseeing teachers‟ retirement system at the 

State level, empowered to make State level legislation and reform. The State Pension legislation 

is significant for the retirement system because it sets the rule governing the system and can 

implement changes capable of improving financial health and sustainability of the system. 

 

The Concept of Productivity 
 

In the context of this discourse, the term productivity connotes teachers' effectiveness in 

fulfilling their assigned duties and achieving educational objectives. It includes factors such as, 

the quality of instruction, students' engagement, and the ability to foster a positive and conducive 

learning environment. It involves the interplay of various elements in the school, as a workplace. 

Elements which include but are not limited to motivation, job satisfaction, professional 

development opportunities, support systems, rewards, policy administration, quality supervision, 
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facilities, teacher education and conducive work environment. Teachers' productivity will be at 

optimal, when there is a synergy between most of these factors.  

Combs (2002) opined that, teachers‟ productivity and performance depend on a number 

of factors such as professional training, attitude, academic background, educational 

infrastructure, staff development, motivation and job satisfaction. He further stated that when 

these factors are present teachers‟ productivity will be at optimal, and when they are absent, 

teachers' productivity will experience a declining effect. Edo and Nwosu (2018) posited that 

productivity is the extent to which members of an organization contribute to achieving the 

objectives of the organization with the aid of other facilitators. Productivity is the aim of the 21st 

century global educational race, and teacher education and motivation can be used as 

springboard to enhancing teachers' productivity.  

In applying McGregor's theory X and Y, it is assumed that a typical human being abhors 

work, and would naturally want to dodge responsibilities if not closely super vised. By 

extension, it could be stated that possibly, most teachers' of public senior secondary schools fall 

into the theory X category. This assumption may give credence to Sule and Ezugwu (2006) 

submission that pension was introduced by employers' as a factor of motivation, control and 

productivity. 

Ololube (2019) opined that the management of the theory X workforce relies heavily on 

threat, coercion and by extension, external motivation. Pension, could thus, be likened to the 

“Carrot and Stick" approach to induce and sustain employees' productivity. Suffice it to state, 

that only those who serve meritoriously shall enjoy the retirement benefits of pension and 

gratuity. Those that are disengaged due to nonchalant attitude to work will not enjoy it. In this 

context, retirement benefits being a form of reward, which is also a factor of productivity, 

become  the „Carrot‟ dangled before the employee to induce their commitment to work, a 

commitment which in turn, enhances productivity. Therefore, for teachers' to be effective and 

efficient in delivering their job and in sustaining relative productivity, the interplay of the factors 

of motivation and job satisfaction should be given focused attention, because compensation is 

vital to the performance of employees.  

Dessler (2011) posited that Workers can only be productive when compensation is 

commensurate with work performed. Productivity as a concept is often misinterpreted with 

efficiency. However, both concepts exhibit similarity, yet they are different economic concepts. 

In the formal educational system, productivity could refer to a relationship between inputs and 

outputs, while inputs are the resources used to produce education, such as, student-teacher ratio, 

teacher education, experience,  salary, school facilities,  administrative factors, etc,  outputs are 

the products of education such as the number of students who are educated, their qualifications, 

their cognitive learning, the cultural, sporting and life skills they have obtained, and the welfare 

services provided by the schools (Marginson, 2008).  

It is important to note that output is distinct from objectives, while objectives 

encompasses the broad goal of education, for example, vocational training, intellectual, and 

physical growth of the students, etc., output, refers to the specific means by which these broad 

goals will be achieved. In classical terms, productivity can be defined as physical output per unit 

of labour time (Kendrick, 2005). Thus, talking about higher productivity requires evaluation of 

the quality and quantity of products the workers‟ had produced with the given input available to 

the workers'. School productivity, therefore, invariably refers to the results that a school system 

is achieving for a given level of inputs (Babalola, 2009), and it can be increased by increasing 
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the labour supply, the work hour and increasing wages. The bottom line therefore is that 

productivity is concerned mainly with the maximization of output. 

Nnorom et al. (2016) strongly contend that productivity is adversely affected when 

employees‟ compensation packages are not commensurate to the work they do. Hammed et al. 

(2014) posited that the main reason for an organization to plan their compensation package is to 

ensure that effective workforce is maintained, that pay is equitable and that the organization 

complies with both internal and external regulations. More so, without adequate compensation, 

targeted at retaining skilled employees and protecting them from loss of income due to health 

issues, retirement and medical benefits, many workers may lack motivation and leave their 

present jobs for jobs with better compensation. Employees' remain at their jobs when they feel 

that their efforts are commensurate with their incomes (Mayson & Barret, 2016). Since teachers' 

play vital roles in the development of skills and abilities of students who are the leaders of 

tomorrow, to recruit and retain highly qualified teachers', it is almost impossible to achieve 

without an effective compensation policy and conducive work environment (Tahmeem et al., 

2018).  

 

Teachers’ Age 
 

The term age is a natural phenomenon for all living. It is numerical, bestows status and 

eligibility, defines strength, vigour, productivity, independence, experience and recognition.  In 

Nigeria, the eligible citizenship age is 18 years. Age is one of the underlying reasons factors  for 

retirement. Employable age in Nigeria is between the ages of 18-40 years in the public sector, 

however, other sectors of the economy do not employ beyond 18- 60 years. However, the 

economic reality of Nigeria, is that even at the age of 40 years, some persons are still searching 

hopelessly for a job at the labour market. This therefore, makes it so tempting for persons who 

are employed at the age of 40-45 years, to do whatever can keep them longer on the job, be it 

legal or illegal, especially, because, one need to be in the Civil Service for more than 10 years to 

enjoy gratuity after retirement.  

Therefore, age is closely related to productivity and supporting the assumption that the 

younger the more productive. Priceton (2008) opined that productivity declines with advancing 

age, which is why the banking sector and other manufacturing and construction companies peg 

their recruitment within certain age bracket, usually between 25-40. 

Youthfulness defines vitality and vitality defines productivity. More so, a proper 

management of one‟s younger age is a predisposing factor for a stress-free retirement. The 

management will guide in the choice of investment plans, saving plans and lifestyle adjustments 

which will make teachers‟ retirement experiences better. Hence, the younger the age, the more 

productive. 

The retirement policy of the Civil Service Commission is age related. 60 years of age or 

35 years of active service. To earn the lump sum pay of gratuity; the employees should have 

spent at least 10 years in active service before retirement.  The reason for retirement at a specific 

age could be linked to the fact that workers‟ productivity would have declined considerably due 

to old age or the routine nature of the job over the years. Akonam (2002) averred that the age 

range of 55-60 years marks the period of transition from work to mandatory retirement. 

The 60 years retirement age of teachers' of public senior secondary schools was premises 

on the assumption that at the 18 years eligible age as required by the citizenship rights of 

Nigerian, an individual  would have finished secondary education, and by 24 years finish 
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University education, would serve the national service and get employed at 25 years. With this 

calculation, he would spend 35 years in service and retire.  

In spite of this submission, it could be stated that teachers retirement age may be tied to 

productivity, but the flexibility policy of teachers' retirement age could reduce the incidences of 

age-fraud amongst teachers‟ and as well enhance productivity.  Therefore, if the ageing factor is 

not properly managed in the system, the aim and goal of public senior secondary education and 

teachers' retirement system may be jeopardized.  

 

Teachers’ Pension 
 

Pension is a financial package provided for an employee's financial security at exit from active 

service. It is a monthly payment made to retired pensionable workers‟ for life.  It is one of the 

rules of engagement for teachers' of public schools, as they are statutorily required to stop their 

service to the State as the attain 60 years of age, or 35 years of active service, whichever comes 

first.  Pension is not just a policy of social security against old-age poverty amongst teachers but 

also a policy of attraction that kept most teachers' in the public school system, even in the face of 

other unpleasant conditions. Hence, pension is a statutory right of the public senior secondary 

school teachers who were employed by the State Civil Service Commission. They sign the 

retirement policy as one of the rules of engagement in Rivers State.  

 

Teachers’ Gratuity  
 

Gratuity is the total lump sum paid to pensionable workers‟ as they exit from the service. 

Armstrong (2012) defined gratuity as a lump sum award paid to an employee on cessation of his 

permanent paid employment as a reward for the sacrifices made during their productive age to 

the State or the employer. For teachers‟ in Rivers State, gratuity is part of their retirement 

benefits that comes once in a lifetime, in a lump sum, especially, for those who had spent 10 

years and above in service. It is the hope of most teachers‟ for financial security after retirement, 

especially, for those   who could not plan and save for their retirement due to poor remuneration.  

Gratuity serves as a policy of attraction and retention for public school teachers because it 

gives them hope for the future,  a hope that helps to retain them on the job in spite of their poor 

working condition, and one of the only two benefits enjoyed by teachers‟ of public schools at 

retirement. Gbitse (2011) noted that the provision of gratuity exists in order to provide 

employees with the means of surviving at retirement and having a standard of living that is 

reasonable and almost constant with what they enjoyed while in active service. It is statutorily 

required of the State government to pay gratuity to retired teachers' 30 days after retirement. 

 

METHODS 

 

The study adopted correlational and descriptive research designs, which were considered 

appropriate for examining the relationship between teachers‟ retirement management and 

productivity in public senior secondary schools in Rivers State. The descriptive design enabled 

the researcher to describe existing conditions, while the correlational design facilitated the 

determination of the degree of relationship between the study variables. 

The population of the study comprised 355 principals of public senior secondary schools 

in Rivers State. This population was considered suitable because principals serve as the chief 
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administrators of public senior secondary schools and are therefore well positioned to provide 

reliable information on teachers‟ retirement management practices and productivity. 

A sample size of 169 respondents, representing 47.6% of the population was selected 

using the stratified random sampling technique to ensure fair representation of principals across 

different strata in the state. 

The instrument for data collection was a 15-item structured questionnaire titled 

“Teachers‟ Retirement Management Scale (TRMS) and Productivity Scale (PS)”. The instrument 

was divided into two sections: Section „A‟ elicited demographic information of respondents, and 

Section „B‟ contained items addressing the research questions. The questionnaire items were 

structured using a modified four-point Likert scale of Strongly Agree (SA), Agree (A), Strongly 

Disagree (SD), and Disagree (D), weighted 4, 3, 2, and 1 respectively. A decision mean of 2.50 

was derived as the criterion for accepting or rejecting items. 

The instrument was validated by three experts from the Department of Educational 

Management, Faculty of Education, Ignatius Ajuru University of Education, Nigeria. Their 

suggestions and corrections were incorporated into the final version of the instrument. The 

reliability of the instrument was determined using the Cronbach Alpha method, which yielded 

reliability coefficients indexes of .981 and .950 for the respective scales. 

The questionnaire was administered with the assistance of two trained research assistants 

who were adequately briefed on the purpose and procedure of the study. Out of the 169 copies 

administered, 151 copies (89.3%) were successfully retrieved. 

Data collected were analyzed using mean and standard deviation to answer the research 

questions, while the Pearson Product Moment Correlation (PPMC) was employed to test the 

hypotheses at .05 level of significance. The analysis was conducted using the Statistical Package 

for Social Sciences (SPSS), version 25. 

 

RESULTS  

 

Research Question One: How does the management of teachers' age enhance productivity in 

public senior secondary schools in Rivers State? 

 

Table 1: Analysis of Mean and Standard deviation on how the Management of Teachers‟ Age 

enhance Productivity in Public Senior Secondary Schools in Rivers State 

 

S/N Management of Teachers’ Retirement Age Mean SD. Remark 

1. Teachers‟ age determines productivity and service delivery. 3.45 .91 Agree 

2. Teachers‟ age defines job prescription and efficiency 3.11 .80 Agree 

3. Teachers‟ age correlates competence in job performance 2.02 .96 Agree 

4. Teachers‟ are more efficient in instructional delivery at younger age 

than in older age.                                                                               

1.97 .97 Agree 

5. Age defines teachers‟ commitment level  3.21 .91 Agree 

 Cluster Mean 2.75 .91 Agree 

 

Data in Table 1 showed that the effective management of teachers‟ age enhances productivity in 

public senior secondary schools in Rivers State. The table revealed that Teachers‟ age determines 

productivity and service delivery (Mean=3.45, SD=0.91), that Teachers‟ age defines job 

prescription and efficiency (Mean=3.11, SD=0.80), that teachers‟ age Teachers‟ age correlates 

competence in job performance (Mean=2.02, SD=0.96), that the Teachers‟ are more efficient in 
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instructional delivery at younger age than in older age. (Mean=1.97, SD=0.97) and that Age 

defines teachers‟ commitment level (Mean=3.21, SD=0.91). Furthermore, the Cluster Mean of 

2.75 is > than 2.50 criterion Mean, indicates that the effective management of teachers‟ age, has 

potential of enhancing productivity in public senior secondary schools in Rivers State. 

 

Research Question Two: How does the management of teachers‟ pension enhances productivity 

in public senior secondary schools in Rivers State? 

 

Table 2: Analysis of Mean and Standard deviation on how the management of teachers‟ pension 

enhances productivity in public senior secondary schools in Rivers State 

 
S/N Management of Teachers’ Pension Mean SD. Remark 

6. Adequate management of teachers‟ pension funds enhances teachers‟ 

productivity. 

3.01 0.84 Agree 

7.  A well-managed pension plan enhances teachers‟ job performance. 3.05 1.02 Agree 

8. The prompt payment of pension arrears will enhance teachers‟ job 

performances. 

3.00 1.14 Agree 

9. An adequately managed pension plan will enhance teachers‟ job 

performance 

3.05 1.05 Agree 

10. The failure of pension managers in managing teachers‟ retirement saving 

account affects teachers‟ job performance. 

2.00 1.14 Disagree 

 Cluster Mean 2.82 1.04 Agree 

The information in Table 2 above revealed that respondents agree that the effective management 

of teachers‟ pension is capable of enhancing productivity in public senior secondary schools in 

Rivers State. The table revealed that adequate management of teachers‟ pension funds positively 

correlate teachers‟ productivity (Mean=3.01, SD=0.84), a well-managed pension plan enhances 

teachers‟ job performance (Mean=3.05, SD=1.02), the prompt payment of pension arrears will 

enhance teachers‟ job performances (Mean=3.00, SD=1.14), an adequately managed pension 

plan will enhance teachers‟ job performance (Mean=3.05, SD=1.05), and the failure of pension 

managers in managing teachers‟ retirement savings account affects teachers‟ job performance 

(Mean=2.00, SD=1.14). Furthermore, the Cluster Mean of 2.82 is > than 2.50 criterion Mean, 

shows an agreement between respondents' that an effective management of teachers‟ pension 

will enhance productivity in public senior secondary schools in Rivers State. 

 

Research Question Three: How does the management of teachers' gratuity enhance 

productivity in public senior secondary schools in Rivers State? 

 

Table 3: Analysis of Mean and Standard deviation on how the Management of Teachers' 

Gratuity enhances Productivity in Public Senior Secondary Schools in Rivers State 

S/N Management of Teachers’ Gratuity Mean SD Remark 

11. The payment of teachers‟ gratuity enhances teachers‟ job performance. 2.85 1.05 Agree 

12. The payment of teachers‟ gratuity does not relate to teachers‟ productivity. 2.89 0.98 Agree 

13. The payment of gratuity does not enhance teachers‟ in instructional 

delivery. 

2.90 0.88 Agree 

14. Gratuity as a form of financial incentive motivates teachers‟ towards  

delivery. 

2.85 0.96 Agree 

15. Gratuity as a form of financial incentive does not enhance teachers‟ job 

performance. 

3.01 0.92 Agree 

 Cluster Mean 2.90 0.96 Agree 
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Data in Table 3 depicted that respondents agree that the effective management of teachers' 

gratuity enhances productivity in public senior secondary schools in Rivers State. The table  

revealed that the prompt payment of teachers‟ gratuity will enhance teachers‟ job performance 

(Mean=2.85, SD=1.05), the payment of teachers‟ gratuity does not relate to teachers‟ 

productivity (Mean=2.89, SD=0.98), the payment of gratuity does not enhance teachers‟  

instructional delivery (Mean=2.90, SD=0.88), that gratuity as a form of financial incentive 

motivates teachers‟ towards quality delivery (Mean=2.85, SD=0.96), and that gratuity as a form 

of financial incentive does not influence teachers‟ job performance (Mean=3.01, SD=0.92). 

More so, the cluster mean of 2.90 is > that 2.50 criterion mean, established that respondents 

agree that there is a strong correlation between the management of teachers' gratuity and  

productivity in public senior secondary schools in Rivers State. 

 

Testing of Hypotheses 
 

H01: There is no significant relationship between the management of teachers‟ age and 

productivity in  public senior secondary schools in Rivers State. 

 

Table 4: Summary of PPMC on the relationship between the management of teachers' age and 

productivity in public senior secondary schools in Rivers State 

 

Variables N df r-cal z-ratio r-crit. Sig. P-crit Remark 

Management of Teachers'  Age 151 149 0.836 10.20 1.96 .002 .05 Significant 

Productivity 

 

Table 4 showed that the relationship between the management of teachers' age and teachers' 

productivity in public senior secondary schools in Rivers State is .836, while the R-square value 

is .698. This indicates that the management of teachers' retirement age accounts for 69.8% 

(.698*100) relationship with productivity in public secondary schools in Rivers State. The 

calculated Z-ratio value of 10.20 is greater than the R-critical value of 1.96. More so, the 

significant value of .002 < 0.05, revealing that, there is a significant relationship between the 

management of teachers‟ age and productivity in public senior secondary schools in Rivers State. 

Hence, the null hypothesis one which stated that there is no significant relationship 

between the management of teachers‟ age and productivity in public senior secondary schools in 

Rivers State was rejected and it was accepted with statistical evidence that there is a significant 

positive relationship between the management of teachers‟ age and productivity in public senior 

secondary schools in Rivers State which is statistically stated as .002<0.05. 

 

H02: There is no significant relationship between the management of teachers' pension and  

productivity in  public senior secondary schools in Rivers State. 

 

Table 5: Summary of PPMC on the relationship between the management of teachers' pension 

and productivity in public senior secondary schools in Rivers State 

 

Variables N df r-cal z-ratio r-crit. Sig. P-crit Remark 

Management of Teachers' Pension 151 149 .737 8.98 1.96 .006 .05 Significant 

Productivity 
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Table 5 revealed that the relationship between the management of teachers' pension and 

productivity in public senior secondary schools in Rivers State is .737, while the R-square value 

is .543. This indicates that the management of teachers' pension accounts for 54.3% (.543*100) 

relationship with  productivity in public secondary schools in Rivers State. The calculated z-ratio 

value of 8.98 is greater than the r-crit value of 1.96. Also, the significant value of .002 < .05, this 

implies that, there is a significant relationship between the management of teachers' pension and 

productivity in public senior secondary schools in Rivers State.  

Therefore, the null hypothesis two which states that there is no significant relationship 

between the management of teachers‟ pension and productivity in public senior secondary 

schools in Rivers State was rejected and it was statistically accepted that there is a significant 

positive relationship between the management of teachers‟ pension and productivity in public 

senior secondary schools in Rivers State which is statistically stated as .002 < .05. 

 

H03: There is no significant relationship between the management of teachers' gratuity and   

productivity in public senior secondary schools in Rivers State. 

 

Table 6: Summary of PPMC on the relationship between the management of teachers' gratuity 

and productivity in public senior secondary schools in Rivers State 

 

Variables N df r-cal z-ratio r-crit. Sig. P-crit Remark 

Management of Teachers' Gratuity 151 149 .782 9.54 1.96 .001 0.05 Significant 

Productivity 

 

Table 6 shows that the relationship between management of teachers‟ gratuity and productivity 

in public senior secondary schools in Rivers State is .782 while the R-square value is 0.611. This 

indicates that the management of teachers‟ gratuity accounts for 61.1% (.611*100) relationship 

with productivity in public secondary schools in Rivers State. The calculated Z-ratio value of 

9.54 is greater than the R-critical value of 1.96, while the significant value of .001 < 0.05, this 

implies that, there is a significant relationship between the management of teachers'  gratuity and  

productivity in public senior secondary schools in Rivers State.  

Consequently, the null hypothesis three which stated that there is no significant 

relationship between the management of teachers gratuity and productivity in public senior 

secondary schools in Rivers State was rejected and it was statistically proven that there is a 

significant positive relationship between the management of teachers‟ gratuity and productivity 

in public senior secondary schools in Rivers State which is statistically stated as .001< .05. 

   

DISCUSSION OF FINDINGS 

 

Relationship between the Management of Teachers' Age and Productivity in Public Senior 

Secondary Schools in Rivers State 

 

 The result of findings presented in Table 1, shows respondents' agreement on the level of 

relationship between the management of teachers‟ retirement age and teachers' productivity. The 

findings revealed that the management of teachers' retirement age accounts for 69.8% or 

approximately 70% relationship with productivity in public senior secondary schools in Rivers 

State. The management of teachers‟ retirement age is a key factor for enhancing productivity in 

public senior secondary schools in Rivers State. This shows that if teachers‟ age is made flexible 
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and properly managed, the incidences of age fraud among teachers' will reduce, the older 

teachers' will gladly retire and younger hands will engaged and shall inject their creativity and 

youthful vigour into the system, which shall in turn increase productivity. The result of 

hypothesis one, presented  in Table 4, where the calculated z-ratio of 10.20 is greater than the z-

critical value of 1.96, and the Sig value of .002 is <  .05, which further established that there is a 

significant relationship between the management of teachers' age and productivity in public 

senior secondary schools in Rivers State.  

This finding is supported by the views of Onyekwere and Anigbogu (2024), on the role of 

age in teachers' job performance. They posit that, age plays a major role in teachers‟ maturity, 

experience and values, and these qualities enhance teachers‟ instructional delivery, which in turn 

enhances productivity. To further buttress the relationship between teachers‟ age and teachers‟ 

productivity. Nguyen and Dang (2021) further affirmed that although ageing impairs teachers‟ 

effectiveness and causes a decline in teaching quality, if there are external rewards for excellence 

and good teaching, it may mitigate the impact of the internal variable (ageing) in such a way that 

it will cause a boost in productivity, and reverse the negative trend of ageing.  

In another submission, Lu and Luo (2023) asserted that age is as important for the 

teaching job as the job itself, because, it is concerned with teachers‟ job satisfaction and job 

performance, and that experience and maturity are age related, and plays significant role in 

teachers‟ commitment, job performance and job satisfaction, which are some major factors of 

teachers‟ productivity. These researchers‟ views on the relationship between teachers‟ age and 

teachers‟ productivity are empirical evidences supporting the findings of the study, that there is a 

statistically significant positive relationship between the management of teachers‟ age and 

productivity in public senior secondary schools in Rivers State.  

 

The Relationship between the Management of Teachers' Pension and Productivity in 

Public Senior Secondary Schools in Rivers State 

 

The result of findings presented in Table 2, revealed  respondents‟ agreement on the level of 

relationship between the management of teachers‟ pension and  productivity in public senior 

secondary schools in Rivers State. The findings further revealed that the management of 

teachers‟ pension has a 54.6 % relationship with productivity in public senior secondary schools 

in Rivers State. This implies that if teachers‟ pension is adequately planned, funded and properly 

managed, it will motivate teachers' to be more committed to their job, because they will feel 

valued, a commitment, that promises to boost teachers' productivity. The result of hypothesis 

two, presented in  Table 4, where the calculated z-value 8.98 is greater than the z-critical value of 

1.96, and the Sig. value of .006< 0.05.  

This further established that there is a significant relationship between the management of 

teachers' pension and teachers' productivity in public senior secondary schools in Rivers State. 

This finding is supported with the opinion of Adaramaja et al. (2019) that teachers‟ pension is a 

financial compensation designed for teachers‟ future financial security, and that financial 

compensation is a very significant tool for enhancing teachers‟ job performance. It was further 

stated that if teachers‟ pension is adequately funded and managed, it has the ability to boost the 

morale of teachers,' and that whatsoever boosts the morale of teachers‟ is capable of enhancing 

their job performance and productivity.  

In another similar submission, Osibanjo et al. (2014) posited that financial compensation 

is a great determinant of employees‟-employers‟ relationship and a factor that do not just binds 
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employees‟ and employers‟ together but also influences the extent to which employees‟ perform 

their duties. These are empirical evidences supporting the findings of the study that there is a 

statistically positive relationship between the management of teachers' pension and productivity 

in public senior secondary schools in Rivers State. 

 

The Relationship between the Management of Teachers’ Gratuity and Productivity in 

Public Senior Secondary Schools in Rivers State 

 

The result of findings presented in Table 3, shows respondents‟ agreement that there is a 

relationship between the management of teachers‟ gratuity and productivity. The findings 

revealed that the management of teachers‟ gratuity accounts for 61.1% relationship with 

productivity in public senior secondary in Rivers State. This submits that if teachers' gratuity is 

adequately funded and promptly paid, it will be a key motivating factor for teachers' productivity 

in public senior secondary schools in Rivers State. The result of hypothesis three presented in 

Table 6, where the calculated z-ratio is greater than the z-critical value of 1.96, and the 

Significant value of .001 < .05. This further established that there is a significant relationship 

between the management of teachers. gratuity and productivity in public senior secondary 

schools in Rivers State.  

To buttress this findings on the relationship between teachers‟ gratuity and  productivity, 

Ezigbo and Timinepere (2011) submitted that monetary rewards have significant positive effects 

on employees‟ job performance in the Nigerian public sector, and it is one of the major 

motivating factors that keep teachers‟ committed to their job in spite of the poor working 

conditions. A commitment, that is capable of enhancing productivity if properly applied. 

Yamaoh (2013) in a similar assertion posited that there is a possible relationship between 

teachers‟ rewards in the form of gratuity and teachers‟ job performance in the public schools in 

Ghana. These are some relevant views in support of the findings that there is a significant 

positive relationship between the management of teachers‟ gratuity and teachers‟ productivity in 

public senior secondary schools in Rivers State. 

 

CONCLUSION 
 

This study has basically examined the influence of teacher age, pension and gratuity 

management on productivity in public senior secondary schools in Rivers State. The findings 

indicated that effective management of pension and gratuity benefits plays a significant role in 

sustaining teachers‟ motivation, commitment, and overall productivity, particularly as they 

advance in age. While teacher age was found to influence work capacity and adaptability, the 

study revealed that adequate retirement benefit planning and timely pension administration can 

mitigate age-related challenges and enhance teachers‟ performance. Teachers who are assured of 

financial security after retirement tend to demonstrate higher levels of job satisfaction, 

dedication, and instructional effectiveness. On the contrary, poor pension and gratuity 

management contributes to anxiety, reduced morale, and declining productivity among teachers 

approaching retirement.  

The study therefore concluded that teacher productivity is not solely determined by age 

but is strongly influenced by the efficiency and transparency of retirement benefit management. 

If effective pension and gratuity systems are ensured, it helps in promoting sustained 
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productivity and improving the quality of education in public senior secondary schools in Rivers 

State. 

 

Recommendations 

 

Based on the findings of the study the following recommendations were made: 

 

 The Rivers State government should adequately fund and promptly pay teachers' 

retirement benefits as and when due, and also provide incentives for teachers', with 

focus on productivity. 

 The Rivers State Post Primary Schools Board should always have updated and 

accurate database of teachers' and sanction teachers' involved in verifiable cases of 

age fraud, and maintain an effective data base of teachers' based on age and other 

related demographic factors, for effective administration of teachers‟ retirement 

benefits. 

 Teachers‟ should make early financial plans for retirement through personal savings 

and investments to protect themselves from the frustration that may come with the 

delay and non-payment of retirement benefits. 

 The Pension Fund Managers need to assist teachers‟ enlisted in the contributory 

pension scheme to track the progress of investments of their pension funds, and have 

access to their Retirement Savings Account (RSA). Similarly, government should live 

up to its demand in pension agreement scheme. 
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