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ABSTRACT 

This study explores the critical role of enhancing staff commitment in secondary schools and a 

proposing strategic framework for a sustainable educational development. Staff commitment is 
essential for achieving long-term educational success. The study examined the significance of staff 
commitment in achieving educational goals including; improved teaching effectiveness and student 
performance, positive institutional culture and teamwork and enhanced organizational stability and 
retention. The study further highlighted the perspective of staff commitment, such as affective, 
continuance, and normative commitment. The study underscores the factors influencing staff 
commitment in secondary schools which includes; Organizational Factors, personal factors and 
external factors. The framework outlines key strategies to foster motivation, job satisfaction, and 
dedication among teachers and non-teaching staff. By implementing this framework, secondary 
schools can not only improve teacher satisfaction and retention but also contribute to better 
student outcomes, thus fostering a more sustainable and effective educational system. The study 
concluded that dedicated and motivated teachers create a positive learning environment, improve 
student outcomes, and contribute to the overall success of the education system. One of the 
recommendations provided was that schools should provide a conducive working environment by 
ensuring adequate classroom facilities, teaching resources, and a supportive administrative 
structure to enhance staff motivation and productivity. 

KEYWORD: Staff Commitment, Secondary Schools, Strategic Framework And Sustainable 

Educational Development 

INTRODUCTION 

Background of the Study 

Education is widely recognized as a critical driver of national development and social 

transformation. At the core of any effective education system is the commitment and dedication of 

its teaching and non-teaching staff. In secondary schools, staff commitment significantly influences 

student performance, institutional effectiveness, and the overall sustainability of educational 

development. However, in many educational settings worldwide, low levels of staff commitment 

have been a persistent challenge, leading to issues such as teacher attrition, job dissatisfaction, 

absenteeism, and reduced instructional quality. This paper seeks to explore strategies for 

enhancing staff commitment in secondary schools through a strategic framework aimed at fostering 

sustainable educational development. 



INTERNATIONAL JOURNAL OF EDUCATIONAL AND SCIENTIFIC RESEARCH 

FINDINGS, MAY, 2025, ISSN: 2749-7481 VOL. 7 NO.1, GERMANY 

129 

 

Staff commitment in educational institutions is a multifaceted concept that encompasses 

affective, normative, and continuance commitment. Affective commitment refers to an emotional 

attachment to the institution and a strong belief in its goals, while normative commitment reflects a 

sense of duty or obligation to remain in the profession. Continuance commitment, on the other 

hand, is based on the perceived costs of leaving the organization. Understanding and addressing 

these dimensions are crucial for creating a conducive work environment that promotes job 

satisfaction, professional growth, and institutional loyalty among educators and support staff. 

Despite the critical role of staff commitment in shaping educational outcomes, numerous 

challenges hinder its enhancement in secondary schools. These challenges include inadequate 

remuneration, lack of professional development opportunities, poor working conditions, limited 

recognition and incentives, and ineffective leadership. In many developing countries, additional 

factors such as overcrowded classrooms, resource shortages, and policy inconsistencies exacerbate 

the problem, leading to diminished teacher morale and high turnover rates. Moreover, global 

educational disruptions—such as those caused by the COVID-19 pandemic—have further 

highlighted the need for sustainable strategies to retain and motivate school staff in the face of 

adversity. 

Existing literature suggests that a strategic approach is essential for fostering staff 

commitment in secondary schools. Leadership styles, organizational culture, teacher 

empowerment, and institutional support systems play a fundamental role in shaping the attitudes 

and behaviors of school staff. Transformational leadership, participatory decision-making, and a 

well-structured incentive system have been identified as key factors that contribute to enhanced 

staff motivation and commitment. Additionally, fostering a culture of collaboration, providing 

opportunities for continuous professional development, and ensuring a supportive work 

environment are critical components of a sustainable educational system. 

This study aims to develop a comprehensive strategic framework for enhancing staff 

commitment in secondary schools, thereby contributing to sustainable educational development. 

The proposed framework will integrate best practices in leadership, motivation, and organizational 

management to create a model that can be adapted across different educational contexts. By 

identifying key drivers of staff commitment and proposing targeted interventions, this study seeks 

to provide policymakers, school administrators, and education stakeholders with practical 

recommendations for improving the overall effectiveness of secondary education systems. 

Hence, enhancing staff commitment is not only essential for improving the quality of 

education but also for ensuring the long-term sustainability of educational institutions. As the global 

education landscape continues to evolve, adopting strategic and evidence-based approaches to staff 

motivation and retention is imperative. This study will contribute to the growing body of 

knowledge on educational leadership and human resource management in secondary schools, 

offering a strategic framework that aligns with the broader goals of sustainable educational 

development. 

DEFINITION OF STAFF COMMITMENT 

Staff commitment can be defined as the emotional, psychological, and professional 

dedication employees exhibit toward their organization, which drives their motivation, engagement, 

and willingness to contribute to its overall success. It is a key determinant of employee 
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performance, retention, and organizational effectiveness. According to Mowday, Porter, and Steers 

(2013), staff commitment represents an individual's identification with and involvement in a 

particular organization, characterized by a strong belief in its goals and values, a willingness to exert 

effort, and a desire to remain a part of it. Similarly, Meyer and Maltin (2019) define staff 

commitment as a multidimensional construct encompassing affective, continuance, and normative 

commitment, each influencing employees' motivation and organizational attachment differently. 

Adekoya et al. (2021) emphasize that staff commitment goes beyond job satisfaction, as it involves 

a deep sense of responsibility and alignment with the organization's objectives. Anwar and Ghafoor 

(2023) further argue that committed employees are more engaged, productive, and less likely to 

leave, highlighting the strategic importance of fostering commitment in the workplace.  

SIGNIFICANCE OF STAFF COMMITMENT IN ACHIEVING EDUCATIONAL GOALS 

Staff commitment plays a crucial role in the success of educational institutions by 

enhancing teaching effectiveness, fostering student achievement, and promoting institutional 

growth. Committed educators and administrative staff are more likely to invest effort in their roles, 

leading to improved educational outcomes and organizational success (Anwar & Ghafoor, 2023). 

1. Improved Teaching Effectiveness and Student Performance 

Committed teachers are more engaged in instructional activities, creating a positive learning 

environment that enhances student performance (Khan et al., 2022). When educators are 

dedicated to their roles, they go beyond basic teaching responsibilities by adopting innovative 

teaching methods, offering additional support to students, and continuously improving their 

professional skills (Malik et al., 2023). Affective commitment, which involves an emotional 

attachment to the institution, is particularly important in motivating teachers to deliver quality 

education (Njoroge & Kwasira, 2021). 

2. Enhanced Organizational Stability and Retention 

Educational institutions that foster staff commitment experience lower turnover rates, ensuring 

continuity and stability in learning programs (Iqbal & Hashmi, 2020). High staff turnover disrupts 

the learning process, affects institutional reputation, and increases recruitment costs. Continuance 

commitment, where employees remain due to perceived costs of leaving, can help retain 

experienced educators, ultimately benefiting students and the institution (Meyer & Maltin, 2019). 

3. Positive Institutional Culture and Teamwork 

A strong sense of commitment among staff contributes to a positive institutional culture, where 

teamwork and collaboration thrive (Adekoya et al., 2021). When educators and support staff share 

a collective commitment to educational goals, they are more likely to collaborate, support each 

other, and contribute to a cohesive work environment. This enhances the overall effectiveness of 

educational institutions in achieving long-term objectives. 

4. Increased Adaptability to Educational Changes 

The education sector constantly evolves due to technological advancements, policy changes, and 

new teaching methodologies. Committed staff members are more willing to embrace changes and 

adapt to new educational trends, ensuring institutions remain competitive and effective (Khan et 
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al., 2022). Normative commitment, which stems from a sense of obligation to the institution, 

encourages educators to actively participate in professional development and institutional growth 

(Anwar & Ghafoor, 2023).  Staff commitment is essential for achieving educational goals, as it 

enhances teaching effectiveness, promotes institutional stability, fosters a positive work culture, and 

improves adaptability to change. Educational institutions must implement strategies to strengthen 

staff commitment through professional development, recognition programs, and supportive work 

environments. 

PERSPECTIVES OF STAFF COMMITMENT 

     Various scholars have conceptualized staff commitment from different perspectives, including 

affective, continuance, and normative commitment. 

Affective Commitment: Meyer and Allen (1991) initially introduced the three-component model 

of commitment, where affective commitment refers to employees' emotional attachment to, 

identification with, and involvement in the organization. According to Adekoya et al. (2021), 

affective commitment fosters higher job satisfaction and productivity, as employees willingly invest 

effort in their roles. 

Affective commitment has to do with an employee’s emotional attachment, identification, and 

involvement with their organization, leading them to remain because they genuinely want to, rather 

than out of obligation or necessity (Meyer & Allen, 1991). This type of commitment arises when 

employees develop a deep emotional bond with their organization, aligning their personal goals 

and values with those of the institution. Meyer and Maltin (2019) define affective commitment as 

the degree to which employees feel psychologically connected to their organization, influencing 

their willingness to contribute beyond their basic job responsibilities. Similarly, Anwar and 

Ghafoor (2023) argue that affective commitment fosters a sense of belonging and loyalty among 

employees, leading to higher engagement and job satisfaction. According to Khan et al. (2022), 

employees with high affective commitment are more motivated, productive, and willing to support 

organizational goals without external pressure. 

What Affective Commitment Is About 

Affective commitment is fundamentally about an employee’s emotional investment in their 

workplace. It reflects their passion for their job, their belief in the organization’s mission, and their 

willingness to go the extra mile (Malik et al., 2023). Unlike continuance commitment, which is 

driven by the costs of leaving, or normative commitment, which is based on obligation, affective 

commitment stems from genuine enthusiasm and alignment with the organization’s objectives 

(Njoroge & Kwasira, 2021). 

Employees who exhibit affective commitment do not just perform their tasks because they are 

required to; they take personal responsibility for the success of their organization. They are often 

proactive, enthusiastic, and eager to contribute ideas for improvement (Iqbal & Hashmi, 2020). 

What Affective Commitment Does 

Affective commitment has several positive outcomes for both employees and organizations: 
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1. Enhances Job Performance: Employees with high affective commitment are more likely to 

be engaged, motivated, and productive (Anwar & Ghafoor, 2023). 

2. Reduces Turnover Rates: Staff who feel emotionally connected to their organization are 

less likely to leave, ensuring continuity and stability (Khan et al., 2022). 

3. Encourages Organizational Citizenship Behavior (OCB): Affective commitment promotes 

discretionary behaviors such as mentoring colleagues, volunteering for extra tasks, and 

maintaining a positive workplace atmosphere (Malik et al., 2023). 

4. Increases Adaptability to Change: Employees who are emotionally invested in their 

workplace are more open to innovation and new policies (Njoroge & Kwasira, 2021). 

SIGNIFICANCE OF AFFECTIVE COMMITMENT IN THE ACTUALIZATION OF 

GOALS 

Organizations thrive when employees are emotionally invested in their success. Affective 

commitment plays a critical role in goal actualization by: 

 Aligning Employee Efforts with Organizational Objectives: Employees with strong affective 

commitment work towards institutional goals as if they were their own (Iqbal & Hashmi, 

2020). 

 Enhancing Teamwork and Collaboration: When employees are emotionally connected to 

their organization, they are more likely to support their colleagues and contribute to a 

positive work culture (Adekoya et al., 2021). 

 Improving Service Delivery and Customer Satisfaction: In sectors such as education, 

healthcare, and business, staff with high affective commitment provide better service, 

benefiting students, patients, and clients alike (Meyer & Maltin, 2019). 

 Boosting Institutional Reputation: Employees who feel a deep attachment to their 

organization often act as brand ambassadors, enhancing its public image (Khan et al., 

2022). 

HOW AFFECTIVE COMMITMENT IS DEMONSTRATED 

Affective commitment is visible in employees' behaviors, attitudes, and work ethic. For 

instance, If a teacher stays after school to help struggling students without being asked, or an 

employee in a corporate setting actively promotes company initiatives on their own time, these 

actions indicate affective commitment. Their behavior goes beyond obligation—it is driven by 

passion and emotional attachment to their organization. 

  Some signs that indicate affective commitment include: 

 Passion for Work: Employees express enthusiasm and dedication, taking pride in their 

tasks. 

 Willingness to Go Beyond Job Requirements: They volunteer for extra responsibilities 

without being forced. 



INTERNATIONAL JOURNAL OF EDUCATIONAL AND SCIENTIFIC RESEARCH 

FINDINGS, MAY, 2025, ISSN: 2749-7481 VOL. 7 NO.1, GERMANY 

133 

 

 Positive Attitude Toward Organizational Goals: They support institutional changes and 

innovations rather than resisting them (Malik et al., 2023). 

 Strong Sense of Belonging: Employees speak positively about their workplace and defend 

it in conversations. 

 Low Absenteeism and Turnover: Committed employees show up consistently and rarely 

seek external job opportunities (Njoroge & Kwasira, 2021). 

Affective commitment is a vital component of employee dedication, driving motivation, 

performance, and loyalty. It significantly contributes to achieving organizational goals by fostering 

engagement, reducing turnover, and promoting teamwork. Organizations should nurture affective 

commitment through supportive leadership, clear communication, and recognition programs. 

Continuance Commitment: This dimension focuses on the costs associated with leaving an 

organization. Employees remain in the organization because they perceive that leaving would result 

in financial loss or instability (Meyer & Maltin, 2019). Research by Khan et al. (2022) suggests that 

organizations with strong career growth opportunities and fair compensation structures can 

enhance continuance commitment.   Continuance commitment refers to an employee’s decision to 

remain with an organization due to the perceived costs associated with leaving, rather than 

emotional attachment or a sense of obligation. As such, Employees with high continuance 

commitment stay because they believe that leaving would result in significant financial, social, or 

career-related losses. Meyer and Maltin (2019) define continuance commitment as the extent to 

which employees feel "locked in" to their jobs due to economic dependencies, lack of alternative 

job opportunities, or accrued benefits that would be lost if they left. Similarly, Anwar and Ghafoor 

(2023) argue that continuance commitment arises when employees assess the risks and 

disadvantages of leaving their current employment and conclude that staying is the most beneficial 

option. According to Khan et al. (2022), this type of commitment is more calculative than 

emotional, as employees weigh the pros and cons of remaining in an organization based on 

financial security and career stability. 

What Continuance Commitment Is About 

Continuance commitment is primarily driven by necessity rather than passion or loyalty. 

Employees with high continuance commitment feel that leaving their job would be too costly, 

whether in terms of lost seniority, pension benefits, or job security (Njoroge & Kwasira, 2021). 

Unlike affective commitment, which is based on emotional connection, or normative commitment, 

which is driven by obligation, continuance commitment is rooted in practicality and self-interest 

(Iqbal & Hashmi, 2020). 

Key factors that contribute to continuance commitment include: 

 Financial dependency: Employees may have mortgages, loans, or family obligations that 

make it risky to leave a stable job. 

 Limited job alternatives: Employees may remain in an organization because they perceive 

that better opportunities are scarce (Malik et al., 2023). 

 Accumulated benefits: Long-serving employees may stay to avoid losing benefits like 

pensions, promotions, or long-term service rewards. 
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What Continuance Commitment Does 

Continuance commitment has both positive and negative implications for organizations: 

Positive Outcomes 

1. Reduces Employee Turnover: Employees with high continuance commitment are less 

likely to leave, ensuring workforce stability (Anwar & Ghafoor, 2023). 

2. Maintains Organizational Knowledge and Experience: Long-serving employees retain 

institutional knowledge, which benefits productivity and training of new employees (Khan 

et al., 2022). 

3. Ensures Workforce Continuity: Organizations can avoid frequent recruitment costs and 

maintain a consistent workforce, especially in industries where skilled labor is essential 

(Njoroge & Kwasira, 2021). 

Negative Outcomes 

1. Lower Employee Engagement: Since employees stay out of necessity rather than passion, 

they may lack enthusiasm and motivation (Meyer & Maltin, 2019). 

2. Resistance to Change: Employees with high continuance commitment may resist 

organizational changes because they prioritize job security over adaptability (Iqbal & 

Hashmi, 2020). 

3. Reduced Productivity: Employees who feel "trapped" in their jobs may perform at a 

minimal level, completing tasks just enough to keep their position but not striving for 

excellence (Malik et al., 2023). 

SIGNIFICANCE OF CONTINUANCE COMMITMENT IN THE ACTUALIZATION OF 

GOALS 

While continuance commitment may not be as beneficial as affective commitment, it still 

contributes to organizational goal achievement in several ways: 

 Ensuring Stability in Workforce Planning: Organizations can rely on experienced 

employees to maintain operations, reducing the disruption caused by high turnover rates 

(Anwar & Ghafoor, 2023). 

 Providing a Retention Safety Net: In times of economic downturn or job market 

uncertainty, employees with high continuance commitment are more likely to remain, 

providing stability to the organization (Khan et al., 2022). 

 Preserving Organizational Knowledge: Long-serving employees help transfer skills and 

knowledge to new hires, ensuring continuity in institutional memory and expertise (Njoroge 

& Kwasira, 2021). 

 Supporting Employee Development Initiatives: Organizations can invest in training and 

development with the confidence that employees will not immediately leave after gaining 

new skills (Meyer & Maltin, 2019). 
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HOW CONTINUANCE COMMITMENT IS DEMONSTRATED 

Continuance commitment can be observed in various workplace behaviors, including: 

 Employees Avoiding Career Risks: Staff members hesitate to switch jobs, even when 

dissatisfied, because they fear losing financial stability or career benefits. 

 Minimal Engagement but Continued Presence: Some employees may do the bare 

minimum required to keep their jobs but refrain from active participation in extra activities. 

 Strong Focus on Job Security: Employees frequently express concerns about layoffs, 

benefits, and long-term financial security (Malik et al., 2023). 

 Resistance to Change: Employees may resist organizational changes, such as restructuring 

or technology adoption, because they prefer stability over uncertainty (Iqbal & Hashmi, 

2020). 

EXAMPLE OF CONTINUANCE COMMITMENT IN PRACTICE 

Hence, if an employee remains at a job despite job dissatisfaction because they have a 

pension plan that will be forfeited if they leave, this is an example of continuance commitment. 

Similarly, a teacher who continues working in a school due to limited job opportunities elsewhere, 

even if they are disengaged from their work, demonstrates this type of commitment.  Therefore, 

continuance commitment is a crucial aspect of employee retention, ensuring workforce stability 

and preserving institutional knowledge. However, it differs from affective commitment as it is 

primarily based on necessity rather than enthusiasm or loyalty. While it helps organizations 

maintain staff continuity, employers should strive to convert continuance commitment into 

affective commitment by improving job satisfaction, career growth opportunities, and workplace 

engagement. 

Normative Commitment: This type of commitment is based on a sense of obligation to stay with 

the organization. Employees feel morally bound to continue their employment due to cultural or 

social norms (Meyer & Allen, 1991). Studies by Iqbal and Hashmi (2020) indicate that normative 

commitment is often influenced by organizational culture, leadership style, and ethical work 

practices. Normative commitment refers to an employee’s sense of obligation to remain with an 

organization, based on moral or ethical reasons, rather than emotional attachment (affective 

commitment) or perceived costs of leaving (continuance commitment) (Meyer & Allen, 1991). 

Employees with high normative commitment feel a duty to stay with their employer because they 

believe it is the right thing to do. Meyer and Maltin (2019) define normative commitment as the 

extent to which employees remain with an organization due to a perceived moral responsibility or 

loyalty. Similarly, Anwar and Ghafoor (2023) explain that normative commitment develops when 

employees feel indebted to their organization for past support, training, or opportunities. 

According to Khan et al. (2022), employees who have been mentored, sponsored, or given career 

growth opportunities may develop a strong sense of duty to reciprocate by staying and contributing 

to the organization. 

What Normative Commitment Is About 

Normative commitment is primarily driven by a feeling of obligation. Employees may feel they 

should stay because: 
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 They have received training or education funded by the organization (Malik et al., 2023). 

 They have been given career opportunities such as promotions or leadership roles 

(Njoroge & Kwasira, 2021). 

 Their workplace has a supportive culture that promotes loyalty and ethical responsibility 

(Iqbal & Hashmi, 2020). 

 Their personal values align with the organization’s mission and goals (Meyer & Maltin, 

2019). 

Unlike affective commitment, which is based on emotional attachment, or continuance 

commitment, which is based on cost-benefit analysis, normative commitment is based on personal 

duty and ethical considerations. Employees with high normative commitment stay not because they 

necessarily want to, but because they feel they should (Anwar & Ghafoor, 2023). 

What Normative Commitment Does 

Normative commitment has both benefits and potential drawbacks for organizations: 

Positive Outcomes 

1. Promotes Employee Loyalty: Employees with strong normative commitment are less likely 

to leave abruptly, ensuring workforce stability (Khan et al., 2022). 

2. Encourages Ethical Behavior: Employees driven by obligation tend to act with integrity and 

professionalism (Malik et al., 2023). 

3. Fosters a Positive Work Culture: Organizations that cultivate loyalty and ethical values 

benefit from committed, responsible employees (Njoroge & Kwasira, 2021). 

4. Reduces Turnover in Key Roles: Employees in leadership or specialized roles may stay 

longer due to their sense of duty, preventing disruption (Iqbal & Hashmi, 2020). 

Negative Outcomes 

1. May Lead to Job Dissatisfaction: Employees who feel "forced" to stay out of obligation may 

become disengaged or unmotivated (Meyer & Maltin, 2019). 

2. Can Cause Resistance to Change: Staff members may remain loyal to traditional ways of 

doing things, resisting necessary innovations (Anwar & Ghafoor, 2023). 

3. Creates Stress and Burnout: Employees with high normative commitment may feel guilty 

about leaving, even if they are unhappy, leading to stress or burnout (Khan et al., 2022). 

SIGNIFICANCE OF NORMATIVE COMMITMENT IN THE ACTUALIZATION OF 

GOALS 

Normative commitment plays a crucial role in achieving organizational and institutional goals 

by: 
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 Ensuring Continuity in Leadership and Specialized Roles: Employees with high normative 

commitment are more likely to stay in key positions, maintaining operational consistency 

(Njoroge & Kwasira, 2021). 

 Encouraging Long-Term Employee Engagement: Organizations benefit from a workforce 

that values loyalty and ethical responsibility (Anwar & Ghafoor, 2023). 

 Promoting Knowledge Transfer: Experienced employees who stay out of duty contribute to 

mentoring and developing younger staff members, enhancing institutional learning (Malik 

et al., 2023). 

 Strengthening Organizational Culture: A commitment to ethics and responsibility fosters a 

strong organizational culture that supports goal achievement (Iqbal & Hashmi, 2020). 

HOW NORMATIVE COMMITMENT IS DEMONSTRATED 

Normative commitment can be observed in workplace behaviors, including: 

 Employees Expressing Gratitude for Opportunities: They acknowledge how the 

organization has contributed to their career development. 

 Staying in the Organization Despite Better Offers: Employees with strong normative 

commitment may decline higher-paying jobs elsewhere out of loyalty. 

 Volunteering for Extra Responsibilities: They willingly take on additional tasks as a way of 

giving back to the organization (Malik et al., 2023). 

 Mentoring New Employees: Senior employees invest time in guiding and supporting junior 

staff, demonstrating their dedication to the institution (Njoroge & Kwasira, 2021). 

 Upholding Organizational Values: Employees with high normative commitment advocate 

for ethical work practices and discourage behaviors that go against company policies 

(Anwar & Ghafoor, 2023). 

Example of Normative Commitment in Practice 

If a teacher remains at a school because they received a scholarship from the institution for their 

education, or an employee continues working for a company out of gratitude for career 

development opportunities, that is normative commitment. Another example is a nurse who stays 

at a hospital because they feel a moral responsibility to serve their community, even when faced 

with better job offers elsewhere. As such, normative commitment is an essential aspect of 

employee dedication, based on a moral obligation to remain with an organization. It plays a 

significant role in maintaining workforce stability, fostering ethical behavior, and supporting 

organizational culture. While it has potential drawbacks, such as job dissatisfaction and resistance 

to change, organizations can enhance normative commitment by providing fair treatment, 

recognizing employee contributions, and fostering a sense of belonging. 

FACTORS INFLUENCING STAFF COMMITMENT IN SECONDARY SCHOOLS 

Several factors contribute to staff commitment, including leadership style, organizational 

culture, job satisfaction, and career development opportunities (Anwar & Ghafoor, 2023). 

Employees who perceive fairness, recognition, and opportunities for growth are more likely to 
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develop strong commitment levels.  Staff commitment is a multidimensional construct that plays a 

critical role in organizational success. Understanding the different types of commitment affective, 

continuance, and normative can help organizations  such as the school to implement strategies to 

enhance employee engagement and retention. 

Staff commitment in secondary schools is essential for achieving educational objectives, 

improving student outcomes, and fostering a positive school culture. Various factors influence how 

committed teachers and other staff members are to their institutions. These factors can be 

categorized into organizational, personal, and external influences. Below is an exploration of these 

factors, with supporting views from recent research. 

1. Organizational Factors 

a) Leadership Style and Administrative Support 

The type of leadership in a school has a direct impact on staff commitment. School administrators 

who are supportive, fair, and provide guidance create an environment where teachers feel valued 

and motivated to stay. Leaders who engage staff in decision-making, communicate effectively, and 

provide mentorship enhance employees’ sense of belonging.  Anwar and Ghafoor (2023) highlight 

that transformational leadership, which focuses on employee development and motivation, 

significantly increases affective commitment among teachers. Similarly, Khan et al. (2022) found 

that school principals who practice participatory leadership foster a sense of ownership among 

teachers, making them more dedicated to their roles. 

b) Work Environment and School Culture 

A positive work environment, characterized by collaboration, mutual respect, and recognition, 

encourages teachers to be more committed to their jobs. When teachers feel supported by their 

colleagues and school administration, they develop a sense of attachment to the institution. A toxic 

work environment, on the other hand, discourages commitment and may lead to higher turnover 

rates. According to Malik et al. (2023), teachers working in schools with strong workplace cultures, 

where teamwork and professional relationships are encouraged, demonstrate higher levels of 

commitment. Similarly, Njoroge and Kwasira (2021) assert that a work environment that fosters 

respect and inclusivity significantly improves both normative and affective commitment. 

c) Professional Development Opportunities 

Teachers who have access to continuous training and career advancement opportunities tend to be 

more committed to their schools. When institutions invest in staff growth through workshops, 

seminars, and higher education sponsorships, employees feel valued and are less likely to leave.  

Meyer and Maltin (2019) emphasize that teachers who receive continuous learning opportunities 

develop stronger affective and normative commitment to their schools. Similarly, Iqbal and 

Hashmi (2020) note that organizations that prioritize career development experience lower staff 

turnover rates and higher employee satisfaction. 

d) Job Security and Stability 

Employees are more committed to their jobs when they feel a sense of security in their 

employment. Uncertainty about job continuity, especially in contract-based teaching positions, can 
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decrease teachers’ motivation and engagement. Khan et al. (2022) indicates that when teachers 

perceive their jobs as stable and secure, they are more likely to develop long-term commitment to 

their schools. Malik et al. (2023) further explain that staff members who have permanent contracts 

and clear career progression paths exhibit stronger continuance commitment, as they recognize the 

long-term benefits of staying. 

e) Recognition and Rewards 

Recognizing employees for their contributions plays a crucial role in fostering commitment. 

Schools that acknowledge teachers’ efforts through promotions, awards, salary increments, or 

verbal appreciation help create a sense of achievement and satisfaction.  Anwar and Ghafoor 

(2023) found that financial and non-financial rewards, including performance-based incentives and 

employee appreciation programs, significantly boost staff commitment. Similarly, Meyer and 

Maltin (2019) argue that teachers who feel appreciated for their hard work are more likely to 

remain engaged and dedicated to their institutions. 

2. Personal Factors 

a) Passion for Teaching and Personal Values 

Some teachers remain committed to their jobs due to their intrinsic passion for educating students. 

When teachers view their profession as a calling rather than just a job, they are more likely to 

remain committed despite challenges. 

According to Njoroge and Kwasira (2021), teachers who derive personal satisfaction from their 

work tend to display higher levels of affective commitment. Similarly, Iqbal and Hashmi (2020) 

highlight that educators whose personal values align with the school’s mission are more likely to 

stay dedicated to their roles. 

b) Work-Life Balance 

Teachers who can balance their professional responsibilities with personal life tend to be more 

engaged and committed to their jobs. Excessive workloads, long hours, and stressful administrative 

tasks can lead to burnout, negatively impacting staff commitment. 

Meyer and Maltin (2019) assert that work-life balance is a key determinant of employee well-being 

and job satisfaction. Anwar and Ghafoor (2023) further argue that schools that promote flexible 

working conditions and reduce unnecessary administrative burdens help improve teacher retention 

and engagement. 

c) Career Aspirations and Future Opportunities 

Teachers who see long-term growth opportunities within their schools are more likely to remain 

committed. However, if they feel their career prospects are limited, they may seek opportunities 

elsewhere, leading to lower commitment levels. 

Khan et al. (2022) found that schools that provide structured career development pathways 

encourage stronger normative and continuance commitment. Malik et al. (2023) emphasize that 

institutions offering leadership training and professional growth programs retain their staff for 

longer periods. 
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3. External Factors 

a) Government Policies and Educational Reforms 

Education policies, curriculum changes, and government regulations impact staff commitment in 

secondary schools. Teachers who feel overwhelmed by frequent policy changes or excessive 

administrative work may become disengaged. Njoroge and Kwasira (2021) note that inconsistent 

policy changes without adequate teacher training reduce staff motivation and increase resistance to 

change. Iqbal and Hashmi (2020) further suggest that schools that align their policies with national 

education frameworks while providing adequate support help maintain teacher commitment. 

b) Societal and Community Expectations 

The level of respect and recognition that teachers receive from society influences their job 

satisfaction and commitment. Schools located in communities that appreciate and value educators 

tend to have more dedicated staff. Malik et al. (2023) state that teachers who feel respected and 

supported by parents, students, and the community exhibit higher levels of affective commitment. 

Khan et al. (2022) also highlight that social recognition plays a significant role in encouraging 

teachers to remain in their profession despite challenges. 

c) Economic Conditions and Alternative Employment Opportunities 

The overall economic climate and job market conditions affect teachers’ commitment. In 

countries or regions where teaching salaries are low compared to other professions, educators may 

be less motivated to stay in their roles. Anwar and Ghafoor (2023) found that low wages and lack 

of financial incentives are major reasons why teachers leave their jobs. Meyer and Maltin (2019) 

further suggest that competitive salaries and benefits can enhance continuance commitment, as 

employees are less likely to seek alternative employment.   Staff commitment in secondary schools 

is shaped by multiple factors, including leadership style, work environment, job security, 

recognition, personal values, work-life balance, government policies, societal expectations, and 

economic conditions. Schools that create a supportive and motivating work environment, provide 

career development opportunities, and acknowledge teachers' contributions can enhance staff 

commitment, leading to better educational outcomes. Addressing these factors strategically can 

help school administrators retain talented educators and foster a culture of dedication and 

excellence. 

External Factors Influencing Staff Commitment in Secondary Schools 

While internal organizational and personal factors significantly influence staff commitment in 

secondary schools, external factors also play a crucial role in shaping teachers’ dedication and 

engagement. These external influences, including government policies and education funding, 

socio-economic conditions and community support, salary structures and benefits, and parental 

involvement and societal expectations, determine the overall work environment and motivation 

levels of teachers. Understanding these factors helps policymakers and school administrators 

develop strategies to enhance staff commitment and improve the quality of education. 

1. Government Policies and Education Funding 
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Government policies set the framework within which schools operate, influencing teacher 

recruitment, workload, curriculum implementation, and job stability. Additionally, government 

funding determines the availability of teaching resources, infrastructure, and teacher compensation, 

all of which impact staff commitment. Teachers working in well-funded schools with sufficient 

instructional materials and competitive salaries are more likely to remain committed, as they feel 

adequately supported in performing their duties. On the other hand, inadequate funding leads to 

overcrowded classrooms, lack of teaching aids, and delayed salary payments, all of which lower 

teacher morale. 

According to Khan et al. (2022), government policies that prioritize teacher development, such as 

continuous professional training and timely salary payments, positively impact teachers’ affective 

and normative commitment. Similarly, Malik et al. (2023) argue that insufficient funding and 

inconsistent policy implementation contribute to job dissatisfaction and higher turnover rates 

among secondary school teachers. 

2. Socio-Economic Conditions and Community Support 

The socio-economic status of the community surrounding a school affects staff commitment, as it 

influences the learning environment, student behavior, and overall school culture. In affluent 

communities where parents and local organizations actively support schools, teachers receive more 

respect and resources, fostering a sense of belonging and commitment. Conversely, in 

economically disadvantaged areas where schools struggle with limited resources, poverty-related 

student issues, and minimal parental involvement, teachers may experience frustration and 

disengagement. When communities value and appreciate educators, teachers feel more motivated 

to stay committed to their work. Community involvement in school activities, support programs, 

and recognition initiatives helps build stronger teacher commitment. Njoroge and Kwasira (2021) 

highlight that teachers in schools with active community participation demonstrate higher levels of 

affective commitment due to the positive reinforcement they receive. Similarly, Iqbal and Hashmi 

(2020) emphasize that the level of social respect given to teachers significantly affects their job 

satisfaction and willingness to remain in their positions. 

3. Salary Structure, Incentives, and Benefits 

One of the most significant external factors affecting staff commitment is the salary structure and 

the availability of financial and non-financial incentives. Competitive salaries, performance-based 

bonuses, health benefits, and retirement plans contribute to a teacher’s decision to remain 

committed to their institution. In contrast, low wages and lack of benefits often result in job 

dissatisfaction and a higher likelihood of seeking alternative employment. Teachers who feel 

financially secure and adequately compensated are more likely to develop continuance 

commitment, as they recognize the benefits of staying with their current employer. Additionally, 

schools that offer non-monetary incentives such as career progression opportunities, study leave, 

and housing benefits enhance staff motivation. Anwar and Ghafoor (2023) found that teachers who 

receive fair compensation and additional incentives demonstrate higher levels of organizational 

commitment and job satisfaction. Similarly, Meyer and Maltin (2019) argue that institutions that 

fail to offer competitive salaries risk losing talented educators to better-paying opportunities, 

negatively impacting student performance and school stability. 

4. Parental Involvement and Societal Expectations 
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Parents and society play a crucial role in shaping teachers’ commitment by influencing their 

perception of the teaching profession. When parents actively participate in their children’s 

education by supporting teachers, engaging in school activities, and respecting educators’ efforts, 

teachers feel valued and motivated to perform their duties effectively. However, when teachers 

experience frequent criticism, lack of cooperation from parents, or societal undervaluation of their 

profession, their commitment may decline. Positive parental involvement fosters collaboration 

between teachers and families, improving student outcomes and enhancing teacher satisfaction. 

Additionally, societal attitudes toward teaching, such as recognizing educators as essential 

contributors to national development, encourage staff dedication and pride in their profession. 

Malik et al. (2023) state that teachers who receive support from parents in terms of student 

discipline and academic cooperation report higher job satisfaction and commitment levels. Khan et 

al. (2022) further note that societal attitudes that devalue teaching as a profession contribute to 

lower motivation and higher attrition rates among teachers, particularly in secondary schools. 

External factors such as government policies and education funding, socio-economic conditions 

and community support, salary structures and benefits, and parental involvement and societal 

expectations play a significant role in shaping staff commitment in secondary schools. Schools that 

operate within well-supported systems, where teachers are adequately compensated, respected, and 

provided with stable working conditions, tend to retain more committed staff. Addressing these 

external influences through policy reforms, increased education funding, and stronger community 

engagement can enhance teacher commitment, leading to better student performance and overall 

institutional success. 

THE IMPACT OF STAFF COMMITMENT ON EDUCATIONAL OUTCOMES 

Staff commitment plays a crucial role in shaping educational outcomes, influencing student 

learning, academic performance, and overall school effectiveness. When teachers are committed 

to their profession and institution, they create a positive learning environment that fosters student 

engagement, motivation, and achievement. The impact of staff commitment can be analyzed 

through its effect on student learning, the relationship between teacher commitment and student 

performance, and classroom engagement and instructional effectiveness. 

1. Effect on Student Learning 

Teachers who are highly committed to their roles invest time and effort in delivering quality 

education, which directly benefits students. Dedicated teachers prepare well-structured lessons, 

provide individualized support, and create an engaging classroom environment that enhances 

student understanding. Their commitment translates into a more structured and consistent 

learning experience, which positively influences student retention and academic success. 

Committed teachers also serve as role models, inspiring students to develop a passion for learning. 

When students observe teachers who are enthusiastic and dedicated, they are more likely to adopt 

a similar attitude toward their studies. On the other hand, a lack of commitment from teachers can 

lead to disinterest, poor learning habits, and lower academic motivation among students. 

According to Khan et al. (2022), teacher commitment significantly contributes to student 

engagement and long-term academic achievement. Similarly, Malik et al. (2023) emphasize that 

students perform better in schools where teachers are dedicated to both their professional 

responsibilities and student development. 



INTERNATIONAL JOURNAL OF EDUCATIONAL AND SCIENTIFIC RESEARCH 

FINDINGS, MAY, 2025, ISSN: 2749-7481 VOL. 7 NO.1, GERMANY 

143 

 

2. Relationship Between Teacher Commitment and Student Performance 

The level of teacher commitment is directly linked to student performance, as committed 

educators consistently implement effective teaching strategies, provide constructive feedback, and 

ensure that learning objectives are met. When teachers are engaged and motivated, they are more 

likely to adapt their teaching methods to meet the diverse needs of students, leading to improved 

academic outcomes. Studies have shown that schools with high teacher commitment levels tend to 

have better student performance on standardized tests, higher graduation rates, and lower dropout 

rates. This is because committed teachers maintain high expectations for their students, 

continuously assess their progress, and provide additional support when needed. Meyer and 

Maltin (2019) found that teacher commitment is one of the strongest predictors of student success, 

as it influences not only instructional quality but also students' attitudes toward learning. Anwar and 

Ghafoor (2023) further argue that schools that foster teacher engagement through professional 

development and a supportive work environment experience higher student achievement rates. 

3. Classroom Engagement and Instructional Effectiveness 

A committed teacher plays a vital role in maintaining an engaging classroom environment and 

ensuring effective instruction. Engaged teachers use innovative teaching techniques, integrate 

technology, and create interactive learning experiences that keep students actively involved in the 

learning process. Their enthusiasm fosters curiosity and deeper understanding among students. 

Instructional effectiveness is also closely tied to teacher commitment. Dedicated educators invest 

time in lesson planning, classroom management, and continuous professional development, 

leading to higher instructional quality. They also provide timely feedback, track student progress, 

and adjust teaching methods to address learning difficulties.  

Njoroge and Kwasira (2021) highlight that teacher commitment enhances instructional quality by 

promoting interactive and student-centered learning approaches. Iqbal and Hashmi (2020) further 

emphasize that committed teachers are more likely to implement differentiated instruction, 

ensuring that all students, regardless of ability level, receive appropriate academic support. The 

impact of staff commitment on educational outcomes cannot be overstated. Committed teachers 

contribute to better student learning experiences, improved academic performance, and more 

engaging and effective classroom instruction. Schools that prioritize teacher motivation, provide 

professional development opportunities, and foster a supportive work environment ultimately 

enhance educational success. Investing in teacher commitment is, therefore, a fundamental strategy 

for improving the quality of education and student achievement.  

THE IMPACT OF STAFF COMMITMENT ON SCHOOL EFFECTIVENESS AND 

REPUTATION 

Staff commitment plays a crucial role in determining a school's effectiveness and 

reputation. Schools that have dedicated and engaged teachers tend to perform better academically, 

maintain stable learning environments, and build a strong institutional image. When teachers are 

committed to their roles, they contribute positively to student success, administrative efficiency, 

and overall school development. This, in turn, influences school rankings, public perception, and 

long-term institutional stability. 

1. Impact on School Rankings and Reputation 
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A school's ranking and reputation are heavily influenced by the quality of education it provides, 

which is directly linked to the commitment of its staff. Schools with highly committed teachers tend 

to achieve better academic results, leading to higher national and regional rankings. These 

institutions also attract more students and gain recognition from parents, policymakers, and 

stakeholders. 

Committed teachers consistently strive for excellence, ensuring that students receive quality 

instruction and perform well on standardized assessments. Additionally, they contribute to 

extracurricular activities, mentorship programs, and community engagement initiatives that 

enhance the school’s image. Schools with a strong reputation benefit from increased enrollment, 

better funding opportunities, and stronger partnerships with educational organizations. 

According to Khan et al. (2022), schools with a high level of staff commitment tend to rank higher 

in national education evaluations due to improved student performance and teacher effectiveness. 

Malik et al. (2023) further emphasize that a positive school reputation is often built on the 

foundation of dedicated and skilled teachers who create a strong academic culture. 

2. Relationship Between Teacher Retention and Institutional Stability 

Teacher retention is a key factor in ensuring institutional stability. High levels of staff commitment 

lead to lower teacher turnover rates, which in turn fosters consistency in teaching practices, 

curriculum implementation, and student-teacher relationships. When teachers remain in a school 

for an extended period, they develop a deep understanding of the school’s culture, policies, and 

student needs, contributing to a stable and effective learning environment. 

On the other hand, high teacher turnover disrupts school operations, affects student learning, and 

damages institutional reputation. Frequent changes in teaching staff can lead to inconsistencies in 

curriculum delivery, reduced student engagement, and increased administrative burdens on school 

leadership. A stable teaching workforce enhances collaboration among educators, strengthens 

professional development efforts, and ensures the continuous improvement of teaching 

methodologies. 

Meyer and Maltin (2019) highlight that schools with high teacher retention rates experience greater 

institutional stability, leading to sustained academic success and improved student outcomes. 

Anwar and Ghafoor (2023) further argue that retaining experienced teachers strengthens a school's 

long-term vision, improves leadership succession planning, and fosters a positive work culture that 

benefits both staff and students. 

Staff commitment is a critical driver of school effectiveness and reputation. Dedicated teachers 

enhance academic performance, contribute to a positive learning environment, and improve 

school rankings. Additionally, teacher retention plays a significant role in maintaining institutional 

stability, ensuring consistency in teaching quality and long-term school development. Schools that 

invest in teacher commitment through professional development, support systems, and recognition 

programs not only enhance their reputation but also create a stable and thriving educational 

environment. 

PSYCHOLOGICAL AND PROFESSIONAL EFFECTS OF STAFF COMMITMENT 
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Staff commitment significantly impacts the psychological and professional well-being of 

teachers. While commitment enhances job satisfaction and fosters professional growth, it can also 

lead to challenges such as burnout and stress if not managed properly. Understanding these effects 

is crucial for developing strategies that support teachers' mental health and long-term career 

fulfillment. Two key areas where staff commitment influences educators are teacher burnout and 

stress management and professional identity and long-term career satisfaction. 

1. Teacher Burnout and Stress Management 

Highly committed teachers often go beyond their expected duties to ensure student success, which 

can lead to increased workloads, emotional exhaustion, and stress. When teachers face excessive 

responsibilities, unrealistic expectations, or lack of institutional support, they may experience 

burnout—a state of physical, emotional, and mental exhaustion that negatively affects their 

performance and well-being. 

Burnout can manifest through symptoms such as chronic fatigue, reduced enthusiasm for teaching, 

difficulty concentrating, and increased absenteeism. If not managed, it can lead to decreased 

effectiveness in the classroom and higher turnover rates, ultimately affecting the quality of 

education. Schools that prioritize teacher well-being through workload management, peer support, 

and mental health programs can help mitigate burnout and sustain high levels of commitment. 

According to Khan et al. (2022), excessive job demands without adequate support contribute 

significantly to teacher burnout, reducing motivation and effectiveness. Similarly, Malik et al. 

(2023) highlight that stress management programs, such as mindfulness training, counseling 

services, and balanced workloads, help committed teachers maintain their enthusiasm and 

performance levels. 

2. Professional Identity and Long-Term Career Satisfaction 

Commitment to the teaching profession plays a crucial role in shaping an educator’s professional 

identity—their sense of purpose, self-efficacy, and alignment with the values of the teaching 

profession. When teachers feel a strong sense of belonging and purpose in their careers, they are 

more likely to experience job satisfaction and remain in the profession long-term. 

Professional identity is influenced by factors such as recognition, opportunities for professional 

development, and a supportive work environment. Teachers who feel valued and supported by 

their institutions are more likely to develop a positive professional identity, enhancing their 

commitment to the field. Conversely, teachers who struggle with inadequate support, lack of career 

progression, or societal undervaluation may experience dissatisfaction, leading to early career exits. 

Meyer and Maltin (2019) argue that teachers with a strong professional identity tend to exhibit 

higher levels of affective commitment, leading to greater job satisfaction and career longevity. 

Anwar and Ghafoor (2023) further emphasize that investing in teacher training, mentorship 

programs, and career growth opportunities strengthens professional identity and reduces attrition 

rates. The psychological and professional effects of staff commitment have both positive and 

negative implications. While commitment fosters professional identity and long-term job 

satisfaction, it can also lead to stress and burnout if not well managed. Schools must strike a 

balance by providing adequate support, stress management programs, and career development 

opportunities to sustain teacher commitment while promoting their well-being. By doing so, they 
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can enhance teacher retention, improve educational quality, and ensure long-term institutional 

success. 

STRATEGIC FRAMEWORK FOR ENHANCING STAFF COMMITMENT IN 

SECONDARY SCHOOLS 

Enhancing staff commitment in secondary schools is crucial for improving teaching quality, 

student outcomes, and overall school performance. This framework outlines key strategies to 

foster motivation, job satisfaction, and dedication among teachers and non-teaching staff. 

1. Leadership and Vision Alignment 

Clear Vision and Goals 

 Develop a shared vision that aligns with the school's mission. 

 Involve staff in goal-setting to enhance ownership and commitment. 

Transformational Leadership 

 School leaders should inspire, support, and recognize staff contributions. 

 Encourage open communication and participatory decision-making. 

 Effective Delegation and Empowerment 

 Provide leadership opportunities for teachers (e.g., department heads, mentorship roles). 

 Trust staff with responsibilities that allow professional growth. 

2. Professional Development and Career Growth 

Continuous Training and Capacity Building 

 Organize regular workshops, seminars, and mentorship programs. 

 Support teachers in pursuing further studies or professional certifications. 

 Performance-Based Career Progression 

 Establish clear career growth pathways linked to performance and skills development. 

 Provide opportunities for promotions and leadership roles within the school. 

Mentorship and Coaching 

 Implement mentorship programs for new and experienced teachers. 

 Encourage peer learning and collaboration. 

3. Motivation and Recognition Programs 

 Performance-Based Incentives 

 Offer financial and non-financial rewards based on performance. 
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 Implement bonuses, salary increments, and recognition awards. 

Work-Life Balance Support 

 Allow flexible work arrangements where possible. 

 Provide mental health and wellness programs for staff. 

Recognition and Appreciation 

 Regularly acknowledge teachers' efforts through awards, public appreciation, and feedback. 

 Celebrate milestones such as years of service, outstanding contributions, or innovation. 

4. Positive School Culture and Work Environment 

Collaborative and Inclusive Culture 

 Foster teamwork through staff meetings, retreats, and team-building activities. 

 Encourage diversity, equity, and inclusion in decision-making. 

Safe and Conducive Working Environment 

 Ensure staff have access to well-equipped classrooms and teaching materials. 

 Address workplace challenges such as bullying, harassment, and stress. 

 Effective Communication Channels 

 Promote transparency in policies and decision-making. 

 Encourage open dialogue through suggestion boxes, staff forums, and anonymous 

feedback. 

5. Staff Welfare and Support Systems 

Fair Compensation and Benefits 

 Ensure salaries are competitive and paid on time. 

 Provide health insurance, pension schemes, and other essential benefits. 

 Counseling and Emotional Support 

 Offer stress management and mental health programs. 

 Create a confidential support system for staff facing personal or professional challenges. 

Workload Management 

 Ensure a fair distribution of work to prevent burnout. 

 Hire adequate staff to maintain reasonable teacher-student ratios. 

6. Stakeholder Engagement and Community Involvement 
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Parental and Community Support 

 Engage parents and the community in school development activities. 

 Encourage partnerships with local businesses and organizations for resource mobilization. 

 Collaboration with Education Authorities 

 Advocate for policies that improve working conditions for teachers. 

 Engage government bodies in discussions on school funding and infrastructure 

improvement. 

Student Engagement in Staff Motivation 

 Encourage students to appreciate and respect teachers. 

 Organize student-led teacher appreciation events. 

A strategic approach to enhancing staff commitment in secondary schools requires strong 

leadership, career development opportunities, motivation, a supportive work environment, and 

stakeholder collaboration. By implementing these strategies, schools can improve teacher 

satisfaction, reduce turnover rates, and create a positive learning environment for students. 

CONCLUSION 

Staff commitment is the cornerstone of sustainable educational development in secondary 

schools. Dedicated and motivated teachers create a positive learning environment, improve student 

outcomes, and contribute to the overall success of the education system. When staff feel valued, 

supported, and engaged, they are more likely to go beyond their basic responsibilities, innovate in 

their teaching methods, and inspire students to excel. Investing in staff commitment through strong 

leadership, professional growth opportunities, fair compensation, and a positive work culture 

ensures long-term benefits not only for the school but also for society. A committed teaching 

workforce leads to higher retention rates, better academic performance, and the development of 

responsible, knowledgeable citizens who can drive progress in their communities. For education to 

be truly transformative and sustainable, schools must prioritize the well-being, motivation, and 

professional fulfillment of their staff. By fostering a culture of appreciation, collaboration, and 

continuous improvement, secondary schools can build a resilient and high-performing education 

system that meets the demands of the future. 

RECOMMENDATIONS  

 Schools should provide a conducive working environment by ensuring adequate classroom 

facilities, teaching resources, and a supportive administrative structure to enhance staff 

motivation and productivity. 

 School authorities and policymakers should ensure timely payment of salaries, introduce 

performance-based bonuses, and provide other incentives such as housing, healthcare, and 

professional recognition to boost staff morale. 

 Teachers should be given access to regular training programs, workshops, and career 

advancement opportunities to improve their skills and commitment to their roles. 
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