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Abstract  

The study investigated the staff training and performance appraisal practices adopted by 

principals for teachers’ retention in public secondary schools in Ebonyi State. The study was 

guided by two research questions and two hypotheses were tested at 0.05 level of 

significance. The population of the study comprised 4,379 respondents made up of 233 

principals and 4,146 teachers in public secondary schools in Ebonyi State. Multistage 

sampling procedure was used to draw sample size of 893 respondents made up of 47 

principals and 846 teachers. The instrument for data collection was researcher-developed 

questionnaire titled ‘‘Staff Training and Performance Appraisal Practices for Teachers 

Retention Questionnaire (STPARQ)’’. The instrument was validated by three experts 

comprising two lecturers from the Department of Educational Management and Policy, and 

the other a specialist in Measurement and Evaluation all from the Faculty of Education, 

Nnamdi Azikiwe University, Awka. Cronbach alpha was used to determine the reliability of 

the instrument which yielded reliability coefficients of 0.75 and 0.81 for clusters I and II 

respectively with overall coefficient of 0.78. The researcher together with five research 

assistants collected data for the study using the direct approach method and 98% return was 

recorded. Mean and standard deviation were used to answer the research questions, while t-

test was used in testing the hypotheses. The findings of the study revealed among others that 

staff training practices are adopted by principals for teachers’ retention in public secondary 

schools in Ebonyi State. It was also found out that there is no significant difference in the 

mean ratings of principals and teachers on the staff performance appraisal practices of 

principals for teachers’ retention in public secondary schools in Ebonyi State. Based on the 

findings, it was recommended among others that Ministry of Education should develop, 

enforce and monitor the implementation of quarterly training programmes for teachers 

through making available funds to school principals to increase the frequency of workshop, 

seminars and conferences for teachers. 

 

Keywords: Training, Performance Appraisal, Teachers’ Retention, School 

 



International Journal of Advanced Academic Research | ISSN: 2488-9849 

Vol. 7, Issue 9 (September, 2021) | www.ijaar.org  

 

41 
 

Introduction  

Education is a verifiable tool for eradicating illiteracy and poverty in society by equipping 

individuals with sound knowledge and requisite skills. It also enables individuals to develop 

positive attitudes and also enlightens them on their rights in society. Okaforcha and 

Okeke(2020) stressed that education is a veritable tool for acquiring relevant knowledge, 

skills, attitude, and values to enhance development of one’s character and potentials for self-

reliance and overall development of the society. The learners receive formal education in a 

structured environment characterized by organized curricular. One of the educational 

institutions with organized curricular is the secondary school.  

 Secondary education which serves as intermediate between primary and tertiary levels 

of education is designed to ensure the preparedness of individuals for further studies, self-

reliance, active participation in societal affairs and meaningful contribution to the 

development of the society. Ohia (2019) noted that secondary education provides 

opportunities for primary school leavers to acquire more knowledge; develop their skills and 

prepare to either enter tertiary institutions or explore the possibilities to acquire practical skills 

that will make them be self-reliant and eventual employers of labour. In recent times, the 

secondary school curriculum has been re-designed to remove irrelevant items and include 

new ones that could march the taste of time (Chukwueze, 2021).  The new secondary school 

curriculum has brought changes and innovations in school subjects and teaching 

methodology. One of the ways to keep teachers abreast with the new trends, innovations and 

changes in the school curriculum is training.  

 Training is a motivational tool that could improve the loyalty, dedication, and 

commitment of secondary school teachers. Ereh and Ette (2019) stressed that training of 

human resources may be the key to the success of any organization if meaningful input is to 

be made through continuous updating of information, knowledge, technology and 

innovations. Training and retraining of teachers are essential, especially with the frequent 

changes in education policies and innovation in the school system (Nnebedum, Nwanga and 

Odoh, 2020). This is an indication that the teaching profession demands continuous 

development of knowledge and skills to meet changes and reforms in the education sector. 

This can be achieved through training practices. Such training practices include in-service, 

conferences, refreshers’ courses/retreats, workshops and seminars among others (Adi, Agbe, 

Odeh and Tyokyaa, 2019). Training, therefore, could motivate teachers, give them a sense of 

pride and make them work more enthusiastically. This is in line with Hassan, Qamar, Jaffir 

and Suhail (2013) who argued that when staff are made to undergo training, they feel that the 

organization is interested in developing their career and this could lead to their job retention. 

One of the means of determining the impact of training on teachers is through their 

performance appraisal.  

 Performance appraisal refers to activities carried out by principals to evaluate staff 

duties in order to improve their expertise. According to Khatete and Macharia (2020), 

performance appraisal involves a teacher sitting down with the principal to set targets, 

establish strategies, evaluate the attainment of the target, provide feedback and also identify 

their weaknesses and planning support measures for their professional development. Staff 

performance appraisal provides information to guide staff to improve on their job. Several 

staff performance appraisal practices could be adopted by secondary school principals. 

Oguama, Onodugo and Agu (2019) asserted that staff performance appraisal practices 

include; assessment centres, behaviourally anchored rating scales (BARS), human resource 

accounting method, 360 degree performance appraisals and management by objectives 
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(MBO). Kagema and Irungu (2018) averred that teachers’ performance is appraised based on 

how they prepare schemes of work, lesson plans and whether they follow the syllabus, ability 

to make learning and teaching aids and effective use of time in class. Performance appraisal 

practices can help to identify the professional needs of teachersfor proper guidance which can 

enhance their job retention.  

 Several scholars and authors conceptualized job retention in various ways. Oden, 

Ekpe and Peter (2019) define job retention as the steps or practices put in place to motivate 

staff and encourage them to stay in the organization to prevent competent and valuable 

workers from leaving their job. It is the act of keeping the workforce of an organization. 

Anachuna and Obi (2021) defined job retention as the condition of attracting and enabling the 

teachers to work and remain within the school organization before retirement. Teachers’ job 

retention is the practice of inducing staff to stick to teaching profession for long period of 

time and retire when due. The issue of teacher retention in public secondary schools in 

Ebonyi State has become a source of worry. Some public secondary school teachers in 

Ebonyi State seem to abandon teaching job to pursue other professional responsibilities 

outside the educational system. This is supported by, Okwendi and Nwidag (2015) who 

stressed that there is departure of large numbers of secondary school teachers in Nigeria, 

Ebonyi State inclusive over a period. The figures obtained from Ebonyi State Secondary 

Education Board (2021) reported that the numbers of teachers retention for the year 2017, 

2018 and 2019 were 4,814, 4,565 and 4,301 and the attribution figures were 189, 249 and 264 

respectively. This indicated an increasing rate of secondary school teachers’ attribution in 

Ebonyi State which may partly be attributed to irregular training of teachers.  

 The supports for teachers’ training seems to be rare and this could be seen from the 

fact that some teachers in public secondary schools in Ebonyi State appear to teach with 

outdated and insufficient knowledge and skills which threaten their job retention in secondary 

schools. Chukwueze (2021) observed that some secondary school teachers in Nigeria cannot 

implement newly designed curricular and do not possess the professional skills and 

competency to teach newly introduced subjects like entrepreneurial subjects and computer 

courses probably due to the fact that they are rarely exposed to training programme. Some 

secondary school teachers’ achievements and weaknesses are rarely identified probably due 

to irregular appraisal of their job. Some teachers in public secondary schools are rarely 

permitted to embark on further professional development due to insufficient teachers to fill 

the gap in their absence.  Some teachers who have the prospect of not being trained may 

easily abandon the teaching profession for any other occupation at any given opportunity. If 

not addressed urgently, it could hamper educational development efforts of promoting 

academic, social and moral excellence in secondary schools in the State. Based on this, the 

problem of this study posed in question form is training and staff performance appraisal 

practices adopted by principals for teachers’ retention in public secondary schools in Ebonyi 

State? 

Purpose of the Study 

The purpose of the study was to determine the staff training and performance appraisal 

practices adopted by principals for teachers’ retention in public secondary schools in Ebonyi 

State. Specifically, the study sought to find out: 

1. Staff training practices adopted by principalsfor teachers’ retention in public secondary 

schools in Ebonyi State.  
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2. Staff performance appraisal practices adopted by principals for teachers’ retention in 

public secondary schools in Ebonyi State.  

Research Questions   

The following research questions guided the study 

1. What are the staff training practices adopted by principals for teachers’ retention in public 

secondary schools in Ebonyi State?  

2. What are the staff performance appraisal practices adopted by principals for teachers’ 

retention in public secondary schools in Ebonyi State?  

Hypotheses  

The following hypotheses were tested at 0.05 level of significance 

1. There is no significant difference in the mean ratings of principals and teachers on the 

staff training practices adopted by principals for teachers’ retention in public secondary 

schools in Ebonyi State.  

2. There is no significant difference in the mean ratings of principals and teachers on the 

staff performance appraisal practices adopted by principalsfor teachers’ retention in 

public secondary schools in Ebonyi State.  

Method 

Descriptive survey research design was adopted for the study. The population of the study 

comprised 4,379 respondents made up of 233 principals and 4,146 teachers in public 

secondary schools in Ebonyi State. The sample size for this study comprised 893 respondents 

made up of 47 principals and 846 teachers drawn using multistage sampling procedure 

involving proportionate stratified and simple random sampling techniques.  

 A structured instrument titled ‘‘Staff Training and Performance Appraisal Practices 

for Teachers Retention Questionnaire (STPARQ)’’was used for data collection.  The 

instrument was developed by the researchers from literature review and consultation with 

experts in the field. STPARQ has cluster I and II. Cluster 1 had nine items on training 

practices and cluster II had eight items on performance appraisal practices totaling 17 items.  

All the items in the instrument are structured on a four point rating scale of Strongly Agree 

(SA), Agree (A), Disagree (D); Strongly Disagree (SD) weighted 4, 3, 2 and 1 respectively.  

 The instrument was face validated by three experts who are lecturers, two from the 

Department of Educational Management and Policy and one in Measurement and Evaluation 

in the Department of Educational Foundations, all in the Faculty of Education, Nnamdi 

Azikiwe University, Awka. The suggestions and inputs of the experts were reflected on the 

final draft of the instrument. The internal consistency of the instrument was determined using 

Cronbach Alpha. The co-efficient for cluster I and II of STPARQ were 0.75 and 0.81 with an 

overall coefficient of 0.78 which was considered reliable for the study.  

 The researcher together with five research assistants who are secondary school 

teachers in Ebonyi State collected data for the study. A total of 893 copies of the 

questionnaire were distributed and 878 were properly filled and successfully retrieved 

indicating 98 percent return rate. The copies of the questionnaire that were properly 

completed and retrieved were used for data analysis.The data were analyzed using mean and 

standard deviation for answering the research questions and t-test for testing the hypotheses. 
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The decision rule for the research questions is that mean ratings of 2.50 or above was taken as 

agreement and any mean rating that falls below 2.50 was taken to indicate disagreement. 

Standard deviation was used to ascertain the homogeneity or otherwise of the respondents 

mean ratings. In taking decisions on the null hypotheses, if t-calculated value is equal to or 

greater than t-critical, the null hypotheses were adjudged to be significant, but if otherwise, it 

was adjudged not significant. 

 

Results  

 

Research Question 1: What are the staff training practices adopted by principals for teachers’ 

retention in public secondary schools in Ebonyi State? 

 

Table 1: Mean Ratings and Standard Deviation Scores on Staff Training Practices of 

Principals for Teachers’ Retention  

 

 

S/N ITEMS  Principals (N =47 )       Teachers (N =831 ) 

Mean  SD Decision  Mean  SD Decision  

1 Organizing workshop for teachers to interact 

with each other for enrichment of their teaching 

strategies  

2.51 1.10 Agree 2.55 1.11 Agree 

2 Encouraging teachers to undertake 

correspondence courses to improve their 

professional knowledge 

2.85 1.08 Agree 2.62 1.11 Agree 

3 Encourage teachers to attend refresher courses 

for them to up-date their teaching capabilities  

3.17 0.94 Agree 2.58 1.08 Agree 

4 Encouraging study circle at regular intervals for 

teachers to discuss means of teaching a 

particular subject. 

2.85 1.16 Agree 2.60 1.06 Agree 

5 Organizing micro teachings for teachers for 

them to upgrade their instructional skills  

2.70 0.98 Agree 2.56 1.11 Agree 

6 Encouraging teachers to attain weekend 

programme to keep peace with the rapid change 

in educational practices. 

2.87 1.15 Agree 2.52 1.11 Agree 

7 Recommending teachers for permission to 

undertake study leave in order to pursue 

professional improvement courses 

2.60 1.06 Agree 2.48 1.11 Disagree 

8 Creating an on-line discussion group where 

teachers exchange ideas to enrich their 

knowledge 

2.36 1.17 Disagree 2.49 1.08 Disagree 

9 supporting teachers’ seminars to enable them 

acquire knowledge to cope with challenges 

imposed upon them by curriculum reform 

2.60 1.10 Agree 2.49 1.11 Disagree 

 Cluster Mean 2.72 1.08 Agree 2.54 1.10 Agree 
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Data presented on Table 1 show that principals and teachers mean scores are above 2.50 for 

items 1-7 revealing agreement by both groups that the principals adopt these items as their 

training practices. On the other hand, the mean scores (2.60 and 2.60) of principals for items 

7 and 9 respectively which are above 2.50 show agreement with the items as parts of their 

training practices, while that of teachers (2.48 and 2.49 respectively) which are below the cut 

off mean score of 2.50 indicates disagreement by teachers with the items as parts of 

principals; training practices. 

 Further result shows that both principals and teachers disagreed with item 8 as 

principals’ training practices. The overall standard deviation scores of principals and teachers 

which were 1.08 and 1.10 indicate homogeneity in their ratings. The cluster means of 2.72 

and 2.54 for both principals and teachers which are above 2.50 indicated agreement that 

training practices are adopted by principals. The staff training practices adopted by principals 

for teachers’ retention in public secondary schools in Ebonyi State were: organizing 

workshop for teachers and encouraging teachers to undertake correspondence courses, 

refresher courses, study circle at regular intervals and weekend programme.  

 

Research Question 2: What are the staff performance appraisal practices adopted by 

principals for teachers’ retention in public secondary schools in Ebonyi State? 

 

Table 2: Mean Ratings and Standard Deviation Scores on Staff Performance Appraisal 

Practices of Principals for Teachers’ Retention  

As shown on Table 2, all items with exception of item 12 have mean scores above the cut off 

mean of 2.50 for both principals and teachers and this indicated their agreement with the 

items as staff performance appraisal practices of principals. The overall standard deviation 

S/N ITEMS  Principals (N =47 )       Teachers (N =831 ) 

Mean  SD Decision  Mean  SD Decision  

10 Examining teachers’ schemes of work in 

relation to sequence of school curriculum  

2.97 1.26 Agree 2.55 1.26 Agree 

11 Assessing the appropriateness of teachers’ 

lesson plans based on concepts to be taught  

2.68 1.16 Agree 2.56 1.14 Agree 

12 Reviewing teachers class work exercises to 

monitor students’ learning 

2.32 1.07 Disagree 2.46 1.13 Disagree 

13 Evaluating the appropriateness of teacher’ 

instructional aids in teaching students 

2.79 1.06 Agree 2.53 1.08 Agree 

14 Examining teachers regularity into school 2.66 1.01 Agree 2.45 1.13 Agree 

15 Assessing teachers’ punctuality into school 2.51 1.25 Agree 2.52 1.08 Agree 

16 Assessing the accuracy of teachers’ class 

register  

2.49 1.04 Agree 2.52 1.08 Agree 

17 Examining teachers’ schemes of work in 

relation to sequence of school curriculum 

2.57 1.17 Agree 2.55 1.11 Agree 

 Cluster Mean 2.62 1.13 Agree 2.52 1.13 Agree 
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scores for both principals and teachers were 1.12 and 1.09 which show that their responses 

are close and this indicates homogeneity in their responses.  

 The cluster mean of 2.67 and 2.61 for both principals and teachers respectively which 

are above 2.50 indicated agreements that staff performance appraisal practices are adopted by 

principals for teacher retention. The staff performance appraisal practices adopted by 

principals for teachers’ retention in public secondary schools in Ebonyi State were: 

examining teachers’ schemes of work in relation to sequence of school curriculum, assessing 

the appropriateness of teachers’ lesson plans based on concepts to be taught, evaluating the 

appropriateness of teacher’ instructional aids in teaching students, examining teachers 

regularity into school, assessing the accuracy of teachers’ class register and examining 

teachers’ schemes of work in relation to sequence of school curriculum.  

Ho1: There is no significant difference in the mean ratings of principals and teachers on the 

training practices of principals for teachers’ retention in public secondary schools in Ebonyi 

State.  
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Table 3: Summary of t-test Comparison of Mean Ratings of Principals and Teachers on the 

Training Practices of Principals for Teachers’ Retention 

Result presented on Table 3, revealed that there is no significant difference in the mean 

scores of principals and teachers for items 1, 2, 4, 5 and 7-9 as the training practices of 

principals for teachers’ retention. Further analysis of the result shows that there is significant 

difference in the mean scores of principals and teachers for items 3 and 6 as the training 

practices of principals for teachers’ retention. The overall t-calculated value of 1.16 is less 

than t-critical value of 1.96. Thus, the null hypothesis is not significant. Therefore, there is no 

significant difference in the mean ratings of principals and teachers on the staff training 

practices of principals for teachers’ retention in public secondary schools in Ebonyi State.  

S/N ITEMS      
Respondents  N Mean   SD  t-cal t-crt. Remark 

1 Organizing workshop for teachers to 

interact with each other for enrichment of 

their teaching strategies  

Principals 

Teachers  

47 

831 

2.51 

2.55 

1.10 

1.11 

0.26 

 

1.96 Not Sig.  

2 Encouraging teachers to undertake 

correspondence courses to improve their 

professional knowledge 

Principals 

Teachers  

47 

831 

2.85 

2.62 

1.08 

1.11 

1.42 1.96 Not Sig. 

3 Encourage teachers to attend refresher 

courses for them to up-date their teaching 

capabilities  

Principals 

Teachers 

47 

831 

3.17 

2.58 

0.94 

1.08 

4.14 1.96  Sig. 

4 Encouraging study circle at regular 

intervals for teachers to discuss means of 

teaching a particular subject. 

Principals 

Teachers 

47 

831 

2.85 

2.60 

1.16 

1.06 

1.46 1.96 Not Sig. 

5 Organizing micro teachings for teachers 

for them to upgrade their instructional 

skills  

Principals 

Teachers 

47 

831 

2.70 

2.56 

0.98 

1.11 

 

0.95 1.96 Not Sig. 

6 Encouraging teachers to attain weekend 

programme to keep peace with the rapid 

change in educational practices. 

Principals 

Teachers 

47 

831 

2.87 

2.52 

1.15 

1.11 

 

2.05 1.96 Sig. 

7 Recommending teachers for permission to 

undertake study leave in order to pursue 

professional improvement courses 

Principals 

Teachers 

47 

831 

2.60 

2.48 

1.06 

1.11 

0.76 1.96 Not Sig. 

8 Creating an on-line discussion group 

where teachers exchange ideas to enrich 

their knowledge 

Principals 

Teachers 

47 

831 

2.36 

2.49 

1.17 

1.08 

0.71 1.96 Not Sig.  

9 supporting teachers’ seminars to enable 

them acquire knowledge to cope with 

challenges imposed upon them by 

curriculum reform 

Principals  

Teachers 

47 

831 

2.60 

2.49 

 

1.10 

1.11 

0.67 1.96 Not Sig. 

 Overall Principals 

Teachers 

47 

831 

24.51 

22.88 

9.37 

9.76 

1.16 1.96 Not 

Sig. 
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Ho2: There is no significant difference in the mean ratings of principals and teachers on the 

staff performance appraisal practices of principals for teachers’ retention in public secondary 

schools in Ebonyi State.  

Table 4: Summary of t-test Comparison of Mean Ratings of Principals and Teachers on the 

Staff Performance Appraisal Practices of Principals for Teachers’ Retention 

Result on Table 4revealed that there is no significant difference in the mean scores of 

principals and teachers for all the items as the staff performance appraisal practices by 

principals for teachers’ retention.The overall t-calculated value of 0.67 is less than t-critical 

value of 1.96. Thus, the null hypothesis is not significant. Therefore, there is no significant 

difference in the mean ratings of principals and teachers on the staff performance appraisal 

practices of principals for teachers’ retention in public secondary schools in Ebonyi State. 

Discussion of Findings 

Staff training practices are adopted by principals for teachers’ retention in public secondary 

schools in Ebonyi State. The staff training practices adopted by principals for teachers’ 

retention in public secondary schools in Ebonyi State were: Organizing workshop for 

teachers and encouraging teachers to undertake correspondence courses, refresher courses, 

study circle at regular intervals and weekend programme. This is in line with the finding of 

Weli and Nyimejie (2021) who observed that professional training programmes for teachers 

include: workshops, educational conferences, ICT training, refresher/retraining course and 

seminars. The teachers are probably exposed to training to acquire up-dated knowledge, skills 

S/N ITEMS      

Respondents  N Mean   SD  t-cal t-crt. Remark 

10 Examining teachers’ schemes of work in 

relation to sequence of school curriculum  

Principals 

Teachers  

47 

831 

2.98 

2.55 

1.26 

1.10 

2.31 

 

1.96 Not Sig.  

11 Assessing the appropriateness of teachers’ 

lesson plans based on concepts to be 

taught  

Principals 

Teachers  

47 

831 

2.68 

2.56 

1.16 

1.14 

0.70 1.96 Not Sig. 

12 Reviewing teachers class work exercises 

to monitor students’ learning 

Principals 

Teachers 

47 

831 

2.32 

2.46 

1.07 

1.13 

0.88 1.96 Not Sig. 

13 Evaluating the appropriateness of teacher’ 

instructional aids in teaching students 

Principals 

Teachers 

47 

831 

2.79 

2.53 

1.06 

1.08 

1.61 1.96 Not Sig. 

14 Examining teachers regularity into school Principals 

Teachers 

47 

831 

2.66 

2.45 

1.01 

1.13 

1.40 1.96 Not Sig. 

15 Assessing teachers’ punctuality into 

school 

Principals 

Teachers 

47 

831 

2.51 

2.52 

1.25 

1.16 

0.02 1.96 Not Sig. 

16 Assessing the accuracy of teachers’ class 

register  

Principals 

Teachers 

47 

831 

2.49 

2.52 

1.04 

1.08 

0.22 1.96 Not Sig. 

17 Reviewing teachers’ adherence to the 

teachers’ code of conducts 

Principals  

Teachers 

47 

831 

2.57 

2.55 

 

1.17 

1.11 

0.13 1.96 Not Sig. 

 Overall  Principals 

Teachers 

47 

831 

21.00 

20.13 

8.66 

8.83 

0.67 1.96 Not 

Sig.  
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and competence that can sustain and help function effectively and efficiently in the teaching 

profession.  

 It was found out that there is no significant difference in the mean ratings of 

principals and teachers on the staff training practices of principals for teachers’ retention in 

public secondary schools in Ebonyi State. This support the earlier report of Weli and 

Nyimejie (2021) who reported that there is no significant difference between teachers and 

principals on the professional training programmes for teachers in secondary schools. The 

agreement could be attributed to the fact that teachers require regular training to remain 

relevant in the teaching professional all over the world.  

 The finding of this study shows that staff performance appraisal practices are adopted 

by principals for teacher retention. The staff performance appraisal practices of principals for 

teachers’ retention in public secondary schools in Ebonyi State were: examining teachers’ 

schemes of work in relation to sequence of school curriculum, assessing the appropriateness 

of teachers’ lesson plans based on concepts to be taught, evaluating the appropriateness of 

teacher’ instructional aids in teaching students, examining teachers regularity into school, 

assessing the accuracy of teachers’ class register and examining teachers’ schemes of work in 

relation to sequence of school curriculum. This concurred with the earlier report of 

Muhammad, Huzaifah and Nadeem (2014) that there was effective performance appraisal 

system and practices such as setting guideline for performance appraisal and providing 

feedback to teachers in secondary school. This is also in line with the finding of Obasi and 

Ohia (2020) who reported that staff performance appraisal practices of principals include: 

classroom observation to assess appropriate of teachers’ instructional aids and teaching 

strategies. The staff performance appraisal of principals shows that the teachers’ teaching 

activities are documented monitored and evaluated in secondary schools in Ebonyi State. 

Performance appraisal practices of principals which involve regular reviews of duties 

performed by teachers allow feedback and identifying areas for improvement in the 

performance of their duty which can motivate them to remain in the teaching profession in 

secondary schools. 

 It was also found out that the difference in the mean ratings of principals and teachers 

on the staff performance appraisal practices of principals for teachers’ retention in public 

secondary schools in Ebonyi State was not significant. This is in agreement with the result of 

Endale (2015) which revealed that there was no significant difference in opinions of 

principals and teachers with regard to staff performance appraisal methods in secondary 

schools. The staff performance appraisal provides opportunity for principals to give 

feedback on strengths and weaknesses on teachers’ performance which enable make the 

necessary adjustment in discharging their duties.   

Conclusion 

Based on the findings, it was concluded that staff training and performance appraisal 

practices are adopted by principals for teachers’ retention in public secondary schools in 

Ebonyi state. The teachers’ decisions to stay or leave the teaching profession are contingent 

on a variety of training and staff performance appraisal practices of principals. Staff training 

and performance appraisal practices of principals enable teachers to acquire up-dated 

knowledge and skills to meet the current and future requirements of the dynamic learning 

environment.  
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Recommendations 

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

1. Ministry of Education should develop, enforce and monitor the implementation of 

quarterly training programmes for teachers through making available funds to school 

principalsto increase the frequency of workshop, seminars and conferences for teachers. 

2. Ebonyi State Secondary Education Board should create portal for principals to 

compulsorily conduct and submit final staff performance appraisal reports of teachers in 

termly basis. 
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