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Abstract
The study examined the impact of promotion as a personnel policy for teacher retention and
efficiency among secondary school teachers in South-Eastern Nigeria. The study sought to
provide answers to three research questions and three hypotheses. The design of the study
was descriptive survey which was carried out “ex-post-facto”. There were three objectives
pursued by the study, which also formed the basis of the research questions. A sample of two
thousand six hundred (2,600) teachers in one hundred and thirteen (113) schools from a
population of twenty five thousand nine hundred and seventy six (25,976) were drawn from
secondary schools in Abia, Anambra, Ebonyi, Enugu and Imo States of Nigeria through
stratified random sampling, using a multistage cluster sampling technique which divided
South-Eastern States of Nigeria into twenty one (21) Education zones. Data were collected
using a questionnaire titled “Personnel Policy Implementation Teacher Retention
Questionnaire (PPITRQ)”. The reliability of instrument was determined using Pearson’s
Product Moment correlation which is an index of 0.81, this is considered adequate for the
study. Data collected were analyzed using frequency distribution, means scores, standard
deviation and pooled mean for the research questions while Z-test statistics was used for the
test of hypotheses at 0.05 level of significance. The study revealed that, personnel policy
implementation of promotion enhanced teacher performance on the job and has positive
impact on teacher retention among secondary schools in South Eastern Nigeria. The study
recommended merit and due process in the promotion of teachers. More so, unnecessary
delays in the implementation of staff promotion should be discouraged.

Keywords: Promotion, Personnel Policy, Teacher Retention and Efficiency, Secondary
School, South-Eastern Nigeria

Introduction

Staff promotion has become one of the vital personnel policies across organizations.
The capacity of promotion to motivate and enhance the performance of the staff members
may not be over-emphasized. In this context, promotion is a motivational instrument for
effective workforce performance and retention. According to Ezugoh and Ofojebe (2010)
motivation is defined as a complex socially learned pattern of behaviour involving situations,
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needs, desires, mechanisms, and results. It embraces all factors in an employee’s
development to accomplish personal as well as organizational goals. According to
Peretomode (1991) motivation is the process of influencing or stimulating a person to take
action that will accomplish desired goals. However, teachers’ motivation is a way of
empowering teachers in the occupation. It involves the perceptions, variables, methods,
strategies and activities used by the management for the purpose of providing a climate that
is conducive to the satisfaction of the various needs of the employees, so that they may
become satisfied, dedicated and effective in performing their tasks. In education, teachers
should be motivated in order to boost their productivity, effectiveness, efficiency and
dedication in performing their tasks, which will enhance their retention and efficient service
delivery in the educational system. This will also enhance the realisation of educational
objectives when retaining qualified teachers (Chukwu, 2012).

Retention on the other hand, connotes a state where by employees of their own
volition decide to work and stay with their organizations. Humans are the core element of the
organization as observed by (Mamoria and Rao, 2012). Consequently, teacher retention
initiatives are most often based on the recognized need to keep in classrooms those teachers
who are qualified and utilize effective teaching strategies demonstrated by increased
students’ achievement year after year. Whereas some of the dynamics of retention cannot be
controlled, e.g. promotion, retirement, training and development, fringe benefit,
pension/gratuity, maternity and paternity leave form parts of the variables that effectively
address the reasons for teacher attrition and increase the likelihood that a high quality teacher
who increases student achievement will stay in the field. According to Edem (2003) teacher
retention refers to the government or organizational ability to keep and sustain its teaching
personnel and faculty members as long as their services are needed. Teacher retention is the
degree to which the current teachers of a school organization remain with the teaching
profession over a given period of time. In order to encourage or persuade staff to remain in
the school to improve the standard of secondary education, the school authorities establish
and implement clear policies on promotion, staff development, mode of payment and process
and social needs of teachers as well as assign reasonable duties and to teachers. In the light of
this fact, therefore, teachers should be given attention and the necessary provisions for
enabling conducive environment for their retention.

Armstrong (2005) agrees that retention plan should be based on the analysis of why
people work, why they leave the organization, and why they choose one employer over
another, and that retention strategy should address each of the areas in which lack of
commitment and dissatisfaction can arise. For instance, problems can arise because of
uncompetitive, inequitable or unfair pay system. Armstrong (2005) also concur that the main
incentive strategy for retention is prompt and regular payment of adequate salaries in today’s
competitive employment market if organizations are to employ and retain the talents they
need. Alliance for Excellent Education, (2002) states that special educators have indicated
that they were more likely to stay in teaching when their workload is manageable, their
school was supportive of staff and students, when paper work does not interfere significantly
with their teaching. Retaining staff in special education, Math’s and Science, particularly in
urban and rural areas and in the early years of their professional lives when they are most
vulnerable tolearn the field, is a good step in developing high quality, relevant teachers who
can increase achievement of all students. Ikediugwu (2005:86) states that working condition
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is said to be normal where personnel policies, workload, class size, personal consideration,
teaching and extra class load, and physical condition stimulate and encourage the teaching-
learning process. While schools continue to struggle to retain their teachers, many struggles
to address working conditions, isolating teachers from peer, denying then basic materials,
inundating them with non-instructional duties; provide them with limited input regarding
these designs and organization of the school and offering limited opportunity for professional
growth and development that are due to teachers.

There is no single or one way definition for the term promotion. Definitions may vary
with societies and situations. Promotion means a motivational instrument for effective work
force performance and retention. The upward movement is based on years of experience,
qualification and achievement. Teachers’ promotion is growth and advancement in a cadre or
rank and with it is financial benefits and recognition (Nwankwo, 2005). It is a major role of
personnel policies to ensure that secondary school teachers are promoted as and when due.
Regular promotion is likely to motivate teachers to be more productive and effective. A
promotion may be within a department, between department and division of an organization
and may result in a little change. Ogunnu, (2000:103) defined promotion thus: It deals with
upward reassignment given to an employee in the organization to occupy higher position
which command better status and/or pay keeping in view the human resources of the
employees and job requirements. This function according to Ogunnu (2000) covers:

1. Overseeing the implementation of demotion policies and procedures.

2. Formulating equitable, fair and consistent promotion policies and
procedures.

A synthesis of these definitions posits that promotion is an approval of change of an
existing position to a higher position along with an increased pay of an employee as result of
significant change in the duties and responsibilities of that position. Promotion often results
in a pay grade increase and a little change and higher productivity. The National Policy on
Education (2013:51) stretched the idea further that “promotion opportunities will be created
at every educational level to allow for professional growth at each level. Action on the
harmonization of teacher’s conditions of service will be sped up “consequently, school
administrators and the public should be properly informed on the position of the teachers in
the society so that their image will be taken on esteem and thus raise their status through an
improved condition of service.

In similar view, Onyene (2001:85) investigated issues in incentive administration for
effective workforce retention: a study of some primary school teachers in Aguata Council
Area and findings revealed that: “It is unfortunate that 80% of the total personnel during
promotion exercise in the country today, protest and even take extreme measures like strikes
to get the authority respond. Eight percent of teachers who attended sandwich courses for
position upgraded after course. About 56.7% of the teachers could be on one level for over
seven years. They explained that even when unions executively do bargaining, upgrading is
still a personal issue, and hence it is not easy. Well over 94% of teachers’ salary grade at
level 12 to be inimical to productivity”.
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From the findings of this study, it can be perceived that the educational authorities o
not do much with the professional upliftment of teachers who get-re-trained by any means.
Rather they, at worst, become apathetic to their profession just as they could constitute logs
in the system’s wheel of development.

Teacher retention strategies refers to those efforts, plans or tactics employed by the
school management to maintain a working environment, which supports current teaching
staff in remaining in the teaching profession (Edem, 2003). However, strategies that will
enhance teacher retention in educational system as identified by Fadokun (2004); Fredrikson
(2004); Nwosu (2011) and Chukwu (2012); include the following: staff development and
training, promotion as at when due, participatory decision making, good working conditions;
remunerations and salaries, job security, recognition of teachers’ profession (teacher
professionalization), conducive working environment, provision of adequate instructional
materials/teaching aids, financial rewards, awards, teacher’s scholarship, sponsorship of both
local and international seminars, conferences and workshop participations as it is done in
both fields. It is in the light of the above that this paper is designed to examine the impact of
promotion as a personnel policy for teacher retention and efficiency among secondary school
teachers in South-Eastern Nigeria.

Statement of the Problem

Despite the various policy interventions that has been put in place by the States to
retain teachers, which include the single spine pay policy, minimum wage policy and the
best-teacher award scheme, many teachers continue to leave the teaching career for other
professions every year due to poor remunerations, overlook ofthose that have qualified for
promotion, consistent  politicizing of promotion, poor promotion prospects, and poor public
image, poor staff development programme, irregular payment of the salaries and allowances,
including general dissatisfaction on policies guiding the teaching job. Other challenges
include; poor school facilities, disagreement with administrative policies and personnel and
inability to meet higher professional standards. Concerned by the prevailing level of attrition,
and the apparent paucity of research studies relating to teacher retention, this researcher
considered it imperative to fill this void by embarking on the present study empirically.

Purpose of the Study

The central objective of this paper was to investigate the extent to which personnel policy
implementations of promotion encourage teachers to stay on the job among secondary
schools in South-Eastern states of Nigeria. To this extent the study pursued the following
specific objectives;

1) To ascertain the extent of government consistency in the implementation of
promotion as a personnel policy for teacher retention among secondary schools in
South East Nigeria;

2) To determine whether the personnel policy implementation of promotion influences
secondary school teachers to remain on the job;

3) To find out whether delay or denial of promotion influences the rate of attrition
among -secondary school teachers in South East Nigeria.

Research Questions
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Below is the research questions posed for the study;

1) What is the extent of government consistency in the implementation of promotion as
a personnel policy for teacher retention among secondary schools in South East
Nigeria?

2) To what extent does the personnel policy implementation of promotion influence
secondary school teachers to retention on the job?

3) To what extent does the delay/denial of promotion influence the rate of attrition
among secondary school teachers in South East Nigeria?

Null Hypotheses

The following hypotheses are formulated to guide the study;

Ho1: There is no significant difference between the mean ratings of male and female teachers
on government consistency in the implementation of promotion as a personnel policy
for teacher retention among secondary schools in South East Nigeria.

Ho2: There is no significant difference between the mean ratings of male and female teachers
on the extent to which personnel policy implementation of promotion influences
secondary school teachers to remain on the job.

Ho3: There is no significant difference between the mean ratings of male and female teachers
on the extent delay or denial of promotion influences the rate of attrition among
secondary school teachers in South East Nigeria.

Methodology
Descriptive survey design was adopted in this study. The study areas covered all the

public secondary schools in South-Eastern States of Federal Republic of Nigeria. The South-
Eastern States of Nigeria is made up of five (5) states namely: Abia, Anambra, Ebonyi,
Enugu, and Imo States and they are one of the six (6) geopolitical zones that make up of
thirty six (36) states in Nigeria. The population of this zone is predominantly Christians and a
negligible number of people practice some form of African traditional religion. The language
of the people is Igbo; although people of South Eastern States have interest in education
system as well as to see their wards/children go to school. Hence the researcher chose to
carry out the study, basically on the impact of promotion as a personnel policy
implementation for teacher retention among secondary schools in the South-Eastern States of
Nigeria.

Further still, South-Eastern States has twenty one (21) education zones, namely; Aba,
Ohafia, Umuahia, Onitsha, Ogidi, Aguata, Nnewi, Otuocha, Awka, Ebonyi central, Ebonyi
North, Ebonyi South, Nsukka, Obollo-Affor, Awgu, Agbani, Udi, Okigwe, Orlu and Owerri
respectively. There are ninety-five (95) Local Government Areas in South-Eastern States of
Nigeria.  The population of the study consist of twenty five thousand nine hundred and
seventy six (25,976) teachers in the one thousand nine hundred and eight (1098) secondary
schools across the five (5) states in South-Eastern States of Nigeria. Total sample size for this
study is two thousand six hundred (2,600) teachers from the one hundred and thirteen
secondary schools (113) selected by stratified random sampling using multi-stage random
sampling techniques to obtain 10% from the population of male and female teachers across
the five (5) states in South-Eastern States of Nigeria. The instrument used for data collection
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was questionnaire, generally consisted of both Likert-type scale, which required the
respondents to tick their responses from given options-titled personnel policy implementation
teacher retention questionnaire (PPITRQ) which was developed through extensive literature
reviewed in the relevant areas. The Pearson’s Product Moment Correlation Coefficient
Statistic was used to obtain the reliability. A reliability index of 0.81 was obtained which was
considered adequate for the study.

A total number of Two Thousand six hundred (2,600) questionnaires were
administered to teachers in the one hundred and thirteen (113) selected schools across twenty
one (21) education zones in South-Eastern States of Nigeria. The researcher used
questionnaire because of the large number of respondents and also responding to
questionnaire is time saving. The questionnaires were administered by the researcher and five
(5) trained assistants to ensure that copies of the questionnaire got to the respondents at the
right time and that each respondent answered one set of questionnaire. In each of the one
hundred and thirteen (113) selected schools, two thousand four hundred and eight (2,408)
teachers who were capable, and could give the needed responses promptly were purposively
selected by the researcher and five (5) trained research assistants and were given a set of
questionnaire each to respond to. Some of the respondents completed and submitted their
questionnaires the same day while others asked the researcher and five (5) trained research
assistants to come for it later. The research assistants were trained for the research work and
were further briefed by the researcher on the purpose and method of administering the
instrument. All in all, the collected questionnaires were used for the analysis.Data collected
were answered using frequency distributions, mean scores, pooled mean and standard
deviation (SD) while the hypotheses were tested using Z-Test statistics at 0.05 level of
significance.

Results:

The data for this study as generated from the questionnaire was answered using frequency
distribution; means scores, pooled mean and standard deviation as shown below.

Research Question 1: What is the extent of government consistency in the implementation
of promotion as a personnel policy for teacher retention among secondary schools in South
East, Nigeria?

Table 1: Mean Scores, Standard Deviation and Pooled Mean of Teachers onlevel of
government consistency in the implementation of promotion as a personnel policy in
secondary schools in South East Nigeria

S/
N

Items SA
(4)

A

(3)

D

(2)

SD

(1)

SD Pooled
mean
& SD

1 There is insincerity on the part
of government in the
implementation of promotion as

563 786 910 149 6579 2.73 0.81
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a personnel policy in secondary
schools.

2.72

0.91

2 Promotion has become highly
politicized.

596 799 1001 021 6795 2.82 0.82

3 I am long overdue for
promotion but cannot predict
when my promotion will be
approved.

568 706 904 230 6428 2.64 071

4 Many governments only use
promotion as a campaign
slogan.

600 759 999 50 0732 2.80 0.83

5 Personnel policy of promotion
is far from been
dulyimplemented.

547 671 1100 90 6491 2.70 0.86

Decision Range:

Mean of 2.50 and above is considered significant which below 2.50 is not considered
significant. As shown on Table one the level of government consistency in the
implementation of promotion as a personnel policy for teacher retention in secondary schools
in South East Nigeria reveals as follow; there is insincerity on the part of government in the
implementation of promotion as a personnel policy in secondary schools (2.73), Promotion
has become highly politicized (2.82), Many governments only use promotion as a campaign
slogan (2.80). Hence, the pooled mean is (2.72) and standard deviation is (0.91) respectively.
Thus, teachers are in opinion that if government consistent in the implementation of
promotion as a personnel policy will influence their retention in secondary schools in South-
East Nigeria.

Research Question 2: To what extent does the personnel policy implementation of
promotion influence secondary school teachers to remain on the job?

Table 2: Mean Scores, Standard Deviation and Pooled Mean of Teachers on whether
the implementation of promotion influences secondary school teachers to remain on the
job.

S/
N

Items SA
(4)

A
(3)

D

(2)

SD

(1)

SD Pooled
mean
& SD

6 Our school has not implemented
any promotion since I came to
this school as a teacher.

600 800 900 108 6708 2.79 0.89

7 For over the years as a classroom 604 803 700 301 6526 2.71 0.93
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teacher I have not received my
promotion letter.

2.69

0.81
8 Promotion exercise done annually

encourages teachers and gives
them a sense of relevance in the
society.

580 606 900 322 6260 2.60 0.99

9 Lack of promotion opportunity
retards teachers’ development
and professionalism in teaching.

601 703 800 299 6412 2.67 0.99

10 Annual promotion boosts
teachers’ morale and motivates
them to stay on the job.

509 800 600 418 6378 2.65 0.89

Decision Range:

Mean of 2.50 and above is considered significant while below 2.50 is not considered
significant. Therefore, as shown on table 2 the various personnel policy implementations of
promotion that encourage teachers to stay on the job among secondary schools in South-
Eastern states of Nigeria include, our school has not implemented any promotion since I
came to this school as a teacher (2.79), over the years as a classroom teacher I have not
received my promotion letter (2.71), promotion exercise done annually encourages teachers
and gives them a sense of relevance in the society (2.60), lack of promotion opportunity
retards teachers development and professionalism in teaching  (2.67) and Annual promotion
boost teachers morale and motivate than to remain on the job (2.65). Hence, the pooled mean
is (2.69) and standard deviation is (0.81) respectively. Thus, teachers are in opinion that
personnel policy implementation of promotion will influence their retention on the job in
secondary schools in South East States, Nigeria.

Research Question 3: To what extent does the delay or denial of promotion influence the
rate of attrition among secondary school teachers in South East Nigeria?

Table 3: Mean Scores, Standard Deviation and Pooled Mean of Teachers on whether
delay or denial of promotion influences the rate of attrition among secondary school
teachers in South East Nigeria.

S/
N

Items SA
(4)

A
(3)

D
(2)

SD
(1)

SD Pooled
mean
& SD

11 I will seriously consider
seeking for a job elsewhere if
I am denied my promotion
unjustly.

601 790 900 117 6691 2.75 0.88
2.77
0.85

12 Some secondary school
teachers leave the teaching

506 800 906 136 6612 2.75 0.88
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teacher I have not received my
promotion letter.

2.69

0.81
8 Promotion exercise done annually

encourages teachers and gives
them a sense of relevance in the
society.

580 606 900 322 6260 2.60 0.99

9 Lack of promotion opportunity
retards teachers’ development
and professionalism in teaching.

601 703 800 299 6412 2.67 0.99

10 Annual promotion boosts
teachers’ morale and motivates
them to stay on the job.

509 800 600 418 6378 2.65 0.89

Decision Range:

Mean of 2.50 and above is considered significant while below 2.50 is not considered
significant. Therefore, as shown on table 2 the various personnel policy implementations of
promotion that encourage teachers to stay on the job among secondary schools in South-
Eastern states of Nigeria include, our school has not implemented any promotion since I
came to this school as a teacher (2.79), over the years as a classroom teacher I have not
received my promotion letter (2.71), promotion exercise done annually encourages teachers
and gives them a sense of relevance in the society (2.60), lack of promotion opportunity
retards teachers development and professionalism in teaching  (2.67) and Annual promotion
boost teachers morale and motivate than to remain on the job (2.65). Hence, the pooled mean
is (2.69) and standard deviation is (0.81) respectively. Thus, teachers are in opinion that
personnel policy implementation of promotion will influence their retention on the job in
secondary schools in South East States, Nigeria.

Research Question 3: To what extent does the delay or denial of promotion influence the
rate of attrition among secondary school teachers in South East Nigeria?

Table 3: Mean Scores, Standard Deviation and Pooled Mean of Teachers on whether
delay or denial of promotion influences the rate of attrition among secondary school
teachers in South East Nigeria.
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job because of uncertainty of
their promotion.

13 Unjust denial of promotion
does not encourage
professional growth.

600 700 1008 100 6618 2.75 0.88

14 Teachers whose promotions
are delayed or denied become
less motivated.

586 791 1006 025 6752 2.80 0.82

15 Denial of one’s promotion
increases the rate of truancy
among teachers.

594 800 999 015 6789 2.82 0.82

Decision Range:

Mean of 2.50 and above is considered significant while below 2.50 is not considered
significant. Therefore, as shown on table 3 above delay or denial of promotion influences the
rate of attrition among secondary school teachers in South East Nigeria based on the
following results: I will seriously consider seeking for a job elsewhere if I am denied my
promotion unjustly (2.75); some secondary school teachers leave the teaching job because of
uncertainty of their promotion (2.75). Unjust denial of promotion does not encourage
professional growth (2.75). Teachers whose promotions are delayed or denied become less
motivated (2.80), and denial of one’s promotion increases the rate of truancy among teachers
(2.82). Hence the pooled mean is (2.77) and standard deviation (0.85) respectively. Thus,
teachers are in opinion that delay/denial of promotion does not encourage them to remain on
the job in secondary schools in South East, Nigeria.

Test of Hypotheses

<Ho1: There is no significant difference between the mean ratings of male and female
teachers on government consistency in the implementation of promotion as a personnel
policy for teacher retention among secondary schools in South East Nigeria.

The result of the analysis of data with Z-Test statistic is presented on Table 4.

Table 4: Z-Test Statistics Analysis on Male and Female Teachers’ Responses Regarding
Personnel Policy Implementation of promotion as a personnel policy for
teacher retention among secondary schools in South East Nigeria.

Source of Variation N Variance SD DF z-cal z-
crit

Level
of
sig.

Male 1047 2.75 0.8464 0.92
2407 1.61 1.96 NSFemale 1361 2.69 0.7921 0.89

NS= Not significant
Z=1.61, df=2407, p 0.05
Result Ho6= Accepted
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Table 4 shows the summary of Z-Test statistic of promotion as a personnel policy for
teacher retention among secondary schools in South East Nigeria as responded by male and
female teachers’. The r esult shows that the z-cal (1.61) is less than the z-critical (1.96) with
degree of freedom of 2407 at 0.05 level of significance. Hence the null hypotheses is
therefore accepted which states that there is no significance difference between male and
female teachers’ responses on promotion as a personnel policy for teacher retention among
secondary schools in South East Nigeria. Thus, male and female teachers agree on the
government consistency in the implementation of promotion as a personnel policy for teacher
retention among secondary schools in South East Nigeria.

Null Hypothesis 2: There is no significant difference between the mean ratings of male and
female teachers on the extent to which personnel policy implementation of promotion
influences secondary school teachers to remain on the job.

The result of the analysis of data with Z-Test statistic is presented on Table 5.

Table 5: Z-Test Statistic Analysis on Male and Female Teachers Responses on the
extent to which personnel policy implementation of promotion influences
secondary school teachers to remain on the job

Source of Variation N Variance SD DF z-cal z-
crit

Level
of sig.

Male 1047 2.71 0.81 0.90
2407 1.78 1.96 NSFemale 1361 2.65 0.7744 0.88

NS= significant
Z=1.78, df=2407, p 0.05
Result Ho4= Accepted

Table 5 shows the summary of Z-Test statistic on the extent to which personnel
policy implementation of promotion influences secondary school teachers to remain on the
job as responded male and female teachers. The result shows that z-cal (1.78) is less than z-
critical (1.98) with a degree of freedom of 2407 at 0.05 level of significance. Hence the null
hypotheses is therefore accepted which states that there is no significance difference between
male and female teachers responses on the extent to which personnel policy implementation
of promotion influences secondary school teachers to remain on the job.

Null Hypotheses 3: There is no significant difference between the mean ratings of male and
female teachers on the extent delay or denial of promotion influences the rate of attrition
among secondary school teachers in South East Nigeria.

The result of the analysis of data with z-test statistic is presented on Table 6.

Table 6: Z-test Statistics Analysis on Male and Female Teachers Responses on the
extent delay or denial of promotion influences the rate of attrition among
secondary school teachers in South East Nigeria.

Source of Variation N Variance SD DF z-cal z- Level
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crit of sig
Male 1047 2.74 0.8281 0.91

2407 0.536 1.96 NSFemale 1361 2.72 0.8281 0.91

NS=  Not significant
Z=0.536, df=2407, p 0.05
Result Ho5= Accepted

Table 6 shows the summary of Z-Test statistic on the extent delay or denial of
promotion influences the rate of attrition among secondary school teachers in South East
Nigeria as responded by male and female teachers. The result shows that the z-cal (0.536) is
less than the z-critical (1.96) with a degree of freedom of 2407 at 0.05 level of significance.
Hence the null hypotheses is therefore accepted which states that there is no significant
difference between male and female teacher’s  responses on the extent delay/denial of
promotion influences the rate of attrition among secondary school teachers in South East
Nigeria.

Discussion of Findings

The findings were discussed in accordance to the research questions and hypotheses that
guided the study.

The findings from the research question one and hypothesis one revealed that
government consistency in the implementation of promotion as a personal policy will
influence teachers’ retention among secondary schools in South East, Nigeria. The study also
discovered that there is no significant difference between male and female teachers’
responses on promotion as a personnel policy for teachers’ retention among secondary
schools in South-East Nigerian. These findings agree with work of Franker (2004) whose
states that major professional incentive as a promotion, tenure, sabbatical level enhanced
professional retention. NPE (2004), that promotion opportunities will create at every
educational level to allow for professional growth at each level. Nwachukwu (2007) adds that
regular promotion is likely to motivate teacher to be more productive and efficient and Edem
(2003) whose states that retention refers to the government or organizational ability to keep
and sustain its teaching personnel on the job.

In respect of findings from research question one and hypothesis two as responded by
the teachers indicates that implementation of personnel policy as a promotion will influence
them to remain on the job and its effective job performance in South East secondary schools,
Nigeria. On the test of hypothesis two it was discovered that there is no significant difference
on the opinion of the teachers. This findings strongly agreed with alliance for excellent
education (AEE, 2002) that states, they were more likely to stay on intending job when their
workload is manageable, Ogunn (2000) who states that it deals with upward reassignment
given to an employee in the organization to occupy higher position with command better
status and Armstrong (2005) whose agrees that retention plan should be based on the analysis
of why people work why they leave the organization and why they choose one employer over
another and that retention strategies should address each of the area in which lack of
commitment and dissatisfaction can arise.
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While research question three and hypothesis three discovered that delay/denied of
promotion of staff hinder the effectiveness of teachers job retention in South East States
secondary school, and male and female teacher agree based on their responses that
implementation of promotion policy will influences them to remain on the job and its job
performance among teaching staff in secondary schools in South East States, Nigeria.
Furthermore, the test of the hypothesis three revealed that there is no significant difference
on the responses of male and female teachers in secondary schools in South East, Nigeria.
These finding strongly agreed with the work of Ogunnu (2000), that formulation of equitable
fair and consistent promotion policies and procedure influence teacher job retention and
reduced and reduced the indices of delay/denial/syndrome in secondary schools in South East
State, Nigeria. The overall interpretations therefore, agree that implementation of promotion
policies will help to influence teachers’ retention and its job performance in South East States
secondary schools, Nigeria.

Conclusion
The results from this study have implications for the educational practice in the

following ways. The present need for effective personnel policy implementation and teacher
retention is perhaps as a result of first, a nationwide expansion in educational system and
second to make education despite this expansion, resourceful and productive enterprise for
the nation and its citizens. The national budget on education is quite a substantial one indeed
and this is perhaps because of the high premium placed on education. There must therefore
be a justification for the enormous spending and this justification can only be seen by the
quantitative and qualities of the educational system to produce effective and efficient
practical manpower to manage the nation’s economy and save it from unproductive result.
This result may be achieved if employers of labour ensure the effective formulation and
implementation of personnel policies that can motivate their employees (teachers) to remain
on the job.

In this context therefore, if teachers’ conditions of service is improved upon
especially with respect to promotion they could remain on the job. A more transparent and
articulate measures need to be put in place to facilitate fair and effective distribution
promotion incentives thereby enhancing the efficacy of the teaching profession thereby
encouraging others to enroll into the teaching profession in the secondary schools in South
Eastern States in particular and Nigeria in general.

Recommendations
Based on the findings of this study and its educational implication, the following
recommendations are made:
1) Effort should be made by both federal and state governments as major stakeholders in

secondary school education to implement effective policy of promotion, that will
enhance teacher performance on the job and retention among secondary schools in
South-Eastern States in particular and Nigeria as a whole.

2) There is need to give the issue of promotion closer attention so that all those who
merited it will enjoy it without delays or denials.

3) The government should discourage the politicization of promotion in the public
service and more especially among secondary school teachers.
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4) All promotions should also be accompanied with the corresponding pay package if it
objective of achieving retention among teachers is to be realized.
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