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Abstract
The study investigated the relationship between Teachers’ Service Conditions and Teaching
Effectiveness of Public Secondary Schools in Anambra State, Nigeria. Four research
questions were raised and four null hypotheses were formulated to guide the study. Research
design for the study was ex-post facto. The population of the study consisted of 5082 teachers
in the public secondary schools in the state. Clustering and simple random sampling
techniques were used to select sample size of 509 teachers. One instrument; Teachers’
Service Conditions Questionnaire (TSCQ) and Teaching Effectiveness Questionnaire (TEQ)
divided into three parts were used to generate data. Research experts validated the
instruments. Cronbach Alpha statistics was used to determine the reliability of the
instruments which gave reliability coefficients of 0.81 and 0.73 respectively. Mean and
standard deviation were used to answer the research questions and simple linear regression
statistics was used to test the null hypotheses at 0.05 alpha levels. Findings of the study show
significant relationship between staff remuneration, safety measures, teachers’ promotion,
staff development and teaching effectiveness. Based on this, it was recommended that for
effective teaching, employers of labour (government) should implement the necessary service
conditions for teachers’ wellbeing and in addition adopt strategies like special
commendation, recognition and conferment of position of authority to boost teachers’ morale
and subsequently improve on their work effectiveness.

Keywords: Desirable Requisites, Teaching Effectiveness, Public Secondary Schools,
Anambra State, Nigeria

Introduction

When the secondary school teacher came into the Nigerian educational scene, he had
more prospects than his primary school counterpart. Being a secondary school teacher
requires more years of academic and professional training and his remuneration from work
are expected to be comparatively better than that of the primary school teacher. The bigger
salary notwithstanding, the secondary school teachers are faced with sets of problems which
were of different origins. These problems among others include his income and status in
society just as his primary school counterpart. Most of these problems have been traceable to
increased number of secondary schools built by voluntary agencies, private individuals and
governments which equally required increase in the number of teachers employed to match
those schools. The increased number of teachers employed in schools appeared to have had
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some negative impact on the teaching/learning effectiveness as cooperation of teachers was
no more guaranteed. Also with the debut of better paying jobs in industrial organizations,
coupled with the progressively rising cost of living, the status of an average secondary school
teacher in the society sank very low. Many of the teachers started looking for other things to
do to be able to take care of their families.

The interaction of the researchers and discussion with teachers in some advanced
countries such as: US, Europe and Asia revealed that governments look out for what is best
for teachers in terms of desirable requisites but in Nigeria teachers must fight for better
desirable requisites with the government before any answer could be given to them.  In most
cases, after such fights, the situation only worsens. In countries where teachers have good
desirable requisites, the teaching profession attracts and retains best brains. Although, the
National Policy on Education (FRN, 2013) states that no nation can rise above the caliber of
its teachers, the government seems to be paying lip service to the implementation.  If Nigeria
as a country does not have good, knowledgeable and contented teachers because of poor
desirable requisites, then they cannot have knowledgeable workforce.

Poor teaching service conditions have also led to a situation where people use
teaching as a “stepping stone” into more rewarding endeavor. Suffice it to say that concurrent
to the deteriorating work benefits for teachers was also the deteriorating students’
performance in secondary schools in the state. This was evidenced in the reports on the
performance in external examinations of our youths in West African Examination Council
(WAEC), National Examination Council (NECO), Joint Admission and Matriculation Board
(JAMB.  The percentage of students who obtained the required credits to get them admission
into universities for higher education was nothing to write home about. This poor
performance was attributed to many factors among which the teacher ranked highest. While
some observers blamed it on lack of dedication to work by teachers, others blamed it on lack
of motivation, incentives and general poor desirable requisites of Anambra State government
on teachers. Accordingly, the economic problem of teachers centre mainly around desirable
requisites and salary structures, disparity in pay, late arrival of salary and none or late
payment of allowances. These desirable requisites include remunerations, safety measures,
promotion, staff development. Staff remunerations which deal with salaries and benefits are
expected to be commensurate with staff qualification and work experience. As much as
possible, the salary and benefits to be given to a teacher in the school system depend on
government approved rates.

Theoretical Framework
The study is premised on human motivational theory of Maslow (1943) otherwise known

as theory of Maslow’s hierarchy of needs which states that there is need for human
motivation in order to harness their possible potentials in human efforts. Maslow stated that
human beings are preoccupied with need that must be met at a given time and which in
response gives birth to another need which is mostly insatiable in the long run. Maslow
(1943) gave the hierarchy of need as physiological, safety, social, esteem and self-
actualization needs. The theorist affirmed also that the satisfaction of one need automatically
leads to the next level of need. This theory is important in the understanding of the basic
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needs and the psychological needs of a person as determinants of human behaviour. This
theory deals with human needs and how people with different needs may respond to different
work situations. The theory specifies what needs energize and initiate human behaviour.
These needs, motives, incentives, goals, rein-forcers and antecedents influence the
performance of the worker. Based on the studies of motivation there has been a consensus
opinion that human beings have needs which must be met to elicit expected behaviour as
well as enhance productivity.

Satisfactory job attitude and behavior are functions of the congruence between the needs
of the individual and the characteristics of the job as evidenced in the job content, rewards
structure and the job context. When the characteristics of a job are comparable with the needs
of the employee, the employee will improve upon his effort and consequently upon
performance because he is positively motivated towards the job. The reverse happens when a
job does not satisfy the needs of the employee. The theory is relevant to this study because
the above needs are essentials to any worker including teachers who have basic needs that
must be met to enhance their productivity and whose effectiveness in teaching and learning
process could hinge on the level of motivation the employees received to satisfy their needs.
According to Etuk (2000), teachers who are instrumental to teaching will understand that
rewards and outcomes follow performance accomplishment which is teaching effectiveness.
It will also help to assume that teachers are expected to be more effective if and where the
terms of services have met with their individual needs and goals.

The relationship between staff remuneration and teaching effectiveness has been a
reoccurring decimal to educators. Studies have shown that teaching as a profession was
rarely enthusiastically chosen as a career by Nigerians owing partly to the erstwhile relatively
poor remuneration and low status of teachers (Abiri, 2009). On staff personnel management
in schools; Fabiyi (2000) noted that the Nigerian teacher is harshly treated by the very
society the teacher labours to build. Most government pronouncements concerning welfare of
teachers had been that of unfulfilled promises. Teachers have suffered severely in terms of
their welfare. Other studies such as Akpan (2006) and Arikewuyo (2009) have shown that
secondary school teachers in Nigeria are not only dissatisfied with their teaching profession
but also have poor job attitudes. Teachers see teaching as a job that has no prestige and which
does not enjoy any recognition from the public, thus teaching and learning process is carried
out with lack of commitment. One of the greatest threats to secondary education in Nigeria is
teachers’ lack of job satisfaction. In similar perspective, Kipkebut (2010) in a study on
organizational commitment and job satisfaction of employees in universities in Kenya
established that role conflict, promotional opportunities, age were some of the factors that
influenced employee intention to quit the university. Tensions in Nigeria educational system
are consequent in part upon teachers’ dissatisfaction with their jobs. Nwadiani (2008)
captures the working environment of Nigerian teachers in the following words:

Over the years, teachers have been dejected and appear to be rejected.
Their salaries are poor and not paid regularly. This state of affairs has led
to intermittent industrial actions by teachers. Teachers live from hand to
mouth. Other sections of the public tease them that their reward is in
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heaven. Teachers in Nigeria are sentenced to perpetual life of decent
poverty (p.9).

School safety is particularly a pressing issue especially in public schools.  The
incidence of violent episodes is very high in public schools than in private schools. Teachers
in public secondary schools are verbally abused by students and they also act disrespectfully
towards teachers either daily or at least once a week. The daily interactions among students
and their teachers that involve threats and intimidations, both physical and verbal affect the
academic performance of students and the effectiveness of teachers throughout the school
year (Astor, Guerra and Acker, 2010). It is often difficult for teachers to teach effectively,
when the school environment is unsafe and disorderly.

From the perspective of motivation of the workforce, it has been affirmed that
promotion is advancement of an employee from one job position to another that has a higher
job title, higher job responsibilities, a higher salary range and is associated with higher skills
or experience (Kamau, 2003). As in many profession (Ramson, 2009), stated that promotion
of teachers is directly linked to an incremental remuneration structure based on hierarchical
job group which determine upward mobility. Teacher’s promotion is an important issue in
teaching effectiveness particularly because pay levels in education unlike in the business
world are relatively fixed leaving promotion as an important reward tool through which
teachers can strive to meet standards set by their employers. Through promotion, teachers are
enabled to find roles which satisfy them at different positions in the job hierarchy reversing
possibilities of negative reaction mechanism when teachers are dissatisfied with their current
job positions.

Staff development is another factor that may affect teaching effectiveness on terms of
service either positively or negatively. Staff development according to Nakpodia (2008) is a
process for continuous updating of teachers’ knowledge, skills and interests in a chosen field.
It is a means for continuous professional growth, which encourages the extension of technical
assistance by teachers’ educators. In-service teacher education is an integral part of staff
development programme which is organized for teachers while in-service.  Nakpodia (2008)
outlined some of the benefits of in-service training of teachers to include:

 to enable teachers obtain higher academic and professional qualifications in order
to improve their positions in the school system

 to enable the teachers to be adequately equipped to meet up with the new changes
in the school system in the 21st century

These findings show that staff development unlike pre-employment training, can
affect all practicing teachers, and can thus have a wider and more immediate impact on the
effectiveness of the teaching workforce as a whole.

Statement of the Problem
Teaching profession and teachers’ welfare and remuneration in Nigeria in general

and Anambra State in particular, seem to have been for many years subjected to
controversies and it appears as if the teaching profession is almost losing its eminent place
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both to the public and to the different levels of government which invest heavily in
education. Parents too complain about the ineffectiveness and laxity of teachers resulting in
poor outcome in the secondary school system. Even though government claimed to allocate
substantial percentage of its annual budgets to education, public opinion indicate that the
enormous expenditures on education could hardly meet the needs of teachers and have been
hardly met in recent times. What appears to be a crucial problem is a conspicuous absence of
motivating personnel policies and procedures in the secondary school systems in Nigeria.
Problems of teachers in Nigeria as perceived by the teachers themselves with the researcher’s
personal experience as a teacher for many years include poor conditions of service, delays in
the payment of salaries and other emoluments to teachers. Others are lack of promotion or
advancement, staff development, lack of recognition or prestige in society and lack of
encouragement by the government policy.

Again, the quality of the school and that of the teaching personnel so permeate each
other that a vicious circle is created in analysis of their inter-relationship, for how can good
schools exist if there are no good and committed teachers? In the light of past failures,
therefore, could it be desirable to raise some salient questions like: What desirable requisites
will facilitate teaching effectiveness? What could be the relationship between teachers’
desirable requisites and teaching effectiveness? Based on these questions, identification of
desirable requisites that may relate or influence teaching effectiveness could therefore be
done elsewhere even in Anambra State.

Objectives of the Study
The aim of this study is to establish the relationship between teachers’ desirable requisites
and teaching effectiveness in Anambra State, specifically, the study sought to:

1. ascertain the relationship between staff remuneration and teaching effectiveness in
public secondary schools in Anambra State,

2. determine the relationship between teachers’ safety measures and teaching
effectiveness in public secondary schools in Anambra State,

3. determine the relationship between teachers promotion and teaching effectiveness in
public secondary schools in Anambra State,

4. examine the relationship between staff development and teaching effectiveness in
public secondary schools in Anambra State,

Research Questions: The following research questions were raised to guide the study.
(1) What is the relationship between staff remuneration and teaching effectiveness in

public secondary schools in Anambra State?
(2) What is the relationship between teachers’ safety measures and teaching effectiveness

in public secondary schoolsin Anambra State?
(3) How does teachers’ promotion relate to teaching effectiveness in public secondary

schools in Anambra State?
(4) What is the relationship between staff development and teaching effectiveness in

public secondary schools in Anambra State?
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Null Hypotheses: The following null hypotheses were formulated and tested at level of
significance of 0.05

Ho1: There is no significant relationship between staff remuneration and teaching
effectiveness in public secondary school in Anambra States.

Ho2:There is no significant relationship between safety measures and teaching  effectiveness
in public secondary schools in Anambra State

Ho3:There is no significant relationship between teachers’ promotion and  teaching
effectiveness in public secondary schools in Anambra State

Ho4: There is no significant relationship between staff development and teaching
effectiveness in public secondary schools in Anambra State

Methodology
Ex-post facto research design was used for the study because the nature of the problem of

this study suggested that the phenomena for investigation had already occurred and the
researcher needed to establish the cause and effect relationship without manipulating the
variables. A study population of 5,082 teachers in 253 public secondary schools in Anambra
State in 2013/2014 school year was used. 509 teachers from all the six zones were used as
sample representing 10% of the study population. Multistage sampling technique was used
for the study. Clustering and random sampling techniques were used in selecting the teachers
on zonal basis. The state was clustered into six zones and schools were randomly selected
from each cluster to give the sample schools. 10% of the teachers were randomly selected
from each of the school while three students were randomly selected from each of the public
secondary school sampled to assess each teacher from their school. Two instruments namely:
Teachers’ Service Conditions Questionnaire (TSCQ) and Teaching Effectiveness
Questionnaire (TEQ) were used for data collection using 4-point rating scale response of
strongly agree (4), agree (3), disagree (2) and strongly disagree (1).The instruments were
validated by research experts and the reliability of the instruments for internal consistency
was determined using the Cronbach Alpha statistics. The values of 0.81 and 0.73 were
obtained. Data generated were analyzed using simple linear regression statistical analysis. R
coefficient of +1 and R2 values were used to answer the research questions and simple linear
regression statistics was used to test the null hypotheses at 0.05 alpha levels. The
interpretations of R-coefficient and R2 values are adapted and adopted from Uzoagulu (2011)
and Muijs, 2004 in Cohen, Manion & Morrison (2011) respectively:

Table 1: Interpretation of Correlation Coefficient (R) and R2

Coefficient (r) Relationship R2 and Adjusted R2

+ .00 to + .19 Negligible or very low or very week < 0.1: poor fit
+ .20 to + .39 Slight or low or weak 0.11-0.3: Modest fit
+ .40 to + .59 Average or Moderate or fairly high 0.31-0.5: Moderate fit
+ .60 to + .79 High or strong >0.5: Strong fit
+ .80 to + 1.0 Very high or very strong

Results
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The results of the analysis based on research questions and null hypotheses are shown as
follows:
Research Question One: What is the relationship between staff remuneration and teaching
effectiveness in public secondary school?

Table 2: Result of Simple Linear Regression analysis for the relationship between staff
remuneration and teaching effectiveness (N = 502)

The R, the correlation coefficient value (.245) indicates a weak positive relationship
between the two variables. R2, the coefficient of determination (.06) shows that 6% variation
in teaching effectiveness is explained by the criterion variable (Staff Remuneration). The
result means that there is a weak corresponding linear relationship between staff
remuneration and teaching effectiveness.

Research Question Two: What is the relationship between teachers’ safety measures and
teaching effectiveness in public secondary schools?

Table 3: The result of Simple Linear Regression analysis for the relationship between
teachers’ safety measures and teaching effectiveness
Variable R R2 Adjusted R2 Decision
Teacher Safety Measures

.145 .021 .019
Very Low
Relationship

Teaching Effectiveness

The R, correlation coefficient value (.145) indicates a low positive relationship. R2, the
coefficient of determination (.021) shows that 2% variation in teaching effectiveness is
explained by the criterion variable (teachers’ safety measures). The result shows that there is
a weak corresponding linear relationship between teachers’ safety measures and teaching
effectiveness.
Research Question Three: How does teachers’ promotion relate to teaching effectiveness in
public secondary schools?

Table 4: The result of Simple Linear Regression analysis for the relationship between
teachers’ promotion and teaching effectiveness (N = 502)

Variable R R2 Adjusted R2 Decision
Staff Remuneration

.245 .06 .058 Low Relationship
Teaching Effectiveness
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Variable R R2 Adjusted R2 Decision
Teachers’ Promotion

.168 .028 .026

Very Low
relationship

Teaching Effectiveness

The R, the correlation coefficient (.168) value shows also low positive relationship.
R2, the coefficient of determination (.028) is the square value of the correlation coefficient. It
thus reveals that only 3% variation in teaching effectiveness is explained by the variable
(teachers’ promotion). The result means that there is a weak corresponding linear relationship
between teachers’ promotion and teaching effectiveness. Furthermore, there are other factors
that could be used to explain teaching effectiveness of teachers.

Research Question Four: What is the relationship between staff development and teaching
effectiveness in public secondary schools?

Table 5:The result of Simple Linear Regression analysis for the relationship between
staff development and teaching effectiveness. (N = 502)

Variable R R2 Adjusted R2 Decision
Staff Development

.122 .015 .013 Very Low relationship

Teaching Effectiveness

The R, the correlation coefficient (.122), is the linear correlation between the observed
and model predicted value of the dependent variable (teaching effectiveness). Its small value
indicates a weak positive relationship. R2, the coefficient of determination (.015) is the
squared value of the correlation coefficient. It shows that 2% variation in teaching
effectiveness is explained by the variable (staff development). The result means that there is
a weak   corresponding linear relationship between staff development and teaching
effectiveness. Moreover, there are other factors that could be used to explain teaching
effectiveness of teachers.
Testing of Null Hypotheses

Null Hypothesis 1: There is no significant relationship between staff remuneration and
teaching effectiveness in public secondary schools.

Table 6: The result of the F value of the Simple Linear Regression analysis for the
relationship between staff remuneration and teaching effectiveness

Measures Sum of
squares

df Mean
square

F-Cal. F-Crit. Decision at
P< .05

Regression
Residual

7851.967
123345.548

1
501

7851.967
246.199

31.893 3.860 * Sig.
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Total 131197.515 502
*   = Significant at P<.05

Table 6 shows a calculated-F value of 31.893 at 0.05 level of significance with 1 and
501 degrees of freedom and critical-F value of 3.86. Since the calculated-F value of 31.893 is
greater than the F-critical value of 3.86, it means that staff remuneration significantly
predicts the criterion variable which is teaching effectiveness. The null hypothesis is
therefore rejected. This means that changes in staff remuneration scores also caused changes
in teaching effectiveness. In other words, as staff remuneration increases, teaching
effectiveness also increases in the same direction.
Null Hypothesis 2: There is no significant relationship between safety measures and
teaching effectiveness in public secondary schools.

Table 7: The result of the F value of the Simple Linear Regression analysis for the
relationship between safety measures and teaching effectiveness

Measures Sum of
squares

df Mean
Square

F-Cal. F-Crit. Decision at P<
.05

Regression
Residual
Total

2748.926
128448.589
131197.515

1
501
502

2748.926
256.384

10.72 3.860 * Sig.

* Significant at P<.05

Table 7 shows a calculated-F value of 10.72 at 0.05 level of significance with 1 and
501 degrees of freedom and F-critical value of 3.86. Since the F-calculated value of 10.72 is
greater than the F-critical value of 3.86, it means that safety measures significantly predict
the criterion variable which is teaching effectiveness. The null hypothesis is therefore
rejected.  This means that changes in safety measures scores also caused changes in teaching
effectiveness. In other words, as safety measures increases, teaching effectiveness also
increases in the same direction.
Null Hypothesis 3: There is no significant relationship between teachers’ promotion and
teaching effectiveness in public secondary schools.

Table 8: The result of the F value of the Simple Linear Regression analysis for the
relationship between teachers’ promotion and teaching effectiveness
Measures Sum of

squares
df Mean

Square
F-Cal. F-Crit. Decision at

P< .05
Regression
Residual
Total

3720.817
127476.698
131197.515

1
501
502

3720.817
254.445

14.623 3.860 * Sig.

* Significant at P<.05

Table 8 shows a calculated-F value of 14.623 at 0.05 level of significance with 1 and
501 degrees of freedom and F-critical value of 3.86. Since the F-calculated value of 14.623 is
greater than the F-critical value of 3.86, it means that teachers’ promotion significantly
predicts the criterion variable. The null hypothesis is therefore rejected.  It means that
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changes in teacher’s promotion scores also caused changes in teaching effectiveness. In other
words, as teachers’ promotion increases, teaching effectiveness also increases in the same
direction.

Null Hypothesis 4: There is no significant relationship between staff development and
teaching effectiveness in public secondary schools.

Table 9: The result of the F value of the Simple Linear Regression analysis for the
relationship between staff development and teaching effectiveness

Measures Sum of
squares

df Mean
square

F-Cal. F-Crit. Decision at
P< .05

Regression
Residual
Total

1968.261
129229.254
131197.515

1
501
502

1968.261
257.943

7.631 3.860 * Sig.

* Significant at P<.05

Table 9 shows a calculated-F value of 7.631 at 0.05 level of significance with 1 and
501 degrees of freedom and F-critical value of 3.86. Since the F-calculated value of 7.631 is
greater than the F-critical value of 3.86, it means that staff development significantly predicts
the criterion variable which is teaching effectiveness. The null hypothesis is therefore
rejected. This means   that changes in staff development scores also caused changes in
teaching effectiveness. In other words, as staff development increases, teaching effectiveness
also increases in the same direction.

Discussion of Findings
The discussion of the findings is done based on variables under study.

Staff Remuneration and Teaching Effectiveness
Null Hypothesis one stated that there is no significant relationship between staff

remuneration and teaching effectiveness. The finding revealed that there was a significant
relationship between staff remuneration and teaching effectiveness in public secondary
schools. This finding is in agreement with the study by Podgursky and Springer (2010) and
Dee and Wyckoff (2013) that rigid salary schedules have serious negative consequences
including contributing to teacher shortages in areas of critical need, thus making the
profession generally unattractive to talented and potential teachers. The result is supported
also by the orientation theory of Blasé (2008) on teacher stress and burn out which examined
the factors that are instrumental in directing peoples’ choices about careers. It argues that
while needs start motivational psychology, individuals’ values of what is good, desirable and
beneficial are what governs their choices, actions and emotions. If people get what they
desire from work, they experience job satisfaction and perform better, but poor performance
and job dissatisfaction results if they do not get what they desire.  The study also agrees with
Ejiogu in Peretomode (2001) that across almost all the demographic array, monetary reward
was consistently cited as a major need of Nigerian workers, including even well-educated
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and highly placed professionals. However, the author argues that there are other factors that
could be used to explain teaching effectiveness of teachers other than monetary rewards. The
reason for this result could be that the opportunity to earn more based on effectiveness
motivates teachers to try harder or seek out additional resources to improve their
teaching.The finding of this study shows that monetary incentives like salaries can increase
teachers’ efforts in their teaching

Safety Measures and Teaching Effectiveness
The study revealed a significant relationship between safety measures and teaching

effectiveness. It is in agreement with the investigation carried out on Chicago Public Schools
(CPS) which reported that it is the quality of relationship between teachers and students and
between teachers and parents that most strongly defines safety in schools.  According to
Astor, Guerra and Acker, (2010), the daily interaction among students and their teachers that
involve threats and intimidation, both physical and verbal affect the academic performance of
students and the effectiveness of teachers throughout the school year. This finding may be
attributed to several factors like students’ riots, strikes, indiscipline etc., where the lives of
the teachers are threatened. The atmosphere for proper teaching and learning will not be
attained. Furthermore, the findings are also in agreement with what Dee and Keys (2004)
said that to encourage teachers to accept positions in high-need schools, states or school
districts may provide financial incentives commonly known as “hazard pay”. This award can
be one time, on-going can focus on recruiting and retaining teachers in these schools. As
stated in This Day Live of 26th October, 2013 by Damilola Oyedele, hazard pay was one of
the many allowances that necessitated the strike of the Academic Staff Union of Universities.
Hazard pay can therefore change teachers’ behaviour and attitude to teaching. The reason for
this result was that when schools are full of inter-ethnic conflict, bullying, sexual harassment
etc, the violent environment prevents many students from going to school and also effects the
learning process. The finding from this study has shown that safety measures in school are
paramount to effective teaching and learning

Teachers’ Promotion and Teaching Effectiveness
The study revealed a significant relationship between teachers’ promotion and

teaching effectiveness in public secondary schools. The finding was supported by the
submission of Mwamwenda (2000) in his study on secondary school teachers’ satisfaction in
Transkei, South Africa who found no significant difference between respondents when salary
was used as the criteria of satisfaction, but however, found a significant difference when
promotion was used as the criterion. It is also in agreement in the findings of Kipkebut
(2010) in a study on organizational commitment and job satisfaction of employees
established that role conflict, promotional opportunities, age were some of the factors that
influenced employee intention to quit their work. Reasons as gathered from school principals
include general dissatisfaction, lack of promotion and other financial attractions. Despite the
finding of this study, Uyanga (2002) posits that there are still other factors that could be used
to explain teaching effectiveness of teachers beside promotions. Even with promotion, some
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teachers’ attitude to work does not improve. The probable reason adduced for this finding
could be that promotion is one of the strongest motivation factors in any organization, school
inclusive. Every employee’s commitment to work and discharge of the assigned task
effectively is premised on the assumption that those efforts are recognized by the employer
and rewarded by promotion to the next level. Promotion boost the morale and raise the status
of the teacher.

Staff Development and Teaching Effectiveness
The study showed a significant relationship between staff development and teaching

effectiveness in public secondary schools.
This finding is in agreement with earlier studies conducted by Ntukidem and Etudor (2003),
Garet (2001), Darling Hammond (2000) and Zatta (2003). Their studies indicated that staff
who were exposed to training programmes performed more effectively in their classroom
jobs than those who were not. Similarly, the outcome of this study confirms an earlier finding
by Akinbode (2001) that teachers who had low commitment to the profession prior to
training became highly committed after they were given opportunity to go for in-service
training. Apparent from this finding, is that provision of staff development programme is
imperative in enhancing teaching effectiveness.

This is based on the recognition that we are living in a rapidly changing world such
that whatever knowledge and skills teachers learnt in their pre-service training becomes stale
very fast, just as new challenges and realities emerge in the socio-economic and political
environment (Mohammed, 2006). Implied in this finding is the fact that staff development
plays a very important role in raising teachers teaching performance, raising the interest of
teachers towards the subject they are teaching and the teaching profession, as well as, raising
their self confidence. To meet the needs of the challenging world, there is need for
continuous staff development programme. A well packaged staff development programme
with current issues in education is likely to further equip teachers with more techniques and
competences to discharge their duties effectively.

Conclusion
On the basis of the data analyses and findings, the following conclusions are reached,

that significant relationships existed between staff remunerations, safety measures, staff
promotions, staff development, and teaching effectiveness. This shows that these variables
are necessary and should be taken care of to have teachers perform optimally and achieve
effectiveness.  This study therefore, has contributed to the knowledge by showing specific
desirable requisites packages like teachers’ job security, teachers’ promotions in work places,
staff development as they affect infrastructural needs, teaching resources, interpersonal
relationships etc, in education and other aspects of human endeavour.

Recommendations
. From the findings, the following recommendations are made:
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1. .The employers of teachers should develop and implement necessary desirable policies
requisites for teachers’ welfare and remuneration because they would feel unhappy and
discontented when they do not derive those benefits from work

2. Government of Anambra State should boost teachers’ morale by adopting addition
strategy such as: financial incentives commonly known as “hazard pay”; given to
deserving teachers special commendation, training, recognition and appointment to
position of authority so as to encourage them improve on their work effectiveness.

3. Anambra State Government and their agencies must ensure that teachers’ job security
and protection in work place is guaranteed.

4. Teacher fundamental human right should be respected and they are to be involved in
decision making by the school authority and government.

5. The teachers in Anambra State need to be regularly provided with opportunities to
improve their knowledge of the subject they teach and the teaching skills they had
acquired in the pre-service courses they offered. Consequently, there should be staff
development or in-service training and short term training in form of seminars,
workshops and conferences where teachers can learn modern techniques applicable to
the school system to update their knowledge for effective teaching.

6. Relevant agencies of government such as: Teaching Commission and Ministry of
Education should revisit the issues of denial and delayed promotion of teachers,
promotions and other entitlements should be given to those teachers who merit it and as
at when due.
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