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ABSTRACT

7This study focused attention on how the human resource and staff is
developed in the Suhum Kraboa Coaltar District. This is descriptive research of
the survey type inv'q‘l'ving 301 I.Jarticipants, made up of 196 teachers, 67 heads and
38 District Education Officials who were selected for the study. Questionnaire on
human resou;cé/staff ‘development was constructed and validated by the.
researcher and were \adminiétéred,on the 301 participants to answer the research
questions raised for the study. Percentages and mean rating were further used to
analyze the data collected.

‘Findings revealed that when enough funds are provided, there is much time
and there are personnel to run the programme, there would not be much difficulty in
drganizing human re,'source development programmes. Also, if heads are attached to
the schools and are not teaching, they can perform their functions effectivel‘y.
Methods that were considered appropriate for staff development were workshops,
seminars, talks, in—sef'viée training among others.

Fiﬁdings also confirmed that staff development was considered important to
upgrade the knowledge of staff, eqﬁip them with skills, give them orientation to
become effective. From the findings, it was recommended that all heads of basic
schools be attached for effective work and there was the need for the prompt release

of funds by the Government of Ghana for staff development programmes. ‘
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CHAPTER ONE

~ INTRODUCTION
Background to the Study

It is generall;r accepted that education is a process by which individuals
acquire knowledge, skill and attitudes, which enable them to develop their
faculties in full. It is also universally accepted that one of the benefits of good‘_{
education is that itI e.nables_ individuals to contribute to development and
improvemc;,nt of the quality of life lfor themselves, cdmmunity and the nationasa
whole.

Education should be able to provide and produce people who would
handle the variou's aspects of the economy. “This means that the kind of training
and skill given by education must be 'those re.quired by the economy. That is the
economy makes mvéstment in education with the hope that the educated
rﬁanpower would in fu.ture increase the wealth of the nation” (Arko~Boham &
Oduro, 2001, .p.4). "f'he economy allocates to the education sector some resources
for the training of ';he required skill, and teachers as human resource are directly |
in charge of that. Over the years, Ghana has made efforts to achieve the type and
level of education that will be relevant for her citizens. This has resulted in a very
high proportion of the national -budget being spent on education.

According to; Noe (1997), “the value of a product or service is determined

by its quality and how closely the product fits customer needs”(p3), Teaching

effectiveness is determined by whether teachers satisfy stakeholders like chiefs

}
A



and elders, parents fand comr;xunity members. The Parent Teacher Association
(P.T.A), School Management Committee (SMC) and the like in education wants a
high quality teaching and learning and teachers need interesting, reasonable
compensation for th¢ services provided. It is therefore important to help build
their capacity for them t0 function effectively and efficiently in the school system.

According ’;o Ivancevich (1998), the cradle of Human Resource
Manaéemeﬁt and Development can be traced to the amalgamation of artisans and
craftsmen for bett'erment;s in ‘employment leading to formation of trade unions in
England. A situati;)n whicﬁ- developed with the advent of the Industrial
Revolution in the 18" and 19" Centuries which sought the welfare of workers
with a bid to improving production.

The findingd of Fredeﬁck W. Taylor on production as Scientific
Managemént under harmonious atmosphere comparing targets set by scientific -
management and industrial psychology and referring to Hugo Muusterberg and
his book “Psychology and Industrial Efficiency” in 1913. This triggered off

Human Resource Management in the United States of America bringing in its

"

trained personnel depariments due to positive changes and organisational
technology, as well as cohesion between workers and governments.

Ivancevich (1998) talked about further confirmation of 1‘he= immense
influence of social iil1tevracti0n.s and workgroups on maximisation of output and
satisfactioﬁ by the . two Haryard researchers — Elton Mayo and Fritz ~
Roelthisberger between 1924 and 1933. This led to the recognition of Human

Resource Management and Development as a branch and contributor of organised



}
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labour. A>situatioﬁ which was further enhanced by Peter Druckers’ statenient on

the subject relating to “keeping and working on files, keeping of homes, seeing to

workers® social needs and preventing friction between workers and management.

This brought int6 fore the real picture of Human Resource Management and
.

Development. [

Ivancevich (1998) opined that Human Resource Management and
Development is seen today as a tool for clarification and development of solutions
to social problem to "acl;iéve aﬁd sustain effectiveness and improvement of skills.
This enhzu.lces proﬁts-by employing a number of key concepts by analysing and
solving problems. There is also a consideration of accountability as a factor of
maximising productivity and recognising the importance of making judicious
recruitment, trainingland development, periodical motivation and compensation as
a prerequisite strzftegy to 6rganis%1tional .efﬁciency and effectiveness for
worldwide departmental competition (fvancevich 1998, p.7).

Human Rescurce Development practices contribute to education

!
\

effectiveness in many ways. For instance, they contribute to the delivery of the
organisation’s system and services through
1. -Selecting employees or teachers who will be innovhtive, creative and
successful in performing their jobs.
2. Preparing employees to wor}c with new nmnufactﬁring and services
technologies': |

3. Rewarding good performance (Noe, 1997, p.3)
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4. Effective H&man Resource Management and Development practices also

contribute to both community and teacher satisfaction and also have a

favourable re;l)utation on the society.

Mirage ReS(;rt as quoted by Cole (1995) opined that “success illustrates
the key role human resource management plays in determining the effectiveness
and competitivenesé of U.S. businesses™(p5).

According to Ivancevich (1998), Human Resource Management and
Development must see the need to make positive stﬁdes in managing -
performance, legal (.fomplianc‘e- and absenteeism. Human Resource Development
should also be seen as a key to effectiveness, careful planning, hardwork and
evaluation to enhapce superior human resource for competitive ventures

:
(Ivancevich 1998, p.8).

The school head has a prime responsibility for creating an enabling
environment to promote effective teaching and learning. Without the necessary
skills, many heads are not able to perform such a task. In Suhum Kraboa Coaltar
District, experiencegl teachers who have risen through the ranks are appointed to

run schools without adequate preparation and support. Training and professioﬁal

support programmes are to be organised for them to put them in readiness for the

taSk ahead. !

“Better Schools” a ‘Resource Material for school heads’ tells that “training
and support programmes for school heads in Africa was initiated by the
Commonwealth Education Programme in 1991. Following a plea from the

Inspectorate Divisio_ﬁ in Uganda to find ways of assisting school heads to do their

4



job better”. This means that such a brbgrar_nme began in Ghana and for that matter

Suhum District after the workshop. For the support programme to be introduced

T

in the country and for it to be successful, “Betjer Schools” reﬁorts that there were
series of worksl101;s organised for the Inspectorate Division. Directors of
Education, teacheré, heads of institutions, heads of various associations and
representatives of school heads attended the workshop organised in Uganda. A
paper was presented to the Commonwealth Education Programme in Botswana in*
March 1993 for presentatioﬁ;llt isv upon this background that support programmes
have been running for heads of schools, the Ghana Education Service staff from
the GES Headquz;lrtqrs, fhe regions including the districts of which Suhum is no
exception. i | |
The training of teachers and their posting has been the preserve of
Teachers Education. .In Suhum the District Assembly in collaboration with
A .
District Education Office do sponsor candidates to the Teacher Training Colleges.
The objective is for tﬁem to come back to serve the district for at least three years
before -goiﬁg on transfer to other places outside the district. The Assistant Director
(AD) Human Resource Deve.lopment and Management does the posting of
;

teachers in the distfict. However, the selection of candidates and most training

programmes for teachers and other staff in the District Education Office is being

done by other personnel.

}
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State_iilerli‘t ';f the Problem

The main areas which constitute to the growth of the education enterprise
are supervision, infra?stmcture,-motivzi'tiou and teacher preparation or what we call
staff develbpment (Amuzu-Kpeglo, 2003).

Dubbin (1990), as cited by Ogundele (2001) argued that the most
important variable for staff development is motivation. Low morale that exists in
our schools toda:,; is in one sense a driving force to staff development activities.
Staff development also rﬁeans sending peoplé on courses, patronage and making *
of promises that are not acco;npanied by action. Promotions of teachers were
done not by year of graduation as it is the case today but by evaluated
performance. (Ogun!dele, ZObl,pl 15). Teachers were well respected in the
communit);' and the.y wére very proud of their profession.

‘Unlike today, many factors that motivate teachers are absent in schools.
Ogundele (2001) went on to say that staff morale is linked to a'variety of factors

such as

Working conditions

Competitive salary levels

- 'Non - financial job rewards
} N -

\
Institutional valuing of work{orce

Community valuing of workforce and institution

‘Nicholls Margaret (1995) also emphasised the need for a clear working
brief or orientatiqn for members of the staff so that both group and individual

%
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needs would be identified. This is why'tligre is the need for clear definitive staff
development policy in our schools and the entire gducational system.

Despite tl;e continuous grovx’&h of education in Ghana and the general
recognition of the n:t:ed for evén more develobment, forces exist which endanger
expansion. Any improvement in the above mentioned areas in education must
take account of the:, tools required for the purpose. Among these tools may be

]
mentioned the avail‘ability of qualified and professional teachers. Since the
district is quite large and the supply of teachers is woefully inadequate, there is -
the need to' improve upon the Jstaff development in order to heli) achieve the goals
and targets set for the district. The study therefore seeks to investigate the need
for human resource v/ staff development practices in the Suhﬁm Kraboa Coaltar
District. ; |
Purpose of Study
In recognition! of the fact that teachers play a vital role in the achievement
'
of quality. of education, the Ghana-Education Service has policies for the
organization of trainihg programimes and the award of many fringe benefits to
serve as incentives. Attention would be focused on thel purpose of st;ff
development and. its job related tasks. There is also the need to look at the
methods that are agpropriate ._for staff development. Moreover what could be
done to improve thé rate of development of staff would be discussed. Finally,
problems associated with staff / human resource development would be
highlighted.

I
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Research Questions
The following \'7vefe the-researched questions for the study
1. What is the purpose of staff development?
2. Isthere any ﬁeed for staff development?
3, How are human resource / staff development programmes designed?
4, What meth(;ds are appropriate for staff development?

5. What are "some of the problems. associated with human resource

1

development or to what extent is the human resource development "

1

challenged?
i~ Significance of the Study

Nuinerous programmes have emerged over the years in response to the
demand for staff imp?ovemént in the management and development of education.
These -inciﬁde conferences, demonstration lessoﬁs, experimentations, workshops,
seminars, in-service training and so on.

The signi,ﬁce\ince of thi.s study is viewed from many dimensions. In the
first place, this study helps to examine the importance or the need for humar;
resource development in the education enterprise. A clear firm statement of stéff
development policy is also essential and this should be formally approved for use

by the Ministry of Eglucation. It could help to improve service conditions that

will make the teaching profession more attractive. It will also serve to remind

teachers and all stakeholders of their roots and educational goals. This could go a

long way to enhance their performance and professionalism, a situation which
. o

will ultimately enhance teaching and learning.’
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In addition, the study provides heads of schools with the authority needed

to establish plans for personnel development. Finally, the study could also be

i
presented as a handbook for teachers, school heads, school administrators, the

Ghana Education Service and the Ministry of Education not forgetting addressing
the challenges involved.

- " Delimitation

The study was limited to the heads and teachers of basic schools and the -
staff of the District Education Office in the Suhum Kraboa Coaltar District of the

Fastern Region of Ghana. The choice of this population is informed by limitation

of time and resources. This was because the researcher works in the District

1

Education Directorate and it was convenient going round the schools to undertake
the study. The population Vis easily identifiable and located in a convenient
geographic area. The area has the characteristics of a typical political district
which could thereforé: represeet the situation in most districts of the country.

It i’s constiﬁteﬁ of both urban and rural settings but largely of migrant
farming communities while the capital is a growing commercial area. The other
parts are largely rural farming communities. It therefore combines in itself a rurel
and urban distric’és. ‘]For the study, Human Resource/Staff development Practices
in the Suhurn Kraboh Coaltar District,-attentio.n was paid to the extent of the stock
_of human resource in the Suhum Kraboa Coaltar District, the methods appropriate

for staff development, the need for staff development, how staff development

'
\
programmes are designed and problems of staff development



The study was 'also concerned with the quantitative analysis of the human
resource/staff develc\apment practices in the Suhum Kraboa  Coaltar District.
However, financial analysis such as income and expenditure patterns for the
development of resource do not fosm part of the study.

Limitation

The techniqﬁ'es of questioning, intervigawing, observing and administering
questionnaires usec; in the study must have had some handicaps which could
impose some limitations ﬁpon the result. One challenge of the technique adopted -
was that teachers and heads in:the schools found it very difficult to disclose some

:
information to the, researcher since they thought, as an officer, the responses
would be used to penélize them.

'Some teachers who lack confidence in themselves also had the fear that
the results of study might lead to their being released or Fransferred to other
schools. As suc;h, _'theAresear‘.cher had to answer a number of questions from
teachers in an attempt to allay the fears of teachers.

Definition of Terms
The following terms and abbreviations are defined as used in the study.
1. Human Resource: The entire personnel who exhibit the skill and expertise
in dealing with situations in the district.
| 2. -Delveloprnent:'Any training activity that helps to improve skills.
3. Staff: All personnel who work in the district

4, Attach head:‘ A head teacher or headmaster / headmistress who does not

teach but do only administrative work in the school.
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Organization of the Study

This is a stuq'y of hum.an resource / staff development practices in the
Suhum Kraboa Coaltar District. It seeks to research into how human resource /
staff could be developed. Chapter One of the study is the introduction which is
made up of the background to the study, statement of the problem, research
questions, purpose and significance of the study. Other areas treated under the
Chapter are delimitation, limitation, operational definition of terms and the
organization of the study. Chapter Two is the literature review. This reviews

related literature done by previous scholars in the field of study.

Chapter Threg is the methodology. It looks at the research design uscd, the
population, sampling techniques, instrument used and pre-testing. Other areas
include data collection procedures and data analysis. Chapter Four describes how

the date were analysed while Chapter Five is the summary of findings,

conclusions and recommendation of the studies.

11



CHAPTER TWO

REVIEW OF RELATED LITERATURE

This chapter focuses attention on the review of related studies on human
resource/ staff déve’ldpment practices. The following relevant areas have been
identified: an overview of human resource / staff development, designing and
planning staff development programmes, purpose of staff development, the need
for staff development, problems of staff development and finally summary of the
review.

Overview of Human Resource and Staff Development

Resource is a thing that can be turned to for help, support or consolation
when needed. Resource is also termed as “a person or thing that is used or gone
to for help or protection”. This implies that resource in the school situation (for
the purpose of this paper) are all the things in the education system which helps in
promoting the smooth running of an institution in order to achieve -its objectives.
Thus we talk of human, material and financial resources. (Procter,1995).

Human resource refers to the entire personnel who exhibit the skill and
expertise in dealing with situations in the district. This includes the teaching staff
such as the headmarster or mistress and the assistants, senior hoﬁsemaster and
mistress, class teachers and all. At the District Education Office level, they are
the District Director of Education, all the front line Assistant Directors: Guidance

and Counselling Co-ordinator, Officers in charge of training, Peripatetic, Girls

12
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education and many 'others. At the tertiary Ileycl, the Vice Chancellor, Professors,
Senior lecturers, Lec|turers, Teaching Assistants constitute the human resource.

Under the non-teaching staff are the Accountant, Bursars, thf: Account
Clerks, Office Clerlg\s, Domestic Bursar/Matron, Typist, Registrars and so on.
Among the auxiliary or supporting staff are the Security Personnel/Watchmen,
Porters, Electricians, Plumbers, Labourers or Cleaners, Kitchen Staff and those at
the paﬁtry. The next groups under the human resource are the students or learners,
parents who form the Parent Teacher Association (PTA), Board of Governors and ..
School Managemenjc' Commit'tée (SMC) and other persons from the community.
Development is the gradual growth or formation of something especially a
process in which a person or thing matures, changes, or advances to another.
(English Dictionary for Advance Learners, 2003)

Wideen and Andrew (1989) as cited by Sparks (1984) defined
development as any training activity that helps to improve skills. Casio (1991)
shares vthe \‘r'iew of others when he mentioned that training and development will
bring changes in skills, knowledge, attitude or social behaviour. It could be seen
| as all activities comélng together to make up a programme of education. The aifn
here may mean the improvement, from a previous state to a stronger or better
state.

Most authorsiuse the term “training” and “development” interchangeably
while others use them separately. Cole (1993) for instance combines the two

terms but tﬁes to show the differences. While training involves preparing for an

occupation or for specific skills, development is more concerned with the

13
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potential of the employee than {he immediate skills. For the purpose of the
review, the two terms will be used interchangeably.
rThe day to day administration of the GES is headed by the Dircctor
General who is the Chief Exqcutivc of the service. The overall function of the
service falls on the olnus of the Director General and this involve. (Asare, 2005}
(a) Management, supervision and inspection of pre-university cducational
institutions
(b) Provision bf teacher education, general education, special education,
t.echnical.and business education
(c) Registration of teachers
(d) Registration, supervision and inspection of private schools
(e) Develoi)mf:nt and publication of textbooks
(f) Promoting and efficiency and the full development of talents among

members of the service

() Maintaining a code of ethics and good conduct among members of the

I
A

service
(h) Formulat.ing educational policies and programmes
(i) . The Director General is assisted by two Deputy Directors-General and a
number of directors at the headquarters of the GES. These dircctors are
assigned various responsibilities, some of them being
(1) Dircctor Basic Education

(2) Director Secondary Education

(3) Director Teacher Education

I
{
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(4) Director Human Resource Development and Management

(5) Director Planning and Statistics

(6) Director Fipance and Administration. Just to mention a few.

There are alio Regional Directors manning all the regions. Under the
directors are a nu.mibe‘r of Assistance Directors, Principal Superintendents at both
the regional and diétrict levels. To strengthen district level administration and in
line with the decentralisation policy, District Directors are now in charge of all
District Education Offices. Hitherto, the districts have beén administered by .,
Assistant Directors. : |

In Suhum Kraboa Coaltar District Education Office, the head, and for that

matter the chief executive of the district is the District Director. There are four

!
i

Assistant Directorg known as frontline Assistant Directors and a number of
Principal ~Superintendents, Senior Superintendents, Superintendents and
Certificate ‘A’ Teachers. The non-teaching personnel include the accountants,
typists, auditors, the account clerks, watchmen and other ancillary staff. All these
category of people in the district contribute immensel'y to achieve the goals of the
district in one Wa;r or the other. That is why it is necessary to organise
development programmes for them.

One of the ezi}rlieét views on the importance qf the teacher is reported to
have been expressed by the famous historian-philosopher, Henry Adams.
According to Ryans .(1960), Henry Adams asserted that the goodness of an

educational programme is determined to a large extent by the teaching. As a result

of this, the identification of qualified and able teaching personnel constitutes one

15
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of the most importanée of all educational concerns. If competent teachers can be
obtained, the likelihood of attaining desirable educational outcome is substantial,

emphasizes Henry Adams. |

Lee Hanson {1965) notes that teachers represent a key input of a highly
skilled labour resou;'ce which, combined with the educational plant and its allied
services, produces educated or at least schooled individuals. Teachers therefore
represent a stock of }\;ighly valued human capital whose input into the educational
process is most significant. Hansen emphasizes that the quantity and quality of the
educational output V\Irill be greater or smaller depending on the quality and
quantify of the teacher supply or the stock of available teaching capital.

Lee Hansen’s views on the importance of the teacher were corroborated
by later writers. AJ:m Davies' (1969) for example, writing on “The Need for
Quality Teacher” also contends that an educational programme of excellence
inherent in the plan depend largely on the quality of the teacher. She sees the
teacher as the instmp;ent for ‘educational excellence, responsible fqr translating
the educational design into actuality. For this reason, it is the teacher who enables
the child to build his/her potentiais. Byrne (1974) also explains that this unique
role of the teacher in the educational process may be the reason for which most
executives will retrench in any other sector than in the establishment‘ of full-time
teaching staff whts:q1 such executives are faced with the problem of choosing
priorities in allocating limited budget.

Windham (1988) however, modified the views of these earlier writers by

insisting that the qua‘lity of an educational institution may be judged in terms of

16
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the quantity and quality of its inputs in!céluding the teachers, the facilities,
equipment, educational materials and administrative capacity, and not in terms of
the teachers alone a{s eérlier ';vriters postulated. Windham (1988) theq cautions
that in usiﬁg indic'(‘ltors to evaluate a school, utilization measures will always be
superior to availability measures as measures of educational effect.

The fact that teaching involves a number of complex activities is attested
to by a number c;f writers. Fielden et al (1973) for example, points out that the
role of teaching eméraces_ a wide rang.e of reléted functions which can usefully be ..,
distinguished since each of ‘them requires particular skills and independent
commitment to time and effort. These inter-related functions include lecturing,
tutoring, sgminar Ieeidership, curriculum design and development, personal and
educational counseiling of students and pupils, marking, assessing and examining,
coupled with administrative tasks. These different teaching functions, Fielden et
al point out are not coarse discreet activities; they can and do overlap and
complement each ather. For- that reason, they postulate that inf_ormation on
teaching and leafnir;ig should i~nclude adminis?rative support units. On the actual

teaching activities it is suggested that information should be obtained on the

teaching load of each member of staff in contact hours over the year or academic

}
\

year, the size of the class taught and the work load over the year.
In addition, Fielden and his associates note the information on teaching
activities if an educational institution should include the class taught or subject

taught and the number of periods each member of staff teaches. On support units,

they posit that there' should be information on the number of qualified ancillary

1
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staff, the ‘duality and of the services provided to ‘_Ja‘chieve the goals of the

institution. Other- support units that need to be included in any comprehensive

study on teaching a;‘1d leaminé in any of .the. schools or institutions inqlude the
> 5 ,

quantity and quality of teaching as well as other resources available.

Since teaching programmes consists of a wide range of different
component activities, Liba (1960) contends that one important means of
measuring the performance of staff is through the teaching load. The teaching
load, in his vie\;v"Sh(I)uld- generally be understood to include all the time and
energy‘ a téécher must expend in fulfilling duties and responsibilities resulting to
the task of teaching. Liba’s definition seems to embrace all the teaching functions
enumerated by Field}en and his‘associates(l973).

Cresswell (1990) provides enough evidence to prove that work-load issues
have for sometimes been the source of bargaining between teachers’ union and
their employees in the United States. Issues that have often been the bone of
contention include ‘cla\;s size, contact hours and definition of duties. According to
Cresswell(1990), these negotiations have often, resulted in changes in one or the
area of teachers’ work-load, Citing studies undertaken by Perry in 1979 and
Mitchell and his associates in _1981, Cresswell (1990) concludes that most of the
changes that have taken place in the limitation of duties and responsibilities of
teachers, with the result that co-curricular and supervision duties are now
excluded from the teaching duties. The teaching function embraces a number of

activities, all of which can be measured by the teacher’s workload. Teachers on
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their part should be able to bring about good.gpcgom@ncc and also raise the

standard of educatiorl.
Purpose of Staff Development
The basis of a system:

Since people are the most valuable of the resources available to
organisations and for that matter the school; they nced to be cmployed as
effectively as possibie. The treatment of people at work emphasizes how crucially
important it is that employers should understand the psychological needs of their
employees and should treat them humanely and sensitively.

Although w01{k organisations has as its first priority the achievement of it
operationai objecti{'es, Tyson and York (1996) emphasize that at the same time
opportunities must be created for the use of development of knowledge and skills
of the employees to the advantage of both the employer and the employee. Tyson
and York (1995) lidentify two objectives inl which the objectives of an
organisation could be achieved.

1. By planning work experience so that knowledge, skills and attitudes needed

for effective performance of work may be developed through a variety of

]
\

situations.
2. By training wl'lereby learning situations are structured so that job-related
skills, knowlgdge and attitudes are developed.
The humap resource development and management department or unit has

the main responsibility for the day-to-day effective operations in the system

.
Al
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(Tyson and York,1996). The training of the staff gnd&errfp(l‘byees also have

_important roles to play.

If there are" wide di\l'ergent. practic.es between various units of the
organisation or the service, a system for the employment and development of an
organisation’s human resource cannot be effective or fair. The control of the

]
systems’ central ac‘iministration is therefore important to function.  The
organisation of personnel development of various organisations vary from
organisation to organisation because of the work and functions performed by each
of them but they must provide the supervision and this have been put into two
broad areas identified by Cole {1995) these are

1. The speciali;t functions that fall within the province of human resource
are planning, job. analysis, recruitment and selection, induction,
performance ’appraisal, career development, promotion, discipline and

\

efficiency, health and safety, welfare, and many others.

2. The employn‘;ent and career development of all individual employees in
‘the organisation. Every employee will then be allocated to a particular
manager to whom he or she may refer and be responsible for supervision.
In the GES however the Assistant Director in charge of human resource

t

will be responsible for this position.
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Personnel Departiient . -

1- 2 3 4 5 6
Manpower Recrﬁitment Performance | Discipline | Industrial Job
Planning, | and and potential | and relations, evaluation,
Job selection appraisal, efficiency | employment | pay and
analysis career law, health | conditions,

! ‘development, and safety retirement
i promotibn and welfare | and
redundancy

Figure 1: Organisa‘;ion of the Personnel Department
Source: (Human resource management (Tyson and York, 1996)

Afful (2000) éupports this by saying that human resource ensures that
organiéatidhs employ the right people with the right skills and motivation. This
requires a range of skills and knowledge of people to work, apd that is why there
is a training and staff developn;ent programmes. The interest here is on
(a) Recruitment and selection
(b)  Appointment
(c) Appraising !

(d)  Training

(¢)  Development

) | Refention

Job Related Tasks
Rec‘ruitment and Selection

Before an organisation can fill a vacancy, it must find people who are
qualified and also want a job. Recruitment therefore refers to activities that

' ) 21
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influence the numiber and types of applicants whe gpgl;y}ﬂai' a job and accepts jobs

that are offered (Ivanc:évich, 1998). A detailed job description and job

specification is published. This helps them to know how an applicant is fit for the

job. The recruiting process begins with an attempt to find employees with the

abilities and attitudes desired by the organization and to match them with the

tasks to be performed.

Ivancevich continue to explain selection, as the process by which an

organisation chooses from a list of applicants, the person or persons who best

meet the selection criteria for the position available, considering current

environmental conditions. The selection programmes identify the applicants who
have the chance of meeting or exceeding the requirements into the Training
College.

Where thére i!s the neeél for untrained teachers, or “pupil teachers” as it is
popularly éalled, the Human Resource Management and Development Unit of the
District Education Qfﬂce is responsible for the recruiting and _selecting of
employees who fit into the teaching service through interviews. The human
resource practice umlt of the GES is responsible for the recruiting and selecting of
employees who fit into any teaching ‘service.- The regional office posts teachers
who complete training college or newly trained teachers to the district. The
Assistant Director, Human Resource Management and Development and his staff

}
. i
do the posting of these teachers to areas where there are vacancies.
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Afful (2000) emphasises that.the HR manager ;};u:.s't cope with the standard

of the nations while ehsufi;lg that the selection procedures conform and contribute

to the organisations goal.
Appraising

Oduro (1998) explains that appraisal is used interchangeably with the

1

words “assessment, supervision and evaluation” to mean the process by which the

value or quality of personal performance is estimated. Teachers in the classroom

constantly assess how pupils are doing, what they have learned and where their

difficulties lie to find remedies to them. Assessment therefore mgkes judgement
bases on valid and -appropriate' evidence for the purpose of well informed
decisions. Cameron-Jones (1991) on his part, asserts that “the appraisal of
teaching performance is the evaluation of its quality”. Bollington et al (1991) as
“cited by Oduro (1?98) on ti_leir part define appraisal as “a continuous and
systematic process intended to help individual teachers with their professional
development and career planning, and to help ensure that the in—seryice training
and development of teachers matches the complementary need of individual
teachers and the- school (p.7)”. “Appraisal is seen as a move towards
professionalism for teachers and this promote autonomy, independent thinking
and as;sumi)tion of responsibility by individual teachers” (Fullan & Hargreaves
1992).

1 _
Training and Development

If schools today are to do the job required of them at this computer age

with the attendant technological development, the schools through those involved

!
\
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in running them must play a large role in the greas ofsataff development. The
development of human resources is the key to the success of the education
enterprise.  Ogundele (2001) emphasized that educators should know that
meaningful change thkes place in individual human beings who are involved in
the manaéement of the educational system; hence staff development efforts
should be devoted to the goal of assisting each individual in his/her own growth
process. Individuals in the enterprise of education is perceived as unique human
beings who havé: cliifferent strengths and weaknesses. These strengths and
weaknesses are to bé built upon and trénsforméd respectively to achieve success.

According to Casio (1992), traditionally, new employees were ‘trained’,
while those in the system were ‘developed’. This distinction, that is focussing on
learning of skills m\'md interpe—:rsonal and decision-making skills have become
confusing in pract‘ice. Training consists of planned programmes designed to
improve performance at the individual, group, and / or organisational levels Casio
(1992). When performance improves, it implies that there has been changes in
knowledge and skills, attitudes-and / or social behaviour.

Cascio (199;2) observed that tloo muc.h emphasis is often placed on the
techniques and methods of training to be used and not enough on first defining
what the employee sr;hould legm in relation to desired job behaviours. There is
therefore the need fo‘r_staff development which is sometimes seen solely in terms
of the provision of in-service training (INSET). But Bayne — Jardine (1986) has

argued that INSET is not a synbnym for staff-development. Staff development is

regarded as the overarching concept and INSET is the main-way in which
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development can be ehcouraged (Ogundele 20013 §.',aff development is a process

which includes all developmental functions, directed at maintaining, updating and
enhancing professional competence. Currently, updating is continual, lifelong
process that addressg’:s such goz'als and objectives as the acquisition of new and up-
to-date information, skill development and techniques to elevate one’s self
esteem. This would therefore include the formal and informal experiences
acquired by the indi\"idual throughout his/her career from the start of training to
retirement.

This means tl.1at improvihg quality of teaching and learning in schools
requirés thé support of all. Personnel in management and the classroom therefore
need the support of all agents of education to reach the highest achievement levels
of education. It ,'is upon ;}ﬁs background that most donor agencies, the
communities and all are supporting district education staff and teachers to realise
this goal. “The teacher is the pivot in the classroom instructional activity” (Fullan
& Hargreaves, 1996)! '

Antwi (1992) l_las a similar view by saying that the solution to the problem
of qual_ity m Ghanatan education- lies in the training and re-training of qualified
and dedicated teachers. Human Resource Management and Development writers
also share this view andl S0 Jcall for the need to give adequate training and
appropriate managel;lcnt and logistic support for teachers to perform well. The

professional development activity that teachers engage in or that are given to

enhance their knowledge and skills is known as In-Service Training. Rebore

(1980), Farrant (198(5) and Hc;yle (1982) support this assertion when this remark
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was made” the best way of improviné the quality of ‘\.:ducation in schodls is
through INSET”. Today most donor agencies like Quality Improvements In
Primary Schools (QUIPS), Department for International Development (DFID),
German Technical Co-operation (GTZ), World Vision International, just to -
mention a few are all supporting the organisation of INSET to develop teacher

management.
. Designing Staff Development Programme
Change is a constant occurrence in society. Change occurs in the individual,
the organization and the nation. Change may be seen in technological
advancement made in communication, political, economic as well as social life.
Education must theréfofe arm ‘;1ts products with the relevant knowledge, skills and
attitudes Qith which to face the challenges that these changes may bring. (Rebore,
2001) . |
In order for the school to do this and cope with new trends, its staff must
undergo changes.ashvyell. This is done through staff development programmes.
These programmes focus on p'ersonall growthA and development of the individual
through both formal and informal learning. Staff development aims at improving
employee’s “...knowledge, competencies, skills and appropriate behaviours for
current jobs...” (Ginéy, Englaﬁd & Culley 2002 p.27).
In planning- staff development programmes, the following phases must be '
considered.
(a) The Shchool District goals and objectives.

(b) Commitment to staff development.

.
1
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(c) Needs assessment. . S =

@ Programme design: a consideration of resources.
© Implementation and delivery plan / content.
$) Progranime evaluation.

A.  School District Goals and Objectives

Rebore (2001) submits that the mandate of the school is to educate
children, adolescentsi and young adults in order to help them meet challenges in
the future. Howevei', in an attempt to do this, a school district needs well qualified
administrators, teachers and support personnel”. Any staff development
programme must reflect the goals and objectives of the school district, which are
derived from national goals and objectives.

In Ghané, tile school ciistrict could bei seen as the District Directorate of
the G E S. Therefore, when national goals and objectives are formulated into
policies of the M1m§ﬁy of Education (MOE), they form the framework within
which the GES Opei'aitg:s deriving its goals and objectives from these policies.

These are further broken down to the components of the GES district
level. Staff development programmes are designed bearing in Iiiind the steps to be
taken to attain these national goals. Until the year 2000, for instance, teachers in
GES who want to update themselves by going for further stuilies (on study leave
with pay), could ap'ply to the university of their choice and for the course they
wish to pursue. However, the need to prioritise certain areas of learning for
teachers was recogni‘;ed and the GES came out with a new policy on study leave

with pay. -Courses have been categorized, a higher percentage of applicants are
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granted leave. For others, the percentagé is low..Bcience yubjects for example fall

within a greater percentage category and are in line with the Ministry’s attempt t0

improve science education and harness it for national development. (Education
Policy Objective)
B. Coxrnmitment to Staff Development

For staff development programmes 0 be effective, Rebore (2001) asserts

]
that the administrator must demonstrate a strong commitment to them. This must

be done through
i Needs assessment
ii.  Budgefary allocation
ii. " Time allocation
'_1v. . Choice of facilitators / instructors
V. Choice of methods.

A successful staff development programme is one that is welll planned for.
|

In assessing the needs, the administrator would have to determine the needs of the
organization, and the staffing needs. That is, who needs the training and what they
need to learn. Knowing this, and the duration of the programme, the materials and
the facilitators to use‘: budgetafy allocation and time is made for the training,
C. Need§ Assessinent

‘The central role as a school head, he has to be clean in mind and about
factors that are most likely to bring success in the administration. One key factor

is to assess the vari?us needs and requirements that will help develop the staff,

school, students as well as the community in which the school is situated. As
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such, the primary purpose of a staff development programme is to increase the

re el
ior

knowledge and skills of the employees thereby increase the potential of the school
|
district to attain its goals and objcctivés.

Needs assessment is a process of assessing employee needs and
determining the discrepancy between the existing and the needed competencies of
the staff. This analysi,s must be‘ concerned not only with the abilities of individuals
currently olccupyin‘g position but also with the abilities individuals need to qualify
for promotion to positions of more responsibility. Four sources of information
have been identified when assessing the needs of teachers. These are the teacher
needs assessment. survey, community survey, certification information coupled
with the human resources master plan énd reséarch and curricular studies (Rebore,
2001).

The Teacher Needs Assessment Survey
, ‘.

Thg school l\lead must fully appreciate that the educational goals and
mission of the school cén only be accomplished by working with and through
others, especially the staff, Thus, the staff's needs, both as individl;als and as a
group must be understood. Some of the needs may include:

1. Aclear job description

2. Provision ofiprofessional developmenf and growth for all staff, including
teachers, heads and the district office staff.

3. Adequate sup}ervision of their teaching,.

\

4. Adequate support of materials and infrastructure
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Community Survey) e o .

According to ]Rebore (2001), there is the need for the head of the school to
survey the community in which the school is situated. Parents and community
members have the ‘right’ to demand. That is, the school, staff and pupils alike
must Ee made aware that they are accountable for the content and the process of
the curriculum, and: for the sfandards and aqhievements of fhe pupils. This is
usually administere.‘d through the Parent Teacher Associations, where parents
concern may be revealed through grading, grouping, discipline and drugs used by

students. |
3

Certification Information Coupled with the Human Resources Master Plan
In every orgarﬁzation, there is the need to know the qualified persons at

post and the number of such persons needed. There must be arplan that takes into

consideration these factors, in addition to training needs, budgetary and time

¥

allocations. .
d

Research and Curricular Studies

It is a crucial role of the staff in the delivery of the curriculum. For the
staff to perform th?ir “function effectively, professional guidance is needed.
Meaningfill support should be given to establish strategies to identify the needs of
each and everyone. |
Staff D.evelo.pment Gogls and Objectives Continuously Changing

Staff development refers to processes through which staff members are re-
trained, through in“lservice, é_eminar, workshop, induction, among others, to

acquaint the staff members with latest developmental issues of that field. For

example, with the introduction of the JSS / SSS system, teachers had to be re-

, . 30
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trained into the JSS / SSS bpl_icies and principles. The essence of staff

development is to enhance the quality of teacher performance in all the areas of
competence. That is knowledge, skills and attitudes.

Staff devélopment goals and objectives, as postulated by Rebore (1982),
will continuously change to meet the continually changing needs of individual
staff members and the school community and G.E.S. as a whole. Using the
example above with the inception of the JSS / SSS system, M.O.E. and G.E.S. to
create a new pro.grar‘,nm-e for fﬁe administrative, teaching and supervisors on the
difference ‘and rela.tionships bct\lveen the old system and this new one including
the changes that has been incorporated into the curricula.

These examples of changes that affect the operation of the school and

- G.E.S. are more broadly formulated into goals and objectives. For example, the

objectives specifyin;g the goals of the J SS/ SSS could be formulate& as follows:
1. To develop sense of appreciation for the need for change / reform in
education in Ghana
l-
2. To develop ‘strategies through which the content of the new curricula

could be delivered the next phase /level in creating a staff development

- programme-namely-designing the program.

D. Programme Design: A Consideration of Resources
. t i
This refers to the type of or form of training activity. It is not sufficient to
. ) N
invite a resource person to come and deliver a lecture. A thorough homework is

. hecessary here. It would entail assessing the needs of those who are to benefit

from the programme and matching the needs with available resources. This
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means that the needs of the staff and the- Tesourods available as against
organizatidnal goals would determine the kind of training programme design to be
selected. Heller (1999) identified seven types of training: technical, quality,
skills, professional, functional, activity and managerial.

Rebore (2001) indicates that there are several methods of delivery for staff
development programmes. He cites 19 programmes from United States National
Education Association’s Research Division.

These are:
1. Classes and 'Courses
2, Inétitutes .
3.  Conference
4, Workshop
5.  Staff meéting
6.  Committee Ewor‘k
7.  Professional {eading

8. Individual conferences

}
A

9.  Field trip

10.  Travel |

11. . Camping

12. Work experience
13.  Teacher exchanges
14. Research

15.  Professional writing
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16. Professiolnall Association work

17. Cultural Ex}neriences |

18.  Visits and Demonstrations and

19. Community Organizat__ion work (P. 177)

The methods\’or design of training can be chosen depending on the type of

training at stake. It.is important to note that, no one method may satisfy all needs
and people. The choice of programme design should therefore not be rigid. The
choice can be a mix. To sllustrate this The method or design of training can be
chosen depending on the type of training at stake. Let us take an illustration.A
school head asseése; the needs.of his staff and these are the findings; lack of good
interpersonal relations, need for recreation and need for team building for
teamwork. The foml’ of training here might appropriately be skills and activity
based. The school he‘ad can plan with the staff and visit an institute on a field trip.
At the institute, various working committees can be set, and at the committee
meetings, the members would hold workshops where they would share their work
experiences to enrich one another. One need to plan with his teachers what
resources may be nf'aeded to make each design or a combin;dtion of work. For
instance, there woul‘d be the need for a vehicle for a field trip, the need for snack
or pack lunch, the supply of handouts and a drawn up line of activities for
orderliness. Then th?choice of venue, date and time to match the programme
design.

Again there would be the need to look at the financial commitments

involved in providing all the material and human resources (by way of



!
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facilitation, transport, catering and so on). There.inay als be the need to fuel the
school vehicle or hire a vehicle. The facilitator would deserve an honorarium and

travel and transport (T & T) allowance.

Another consideration may be choice of facilitator or.facilitators. Rebore
(2001) mentions th\le following among availablg and knowledgeable resource
person, teachers, senior staff members, college and university professors,
professional consultants, journal authors, teacher organization representatives and
administrators. It rni'ght- not be appropriate to choose an Economics master to be
the resourée person at an English Teachers Skill Development clinic. Again, it

might be inappropriate (costwise) to invite a university professor to chair a staff

recreation programme at the SSS level (except there are special interests at stake).

! Levels of Programme Design

Rebore (2001) identifies two levels of programme design. These are
group and individualized programmes. |
1. Group Oriented Programme

Rebore (2001") indicate's that a pfogramme design which has proven to be
effective is the gro.up oriented one. The whole group first meets and identifies
areas of study. Participants are then made to work in teams and the findings are
shared. An illustration of the above can be seen at a school level. For instance,
citing the publication of the SSSCE 2003 results league table, the school head
meets the staff and I;)uts before them the probiern of a low position on the ladder.

The staff agrees there is the need for improvement. Together, they agree to plan

out strategies at the departmeptal level. After planning, they come together and

!
i
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share them. Tﬁey; identify their - strengths "E‘.'i‘ld_ wedknesses and plan for

improvement. They may agree o have a refresher course on teaching methods

and skills in new ways of lesson planning, students’ assessment among others.
Group oriente_d‘ designs can also be used for behaviour modification in the

instructional / learning environment, where a group of teachers analyse students

behaviour in specified environments and present their results and observations.

Individualized Programme

Individualize:ld program-me design affords the individual teacher maximum
opl-Jortunity to match his creative skills with his personal needs, goals and
objectives of the school. Harrington and Harrington (1995) have this to say, “we
cannot overemphasize the importance of creativity, training and development.
Surviving 'organizatiqns train their people to understand and conform to the .
procedures. Winning organizatioﬁs train their people to be creative causing the
procedures to be continuously challenged and upgraded” (p.257). According to
Rebore (2001), “teach=rs who engage in personalized activities usually improve
upon their teaching $:kills”(p.l77).

Individualized activities give the teacher the opportunity to contract in
writing self selected activities. For example, in drawing the plan of work for a
partiéular form, the t’eaéhers can come ;cogether and come out with one plan and
with the séme objectives. The approach to delivery can however be left with the

individual teacher to use his creativity to teach and attain the set goals.
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In summary, programme Ae'sign:need not'be rigid. Choice of programme
design for staff development will continue to change depending on the need, the
purpose and resources available.

|
E. The Implementation and Dclivei'y Plan

The goals and objectives of the GES, needs assessment and programme
design need to be carefully implemented in order to organize a successful staff
development prograérﬂe othei'wise there would be a failure, Unless attention is
paid to préviding e}nployees or teachers with appropriate incentives to participate
or satisfactory time arrangements are made or ordinary organizational problems
are properly handled.

A good délivﬁery plan must indicate what should be implemented; when,
how and why it should be 'implerﬁented in order to bring about effective
implementation of staff development. According to Rebore (2002), “ although

direct payments in ther_form of salary increments is a proven incentive, study
indicates that, indirec":t, financial aid is more influential in promoting participation
in staff developmel.lt programmes”(p.178).

Time is a valuable commodity to all employees and thus, a key factor in
organizing and en_couraging employee participation in development programmes.
To enhance this, it must be well timed so that it does not affect workers. For
instance, a workshoi) organized after normal feaching will not enable teachers to
assimilate new ideas when they are fatigued. Rebore (;'2001) again states that “in
providence, Rhode I'sland, every school has thirty days of early dismissal each

\

year for staff development programming. A variation of this approach is to release
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students by subject area so that the teachers in a‘given discipline can meet for an
active day “. This practice of not leaving the students unattended to, has ever
i

taken place in Ghana. In the 1960s and early 1970s for instance, when teachers
went on course or metemity leave, “supply teachers” were provided to teach in
order not to leave the pupils idle.

A final consideration in administering staff development programmes is
providing the SUper\]’isory mechanism to handle the ordinary problems that occur
in all human interactions. Some specific problems that tend to hinder employee

participation in programmes include:

1. When participants are unclear as to what they hope to achieve.

2. °  When past programmes were a waste of time.

3. When the best individuals are not employed to conduct a given
programme.

4. Whien there is no orderly plan for a given programme.

5. When“ﬂ_le group.'involved with a specific programme is so large that
participation is hindered.

6. When there is no acceptance method of evaluation being used for
the prdgramme.

In 'conclusion., when administrators do their best to deal with such
problems effectively, employees more readily participate and will be more

satisfied with the development programme.




.

F. Programme Evaluation
This is the assessment. of whether the programme has had the intended

impact on the individual. Tyson and York (1996) identify two stages when

assessment or evaluation is carried out. These include:

1. On completion of training — to determine whether training objectives have
; )
been achieved.

2. After a lapse of time following the completion training to assess effects on
-work performance (p.151)

In evaluating in — service programme for may be class 1 teachers on the

- preparation of teaching aids for teaching of English language, the short — term

evaluation would be to ask the teachers to prepare aids for a specific topic. The
training objectives would have been assessed. After using the newly —acquired

skills in the classroom for a '_period of time, the teachers performance will be

]
A

assessed through observation of lessons and through pupils’ performance.

Methods that could be used for evaluation include questionnaire, open

forum and report writing.
1. Questionnaire — Participants are issued with questionnéire at the end of the
session, The:resource person(s) may also have theiré to fill. Thus, both
- trainers and; trainees Vmay be assessed in addition to assessing the

programme itself.
2. Open Forum’— This is mostly done during the closing session where

|

participants are encouraged to share their impressions frankly with the

others.
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3. Reports ~ Th? course / programme prefect gives & report at the end of the
course. In tl}i;, observations made during the programme, OCCUITCNCES and
impression of the leader are ail written in detailed report.

“The importance of evaluation cannot be over-emphasised. As mentioned
earlier, it helps the administrator determine to what extent development
programme goals hdve been achieved. This will help the restructuring of future
programmes. In adciition to that, mistakes that might have been made in design
and implementation of the programme are corrected. Evaluation will also
determine if the d?velopment programme actually reflected the goals and
objectives of the school or district. Finally, it helps show up other areas of need
that had not been inclﬁded in the programme.

1 would however like to raise a caution here. For evaluation to be truly
effective, an atmosphere of trust, devoid of fear of victimisatilon and intimidation
must exist to enablé people v;)ice what their true impressions. If that is not the
case, participants may only say what they think the administrator wants to hear. I
would also like to add that results of evaluations must be acted upon otherwise the
whole process will be an exercise in futility — a waste of time and resources.

Finally, I would add that, “Life, unexamined is not worth living.” The
Strengths, Weaknesses, Opportunities and Threats (SWOT) analysis can be used
asa ch;eck mark for every teacher who desires to improve upon his / her lot.

Methods Appropriate for Staff Development

t
Any staff development programme is for the improvement of teaching and

learning, methods to be selected should therefore be geared towards enhancing
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education. Murray and Holmes (1997) ':provide 4.useful puide on the appropriate
methods of approach to staff development. They claim that the roles of teachers,
defined in a number of ways will- be a great determinant. These roles are
professional, pastoral or career line with a variety of roles at any stage, oI as an
individualistic subje{:t -speciaiist (Kennedy 2002). Murray and Holmes 1997)
identify thé folIowiﬁgforms of staff development.
a) Developing technical skills like voice project and audiovisual use
b) Developiﬁg professional  skills such as teaching research and
administra;;iox}
c) Developing ;skilis related ;co teaéhing, for example, curriculum
development and
d) subject specialistlupgrading.
qundele (2(‘301) also opined that numerous programimes that have
emerged in the derr;and for staff development could be grouped as.follows:
a) Programmes that aim at correcting certain deficiencies which were known
at the time of appointment
b) Programmes ,which enable the teaching staff to face the challenges
resulting fron;1 innovatioh in the school -curriculum examplesss introduction
of new courses.
c) Programmes v)vhi_ch enable staff to acquire higher qualifications for greater
resp_onsibilitie‘s and status with the school system.
d) Programmes that make professional of non-professional teachers. s

‘In reviewing some of these programmes a cursory look at some specific
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(ii)
(i)

(iv)

(v)

(vi)

)
\

objectives of staff development in the entire: education enterprise is
necessary. Some of these objectives identified by Cassetter (1979) as
quoted by Ogundele (2001} include:
Developing skills in individual classroom instructiqns
Acquiriné a mastersf of the subject matter
Providing instructional leadership and to maintain control of the
classroom
Helping the school system to develop meaningful educational
‘objectives
Participating in the solution of problems which are of common
concern for the staff
Recoghnizing the weakness in thé education programme and
participat:ing with o.thers in studying for effective improvement.

The school focuses approach appears to have a potential for the

development of schools and for teacher involvement in staff development

programmes. This is targeted on the needs of the staff within the school. The staff

members are requested to identify their needs, they are then collated and analysed

and with the help of resource persons and support agencies, these needs would be

met through In-Service Training (INSET). The programmes could involve

classroom consulfancy, work with experts, talks to staff at the school by visitors,

formation of teacher cooperative work groups supported by people from the

community, demonstration lessons and so on. (Ogundele, 2001).
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Again, there‘should be progrmﬁines which will enable the staff to face the
challenges resulting from inno;\ration i1_1 the school curriculum. There should be an
update of the knowledge of staff in their subject areas. Teachers should be
encouraged to acqliire higher qualifications so that they can take greater
responsibilities and. status within the school system.

It would therefore be suggested that there should be a commission for

Teacher Preparation, The commission will primarily be responsible for the

~approval of teacher, preparation programmes and the awarding of appropriate

certificate to teachers and other specialists. Furthermore, there is the need for
restructuring in the entire educational system. Policies aimed at promoting school

based management, parental involvement in decision making, new conceptions of

}
\

quality teaching and leamihg, accountability etc. are to be made. Dimmock

(1999) posits that principals are positioned strategically both as the head of the
school organizations which are assuming more responsibility; and at the linkage
points between their ¢zhools, the community and the system with which they are
expected to interface.

Many heads;of schools are not prepared or encouraged to be educational
leaders. They are also not trained to be school administrators so their academic
training does not alwlays match responsibilities of job. Again their roles and tasks
are seldom clearly defined. Staff development programme should be put in place
for heads on instructional skills, management skills, human relations, leadership

skills and self understanding. To pursue these; schools in the district which have

already been divided into circuits could meet periodically to exchange ideas and

t

1
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sometimes invite guest lecturers to speak on ménagement skills. The Association
of Heads of Basi¢ Schools when they meet should not only di'scuss conditions of
service but also things that will help iﬁaprove teaching and learning to improve the
academic standard of the district. |

| The Necd for Staff Development

The need for staff development cannot be overemphasized. An employee

potential can be realised by giving him the chance to develop him or herself. In
!
any set up, the human resources are the most dynamic of all the resources which
need to be natured to get the maximum benefit. Casio (1991) argues that no
matter how accurate the decision in the selection and placement, the changes in
the technological, economic, legal, social or political environments, inside and
outside the organiz:a'ition oftef; create the need to improve the person, job or
i
organization further. He further argues that this may require the acquisition of
information, skills, attitudes or patterns of social behaviour through training and
development. }

This assertion is more relevant in the school situation where as a result of _
the new education reform and the Free Compulsory Universal Basic Education
(FCUBE) ﬁrogramme, there have been a lot of changes in teaching and learning.
In looking at the need for staff development and for that matter human resource

| development in the t_"eaching se|rvice, West (1989) mentioned a number of reasons.

Firstly, staff development may be needed by individual staff who are becoming

ineffective. He further revealed from citing authors like Cameron and Mclaughin

H
)
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that, some research indica;ed that te-ach‘wing became ineffective after five to seven
years.

Secondly, be¢ause of the eduéation reform, the FCUBE programme and
the introduction of 'ce;tain subjects which may be unfamiliar and new, it becomes
imperative for staff to upgrade their knowledge and skills in such areas.Thirdly,
new gévernment policies usually required staff to familiarize themselves with the
new directions, new programmes and new issues. One could not agree with
West(1989) the mor!e when he suggests that technical colleges are sensitive to
changes, this is relevant in the school situation. For these reasons, one could
conveniently argue that staff development should be a priority for any educational
institution which "wahnts to remain lively and adaptable" (West ,1989).

Rebore (2001) on his part says staff development programmes create
many avenues for teachers to update their skills and give knowledge in a subject
area. The knowledge explosion has created the need to re-interpret and re-
structure former Iﬁref:ious knowledge. It also helps to keep abreast with societal
demands. With thé advent of technélogical'and scientific advancement in our
society today, the teacher has to understand and interpret the new demands
society is placing on all its institutions and on the school in particular. In order to
fit properly in to socalets(’s cha:nging demands, the teacher has to continuously be
trained anci develop‘ed.,

Again the teacher needs to become current on matters of curricular and
pedagogy (teaching methods). Most at times teachers are so handicapped by time

that they find it difficult to access research findings on the instructional process

v
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and new methods of teaclhing. Staff .development prqurzimmes like workshops,
seminars, confereqces;a1ﬁong others will solve this problem.

Furthermore they will become.abreast with the use of current instructional
material equipment,; such as cables, video, televisions and computers. As stated
earlier, staff development is an area of great importance in all sectors of
education, many init'iatives that have been taken by the district concentrate on
teachers who are z}lr‘eady trained to the neglect of "pupils" teachers. Yet, it is
strongly believed that any development aimed at raising the morale and standard
of this group could clearly benefit the schools and the district in general since the
district will for a long time, if not ever, depend on the services of this group of
teachers. ' |

However, th;are is the likelihood that their training needs may not be the
same as professional teachers. What makes their training most pressing is that,
even though some o‘f them may be professionals in primary field of study like
Polytechnic students, they lack the needed skills for imparting knowledge to
students. Furthermofe, they are just appointed without going through any
orientation programme. What do the communities expect from them if they do not
know anything about the organization within which they work_. Hopkins (1989) as
cited by Kennedy (2_002) expre;sses ana press home the need for staff development
for non-professional teachers when he observed that “... the many pupil teachers
should have opportunities to take suitable part-time courses in education and

training". '

45



Induction training is very -important. This is emphasized by McDonald

cited in Asheraft (1995) with the suggestion that q}liﬂiti/ induction of new staff

could be the beginning and a central part of staff development. This, to him welds

the te'aqhin_g and support staff into a fe:slm. The contents of induction as proposed
by Ashcraft (1995) makes his assertion acceptable. These are
a. The names and duties of staff
|
b. The manageinent structure within the institution and departments
c. Routes for dealing with problems, progress and welfare

d. Policies of staff development, probationary period and appraisal,

, .,
appointments' and promotions.

Of course, ifthese were extended to the teaching staff, and specifically the

'pupil’ teachers or non-professionals, it would go a long way to enhance the
teaching profession.

The availa;blt? literature agrees to the need for training and development,
the main purpose being faised of combetence and therefore performance standard.
To Art et al (1996) z;s cited by Kennedy (2002)‘ effective training programmes
help the organisation achieve its overall objectives and at the same time helps
trainees to satisfy théir own personal goals. Its purpose is to develop the abilities
of the individual a;nd to satisfy the current and future manpower needs of the
organisation. Also Dessler (1984) argues that “it helps to socialise nianagement
by developing in them the right values and attitudes for working in the
firm"(p.87). In education, it will mean the department, school and the entire

.
1

district.
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The organization stands to benefit immensely from training. According to
b Ca ,‘ g .

Art et al (1996), as cited by Kenﬂedy (2002, p29) "sE%ff development increases
productivity and ‘cf"ﬁciency, reduces cost, reduées; supervisory problems and
grievances, reduces accidents, improve quality and improves motivation and
morale among empl?yees". In fact, an organisation which is committed to the
training and staff development of its employees encourage the culture of learning.

For the staff it.could be a sign that the individual is valued. It enhances job
security, motivates, enhances one's skills and the ability to take responsibility and
finally creating the opportunity to mix freely with other people, thereby
developing network§l and contalcts. The million dollar question that could be asked
is whether these are applicable in the classroom situation, if not more, because of
imparting knowledge to other pupils and students who will also go out in future to
apply whatever is acquired. There is the need to have teachers who can impart the
knowledge and skills with commitment and in a way that will help greatly to
achieve the aims and objectives of education in the district.

Problems of Staff Development

Staff development involves change - change from the old to a new outlook
to situations. It will ;Ideﬁnitely involve the use of material and financial resources
as well as time. What is more important is the commitment on both sides - the
trainer and the trainee. Art et al (1996) observed for instance that training is not
provided for its entéﬁainment value, What to them is crucial is whether the

training in effect dould translate "to improve behaviour and job performance”.

This supports the idea of expected change. Again, there is the need for trainees to
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be tested before -and‘) aﬁ‘ef t’vi'aiﬂning.}o ensure that the eﬁpééted change has taken
place. Thié change‘goﬁid. bé effeqt‘ive if the:u‘re is ;OI:I'{II}ngIIt and willingness of

trainees to take part in the traihing for “successful, lasting change. Successful

lasting change takes place when peopfé in the workplace take responsibility for it"

(West 1989, p.12). The implication is that staff developmerit needs have to be

identified and accepted by the rank and file of the staff.

West (1989) identifies some principles for any sound development.
Among others he contended that the human resource development must be
supported by the orgéanisation;s leader(s) if it is to operate successfully. Leaders
must put resources‘behind staff development to demonstrate their conviction that
programmes are important. Also human resource development needs should be
rooted in an organisational culture which supports the idea that staff development
is desirable and beneficial. In addition, the programme should be based on
assessment of need and carefulievalua‘;ion. |

In looking criticaily at West's proposal, it could be conveniently assumed

that if authorities are not prepared to support training with both material and

i
y

financial resources, and the organisational structure does not encourage
development, their aspirations would not be realised. If teachers could face such a
problem then the pupil teachers could be exacerbated because in the real sense of
the word, they do not come into the priority list when it comes to sele-c-ting people
to undergo in-service fraining.’ Secondly, if financial resourcés are scarce, then

the pupil teachers would be the second to be considered.
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Another area of concern which:is seen as ‘a.poussible problem for human
$t . R w5 '
E R

resource develophle’;ntyi)f pupil' teachers and is also;§hgged by Hopkins (1989) is
that because of their limited iﬁvolvemént with the activities of the institution,
their commitment an’d interest may bg less since they are not permanent members
of staff. Thus their \desire for training may to a great extent be voluntary and
welcomed. The issue ‘tlherefore would be the ability to whip up their interest and

get their desire to participate in staff development after identifying their needs

which might be different from professional teachers. One could also ask the

"question whether the human resource development could benefit staff whether

\
they are in the classroom or at the district office.

Summary of the Review

In this chaptc?r, a review of both conceptual and empirical literature was
presented. . The review covers the overview of human resource and staff
development, purposé of staff development, job related tasks of human resource,
designing déveloprnent brogrammes, the need of staff development, problems of
staff development and-the appropriate methods of staff development. |

Scholars anc_i' academiz;’s like. Nichol (1995), Skitt and Jenings (1989),
Eiles (1989) have pointed out that the success of any educational system depends
upon the quality of both teaching and non-teaching personnel engaged in the
educational system and how effectively they discharge their resbonsibilities
(Ogundele; 2001). . |

Staff developﬁent programmes offer the teacher the opportunity to

upgrade higher skills and knowledge, keep abreast with societal demands, get
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exposed to new methods of teaching and learning Igmteriﬂls- Its success is
dependent upon the design and imblementation. It is therefore imperative that the
administrator himself/ herself undergoes a development programme to be
committed to staff development progrﬁinmes.

Every staff ;rlnember o.f the Ghana Education Service, from the newly
qualified teacher to the most senior member of staff must be supported for self
development. Presently, there are some ongoing human resource development
programme in place in our basic schools due to the intervention by development
partners like Department For International Development (DFID), Quality
Improvement in Primary Schools (QUIPS) and others.

vNot many schools and teachers organize formal staff development
activities and as Such in-service activities in the Secondary Schools, if any, are
generally in the forng' of workshops organised on adhoc-basis. However, a number
of ways could be planned to develop staff for effective school management. To
conclude, it will be very much helpful to provide adequate staff development

policies and progranimes for teachers, administrators and all stakeholders in the

educational system,
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CHAPTER THREE

METHODOLOGY

]

This chaptér ‘presents the research design, population, sample, and
sampling procedure, research instruments, data collection procedures and pilot
testing.

1 . Research Design

This is a descriptive survey design. It is descriptive because the study
intends to investigate the steﬁe of human resource/ staff development in the
Suhum Kraboa District. This method deals with questions concerning what exist
with respect to Variaﬁ)les or cor;ditions in a situation (Karweit, 1982).

Santosh (1993j cited Best (1981) that the descriptive research method makes
the researcher to obtain the opinion of the representative sample of the target
population so that he or she can infer the perception of the entire population.

| . Population |

The target pé)pulation cbmpn'séd three. groups of people, namely teachers,
heads and staff of the District Education Office at Suhum. Three circuits out of 10
were used as accessible population. There were 75 schools in the three circuits

, _

with 398 teachers vs;hile the heads were 67, the District Education Office staff

were 38 in number.
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Sahipling and Sampling Teclquucs
4 T B

‘One hundred and ninety-six teachers we;e selected from the total number
of 398. According to Krejcie and Morgan ( 1976), in determining a size for
research activities t'h’é sample size reduired of a given population of 400 should be

|
196. All the 67 heads and the 38 DEO staff were used for the study.

The breakdown of the sample were as follows

Table 1 |

]

Composition of Sample

Category Total
Teachér 196
Heads ' 67
D E O Staff ,.' 3
Total 301

Simple random ‘sampling method was used to select 196 out of the 398
teachers. Three out .o‘f the 10 circuits were selected using the lot.tery method.
Names of the circuits were written on pieces of papers of which three were
picked. The three circuits were Suhum West, Akorabo and Nankese. They had 40
primary schools and 35 JSS. T}lree teachers were randomly selected from each of
the primary schoolsI using the lottery method to get 120 people, while two
teachers were also randomly selected from each of the JSS Schools to total 70.

For the process of random sampling in each case pieces of papers each

. V. ‘ . .
with one number on' it were placed in an empty container. The numbers were
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selected one at a time, with the container being ‘skaken® between each selection

until the required sample size of 196 was reached. This*sampling procedure was

employed so as to give all the teachers equal chances of selection.

In the case of heads of schools, all 67 of them were used for the sample by -

using the pprposive sampling procedure for the selection. The sample method that
is the purposive sampling procedure was also used to select the DEO Staff which
means all members were select_ed.

The number ;:of head masters/ head teachers were 67 while the DEO staffs
were 38. Purposive sampling was used to select the three category of population.
This is a non-random sample which is selected on the basic assumption that with
judgement, one can' handpick element of cases in a population and develop
samples which are Satisfactory in relation to one’s needs (Osei Agyemang, 2000).
In this case, the population were identified and defined, the sample size which
responds to the populatiqn were determined and handpicked.

- Instrument

The instrument used for éollecting data for this study was the

questionnaire which was designed by the researcher. This instrument was

designed after an intensive review of literature. The review helped in the

' )
identification of the most important variables in the study. In all there were three

sets of questionnaires; one for teachers, one for the heads and one for the District

Education Office Staff.
The questionnaire for each group of respondents consisted of both close

and open ended items. Close ended items make the processing of data easy. The
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researcher took p‘recautiSns as much as possible. 1o mijpimise the disadvantages

.

associated with close ended questions.

G )
mong these.were the making of answer

categories to include all the possible responses that might be expected and the

selection of more than one answer except where it was specified. This also gave

the respondents the chance to give any other answer of their choice apart from the

categories given. Th? items were also constructed in such a way that frequency
!

counts were easy, and would avoid blank and ambiguous answers as “yes’ and

‘no’. Where such answers were unavoidable, they were followed by contingency

questions to demand explanations. For the open ended questions, respondents

were given the option to come out freely to express themselves and also to bring a

“wide range of ideas. '

The questionnaire for teachers was in four parts with 31 items.

Section A : solicited information on personal data of the participants.
Sections B: as%ced questions on how teachers are given instructional

support.
Secﬁon Cand D: folcused on the need for staff development and methods
appropriate for staff development and the problems associated
- with it respectively.

The questionne;{ire for heal_d teachers/ headmasters and the District Education
Office Staff were in four parts. The first section comprised items on personal data.
The second section demanded response on methods appropriate for instructional
support and the pyrpose of staff development. In the third section, the

respondents were asked to answer questions on the need for staff development,
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how staff deveiojﬁ¥nent ﬁ'rc;gr;lmn‘es are designed-and finally the forth section had
items on the challgnge:; of staff develqﬁ%};nt. e
Pfé-Testing
The instrument ‘wés ;;re-test;ed to find out whether it was reliable and
valid. The i)re-testiﬁg was done at the Koforidua Municipality and 60 respondents

were involved. To this effect 20 teachers, 20 heads and 20 District Education

Office Staff of the Koforidua Municipality were picked up as the sample. Both the

procedures and the samples used were identical to those applied to the main study.
: |

Those selected weré chosen-rdndomly, that is through simple random sampling.
With this sampling procedure, all the teachers in two cluster schools were given
numbers. Pieces of paper each with one number on it were placed in an empty
container. The ﬁunibers wer;e selected one at a time with the container being
shaken between eac;h selection uﬁtil the required sample size was reached.

.The researcher personally administered that of the District Education

Office Staff. They were given one week to respond to the questionnaire. This was

.given because of their heavy and tight schedule. The questionnaire for the

teachers and heads Were left fbr the school héads to distribute and collect them.
They were also given one week to respond to the questionnaire. The result of the
pre-testing showed that the manner in which the questionnaire was administered
. . ,
was appropriated. I’E also showed the reliability of the instrument and more
importantly that the iteﬁs were clear and unambiguous.
“The face, content and construct validity of the instrument were ascertained

by the supervisor at the Institute of Educational Planning and Administration of
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the University.. To furtHEr:: esIablish the reliabi]_ity' of the subjects who were not
part of the oﬁgina}.sa;lple on -two%oqéé?ﬂms and their ;respoﬁses were correlated
using Pearson”C-orr'ézlatidn formula. -The reliébility co-efficient obtained for the
two instruments were'0.74‘ and 0.68 :for teachers and heads respectively. The co-
efficients actually ju}stiﬁed the acceptability of the instrument for administration
purposes. .
Data Collection Procedure
“The distribution and collection of the questionnaire was done personally.
The Institute for Educational Planning and Administration (IEPA) issued the
‘researcher with an introductory letter to help establish her identity and seek co-
operation of all réspz)ndents (Sée Appendix).
The duration of distribution and collection of questionnaire was about two
months - from the beginning of May to the end of June, 2005. The researcher had
\
to travel to all schools in the three circuits for the distribution and collection.
Respondents agreed to éomplete the questionnaire within two weeks. However,
the researcher had ’;o make several trips to the schools before completed
questionnaires were retrieved. Sometimes missing questionnaires had to be
replaced. Absence <'if respond‘gi:nts in their schools also became a problem. All
these made the pro‘cess very slow. Notwithstanding the problems encountered,
98% of the questionnaires distributed were eventually retrieved.
;o - Data Analysis

When the completed questionnaires were received they were first serially

numbered to facilitate easy identification. This precaution was taken to ensure
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quick detection‘ of any sc')‘ui:ce- of error whenlth‘_ey ogcurred in the tabulation of the
data. The questioqnairés were thend’edif'é&. This editing,was intended to identify
and eliminate I's*uch fer‘r’;)rs as incomplete and inaccurate responses and to ensure
uniforrﬁity 'of Iresponses. Tﬁ;e responsés to the various items were coded, tabulated
and analysed, since the study adopts a descriptive survey approach. Statistical

analysis consisted rflainly of the determination of frequencies, percentages and
1

graphs.
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RESULTS AND DISCUSSION
The study examined the human resource / staff development practices in
the Suhum Kraboa-Coaltar District. Respondents used for the study were District
Education Office Staff, Teachers and Heads in the District. The main instrument
used fbr the study was the questionnaire, Respondents who could not have the
time to answer the questionnaire were interviewed using the questionnaire as an

interview guide. |

The areas of analysis were

1. The purpose of staff development

2. The need forlstaff development

3. Designed of human resource/ staff development programmes.

4. The methods appropriate for staff development

5. The problems associated with human resource development

The data was analys?d through tabular representations of frequencies
showing perc:entagesl and graphs for the variables using the SPSS.
Biographical Data

Status

Teachers, Heads and DEO staff were the three category of people who

responded to the questionnaire. This is depicted in Table 2.



Table 2

Status of Respondcnts

Status Frequency Percentage
Teachers _' 190 64.84
Heads | 05 22.18
DEO Staff 38 12.96
Total ) 293 100

One hundred and ninety teachers, 65 heads and 38 District Education

Office staff representing 64.84%, 22.20% and 12.96% respectively were used for

the study. This shows that teachers formed the majority of respondents for the

study, followed by s,cI:hooI heads and the DEQ staff is the least.

The questionnaire sought to find out whether respondents were male or

female. The analysis is shown in Table 3

Table 3 !

Distribution of Respondents According to Gender

Teachers

DEQ Staff

Gender Frequency Percentage Frequency Percentage Frequency Percentage

Male 116 | 48 33 86.8
Female 74 17 5 13.2
Total 190 65 38 100
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From Table 3, it ébul(i i)e seen that 61.1 %u]‘ the teachers were male while
females were ,38'9%' _f\dale heads’ wcré‘;:iB.S% and 26:2% were female. Again
86.8% of the DEO ‘Staff Were.male‘WhiIe females were only 13.2%.This shows
that most of the teac‘khel;s ﬁsed for the study were men since males dominate the
teaching pfofessiori in the Suhum Kraboa Coaltar district. The number of male
Staff at the District Education Office also dominate that of the female staff. This
could be attributed to the fact that males are willing to take responsibility when it
comes to leadersﬁip Positions, as it was confirmed by Carter (1988)

Age S
Respondents were asked to indicate their age as at the last birthday. The

ages ranged between 26 and 56 years and above. This is depicted in Table 4.

}
\

Tabled4 -

Distribution of Respondents According to Age

Teachers Heads DEQ Staff
Age Frequency % Frequency %  Frequency %
%-3yews 75 P62 31 1 26
36 —45 years 39 20.5 3 4.6 10 26.3
46 — S5years 45 23.6 44 67.7 16 42.2
S6yearsandabove < 81 163 16 246 11 289

Total 190° 100 65 100 38 109

"A cursory look at Table 4 shows that majority 60.1% of the teachers fall
within the age group of 26 to 45 years which depicts that a large proportion of
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teachers in the distridt are r;iatively young. Agmn the Table shows that only
2.6% out of the DEOJ Staff. afe bétv_\'ré:é; the ages of 26 to 35 years while the
majority that i:;'97..4"% are a}?ove 36years. As it has already been indicated one has
to be a classroom teacher for some _tirne to gain enough ekpeﬁence, skill and
maturity to work at;the Distriét Education Office. Afful (2002) supports this by
saying that human resource ensures that organizations employ the right people
with the right skills a,nd knowledge.

Fu:thennorga,\as depicted in Table 3, out of the 65 head teachers and
headmasters only 7.7% fell within the ages of 26 to 45 years. The rests were
between 46 and above representing 92.3%. This shows that in this country one
has to teach for a considerable number of years before that person qualifies as a
head. Which also means that headship is not given as soon as. a person enters the
teaching profession.‘

Level Taught
A question was ‘fxskéd on the level teachers teach, be it at the Primary or

Junior Secondary School (J.S.S.) Figure 2 illustrates the responses.

Figure 2: Levels at which Teachers Taught
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Figure 2 indicate‘s that xﬁajority of re.Spo'n‘dqnts,_that is 63.1% teach in the
Primary school while 36.9% teach in the’ JSS This is so Jbecause in Ghana there
are more Prlmary Schools than JSS and Suhum Kraboa Coaltar is not exceptional.
Class Taught |

On the class th.ey teach, Heads and teachers alike were asked to provide
information. Table $ shows the analysis.

Table §

Distribution of Heads According to Classes Taught

Class Taught Frequency Percentage
None 20 30.8
1-3 L 26 40
4-6 o 10 15.4
7-9 9 13.8

Total 65 100

An examinat}oﬁ of Table 5 shows that majority of heads taught, that is
69.2%. This brings to light the fact that in addition to their administrative work,
some heads also had classes to teach, making the work too cumbersome. Only
30.8% of Heads are detached énd do not teach. Attached is the word being used
for hands {vho do not teach because if you use detached, it means the person is -

being isolated from the school.
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Table 6

Distribution of Teachers According t()u;"S‘,ubjcct Tauglt

Subject , Frequency Percentage
One subject : 37 | 19.48
Two subjects 27 14.22
Three subjects 6 1.15
, _
. General/ All subj ects\ 120 63.15
Total | - 190 100.00

As shown in Table 6, 70 respondents, representing 36.05% teach one up to
three subjects. The majority 9f the teachers, that is 120 representing 63.15%,
teach all subjects. Tl;is means those who teach all subjects are those who teach in
the primary schools, that is classes 1-6 while the others teach in the JSS. In
Suhum Kraboa Coaltar primary teachers teach all subjects while at JSS level, that
is classes 7-9, teacli'eré do squect teaching.

Table 7

Distribution of Heads According to Subjects Taught

Subject _ Frequency Percentage
None ' . 20 30.8
One subject ;l : 7 10.8
Two subjects 0 0.8
Three subjects I 1.15
General / All subjects 37 56.9
Total T 65 100.0
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A look at Table"7 iﬁdica_t_edath-é.t 30_.8%; beads .do not teach. However,

56.9% heads who __teach all subjects Wéié;ﬂlose who.tesch at the primary school

r

and at the same timé do administrative work. This makes it difficult to do efficient .

work since they have to take charge of a class.

Professional Qualification
Professioﬁal’qualiﬁcatipn is important as far as teaching is concerned. It
'
could be used to-determine a teacher’s position in the school. Respondents were
asked to indicate their highest professional qualification. Their responses are
indicated in Table 8.

Table 8 "

Distribution of ReSpondents According to Professional Qualification

Teachers Heads - DEO Staff
Qualification Frequency % Frequency % Frequency %
M.Ed 0 0 0 0 : 2 2
'BEd 34187 . 18, 277 24 632
Diploma L i i 11 289
Cert A. 3 year 80 42.1 2] 323 1 2.6
Post Sec.
Cert. A 2 years - - 2 3.1 - -
Post Sec. _
Cert. A 4 yr. 70 364 - 24 36.9 - -
Post Middle

Cert. In Education 3 14 - - - -
Cityand Guilds = 3 14 - - - -
Total 190 160 65 100 38 100

—
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It can be realised from Table 8 tha$ most DEO Staff (68.5%) are 1* and 2"
degree holders while 28.9% have the Diploma Certificate. Even though to qualify
to work at the DEO Office one has to be at least a first degree holder, there are a

few who are Diploma Certificate holders whose roles and position do not demand

;o g
7 that higher qualification. People also have to rise through the ranks to gain

experience and qualify them naturally for a position. Although the policy states |
that one has to be a first degree holder before working at the DEO, some staff

members with Diploma were already there before the policy and it is only when

they have gone on retirement or transferred that they could be replaced.

'

All heads in both the Primary and Junior Secondary Schools are qualified
professionals. One cannot head a public school without the requisite certificate.
Majority (69.2%) hdve the 3yr. Post Sec. or 4year Post Middle qualification
which is the muumum requirement. Again, almost all the teachers are qualifiedto -
teach. Only 1.4% of them are not professional teachers and have the City and
Guilds Certificate. Majority of the teachers with B.Ed and 3 years Post Sec.
Certificate are to.teach in the-JSS whiles those with Cert A 4years teach in the
primary schools. : |

Table 9, brings out the answer to the question to find out whether heads

teach and do administrative work or do administrative work alone (attached).
\
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Table 9

)
\

Heads who are Attached or Teach ,

Item D Frequency %
1 teach - 45 69.2
1 am detached 20 30.8

100

Total O " 65

Table .9, indicates that 69.2% of heads teach in addition to doing

administrative work yvhilst 30.8% are those who do only administrative work, that

is those who are attached. Those who teach and combine the teaching with -

adminilstrati_on have a dual role, which makes it difficult for them to organize staff

development programmes.

Research Question 1: The purpose of Staff Development

In answer research question one, the researcher sought to identify the

purpose of staff develépment from the organizers (Heads & DEO Staff) point of

sought on the areas.listed in Table 10.
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Table 10

Perception of DEO,lStaff on the Pur.[')dts‘“é of Staff Development

[

Item : Yes No.

| To equip individuals with knowledge 38(100%) 0(0%)
To perform tasks effectively - 32(84.2%) 6(15.8%)
To be abreast with time 34(89.4%) 4(10.6%)
To meet technologicai advancement  6(15.8%) 32(84.2%)
To meet aspirati_ons of the nation 26(68.4%) 12(31.5%)

A Ilook at Table 10 indicates that the DEQO Staff confirmed that the

purpose of staff development is to equip individuals with knowledge, to perform

§

tasks effectively and also to be abreast with time. Just few of the respondents

. (15.8%) accepted that the purpose of staff development is to meet technological

advancement. Tyson \,and York (1996) emphasize that although work organization
have as its first priority the achievement of its operational objectives, at the same
time opportunities mﬁst be created for the use of developinent of knowledge and
skills of th‘é-employees' to the advantage of both the employer and the émployee.

Table 11

- Heads’ Perception 'Em the Purpose of Staff Development

Item | ' Yes _No.
To equip individuals with knowledge 60(92.3) 5(7.6)
To perform tasks effegtively - 48 (73.8) 17(26.1)
To be abreast with time 54(85) 9(13.8)
To meet technological advancement - 38(58.4) 27(41.5)
To meet aspirations of the nation 26(68.4%) 23(35.4%)
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Majority  of heads (92.3%) v;_g:onﬁiméd that the purpose of staff .

'
s

development is to ::qﬁip in(:i-ividuals_ \Vi.th knowled.ge, skills and abilities in order
to perform their tasks eﬁ‘ectively so that they will also be abreast with time.
Concerning the lpul:pose of staff develop being used to meet technological
advancement, the heads had diifergent. views, ';fvhile 58.4% sampled concluded the
position was true, 41.5% said it was not true. Meanwhile, in developing the staff
of the Komenda Ec'iina Eguafo Abirem (KEEA) District Assembly it was -
mentioned- that, things in the present socio-political dispensation in the society |
keep on changing. P-olicies, goals and objectives are also changing to meet the
presen‘; teéﬁnological advancement and aspirations of nations. ( A handbook on
Staff Development for KEEA):

In summingii up, both the DEO Staff and headmasters/ headmistresses
agreed that the purpose of staff development is to equip individuals with
knowledge and also 10 be abreast with time. The heads also had divérgent views

’ A
on the purpose of" staff development being used to meet technological
advancement. While some supported it, others did not. The DEO Staff did not |
also support the idea that it was to meet technological advancetﬁent.
Research Question 2.-The need for Staff Development

' .
As stated in research question 2, it was necessary to examine the need for
’ '

staff development. Their responses are shown in Table 12.
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Table 12 ‘

The Need for Staff Development -

Category Yes No.
Heads \, 64(98.47%) 1(1.1.53%)
Teachers - - 185(97.36) 5(2.64%)

Table 12 above indicates that heads and teachers responded in the
affirmative that there was the need for staff development. Ninety-eight percent of
heads and 97.4% ::i)f teachers confirmed that there was the need for staff
development respectively. Only 1.53% heads and 2.64% teachers responded in
the negative that there was no need for staff development.

Table 13 !

Teachers"Percept.ion on the Need for Staff Development

Item Yes No.

To upgrade the kqowl:dge of teachers 162(85.2%) 28(14.73)

To equip teachers with skills - | 185 (97.36) | 5(2.64)

For teachers to be efifective | 165(86.84) 25(13.16)

Introduction of new subjects 153(80.52) 37(19.48)
| For induction _ 162(85.27) 28(14.73)
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Table 14

Heads’ Perception on the Need for Sféﬁ}'Devclopmemt

f

Item oo Yes No

To upgrade the knovyledge; of teachers 55(84.61) 10(15.39)
To equip teachers With skills f | 64(98.6) 1(1.54)
For heads to be effective 45¢(83.07) 20(16.93)
Introduction of new subjects 58(90.76) 6(9.24)
For induction - | 63(96.92) 2(3.08)

From Tables 13 and 14 it can be detected that both teachers and heads see

the need of staff development programmes. They agreed on the items indicated

that staff development was to upgrade them with knowledge. Staff development is

very necessary to officials of educatioﬁ due to-the ever changing conditions in the
educational system. It is therefore necessary that teachers and heads alike must
continue to be trained t;i improve upon their knowledge and methods in order to
enhance their perfomzlénce in their various fields.

Again, 97.5% of teachers and 98.6% of heads endorsed that staff ‘
development was to equip thém with skills. Since there are different subjects on
the cu;ricular, there are different methods of teaching and handling them. There is
therefore the need to organize staff development programmés for feéchers and
heads té know the sidlis used i.n treating and tleaching the subjects concerned and

also know the use of the teaching learning materials.

For teachers and heads to be effective to face tasks ahead, there is the need

!
\

for staff development programmes. Individuals become ineffective after they have
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worked for a certain 1'1umb:cr of years. West (1989) mentioned a number of
reasons. Firstly, it may be needed bs' individual staff who are becoming
ineffective after five to seven years. Rebore (2001) on his part said staff
development programmes create many avenues for teachers to upgrade their skills
and knowledge in a subject area.

In 1987 when the New Educational Reforms was introduced, all 3-Year
Post Sec. teachers and teachers teaching in the second cycle schools were
summoned fo a wolrlkshop to -introduce them to the new reforms. Eighty-seven
percent teachers and 83% heads confirmed that. Thus when new subjects are
being introduced on the curriculum there is the need for development
programmes, since it is necessary for teachers and heads to learn so that they
would be able to impart them to the children they teach.

Induction is very important. This is also emphasized by McDonald (1993)
cited in Ashcraft (1995) with the suggestion that quality induction of new staff
could be the beginning and a central part of staff development. Rebore (1986)
defined induction as‘tﬁe process designed to acquaint newly employed individual
with the community, the school, district and with their colleagues. Heads and
teachers need to be familiar with their new school, programme and colleagues.
Orientation courses ‘are giveri to staff for them to be aware of demands and
facilities of a school or college, it helps them to feel emotionally secure and
welcome in a new setting, to adjust to the work environment and also provide

information needed to be successful in that setting. (Shelter & Stone 1986).

Eighty-Five percént of teachers and 96.9% heads endorsed its need.
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In a nutshell, almost all the teachers sind heads endorsed that staff
development is needed to upgrade their. knowledge, equip them with skills, to
introduce to theﬁ to new subjects and for induction. However, a few of them did
not agree to the fict that staff development helps teachers and heads to be

effective.

Analysis of Research Question 3: How Staff Development Programmes are

}
\

Designed |

The perception of heads and DEO Staff were sought to answer research
question 3 on how human resource/ staff development programmes are designed.
Five items were cpnsidered in these areas. Tables 15 and 16 show the response.

Table 15 |

Heads’ Perception on How Human Resource/Staff Development

Programmes are Designed

Item - Frequency % Rank

1. The schools districts goal and objectives

are considered. 12 18.4 2
2. The needs of the staff are considered 28 43.3 1
3. Consideration of the commitment of staff 9 13.8 4
4. Consideration of resources for the programme 6 9.2 5

1

5. Consider action of the goals and objectives of the

staff 10 15.3 3
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Examining the items; in Table 15, -one' can conslude that this is how staff

development programme are desi gned;:;':'i;:em 2 which considers the needs of staff

. .

ranked the highest-with a percentage of 43.3%. This is because needs assessment |
is done to detenniné the; needs of teachers which warrant what type of staff
development programme to be organised for them. This was followed by the
schools districts goals & objectives and consideration of the goals and objectives
of the staff respecti\')ely in tha{ order. Even though resources plays a vital role in
staff development p;ogrammes the heads, did not see it in that way.

Heller (1999) confirmed this by mentioning that the needs of the staff and
the resources availal%le as against organizational goals would determine the kind
of training programme design to be selected.

Table 16 |

DEO Staff’s Perception on How Human Resource /Staff Development

Programmes are Designed

Item ,' _ - Frequency % Rank

1. The school district goal and objectives

are considered. . 10 26.3 2
2. The needs of the staff are considered 16 42.1 1
3. Consider the commitment of staff 4 10.5 4

4, Consideration of resources for the

programme 2 53 5

5. Consider the goals and objectives of

the staff . ' 6 15.8 3

A
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Considering the vai;iables in Table 16, nrespfopdents marked the second

item that is considering the needs of staff as the most important with 42.1%. Other

t
variables like the school districts goals and objectives and the goals and objectives

of the staff were followed respectively with 26.3% and 15.8 %. The DEO Staff
also did not attach much importance to resources which form a major aspect of
staff development prégrammeé.

As- already mentioned in the review, in planning staff development -
programmes the following phases must be considered. The school district goals

and objectives, commitment to staff development, needs assessment,

~consideration of resources, the content ~ goals and objectives of the staff and

programme evaluation.

“Better schools” submits that one key factor is to assess the various needs and
requirements that will help develop the staff, school, students as well as‘ the
community in whichs the scho;)l is situated. Since the primary purpose of a staff
developmént progrmé is to increase the knowledge and skills of the employees,
it also helps to increase the potential of the school district to attain its goals and

objectives.

-Research Question 4: Method Appropriate for Staff Development

Items were develéped to find out what methods were appropriate for staff

development. The responses of the respondent are indicated in Table 17.

-
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Table 17

]
'

Perception of Respondents on Methiiﬁs Appropriate for Staff Development

Teachers Heads DEOQ Staff
Item - Frequency % Frequency % Frequency %
Workshop 159 83.70 53 81.53 16 422
Seminar 18 948 4 65 14 290
Talk 1 052 3 46l 1 2.6
Lecture 0 0 0 0 8 11.2
In-service training 11 5.52 5 7.69 14 29.0
Conference i 01.52 - - 1 2.6
i90 100 65 100 38 100

It is evident from Table 17 that workshop ranked first as the most
appropriate method :ilsed for staff development programmes, 83.70% of teachers
endorsed its use. From the submission of headmasters/ headmistresses, workshop
was ranked high as the most appropriate method used for staff development.
Whilst 7.69% and 6.315% of the heads mentioned in-service training and seminar
respectively as also being appropriate for the programme, 9.48% and 5.79
teachers also endorsed seminar and in-service training as being used in that order.

Even though DEO Staff selected workshop as the most appropriate

method for staff development, seminar and in —service training were equally

suggested as appropriate for development programmes. Teachers and heads are
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very familiar with vqbrkshop than all' ths other,x;qéthoﬁs of staff development. This
is so because most develo;;ment progrél;lmes are '.in the for8m of workshop where
buzz groups and small groups are used and also plenary presentation of
discussions are made. There is also a time to share jokes and “break the ice” with
“tooli”. Paﬁicipanté therefore feel at home and take active part in it.

(All the three categories of respondents did not endorse lecture and

conference as appropriate methods for staff development programmes. Rebore -

-(2001) also indicated that there are several methods of. delivery for staff

development programmes. He cited 19 from the U.S. National Education
Association Research Division as already discussed in the review.

It could be suminarised therefore that, almost all the teachers and heads
agreed that workshqp was the most appropriate method used for Staff .
development programmes. Concerning the use of ‘talk’ and. conference all the
three respondents weie not familiar with them. No teacher and head agreed that
lecture was an apbroPﬁate method for staff development.

Research Questi'on('S: Problems Asséciated \-vith Human Resource
Management and Development
Research _queftion five was designed to find out the problems associated
3
with human resource development or extent to which human resource

development is challenged. The perceptions of teachers, headmasters/head-

mistresses and DEO Staff were sought.
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Table 18 -

s
b

Perception of Respondents on the Cl‘i_‘;,llenges of Staff Development

. Teachers Heads DEO staff

Item - Frequency % Frequency % Frequency %o

Lackoffunds 153 8052 40 . 7539 28  73.6

v
1

Lack of time .13 6.84 11 16.92 7 18.5
Lack of personnel 24 12,64 5 7.69 3 7.9
Total 190 100 65 100 38 100

Prominent among the problems associated with human resource
development are lack of funds, lack of time and lack of personnel. Out of the

three problems identified, lack of funds seems to be most prominent and the one

-affecting human resource development most which was confirmed by 80.5% of

teachers. This is so;because iﬁ the organisation of programmes like workshops,
seminars and in-service training, the Government of Ghana (GOG) has to provide
funds for them but t'he GOG grants seldom come to the office for use. Monies
again are also npt\ released for teachers to attend conferences. Teachers
themselves have to bear their own expenditure in such situations.

‘In granting of study leave, the quota has been cut down drastically making

teachers not able to go on study leave with pay because of lack of funds. Presently

‘most development 'programines are organised by donor partners like the

Department for International Development (DFID), Government Accountability
Improves Trust II (GAIT II) Education Quality for All (EQUALL) programme

and World Vision Ghana just to mention a few.
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Teachers mentioned that lack of personse} to organise programmes was a
chailenge because, the heads \-vhc')‘iwér&he organisers for such programmes had a
heavy schedule sihice they have to teach and at the same time do administrative
work and hardly‘ getgtinﬁe to o;ganise in-service training. An examination of the
table 17 ir;dicates .that the problem of lack of personnel does affect 7.69% of
heads. Majority of them (75.39%) however endorsed lack of funds as a problem
of human resource development.

Lack of 'ti.mel was also.seen as a challenge since teachers would have to
stay in after the n'cn-'ﬁqal class hours to have an.in-service training. But they are not
ready to sacrifice that time because of lack of motivation. Others have other
things to do like setting exercises, marking, assessing and examining as already
pointed out by Fieldian et al (1973). Teachers have additional duties to perform,
for instance, some alare‘in charge of sports, music, culture and so on.

‘Lack of funds can also be realised from the Table 18 that 73.6% and
18.5% of the DEQ Staff have confirmed that lack of funds and time are a problem
“when it comes to hurr‘lan resource development. Only 7.9% said lack of personnel
was a problem. Wes;t (1989) cﬁtipally proposéd that authorities are not prepared
to support training with both material and financial resources, and if the

organizational structure does not encourage development, their aspirations would

]
3

not be realised. Again, the District Education Office Staff have to organise
programmes for heads and teachers on the field and since the GOG grants are not
enough to do that, it has been seen as a challenge. Also time was a problem

because they have to organise so many activities by different interventions in

1
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addition to their normal duties. West (1989) ids:ntiﬁr,;d some principles of any
sound development. Among otliers, -ize contended *that the human resource
development must be supported by the organisation’s leaders if it is to operate
successfully. ! |

All the three' categories of respondents, namely, teachers, heads and DEO
Staff confirmed that funds to organise staff development programmes was a big
challenge. A few tea?hers identified lack of personnel to organise the programme
as a problem but heads and DEO Staff on their bart had different views. The |
respondents did not see that time was a problem. Concerning the problem of
heads who teach and who are attached; it was found out that it was a challenge for

heads who teach-to perform their roles effectively and efficiently since one of

them would have to 'be shelved..

1

- —
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SUMMARY, FINDINGS, CONCLUSIONS AND RECOMMENDATIONS

SUMMARY

If schools today are going to do the job required of them at this computer
age with the attendqllt technolggical development, there is the dire need for staff
development. The development of human resources is the key to the success of
the education enterprise. Educators should know that meaningful change takes
place in individual human beings who are involved in the management of the
educational system, hence staff development efforts should be devoted to the goal
of assis_ting_ those involved in theif own growth process.

This study focused attention on how the human resource/staff is developed
in the Suhum Kraboa Céaltar Dishict.

-
The study examined; five main issues in the aréa of staff development.
1. The purpose of staff development
2. The need for staff development
3. How human Igesdur'ce / 'staff development programmes are designed.
4, Thé methods appropriate for staff development
5. The problems associated with human resource development or the extent
to which human resource development is challenged

The rnajof findings of the study have to do with the purpose of staff

development; where the views of thé DEO staff and the heads perception were
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compared. All the DEO staff and most of the heads supported the need for staff

development. Again looking at thé- need for stafd development, teachers’ and

~heads® perception"were sought. The teachers and heads considered the upgrading

of knowledge, eﬁui}aping staff with skills, giving orientation or induction, for
them to be effective, and giving staff development when new subjects are
introduced as being t’he major factors that must be considered when talking about
the need for staff d_evelopxﬁent. This therefore means that for staff in any field to
be developed all the above mentioned are paramount.

" Both heads of schools and the DEO staff perceived that a lot of factors
that is the school district goals and objective, the needs of the staff, the
commitment of staff, the resources available and the goals a;nd objective of the
staff had a strc;ng! influence on designing staff development programmes.
Moreover, one could see from the data analysis that the methods mainly used for
staff development were workshop, seminar, in-service training and conference.

Finally, the study showed that lack of funds, lack of time_ and lack of 7
pefsonnel were the n;ain problems associated with human resource development.
Heads who teach had a dual role which created a problem since they might not
have enough time for one of their roles. The population comprised three groups of
people, namely, teaqhers, head‘s and DEO staff. In all, 75 schools in three circuits

i
with 398 teachers were used together with 67 heads and 38 DEO Staff. A sample

size of 190 teachers and 67 heads were randomly selected in addition to all the 67

heads and 38 DEO Staff who were purposively selected.
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The research design adopted for the study was the descriptive survey
which was deemed ds appropfiaté: - The questionriaire was the main instrument
used in the study: There were different sets of questionnaires for the different

category of respondents. The sections were on biographical data, the purpose and

need of staff development and methods appropriate for staff development, how

staff developmeﬁt' grogrammes were designed, and the challenges of human

resource developmeit,

Pre-testing of the instrument was done to do away with ambiguities,
inconsistencies and other ihaccuracies in the questionnaire. The New Juaben
Municipality was usE’:d for the;t purpose. The S.P.S.S was used in analyzing the
data. Desm-‘iptive st‘atistics was used to obtain frequencies and percentages.

Summary of Findings

The results of the survey were analysed and discussed in relation to the research

_questions. A numb!er of findings were realized from the study with some

supported from studies already made; on human resource/staff development by
authors like Rebore “(2001), Tyson and York (1996), West (1989), Kennedy
(2002) and Heller (1999).
The main fméings were that
1. Majority of: the respondents agreed that the purpose of staff development |
-was to equip individuals with knowledge, to perform tasks effectively and
also to be abreast with time. The headmasters/mistresses and the DEO

staff had divergent views on staff development being used to meet the

aspiration:s of the nations. While some of them were in support of that,
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others were against it. The two groupz'of respondents did also agree that
the purpose of staff development-was to meet technological advancement.

1

. The need of staff development was to upgrade the knowledge of teachers

and heads due to the everchanging conditions in the educational system.
This will help them to improve upon their performance. Staff development
was also needed to equip them with skills so that they will be able to

handle the various subjects on the curriculum, Again there was also the

need for heads and teachers who were becoming ineffective after five to °

seven years to be effective when development programimes are organized
for them as g'tated by West (2001) that staff development may be needed
for staff who are becoming ineffective after five to seven years. It was also
realized that induction is done to acquaint newly employed individuals
with the schopl,'the community and with their colleagues. It was also for
thein to feel emotionally secure in their new work environment, Majority

of the respondents substantiated to those facts.

. The study further revealed that the most appropriate method used for staff

development programmes was workshop; this was followed by seminars

H
and in-service training. The respondents were familiar with workshop that

~ is why they endorsed its use. Since talk, lectures and conferences were not

used much by all the three categories of respondents, they did not agree to
their use for dtaff development programmes. Rebore (2001) had earlier on

cited nineteen (19) staff development programmes from the U.S National

Education Association Research Division. When designing staff
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development "progrannﬁes respondents endorsed the following areas to be
coﬁsidered l )

(@) The School district goals and objectives

(b) The needs of the staff

{c) Cdmrpitment of staff

(d) Resotirces for the pro gfamme |

(e) The goals and objectives of the staff.

Heller (1999) had confirmed that by mentioning that the needs of the staff -

and the resources ave‘:ilable as ;gainst the goals of the organization determined the
kind of training i)rogrammes design to be selected, “Better Schools” also
submitted that one key factor was to assess the various needs and requirements

that will help develop the staff, school, students and the entire community

members.

4, It was evident from the study that there were some challenges associated
with human resource/staff development programmes. Prominent among
the problemsx’wére lack of funds, lack of time and lack of personnel. All
the three respondents agreed that funds to organize programmes was a big -
challenge because the Gox-/ermnent of Ghana (GOG) is not able to release
the grants for such programmes. When it comes to the attendance of
conferences monies were not given to teachers to do that and they have to

:
bear their own expenses. The quota for granting of study leave has also

been cut drastically by the former Minister for Education so most teachers

are not able to upgrade themselves. A few of the respondents agreed that

]
]
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time was a problem. However a foiw teachers identified that lack of

personnel to organize the programme was a problem eventhough the heads
and DEC Staff did not see it that way. Heads on their part also mentioned
that those wlio teach have a dual role to play and since they might not be
able to have enough time for one of their roles .it creates a problem for
them.

" Conclusions
The research confirmed that the purpose of staff development was to”

ensure that individuals were equipped with the necessary knowledge, skills and

abilities in order to perform their job and tasks effectively and efficiently so that

they will be abreast with time. The concept of staff development is recognized

that all people may improve their capébilities and become more efficient at what
they are doing. The programme therefore, offers the teacher the opportunity to
upgrade his/her skills and knowledge, keep abreast with societal demands and get
exposed to new ﬁetﬁoa's of téﬁching. It, however came to light that even though
there were‘ various.n-lethods appfopriate for staff development programmes, only
workshop seminar and in-service training were familiar to the respondents.

These not withstanding, staff development has its attendant problems. The

~study revealed that funding, time and personnel to do staff development

programmes were $ome challenges confronting human resource development.
Staff development therefore is not only desirable but also an activity to which the

GES must commit its human and physical resource if it is to maintain a viable and

4
i
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knowledgeable staff. Recominenﬁatibns will thefefore be made which if ‘
effectively implémented will mmjﬁlize the problem if not eradicated completely.
Like any other research, the study had limitations. A comprehensive study,
using all teachers, heads and DEO Staff in the region or the country could have
been possible if iime limitation had not been as imposition. However, the findings
can be used to make a generalization for all teachers, heads and DEQ Staff in the
District being considering the following the school district goals and objectives;
the need of the staff, commitment of staff, resources for the programme and

actions of the goals and objectives of the staff,
Recommendations

On the basis of tﬁe findings of this study, the following remedial measures
are suggested for improving the human resource/staff development programmes.
1. All heads are to be attached for them to do the administrative work
effectively and efficiently.

2.  Funds for staff development programmes should be increased and should
be released by the Government of Ghana (GOG) on time so that it woﬁld
be used for the intended purpose.

3. The GES should set aside time for in-service training every year for

teachers to be provided with skills and knowledge.

4, Heads should not be used as organizers of in-service training so that they

can concentrate on their administrative work.
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Further Resexireh
Further research work can be conducted into the relationship between staff

development and teacher effectiveness
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* APPENDICES
Appendix A
Questionnaire for Teachers
Please tick the correct response or write your answers in the spaces
provided. Any information given would be treated as confidential. Names of
respondents are not required.

Personal Data

Section A
1. Gender/Sex ;' [‘F] [M}
2. Age:

[ 1 21-30yrs

[ ] 31-40¥rs

[] 41 —50yrs

[ ] 51yrsandabove

3. Level of school taught

[ A ]Primary
[ B]JSS
4. Subjecttaught. ... e,

5. Teaching eXpPErENCE. ..c.uiuiuiiniiiei et ee e eae e
[A]1-10 years ! 7
[B ]11-20 years
[ C]21-30 years

[ D] 31 years and above
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6. Rank
[A]Cert. A
[ B ] Supt. y :
{C ] Senior Supt.
[ D] Principal Supt.
[ E J Assistant Director
7. Total number of years in present school
} g
[A]I-5 year\s
[B16-10 years
[C111-15years
[D ] 16-30 years
[ F]31 years and above

8. Please state the highest professional qualification e.g. A 3 year Post Sec

---------------------------------------------------------------------------------------------

---------------------------------------------------------------------------------------------

Section B

10. Are you given any instructional support?
Yes[ ]  Nof ]
11. If yes, who gives it?
[A]Head ;
[ B ] DEO Staff
[ C]GNAT
[ D ] Any Other

N }
12. Do you write notes?
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1

Yes [ ] No[ 1}
13. Do you submit notes for vetting?
Yes [ ] Nol ]
14. Do you use TLMS in teaching?” |
Yes[ ] . No[ I
If Yes how do you get them?
[ 1Given by the school;
[ ]Given by PTA
[ ] Given by GES
[ 1Any other
15. How many times a week are your notes vetted?
[ ] onceaweek
[ 1Two times a week
[ 1Any other 7
16. Does the school }iead observe you when teaching?
Yes[ ] NoJ 1
17. How often is that done?
[ 7once aweek
[ ]twice a week
[ Jany other _
18. Do you give eno_ﬁgh output of work?
[A]Two |
[ B ]} Four
[ C]Five
[D]Eight !
[ F ] Any other
Section C |
Please supply the following information
19. How many periods do you teach a week?
[ A]25-30 periods
[ B ]31—35 periods
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[ C136-40 periods
[D 141 and above

20. State the number of hours you use to prepare your lesson notes

.............................................................................................

21. How long does it take to assess pupils’ work?

---------------------------------------------------------------------------------------------

22. Do you have additional duties?
Yes[ ] Nol[ ]
23. What are they? |

LR N R AR AN E RN NSRS AR R LR A RS

24. How many hours go into the performance of these duties

[ A]1 hours

{ B12 hours

[C]3 hours -

[ D] Any other |
Section D ;

Please tick where applicable

ITEMS

Most of

the Time

Never

Sometimes

Often

25. Do you meet thé deadline for

submission of lesson notes?

26. How often do you give exercises?

27. How regularly do you vet your

lessons notes?

28. How often do you mark pupil’s

exercise?

1

29. To what extent is/are your work

appraised?

30. How regular are you given

instructional supbort?
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31. Do you need any staff development?
Yes[ ] No [ ]
31 b). What is the ne?d
[ ] to upgrade the knowledge of teachers
[ Jto equii) teachers with skills
[ ] for heads to be effective
[ ]introduction of new subjects
[ ] for induction
32. If Yes what méthod is used?
[ A ] Workshop ,“
[ B ] Seminar
[ C ] Conference
[D ] Lecture
[F ] Any other !
33. What do you think are some of the challenges of staff development?

34. What are some of the problems in Human Resource Development
[ A ]Lack of fund
[ B ]Lack of Time
[ C ]Lack of pérsonnel
[ D] Any other.
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APPENDIX B
Questionnaire for Headteach ers/Headmasters

Please tick the correct response or write your answers in the spaces provided. Any

information given would be treated as confidential. Names of respondents are not

required.
! Personal Data

Backgrouﬁd Data-
Section A
1. Gender/Sex [F] [M]
2. Age: | !

[ 1 26- 35yrs

[ 1 36-45yrs

[ 1 46—55yrs
[ ] 56 yrs\l énd above
3. Class taught ...................................................
4, Subject taughT. ..ccvrniii i e e
5. Teaching eXPerienCe. . .vurenietiniiniiiee ettt ere e e e nss
[A]1-10 years ,
iB 111-20 yea;rs
[ C]21-30 years

[ D31 years and above
H

v
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6. Rank
[A]Cert. A |
[B1]Supt.
[C ] Senior Supt.
[ D ] Principal Supt.
{ E ] Assistant Director
7. Total number of yéars in present school
[A]1-5years
[B]6-10 years
[ C] I1-15years
[D1]16-30 years
[F 131 years and above

8. Please state the highest professional qualification e.g. A 3 year Post Sec

---------------------------------------------------------------------------------------------

---------------------------------------------------------------------------------------------

Section B

10. How many teachérs do you have on your staff?
[] number of teachers

11. Do you have any untrained teacher on your staff?
Yes [ ] No [ ]

If yes give the number of T LT T T EPTPReS
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12. Do you give the untrained teachers any instructional support?
Yes| ] Nof{ ]
13. How often do yo;'I give instruction support
[ ] numberoftimes
14. Do your teachers submit their lesson notes on time?
Yes{ 1] !No[ ] Sometimes [ ]
Do you ask teachers needs before given them instructional support?
If yes, how is it done?
Do you provide TLMS for teaching?
15. Do you vet teachers’ lesson notes?  YES NO

16. How many times are the notes vetted?

Once a week

Twice a week

Any other

17. Do you observe teachers’ teaching?
YES * NO

18. How often is that done?

Once a week

Twice a week
Any other
19. If YES, what are the methods to be used for staff development?

A Work'shop

B Seminar

C Talks

n Symposium

E Lecture
=] Any other

101



20.  What is the purpose of staff developmeii?

To equip individuals with s_kilf:_s

To perform tasks effectively

To be abreast with time .

-To meet technological advancement

To meet aspirations of the nation
Section C

21.  Areyou attached or you teach?

I teach

Iam attac;h'ed

}
22. How long do you use to vet teachers lesson notes

. 30 mimites

1 hour

1 ¥ hours

2 hours

23. Do you perforfh any other duties in addition to your normal work?
YES NO
24. What are the additional duties?

------------------------------------------------------

25. How many hours go into the performance of these duties?

1 hour

2 hour

Any other

-
1]
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Section D

Could you please rate each itemn by using the following mode of response.

1

A - Excellent

B - Very Good

C- Good

D - Fair !

C- Poor

26. To what extent do teachers give exercises to pupils? ..........ccoeeeinnee.

27. To what extent do teachers meet the deadline for submission of lesson notes?
28. To what exteq't do teachers mark pupils’ exercises? ............
29. To what extent are teachers’ performance appraised? ........ccceccevveveerrverennenn.
Tick where appropriate
30. Are there any need of staff development? YES NO
What is the Nekd?

To upgrade the knowledge of teachers

To equip teachers with skills

For heads to be effective

Introduction of new subjects

For induction

31.  Whatare soxfle of the challenges in staff development?

Lack of funds

Lack of time

Lack of persennel

Any other -
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}
32.  How are staff development programmes designed?

The school districts goal and objectives must be considered

The needs of the staff are considered

Consider the commitment of staff

Consideration of resources for the programme

Consider the goals and objectives of the staff
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Appendix €
Questionnaire For District Office (DF.O) Stalf

Pleasc tick the correct responte or write your answer in the spaces provided. Any
information piven would be treated as confidential, Wames of respondents are not
required.

¥

PERSONAL DATA

SECTION A
. p )
1. Gender 7 Scx I i
2. Age
20318, = 35vrs
[:] 3637, — 45y,
:l 40vrs. — 55vrs
56yrs and above

3. Schedulein the office ........... e
4. Rank ... e eeas e e
5. Totzl number of years in the office........... et e
6. Please state the highest zeademic qualification. Eg. *O° level, B.A.

............. 4e carsrracstasretiedetaarenarvatas b brtrsranrevernan
PR et evessebe sarsrresstasertiedetnarereoradarto et s T e e e R e atsn B E oA n ety

7. Pleace state the highest professional qualification. Eg. Cent, M. ED.

8. Total number ofiyears in present position ............... e R

Section B
9. Do vou have zny untrained teacher in the district?
YES  NO
10. Do you give any orientation / induction regarding what is expected of
them in any form?
YES NO
11. Do you give any support to the trained teachers in the ficld of work?
YLES NO
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, _ :
12, Are you also given any support in the field of your work?
YES © NO ‘

13. What are some of the support that you give to teachers? |

Workshop

Seminars

Talk

1
Demonstration lessons
1

Conferences

Lecture

14, What are some ¢f the support given to you?

SECTION C

15. What form of training do you recommend?

Workshop

Seminars |
Talk

o
Course

Demonstration lessons

Conferences

}
16. . What is the purpose of staff development?

To equip individuals with knowledge

To perform asks effectively

To be abreast with time

To meet technological advancement

To meet aspirations of the nation

17. Are you happy f{vith the academic performance of teachers?

YES NO
18 Do you feel that some form of training is needed to support your outfit?

YES NO
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19. What constraints make it difficult to orgdnize programmes in your

20

Se

outfit? i -

Lack of funds

Lock of time

Lack of personnel
An other

. How are teachers posted to the district?

Interview

Transfer

Posting of newly trained teachers

ction D

Please tick where applicable

Itém ' Often | Never

Sometimes

Always

21.

How regularly do you visit schools?

22.

How often do you observe teachers
Teach?

23.

How regularly do you give support to
teachers?

24,

How often dc you organize
proprammes for your teachers?

25

. How often are courses organized for
You? ’

26.

How ofien do you get money to
organize programmes

27.

28.

- How are they designed? -

The needs of the staff are considered

Consider the commitment of staff

Consideration of resources for the programme

Consider the goals and objectives of the staff
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Do you design development programmes? YES NO

The school districts goal and objectives must be considered




