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Abstract 

The study examined the relationship between teachers’ retention strategies and teachers’ attrition 

rates in state government-owned secondary schools in South East, Nigeria. Two research questions 

guided the study. The correlational research design was adopted for the study. The study was 

carried out in the South-East geopolitical zone of Nigeria. The population of the study comprised 

41,875 teachers in 1,586 public secondary schools in Anambra, Enugu, Imo, Abia, and Ebonyi 

States. A sample of 396 teachers was selected using the Taro Yamane formula, while a multistage 

sampling procedure was employed in selecting the respondents. Two structured questionnaires 

titled Teachers’ Retention Strategies Questionnaire (TRSQ) and Teachers’ Attrition Rate 

Questionnaire (TARQ) were used for data collection. The instruments were face-validated by 

experts, and their reliability coefficients of 0.87 and 0.90 were established using Cronbach Alpha. 

Out of the 396 copies of the questionnaire distributed, 384 copies were retrieved and used for 

analysis. Pearson Product Moment Correlation Coefficient was used to answer the research 

questions. The findings of the study revealed that there was a high negative and significant 

relationship between provision of financial incentives and teachers’ attrition rate in state 

government-owned secondary schools in South East, Nigeria. The finding also revealed that there 

was a high negative and significant relationship between opportunities for professional 

development and teachers’ attrition rate in state government-owned secondary schools in South 
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East, Nigeria. Based on these findings, it was concluded that the provision of financial incentives 

and opportunities for professional development are effective teacher retention strategies capable 

of reducing teachers’ attrition rate in state government-owned secondary schools in South East, 

Nigeria. Based on the findings, it was recommended among others that government in conjunction 

with administrators of secondary schools should improve teachers’ financial incentives and 

provide regular opportunities for professional development in order to reduce teachers’ attrition 

rate. 

Keywords: Teachers’ Retention Strategies, Financial Incentives, Professional Development, 

Teachers’ Attrition Rate, Public Secondary Schools. 

 

Introduction 

Education is often considered as the cornerstone of development. By providing knowledge, skills, 

and values, education enables individuals to contribute to socioeconomic development. Therefore, 

governments invest in educational institutions to create human capital. It will lead to economic 

growth, innovations, and the development of social cohesion. An educated population helps fight 

poverty and inequality by allowing people to participate productively in the labor market and civil 

life. Well-developed educational institutions set the stage for future development benefitting 

current and future generations of students. However, state government-owned secondary schools 

in the South East geopolitical zone in Nigeria appear unable to retain teachers long enough to 

achieve this. The problem of rising rates of teacher attrition is becoming more evident for 

educational institutions in the region. 

Teacher attrition is a phenomenon defined as voluntary resignation, transfer to another sector, or 

leaving the teaching profession by competent teachers before they reach retirement age applicable 

for other professions. According to Anachuna et al. (2024), teacher attrition involves the 

movement of teachers to other schools or out of the teaching profession before they reach 

retirement age. Similarly, Ifarajimi (2025) sees teacher attrition as an extremely high rate of 

teachers leaving the profession within the first five years due to a lack of adequate systems of 

support. Edu (2025) states that teacher attrition is the continuous turnover of teachers because of 

dissatisfaction with their working conditions, remuneration, and opportunities to develop careers. 

In the given study, the concept of teacher attrition implies the proportion of teachers who quit, 

transfer to another sector, or leave the teaching profession among those who work in state 

government-owned secondary schools in the South East. 
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The issue of attrition rates in state government-owned secondary schools in the South East 

(particularly Anambra State) is very alarming as they are rather high. Anachuna and Emegwa 

(2024) indicate that teacher attrition is quite frequent in public secondary schools in Anambra State 

due to their dissatisfaction with working conditions and remuneration. Emmanuel (2025) 

highlights that teachers in public schools in the South East show high rates of attrition caused by 

poor resource management. As the result of this situation, the following negative consequences 

are likely to occur: teachers' shortage, disruption of teaching continuity, low-quality academic 

results obtained by students, and ineffective human capital creation in the South East and Nigeria 

generally. The withdrawal of competent teachers leads to inconsistency of pedagogical practice, 

an increased number of students in classes, and the absence of mentoring (Ofem, 2026; Peprah 

Opoku, 2025). Thus, finding the ways to address this issue with appropriate retention strategies is 

necessary. 

Retention strategies imply certain policies and practices aimed at encouraging teachers to continue 

their work in their posts. Edu (2025) defines them as school management practices and policies 

contributing to teachers' job satisfaction that includes, for example, good salaries and career 

opportunities. Ifarajimi (2025) sees the strategies as human resource management techniques like 

mentoring and training used to prevent teachers from experiencing burnout and ensure good 

psychological state. Emmanuel (2025) suggests that teacher retention strategies include targeted 

incentives and appropriate resource management measures designed to reduce turnover intentions. 

In the context of the current study, retention strategies involve the provision of financial incentives 

and opportunities for professional development of teachers in state government-owned secondary 

schools in the South East.  

Only two strategies related to teacher retention have been selected in this study: the provision of 

financial incentives and opportunities for professional development. Financial incentives are 

important for dealing with financial concerns of teachers. Emmanuel (2025) and Ofem (2026) see 

the concept as the availability of an optimal salary structure, punctual salary payment, allowances, 

welfare packages, and any measures preventing teachers from experiencing financial problems and 

ensuring their job satisfaction. Opportunities for professional development help teachers obtain 

necessary competencies and career development. Ifarajimi (2025) and Edu (2025) regard it as 

structured practices involving, for example, trainings and mentoring. 

Unfortunately, there is no clear correlation between these two teacher retention strategies and 

teachers' attrition rates in state government-owned secondary schools in the South East geopolitical 

zone of Nigeria. While other studies suggest potential links between retention strategies and 

teachers' attrition (Abioye, 2021; Anachuna et al., 2024; Iyakonbogha, 2025), no empirical 

evidence proves them in the Zone under consideration. Sadly, cases of teachers attrition rate 
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continue to be on the rise in south east zone. Therefore, the aim of the present study is to investigate 

the relationship between teachers’ retention strategies and teachers' attrition rates in state 

government-owned secondary schools in South East, Nigeria. 

Statement of the Problem 

The high rate of teacher attrition in state government-owned secondary schools in the South East 

has become a serious concern for school administrators, education policymakers, parents and other 

stakeholders. Through field observations by the researcher in some government owned secondary 

schools in South East, Nigeria, it appears that teacher turnover rates may have risen noticeably in 

recent times. This trend seems evident in several worrying ways. Many qualified teachers appear 

to resign or transfer frequently to seek better remuneration in private schools or other sectors. 

Others seem to exit the teaching profession entirely in pursuit of more financially rewarding or 

less stressful careers. Such high turnover creates constant instability in the classroom, disrupts the 

continuity of teaching and learning, and appears to weaken the overall quality of education 

delivered to students. 

The consequences of this high teacher attrition extend beyond individual schools. It appears to 

harm instructional consistency, reduce teacher morale and limit the development of experienced 

educators who could mentor younger staff and students. Poor teacher retention has therefore 

become a major challenge in state government-owned secondary schools across the South East. 

Several factors may contribute to this problem, including poor working conditions, inadequate 

support and limited career growth. However, one critical factor that appears to have received less 

empirical attention in South East, Nigeria is the role of teachers’ retention strategies like provision 

of financial incentives and opportunities for professional development. It is common knowledge 

that many teachers in some of these schools frequently leave because of insufficient pay or lack of 

professional growth opportunities. This raises an important question: do these two retention 

strategies have any significant relationship with the rising attrition rate among teachers in state 

government-owned secondary schools? This study therefore seeks to empirically investigate the 

relationship between teachers’ retention strategies (provision of financial incentives and 

opportunities for professional development) and teachers’ attrition rate in state government-owned 

secondary schools in South East, Nigeria. 

Research Questions 

 The following research questions guided the study 

1. What is the relationship between provision of financial incentives and teachers’ attrition 

rate in state government-owned secondary schools in South East, Nigeria? 
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2. What is the relationship between opportunities for professional development and teachers’ 

attrition rate in state government-owned secondary schools in South East, Nigeria? 

Hypotheses 

 The following null hypotheses were tested at 0.05 level of significance: 

1. There is no significant relationship between provision of financial incentives and teachers’ 

attrition rate in state government-owned secondary schools in South East, Nigeria. 

2. There is no significant relationship between opportunities for professional development 

and teachers’ attrition rate in state government-owned secondary schools in South East, 

Nigeria. 

Research Method 

A correlational research design was employed for the study. The study was carried out in the 

South-East geopolitical zone of Nigeria. The population of the study consisted of 41,875 teachers 

in 1,586 public secondary schools within the South-East geopolitical zone of Nigeria, comprising 

Anambra, Enugu, Imo, Abia, and Ebonyi states. The population included both male and female 

teachers from public secondary schools within the South-East geopolitical zone.  The sample for 

the study was made up of 396 teachers, selected through the use of the Taro Yamane formula with 

a 95% confidence level and a 0.05 margin of error. A multistage sampling technique was adopted 

in selecting teachers who participated in the study. In stage one of the sampling process, purposive 

sampling was used in selecting two states among the five in the South-East geopolitical zone. The 

two states selected were Anambra and Enugu, based on their suitability for the study and the easy 

accessibility of the respondents. Stage two divided each selected state into smaller units in terms 

of the educational zones within the state, ensuring representation from all the education zones 

within each of the selected states. In stage three, simple random sampling was used to select public 

secondary schools from the different education zones. The number of schools selected from each 

state depended on the number of teachers in each state. Simple random sampling was once again 

employed in stage four to select teachers from the sampled schools based on staff list of the school 

as the sampling frame. The number of teachers to be selected from each school depended on the 

number of teaching staffs in the school. Should there be insufficiency of teachers from any sampled 

school to form the desired sample size in the particular state, more schools were then randomly 

selected from the other educational zone in the particular state. 

Two structured questionnaires were constructed by the researcher for data collection purposes. The 

first questionnaire is the Teachers' Retention Strategies Questionnaire (TRSQ), which was 

designed to collect data on retention strategies and the associated financial incentive packages and 
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professional development opportunities of teachers. The second questionnaire is the Teachers' 

Attrition Rate Questionnaire (TARQ), which collected information on attrition rates of teachers in 

the selected states. Face validity was ensured through submission of the instruments to three 

experts: two Educational Management experts and one Measurement and Evaluation expert in the 

Faculty of Education, Chukwuemeka Odumegwu Ojukwu University, Igbariam campus. Based on 

their suggestions, the final version of the instruments was developed. The reliability of the 

instruments was determined through a trial test of a small sample of teachers from another state. 

Cronbach's alpha reliability coefficient method was employed in determining the reliability 

coefficient for the instruments, giving 0.87 for TRSQ and 0.90 for TARQ. For the collection of 

data, the research was assisted by three research assistants who were teachers in the selected states. 

The questionnaires were delivered directly to the teachers for completion, while 384 copies were 

retrieved and considered valid for analysis. 

The data were subjected to descriptive and inferential statistics. Pearson Product Moment 

Correlation Coefficient (PPMCC) helped in providing answers to the research questions. 

Significance testing of null hypotheses involved the significance of Pearson correlation. Best and 

Kahn interpretation of Pearson correlation coefficient was followed in interpreting the findings as 

0.00-0.19 (negligible), 0.20-0.39 (low), 0.40-0.59 (moderate), 0.60-0.79 (substantial), and 0.80-

1.00 (very high). A positive sign represented a direct relationship, whereas negative sign was an 

inverse relationship. All the hypotheses were tested at 0.05 level of significance using SPSS 

version 25. 

Result 

Research Question One: What is the relationship between provision of financial incentives and 

teachers’ attrition rate in state government-owned secondary schools in South East, Nigeria? 

Hypothesis One: There is no significant relationship between provision of financial incentives 

and teachers’ attrition rate in state government-owned secondary schools in South East, Nigeria. 
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Table 1: Summary of Pearson Correlation Analysis and Test of Significance between 

Provision of Financial Incentives and Teachers’ Attrition Rate in State Government-Owned 

Secondary Schools In South East, Nigeria 

Variables  Provision of 

Financial 

Incentives 

Teachers’ 

Attrition 

Rate 

Remark 

Provision of 

Financial 

Incentives 

Pearson Correlation 1 -0.732**  

 Sig. (2-tailed)  0.000 High 

Positive/Significant  

Relationship 

 N 384 384  

Teachers’ 

Attrition Rate 

Pearson Correlation -0.732** 1  

 Sig. (2-tailed) 0.000   

 N 384 384  

** Correlation is significant at the 0.05 level (2-tailed). 

 

Data in Table 1 reveals that the Pearson’s Correlation Coefficient is r = 0.732. This indicates a 

high negative relationship between provision of financial incentives and teachers’ attrition rate in 

state government-owned secondary schools in South East, Nigeria. This suggests that as the 

provision of financial incentives increases, the teachers' attrition rate decreases. In other words, 

when teachers receive better financial incentives, fewer teachers leave the profession. This 

negative correlation implies that improving financial incentives could help reduce teacher attrition. 

. Thus, there is a high negative relationship between provision of financial incentives and teachers’ 

attrition rate in state government-owned secondary schools in South East, Nigeria. Furthermore, 

the p-value of 0.000 is less than the 0.05 level of significance. Therefore, the null hypothesis is 

rejected. This indicates that there is a statistically significant relationship between provision of 

financial incentives and teachers’ attrition rate in state government-owned secondary schools in 

South East, Nigeria 
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Research Question Two: What is the relationship between opportunities for professional 

development and teachers’ attrition rate in state government-owned secondary schools in South 

East, Nigeria? 

Hypothesis Two: There is no significant relationship between opportunities for professional 

development and teachers’ attrition rate in state government-owned secondary schools in South 

East, Nigeria. 

Table 2: Summary of Pearson Correlation Analysis and Test of Significance between 

Provision of Financial Incentives and Teachers’ Attrition Rate in State Government-Owned 

Secondary Schools In South East, Nigeria 

Variables  Provision of 

Financial 

Incentives 

Teachers’ 

Attrition 

Rate 

Remark 

Provision of 

Financial 

Incentives 

Pearson Correlation 1 -0.701**  

 Sig. (2-tailed)  0.000 High 

Positive/Significant  

Relationship 

 N 384 384  

Teachers’ 

Attrition Rate 

Pearson Correlation -0.701** 1  

 Sig. (2-tailed) 0.000   

 N 384 384  

** Correlation is significant at the 0.05 level (2-tailed). 

 

Data in Table 2 reveals that the Pearson’s Correlation Coefficient is r = 0.701. This indicates a 

high negative relationship between provision of financial incentives and teachers’ attrition rate in 

state government-owned secondary schools in South East, Nigeria. This suggests that as the 

opportunities for professional development, the teachers' attrition rate decreases. In other words, 
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when teachers are availed with training and capacity building opportunities, fewer teachers leave 

the teaching profession. This negative correlation implies that improving financial incentives could 

help reduce teacher attrition. . Thus, there is a high negative relationship between opportunities for 

professional development and teachers’ attrition rate in state government-owned secondary 

schools in South East, Nigeria. Furthermore, the p-value of 0.000 is less than the 0.05 level of 

significance. Therefore, the null hypothesis is rejected. This indicates that there is a statistically 

significant relationship between opportunities for professional development and teachers’ attrition 

rate in state government-owned secondary schools in South East, Nigeria 

Discussion 

Findings of the study revealed that there is a high negative relationship between provision of 

financial incentives and teachers’ attrition rate in state government-owned secondary schools in 

South East, Nigeria. This means that the provision of financial incentives is associated with a 

reduction in teachers’ attrition rate. The availability of adequate salaries, prompt payment, 

allowances, welfare packages and other financial benefits appears to encourage teachers to remain 

in the teaching profession rather than leave for other sectors. This finding is in line with Emmanuel 

(2025) and Ofem (2026) who viewed financial incentives as important measures for addressing 

teachers’ financial concerns and improving job satisfaction. The finding also agrees with Edu 

(2025) who maintained that school management practices such as good salaries and career 

opportunities contribute to teachers’ job satisfaction. 

Furthermore, findings revealed that there is a significant relationship between provision of 

financial incentives and teachers’ attrition rate in state government-owned secondary schools in 

South East, Nigeria. This suggests that provision of financial incentives can be regarded as an 

important teacher retention strategy that contributes significantly to the reduction of attrition rate 

among teachers. The finding therefore reinforces the argument that school administrators and 

government agencies should pay greater attention to teachers’ welfare through adequate financial 

incentives. This finding is in agreement with Emmanuel (2025) who reported that targeted 

incentives and proper resource management measures can reduce teachers’ turnover intentions.  

Findings of the study also revealed that there is a high negative relationship between opportunities 

for professional development and teachers’ attrition rate in state government-owned secondary 

schools in South East, Nigeria. This implies that as opportunities for professional development 

increase, teachers’ attrition rate decreases. In other words, when teachers are provided with 

training, mentoring, workshops, seminars and other capacity building opportunities, they are more 

likely to remain in the teaching profession. This finding is in agreement with Ifarajimi (2025) who 

viewed retention strategies as human resource management techniques such as mentoring and 

training used to prevent burnout and support teachers’ psychological wellbeing. The finding is also 
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consistent with Edu (2025), who regarded professional development opportunities as important to 

teachers’ job satisfaction and career growth. 

Furthermore, findings revealed that there is a statistically significant relationship between 

opportunities for professional development and teachers’ attrition rate in state government-owned 

secondary schools in South East, Nigeria. Since the relationship was significant at the 0.05 level, 

the result suggests that opportunities for professional development are important in reducing 

teachers’ attrition rate in the zone. This suggests that professional development remains an 

effective teacher retention strategy in state government-owned secondary schools. Based on the 

findings of the study, provision of financial incentives and offering opportunities for professional 

development are valuable retention strategies for reducing teachers’ attrition rate in South East, 

Nigeria. 

Conclusion 

Based on the results of the study, there is evidence of a statistically significant negative correlation 

between the teacher retention strategies and teacher attrition rates in state government-owned 

secondary schools in South East of Nigeria. Findings of the study revealed that provision of 

financial incentives and offering opportunities for professional development for teachers lowers 

teacher attrition rate in government-owned secondary schools in South East of Nigeria. Thus, 

financial incentives and professional development opportunities can serve as effective teacher 

retention strategies. It is therefore necessary that measures are put in place to improve the 

utilization of these teachers retention strategies in government owned secondary schools in South 

East, Nigeria. 

Recommendations 

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

1. Government in conjunction with administrators of secondary schools should improve on 

the financial incentives for teachers. This can be done by paying teachers’ salaries on time 

and offering teachers good welfare packages that is commensurate with the present 

economic realities in the State and the country in general. 

2. Government in conjunction with administrators of secondary schools should avail teachers 

with opportunities for professional development. This can be done by organizing and 

sponsoring professional development programmes for teachers so as to improve their 

capacity on the job and personal development. 
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