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Abstract

The increasing complexity of schools in terms ofvreforms and what constitute the school environnhane
made the task of head teachers even more demaiitiiagl teachers of basic schools in the public dorhave
to perform various tasks for the smooth operatibtheir schools. Crucial among these tasks aré gesonnel
services. Performances of these tasks have positpact on the development of their schools.

This study was motivated by the desire to assesgxtent to which head teachers in public Juni@oBeéary
Schools in the Wa Municipality in the Upper Wesgia of Ghana provide staff personnel serviceg&tters
in their schools. All schools in the municipalityere purposively sampled for the study. Proportia@iiaication
and the lottery methods were used to select th@lsaofi 220 respondents, comprising 185 teachers3arftead
teachers. Questionnaire and interview guide weeel ts collect data and were administered persomgilthe
researcher over a period of three weeks. Dataatetlevere analyzed partly using frequencies ancepg¢ages.
The study revealed that teachers in public Jungmo8dary Schools in the municipality were satisfigth the
extent to which staff personnel services were plediin their schools. However, both teachers aratl he
teachers expressed low satisfaction in the areaalafies, allowances and basic amenities like ranzadation
for teachers and head teachers as well. These weavever, beyond the tasks of head teachers atcti@olk
level. Perhaps, a holistic approach to addres® tbesditions of service for teachers by higher auities would
go a long way to boost teachers' level of perforrean their schools.

Keywords: Staff personnel services, orientation, motivatielegation, staff development,

Introduction

Head teachers in public basic schools are assiteeduties of maintaining teachers in their respecchools,
through a number of staff personnel services theyige for teachers in their schools. These stafSpnnel
services include orientation services, delegatibnduaties, , motivational activities and staff deyminent
services (Knezevich, 1984). If head teachers laekcompetencies in terms of providing these seswigen it is
likely that the expected performance of teacherslévoot be achieved.

Over the years a number of factors have accouptethé high performance of teachers in privatedashools,
these are clear vision, participation in decisioaking and management functions, provision of teaglind
learning resources, staff development, motivatisupervision and a good school community relatignshi
Ankomah (2000). But for many public school systearfermance has so deteriorated that the wisesg thin
people do is to send their children to a privateosts (Heer, 2006).

The earliest concepts of administration were ceatem the ability of an administrator to accompléstask.
Today, school administration is seen beyond themptishment of a task to include effective exeautaf
managerial leadership roles, which include settiogls and accomplishing those goals (Rebore, 2004).
achieve this new dimension of administration, aostladministrator must first of all, view admingtion as an
all-encompassing process composed of various fumetiThe most critical of such functions are humesource
management and support services administrationhiByway the best school head teacher is the omeisvable
to motivate and sustain teachers to put up theit &een under deplorable conditions (Rebore, 20Dd3chers
in the Wa Municipality of the Upper West RegionGifiana need staff personnel services to perform thsks.
If selfless and hard working teachers in the muypailify are given all the necessary support by theiad
teachers all other things held constant it is etqubthat they would perform to the best of theipatalities.
Fortunately, the tasks of head teachers have higen much attention in recent times; the MinistfyEducation
(MoE), in conjunction with the Ghana Education $&rv(GES) has policies on staff personnel services
support teachers in their field of work (HammondD&ovor, 2007).

Some initial educational policies on staff persdresevices are reflected in the job descriptiome#ad teachers,
where among other things head teachers have toiaeghorientation programmes for newly appointegthers,
involve them in the decision making process of sbhhool through regular staff meetings and by deiega
duties to teachers, others are supervision of @atkvork, vetting their lesson notes and visitalgssrooms
during instructional periods, motivating teacherstistain them in the service and also seing t@tbfessional
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development of teachers in their schools by asgjiséachers to attend refresher programmes.

In this respect, in 1994, the head teachers’ haoklveas published and subsequently supplied to edldh
teachers in the country with the aim of improvihg guality of the heads administrative functionise Dverall
objective of the book was to enable head teachezglain their roles and duties.

Even though all these services are important ferdevelopment of a school, it is alleged that gtafisonnel
services have not received much attention from teachers in public Junior Secondary Schools ef (Biaily
Graphic, 2006, May 1. p. 17). Head teachers haberepaid less attention to teachers’ needs or ban®letely
neglected to provide their teachers’ needs andhihsscontributed towards the low performance ofhiees in
public Junior Secondary Schools in the country.réfoge, the role staff personnel services playrtoamce the
work of teachers cannot be over emphasized. Héreehallenge is to what extent are head teachepsiaic
Junior Secondary Schools in Wa Municipality of thpper West Region of Ghana providing staff persbnne
services to teachers in their schools? In recagnitif the fact that teachers play a vital rolehia achievement
of quality education the purpose of this studyoisrnivestigate the extent to which staff personeeVises are
provided in public Junior Secondary Schools in\tth@ Municipality in the Upper West Region of Ghamae
study is Significance because it will create awassnon the extent to which staff personnel servares
provided in public Junior Secondary Schools in ¥Wa Municipality and that this information will gued
decisions making concerning staff personnel sesvime the Municipal Directorate and the Ghana Edonat
Service (GES), concerning teachers’ needs in tesfnerientation services for teachers, of the schtud
delegation of duties, motivation, and staff devebept.

Secondly, it is expected that the study will ertieghteachers on staff personnel services sincendyering the
guestionnaire teachers will become aware of théowarstaff personnel services available for thenihieir
schools.

In addition, the study will enlighten head teachensthe areas of staff personnel services that tiemd to
improved upon.

Finally, the findings of the research will pave way further research on other areas of school aidtnative
task, like pupil personnel services, financial atistration, school community relations and managenad
physical facilities which have not been dealt withthis study. These would go a long way to imprtve over
all administrative system of educational institngdo improve the performance of pupils.

Research Questions
The following research questions were set to dithetstudy and to help gather the relevant infoionato
answer the research problem.
1. To what extent do head teachers conduct orientggiogrammes for new teachers in their
schools?
2. To what extent do head teachers delegate dutiestbers in their schools?
3. To what extent do head teachers motivate teachéheir schools?
4. What level of commitment do head teachers demaestcancerning the professional
development of teachers in their schools?

Literature Review

The best search strategy which involves the sydtersaarch, identification, analysis and synthesimaterials
containing the relevant information related to thsearch problem were used. The categories of iaateised
for this exercise include: Articles from reputaidernals, textbooks, abstracts, reports, newspppelications,
handouts, published thesis and the media.

Assessment in Educational Institutions

Assessment has been a very important element éhitgpand learning process. Assessment has hetpeg i
making of several important educational decisisnsh as helping the teacher to discover learnifiiguliies of
pupils, preparing performance appraisal forms &achers and introducing new educational reformsdeAs
these, assessments have helped all workers inglteathers in the field of education to identifgittstrengths
and weaknesses with the aim of rectifying themd¥t2005). We can explain assessment as usedsisttidy
as the process of obtaining and interpreting infdiom about the knowledge, understanding, abilitestudes
and performance of individuals in the school se{Rpwntree, 1988). In other words, we can view sssent
as a process by which pupils, teachers, head tesaahe other authorities collect information abactivities
and programmes effectiveness in the school (EI1). The nature of assessment is wide and vastohly
can head teachers’ activities in the school beibtbthrough test and questionnaires but it cam la¢sobtained
through interview and observation. Assessment carcdrried out without any kind of measurement that
required absolute standards (Rowntree, 1988). &uahve shown that assessment whether formal anmiaf
reveals to us the most important class of effeRmntree, 1988), but mostly informal assessmeniltesre
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used for grading and ranking with little attentitowards enhancing shortcomings of the situatiopefons
involved. Assessment has several purposes whicldiagnostic, evaluative, and grading by nature. e\,
these purposes are not ends by themselves; theywgra means towards an end (Rowntree, 1988).

School Administration

Administration is a set of specialized functionsthivi an organization or institution which faciliést the
realization of objectives and implementation of grmmmmes (Knezevich, 1984). The systematic study of
administration is a more recent event and this been necessary due to the growing complexity ofatoc
institutions like the Ministry of Education, the @&fa Education Service, the Regional Education €dfic
Metropolitan offices, Municipalities, Districts, Isools and Assemblies. Each of these complex inistits
demands some form of administrative system to supe personnel within them who work in order thiave
organizational goals. Educational goals cannot tfdeaed, or educational policies cannot be impleegkn
appropriately without special needs of administatservices to procure and secure resources instefm
logistics, fiscal and human resources to implemehatever policies and programmes the government has
outlined (Knezevich, 1984). The functions of admiration in educational institutions cannot be over
emphasized. We agree to the fact that administraimerged as a way of solving complexities in instins.
Therefore, administration as a constellation ofcfions enables the school head to implement psligian for

the future, coordinate efforts of the team effedtivand efficiently, use limited resources and faeav
challenges. These are just a few of the contribstexdministration can contribute to ensure the sinoperation

of a school for the development of education indbentry in general (Knezevich, 1984).

Henry Fayol provided the basic list of administratprocesses; others modified these processes wifiers
extended their implications (Amuzu-Kpeglo, 2005y#&! described these special terms as planningaridring,
Commanding, Coordinating and controlling. The argatras to whether there are certain processes cartono
all administrative activity is an old one.

The Administrative Tasks of School Heads in Basicchools

Areas that were reviewed under this topic incluthedfollowing,
School community relationship
Instructional leadership and management
Pupils personnel service
Staff personnel service
Physical facilities and materials
. Financial management
How well a head teacher knows about the needseasttff in the school and how well they are catdoeds the
first step towards the success of the school (Aayenim- Boateng, Baafi-Frimpong, 1999). Evenhia midst
of lack of financial and material resources, a gw&nted and action-oriented head teacher canthese
professional knowledge and skills in educationahimitration to initiate practices that will help meet these
challenges and improve the situation thereby piogidjuality assurance in the school (Fobih, 198¥present
times, where management by objectives (MBO) isdpeimphasized, setting up clear-cut goals is aquaisite
step toward success. The head teacher needs tdebdex catalyst. This role demands sensitivityaias the
needs and aspirations of his staff members, babhtieg and non-teaching staff (Knezevich, 1984)it&u
interesting is the fact that while the masteryhafse basics provides no guarantee that a schodlsheark will
be successful, lack of mastery of these skills gntaes failure (Leithwood, et al. 2003).

ogrLNE

Staff Personnel Services in Public Junior Secondargchools
One of the greatest challenges facing Ghana todaterms of quality and dedicated teachers is tlat o
recruitment and retention of competent people i@ tdaching profession (Yao, 2007). It takes good an
dedicated teachers to produce the manpower needseny nation. People are readily concerned abwait t
quality of a doctor they consult, the lawyer thénetl but not the quality of the teacher they erittisir children
to (Yao, 2007).
The need to give support services to teacherscgrézed as the only way to maintain and sustanhers in
the teaching profession (Owolabi & Edzii 2000). fetain the services of high quality teachers, theds of
teachers should be one of the top most prioritiedl stake holders of education in the country.
Teachers stimulate pupil learning, translate irtdtomal plans and strategies into reality, anduiefice the
realization of educational goals, no matter theeaffeness and efficiency of a school head as aagan
planner, decision maker or an organizer their sseedll depend only on the performance of the siffch
would further reflect in their pupils' performandéhese suggest that head teachers have to be owusefl on
the provision of staff personnel services to teeshetheir school which include:

a. Orientation programmes.
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b. Decision making programmes.
c. Delegation of duties.

d. Supervision.

e. Motivation.

f.

Staff development (Knezevich, 1984).

Orientation Programmes

Orientation is the process designed to acquaintiynewd reassigned individuals with their place abrkv
Orientation of new teachers to the school is atik&ly short duration at the basic level. The essenf
orientation is to acquaint the new teacher withvidedge about the school, colleagues and the pragesrof
the school, with the aim of helping the teachetemms of where to find what, where to go for whad @he
whole set up of the school environment including $shhool community.

According to Rebore (2001) administrators often leetgor loosely organized orientation programmes fo
teachers. Orientation for new teachers is a cruasit for head teachers because teachers who ar¢onihe
school environment encounter a variety of problékesadjusting to the school environment, underdiiag the
school regulations, how to procure instructionatarials, whom to contact when in need, what texiksoare
recommended as well as what instructional strasegsie recommended. In another development, ReBOEHY
explained that, potentially capable teachers hasigned their positions as teachers due to unpleasa
frustrating initial experiences in schools thaklaffective and comprehensive orientation prograsime
Schools have different missions and objectives thiat matter the objectives of their orientatioogrammes
also differ. However, there are some universal@ahjes that are common to all orientation programsuech as:
To make employee feel welcome and secure.

To help the employee become a member of the sclmomunity.

To inspire the employee towards excellence in perémce.

To help the employee adjust to the work environment

To provide information about the community, scheygtem and school building.

To acquaint the individual with other employeeshwithom they would be working with
(Rebore, 2001).

To fully orientate new teachers into a school Rel{@001) suggested that the teacher should betediém four
major areas. Firstly, the teacher should be givientation on the system’s policies, rules and laipns and
the condition of services. Secondly, there shoglahentation to the school community; this willgithe new
teacher information about the economic, sociaiatacultural and religious background of the sdrmaichment
area. Other areas are the libraries, collegesgtsities and other social services that are reteieathe teacher.
In this case a tour of the community will be vesgeful. Thirdly, the new teacher needs orientatmthée school
environment and programmes. By this the new teashiatroduced to their colleagues, the detailgtia of the
school must also be known by the new teacher asdghusually done by giving the new teacher a tfuthe
school. In some cases a map of the school is divéime new employee. In addition, orientating tkevrieacher
to the instructional programmes is another impdréaga. Syllabus, time table, rules and regulatamesall very
important areas that the new teacher has to knowndke this process easier some schools assign teaeher
to an experienced teacher during the first yeaeroployment. By this way, the experienced teach&s as a
mentor to the new one. Finally, the new teachariented towards personal adjustment. Personakam@nt
encourages effective participatory decision makiagich further establishes a good working relatigmsh
between the new teachers and the rest of the oteerbers of the school. To achieve this objectietyities
that would give the entire staff the opportunitystacialize are organized. Some schools serve hefrests and
allot a certain amount of time for personal intéicac before or after meetings. End of term parties also
effective means of enabling staff to socialize ahdre ideas.

Even though some teachers shred the responsibilitelping the school head to see to it that the teachers
are oriented into the system, the task is a shagggonsibility among experienced teachers, sultgsathers,
guidance and counseling coordinators, assistat teeahers and head teachers.

ogakrwnpE

Delegation of Duties

Organizationsare social units which have a purpose as well aedblinkages among those who are a part of it
(Knezevich, 1984). Members of every organizatiopks® achieve their goals through coordinated &ffdrhis

is because the multiplicity of objectives necess#iaollective efforts for productivity.

Organizations design structures that facilitatedivésion of work in the organization. The natufetee structure

is embedded in the hierarchy of authority whiched®ines the degree of delegation of duties. Tdifatg the
decentralization of authority, educational instdns have operating work units like departmentsnmittees,
form masters, prefectorial boards.

Unlike at the Senior Secondary School level, whaost head teachers have two assistants, at the leasi
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head teachers have one assistant each. The ashistahteacher assumes command when the headrtéache
absent. Other staff members also assume respatsshielegated to them by the head of the schwblat the
staff members do is determined by what responsédslithe head teacher delegates to them. Funatimssly
delegated to staff members are that of:
Assuming responsibility for the operation of thaéaal in the absence of the head teacher.
Serving as a representative of the school in [fah@head teacher.
Participating in matters of school discipline.
Performing social assignments delegated by the heacher like conducting assemblies,
supervising school activities, organizing schoagrammes.
Participating in budget planning by preparing anfmsitting their programmes to the head
teacher.

6. Organizing and conducting staff meetings.

7. Participating in the orientation of new teachergh®school.
Delegating responsibilities is an integral partamy successful administrator. The head teacher sthaol
cannot perform all the task of the school alonés the task of the school head to assign dutieadgmbers of
staff. There are times the head teacher is outekthool attending meetings, conferences or wogshrThis
makes delegating responsibilities to the staff iy Wmportant exercise for keeping the school inragien while
the head teachers is away (Knezevich, 1984).
The head teacher in consultation with the stafficesc on issues such as who come on duty, who ctsduc
assembly, who would be a form master and who shbeldn what committee. Many factors influence the
measurement of load for a teacher, among thempar®#| teacher ratios, classes per day, number féérdit
subjects taught, total number of hours spent issctaom per day, extra curricular activities, adstnaitive
responsibilities and the Ghana Education Servieesguibed level of load.

PR

o

Motivational Programmes

According to Ankomah (2002) staff motivation plage important role in teacher work output. The study
revealed that some of the things that motivatedhes in the private schools to increase their veutiput were
the provision of teaching and learning resourcestéachers to work with, the provision of incessvlike
bonuses, extra teaching allowances and regulamgagases. Others are gifts from parents and theigion of
tea breaks and lunch to teachers. With these nessuiplace teachers were motivated to put in exffiat in
order to benefit from these allowances and gifts.

In another development, Knezevich (1984) added dnat of the significant developments in staff parsd
services have been their salary schedule. Mosesdynappointed teachers do not receive their sedaat the
end of their first month of service. Under suclceinstances the new teachers’ enthusiasm wouldllee ki
something is not done, it therefore, beholds onsttfeol head to device means of making availableeypdor
such teachers on | owe you basis until they recige pay and settle the debt. Most at times, whke Parent
Teacher Association is vibrant they are able todssdvance payments to teachers who need finassatance.
These aside, head teachers also have the addeshséslity of securing accommodation for newly pambt
teachers who have no accommodation facilities. Ekengh it is not a mandatory duty of the headréiates a
cordial relationship between the head and his sitefie by ensuring that teachers put up their foeshe school
Knezevich (1984).

Staff retention has also been an issue of impoetdaoceducational institutions. The longer teaclstay in an
institution the more competent they become in tesfiibeir effectiveness and efficiency much adgbaeduces
the cost of induction for new appointees. For thesessons heads of schools would prefer teachershatie
taught for long in their schools than to new teasheven though we can say that new teachers @gjlsct new
ideas into the system. As a form of motivation sdmad teachers institute reward systems wherelngiu
open days or speech and price giving days desetgaxhers are presented with awards both in kinldoann
cash (Knezevich, 1984).

It is also important to note that despite the aordl inflow of new technological devices to faeitit the process
of learning, the role that teachers would contitauplay is a vital one for which no substitute etst (Farrant,
1980). Literature suggests that the individual sieai to remain in an organization is influencedthy level of
motivation in that organization. When incentiveshsges are provided there is high morale and sdnteeo
indicators of high morale include low absenteeifawer complaints, intrinsic rewards, punctualitglangeneral
sense of dedication to the service (Owolabi, 2000).

The content of a job has a direct relation to hosil #he workers are motivated to perform their jgHgrzberg,
1966). A workers' moral is increased when they hafeeling of self fulfillment, worth and recoguwiti. On the
other hand a worker can become dissatisfied onmabeu of accounts, they are the organizations’ pesic
condition of service, fringe benefits and salariBlse point Herzberg raised was that if all thesdivatonal
factors are taken care of in an organization, thesibility of the workers giving of their best fthre organization
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is very high (Herzberg, 1966).

Maslow (1954) in his contribution towards the theof motivation, mentioned that all human actsagivated
by our needs and these needs can be classifiedivetanajor groups in a hierarchy, beginning witlr dasic
needs right up to our top most needs (Attah, et1299). Naturally we tend to satisfy our basicdsedood,
clothing and shelter before we think of the resticlwhare security needs, social needs, self estewmsalf
actualization. What Maslow (1954) meant by this west hungry and homeless teachers would not Have
enthusiasm to deliver to the best of their abditieikewise, teachers who do not feel securedéir job would
at a least chance take on a different job offer.

In fact, a number of teachers have left the tearfigid for other organizations due to the inadéeumotivation
they received during their service (Knezevich, )98dis against this background that some schpalwide a
meal a day for teachers or tea breaks for thethia. These services go a long way to boost thalenof
teachers, aside that it grants them the opportiaigeek for greater heights, such as fulfillingittself-esteem
and self-actualization needs (Ankomah, 2002).

Professional Development Programmes
Staff development is defined in several ways byiows writers. Aidoo-Taylor (1988) described staff
development as an umbrella term that covers maggnizational arrangements for improved performance.
Some of the organizational arrangements includaddike in-service training and continuing educatio
The increased commitment to staff development ouncatibnal organizations is based on philosophical
arrangements for change as well as the pressuseaial institutions to adapt to changing environtagAidoo-
Taylor, 1988). Some of the factors that can beldibe the interest in staff development for teashiaclude:
Firstly, staff development ensures rapid incre@sésiowledge which leads to curriculum reforms.thAs years
go by, teachers need new knowledge and special @emgies to improve upon their professional peréorce.
Providing in service training for teachers has beea of the major approaches of school heads teloje\their
teachers. In service training can be deliveredréas such as lesson planning, teaching strategigopen
opportunities for further studies.
Secondly, staff development programmes leads toedse in staff mobility which is a notably educa#b
challenge in Ghana. Rebore (2001) stated that tyasielynamic and the needs of society is also lorchange
from time to time. Therefore, staff developmentgreanmes are necessary to keep teachers abreasowittal
demands.
Private schools are doing well because of theiugoon staff development programmes Ankomah (208R).
least once in every term, an in service traininggpamme is organized for all teachers to update $héls and
knowledge in teaching. Resource persons are dreavn the Ghana Education Service or other institgtito
facilitate these training. At the basic level, speworkshops and seminars are organized for teached head
teachers. When individual teachers attend thes&shiops they are given an opportunity to educatecttize
staff on what they learnt at the workshops.
However, how effective some of these workshopshare opened grounds for teachers to be criticatast in
service training programs. All the same in sertiaéning programmes are one of the surest waygteldping
the skills of teachers to meet the ever increashailenges they face in the classroom.
Rebore (2001) added that staff development a@#itiave also helped teachers to be acquaintedregiéarch
on the instructional process. For instance, a feary back emphasis was placed on teacher cengzeinig,
today there is a shift from teacher-centered leario child centered learning. Rebore outlined elmer of
programmes that can be used by schools for theif development, they include programmes like siss
courses, workshops, conferences, staff meetingamitbee works, field trips, research and apprassalices
(Rebore, 2001).
Appraisal services develop the skills of teachespecially when the appraisal is development aztbrds
against evaluative appraisal programmes. Appréistérs the self development of each employee Hyirtee
the teacher in the school situation to identify viagiety of tasks that they can perform. It alstpbeo identify
staff development needs so that they can be addtéssimprovement (Rebore, 2001).
There are a number of purposes of staff developnpeagrammes. According to Aidoo-Taylor (1988),
McAleese (1979) indentified four aims of staff dpment programmes which include the following:

1. That they bring about changing duties and respditigb.

2. That they improve effectiveness in existing roles.

3. That they enhance job satisfaction.

4. That they create opportunity for career development
Examples of demand for growth in the individual aleown in the Ghana New Educational Reforms
Programmes, which requires modified curriculum takm it relevant to the nation's social, economid an
industrial development. As a result there is thednfor refresher programmes for teachers and tesadheérs to
renew their present knowledge and skills to endiden to implement the propositions of the New Etiocal

31



Journal of Education and Practice www.iiste.org
ISSN 2222-1735 (Paper) ISSN 2222-288X (Online) o]
\ol.5, No.16, 2014

Reforms Programmes (Anamoah-Mensah, 2002).

Aidoo-Taylor (1988) summed it all by saying thaafétdevelopment programmes can be enhanced in
educational institutions through policy formulatiomddressing financial issues, creating more imeestfor
teachers, choice of management strategies andisaleé development activities. He added that instnzases
policies for educational development in Ghana artectear, not functional and sometimes non-existAhthe
same time, the programmes rely very heavily on gowent grants which also rely heavily on foreigargs
and assistance which are unstable (Aidoo-Tayld38).9

Staff Personnel Services and Teacher Performance

With the growing complexity of social institutiotise contributions of school heads to educationstrirctions
according to Knezevich (1984) are:

Implementation of the policies of government.

Pursuing the predetermined objectives of educatidhe country.

Ensuring the prudent use of resources.

Increasing the productivity of all personnel in extor through supervision and monitoring.
Coordinating the efforts of both human and mategaburces.

Appraising the quality and effectives of persoringhe institution.

Reporting to the legislative body and to the peambethe stewardship of authority and
responsibilities (p.6).

Under normal circumstance people are intrinsicallytivated to lead others to work well. Howeverdes of
today depend a lot on extrinsic motivation to perfo Since motivation has been identified as a resogs
condition to promote job satisfactions, it sugg#isét motivation should be an integral part of pies governing
the educational system.

Any system that puts more emphasis on motivatios feaver problems of indiscipline like absenteeism,
laziness, gossip and industrial actions. Thereferegugh motivation is central to effective managetmef
people in institutions (Abnory, 2000). This suggeittat leaders need to understand theories on atiotivin
order to build their skills on how to motivationdadevelop appropriate approaches to motivatingheacand
students as well. Some of the strategies that then& Education Service adopted to motivate teacrerdy
way of salaries, promotion, training opportunitiagjards and study leave with pay. Even with thesasures
put in place one still needs to understand cleaHwt people need from their jobs and their expistaf if not
they would not be motivated to give out their bkestexpected.

Even when teachers accept to go to the depriveasatack of incentives extinguish whatever motimatihey
might have brought to their jobs. This is partiiy peculiar with teachers posted to rural schedigre there
are no decent accommodation facilities in the stbommunity or potable drinking water.

Meanwhile, despite the fact that some people fmttiers are being paid for doing nothing, someipgbhool
advocates somehow feel that the solution to ponduat is to pay them more for better service (CGoul4994).
Policy makers fail to grasp or ignore the essepidht of human action, namely that so long as fgeape paid
independently of the work for which they are emgldyo do, there is no systemic incentive for themroduce
any work at all.

In public schools, salaries are increased for tsaeved rather than superior performance in thesdas.
Consequently the incentive to work hard for higlagas in competitive markets does not carry oeepublic
schools (Coulson, 1994). According to Coulson (39 social structure within which we live andrivbave

a profound effect on the success of our pursuitsvéver, those who shape public policies have mhdmt
antagonistic to the very goals they are meant tueae thus they are often very poorly understood an
implemented. This is exactly the situation facimdplic schools or education system in general ircthentry.

The essence of life is action, decisions to bertakkoices to be made, for that matter any hum#daracan be
seen as an attempt to substitute a more agredtld¢ion for a less agreeable one. Having a goahind is
therefore a necessary condition for action. Meatesttie determination of what is agreeable and vidhaiot
varies among human beings. The desire for sogialaction can partly be explained by the phenomesfo
human affinity for feelings of belongingness andetherness. In essence, there are many achieve mdnits
could have been impossible for a single individieabchieve but have been achieved or attained grpoap.
Therefore, it is important that for a school to noye upon its achievements there is the need fop@@tion
between the head teacher and the teachers, divididabor is behind the tremendous benefits of aoci
cooperation. Von Mises observed that, not all tab@reated equal in terms of intelligence, thusrg member
of the institution has a potential ready to be &pfor the improvement of the institution (Couls@894).
Administrators must recognize and support teacteagigh in service training to be abreast withpghecedures
of the school in order to promote teachers and Igupocial and emotional learning skills (Kress, riig
Schoenholz, Elias, & Siegel, 2004). Most evaluaiari teachers is done using the ratings made by the
supervisors. Nevertheless, this is purely subjeciind has indeed prevented a clear picture of gbes$ on in

NougrwbE
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the schools.

For the last part of the 2@entury more focus have been turned on issuesadktship with people advocating
for a shift from reactive leadership to proactigadership and strategic planning whereby settingjeafr goals
and priorities should be the order of the day f@rg effective leader (Sackney, Walker & Hajnal9&® Other
correlates that can be adopted as generic setscfarol enhancement include quality instructionsémvice
training for teachers and getting parents and ¢imengunity involved in school activities (Sackney, at 1998).
These are laudable ideas that could easily chahgeface of education in this country. However, the
implementation and institutionalization of thesaretates have been unsuccessful for a number cbnsa
crucial among them is the issue of effective sclamlphinistration.

Quite interesting is the fact that while a lot iseb done to raise the standards of education sncthintry is
ongoing, the academic achievement of pupils indossiool continue to dwindle (Hammond & Dzovor, 2D0
This is reflected in the academic achievement gilpun basic schools where some basic schoolssasiow
as zero percent in their results per the Basic &ttt Certificate Examination (BECE) (Anamuah-Memsa
2002). To solve some of the numerous problems daetiucational institutions some imminent scholés |
Sergiovanni (1994) and Shipman (1983) proposeditligsie should be a change in the distribution afiéeship
opportunities and functions among stakeholderslatation (Sackney, et. al., 1998).

Shakotko (1995) found out that where administratwese perceived to be coercive, cautious or ambntal
towards change, teachers under them demonstrateettaimty, resistance, passively and even resigmati
Whereas administrators who were optimistic, supp®inthusiastic about staff development and iretIstaff

in the decision making process, teachers were egctionfident effective and committed to their pssfen
(Sackney, et. al. 1998).

In addition, Fullen (1991) indicated that whateirgervention is given to teachers it should be angomitant
with the needs of teachers (Sackney, et. al. 1998)e so, Senge (1990) as cited by Sackney, gt1298), said
that effective organizations are those in which fera are each other brother’s keeper and seek wfays
improving their lot through shared vision and tdaarning (Sackney, et. al. 1998). (Phenix, Siefalsman &
Fruchter, 2005) also came out with their findinigattcentralized management systems was necessaitidte,
enforce and ensure the implementation of schoobnaromes. Contrary to these propositions the New
Educational Reforms proposed a decentralized eidunehtsystem as a major priority area (Hammond &
Dzovor, 2007).

The rampant policy developments in the public sebtave led to the widespread de professionalisrthén
education sector because of centralized commitmémtshe ideologies of input output efficiency and
accountability (Hyland, 1996). What the educatientsr needs is moral response and practice charatidy
virtues and not just knowledge and skills (Hylah896). When one looks at education from this pethypes it
becomes a matter of concern that the new educhtieftams took off religious and moral educatioorfr the
basic school’s curriculum when it should have besnforcing it.

The crisis that these rampant educational polieies generating in terms of social, economic, palitiand
cultural concerns, call for strong leadership ®otee the present uncertainties and create a sémseection for
educational institutions" (Ranson, 1996). Leadgrstiould be democratic, transformational and cotechito
the welfare of teachers so that the nation willggetibstantial return on investment in teachersifidn, 2006).

Methodology
This study is delimited to the Wa Municipality inet Upper West Region of Ghana. Even though thearelser
recognized the important role non teaching staf€ué@ supervisors, school management committee bbees)
parents and pupils play in the administration & $ehool, the study is delimited to only regulaacteers and
head teachers in the municipality. The reasonstopsing only the regular teachers and head tenwghere that
non regular teachers were hired on temporary laasigheir services could be terminated any timervthaned
teachers were available or when they find new jdbsaddition, since regular teachers are more stabthe
schools and could have worked much longer in theas they are in a position to provide appropriate
information needed for this study.
There are also other administrative tasks of heagdhers in basic schools which include school comityu
relations, pupil personnel services, instructiolealdership, financial administration and the precuent and
management of physical facilities, supervision, dadision making. However, the study was delichite only
orientation services, delegation of duties, motoratand staff development services. There wereraber of
limitations that confronted the researcher, onavbich was the outsider influence. Despite the aswe of
anonymity, confidentiality and establishing rappdrétween the researcher and the respondents, some
respondents still thought they would be incrimingtiheir head teachers if they provided negatispoases
thus their responses were challenged to a velgy ditttent.

Head teachers also thought their positions as heats under investigation, they felt they were Bein

monitored and the tendency to give accurate inftionaluring the interview was also challenged titiz
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extent.
The research design that was adopted to undertékestidy was descriptive survey design. This desigs
chosen because it specifies the nature of a gilengmena without altering its present situationrgaeer the
desired information for the success of this redeamuld be obtained more readily and less expelysfiam a
descriptive survey design (Oppenheim, 1996). By ttitmand the researcher was interested in repdhings
the way they were (Wiersma, 1991). Again, desargpsurvey design was used because conditions antsev
already exist and there was no need for any intgime like in experimental designs where treatmint
experimental groups was necessary. Despite theswnous strengths of a descriptive survey, they tave
reduced ability to control natural events thatampredictable. Apparently the perception of teasladrout staff
personnel services was clouded by a number of fastach as their relationship with their head teesfand
their personal sense of judgment. However, the daltacting instruments were appropriately desigard the
assurance of confidentiality helped to managedhalenge.

Population

The Wa Municipality has 39 public Junior Secondachools with a teacher population of 411 made up7@f
teachers and 39 head teachers (Upper West Re@tatatic Office of the Ghana Education Servic€Q 20

The Wa Municipality was selected because the sitefbatures of all three categories of urban, seban and
rural districts depicting a wide spread of bothlveeld less endowed public Junior Secondary Schéalsh of
these categories were represented in the studsetdeca balance among types of schools chosehdastudy.
The accessible population was made up of all regekchers in the Municipality, excluding 36 teashand
four head teachers from four schools in the mualidyp who were involved in the pre test. The acitdss
population of the study was therefore, made up3&f t2achers and 35 head teachers in the Munigifalithe
2007 academic year. This gave a total accessilpalaton of 371. Table 1 illustrates the distrilutiof the
accessible population of teachers for the study.

Teachers were chosen because they are the berieficé staff personnel services and they also vetoker to
head teachers in the day to day running of theadcMoreover, they are immediately affected by austrative
decisions on staff personnel services in their sishand were therefore motivated in giving inforimaton the
issue under investigation.

Head teachers were involved because they providédpgrsonnel services to teachers. Assessingritndsion
of staff personnel services without soliciting ftbeir own opinion would not have attracted theipmart and
cooperation.

Sample, amd Sampling Procedure

To study the targeted population would have beeracticable if not impossible for reasons suchast, dime,
space and the reliability of the measurements iftoted that analyses are best when conductedngpliesathat
are still fresh (Gerald et al. 1990). In line withis finding a sample of the population was usettiie study.
This ensured greater economy for the researchrinstedf cost per unit of measurement, a shorter tione
conduct and assurance of accuracy of the resulisréwa, 1991). With the smaller number, data wéleated
as quickly as possible and the results analyzechrfaster.

Determining sample size through tables was uselttermine the sample size for the study (Saranfdlag3).
From the tables, a population size of 336 attractediverage sample size of 175 (Sarantakos, 199%63).
However, a larger sample size of 185 teachers imgmved in the study and all the remaining 35 hesathers
in the public Junior Secondary Schools in the Mipaility were involved in the study.

Proportional allocation and the lottery methodimpge random sampling procedures were used in thedethe
sample for the study. Proportional allocation wasduto allocate the total number of respondenksetselected
from each school in the municipality whilst thetéosy method was used to select the individual redpots
from the school to attend to the questionnairdtierstudy.

The reason for using proportional allocation waselolaon the fact that, the distribution of teaclethe various
schools was not even, thus the method ensuredetehers selected from each school reflected thebau of
teachers in that particular school. More so, thietg method was used in accordance with what Beisahn
(1989) stated, that the best method of selectimgpta for a survey is random selection, where chaarud
probability determines which members of the popotasire selected. The decision was to select alsaohi 85
out of the total accessible population of 336 teashThe following steps were taken to select #mepde:

A sample fraction of n/N (Sarantakos, 1998) wasiusith n representing the sample size and N thessilsle
population. With n given as 185 and N as 336 a $arnpction of 185/337 or 0.55 was held constantefach
school in the municipality. The sample fraction00%5 was multiplied by the total number of teactiareach
school to obtain the number of respondents to leetsel from the schools.

To select the respondents from the schools, al senmaber ranging from 1 to the total number of tess in the
school was assigned to each teacher's name iroalsdie serial numbers were written on piecesapigps and
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dropped in a container. The researcher picked @eee pf paper at a time without looking into thentzoner
until the required number was reached. Table 2tifhies the sample size per school. The numbeachers per
school is indicated in Table 1.

It can be observed from Table 2 that T.I| Ahmadiy$s had the highest number of 11 teachers engagbd i
study, while Schools like Sing L/A, Sagu Catholr@aNyagli L/A JSS had the least numbers of onlgathers
involved in the study. All the 35 head teachershi@ municipality were purposively sampled to bet pdirthe
study. In all 220 respondents made up of 185 teacred 35 head teachers were selected to be phe sfudy.

Data Collection Instrument

A multiple data gathering method was used to colilata for the study. The questionnaire and inésvwjuide
were personally designed and used to collect datthé study. These two methods were used to onerdbe
deficiencies of single method studies and to creabalance, by ensuring that particular bias andknesses
associated with single data gathering instrumemti®wounteracted (Creswell, 2009). By this way meliable
data were captured during investigation on the lprohunder study (Best, 1977).

The questionnairevas set in two parts; the first part sought infaioraon personal data of the respondents
which included gender and the length of servicthnteaching profession. While the gender colundiicated if
there was a representation of both sexes in thiy ghe length of service in the teaching professiolumn
analyzed the number of years teachers have servétkir various schools. The researcher believed ttie
longer the teachers served in the profession akrothings held constant the more accurate thepomses
would be.

The second part of the questionnaire sought infdoman what the respondents perceived to be thenexo
which staff personnel services were provided bydhesachers in their schools, and what their lewsls
satisfaction were. The section was designed torcfive sections, section A, B, C, D, and E. Eachtisa
sought for information on each category of the aigas of staff personnel services, while sectiosoight
suggestions from teachers on how to improve s&fgnnel services in their schools (Oppenheim, 1996
The questionnaire contained 48 items, made up oft@Rtured items and one open ended item whicle wer
developed through extensive literature review basedthe research questions. Section A containebt,eig
section B eight, section C eight, section D sixt®@ G which contained an open ended item gaveoratents
the opportunity to make some suggestions on hampoove staff personnel services in their schools.

The basic structure of the questionnaire was basea five point rating scale of which respondentrev
required to select the options from excellent toumider sections A, and B and also from stronglyeago
undecided under section C, and D.

The interview guide was used to obtain data fromdheachers, it was personally designed and seuncitsted
(Connell & Katin, 1996). It increased the coopematand participation rate of teachers in the stumhge the
head teachers were part of the study they encodirthgé teachers to give their maximum support (Agaet.
al. 1991).

The interview guide was designed in two parts. fiits¢ part collected personal data of head teacbergender
and the length of service in the profession. Thedge column indicated the representation of bokesén the
study, thus rendering the study a gender sensitieée While the length of service column analyzedribmber
of years they had served as head teachers. Isisnaesl the longer they have served the more expedetiey
were in providing staff personnel services all otihings held constant.

The second part of the interview guide consisteti3atems which sought information on the fouraref staff
personnel services under investigation. Yes or nestions were asked to ascertain if head teachers w
providing staff personnel services in their schodlsese were followed by questions prompting fasons for
their answers. There was a checklist of possitdparses which were ticked when suggested by athaater
(the checklist of responses were drawn from reggmn$ head teachers in the interview during thetgst. The
checklist made recordings of responses from heath&gs much easier and also facilitated the asapyrsicess
during data analysis. Head teachers were also gheiopportunity to make suggestions on how to awpron
staff personnel services in their schools.

The validity of the instrument was ascertained tigto content related validity Cronbach & Warringt¢h951)
as cited by (Amoatey, 2001). The validity of thetrument was also ascertained by the researamerisor, and
other lecturers in the field of educational reshaamod measurement. The co efficient alpha (x) dpe by
Cronbach (1951) was used to ascertain the inteefiability of the instrument after the pre testiwgs carried
out in four schools in the Municipality. Reliabjlitvas calculated for each section separately,whis because
each section had different attributes to be medsanel the best way was to draw separate reliasilior each
of the sections (Wiersma, 1991). The results inditigh reliability co efficiencies for all thectmns and were
considered adequate and appropriate (Sarantak®8).1Egures 1-4 illustrate the results of the.test

The reliability coefficient for items under orietitmn services was .8408, that of delegation ofetutvas .8526.
The others were motivation of teachers .8527 amdepsional development of teachers .7496. According
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literature reliability coefficient of more than J@ was adequate and reliable for a study (Sarastdl@98) and
(Frank & Althoen, 2003). Therefore, the results eveonsidered reliable for the main study.

Pilot Study

All questionnaires should be pre tested on a spwgdlulation similar to that from which the samplettod study
would be taken Leedy (1989). Against this backgtbarpre test was conducted from January 15-17,.200
purpose of the pre test was to ascertain the tEviaternal consistency and appropriateness ofrtsieument in
order to make improvements prior to the main study.

The sample for the pre testing consisted of alte2®&hers and four head teachers in four selectelicpiunior
Secondary Schools in the Wa Municipality. The safor the pre testing was therefore, an appropaat
representative sample of the main study (Sarantdla®s).

The lottery method in simple random sampling wasdut select the four schools for the pilot stud@ie
schools picked were Mangu Methodist, Kambali E/Ampieni L/A and Tendamba L/A Junior Secondary
Schools. The four head teachers were all interviewe

A few corrections were carried out after the pst.ti the questionnaire instrument the numbeyeairs in the
teaching profession was restructured from [1] 2§5-9 [3] 10-29 [4] 30-39 to [1] less than 1 ydat 2—3
years [3] 4—5 years [4] 6 years and above. Unden19 ‘Delegating teachers to collect’ was replacétth
‘soliciting information from’, also under questi@3 ‘in lieu’ was replaced with ‘in the absence’, ilghunder
question 48 ‘is done’ was replaced with ‘could loe@. The ‘others (please specify)’ items were tak# from
the final questionnaire. They were purposely camséd to gather more information to enhance thal fin
questionnaire for the study.

A few corrections were also carried out on theringv guide, the length of service was restructdrech [1] 1-
4 2] 5-9 [3] 10-29 [4] 30-39 to [1] less than layd2] 2-3 years [3] 4-5 years [4] 6 years and &)@V checklist
of responses were constructed from the responsesaaf teachers after the pre test, and added iotdrgiew
guide. The aim of the checklist was to save timedoording data during the interview sessions widlad
teachers.

The Scientific Package Statistical Software (SA88)rammer was used to analyze the reliabilityheftest, the
co efficient alpha (x) developed by Cronbach (19845 used to determine the internal consistencthef
instrument (Amoatey, 2001). Reliability was caltcathfor each section separately. Reliability wasyda test,
and variations in the results reflected extrandfagtors rather than the quality of the instrumdReliability
conducted on the instrument is displayed in Figadrds

The validity of the questionnaire instrument waseatgined through content related validity wherébyns in
the instrument were judged by the researcher’s ongmts a representative sample of the contenteodi¢fined
area of study.

Data Collection Procedure

A letter of introduction was given by the Wa Muipal Director of Education to be given to head teashn
Junior Secondary Schools in the municipality tongthe researcher permission to embark on the atilte of
data from their schools. Data was collected oveerdod of three weeks. The length of time gaverésearcher
ample time to conduct an intensive survey.

The collection of data depended on direct contaitt respondents (Sarantakos, 1998). This gaveebearcher
the opportunity to establish rapport with the rasfmnts and also explain the meaning of items tleat wnot
clear to them. A total number of 185 teachers vgereed with questionnaires and 185 were returnetpziely
filled constituting a 100% proportion of usablepesses and also a 100% return rate.

Aside the questionnaire 35 head teachers wereviateed in detail about provision of staff personsetfvices in
their schools. Interviews were conducted persorthtiyugh face to face interaction with the headhess. Open
ended questions were asked and head teachersheespwere recorded by writing, those that corredpomvith
the checklist were ticked. All the questions askgdthe researcher were responded to by the heatetesa
Follow ups were made to meet two head teacherswdre absent from school on the day of the resedsche
visit. This approach yielded a 100% participatiater

Data Analysis Plan

Basically, qualitative design is one of the datalgsis designs that meets the needs of the deseriptirvey
(Sarantakos, 1998) and was therefore used by seameher. The main procedure for the analysis @f wWas by
using descriptive statistics to compute responstsfrequencies and percentages. This gave a jgietare on
what respondents perceived to be the extent tohwétiaff personnel services were offered in thelosts by
their head teachers.

The analysis of data on the questionnaire wasezhout in three parts; the first part analyzed ek data of
respondents, the second part analyzed data orxtityet ¢o which staff personnel services were predidy head
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teachers in public Junior Secondary Schools in rtiumicipality while the third part analyzed data te
suggestions provided by teachers on how to impoovstaff personnel services in their schools.

Each questionnaire was given a serial number fey edentification and in order to identify a threay
perception about the extent to which staff persbeeerices were provided the five grade scale eyguldn the
instrument were merged. Excellent and good weregeteto mean good while poor and nil were merged to
mean poor. Like wise, strongly agree and agree wageged to mean agreed, while disagree and strongly
disagree were merged to mean disagreed for theopeirpf analysis. The SPSS print out programme aelic
the required descriptive statistics of the resppm&eded for each item, the results were presémtiadbles and
analyzed accordingly.

The interview guide was pre categorized in relationthe six areas of staff personnel services under
investigation. Each category was reduced to matdgearoportions by creating a summary sheet for all
responses under each category. On each summary wleee portions of frequencies and percentages
corresponding to the number of times a particutaiable of interest was mentioned by the head eacfihe
summary offered a quick and useful reference tcstiies and answers from the researcher and respisnde
respectively about staff personnel services irrthehiools.

Data Analysis and Discussions

The study sought to find out the extent to whidffgbersonnel services are provided by head teadhgsublic
Junior Secondary Schools in the Wa Municipalitye Tgrovision of staff personnel services is crititalthe
improvement of services rendered by teachers tdsumpthe day to day activities of the school. §ksection
deals with the presentation of the findings of #hedy. It is divided into two parts, the first paigals with
findings from the questionnaire while part two dealth findings from the interview guide.

The first part presented findings of the persomaracteristics of the respondents, results of tha study and
suggestions on how to improve staff personnel sesvin public Junior Secondary Schools in the Mpaliy.

Personal Characteristics of Respondents
This section presents findings on the biographita dd the respondents. It covers gender and thgtHeof
service of teachers. Frequencies and percentagesused to compute the data obtained on this sectio

Gender

It is an open fact that Junior Secondary Schoolge b mixture of both male and female teachers,as w
therefore, important to have both sexes represéntdte study to create a balance between the vidtained

as far as gender was concerned. Table 3 presenteghlts of the findings which indicated that ofithe 185
teachers who took part in the study, 128 (69.2%)ewmales while 57 (30.8%) were females. This is an
indication of gender sensitivity since both sexesrapresented in the study. Thus the study coolde labled

as a gender bais study in this era where gendeisaend people in general are advocating for gemrdjuity.

Length of Service as a Teacher

Teachers were asked to indicate the number of yeaysserved as teachers from the range of lessatha year
to six years and above. For purposes of analysig@ereate a two way perception about the len§teovice
[2] 2-3 years [3] 4-5 years [4] 6 years and abowzenmerged into adequate number of years relevarthé
study while less than one year was rated as inadeq@fable 4 presents the results of the respomnb&h

indicated that out of the total number of 185 temsha large majority of 158 (85.4%) indicated theg taught
for two years or more while a minority 27 (14.6%jlicated they had taught for less than one yearthBge
figures the distribution is accepted as a reprasiemt of experienced teachers who had the reqksivevledge
and information for this study.

Findings and Discussions

This section covers detailed presentation and aisabf the findings of the study. The section igidid into
seven sub sections with each sub section dealitly avi aspect that is designed to provide data wioaid
answer the research questions. Again, considehagquestionnaire instrument and the nature ofdtses,
statistical analysis based on frequencies and ptxges were used to compute data obtained frothaltems
under all the sections. In order to identify a @iole three way perception about the extent to wisizif
personnel services were provided, the five poiatesemployed in the instrument were merged. Excebad
good were merged to mean good while poor and niéweerged to mean poor. Fair was still graded iaslfaa
similar development strongly agree and agree wesgyed to mean agreed while disagree and stronghgdie
were merged to mean disagreed and the undecidiechaiintained as undecided. This step was adoptedder
to make analysis easier and economical. The resdtpresented below:
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The Extent to which Head Teachers Provide Orientatin Services

There was an attempt to find out the extent to twhddentation services were organized for teacherthe
municipality. The information sought are preseritediable 5. Table 5 indicates, a large majority {99.7%) of
respondents indicated good for head teachers inting new teachers to their colleagues when theyear in
the school. Eight (04.3%) of the respondents irtdité was fair while none indicated it was poonefefore, an
overwhelming majority of respondents consideretbiohicing newly posted teachers to teachers inched to
be adequate and excellent. About showing new teac®und school facilities under item 4, majority2
(71.4%) of the respondents indicated it was godtl @4 (18.4%) of the respondents indicating it feaswhile
a minority of 19 (10.3%) respondents indicatedasvpoor.

Item 5 sought to obtain information on getting te=rs to understand the code of ethics governingethehing
profession. Of the 185 respondents 116 (62.7%Yxatdd it was good, while 48 (25.9%) indicated isviair
with the rest 21 (11.3%) indicating it was poor.

Item 6 sought to find out the extent to which h&sathers communicate regulations about instrudtitma to
teachers. The data collected indicated that mgja&® (82.2%) of respondents viewed that it wasdgedhereas
25 (13.5%) indicated it was fair with only eigh#(8%) indicating that it was poor.

Item 7 was on orientation of new teachers to sykais of their various subjects. Only 84 (45.4%poesents
indicated that the service was good with 56 (30.3%6}he respondents indicating it was fair, wherdas
(24.3%) indicated that it was poor.

Item 8 sought information on orientation to writinfjlesson notes. The results displayed on TaBln(bcated
that majority of the respondents 120 (64.9%) ingidathat it was good with 34 (18.4%) indicatingvis fair,
whereas 31 (16.7%) of the respondents indicatedstpoor.

Item 9 which sought information on orientation ethers on how to complete continuous assessneEntse
received majority of the respondents 113 (61.1%)simtering it good, with 38 (20.5%) of the resportden
indicating fair whereas 34 (18.4%) indicated pawrthe item.

The last item 10 on this section holds out the Jileat head teachers should review new teachertatjus to
the school. It was obvious from the results thajonity of the respondents 106 (57.3%) indicatediats good
whereas 50 (27.0%) indicated it was fair with 02®/(15.6%) of the respondents indicating it wasrpoo

It is obvious from the analysis above that an oveiwing majority of teachers agreed that head &ach
provide orientation services for teachers in tiseinools in the Wa Municipality. This finding goesntrary to
what Rebore (2001) said, that orientation serviesoften been neglected or loosely organized imyraahools
by the school administrator. By this new findingsiexpected that the teachers in the Wa Munidipalould be
staying in the profession for good since lack démtation services have made a lot of teachersutbthe
profession.

Findings from the interview guide also suggest thedd teachers in public Junior Secondary Schootbe
Municipality, to a very large extent provided otigiion services for their teachers. Informationhgagd from
the head teachers during the interview revealet ititleed, when newly appointed teachers arrivethair
schools they introduce them to the teachers dwgiaff meetings and also to the entire pupils dudasgembly.
All the head teachers interviewed contended thay tthowed newly appointed teachers around the kchoo
facilities and gave them orientation on lesson sigeeparation. However, one head teacher explah@dhey
usually received letters inviting them for oriemtatworkshops and in service training late, fort thmatter they
hardly attend these programmes.

About regulations on instructional time, even thoigad teachers did not say much on that duringnteeview
session teachers indicated that it was good anddatidht orientation on code of ethics governingtdaehing
profession and reviewing teachers' adjustmentliodovere good.

The findings gave the impression that head teacheraup to their tasks of providing orientationvesss to
teachers in the municipality and that the GhanacBtion Service only needs to reinforce the effoftthe head
teachers through monitoring so that they can imprapon their current level of service delivery tewty
appointed teachers in their schools and other &xaéh the school as well.

Delegation of Duties to Teachers in the Schools

This section sought to find out the extent to whiglad teachers delegated duties to teachers insittepol. It
was found out that generally head teachers deleégatet of duties to teachers in their schools. filings are
presented in Table 6.

As indicated on Table 6 above, it is obvious thafarity of the respondents 167 (90.3%) expressedvibw
that head teachers assigned duties to teachet®ischools, such as supervising various schoolitesi as
indicated on Table 6. The rest of the respondeht€0%.9%) stated that it was fair with only seveB.8%) of
respondents expressing the view that it was poor.

Item 17 sought information on assigning teachersuggervise co curricular activities in the schodlse results
indicated that a large number of the respondents (88.2%) expressed the view that it was good wh8e
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(09.7%) of the respondents indicated that it wasviih only two (01.0%) of the respondents expieggheir
view that it was poor.

About the delegation of duties to the right peoplethe school, majority 152 (82.2%) of the responde
expressed the view that it was good, while 229%). of the respondents stated it was fair, withyahl
(06.0%) of the respondents indicating that it wasrp

Information sought under item 19 revealed the stema of events under the sector. A majority o9 {29.7%)
of the respondents expressed the view that invglt@achers in the planning of the school budget geasd,
while 30 (16.2%) of the respondents indicated it far with only a 26 (14.0%) of respondents exgirgs their
view that it was poor.

Delegating teachers to organize staff meetings smaght for under item 20. The findings revealed tha of
the 185 respondents a fair majority of 96 (51.9%the respondents allude to the fact that involvieachers in
organizing staff meetings in their schools was gaslile 30 (16.2%) of the respondents indicated thwas
fair with only 18 (09.7%) of respondents expreggimeir view that it was poor.

Among the entire items under delegation of dutesteachers in the school, only item 21 which sought
information on delegating teachers to carry ouemdtion programmes, received a simple minority who
expressed their view that usually they were noblived in orientation programmes of their schoolbe T
findings indicated that 96 (51.9%) of the respongléndicated that it was good, whereas 50 (27.0%p)essed
their view that it was fair, the rest of the resgents 39 (21.0%) also indicated that it was poor.

Most of the respondents also expressed their vigat tlelegating teachers to conduct matters of d$choo
discipline was adequate. Under item 22, out oftth@l number of respondents 152 (82.1%) expredsediew
that it was good, 23 (12.4%) expressed that it fags while only 10 (05.4%) of the respondents egsed the
view that it was poor.

The last item 23 in this section was about assigtéachers to represent head teachers in theinedasklajority
of the respondents 162 (87.6%) expressed the \iawitt was good, whereas only 17 (09.2%) exprefiseid
view that it was fair. Six (03.5%) of the respontdeindicated that it was poor.

According to Knezevich (1984) members of every aiz@tion seek to achieve their goals through comteid
efforts. This is necessary because the multiplioftyobjectives necessitates collective efforts gooductivity.
The Ghana Education Service as an organization Hasgned some structures that facilitat the de¢ilegaf
duties to teachers in the schools. Some of thesetstes include the creation of assistant heachtra and
form masters. How duties are delegated to membiessaff is embedded in the hierarchy of authoritlyick
determines who performs what duty.

An overwhelming majority of respondents agreed that extent to which head teachers delegated didies
teachers in the schools was appreciable. Some eofattivities that were delegated to teachers irclud
supervising cocurricular activities, acting in thbsence of the head teacher, conducting mattesshaiol
discipline and also involving teachers in planniig school budget. This was equally confirmed btada
collected from the interview with head teacherghe municipality, where they indicated that theyldonot
carry out their task without teachers' support @myradministrative tasks meant for head teachers.

However, some head teachers were abusing the telegd duties to teachers in the school to themixthat
they virtually did little at school. Needless toysthis practice affects both pupils and teachéarsestime is
shared between administrative work and instructiangvities.

Nevertheless, the importance of delegation canaatveremphasized. According to Owusu (1999) 'délega
entails trust and confidence of the head in thafrosdinates' (p.131), by this way a democratic remvhent is
created where teachers feel motivated to work mamleurveillance monitoring programme by the Mupéad
Directorate can help to maintain a balance betwe®at the head should necessarily do and thosdtagithat
can be delegated to teachers.

The Extent to which Teachers are Motivated in the &ools

The major task of this section was to seek answehée research question, the extent to which teachere
motivated by their head teachers in their schddig. findings are presented in Table 7.

It was found out that a simple majority of 113 (%) respondents indicated they agreed to the statiethat
head teachers conducted orientation services fmhtgs in the schools on various aspects of therkwA
minority of 65 (35.1%) respondents disagreed wlith statement while only seven (03.8%) of the redpots
were undecided on the issue.

Item 34 sought to find out if head teachers wengpsttive of the problems their teachers face ingbtieool.
Majority 154 (83.2%) of the respondents agreedht® statement that head teachers were supportivheof
problems of teachers in their schools whiles 281%4 respondents disagreed with the statementomityhthree
(1.6%) of the respondents undecided on the statemen

The next item 35 sought to find out if head teashead established welfare programmes in their dshoo
support teachers. It was revealed that verily, lteadhers have established welfare schemes indtigaols for
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the benefit of their teachers. Majority 151 (81.6%f) the respondents agreed that there were welfare
programmes in their schools whereas 23 (12.4%heféspondents indicated they disagreed with dtersent
while a total of 11 (05.9%) respondents were urtkstion the statement.

Many of the responses 161 (87.1%) under item 3@embithat head teachers praised teachers when they
performed a good job, 22 (11.8%) disagreed while (9d..1%) of the respondents were undecided oistue.
Again under item 37, a simple majority of 127 (88)7respondents agreed that head teachers recontmend
working teachers for awards when the need arisezteds 45 (24.3%) disagreed with the statement vanilg
13 (07.0%) of the respondents were undecided orssue.

Unlike the other items under this section, itemca@tured a slightly different view on the item whisought
information on whether head teachers occasionale grizes to teachers for a good job done. A ligks than
half (82, 44.3%) of respondents indicated they edjreith the statement, with 69 (37.3%) of the resiemts
indicating they disagreed while 34 (18.4%) respaotslgvere undecided on the issue.

Iltem 39 stated that 'head teachers appraised tdaihers for development purposes’. Results onitdims
indicated that 116 (62.7%) respondents agreed dcsthtement while 46 (24.9%) respondents indicttieg
disagreed with the statement, with 23 (12.4%) redpats undecided on the statement.

Item 40 sought information on whether head teatlhéseachers in personal challenges. Majority ([(3B6%)
of the respondents agreed to the statement whiteinarity 38 (20.6%) of the respondents indicatedyth
disagreed with the statement and only nine (04@&6¢ undecided about the issue.

The last item 41 under this section sought fondleavs of teachers on the extent to which head tachllowed
teachers to attend workshops and refresher counggmized within or outside the municipality. A dar
majority of 157 (84.8%) respondents indicated thay agreed with the statement whereas only a itynoir 22
(11.9%) disagreed with only six (03.2%) of the @wgents indicating that they were undecided orisge.
Farrant (1980) noted that despite the continudbwwfof new technological devices to facilitate fh@cess of
teaching and learning, the role that teachers gdayot be substituted. It is against this backgidhat teachers
need to be sustained in the profession.

Literature suggested that the decision by teactenemain in the profession is influenced by theeleof
motivation they receive in the institution. Herzip€l966) also noted that if motivational factoleelisalaries,
fringe benefits and conditions of service were takare of in an organization, the possibility ofrigrs giving
of their best would be very high in the organizatio

The task under this section was to find out themtxto which teachers in the Wa Municipality weretivated
by their head teachers to give out their bestHerschool. The analysis showed that teachers $fraggee that
head teachers motivate them well enough to cartythmir duties in the school to the best of thaipabilities.
All the items under this section recorded favousatgisults except occasionally giving teachers prine good
work. The latter response defered slightly on treasure by recording a slight negative responsd@issue.
This outcome confirms the data gathered on thevie guide where almost all head teachers stdtatithey
rarely give prizes to teachers in their schoolsgimod work. However, they issue verbal praisesata vorking
teachers when the need arises.

In the main, the findings suggested that to a \emge extent head teachers are supportive to temaghas much
as they can morally, financially and duty wiselihe with previous research works Ankomah (2002eddhat
teachers who were adequately motivated seek opptiet for greater heights. This might explain wdyot
more teachers are on courses to up grade theirledge and skills in the Municipality by under taginarious
sandwich programmes and distance education progeamho maintain this situation the Municipal Diette
has to reinforce the current situation through tamtsmonitoring and supervision of head teachartéd in the
schools.

Head Teachers’ Level of Commitment to Professionddevelopment of Teachers in the Schools

This section sought to answer the research quetibat level of commitment do head teachers’ dertrames
concerning the professional development of teacimetiseir schools? The results of the findings digplayed

on Table 8. There is an indicated that more thadinlid&® (57.3%) of the respondents agreed that ptanschool

in service programmes for teachers by head teaehassvery good and adequate. Minority 66 (33.0%bhef
respondents indicated that they disagreed with sfaé¢ement while 18 (09.7%) of the respondents were
undecided on the item.

Involving teachers in outreach programmes receavéair majority 116 (62.7%) of respondents agreamthe
statement whereas 58 (31.4%) respondents disagvighdthe statement with only 11 (05.9%) respondents
undecided on the issue.

Item 44 sought information on the extent to whigad teachers assisted teachers to attend subgeciatson
conferences. The results indicated that majority {48.0%) of the respondents were of the view tiesd
teachers assisted teachers to attend subject assnatonferences. While a minority of 30 (16.2%glicated
they disagreed. Fourteen (07.6%) could not exptiess view on the issue and for that matter indidat
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undecided.

Facilitating teachers to attend in service training side the school to up date their knowledge skilts under
item 45 received a majority of 132 (71.3%) respantsiéendicating that they agreed with the statenvemte
those who disagreed were 42 (22.7%) respondeittspwly 11(15.9%) indicating undecided.

Ensuring cordiality among teachers by head teacteersived the highest positive response under ébBos.
The results indicated that a large majority 174.19¢) of the respondents agreed that head teachstsesl
cordiality among their teachers in the schools whserl0 (05.4%) disagreed with the statement with one
(00.5%) respondent undecided on the issue.

Item 47 sought information on the extent to whielad teachers encourage teachers to go for furtidies. A
large majority 157 (84.9%) of respondents agreetth¢cstatement whereas 19 (10.3%) disagreed withrione
(04.9%) of the respondents undecided on the issue.

To keep teachers abreast with societal demandshendynamics of our educational system, teachexd new
knowledge and special competences to live up teastions. Providing teachers’ professional develemt
services would go a long way to improve their perfance.

It is against this background that in service fragn conferences, outreach programmes, workshogpsggaimg
for further studies in higher educational instibu have of late been given much priority by theazh
Education Service.

In line with the analysis under the issue of stddielopment, we can conveniently accept that ngjaf
teachers agreed that providing professional dewedop services to teachers by head teachers in gbkools
was good. The analysis showed that except for tesazhers planning school in service training progrnes for
teachers which received a slight majority, the céghe issues indicated an overwhelming majorftypasitive
responses.

Data gathered from the interview which can be ledain Tables 14 and 15 also suggested that hecltbtsaare
doing well to improve the skills of their teachdrg encouraging them to attend courses, workshogdsaéso
proceed for further studies in higher educationsfifutions. The government is also committed tgraging the
knowledge and skills of teachers to motivate thergive out their best by up grading and refurbighieacher
training colleges in the country, teachers cousw #le upgraded while at post and there is an oggoiarcise to
up grade non professional teachers to attain 'Urtda Teachers Diploma in Basic Education Course'
(UTDBEC). This was reported in the New EducatioRaforms Programmes which was lanched on April 11,
2007 (Darkwa, 2007).

We can say that to a very large extent the prowigibteachers' professional development servicetdad
teachers in schools in the Wa Municipality was ageg and excellent. Even though Knezevich (1984¢do
that teachers by and large have been very crititahost in service training programmes for teachBesbore
(2001) believes that staff development programmeschools offers teachers the opportunity to uge daeir
knowledge and skills in their subject areas.

However, as to whether these programmes are effégtorganized calls for a comprehensive study lon t
issue. This would ascertain the impact of profesdiacdevelopment services for teachers in publiciafun
Secondary Schools in the municipality.

Suggestions were made on how to improved staffopeed services in the schools. The suggestions from
respondents highlighted on a number of issues waiehimproved salary structures for teachersndifig of
teachers' medical bills, vehicle maintenance allmesa, school based in service training for teaclascs
strengthening the bond between the school and dnenP Teacher Association and the School Management
Committees. Some of these were lauderble suggedhioingoes beyond the tasks of head teachers athioel
level. However, Parent Teacher Associations andsttteool Management Committees need to be strergghen
because some parents have completely placed thidren’s education at the doorstep of governmemt a
teachers because of the capitation grant. Thiscaafirmed during the interview with head teacheheme head
teachers called for a mandate to sanction parentsrefuse to attend Parent Teacher Associationingseor
School Management Committee meetings. The resiiltseointerview can be located on Table 14. Howgver
reports in The Ghanaian Times (May 23, 2007) indidahat the government’s capitation grant polieg ot
cancelled the individual and collective support doss the promotion of quality basic education & tountry.
This means that schools can mobilize the suppagoaoénts and other stakeholders of education teldp\their
schools.

Enhancing Staff Personnel Services in schools

Table 9 focused on issues that were raised by ¢eacind the commonalities of those issues. As sueh
responses were tabulated and run into frequenacidsparcentages for easy analysis and discussioa. Th
frequencies represent the number of respondentsmete the same suggestion while the percentagemnool
indicates the proportion of responses out of thal ttumber (286) of multiple responses that wengbated to
that particular variable. Table 11 is a presentatibthe summary of responses on item 48 whiclesttiat '
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What would you suggest could be done to enhancprthasion of staff personnel services in your siifib

A critical analysis of the results displayed onléa® indicates that 69 (24.1%) of the respondemggssted that
termly motivation of teachers either in cash ordkoould go a long way to enhance their servicess Was
followed closely by a 32 (11.1%) of the respondemit® suggested that the provision of basic amenitighe
form of accommodation and transportation to teacheuld enhance staff personnel services.

Another 30 (10.4%) of the respondents suggestedtiieaMunicipal Directorate in collaboration witkedd
teachers should organize more refresher coursasdohers in the form of workshops and in serviaming for
both teachers and head teachers in the municipality

The next commonest suggestion was on the needhéorsalaries of teachers to be improved. 28 (09.7%)
respondents suggesting that the salaries of teacked to be improved. A total of 20 (06.9%) cafledhead
teachers to ensure cordiality among teachers instf®ol while 19 (06.6%) called for improved suppfy
teaching and learning materials. Aside an improvdrnrethe salaries of teachers, other responden(93.9%)
felt that teachers should be provided with allovemnevhile some 14 (04.8%) suggested that reguldf sta
meetings was the best way to enhance the serviceaahers in the school.

Thirteen (04.5%) of the respondents indicated tihette was the need for an establishment of a veeftard by
head teachers for teachers in the school. A fambar of 12 (04.1%) believed that regular supervisid
schools by circuit supervisors was another waynslieing that head teachers provide staff persaemices in
their schools. Eight (02.7%) respondents suggesiedeed for appraisal of teachers while a mininmumber

of seven (02.4%) suggested a vibrant School Manage@ommittee and Parent Teacher Associations s we
as transparency on administrative issues that corteachers.

Another six (02.0%) of the respondents suggestedsspship for teachers who wish to further theirdis,
while 3 (01.0%) suggested educational sponsorstiiigrse for at least one child of every teacher ughéo
University level. Orientation on the code of ethgmverning the teaching profession pooled an irifsagmt
number of one (00.3%) suggestion. Perhaps, marmjhées did not perceive how the code of ethics gomgr
the profession could enhance their services irstheol.

Results of the Interview

The first part analyzed the personal data of headhers, which includes gender and length of seadca head
teacher in their schools. The second part was aedlin two categories; the first category analythedyes or no
responses while the second category analyzed #some given for the yes or no responses. The part

analyzed data on the suggestions head teachersig@ddor improving staff personnel services in trsghools.

Frequencies and percentages were used to anab/rati

Personal Characteristics of Head Teachers

In order to ascertain whether there was a repraeatsample of both sexes in the study a frequéaltle was
established for gender purpose. The results asepted in Table 10. The analysis indicated thabbthe total
number of 35 head teachers who took part in thervigw, a total of 25 (71.4%) were males while 28.6%)
were females. This is an indication that both sexese represented in the study and therefore it nesa
gender biased study.

Length of Service as a Head Teacher

Head teachers were asked to indicate how longttheyserved as head teachers in their schools fiermange
of less than one year to six years and above. &otiig a two way perception about the results 2ea8rg, 4-5
years and 6 years and above were merged to mearienged head teachers while less than 1 yearakas to
mean inexperienced. The results are displayedbie thl. A large majority of 32 (91.4%) responddnticated
they have been head teachers for two years andedhdweir various schools which is an indicatibattthey
were experienced head teachers while 2 (08.6%)eofdspondents indicated they were there for less & year
an indication that they were inexperienced. Thaltesas a positive representation since majorityhef head
teachers were experienced and for that matter theveequisite information for this study.

Provision of Staff Personnel Services in Schools yead Teachers

Analysis of Yes and No Responses

To find out at first hand if head teachers provitkff personnel services to their teachers, yasodtems were
set and respondents were required to provide reggadio these questions, the results are presenieable 12.
The analysis indicated that aside organizing oaitionh services for teachers which received 32 @).df yes
responses, all other areas received a complet2®BB4) yes responses. In respect to the findingsameaccept
at first hand that head teachers provided staqerel services to teachers irrespective of thengsto which
they provide these services. This was confirmethbyteachers responses, where a large majoritsesponses
favoured head teachers providing staff personnelcss.
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How Staff Personnel Services are provided By Headebchers in Schools

When head teachers were asked to explain furtleér aimswers on Table 12 they came out with a nurober
responses. Their responses to the items were van@édo make analysis easier the responses wesernpeg in
accordance with the commonalities of particulaiakdes of interest. Frequencies and percentages wssad to
indicate the rate of multiple responses. Tablei&pldys the responses that were recorded.

The presentation in Table 13 indicated that certasponses were echoed among a large majority eof th
respondents. Item 4 sought reasons why head teaititécated they provided orientation servicestéachers
in their schools. About 94% of the head teached&ated the following responses.

They introduced newly posted teachers to pupilindurssembly. They also introduced newly postedhess to
teachers already in the school during staff mesting

They also see to it that newly posted teachergigen their schedules with regards to the task #reyexpected
to perform in the school. Furthermore, that thepdeal over to newly posted teachers syllabus ofvér®us
subjects they were to teach. In addition, they @a@ teaching and learning materials and otheilabla
materials to the new teachers posted to their dshdioally, they showed new teachers around thsosk
facilities for them to acquaint themselves with siebool environment.

The analysis on Table 13 also indicated that 29%hef head teachers communicated school rules and
regulations to newly posted teachers in their skshabile about 26% gave their teachers orientatiorhow to
enter pupils’ registers.

Furthermore, 17% indicated they give orientatiotetachers on how to complete continuous assessewoTds
with 9% saying they inform the new teachers abbetdapitation grant and its appropriation.

When head teachers were asked about how they tkelégtes to their teachers under item 8, hundexdgnt
(100%) of the head teachers said that they deldghttes to their staff, adding that without dekga of duties
very little can be achieved in the school. The aitbat they delegated duties on were:

Assigning staff secretaries to organize staff nmggstiand other gatherings instead of carrying ookeh
responsibilities by themselves.

They also assigned teachers to various commitiees & health, culture, sports, sanitation, welfguedance
and counseling, discipline and agriculture as aglassigning teachers as form masters.

About 97% said they have duty roasters which spélwhat is expected from each teacher in the dchoo
They also stated that each week a teacher or ire stames teachers come on duty and they have & lot o
responsibilities to perform for the smooth openataf the school like conducting assemblies and tang
pupils movement during break periods. Others aeing to it that pupils come to school early, staglass and
are well behaved.

Furthermore, they also stated that in their absémee delegated the running of the school to thegsistants or
other teachers in case the assistant head teaghegsabsent. The last to be mentioned under tltdibeewas
that they appoint teachers to attend meetings Hret éunctions on their behalf.

Responses under item 12 revealed very intereséiaglts. The table indicates, a 100% rate of headhsers
indicating they commended hard working teacherdndustaff meetings. However, none commends hard
working teachers during assembly. This they exgldinould be embarrassing to other teachers who mare
commended and probably ridiculed by the pupils.

They also explained that they did not have enougllg$ to organized any meaningful activities sucleras of
term get together or presentation of prizes to haodking teachers in their schools and this affectiee
motivational level of teachers drastically.

Additionally, they mentioned that they issued végraises to hard working teachers to encourage tieework
harder and verbal queries to lazy teachers to disge them from negative practices.

About 29% of the head teachers still under the ssanton said they service their staff meetingstbgring soft
drinks and other petty food items. Similarly 14%dsthey offer tea breaks while 11% offer cash awaa
deserving teachers annually with only six percesponding that they offered prizes in the form @bks, pens
and pencils to deserving teachers annually. This twathank them for their good works while it enames
other teachers to work harder.

Staff professional development was the next iteninlhat category. Head teachers were asked toatelhow
they assist their teachers to up grade their kmbgdeand skills. 100% of the head teachers statddhby could
not organized internal workshops for their teaclters to lack of funds. About 97% said they ensuhad their
teachers attended workshops for teachers within andide the municipality when ever they are irdjte
whereas about 71% mentioned that they educatettwihers on lesson planning, especially during/éteng
of lesson notes they call teachers’ attention torerand provide them with suggestions.

About 29% of the head teachers stated they encedrdigeir teachers to further their studies in highe
educational institutions to open up more opporiesitfor themselves. The last issue they raised ovas
organizing in service training for teachers in thegihools. Only 23% had ever organized an in seriri@ining
for their teachers at the school level.
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Suggestions on How to Improve Staff Personnel Sepés

A number of suggestions were enumerated on whakdcbe done by the Ghana Education Service and
Government to improve staff personnel serviceduiplip Junior Secondary Schools in the Wa Munictigall he
suggestions were varied but with some commonalikes easy analysis and economy of space, the stigge
were recorded and presented in tables of frequermme percentages. A summary of the suggestions are
presented in

Table 14.

It was evident from the analysis that 100% of hesathers suggested that when teachers are welltpaddild
help to sustain them in the job as well as ensutiag their output is maximized. Again, that wheadhers are
provided with basic amenities like accommodatiod sansportation it would enhance their services.

In addition, they also mentioned that teachers edimot afford for further studies should be givehotarships
to help them up grade their knowledge and skifiss, would go a long way to enhance their services.
Additionally, they also said that more workshopseidd be organized for teachers on new methodsaafing
as well as their areas of specialization. This thaid could improve performance and create satisfaamong
teachers.

Furthermore, that government should allocate aiapfed for staff development on the capitatiomrgr this
could be used to motivate teachers in kind or 8hdar better service.

More so, they also suggested that there shoulthendelays in payment of salaries for newly appdinéachers.
Most newly posted teachers become frustrated whein salaries are delayed and this affects theicgmion
about the service and also impact on their perfaceaegatively.

Above all suggestions were also made on the needdicy makers to fulfill their promises to teackén the
area of their service conditions. Most often thare delays in the implementation of new policiestéachers
and this creates friction between the governmert t@@achers resulting in poor performance and d#gu
towards the profession.

Aside these suggestions given above, almost 43%eafl teachers suggested that the quota for teathers
proceed on study leave with pay was inadequateshadld be revised. The same percentage of healletsac
suggested that text books were inadequate for itggelmd learning making their teachers' job veffiallilt.

About 26% respondents suggested that accommodatideachers in rural schools was very poor andisho
therefore be a major priority for the governmentl dhe Municipal Assembly. The researcher obserted t
almost all the teachers posted to rural schoalsemunicipality were staying outside the schoshownity.

A minor proportion of about 11% suggested thataheas the need for the Municipal Directorate tditiae an
awards scheme for teachers in the municipalityy teplained that the national and regional awanteme
were not enough to cover teachers who deserve avatte municipality.

A total number of six percent suggested that tisieuld be orientation programmes for head teadheitheir
duties while another six percent suggested thawtir& load of head teachers should be reducedcedlyeheir
instructional schedules to give them ample timeaioy out their administrative tasks.

Only three percent of the respondents suggestddntfed teachers should be given the mandate tdimanc
defaulting parents. According to them most parentghe municipality have become negligent about the
education of their wards and have delebrately egfus attend Parent Teacher Association meetingsotrer
functions carried out in the schools of which tisépuld be a part.

It was also evident from the analysis that headhews are doing their best to provide staff persbservices for
teachers in the municipality except for the onaltance which is the lack of funding for staff pemsel services
thereby, making it impossible to organized somthefactivities that could encourage teachers tk\warder in
the municipality.

It must be noted that most of these demands argestigns goes beyond the confines of this studycandonly
be attended to by higher authorities in the fidléducation like the Municipal Directorate, MunialpAssembly
and the Ministry of Education. However, it is wophesenting them for future references by othezarhs on
the administrative task of head teachers.

Conclusions and Recommendations

Based on the findings of the study the teachetbénWa Municipality are adequately satisfied wthik tevel of
staff personnel services that are being providethbyr head teachers in the schools. From the stucgn be
said that the Ghana Education Service prescribéhtation services to public Junior Secondary Stshoo
teachers in the municipality are in most cases @atety provided. But for the orientation to syllabs of the
various subjects which was slightly inadequateotiker services like introducing new teachers botteachers
and pupils, communicating regulations about insional time to new teachers, orientation on writofgesson
notes, continuous assessment records and acqgair@in teachers with the school facilities and emvinent
were organized to the best of head teachers ci#jhdnd could therefore be graded as excellent.

The study again revealed that head teachers detbgesponsibilities to teachers in their schooldeasheir
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normal teaching and learning activities in the sth@ut of the nine statements listed in the qoestaire for
delegation of duties to teachers in the school asbigning teachers to be mentors for newly appditeachers
was inadequate, all the others were adequate disflastory. Majority of the head teachers mentionieey
could not function effectively without the help ®fachers. But an observation by the researchettheasead
teachers were delegating more of their duties tienessary to the extent that some head teachevedidittle

or nothing at all in the school. For instance, kesis were asked to pick letters and other informmatiom the
Municlpal Directorate by their head teachers duringfructional periods leaving their classes vadanthe
disadvantage of their pupils.

The study also revealed an overwhelming majoritieathers indicating that staff motivation at tbkaol level
was adequate and satisfactory. Except for occa$yomaarding prizes to teachers which was inadegjo#ters
like verbal praises, attending workshops, finansigdport to teachers in case of difficulties antbnemending
deserving teachers for awards were satisfactorgneSbead teachers even mentioned that their heatieiesa
made available repayable funds for teachers whe weifinancial crisis. However, the utilization afitten
queries was absent in all the schools with the amgilon that they lacked support from the Municipal
Directorate.

In the area of staff development it was found dut tmost of the teachers were in the distance ¢duaca
programmes offered by the University of Cape Caasl the University of Education Winneba and these
achievements were attributed to the encouragereanhérs received from their head teachers. Theseaisa a
high sense of cordiality among teachers and betvweachers and head teachers thus creating a ceorduci
atmosphere for staff development. It was also ésteddl that head teachers assisted their teacbesttednd
subject association conferences, workshops anckerivices training when the need arises. A few te@che
benefited from school organized in service traininggrammes. To the rest of the other teachers tlvas no in
service training programmes organized for themhairtschools and this affected their self developinie the
teaching profession.

Majority of the suggestions teachers made concegrthie improvement of staff personnel services wergered
on staff motivation coming in the form of improvedlaries, bonuses, allowances, incentives, stuaelevith
pay, provision of basic amenities like accommodatiad transportation. Others are tea breaks, as@reimes
and in service training programmes. Aside staffivadion there were other issues that were raisedtwh
include cooperation and trust between teacherstaad teachers and among teachers this for suredwoul
eradicate petty squabbles in the school therebymmding conflict in the school.

In spite of the fact that teachers generally exggdssatisfaction for staff personnel services @irthchools it
was clear in their suggestions that they need imgrents in their salaries, Termly motivation indior cash
and in service training for both teachers and headhers but these were beyond what their heatigesacould
do as far as staff personnel services in their glshwere concerned. They claimed that in servie@itng
programmes, refresher courses and workshops wemyparganized by the Municipal Directorate. Thdgoa
called for regular supervision of schools by citcuipervisors.

Conclusions

Rebore (2001) noted that many teachers have lefsévice as a result of frustration due to laclpmiper
orientation into the service. Consistent with thiew it was reported in the Daily Graphic Monday2006. p.17.
that staff personnel services have not receivedhnaitention from head teachers in our various etz
institutions. Contrary to these findings the présstudy revealed that staff personnel services ia W
Municipality in the Upper West Region of Ghana haseeived adequate attention.

It was evident from the study that to a very laggeent orientation services for teachers in theinipality were
adequately provided to the best of the capabilafabe head teachers. Therefore, the efforts byeGonent, the
Ministry of Education, the Ghana Education Serviteollaboration with the Municipal Directorate $oistain
teachers in the service have yielded good resultisé Wa Municipality, this is because it would @gtong way
to minimize teachers' repatriation in the munidiyal

Suggestions from head teachers that orientationcsarshould be organised for them should not kezlooked.
Most of the head teachers indicated they neverdmgdformal orientation when they were appointechead
teachers to their various schools. Likewise, teechanted orientation on code of ethics covernigteaching
profession which they indicated was always absemh forientation programmes.

We can also conveniently conclude that to a venyel@xtent head teachers delegation duties to eeaah their
schools. This has created a sense of responsikility division of labour among teachers in the skshoo
However, needless to say some head teachers wesenglihe power to delegating duties to teachedsthis
has affected teachers instructional activitiesesithey have to share their time between adminigtratork and
instructional activities. None the less, the potgedelegation duties to teachers was in full openat

Motivating teachers by head teachers in the mualitjpto deliver their best for their schools alsereived
adequate attention. This was confirmed by headhtracduring the interview when they mentioned wegio

45



Journal of Education and Practice www.iiste.org
ISSN 2222-1735 (Paper) ISSN 2222-288X (Online) o]
\ol.5, No.16, 2014

ways by which they motivated their teachers to whatder . Professional development of teacherdén t
municipality was also adequate and excellent. Osgiagnworkshops for teachers dominated this areaetvice
training was on the low side and teachers wishrfore of such services which they presume couldrehtheir
performance more than the workshops that were aearor them in the municipality.

Even though in general the outcome of the findiwgs highly satisfactorily, like any human instiautithere is
the need for improvement. Most of the inadequathed were recorded under Tables 11 and 16 like poor
remuneration for teachers, lack of basic ameniti¢be form of accommodation and transportatiolocation of
funds for staff development, district awards scheffoe teachers, sponsorship for further studiesagdnizing
more workshops for teachers and head teachers atralenges beyond the school level and could oely b
addressed at higher levels to include the Goverhntiee Ministry of Education, the Ghana Educatieange,

the Municipal Assembly and the Municipal Directerat

The outcome of the study also has some implicationeducational policy makers. One critical quastis how
staff personnel services could be adequately peavith public Junior Secondary Schools in the Wa
Municipality yet there is public out cry of fallingtandards of education at the basic level. Théoolsvanswer is
that quality education is not centered on only houch staff personnel services are provided in theals but
also on financial support from government, goodstlinancial administration, good pupil personsetvices,
good infrastructure and resources in the form athéng and learning materials. As long as thesécsss are
not provided, quality education would continue dod public criticisms and parents would continuprefer the
expensive private schools in the Wa Municipalitparticular and the nation at large (Opare, 1999).

Recommendations

From the knowledge gained through the researchfdliewing recommendations are made based on the
conclusions with the hope that they would makef gtafsonnel services more attractive for teacherthe
municipality.

1. The Ministry of Education and its relevant agenciesd to conduct relevant orientation programmes fo
head teachers and not just for teachers alonéwolild also be an ongoing process as this would keep
head teachers abreast with current leadershipsstiyld how to address some of the challenges tloey fa
in the schools.

2. The the researcher also want to recommend thahermpart of delegation of duties to teachers. The
Ghana Education Service should specify the extenwhich head teachers could delegate duties to
teachers in their schools. This should include aheas and the timing of the delegation. This wdl g
along way to safe teachers from missing their lessm the grounds of performing official duties for
their head teachers.

3. Parent Teacher Associations play very importarésoh the motivation of teachers in schools. They
should therefore, be encouraged by head teachemwntabute immensely towards the development of
basic education in the municipality by calling esaduent meetings with the association. They shbald
assigned specific roles in the management of etuchy the Ghana Education Service and these should
be backed by laws.

4. In addition, Parents should be encouraged to s@$ibols to promote interaction between parentstaad
school through such activities like open days, speend prize giving days and exhibitions of artifac
made in the school. Proceeds from these activiti@sbe used to fund staff development activitiethén
school which would go a long way to sustain bo#tkers and pupils in the school.

5. Still under motivation of teachers in the municipalConditions of service for teachers in the aoga
salaries, scholarships and allowances need to peumd to sustain teachers in the profession asw al
keep high their level of motivation. This recommation is an external issue but can go a long way to
boost the moral of teachers for better performance.

6. The District assembly in collaboration with the Nuipal Directorate should put up accommodation
facilities for teachers in rural schools to addréms problem of teachers having to travel longagtisés
to and fro to attend classes. This affects theameeperformance of teachers and subsequently saffect
pupils' performance as well.

7. An award scheme should be established at the npahidével. This would enable more deserving
teachers to receive awards for their dedicatede@sto the institution. The regional and naticeahrd
schemes are not covering enough teachers thus ihgeddssatisfaction among teachers and head
teachers as well.

8. Government should not delay in making payments aéries to newly appointed teachers. This
frustrates the teachers and decreases their Iévabtivation in the schools. In addition, governrmen
should fulfill agreements and promises to teaclpeosnptly to avoid friction between the government
and teachers; when this happens usually it isrtiiution that suffers.
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9. The Ministry of Education and the Ghana Educatiervige should provide funding for school in service
training programmes for teachers on new methoddasfs management, new methods of lesson notes
preparation, new methods of teaching and learmmaigosn new educational policies and issues.

10. The quota for further studies for teachers is igadée and hampering the efforts of teachers whb teis
go for further studies. It should therefore, beiges to enable more teachers, if not all to gacess to
higher educational institutions. There can be nibebenotivation to teachers than assisting therapto
grade their skills and knowledge.

It is the hope of the researcher that the recomaténts made so far would be critically examined given the
needed consideration by the appropriate authonitles are responsible for providing staff persorselices in
schools in the Wa Municipality. All said and doitemust be noted once again that staff personnelces are
very important to teachers and they have a verly iifluence on the performance of teachers in theals, as
such head teachers should not in any way underitfiaerole that staff personnel services play in the
development of the schools.

Recommendations for Further Studies

This study has raised a number of questions whéate ltonvinced the researcher that there is the toestidy
into other areas of administrative task of headthiees which include pupils personnel services, nitne

administration, resource management and school eoityrrelationship. Until these areas are researdhi® it

would be much difficult to pin point the exact cas®f the falling standards of education in the icipality.

In addition, empirical evidence of correlation beém availability of staff personnel services andgiisu
performance in the school need to be establishleereTis the need to establish a valid relationbeiween the
provision of staff personnel services to teached laow it reflects in the performance of pupilsttaé Basic
Education Certificate Examination (BECE) in the ricipality.
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Appendix A
University of Cape Coast
Faculty of Education
Institute for Educational Planning and Administrati on
Questionnaire for Teachers
General Instructions:

Dear respondent, you are among other teachers rchosea research on the assessment of Staff
Personnel Services in Junior Secondary SchoolsanMi/nicipality in the Upper West Region of GhanheT
questionnaire you are being asked to completerisofaéhe study, kindly cooperate by reading thriowegrefully
and respond to each item in the questionnaire getkely and independently as possible. The infation that
you provide is strictly confidential. Your parti@pon in this research to ensure its success lyhappreciated.
Thank you for your support.

Part |
Background Information
(1) Gender male [1] female [2]
(2) No of years in the teaching profession
[1] Less than 1 year [2]12--3 [3]4--5 [4] 6ays and above
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Part Il
Section A: Orientation Services
Instructions: Section A contains statements cornegrarientation services for teachers in your sthddse the
following rating scale [5] for excellent, [4] forogd, [3] for fair, [2] for poor and [1] for Nil tassess your head
teacher on the following duties:

(3) Introducing new teachers to their [5] [4] [3] [2] [1]
colleagues
(4) Showing new teachers school facilities [5] [41 [3] [2] [1]

(5) Getting teachers to understand the code [5] 4] [ [3] [2] [1]
of ethics governing the profession

(6) Communicating regulations about [5] [4] [3] 112 [1]
instructional time to teachers

(7) Orientation to syllabuses of the various [5] ][4 [3] [2] [1]
subjects

(8) Orientation of teachers to writing of [5] [4] [3] [2] [1]
lesson notes

(9) Orientation on how to complete [5] [4] [3] [2] [1]
continuous assessment records

(10) Reviewing teacher adjustment to [5] 41 118 [2] [1]
the school

Section C: Delegation of Duties
Instructions:
Section C contains statements concerning the d#egaf duties in your school. Use the following
rating scale [5] for excellent, [4] for good, [3]rffair, [2] for poor and [1] for Nil to assess ycwead teachers on
the following duties:

(16) Assigning duties to staff such as [5] [4] [31 [2] [1]
supervising the cleaning of school compound
(17) Delegating teachers to supervise [5] [4] [3] [2] [1]

co-curricular activities such as clubs,

excursions, open days, sports and games

(18) Delegation of work to the right people [5] 41 [3] [2] [1]
(19) Soliciting information from teachers for[5]  4][ [3] [2] [1]
budget planning

(20) Delegating teachers to organizing staff [5] 4] [ [3] [2] [1]
meetings

(21) Delegating teachers to carry out [5] [4] [31 [2] [1]
orientation programmes

(22) Delegating teachers to conduct matters [5] [4] [3] [2] [1]
of school discipline

(23) Assigning teachers as representatives of the

school in the absence of the head teacher  [5] 41 31 [ [2] [1]
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Section E: Motivation of Teachers
Instructions:
Indicate your agreement from strongly agree tongfisodisagree by supplying the appropriate response
category for each item. [5] for strongly agree, f@d agree, [3] for disagree, [2] for stronghsdgree and [1]
for undecided.

(33) Conducts orientation services for new [5] [4] [3] [2] [1]
teachers

(34) Is supportive of the problems of teachers[5] 4] [ [3] [2] [1]
(35) Establishes a welfare programme in [5] 4 118 2 [1]
the school

(36) Praises teachers for good work done  [5] 4 118 [2 [1]
(37) Recommends hard working teachers  [5] [4] 381 21 [ [1]
in the school for awards

(38) Occasionally gives teachers prizesfor [5] ] [4 [3] [2] [1]

good work

(39) Appraises teachers for development  [5] [4] [3] [2] [1]
purposes

(40) Aid teachers in personal challenges. [5] [4] [3] [2] [1]
(41) Encourages teachers to attend [5] [4] [3] [2] [1]

workshops and courses.

Section F: Professional Development of teachers
Instructions:
Indicate your agreement from strongly agree tongfisodisagree by supplying the appropriate response
category for each item. [5] for strongly agree, fd agree, [3] for disagree, [2] for stronghsdgree and [1]
for undecided.

(42) Plans school in serve programmes for [5] 41 31 [ [2] [1]
teachers
(43) Involves staff in out reach programmes [5] [4] [3] [2] [1]
such as excursions and festivals
(44) Assists teachers to attend subject [5] 4 118 [2 [1]
association conferences
(45) Facilitates teachers to attend in service [5] [4] [3] [2] [1]
training to up-date their knowledge
and teaching skills
(46) Ensures cordiality among staff. [5] [4] 381 2][ [1]
(47) Encourages teachers to up date [5] [4] 381 1 [2 [1]
their skills by going for further studies

Section G:
Instructions: Supply a very brief answer to the following questi
{48} what would you suggest could be done to enkahe provision of staff personnel services in ysairool?

Appendix B
University of Cape Coast
Faculty of Education
Institute for Educational Planning and Administrati on
Interview Guide for Head Teachers
Instructions: The purpose of this interview is to gather dat thill be useful in the overall assessment offstaf
personnel services of teachers in Junior Secorfsicgols.
Part |

(1)Gender Male [1] Female [2]
(2)Length of service [1] less than 1 year [2B2- [3]4--5 [4] 6 years and above
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Part 11
(3)Do you organize orientation programmes for yeaichers? Yes [1] No [2]
(4)Give reasons for answers in [3]
Checklist of possible responses Tick
District organizes orientation programmes
Introduce new teachers during assemble
Introduce new teachers to staff members’
Give new teachers schedules
Give new teachers syllabus
Give new teachers TLMs
Show teachers around the school facilities
Others
(5)Do you involve your teachers in the decisiorkimg process of the school?
Yes[1l] No|[2]
(6)Give reasons for answers in [5]
Checklist of possible responses Tick
By consultation
By brain storming during staff meetings
By soliciting the views of staff
Others

(7)Do you delegate responsibility to teachers enxgbhool? Yes [1]  No [2]
(8) Give reasons for answer in [7]

Checklist of possible responses Tick
Assign teachers to disciplinary committee

Assign teachers to health

Assign teachers to culture

Assign teachers to organize staff meetings

Assigning duties to teachers

Conducting assemble

Assign teachers to supervise pupils’ outings

Assign teachers to distribute text books to pupils

Availability of a duty roaster

Assistant acts in the absence of the head teacher

Attending meetings on behave of the head teacher

Others

(9) Do you supervise the work of your teachers?[¥gs No [2]
(10) Give reasons for your answer in [9]

Checklist of possible responses Tick
Visits classrooms

Vets lesson notes

Assess pupils’ exercise books

Observe teaching learning process in classrooms

Observe which teachers are in classrooms teaching

Duty roaster to guide teachers in their works

Others

(11)Do you motivate your teachers well enough tokahard? Yes [1] No [2]
(12) Give reasons for answers in [11]

Checklist of possible responses Tick

End of term get together

Hard working teachers are given prizes (pens, pefogr

Hard working teachers are given cash awards

Commend hard working teachers during assemble

Servicing staff meetings (serving water or mingrals
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No funds to organize anything meaningful
Verbal praises to hard working teachers
Queries to lazy teachers

Others

(13) Do you assist your staff to up-grade theirkleolge and skills? Yes [1] No [2]
(14) Give reasons for answers in [13]

Checklist of possible responses Tick

Attend workshops (HIV/AIDS, environmental protectjo

Science and technical workshops)

Educate teachers on lesson planning

No internal workshops

Others
(15) What would you suggest Government, GES coaltbdmprove staff personnel services in your st¢hoo
Checklist of possible responses Tick

Well paid teachers to sustain them in the job

Provide basic amenities for staff (TV sets and reates)

Heads need a mandate to sanction defaulting PTAb®em
Teachers cannot afford the fees for further studies

Organize more workshops for teachers

Allocate funds for staff development

Text books are inadequate for teaching and learning

No delay in payment of salaries for new teachers

Policy makers should fulfill their promises to thacs without delay
Others

Table 1.Distribution of the Accessible Population.

School No. of teachers School No. of teachers
Busa L/A JSS 8 Limanyiri Model JSS 13
Sing L/A JSS 4 Wa Catholic JSS 13
Jonga E/A JSS 6 Municipal Model JSS 12
Boli L/A JSS 5 T.I Ahmadiyya JSS 20
Piisi Catholic JSS 8 Bamahu L/A JSS 8
Biihee L/A JSS 4 Kpongu E/A JSS 8
Kperisi L/A JSS 10 St. Andrews JSS 12
Sagu Catholic JSS 4 Wa Deaf JSS 9
Nyagli L/A JSS 3 Fongo L/A JSS 13
Adabiyat L/A JSS 7 Charia Catholic JSS 11
St. Paul's Methodist 12 St. Cecilia Catholic JSS 7
School for the blind 12 Shakarfatu E/A JSS 7
Huriya E/A JSS 7 SDA JSS 11
Nuriya E/A JSS 17 Bishop’s Catholic JSS 5
Kabanye E/A JSS 13 Nakore L/A JSS 8
St. Aiden’s JSS 13 Jujeidayiri T.I Ahm. JSS 17
Fallahia E/A JSS 13 Dobile Presby JSS 7
Table 1continued

Fongo E/A 12

Total No. of Teachers =336 (Source: Upper Wesgithal Statistics Office of the Ghana Education

Service, 2007)
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Table 2
Sample Size per School
School No. Selected School No. Selic
Busa L/A JSS 4 Limanyiri Model JSS 7
Sing L/A JSS 2 Wa Catholic JSS 7
Jonga E/A JSS 3 Municipal Model JSS 7
Boli L/A JSS 3 T.I Ahmadiyya JSS 11
Piisi Catholic JSS 4 Bamahu L/A JSS 4
Biihee L/A JSS 2 Kpongu E/A JSS 4
Kperisi L/A JSS 6 St. Andrews JSS 7
Sagu Catholic JSS 2 Wa Deaf JSS 6
Nyagli L/A JSS 2 Fongo L/A JSS 7
Adabiyat L/A JSS 4 Charia Catholic JSS 6
St. Paul's Methodist JSS 7 St. Cecilia Catholi§ JS 4
Wa school for the blind 7 Shakarfatu E/A JSS 4
Huriya E/A JSS 8 SDA JSS 6
Nuriya E/A JSS 4 Bishop’s Catholic JSS 3
Kabanye E/A JSS 10 Nakore L/A JSS 4
St. Aiden’s JSS 3 Jujeidayiri T.I Ahm. JSS 9
Fallahia E/A JSS 7 Dobile Presby JSS 4
Fongo E/A 7
Total=185

Table 3

Disiribution of Gender

Gender Frequencies (%)

Male 12% GH. 2

Female 57 0.8

Total 183 1000

Tahle 4

l¥istribution of Length of Service as Leachers in their schools

Length of Service Frequencies (")

Less than 1 Year 7 14.6

2-3 Years 44 i 4

4-3 Years 33 178

6 YVears and Above 81 43.8

Total 185 1000
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Tahle 5

Distribution of Responses on Oriemtation Services in the Schools

Fatings Excellent Good  Far  Poor Ml
Frequencies and Percentages

[terns A I A ) T A ) B P ) B A )

[ntroducing new teachers 108 (5342 69 (37.3) &(04. 3 0(00.0% 0¢00.0)
Lo old mermbers

Showing new teachers A6(24.9) 860465 34 (15.4) 10¢05.4) 90049
zchool factities

Code of ethics governing 37 (20,0) 9042748 (25,9 15(08.1) 6 (03.2)
the teaching profession

Regulations sbout TI(E5TO42T) 25(13.5) T(03.8) 1(00.5)
msttuctional tine to

teachers

Drientation to syllabuses 13 (097 66 (35.7) 56 (30,3 18 (09T 27 (14.6)
Orientation to writmg of 44 (238 76 (41.1) 34 (18.4) 15 (08.1) 16 (08.4)
leszoty notes

Orientation on contmuous 42 (227 71 (38.4) 38 (20.5) 14 (07.6) 2010.8)
assessment records

Rewviewing teacher 7 (14.6) 79 (427 50(27.0) 23¢12.4) 6(03.2)
admstinent to the zchool

Tahle 6

Distribution of Eesponses from Teachers on Delegation of Dnaties in their
Schonls

Ratings Ewcellent Good — Far Poor Bl
Frequencies and Percentages
[terms FoOe p 0 F 0w 108 5 ()

Assigning duties to teachers 95(51.4)72(35.90 11 (05.9) 3(01.6) 4{02.3)
Drelegating teachers to super- 01 (42025 T4 040,00 150097y 10005y 10005y
wise oo curricular activities

Celegation of work to the 8304469 (37.5 2200119 90049  2(01.1)
right people

Sobciting information from 67 (36, 2) 62¢533.5) 30016 0160086y 1005 4)
teachers for budget platudng

Delegating teachersto SSCARTHELCA4 T 300180 B04 3 100054
Of BafUTe frestings

Delegating teachers to carry 2614, D708 S0027.00 23C12.4) 16(03.6)
ok ofiettation prograrmimes

Delegating teachers to 6TC36. D BS(45.9) 23¢124) T(03 8y 3(001.6)
conduct matters of school

disciplme

Assigning teachers to BRC4E 1 FI039.5 170092y 40025 20010
act in his absence
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Tahle 7

Distribwtion of Responses on Motvvation in the Schools

Fatings Strongly Agree Disagree Strongly Undecided
Agree [Cuzagree
Frequencies and Percentages

ltems

Fftw)y L0 F0 508 F k)
Conducting orientation 57(30.8) 56(30.3) 42(22.7)23(12.4) 7 (03.8)

servces for teschers
Supporting teachers who 77 (41.6) 77 (41.6) 13(07.0) 15(08.1) 3(01.6)

had problerns

Establishing a welfare 91 (49.2) 40(32.4) 17(09.2) 6(05.2) 11(05.%
programme i the school

Prasing teachers for good  95(51.4) 66(35.7) 16(08.6) 6(03.2) 2(01.1)
wotk done

Recommending hardworking 73 (39.5) 54 (29.2) 33(17.8) 12(06.5)13(07.0)

teachers for awards

Deocasionally gving AT 2000450243y 41 (22 D 28015 1034184y

teachers prize for good work

Appraising teschers IN(ATT4L6) (168 15008 13230124

fuding teachers m personal 46 (24.9)92(49.7) 26014 1) 12(06.5) 2047

challenges

Teachers 1o altend B0 (43.2)77(41.6) 17(09.2) 5027 6{03.0)

wintleshopa

Tahle 8

Distribuiion of Responses on Professional Developmemt of Teachers in the

Schools

Fatings Strongly Agree Disagree Strongly Undecided
Agres Drisagres
Frequencies and Percentages

Neus P L B Y I A B A ) B A )

Plansing of school in serwce 430232 63034, 10 37020.00 24 C13.0% 18 (007

programmes for teachers

Involving teachers in ot 440233 T2038.9) 34 (18.4) 24 CL3.00 11 (D599

reach programmes

Assisting teachers Lo 64 (36.4) T7(41.6) 19010.3) 11 (05,9) 14 (07.6)

atiend subject association

conferences

Facilitating teachers to TOCITE) 620335 3001620 12006.5) 11 (D5.9)
attend m service framing

Frsuring cordiality 120(64.9) 540202 T(038) 3IC0L6) 1(00.5)
among teachers

Encouraging teachers o 116062.7) 41022.2) 17(09.2) 2(00.1) 2(04.9)
go for further studies

Table 9
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Tahle 2

Summary of Suggestions on Improving Staff Personnel Services in the
Schools

Multiple Responses frequencies (%
Fegular supervision of schools by circuit supervisors 12 (04, 1%
Prowision of basic ameruties to teachers 32 (11.1%)
Heads and teachers need for refresher courses 30 (10.4%)
Allowances to teachers 17 (05.9%)
sponsorship scheme for teachers™ children 3 (01.0%)
Salaries of teachers needs to he improved 28 (09.7%)
Motivation in cash or kind 69 (24, 1%
Heads should ensure cordiality 20 (06, 9%
Regular staff meetings 14 (04 8%
Orientation on code of ethics 1 (00.3%)
aponsorship for further studies 1] (02.0%)
Meed for staffwelfare fund 13 (04.5%)
Vibrant pta/smc 7 (02.4%)
Teaching and learning materials 19 (06, 6%
Transparency on administrative i1ssues 7 (02.4%)
Meed for appraisal 8 (02.7%%)
Total Mvultiple Responses 286 (100.0%)
Tahle 10

Gender Analysis for Head Teachers

Crender Frequencies (%)
Male 25 (71.4%)
Female 10 (28.6%)
Total 35 (100.0%:)
Tahle 11

Length of service as Head Teachers in their Schools

Length of service Fregquencies (%)
Lessthan | Year 3 08.6%)
2-3 10 (25.6%)
4-5 7 (20.0%)
fand Above Years 13 (42.9%)
Total 35 (100.0%)
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Tahle 121

surnmary of Yes or No Kesponses from head teachers on the provision of
Staff Personnel Services in their schools

Freguencies and Perc entages

Items ¥es (%) Mo(%)  Total
Do ol organize orientation programmes 32090 4% 08.48%) 3R]100%)
for your teachers?
Do yow delegate duties JSCI00%) OCOo 0% 33100%)
o teachers in the school?
Do yous tootivate your teachers well enough 350100% O000.0%:) 357 100%:)
to wrork hard?
Do wou assist wour teachers toup grade FSC100%: O000.0%:) 350100%E)
thetr knowledge and skalls?
Total respondents 35
Table 14
Surnmary of Responses on Improving Staff Personnel Services
Item sHons Fregquencies (%)
Howr to inprowe Well padd teachers to sustan them job 33 [ 100%&)
in the
Provide hazic amenities (TV seis, 33 (100%:)
transportation)
Cunta for farther studies inadequate 13 (43.0%)
thereby demnotivating to teachers
Accommodation for teachers in tural 9 [26.0%:)
schools
IMeed @ moprndale Lo sacion par enls 1 (03.0%:)
who do not
Attend PTAMSMC mesting
Drgandze rore worleshops For teachers 35 i 100%%)

Allocate funds for staff development 5 (100%)

3

Orientation for head teachers 2 (06, 0%
Work load of heads should be reduced 2 (06, 0%y
Districl awards scherme for teachers 4 (11.0%)
Mo defay m payment of salanes for 5 {1005}
fiewr teachers

Policy malkers should fulfill ther promises 35 (100%&)
1o teachers

Total multiple responses 213

59



Journal of Education and Practice

ISSN 2222-1735

(Paper) ISSN 2222-288X (Online)

Vol.5, No.16, 2014

www.iiste.org

3

Tahbe 13

Sommary of Responzes om the Provision of Staff Persomne]l Services hy
Hesad Teachers in their schnnls

AreEs Nhaliple Fe=ponses Frequancies  [%5]
Omsndabion Introduce new isachers dunng assemhbly EE (R 0%5)
SETVICES Introduce new leachers Lo slaff menhers 33 [84 0%5)
Give newr teachers schedul=s i3 [ 075
Give new teachers syllabusTLRE £k [ 0]
Show l=achers around the schoal fucbties 33 [ 075)
Lesson noles prepasaton teschuing methods 13 (37 O
Hed temchers assun= the newly posisd 1 (06, )
beachers ave akeady traed
Oreerdabon on school zules apd regulalons 100 (20030
Orewiatson om bhowr b enter pogisters and 13 (43 Fh
combmuoug Esesaneml records
Breifizg teachers on capitstion grands 3 IR P
Dredegation of Assign staff secreary (o orgarese meelings 35 [ LO0%
Lopluez Asdugnieg dubties 10 ieachers (hestth, callure, 35 i 100
Sparte, samilation, formmasiers, welfare,
Giodance & coumsemg, dicplise, agrculiue)
Teachers come on duly 35 [ L00%s]
Azgign teachers 1o aupersiss pugds matingz 35 [ LO0%)
Avaibnlity of a duby roastesr H D
Azaistant 2019 i the abaopce offead foacher 35 [ L00%)
Allenidng mestings oo behave of the bead 35 (1009
Motimiion Enel of termn get together 23 [63.0%)
Herd wroglang teachess are given pizes 2 (04, Fh
Heed wrorkeng teachers are given cagh samndsd (L1
Cotuncnd teachors digmg staffmeetiege 33 Iy
Serasing Aaff mestings 10 2R Py
Tea hreaks 5 INERI
HMix fandlz to orgarezs anyihing mearmgfol - 35 [ LO0H]
Wernal prajses 10 berd working teachers i3 [ LO0%)
Chaeries o lamy teachers EF CLD0Y]
Help teachers to sobrz persone’ challenges 4 [ L1y
Professional — Attend wrorkshope (HIWWAIDS, 2 R
Drewelopment  Science anid techrazal warkshops)
Fiacate izachers oo lesgon planning 25 [T1eh
Mo imemel workshops kN {L00%s]
In serice training g (23,00
Encoumge farther shudies 10 20 )
Figmme 1
Relishilily Analvsis - Srale falphas) on Orientation Services
Scale Scale Carrected
[=mn Varme= [i=n Squmred Amha
if Item if [b=m Toial Wrahipl= if [em
Ttem  Dreleted Coededed Comelation Comrelstion Drelsted
3 2r4242 247519 AT ST RXCE]
= 2T 24,6420 ASER ATES BIER
)5 281515 22571 A0TL i1 BED
nl AT E0A Y 215557 544 LK) A
oz 28 JA16 20LATAI A3 Tniz? El48
6 281212 100471 143 A1 SR
o 27 5788 2273 190 T4 Al
0 27 ETHE 225359 S0 B E148

Blebiasbitty Coefficeetniz Sdems

Alphe = 8403

Slandaréred e alphe = 3427
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Figure 2
Reliability Analysis - Scale (alpha) on DelegatioDuties

Scale Scale Corrécte

Mean Variance Item- Squared Alpha

if Item if Item Total Multiple if Item
ltem  Deleted Deleted Correlation Correlation Deleted
Q18 29.1429 4.5966 7112 .6335 .8236
Q19 29.1714 14.6756 .5570 4622 .8392
Q20 29.2286 14.7697 .5865 4241 .8357
Q21 29.5429 14.3731 .5546 .3810 .8402
Q22 29.6286 14.7697 4700 .2513 .8515
Q23 30.0000 14.2941 .5022 .3279 .8492
Q24 29.2857 14.4454 .7830 7172 .8173
Q25 29.2000 14.4000 .7053 7429 .8230
Reliability Co efficients 8 items
Alpha = .8526 Standardized item alpha8641
Figure 3
Reliability Analysis - Scale (alpha) on Motivationof Teachers

Scale Scale Corrected

Mean Variance ltem- Squared Alpha

if Item if Item Total Multiple if Item
Iltem Deleted Deleted Correlation Correlation Deleted
Q37 32.2424 29.2519 5719 5447 .8374
Q38 31.8182 28.9034 6858 .7638 .8274
Q39 31.4242 34.5019 .1600 .5205 .8673
Q40 31.6970 28.5303 .7667 7254 .8208
Q41 31.9091 28.5852 .5434 .6913 .8411
Q42 32.6667 24.6042 7374 .6855 .8193
Q43 32.6667 26.9792 .6928 .6343 .8239
Q44 31.9697 29.5928 .5496 .6516 .8396
Q45 31.6061 31.1212 .4482 .6439 .8487
Reliability Co efficients 9 items

Alpha = .8527 Standardized item alpha8465
Figure 4
Reliability Analysis - Scale (alpha) on Profession@evelopment of Teachers
Scale Scale Correcte
Mean Variance ltem- Squared Alpha
if Item if Item Total Multiple if Item
Item Deleted Deleted Correlation Correlation Deleted
Q47 0.4857 8.6689 .6276 4499 .6708
Q48 20.1714 9.2639 4567 .2950 .7268
Q49 20.0571 8.6437 .6248 5417 6715
Q50 20.1143 8.5748 .5494 5071 .6978
Q51 19.2000 12.2235 2414 3714 .7645
Q52 19.4000 11.2471 .4868 4776 7262
Reliability Co efficients 6 items

Alpha = .7496 Standardized item alpha#529
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