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ABSTRACT
This research work investigated the opinions of principals and teachers on the impact of conditions of service on the job performance and retention of teaching and non-teaching staff in secondary schools in Lagos State. The research was aimed at seeking the opinions of principals and teachers as well as the officers of Ministry of Education. The Objectives of the study was to determine the opinions of principals and teachers on the impact of salaries and other allowances, promotion, fringe benefits, staff development, staff welfare services and retirement benefits on the job performance and retention of teaching and non teaching staff. A total population of 9,936, which comprised of all teaching and non-teaching staff under study were considered. A total of 222 questionnaires were distributed to the targeted staff with only one hundred and eighty (180) respondents. The sampled size were randomly selected by a simple random sampling technique and multi- stage cluster sampling technique. A descriptive survey research design was adopted for the study. The data used for the study were obtained by the use of questionnaire developed by the researcher and validated by experts in Educational Administration and Planning of Ahmadu Bello University. The questionnaire was subjected to a pilot study conducted in some senior secondary schools in Epe Local Government Area of Lagos State and reliability coefficient was 0.94. Six research questions on what are the opinions of principals and teachers on the impact of salaries and other allowances, promotion, on the job performance and retention of teaching and non teaching staff in secondary schools in Lagos State were answered while Six null hypotheses formulated stated that there is no significant difference in the opinions of principals and teachers on the impact of salaries and other allowances, promotion, on the job performance of teaching and non teaching staff in secondary schools in Lagos State were tested using Chi Square Statistical Analysis. Findings indicated that all the Six Null hypotheses formulated were rejected, that shows that there was significant positive impact of prompt payment of salary, regular promotion, fringe benefits, regular staff development, adequate welfare services and access to retirement benefits on teaching and non teaching staff job performance and retention. Conclusions were made and recommendations were proffered such as paying teachers salary promptly, ensuring regular promotion as at when due, staff need to be sensitized and educated with regard to the purpose and use of pension benefits. A policy could be implemented to allow teachers to borrow a certain percentage from their pension to ease their financial burden. Finally, suggestions were proffered for further studies such as similar studies be conducted on the opinions of primary schools teachers in Lagos State.


CHAPTER ONE
INTRODUCTION
1.1              Background to the Study
Education is the bed-rock of any nation‘s defense. Education is that process that helps to develop the whole man physically, mentally, socially and technologically to enable him to function effectively in any environment in which he may find himself. (Federal Republic of Nigeria, 2009). Ogundele, (2000) observed that no nation rises above the level of its education and no educational system outgrows the quality and status of its teachers. Nakpodia, (2006) observed that in any educational arrangement, the success lies in the commitment of the teachers. Therefore, the relevance of job satisfaction and motivation are very crucial to the long-time growth of any educational system around the world. Teachers are expected to render a very high job performance. And the Ministry of Education is always curious regarding the job performance of its teachers. Also, the Ministry of Education demands a very high measure of loyalty, patriotism, dedication, hard- work and commitment from its teachers. (Ubom & Joshua, 2004). Unsatisfactory working condition and conditions of service which are the major contributory factors that are militating against the enhancement of teachers‘ effectiveness in their performance of duties. Factors such as inadequate fringe benefits, delay in the payment of retirement benefits, irregular staff promotion or non promotion at all, denial of rights of workers, delayed and unpaid salaries and allowances resulting in incessant industrial disputes and strikes, lockouts and academic dislocation. 
1.2 Statement of the Problem
Lagos State has taken Education as a matter of priority in its yearly budgetary statement. In order to retain its personnel for performance, Lagos State Civil Service put in place various strategies in form of incentives these include: training, career development, staff welfare services through free staff transportation services among other things. In spite of government priority measures, researchers have identified among other problems affecting teachers in the state which include, delay in payment of salaries and other allowances, delay and irregularities in promotion of teaching and non-teaching staff. Also, factors such as inadequate fringe benefits, welfare services not taking care of, and teachers not given the opportunity for further development through in-service programmes and workshops, delay in the payment of retirement benefits, thereby, resulting in strikes. the specific problem militating against the job performance and retention of teaching and non- teaching staff due to poor conditions of service are:
1. mass exodus of teaching and non-teaching staff from the education sector
into other sectors like the banking sector.
2. most qualified teachers are quitting teaching profession and giving room
for unqualified ones.
3. absenteeism
4. most teachers engage in other businesses as means of getting their daily
bread instead of relying on teaching.
5. most teachers are not given the opportunity to acquire more knowledge
through training and re-training.
6. poor sanitary conditions and lack of affordable accommodation for
teachers.
7. delay in promotion and employers not contributing to their teachers
pension scheme.
8. most teaching and non- teaching staff are not computer literate. The researcher was therefore concerned about these problems, thereby focusing the research work on the opinions of principals and teachers on the impact of condition of service on the job performance and retention of teaching and non- teaching staff in secondary schools in Lagos State.
1.3 Objectives of the Study
Objectives of the study seek to:
1. determine the opinions of principals and teachers on the impact of salaries
and other allowances on the job performances and retention of teaching
and non-teaching staff in secondary schools in Lagos State.
2. verify the opinions of principals and teachers on the impact of promotion
on the job performances and retention of teaching and non-teaching staff
in secondary schools in Lagos State.
3. ascertain the opinions of principals and teachers on the impact of fringe
benefits on the job performances and retention of teaching and non-
teaching staff in secondary schools in Lagos State.
4. examine the opinions of principals and teachers on the impact of staff
development on the job performances and retention of teaching and non-
teaching staff secondary schools in Lagos State.
5. find out the opinions of principals and teachers on the impact of welfare
services on the job performances and retention of teaching and non-
teaching staff in secondary schools in Lagos State.
6. identify the opinions of principals and teachers on the impact of retirement
benefits on the job performances and retention of teaching and non-
teaching staff in secondary schools in Lagos State
1.4 Research Questions
1.What are the opinions of principals and teachers on the impact of salaries
and other allowances on the job performances and retention of teaching
and non- teaching staff in secondary schools in Lagos State?
2.Do the opinions of principals and teachers on promotion have any impact
on the job performances and retention of teaching and non-teaching staff
in secondary schools in Lagos State?
3.What are the opinions of principals and teachers on the impact of fringe
benefit on the job performances and retention of teaching and non-
teaching staff in secondary schools in Lagos State?
4.How do the opinions of principals and teachers on staff development have
impact on the job performances and retention of teaching and non-teaching
staff in secondary schools in Lagos State?
5.What are the opinions of principals and teachers on the impact of welfare
services on the job performances and retention of teaching and non-
teaching staff in secondary schools in Lagos State?
6. Do the opinions of principals and teachers on retirement benefits have
impact on the job performances and retention of teaching and non-teaching
staff in secondary schools in Lagos State?
1.5 Research Hypotheses
The following null hypotheses were formulated and tested at 0.05 level of
significance:
1.There is no significant difference in the opinions of principals and teachers
on the impact of salaries and other allowances on the job performances and
retention of teaching and non-teaching staff in secondary schools in Lagos
State.
2.There is no significant difference in the opinions of principals and teachers
on the impact of promotion on the job performances and retention of
teaching and non-teaching staff in secondary schools in Lagos State.
3.There is no significant difference in the opinions of principals and teachers
on the impact of fringe benefits on the job performances and retention of
teaching and non-teaching staff in secondary schools in Lagos State.
4. There is no significant difference in the opinions of principals and teachers
on the impact of staff development on the job performances and retention
of teaching and non-teaching staff in secondary schools in Lagos State.
5. There is no significant difference in the opinions of principals and teachers
on the impact of welfare services on the job performances and retention of
teaching and non-teaching of staff in secondary schools in Lagos State.
6. There is no significant difference in the opinions of principals and teachers
on the impact of retirement benefits on the job performances and retention
of teaching and non-teaching staff in secondary schools in Lagos State
1.6 Significance of the Study
The study would be of immense benefit to the Lagos State government,
and as well as stake-holders in education sector in that, it clearly shows the areas
of weaknesses that may require additional efforts on teachers‘ salaries and
allowances, development programmes and welfare services in Lagos State. The
study will inform management and policy makers in the field of education in their
decision making process and the use of incentives to motivate teachers so as to
achieve maximum performance and retention of productive staff. The outcome
will also assist Lagos State Government in the development of effective
managerial strategies and policies that will improve conditions of service of
teaching and non-teaching staff through improved quality working conditions to
achieve educational goals and objectives in secondary schools in Lagos state.
1.7 Scope of the study
This study is limited to the opinions of principals and teachers on the
impact of conditions of service on the job performances and retention of teaching
and non-teaching staff in secondary schools in Lagos State. Therefore, the study is
limited to only teachers and principals of senior secondary schools within the six
education districts in Lagos State, as well as officers of Ministry of Education in Lagos State
1.8	Limitation of the study
for the researcher.This study was constrained by a number of factors which are as follows:
 just like any other research, ranging from unavailability of needed accurate materials on the topic under study, inability to get data
Financial constraint , was faced by  the researcher ,in getting relevant materials  and  in printing and collation of questionnaires
Time factor: time factor pose another constraint since having to shuttle between writing of the research and also engaging in other academic work making it uneasy .


CHAPTER TWO
REVIEW OF LITERATURE
[bookmark: _Toc43312039]INTRODUCTION
Our focus in this chapter is to critically examine relevant literature that would assist in explaining the research problem and furthermore recognize the efforts of scholars who had previously contributed immensely to similar research. The chapter intends to deepen the understanding of the study and close the perceived gaps.
Precisely, the chapter will be considered in three sub-headings:
· Conceptual Framework
· Theoretical Framework
· Empirical framework
[bookmark: _Toc43312040]2.1	CONCEPTUAL FRAMEWORK
CONCEPT OF CONDITIONS OF SERVICE 
Conditions of Service is that part of an employment that sets out the duties, , hours of work, salary, leave and other privileges to be enjoyed by persons employed (The Free Dictionary, 2007). Muhammed (2002) posits that all the conditions governing employment written in the appointment letter or any relevant document of the employee could refer to items covered in the conditions of service. According to Machibi (1993; cit. in Omotoye 2007) these includes medical examination, sick leave, maternity leave, transfer, hospitalization, payment of salaries and wages, hours of work, overtime, engagement, Leave allowance, accident and injuries at work, grievance procedures, termination, pension scheme and training. Poor conditions of service, heavy workloads and inadequate facilities and working environment, all lead to a state of frustration for university staff. Poor pay of academics was pin pointed by the Report of the Study Group on Brain Drain in Nigerian Universities (1982-1993), carried out by the World Bank Project Implementation Unit of the National University Commission. The development was clearly epitomized in the popular ASUU slogan of the 1990s: "My Take Home Pay Cannot Take Me Home" (Onyeonoru, 2003).
JOB PERFORMANCE 
Job performance is the behaviour that can be evaluated in terms of the extent to which it contributes to organizational effectiveness (Onukwube, Iyabga & Fajana, 2010). Viswesveran and Ones (2000) regard it as the behaviour and outcomes that employees engage in or bring about that are linked with and contribute to organizational goals (Onukwube, Iyabga & Fajana, 2010). It is clear employee is able to accomplish the task assigned to him or her and how the
accomplished task contributes to the realization of the organizational goal. Job
performance is not a single unified construct but a multidimensional construct
consisting of more than one kind of behaviours. Onukwube, Iyabga and Fajana,
(2010) affirm that job performance was traditionally viewed as a single construct.
Thus, Campbell (1990; cit. in Ijaduola 2007) proposed an eight-factor model of
performance based on factor analytic research that attempts to capture dimensions
of job performance existent (to a greater or lesser extent) across all jobs:
i. Task specific behaviours which include those behaviours that an individual undertakes as part of a job. They are the core substantive tasks that delineate one job from another.
ii. Non-task specific behaviours are those behaviours which an individual is required to undertake which do not pertain only to a particular job.
iii. Written and oral communication tasks refer to activities where the incumbent is valuated, not on the content of a message necessarily, but on the adeptness with which they deliver the communication. Employees need to make formal and informal oral and written presentations to various audiences in many different jobs in the work force.
iv. An individual‘s performance can also be assessed in terms of effort, either day to day, when are extraordinary circumstances. This factor reflects the degree to which people commit themselves to job tasks.
v. The performance domain might also include an aspect of personal
discipline. Individuals would be expected to be in good standing with the law, not abuse alcohol, etc.
vi. In jobs where people work closely or are highly interdependent,
performance may include the degree to which a person helps out the
groups and his or her colleagues. This might include acting as a good role model, coaching, giving advice or helping maintain group goals.
vii. Many jobs also have supervisory or leadership component. The individual will be relied upon to undertake many of the things delineated under the previous factor and in addition will be responsible for meting out rewards and punishment. These aspects of performance happen in a face to face manner.
viii. Managerial and administrative performance entails those aspects of a job which serve the group or organization but do not involve direct supervision. A managerial task would be setting an organizational goal or responding to external stimuli to assist a group in achieving its goals. In addition, a manager might be responsible for monitoring organizational sources.
RETENTION 
Retention is about how an organization keeps and manages its work force. Musaazi (1982) explains retention as the ability of the school system to keep its staff in their jobs and make them want to stay. Retention is conceptualized in terms of teachers staying and teachers leaving. There are many factors that may influence teacher retention, which may include a good working environment, attractive remuneration, good relationship practices, prospects for teachers‘ development and promotion, team work, and many more. Musaazi (1982) emphasizes that, to encourage or persuade staff to remain in the school, the schoolauthorities should establish clear staff policy, clear channels of communication with teachers, encourage teacher-participation in the decision making process, provide facilities and equipment needed by teachers, and attend to the personal and social needs of teachers as well as assign reasonable duties and teaching load.
TEACHER RETENTION 
Strategies Okoye (2001) observes that potential applicants are the people who are ready to serve an organization with their ability, talent and drive in the achievement of its goals. Therefore for any organization to achieve its goals, appropriate recruitment of its workforce from a pool of potential applicants and retention strategies put in place to keep the workforce in the organization. In a study on personnel recruitment and performance, Amadasu (2003) observes a relationship between inappropriate personnel recruitment and performance in a steel mill (public organization). The study reports the absence of proper recruitment strategy that emphasize appropriate educational qualifications, skills and experience Skill, which could have enhanced the employment of competent workforce. The outcome was that of poor performance of the workforce and the organization. A brief look at the retention strategies working towards the preservation of secondary schools valuable asset-teachers in the following subsections Skill recognition and retention: fulfilling people need for acceptance by acknowledging individual work accomplishments prolongs employment of employee or teachers. Remuneration comprises both financial reward and employee benefits. The reward system further incorporates non-financial rewards, recognition,praise, achievement strategy responsibility and a person‘s growth. Hansen, Lien, Cavalluzzo and Wenger, (2004) emphasized that attractive packages, which are consistent and promptly remitted, tend to attract and retain staff. Money: Akintoye (2000) Asserts that money remains the most significant motivational strategy. Money possesses significant power in as much as it symbolizes intangible goals like security, power, prestige, and feeling of accomplishment and success. Money has the power to attract, retain and motivate individuals towards higher performance. Staff training: No matter how equipped an organization or school may be high productivity depends on the level of motivation and the effectiveness of the workforce. Staff training is an indispensable strategy for motivating and retaining teachers.
RETENTION STRATEGIES 
in Lagos State Civil Service Lagos state civil service (LSCS) was established on May 27 th , 1967. The unique roll Lagos occupies in the economic and industrial sustenance of the nation has made it a place of abode for people from different parts of the country. This development makes the rate of population growth to be estimated at 300,000 persons per annum with a population density of about 1,308 persons per sq kilometer. This situation placed enormous responsibility on the LSCS to provide the people with the much-needed social service and infrastructure development. To accomplish the goal of government, competent personnel are required. In order to retain its personnel for performance, LSCS put in place various strategies in form of incentives. These include: training, career development, free staff transportation services, provision of food through subsidized canteen services, subsidized staff quarters, working implements, staff welfare services – medical services for staff, their spouses and four children and job security. In addition, regular promotion of civil servants is one of the strategies put in place by LSCS to motivate and retain personnel for performance. In spite of the relatively poor salaries pay to staff in LSCS compared to what is obtainable at the private organizations, public sector workers hardly resign their appointment with the CS. One of the reasons is that people see their employment with the CS as ―permanent‖ and this has created in them self confidence in their day-to-day working activities. Feeling of job security amongst employees of the CS has gone a long way to influence their resolve to serve in LSCS for as long as they could.
IMPACT OF SALARIES AND OTHER ALLOWANCES ON THE JOB PERFORMANCES AND RETENTION OF TEACHING AND NON- TEACHING STAFF IN SECONDARY SCHOOLS Salary refers to the amount of financial compensation that an individual receives as well as the extent to which such compensation is perceived to be equitable. Remuneration and earnings are a cognitively complex and multidimensional factor in job performance. Prompt payment of Salaries not only assist people to attain their basic needs, but are also instrumental in satisfying the higher level need of people. Previous research has shown that monetary compensation is one of the most significant variables in explaining condition of service of an employee. In their study of public sector managers, Taylor and West (1992, cited in Bull, 2005) found that prompt payment affect job performance, reporting that those public employees experienced lower levels of performance. According to William, (2006, cited. in Till & Karren, 2011), the actual pay leveland pay satisfaction is probably a function of the discrepancy of perceive pay level and the amount that employee believes their pay should be and when they are been paid. Meanwhile, Lawler (1991) had presented a perspective that views pay as a condition of service which satisfy an employee as a discrepancy between how much pay one feels one should received and how much one feels is actually received. The primary goal of the present study is to seek a better understanding of the antecedents of pay satisfaction, and specifically, to focus on pay comparisons and the perceptions of fairness and institutional/organizational justice.
IMPACT OF PROMOTION ON THE JOB PERFORMANCES AND RETENTION OF TEACHING AND NON-TEACHING STAFF IN SECONDARY SCHOOLS 
According to Otu (2003), Promotion is a positive way of rewarding people for their efforts and services. Normally promotion means increased responsibilities, more prestige or status, and increased pay. Promotion helps to boost staff morale and motivates staff to work harder, thereby increasing productivity and efficiency. On the other hand, lack of promotion can lead to lower staff morale, resulting in frustration, resignation and premature retirement from the job. She further asserted that the condition for Promotion is another system through which an organization can easily fill a vacancy internally. Obiozor and Ogbonna (2007) asserts that this system servicing officers who have demonstrated some professional skills of high standard may be given preferential treatment in filling vacant posts for which they are qualified. In some tertiary institutions, before academic staff are promoted they must have published and attended conferences. It is based on the publications and conferences attended that will determine whether the staff should be promoted or not.At all the secondary institutions in the country, promotion is based on confirmation of staff appointment which is usually effected after two to three years of continued satisfactory performance by the staff if such a staff is on a tenure appointment. The confirmation of appointment grants the staff a pensionable appointment status in the institution. It is after this confirmation of appointment that staff is promoted after two-three years of active unbroken service. Promotion is based on competence, qualifications and or seniority both for academic staff.
IMPACT OF STAFF DEVELOPMENT ON THE JOB PERFORMANCES AND RETENTION OF TEACHING AND NON-TEACHING STAFF IN SECONDARY SCHOOLS 
Staff development can simply be defined as activities provided for the middle and upper management in and outside an organization. While Harris (1980, cited. in Ajadi, 2008) views staff development as that aspect in administration, which implies the training of an individual in organization to enhance his or her performance, Ngu (1989:25, Cited. in Bull, 2005) views it as the process of behavioural modification or molding of workers in order to integrate organizational needs with their characteristics. This view is in consonance with the view expressed in Novit (1979, in Ajayi 2011) when he noted that staff development is the training of personnel in an organization towards motivating them to become competent and work hard in achieving the goals of an organization. Thus, from the above definitions it becomes clear that staff development connotes the organization‘s efforts in its programme to provide the need based training and education to its workers to enable them become competent in handling their present or future assigned tasks. However, the scope of staff development scheme in terms of its coverage varies from one organization to another. The variations in coverage may arise due to the resources an organization may decide to earmark for the purpose within its reach. Staff development is itself a training process and best viewed in two dimensions. The first being an in-service training programme where individuals in an organization are given opportunities to further their education to enable them prepare for future positions. The second type of training is aimed at preparing individuals to be able to handle new job assignments (Otu, 2003). Staff development is aimed at: Improving the current level of performance of incumbents in their present jobs; and Equipping men with potentials for higher level responsibilities. The former represents the immediate pre-occupation or objective of staff development concerned with considerations currently relevant; whereas the latter prepare for future positions. The second type of training is aimed at preparing individuals to be able to handle new job assignments (Otu, 2003). Staff development is aimed at: Improving the current level of performance of incumbents in their present jobs; and Equipping men with potentials for higher level responsibilities. The former represents the immediate pre-occupation or objective of staff development concerned with considerations currently relevant; whereas the latter Organization has to give the minimum training to its employees to make them at least become acquainted with the objectives, policies, rules, standards, and procedures peculiar to the organization and the particular job. At the other extreme, staff development can include a long programme of education and planned experience, leading to key positions. Some organizations have development programmes for supervisors and executives, enabling them to handle their jobs better and preparing them for greater responsibilities. To meet the challenges of change, tertiary institutions must ensure that sufficient training and programmes for development of workers are put in place. An organization‘s greatest asset is its people and so it makes sense to ensure that every employee is trained for the job he is doing and developed to take on future responsibilities within his scope of competence. This view is in consonance with view of Sharma (1979, Cit. in Otu 2003) when he noted that when the aim is to broaden the experience of an individual, it becomes necessary to offer him opportunities to develop familiarity with different and/or longer range of the organizational operations. It is noted that although the development effort must have something to do with the organizational goals; the particular goals under consideration need not be restricted to narrow economic aims. Personal development for personal development‘s sake may indeed be a conscious objective of the organization. However, it is imperative to note that although an organization can provide opportunities for staff development, it cannot actually develop employees. They need to accomplish development themselves. That is they need to assume some responsibilities for their own progress. In any organization, personnel division is responsible for planning and coordinating training activities. The division can conduct training activities for employees. The division can conduct training activities for employees even outside their regular work assignment. Personnel development often organizes training conference to impart knowledge or to improve skills of participants (Otu, 2003). This, she went further to say, is conducted when the employees have the training needs, where for instance, certain basic ideas are imparted to the participants to develop their careers and help in enhancing the progress of the organization. Personnel management deals with an extensive programme, ranging from the placement, induction and training of new personnel to the provision of courses for management. The effort is directed to the development of careers and progress within the organization by utilizing the educational resources and facilities available to each stage. One of the most important factors that contribute to the success of any organization is the quality and strength of its staff. Staff development is a process of behavioural modification or moulding of workers in order to integrate organizational needs with their characteristics. It is a process of training staff to improve their skills for better performance.
2.2	THEORETICAL FRAMEWORK 
According to Robbins and Judge (2008) Motivation is the process that accounts for individual intensity, direction and persistence of effort toward attaining a goal. This means that motivation determines how much effort a person puts in his or her work, the direction to which those efforts are geared and a measure of how long a person can maintain effort. Abejirinde (2009) investigated the relationship between motivation and work performance in private and public enterprises in Nigeria and found that promotion (as a motivator) and employees‘ performance are positively correlated. It was also revealed that job growth (as a motivator) has significant relationship with employees‘ performance.
Abraham Maslow’s Hierarchy of Need Theory 
Maslow (1943) in Ngu, (2010) uses the Hierarchy of need theory to explain teacher job performance and retention. According to Maslow (1943), people are motivated to satisfy their needs and those needs are not only numerous and varied, they are also dynamic and are therefore arranged in a pyramidal order in an ascending hierarchy as shown in the figure below.
Self Actualization Esteem Needs Belonging Security Needs Physiological Needs.
Maslow’s Hierarchy of Human Basic Needs
1. Physiological needs which are considered to be basic and the most
important of all human needs. They include the needs for food, water, air and shelter. A teacher who lacks any of or all of these physiological needs is disturbed thereby affects his/her job performance.
2. Safety needs. At this level of hierarchy, the individual or teacher is preoccupied with the safety of his/her life and properly. He is also more concerned with stable situations and the security of his/her job. The needs for his personal and property safety, stability and job security therefore, have high influence on his decision to remain in a particular job or not.
3. Sociological needs which include belongingness, love and affection. Here the individual recognizes the importance of joining group and liked or loved by all these groups which are usually known as informal groups.
4. The Maslow‘s Esteem needs are characterized by recognition and prestige, confidence and leadership potentials found in individuals. These are found in varying degrees in human beings, (Dare, 2006). School leaders and other authorities should encourage the development of esteem by giving teachers the opportunity to go for further studies, attend conferences, seminars and workshops to update and increase their knowledge.
5. Self-Actualization is the fifth and last set of needs as shown in Maslow‘s hierarchy of needs. At this level of the needs hierarchy, the individual want his influence to be felt everywhere. At organizational level, he may aspire to be the chief executive of the organization. It must be noted that every teacher as an individual has these set of needs. All these needs influence his own pattern of behavior with the primary needs commanding the greatest influence at any given time. Hence, unless education managers continue to make concerted efforts to identify these sets of needs together with their variation with time and space, the quest to motivate and retain teachers for job performance may simply not be achieved. It is only when teachers‘ needs are identified at all times that one can talk of integrating them with the school goal or objective which creates the atmosphere for co-operation, stability, dedication and ultimately raising the level of productivity in the school system. Similarly, Ojo (1998) as cited by Dare (2006) revealed poor financial incentives inform of loans to own a personal car and house. According to the research finding, car and housing loans which are available to other categories of workers are either not available or difficult to secure by teachers in Nigeria.
2.3 EMPIRICAL FRAMEWORK
In a study by Scholastika, Kathe, Lucille, and Monika, (2006) on perceptions of health workers about conditions of service: A Namibian case study. The study was to explore and describe the influence of the conditions of service on the movement and retention of health professionals in Namibia. The area of study was Khomas region. Population for the study include state registered nurses, medical doctors, health inspectors (environmental officers) and social workers in 12 public health facilities and 8 private health facilities. The data collected for the study was analyzed manually using the Tesch technique. The findings of the study revealed that limited career movement opportunities exist due to restructuring and the absence of a performance appraisal system and insufficient opportunities for promotion. Both studies were carried out at different locations on different categories of employees, the researcher looked at conditions of service of employees in the health sector in Namibia while the current study seek the opinions of principals and teachers on the impact of conditions of service of employees in the education sector in Lagos State, Nigeria. Both researches are similar in times of conditions of service as it affects performance and retention of employees. 
Similarly, Babaita, (2010) on the topic: An appraisal of Employee motivation in the Nigerian Banking Industry. Using Nigeria as a case study, seek to identified factors that motivate employees and to find out how effective are these motivation methods. The population for the study include top level management, middle level management, supervisory level and others. The size of the sample was 94 respondents selected using simple random sampling technique. Statistical technique used in analyzing the data was a strong and robust nonparametric statistic called G- Test. The findings revealed that motivation has a positive impact on employee performance in the banking industry, this means that a good motivational package will bring about a strong and sustained overall performance of employees. Both studies looked at employee motivation vis-à-vis conditions of service.
In another research by Felicia, (2014) on the Assessment of the relationship between conditions of service and Teachers Job performance in secondary schools in Kogi State, was to find out whether there was a relationship between salaries and teachers‘ job performance and also, to examine the relationship between staff development and teachers‘ job performance in secondary schools in Kogi State. The population for the study comprised of only academic staff both senior and junior drawn from six (6) secondary schools under study. Simple random sampling technique was used in selecting 215 teachers and 86 State Ministry Officials. The researcher employed the Pearson Product Moment Correlation (PPMC) statistical method for the data analysis and the findings revealed that, there was a significant relationship between salary and job performance of teachers‘ in Kogi State. The findings also revealed that significant relationship was also established between staff development and job performance of teachers. The study was related to the current study as it looked at the conditions of service of teachers in the areas of salaries, promotion and staff development.


CHAPTER THREE
RESEARCH METHODOLOGY
3.1	INTRODUCTION
	In this chapter, we described the research procedure for this study. A research methodology is a research process adopted or employed to systematically and scientifically present the results of a study to the research audience viz. a vis, the study beneficiaries.
3.2	RESEARCH DESIGN
Research designs are perceived to be an overall strategy adopted by the researcher whereby different components of the study are integrated in a logical manner to effectively address a research problem. In this study, the researcher employed the survey research design. This is due to the nature of the study whereby the opinion and views of people are sampled. According to Singleton & Straits, (2009), Survey research can use quantitative research strategies (e.g., using questionnaires with numerically rated items), qualitative research strategies (e.g., using open-ended questions), or both strategies (i.e., mixed methods). As it is often used to describe and explore human behaviour, surveys are therefore frequently used in social and psychological research.
3.3	POPULATION OF THE STUDY
	According to Udoyen (2019), a study population is a group of elements or individuals as the case may be, who share similar characteristics. These similar features can include location, gender, age, sex or specific interest. The emphasis on study population is that it constitute of individuals or elements that are homogeneous in description. 
This study was carried out to examine  the opinions of principals and teachers on the impact of conditions of service on the job performance and retention of teaching and non-teaching staff in secondary schools  using selected senior secondary schools in Epe lga, Lagos State as a case study. Teaching and non-teaching staff of the selected schools  form the population of the study.
3.4	SAMPLE SIZE DETERMINATION
A study sample is simply a systematic selected part of a population that infers its result on the population. In essence, it is that part of a whole that represents the whole and its members share characteristics in like similitude (Udoyen, 2019). In this study, the researcher adopted the convenient sampling method to determine the sample size. 
3.5	SAMPLE SIZE SELECTION TECHNIQUE AND PROCEDURE
According to Nwana (2005), sampling techniques are procedures adopted to systematically select the chosen sample in a specified away under controls. This research work adopted the convenience sampling technique in selecting the respondents from the total population.
In this study, the researcher adopted the convenient sampling method to determine the sample size. Out of all the entire population of teaching and non- teaching staff of the selected schools  , the researcher conveniently selected 222 out of the overall population as the sample size for this study. According to Torty (2021), a sample of convenience is the terminology used to describe a sample in which elements have been selected from the target population on the basis of their accessibility or convenience to the researcher.
3.6 	RESEARCH INSTRUMENT AND ADMINISTRATION
The research instrument used in this study is the questionnaire. A survey containing series of questions were administered to the enrolled participants. The questionnaire was divided into two sections, the first section enquired about the responses demographic or personal data while the second sections were in line with the study objectives, aimed at providing answers to the research questions. Participants were required to respond by placing a tick at the appropriate column. The questionnaire was personally administered by the researcher.
3.7	METHOD OF DATA COLLECTION
Two methods of data collection which are primary source and secondary source were used to collect data. The primary sources was the use of questionnaires, while the secondary sources include textbooks, internet, journals, published and unpublished articles and government publications.
3.8	METHOD OF DATA ANALYSIS
The responses were analyzed using the mean and standard deviation, which provided answers to the research questions. 
In analyzing data collected, mean score was used to achieve this. The four points rating scale will be given values as follows:
SA = Strongly Agree		4
A = Agree			3
D = Disagree			2
SD = Strongly Disagree	1
Decision Rule:
To ascertain the decision rule; this formular was used=  2.5

	4+3+2+1 =10
      4           4




Any score that was 2.5 and above was accepted, while any score that was below 2.5 was rejected. Therefore, 2.5 was the cut-off mean score for decision taken.
	3.9	VALIDITY OF THE STUDY
Validity referred here is the degree or extent to which an instrument actually measures what is intended to measure. An instrument is valid to the extent that is tailored to achieve the research objectives. The researcher constructed the questionnaire for the study and submitted to the project supervisor who used his intellectual knowledge to critically, analytically and logically examine the instruments relevance of the contents and statements and then made the instrument valid for the study.
3.10	RELIABILITY OF THE STUDY
The reliability of the research instrument was determined. The Pearson Correlation Coefficient was used to determine the reliability of the instrument. A co-efficient value of 0.68 indicated that the research instrument was relatively reliable. According to (Taber, 2017) the range of a reasonable reliability is between 0.67 and 0.87.
3.11	ETHICAL CONSIDERATION
he study was approved by the Project Committee of the Department.  Informed consent was obtained from all study participants before they were enrolled in the study. Permission was sought from the relevant authorities to carry out the study. Date to visit the place of study for questionnaire distribution was put in place in advance.






CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS
4. INTRODUCTION
This chapter presents the analysis of data derived through the questionnaire and key informant interview administered on the respondents in the study area. The analysis and interpretation were derived from the findings of the study. The data analysis depicts the simple frequency and percentage of the respondents as well as interpretation of the information gathered. A total of two hundred and forty (240) questionnaires were administered to respondents of which two hundred (200) were returned and validated. This was due to irregular, incomplete and inappropriate responses to some questionnaire. For this study a total of  200 was validated for the analysis.
	Demographic information
	Frequency
	percent

	Gender
Male
	
	

	
	88
	44%

	Female
	92
	56%

	Age
	
	

	20-30
	48
	26.66%

	30-40
	62
	34.44%

	41-50
	60
	33.33%

	51+
	10
	5.55%

	Education
	
	

	HND/BSC
	90
	55%

	MASTERS
	62
	31%

	PHD
	28
	14%

	Marital Status
	
	

	Single
	52
	26%

	Married
	82
	51%

	Separated
	00
	00%

	Divorced
	18
	9%

	Widowed
	28
	14%


Source: Field Survey, 2021
4.2	ANSWERING RESEARCH QUESTIONS
Question 1: What are the opinions of principals and teachers on the impact of salaries
and other allowances on the job performances and retention of teaching and non- teaching staff in secondary schools in Lagos State?
Table 4.3:  Respondent on question 1
	S/N
	ITEM STATEMENT
	SA
4
	A   3
	D   2
	SD  1
	X
	S.D
	DECISION

	1
	Reduction in turn over rate
	55
	40
	38
	47
	4
	2.6
	Accepted

	2
	Employees will be more incentivized to stay in their role 
	60
	39
	38
	43
	3.4
	2.76
	Accepted

	3
	Motivates employee
	58
	45
	35
	42
	3.9
	2.80
	Accepted

	4
	Increased productivity
	65
	45
	43
	27
	3.4
	3.07
	Accepted


Source: Field Survey, 2021
	In table above, item1 with mean response of 4 accepted that Reduction in turn over rate. Item 2 with mean score of 3.4 also accepted that employees will be more incentivized to stay in their role . Item 3 with mean score of 3.9 accepted that Motivates employee. Item 4 with the mean score of 3.4 also accepted that Increased productivity.  Item 1,2,3,4  have mean scores above 2.50. This indicates that respondents accepted in all the items on opinions of principals and teachers on the impact of salaries
and other allowances on the job performances and retention of teaching and non- teaching staff.
Question 2: does the opinions of principals and teachers on the impact of salaries
and other allowances on the job performances and retention of teaching and non- teaching staff in secondary schools in Lagos State?
Table 4.4:  Respondent on question 2
	Options
	Frequency
	Percentage

	Yes
	90
	74

	No
	50
	18.67

	Undecided
	40
	7.33

	Total
	180
	100


Field Survey, 2021
From the responses obtained as expressed in the table above, 74% of the respondents said yes, 18.67% of the respondents said no, while the remaining 7.33% were undecided.
Question 3: Do the opinions of principals and teachers on promotion have any impact
on the job performances and retention of teaching and non-teaching staff
in secondary schools in Lagos State?
Table 4.5:  Respondent on question 2
	Options
	Frequency
	Percentage

	Yes
	95
	74

	No
	50
	18.67

	Undecided
	35
	7.33

	Total
	180
	100


Field Survey, 2021
From the responses obtained as expressed in the table above, 74% of the respondents said yes, 18.67% of the respondents said no, while the remaining 7.33% were undecided.
Research Question 4:  What are the opinions of principals and teachers on the impact of fringe benefit on the job performances and retention of teaching and non- teaching staff in secondary schools in Lagos State?
Table 4.6: Mean responses on question 4
	S/N
	ITEM STATEMENT
	SA
4
	A
3
	D
2
	SD
1
	X
	S.D
	DECISION

	1
	Increase in organization self image
	52
	55
	35
	38
	3.7
	2.84
	Accepted

	2
	Reduction in employee turnover
	48
	53
	42
	37
	4
	2.76
	Accepted

	3
	Increase in loyalty for work
	45
	55
	40
	40
	3.8
	2.62
	Accepted

	4
	Increase in employee productivity
	50
	45
	35
	45
	3.2
	2.61
	Accepted


Source: Field Survey, 2021
In table above, item 1 with mean response of 2.84 accepted thatIncrease in organization self image . Item 2 with mean response of 2.76 accepted that Reduction in employee turnover. Item 3 with mean response of 2.62 also accepted that Increase in loyalty for work. Item 4 with mean response of 2.61 accepted that Increase in employee productivity.  Item 1, 2, 3, 4  all have mean scores above 2.50. This indicates that respondents agreed on item 1to 4 on the  opinions of principals and teachers on the impact of fringe benefit on the job performances and retention of teaching and non- teaching staff.
Question 5: do you think the opinions of principals and teachers on the impact of fringe benefit affects the job performances and retention of teaching and non- teaching staff in secondary schools in Lagos State?
Table 4.7:  Respondent on question 5
	Options
	Frequency
	Percentage

	Yes
	88
	48.88

	No
	52
	28.88

	Undecided
	40
	22.22

	Total
	180
	100


Field Survey, 2021
From the responses obtained as expressed in the table above, 48.88% of the respondents said yes, 28.88% of the respondents said no, while the remaining 22.22% were undecided.
Research Question 6:   How do the opinions of principals and teachers on staff development have impact on the job performances and retention of teaching and non-teaching staff in secondary schools in Lagos State?
Table 4.8:  Mean Responses on question 4
	S/N
	ITEM STATEMENT
	SA
4
	A
3
	D
2
	SD
1
	X
	S.D
	REMARK

	1
	Orientation for newly appointed staff affects job performance and retention
	58
	47
	34
	41
	3.4
	2.84
	Accepted

	2
	Skills at seminar enhance optimum job performance and retention
	56
	45
	38
	41
	3.1
	2.76
	Accepted

	3
	Regular workshop for staff enhances job performance and retention
	60
	40
	32
	48
	3.8
	2.71
	Accepted

	4
	In-service training towards career development and progression encourage job performance and retention
	48
	45
	47
	40
	3.3
	2.57
	Accepted


Source: Field Survey, 2021
In table above, item 1 with mean score of 2.84 accepted the statement that Orientation for newly appointed staff affects job performance and retention. Item 2 with mean score of 2.76 also accepted that Skills at seminar enhance optimum job performance and retention. Item 3 with mean response of 2.71 accepted that Regular workshop for staff enhances job performance and retention. Item 4 with mean response of 2.57 accepted that In-service training towards career development and progression encourage job performance and retention.  Item 1, 2, 3, 4,  all have mean scores above 2.50. This indicates that respondents accepted in item 1 to 4  on how the opinions of principals and teachers on staff development have impact on the job performances and retention of teaching and non-teaching staff .
Question 7:do the opinions of principals and teachers on staff development have impact on the job performances and retention of teaching and non-teaching staff in secondary schools in Lagos State?
Table 4.9:  Respondent on question 7
	Options
	Frequency
	Percentage

	Yes
	98
	54.44

	No
	50
	28.88

	Undecided
	32
	17.77

	Total
	180
	100


Field Survey, 2021
From the responses obtained as expressed in the table above, 54.44% of the respondents said yes, 28.88% of the respondents said no, while the remaining17.77% were undecided.
Research Question 8: What are the opinions of principals and teachers on the impact of welfare services on the job performances and retention of teaching and non- teaching staff in secondary schools in Lagos State?
Table 4.10: Mean Responses on question 8
	S/N
	ITEM STATEMENT
	SA
4
	A   3
	D   2
	SD  1
	X
	S.D
	DECISION

	1
	Improves workers performance
	60
	37
	35
	42
	4
	2.59
	Accepted 

	2
	Breeds cordial relationship between workers
	55
	43
	35
	47
	3.4
	2.63
	Accepted

	3
	Promotes motivation
	45
	45
	58
	42
	3.9
	2.5
	Accepted

	4
	Increase productivity
	60
	43
	32
	45
	3.4
	2.79
	Accepted


Source: Field Survey, 2021
Responses in the chart and  table above, item1 with mean response of 2.59 accepted that  Improves workers performance. Item 2 with mean score of 2.63 also accepted that Breeds cordial relationship between workers. Item 3 with mean score of 2.5 accepted that  Promotes motivation. Item 4 with the mean score of 2.79 also accepted that  Increase productivity. Item 1,2,3,4  have mean scores above 2.50. This indicates that respondents accepted in all the items on the opinions of principals and teachers on the impact of welfare services on the job performances and retention of teaching and non- teaching staff .
Question 9: does the opinions of principals and teachers on the impact of welfare services have impact on the job performances and retention of teaching and non- teaching staff in secondary schools in Lagos State?
Table 4.11:  Respondent on question 9
	Options
	Frequency
	Percentage

	Yes
	94
	54.44

	No
	50
	28.88

	Undecided
	36
	17.77

	Total
	180
	100


Field Survey, 2021
From the responses obtained as expressed in the table above, 54.44% of the respondents said yes, 28.88% of the respondents said no, while the remaining17.77% were undecided.
Research question 10: Do the opinions of principals and teachers on retirement benefits have impact on the job performances and retention of teaching and non-teaching staff in secondary schools in Lagos State?
Table 4.12: Mean Responses on question 10
	Options
	Frequency
	Percentage

	Yes
	85
	74

	No
	50
	18.67

	Undecided
	45
	7.33

	Total
	180
	100


Field Survey, 2021
From the responses obtained as expressed in the table above, 74% of the respondents said yes, 18.67% of the respondents said no, while the remaining 7.33% were undecided.
4.3	TEST OF HYPOTHESES
H01: There is no significant difference in the opinions of principals and teachers on the impact of salaries and other allowances on the job performances and retention of teaching and non-teaching staff in secondary schools in Lagos State.
H02: There is no significant difference in the opinions of principals and teachers on the impact of promotion on the job performances and retention of teaching and non-teaching staff in secondary schools in Lagos State.
H03: There is no significant difference in the opinions of principals and teachers on the impact of fringe benefits on the job performances and retention of teaching and non-teaching staff in secondary schools in Lagos State.
H04: There is no significant difference in the opinions of principals and teachers on the impact of staff development on the job performances and retention of teaching and non-teaching staff in secondary schools in Lagos State.
H05: There is no significant difference in the opinions of principals and teachers on the impact of welfare services on the job performances and retention of teaching and non-teaching of staff in secondary schools in Lagos State.
H06: There is no significant difference in the opinions of principals and teachers on the impact of retirement benefits on the job performances and retention of teaching and non-teaching staff in secondary schools in Lagos State.
Table 4.13: does the opinions of principals and teachers on the impact of salaries
and other allowances affects the job performances and retention of teaching and non- teaching staff in secondary schools in Lagos State?
	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	Yes
	90
	60
	30
	900
	15

	No
	50
	60
	-10
	100
	1.66

	Undecided
	40
	60
	-20
	400
	6.66

	Total
	180
	180
	
	
	23.32


Source: Extract from Contingency Table	
		Degree of freedom = (r-1) (c-1)
					(3-1) (2-1)
					(2)  (1)
					 = 2
At 0.05 significant level and at a calculated degree of freedom, the critical table value is 5.991.
Findings
The calculated X2 = 23.32 and is greater than the table value of X2 at 0.05 significant level which is 5.991.
Decision
Since the X2 calculated value is greater than the critical table value that is 23.32 is higher than 5.991, the Null hypothesis is rejected and the alternate hypothesis which states that the opinions of principals and teachers on the impact of salaries
and other allowances affects the job performances and retention of teaching and non- teaching staff in secondary schools in Lagos State   is accepted.
Table 4.14: Do the opinions of principals and teachers on promotion have any impact on the job performances and retention of teaching and non-teaching staff
in secondary schools in Lagos State?

	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	Yes
	95
	60
	35
	1,225
	20.4

	No
	50
	60
	-10
	100
	1.66

	Undecided
	35
	60
	-25
	625
	10.4

	Total
	180
	180
	
	
	32.46


Source: Extract from Contingency Table	
		Degree of freedom = (r-1) (c-1)
					(3-1) (2-1)
					(2)  (1)
					 = 2
At 0.05 significant level and at a calculated degree of freedom, the critical table value is 5.991.
Findings
The calculated X2 = 32.46 and is greater than the table value of X2 at 0.05 significant level which is 5.991.
Decision
Since the X2 calculated value is greater than the critical table value that is 32.46 is higher than 5.991, the Null hypothesis is rejected and the alternate hypothesis which states that the opinions of principals and teachers on promotion have impact on the job performances and retention of teaching and non-teaching staff in secondary schools in Lagos State  is accepted.
Table 4.15: do you think the opinions of principals and teachers on the impact of fringe benefit affects the job performances and retention of teaching and non- teaching staff in secondary schools in Lagos State?
	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	Yes
	88
	60
	28
	784
	13.06

	No
	52
	60
	-8
	64
	1.06

	Undecided
	40
	60
	-20
	400
	6.66

	Total
	180
	180
	
	
	20.78


Source: Extract from Contingency Table	
		Degree of freedom = (r-1) (c-1)
					(3-1) (2-1)
					(2)  (1)
					 = 2
At 0.05 significant level and at a calculated degree of freedom, the critical table value is 5.991.
Findings
The calculated X2 = 20.78 and is greater than the table value of X2 at 0.05 significant level which is 5.991.
Decision
Since the X2 calculated value is greater than the critical table value that is 20.78 is higher than 5.991, the Null hypothesis is rejected and the alternate hypothesis which states that the opinions of principals and teachers on the impact of fringe benefit affects the job performances and retention of teaching and non- teaching staff in secondary schools in Lagos State is accepted.
Table 4.16: do the opinions of principals and teachers on staff development have impact on the job performances and retention of teaching and non-teaching staff in secondary schools in Lagos State?
	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	Yes
	98
	60
	38
	1,444
	24.06

	No
	50
	60
	-10
	100
	1.66

	Undecided
	32
	60
	-28
	784
	13.06

	Total
	180
	180
	
	
	38.74


Source: Extract from Contingency Table	
		Degree of freedom = (r-1) (c-1)
					(3-1) (2-1)
					(2)  (1)
					 = 2
At 0.05 significant level and at a calculated degree of freedom, the critical table value is 5.991.
Findings
The calculated X2 = 38.78 and is greater than the table value of X2 at 0.05 significant level which is 5.991.
Decision
Since the X2 calculated value is greater than the critical table value that is 38.78 is higher than 5.991, the Null hypothesis is rejected and the alternate hypothesis which states that the opinions of principals and teachers on staff development have impact on the job performances and retention of teaching and non-teaching staff in secondary schools in Lagos State  is accepted.
Table 4.17: does the opinions of principals and teachers on the impact of welfare services have impact on the job performances and retention of teaching and non- teaching staff in secondary schools in Lagos State?
	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	Yes
	94
	60
	34
	1156
	19.26

	No
	50
	60
	-10
	100
	1.66

	Undecided
	36
	60
	-24
	576
	9.6

	Total
	180
	180
	
	
	30.52


Source: Extract from Contingency Table	
		Degree of freedom = (r-1) (c-1)
					(3-1) (2-1)
					(2)  (1)
					 = 2
At 0.05 significant level and at a calculated degree of freedom, the critical table value is 5.991.
Findings
The calculated X2 = 30.52 and is greater than the table value of X2 at 0.05 significant level which is 5.991.
Decision
Since the X2 calculated value is greater than the critical table value that is 30.52 is higher than 5.991, the alternate null is rejected and the alternate hypothesis which states that the opinions of principals and teachers on the impact of welfare services have impact on the job performances and retention of teaching and non- teaching staff in secondary schools in Lagos State  is accepted.
Table 4.18: Do the opinions of principals and teachers on retirement benefits have impact on the job performances and retention of teaching and non-teaching staff in secondary schools in Lagos State?
	Options
	Fo
	Fe
	Fo - Fe
	(Fo - Fe)2
	(Fo˗-Fe)2/Fe

	Yes
	85
	60
	25
	625
	10.41

	No
	50
	60
	-10
	100
	1.66

	Undecided
	45
	60
	-15
	225
	3.75

	Total
	180
	180
	
	
	15.82


Source: Extract from Contingency Table	
		Degree of freedom = (r-1) (c-1)
					(3-1) (2-1)
					(2)  (1)
					 = 2
At 0.05 significant level and at a calculated degree of freedom, the critical table value is 5.991.
Findings
The calculated X2 = 15.82 and is greater than the table value of X2 at 0.05 significant level which is 5.991.
Decision
Since the X2 calculated value is greater than the critical table value that is 15.82  is higher than 5.991, the null hypothesis is rejected and the alternate hypothesis which states that the opinions of principals and teachers on retirement benefits have impact on the job performances and retention of teaching and non-teaching staff in secondary schools in Lagos State is accepted.


CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION
5.1	SUMMARY
In this study, our focus was on the opinions of principals and teachers on the impact of conditions of service on the job performance and retention of teaching and non-teaching staff in secondary schools using schools in Epe  Lga  as a case study. The study specifically was aimed at highlighting the opinions of principals and teachers on the impact of salaries and other allowances on the job performances and retention of teaching and non-teaching staff in secondary schools in Lagos State. The study also verify the opinions of principals and teachers on the impact of promotion on the job performances and retention of teaching and non-teaching staff in secondary schools in Lagos State. More so, the study  ascertain the opinions of principals and teachers on the impact of fringe benefits on the job performances and retention of teaching and non- teaching staff in secondary schools in Lagos State. The study further examine the opinions of principals and teachers on the impact of staff development on the job performances and retention of teaching and non- teaching staff secondary schools in Lagos State. The study also find out the opinions of principals and teachers on the impact of welfare services on the job performances and retention of teaching and non-
teaching staff in secondary schools in Lagos State. Lastly, the study identify the opinions of principals and teachers on the impact of retirement benefits on the job performances and retention of teaching and non- teaching staff in secondary schools in Lagos State.  A total of 180 responses were validated from the enrolled participants where all respondent are drawn from teaching and non-teaching staff the selected secondary schools..
5.2	CONCLUSION
Based on the finding of this study, the following conclusions were made:
1. That there was significant positive impact of prompt payment of salary, regular promotion, fringe benefits, regular staff development, adequate welfare services and access to retirement benefits on teaching and non teaching staff job performance and retention.
2. The opinions of principals and teachers on the impact of salaries and other allowances on the job performances and retention of teaching and non- teaching staff in secondary schools in Lagos State.
3. The opinions of principals and teachers on promotion have any impact on the job performances and retention of teaching and non-teaching staff in secondary schools in Lagos State.
4. The opinions of principals and teachers on staff development have impact on the job performances and retention of teaching and non-teaching staff in secondary schools in Lagos State.
5. The opinions of principals and teachers on the impact of fringe benefit affects the job performances and retention of teaching and non- teaching staff in secondary schools in Lagos State.
5.3	RECOMMENDATION
Based on the responses obtained, the researcher proffers the following recommendations:
1. Compulsory continuous education should be enforced to encourage teaching and non teaching staff to acquire more knowledge and skills through in service programmes.
2. Prompt payment of Salaries and other allowances as at when due could be a strong enhancer of teachers effectiveness. 
3. For any staff promoted, an induction session should be undertaken to orient them to the new job and environment. It is recommended that a standard induction programme be established for new employees and those who are promoted or transferred. 
4. Staff need to be sensitized and educated with regard to the purpose and use of pension benefits. A policy could be implemented to allow staff to borrow a certain percentage from their pension to ease their financial burden.
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APPENDIXE
QUESTIONNAIRE
PLEASE TICK [√] YOUR MOST PREFERRED CHOICE(S) ON A QUESTION.
SECTION A
PERSONAL INFORMATION
Gender
Male ( )
Female ( )
Age
20-30( )
30-40( )
40-50( )
50+ ( )
Marital Status
Single  ( )
Married ( )
Separated ( )
Widowed ( )
Education Level
WAEC ( )
BS.c  ( )
MS.c ( )
               SECTION B
Question 1: What are the opinions of principals and teachers on the impact of salaries
and other allowances on the job performances and retention of teaching and non- teaching staff in secondary schools in Lagos State?
	S/N
	ITEM STATEMENT
	SA

	A   
	D   
	SD  

	1
	Reduction in turn over rate
	
	
	
	

	2
	Employees will be more incentivized to stay in their role 
	
	
	
	

	3
	Motivates employee
	
	
	
	

	4
	Increased productivity
	
	
	
	


Question 2: does the opinions of principals and teachers on the impact of salaries
and other allowances on the job performances and retention of teaching and non- teaching staff in secondary schools in Lagos State?
	Options
	Please tick

	Yes
	

	No
	

	Undecided
	


Question 3: Do the opinions of principals and teachers on promotion have any impact
on the job performances and retention of teaching and non-teaching staff
in secondary schools in Lagos State?
	Options
	Please tick

	Yes
	

	No
	

	Undecided
	


Research Question 4:  What are the opinions of principals and teachers on the impact of fringe benefit on the job performances and retention of teaching and non- teaching staff in secondary schools in Lagos State?
	S/N
	ITEM STATEMENT
	SA

	A

	D

	SD


	1
	Increase in organization self image
	
	
	
	

	2
	Reduction in employee turnover
	
	
	
	

	3
	Increase in loyalty for work
	
	
	
	

	4
	Increase in employee productivity
	
	
	
	


Question 5: do you think the opinions of principals and teachers on the impact of fringe benefit affects the job performances and retention of teaching and non- teaching staff in secondary schools in Lagos State?
	Options
	Please tick

	Yes
	

	No
	

	Undecided
	


Research Question 6:   How do the opinions of principals and teachers on staff development have impact on the job performances and retention of teaching and non-teaching staff in secondary schools in Lagos State?
	S/N
	ITEM STATEMENT
	SA

	A

	D

	SD


	1
	Orientation for newly appointed staff affects job performance and retention
	
	
	
	

	2
	Skills at seminar enhance optimum job performance and retention
	
	
	
	

	3
	Regular workshop for staff enhances job performance and retention
	
	
	
	

	4
	In-service training towards career development and progression encourage job performance and retention
	
	
	
	


Question 7:do the opinions of principals and teachers on staff development have impact on the job performances and retention of teaching and non-teaching staff in secondary schools in Lagos State?
	Options
	Please tick

	Yes
	

	No
	

	Undecided
	


Research Question 8: What are the opinions of principals and teachers on the impact of welfare services on the job performances and retention of teaching and non- teaching staff in secondary schools in Lagos State?Table 4.10: Mean Responses on question 8
	S/N
	ITEM STATEMENT
	SA

	A   
	D   
	SD  

	1
	Improves workers performance
	
	
	
	

	2
	Breeds cordial relationship between workers
	
	
	
	

	3
	Promotes motivation
	
	
	
	

	4
	Increase productivity
	
	
	
	


Question 9: does the opinions of principals and teachers on the impact of welfare services have impact on the job performances and retention of teaching and non- teaching staff in secondary schools in Lagos State?
	Options
	Please tick

	Yes
	

	No
	

	Undecided
	


Research question 10: Do the opinions of principals and teachers on retirement benefits have impact on the job performances and retention of teaching and non-teaching staff in secondary schools in Lagos State?
	Options
	Please tick

	Yes
	

	No
	

	Undecided
	












