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ABSTRACT

This study sought to examine teacher motivation and performance within the

Tamale Metropolis. It looked at teacher motivation strategies or packages,

challenges, and opportunities the metropolis present teachers.

A cross-sectional design was adopted for the study. Quantitative and qualitative

data were obtained from secondary and primary sources through an extensive

review of literature, interviews, questionnaire survey and focus group discussions.

The data gathered were analyzed using the SPSS programme, narrative statements

and descriptive statements.

The study revealed the best teacher award, recognition, promotions, incentives,

and salaries among others as motivation strategies in the Metropol is.

Teachers' challenges are; inadequate incentives, poor in-service training,

accommodation difficulties, large class size among others. These demotivate

teachers and therefore work against high output from teachers in the Metropolis.

Easy access to distance learning programmes, social amenities, leT and financial

institutions are some of the opportunities teachers enjoy. These facilitate teachers'

work in the Metropolis.

Teachers' performance indicators include; scheme of work, lesson notes, class

exercise, class control and actual lesson delivery. Teachers were observed to be

weak in some but strong in others.
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CHAPTER ONE

INTRODUCTION

1.1 Background

Motivation is a well grounded theory in management. Scholars who theorized on

motivation include Schein, Abraham Maslow, McGregor, and Elton Mayo among

others (Cole, 2004). Every manager aside the traditional roles of organizing,

planning, controlling and coordinating, is confronted with how to motivate

employees to put up their best at work. Indeed, the success of every organization

depends largely on the level of enthusiasm of its workers towards work and the

achievement of the organizational objectives set.

Motivation probably ranks alongside professional knowledge and skills, central

competencies, educational resources and strategies as the veritable determinants

of educational success and performance. Professional knowledge, skills and

central competencies occur when one feels effective in one's behavior. In other

words, professional knowledge, skills and competencies can be seen when one is

taking on and mastering challenging tasks directed at educational success and

performance (Filak & Sheldon, 2003). The above factors are closely similar to

efficacy, and, of course, it is well known that many teachers lose or fail to develop

self-efficacy within educational settings (Dweck, 1999). In addition, needs

satisfaction and motivation to work are very essential in the lives of teachers

because they form the fundamental reason for working in life. While almost every

teacher works in order to satisfy his or her needs in life, he or she constantly

agitates for better need satisfaction (improved living). Need satisfaction in this

1
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context is the ability of the teaching job to meet teachers' needs and improve their

teaching performance since a satisfied teacher will certainly do better.

The successes of every school whether public or private depends, to a very large

extend, on the level of motivation of its teachers, likewise the entire education

system of Ghana. The phenomenon of inadequate teacher motivation results in

low output by teachers. About 53.07% of BECE candidates did not qualify for

placement in 2011(GES, 2011).

Northern Region's situation is compounded due to the fact that there is already a

gap in terms of education between the North and the South of Ghana. Teachers'

performance in Tamale Metropolis is falling. Generally, the expectation is that

teachers in Tamale Metropolis should be better in terms of performance but the

situation on the ground does not support the expectation (Metro Education Office,

2010). According to Friday (2009), of the 4,460 students who wrote the Basic

Education Certificate Examination (BECE) and Senior Secondary School

Certificate Examination (SSSCE) in Tamale in 2008, some 43 per cent of pupils

and 61 per cent of students failed in English language respectively. What this

means is that these students will not be able to progress to the next level of their

educational ladder.

This development necessitated a research into the motivation strategies put in

place by Government, Ghana Education Service (GES) as well as Metropolitan

Education Office (MEO) and school based management systems to motivate

teachers to perform.

2
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1.2 Problem Statement

Education is key to the success of every nation in the world. There is no mistake

in the usage of literacy levels as indicators of development. Higher literacy rates

can be achieved through a vibrant education system in which the performing

teacher plays a central role.

Government claims that motivation strategies are put in place to enhance the

performance of teachers in Ghana. Ghana Education Service (GES) which is the

implementing body of these strategies is often quick to point out this and places

the woes of Ghana's education on the so acclaimed motivated but

underperforming teachers. The strategies that are mentioned are those aimed at

attracting teachers to the rural areas but the question is, are they enough to

motivate the rural teacher to put up his or her best in terms of performance?

Another popular teacher motivation strategy is the national best teacher award

instituted and is done every year. However, anecdotal evidence shows that

teachers complain of lack of motivation.

Tamale Metropolis is bedeviled with the phenomenon of poor performance of

teachers as it manifests annually in the abysmal performance of basic school

pupils. According to records, 43% and 61% of Junior High School and Senior

High School candidates failed in English Language in 2008 (MEO, 2008). It came

to a point where the Metropolitan Director of Education had to embark <?nschool

based tours to find culprits. Transfers, warnings and threats were used as ways of

handling the situation. This was a blame game but definitely not a solution.

3
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Alhaji Abdulai Haruna Friday, the Tamale Metropolitan Chief Executive pointed

out at a Town Hall Meeting in Tamale on Thursday ia" January 2011 that pupils

in Tamale Metropolis have for seven good years been performing poorly in the

Basic Education Certificate Examination(BECE). According to him, the statistics

show that in 2004, the Metropolis was so" on the BECE league table and in 2005

and 2006 it was 69th and ss" respectively. In 2007 and 2008, it was placed 91st

and 89th respectively. In 2009 and 2010, it was incredibly 98th and 103rd

respectively.

Given this situation, it is imperative to study teacher motivation and performance

by examining teacher motivation strategies, challenges, motivating opportunities

the metropolis offer teachers and the performance indicators used to measure

teachers performance in the Metropolis.

1.3 Research Questions

(a) Main Question

The main question is: Are teachers in the metropolis motivated to perform?

(b) The sub research questions are:

1: Which motivation strategies are implemented in the metropolis?

2: What challenges do teachers face in the field of teaching in the metropolis?

3: What motivating opportunities exist in the metropolis for teachers?

4: Which performance indicators are used to measure teachers' performaJ?ce?

1.4 Research Objectives

(a) Main Objective

4
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The main objective is to: Examine teacher motivation and performance in Tamale

Metropolis.

(b) The sub objectives include:

1: To ascertain ifteacher motivation strategies are implemented in the metropolis.

2: To analyze the challenges teachers face in the field of teaching within the

metropolis.

3: To uncover motivating opportunities for teachers in the metropolis.

4: To determine the performance indicators used to measure teachers'

performance in the metropolis.

1.5 Why the Study?

Helping managers of Ghana Education Service (GES) to identify and change the

motivating factors for their staff is a valid expectation of human resources which

this study sought to do. However, this certainly cannot be achieved across board

without the involvement and support from senior management to put the tools of

change into the hands of managers and equip them to use them. The research only

seeks to lay bare factual issues with regards to teachers' motivation and

performance in the Metropolis. The utilization of the information would therefore

be left to the decision makers.

It is also hoped that the study will contribute greatly to the research work already

done on the subject 'teacher motivation and performance'. Review ofliterature

revealed abysmally little information on the topic as far as Tamale Metropolis is

5
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concerned. The findings will certainly augment the little information on the topic

in the metropolis and the nation at large.

Equally, the findings will be very useful in terms of policy making with regards to

education in the metropolis and the nation as a whole. Also, readers of the

material will develop a broader view of teacher motivation practices and how

certain belief propelled utterances from the public can influence the performance

of teachers within the metropolis.

1.6 Organization of the Work

The work is organized in five chapters for orderliness and clarity in presentation

of issues. Chapter one gives a general introduction to the study. It is consisted of

background, problem statement, research questions and objectives, justification of

the study and how the manuscript is organized.

Chapter two consists mainly of literature review. In this, theories and concepts

that have to do with the study were critically looked at from secondary sources of

information.

Chapter three consists of methodologies employed in carrying out the research.

The research design including the various research methods, tools and techniques

used for data collection and analysis are outlined and detailed. The fourth chapter

contains the main research findings and discussions. The fifth chapter consists of

a summary of findings, conclusion and recommendations.

6
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1. 7 Limitations

A number of challenges existed as far as the study was concerned. One of them is

the fact that Tamale Metropolis is large. The total land area (expanse) is about

922 sq. Ian with suburban settlements all over. This meant traveling from one

suburb to another as the teachers making the sample were spread all over the

metropolis. To overcome this as a challenge I had to strategize and make

judicious use of the limited time at my disposal. Friends voluntarily came in to

help distribute the questionnaires. My familiarity with the metropolis equally

helped me a lot.

Equally, it was not an easy task administering 245 questionnaires, interviewing

forty (40) people on individual basis and organizing five focus group discussions.

However, with the determination to accomplish the objectives set, the work was

zealously pursued to the end. At the end of it all, 212 questionnaires were returned

with 15 invalid ones leaving 197 well responded to questionnaires. This brought

the response rate, in terms of the questionnaires, to 80.41 %. As a social scientist, I

had to make a choice again between leaning towards quality and generalization.

Qualitative work became my choice since I intended to describe into detail the

motivational issues bordering teachers in the metropolis and their performance.

Thus, with all these challenges, effective management of time, the financial

resources and proper sampling did enable me to overcome all of them.

7
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CHAPTER TWO

LITERA TURE REVIEW

2.1 Introduction

This phase of the research has to do with empirical evidence and theoretical

foundations of motivation and performance. It does not leave out conceptual

issues involved as long as the understanding and practice of motivation and

performance are concerned. This is because the study is to concentrate on

motivation as a key component of management practice, especially, human

resource management. When workers are well motivated, they are expected to

deliver. Every organization depends weightily on how effective, efficient, and

more importantly, how enthusiastic its employees are, in performing their tasks, to

be able to achieve its goals. Some authorities on motivation and performance are

looked at in relation to teaching as ajob.

2.2 Explanation of Key Concepts

2.2.1 Motivation

Motivation lends itself to many definitions. Motivation compnses a situation,

characteristics of an individual as well as the way the individual perceives the

situation (Ifinedo, 2003). Dessler (2001) defined motivation to mean the intensity

of a person's desire to involve in some activity. According to Hoy and Miskel

(1991) job motivation is a combination of factors which activates and sustains

work related behaviors with the aim of achieving work and personal objectives.

Evans (1998), who researched teachers in a primary school over five years in the

UK, defines motivation as a condition that encompasses inclination towards

8
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engagement in activity. From these definitions, motivation could be said to be a

combination of factors which ignites and sustains an individual's work-related

behavior with strength in order to achieve objectives and goals. This presupposes

that an employee has a need to satisfy and if performance of the job is

instrumental in achieving the need, the employee is moved to exert every effort to

get the job accomplished.

Motivation is more of an individual issue. Group motivation exists only when

there is collective interest. The liveliness and viability of an organization (private

or public), is determined by the motivation of its employees. However, their

abilities play equally a crucial role in determining their performance as their

motivation (Lewis, Goodman & Fandt, 1995). To me, motivation is the more

important determinant of performance because if employees are well motivated,

they easily learn on the job or even seek training externally to be able to do the

job. That is, a motivated person goes all out to achieve goals.

Teachers are motivated if - given certain factors - they are moved intensively to

exert all their efforts in teaching to achieve objectives and goals set. These goals

could be individual or collective based goals. Motivation is a psychological issue.

Bennell and Akyeampong (2007) put forth that motivation involves psychological

processes that influence individual behavior towards the attainment of work place

objectives and goals. Bennell and Akeampong (2007) emphasize motivation as a

teacher's state rather than the set of factors themselves that influence such a state.

9
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"We, however, define teachers' motivation as their state of being influenced by

such factors, not as the factors themselves. The type of personal goals involved is

also an important issue. We would describe teachers as being "well-motivated" if

they are striving for personal goals that correspond closely to the official goals of

the school and the ideals of the profession. "Poor motivation" could imply either

that teachers make little effort or that they intentionally focus their effort on goals

not useful for the school" (Bennell & Akyeampong, 2007).

In dealing with motivation, in line with Porter and Steers (1991), three things are

brought to mind. These are:

One; anything that starts, strengthens or energizes human behavior. Thus, the

need manifesting in the form of an objective or a goal invigorates the work

behavior of the teacher involved.

Two; whatever it is that directs or channels such behavior. That is a perceived

instrumental activity. In this case, execution of the said activity (teaching) is seen

as being very vital in achieving the valuable need.

Three; how the said behavior is sustained. Here, the strength of the need is very

important as well as the instrumentality of the activity (performance) in attaining

that valued need. Thus, the sustenance of the behavior depends on the intensity of

the need and the instrumentality of the activity or task involved in achieving that

need. Therefore, motivation is said to be responsible for why teachers decide to

do something, how long they willingly will do it, and the strength of their pursuit

of it (Dornyei, 2001). Motivation is further dealt with in two dimensions known

as intrinsic and extrinsic motivations which are explained below.
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2.2.1.1 Intrinsic Motivation

According to Boggiano and Pittman (1992), activities that satisfy curiosity or lead

to the improvement of effectiveness constitute intrinsic motivation. In line with

Davis and Wilson (2000), intrinsic motivation is the internal and personal power

of individuals that moves them to deliver on job-related tasks. Ellis (1984)

defined intrinsic motivation to be self-respect of accomplishment and personal

growth. That is, the psychological and personal benefits that the job offers an

employee (the teacher) constitute intrinsic motivation. Intrinsic rewards such as

seeing the children grow and develop are the intrinsic rewards which play

important role in teachers lives (Latham, 1998).

2.2.1.2 Extrinsic Motivation

Tangible rewards such as salary, fringe benefits and job security are the source of

extrinsic motivation (Latham, 1998). In addition to this, physical conditions,

amount of work and materials available for the execution of the job are equally

extrinsic rewards capable of triggering extrinsic motivation (Herzberg et al,

1993). In all, it is clear that motivation that is based on external or tangible

rewards is referred to as extrinsic motivation. This kind of motivation plays an

important role in teachers' lives as well in today's economic space.

2.2.2 Performance

Job performance is explained variously by different people. Okunola (1990)

simply explained it as an act of executing a given task. Performance can be

regarded as almost any behavior which is directed toward task or goal
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accomplishment (Shaari, et al, 2002). It could also be defined as the capability to

combine skillfully the right behaviors toward the achievement of organizational

objectives and goals (Olaniyan, 1999).

Teachers' job performance is their ability to combine skillfully the right behaviors

in executing their teaching tasks. When resources are well combined, the end

results should be that targets are met and goals achieved. According to Owoeye

(1999), variables such as effective delivery of lessons, lesson notes preparation,

effective use of scheme of work, effective supervision and monitoring of students

work and disciplinary measures are the virtues teachers should hold firmly in the

school system. In this regard, the teacher's performance could be measured

through annual reports of his or her activities in terms of performance in teaching,

lesson preparation and presentation, mastery of subject matter, competence,

teacher's commitment to job and extra-curricular activities. Other areas of

assessment include effective leadership, effective supervision, effective

monitoring of students' work, motivation, class control and disciplinary ability of

the teachers, all, resulting in best performance of students during examinations.

2.3 The Origin of Motivational Thinking

This section deals with the various schools of thought on motivation.

2.3.1 The Scientific Management School of Thought

The primary aim of the scientific management was to measure and control

people's work on the shop floor. The scientific management principles were

recorded and made public by Frederick Winslow Taylor (Taylor, 1911). The
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belief of 'taylor was that it was the lack of managers' understanding of what

happened on the shop floor that resulted in their inability to control employees

successfully. The scientific management principles are utilitarian and hobbesian

in nature. By this, employees are considered rational-economic beings, primarily

motivated by economic rewards. The Hobbesian Approach holds that human

beings are lazy, aggressive, self-centered, greedy and hedonistic in nature. Taylor

therefore believed that if workers are not controlled, they will return to their

natural state. To him, management needs to do two things in order to convince

workers;

One; measure the amount of effort an employee exerts in task execution so that

rewards could be given in proportion to that expended effort.

Two; design and specify tasks independently of the job holders. This to him will

facilitate the identification of the most efficient way to do the tasks.

Both Chinoy (1955) and Blauner (1964) held that the introduction of the scientific

management principles results in alienation and dissatisfaction of workers. These

behavioral and organizational problems related to scientific management, together

with the alternative philosophical assumptions about the nature of human beings,

led to the development of alternative approaches to human motivation at work

(Elding, 2005).

2.3.2 The Human Relations School of Thought

This school of thought resulted from a number of studies carried out at the

Western Electric Company's Hawthorn Plant in the 1920s leading to a paradigm
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shift in the thinking of employee motivation. This time, emphasis was also placed.
on the network of relationships within which an employee works as a social

being. A number of assumptions resulted from this ideology of worker motivation

(Mayo, 1945);

One; Social needs are the prime motivators of human behavior, and interpersonal

relationships, the prime shaper of a sense of identity.

Two; As a result of the mechanization entailed in the Industrial Revolution, work

had lost much of its intrinsic meaning, which now must be sought in social

relationships on the job.

Three; Employees are more responsive to the social forces of the peer group than

to the incentives and controls of management.

Four; Employees are responsive to management to the extent that a supervisor can

meet a subordinate's needs for belonging, for acceptance and for a sense of

identity.

Implications ofthe assumptions for management include the following;

One; Managers should not limit their attention to the task, but should also concern

themselves with the needs of their subordinates.
;.

Two; Instead of being concerned with directing and controlling subordinates,

managers should be concerned with their subordinates' psychological well-being.

Three; Managers should think in terms of group incentives as well as individual

incentives.
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Four; The manager's traditional role shifts from planning, organizing, and

controlling to acting as an intermediary between employees and the higher

management.

The contract in such organizations involves a commitment on the part of the

organization to take care of the personal and social needs of employees in return

for a high level ofloyalty, motivation and output from the workers (Elding, 2005).

2.3.3 The Human Resource School of Thought

Under this philosophy, employees are believed to be motivated by money, need

for affiliation, achievement and meaningfulness of work (Steers, 1987).

Employees are believed not to have the same goals under the Human Resource

Conceptualization and are viewed as reservoirs of talents. Management's

responsibility is to learn the best ways to tap these talents.

Once again, this new paradigm requires a change in the assumptions about the

nature of people and their jobs. The assumptions of the human resources view

may be summarized as follows:

.:. People want to contribute to their job and may be thought of as being 'pre-

motivated' .

•:. Work does not necessarily have to be distasteful. Job enrichment and job

redesign may increase the potential meaningfulness of the job by adding

greater amounts of task variety, autonomy, and responsibility.
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.:. Employees are quite capable of making significant and rational decisions

affecting their work and that allowing greater latitude in employee

decision making is actually in the best interest of the organization .

•:. The increased self-control and discretion allowed on the job, plus

completion of more meaningful tasks may increase the level of job

satisfaction and motivation.

The last point is particularly important as it suggests that, under the human

resources model, "good and meaningful performance leads to job satisfaction and

not the reverse, as is assumed in the human relations model" (Steers, 1987). The

implications for management are that it should first attempt to understand the

complex nature of motivational patterns before attempting to determine how best

to use the potential resources available to its effect. The aim of management

becomes one of meeting employees' own personal goals within the organization's

context. The importance of a greater degree of participation and autonomy on the

part of employees are also emphasized under this paradigm.

2.4 Theories of Motivation

Every researcher's theoretical framework is the pair of reading glasses or the lens

through which he or she will view and interpret the research results. A theoretical

framework represents the various theories and models applied to the data in order

to assist in understanding it (Malterud, 2001). Given that it frames interpretations,

qualitative researchers must ask themselves whether or not the perspectives

constituting their theoretical orientations are evident in the data and their
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interpretations. In addition, the researcher must analyze his or her framework to

make sure it is adequate for the study and should account for the extent of the role

given to the theoretical framework during the investigation. In line with these,

some process and need based theories of motivation would be considered.

2.4.1 Needs Based Theories of Motivation

Content theories concentrate on factors which are internal or external to the

individual and energize as well as direct work behavior. Such theories regard

motivation as a product of internal drives which compel the worker to act

purposively. Main need theories considered include; Maslow's needs hierarchy,

Alderfer's ERG theory, Herzberg's two factor theory and McClelland's needs

theory.

2.4.1.1 Maslow's Hierarchy of Needs Theory

The most known theory of motivation is the hierarchy of needs theory

propounded by Abraham Maslow (Davis & Newstom, 2002). According to this

theory, human needs are not of equal strength and occur in an unambiguous

arrangement from low level to higher level needs. Also, once a lower level need is

satisfied, the next level need is activated as a motivator. This process continues

until an employee reaches self actualization as the highest level need (Kreitneer &

Kinicki, 2004). Starting from the lower level, there are physiological needs, safety

needs, social needs, self-respect and esteem needs and self actualization needs.

Some of the physiological needs are; food, water, rest and other factors necessary

for existence (Grobler et aI, 2006). The next level need is protection against both
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physical and psychological harm (Shultz, 2003). Social needs include affection,

sense of belonging, association, affiliation and acceptance by others (Meyer &

Kirsten, 2005). Esteem needs include self-respect and gaining the respect of

others. At this level, the need for psychological touch (intrinsic) and physical

touch (extrinsic) are activated (Roberts, 2005). The last and highest needs are the

achievement of one's potential, the use of one's creative capability and finally, to

be the best person one can be. Amos (2004) argued that individuals who are at

this level of motivation strive for truth, beauty, justice, individuality,

meaningfulness, and perfection.

Implications for Management: The implications of the theory for management

are very obvious. It is beholden on managers to ensure that rewards take care of

teachers' lower level needs before thinking about higher level needs. Also, they

should be aware that not all teachers are on the same level and make sure benefits

suit the level the individual has attained. Again, management should note that

what motivates 'A' might not motivate 'B'. Therefore, employees' perks should

be customized.

2.4.1.2 ERG Theory of Motivation by Alderfer

Apparently, this theory is an extension of Maslow's Hierarch of Needs Theory.

Under this theory, needs are put into three categories. They are, existence needs,

relatedness needs and lastly, growth needs. The existence needs referred to here

are the materials one needs to survive. These needs go in tandem with Maslow's

physiological and safety needs (Amos et al, 2004). Relatedness needs involve
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interpersonal relationships as social beings in line with Maslow's social needs and

the external part of the esteem needs. Simply, the growth needs stand for the

intrinsic desire for personal development. This is in line with the intrinsic

elements of Maslow's esteem needs as well as those of self actualization.

The principal differences between the two theories are that the ERG Theory

assumes not that a lower level need should be satisfied before a higher level need

as in Maslow's Hierarchy of Needs Theory. Also, the ERG Theory advances that

when a higher level need is frustrated, a lower level need becomes activated

(Schultz et al, 2003).

Implications for Management: Implications of this theory for management are

that the needs of teachers should be satisfied if good results are expected of them.

There is therefore the need for managers to study teachers very well to be able to

identify their needs and tailor rewards towards their satisfaction. By this theory,

management should have in mind that teachers could seek the satisfaction of

existence, relatedness and growth needs at the same time.

2.4.1.3 Motivator-Hygiene Theory of Motivation

This motivation theory was developed by Herzberg (1959) in which the

postulation is that certain factors are motivators where as others are hygiene. The

hygiene factors can only prevent dissatisfaction but cannot engender satisfaction

and motivation among employees (Steyn, 2002). Hygiene factors are said to be

extrinsic to the occupation and include policies, administration, working

conditions, salary, supervision and interpersonal relationships. It is the motivators
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that can bring about satisfaction and motivation in employees. These factors are

intrinsic to the job and include work content, responsibility, advancement and

achievement.

Herzberg argued that an organization should provide the hygiene factors as the

necessary conditions to be met before the motivators can produce motivation

among employees as is expected. Job enrichment is emphasized by this theory in

order to make work very interesting to employees (Johnson & Gill, 1993).

Implications for Management: Managers need to make sure that teachers' lower

or hygiene needs are satisfied by delivering to them good pay, benefits, safety and

others to avoid dissatisfaction. When this is done, employers should then set in

motion the motivators. Thus, for a job to be motivating to activate high

performance, it has to be enriched to facilitate autonomy, responsibility,

creativity, achievement and professional development.

2.4.1.4 McClelland's Needs Theory of Motivation

This theory proposes that needs are learned from culture. In this theory are three

primary needs. These are; need for affiliation, need for power and the need for

achievement. Thus the need to establish social relationships with others, control

others and one's environment and the need to be responsible, set and achieve

challenging goals, and to get performance feedback. When one of the three needs

is strong in an employee, it motivates the said employee to a good performance

(McClelland, 1961). Individuals with high affiliation motive strive for friendship,

prefer co-operative situations rather than competitive ones, and desire
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relationships involving a high degree of mutual understanding. High need

achievers tend to set moderately difficult goals, make moderately risky decisions,

want immediate feedback, become preoccupied with their task and assume

personal responsibility of their tasks (Moorhead and Griffin, 1995).

Implications for Management: Managers should establish clearly an

understanding of teachers who have what needs before developing strategies to

satisfy them. Management should also encourage co-operation where and when

necessary rather than competition among teachers for mutual benefits. However,

where employee survey - conducted on teachers - points favorably towards

competition, it should be encouraged to produce the required performance.

2.4.1.5 Observations

One thing that is clear IS that all the needs theories are very clear on the

identification of factors that motivate employees. They easily answer the question

of what motivates employees but have not been able to point out how motivation

comes about. Also, those theorists spent a lot of time searching into factors

constituting the reasons why employees will want to do better on their jobs and

conditions or factors which stand to demotivate employees. They are the early

theories which played and will continue to play important role in motivational

thinking.

2.4.2 Process Theories of Motivation

Process based theories are considered the advanced form of motivation theories.

They focus on the conscious efforts human beings make in deciding on given
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work related behaviors. Some are cognitive in orientation where as others are

behavioral in orientation. The key process theories are considered below.

2.4.2.1 Cognitive Evaluation Theory of Motivation

Generally, motivation theorists believe that intrinsic motivators like achievement,

competence and responsibility are different from extrinsic motivators such as pay

and working conditions. However, Cognitive Evaluation Theory (CET) proposes

otherwise. CET argues that when work that is intrinsically motivating is

rewarded, the total motivation falls due to a decline in the intrinsic motivation.

Factors that influence intrinsic motivation include; feeling of responsibility,

achievement and self worth. Task identity, skill variety or task variety, task

significance and feedback are examples of job characteristics capable of providing

intrinsic satisfaction and motivation. An organization can meet these through job

design but individual employees see differently these characteristics as satisfiers

or motivators.

Deci (1975), the founder of this theory held that intrinsic motivation occurs, first,

due to employee's internal locus of causality of this kind of motivation. When

rewards are given to an employee with intrinsic motivation, the locus of causality

becomes external and reduces intrinsic motivation. The second process through

which intrinsic motivation could be affected is called "a change in feeling of

competence and self determination" (Deci, ibid). Accordingly, rewards that make

people feel they are not competent and self determining reduce intrinsic

motivation and vice versa. CET insists on that every reward has controlling and
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informational aspects. What changes the perceived locus of control is the

controlling aspect. The informational aspect informs employees that they are

effective or otherwise on the rewarded activity and is responsible for their feeling

of competence and self determination.

Implications for Management: Employers should ensure excellent pay to attract

talented teachers. Management should make sure they involve teachers in the

activities ofthe organization (school) (Boal & Cummings, 1981). Rewards should

be designed in a way that they have strong informational and controlling aspects.

Again, job enrichment and participative management should be relied upon to

engender employees' motivation and best performance.

2.4.2.2 Goal Setting Theory of Motivation

Goal setting theory maintains that the most important motivators of employees are

goals. Edwin Locke and Gary Latham are the primary developers of the theory.

The emphases here are on the importance of specific and challenging goals to

trigger motivated behaviors. Hence, if challenging goals are accepted by

employees, together with feedback, the result is high performance (Locke, 1968).

Thus employees have to be involved in the process of formulating the goals

leading to tasks that are accepted with moderate difficulty to ensure high efforts

from workers (Mullins, 2010). Feedback must show clearly discrepancies

between what the individual has achieved and what was intended or show the

progress so far. Ilgen et al, (1979) also postulated that the nature of the feedback

message itself is of importance. When employees take part in setting goals, they
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exert more efforts to achieve them than when the goals are imposed on them

(Moorhead and Griffin, 1995). Kennish (1994) pointed out that "control stifles

motivation while involvement creates a more productive environment".

Goal - performance relationship has been influenced by the individuals' level of

self-efficacy (their belief that they have what it takes to execute the task).

Employees with high self-efficacy respond positively to negative feedback with

high efforts but those with low self-efficacy reduce their efforts when confronted

with negative feedback. Again, goal commitment results from the employee's

determination not to abandon the goal. This happens when the locus of control is

internalized with the employee participating in goals setting. At last the theory

posits that it will be most appropriate in cultures where workers expect and seek

certain level of independence and challenging goals as well as where performance

is considered important (Cole, 2004).

Implications for Management: Here, employers should involve teachers in the

management process, especially, procedures that lead to goals formulation.

Managers have to work closely with teachers to come out with goals that are

challenging and acceptable by teachers. Management should equally work hard

towards a culture that re-enforces self-efficacy among their teachers. In-service

training should be treated as an important ingredient in the organization (school)

so as to boost teachers' perception of their own ability to execute difficult tasks

allotted to them.
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2.4.2.3 Reinforcement Theory of Motivation

Skinner (1974), a behaviorist, is believed to be the pioneer of this theory. It is

considered both a motivation theory and a theory of learning. It does not pay

attention to cognitive processes associated with motivation as the other process

theories do. The emphasis is rather that motivated behavior can either be

encouraged by reinforcers or discouraged by punishment. As well, it is the

outcome of a behavior that makes it likely to reoccur. It relates well to the idea of

operant conditioning. The concentration is on the link between behavior and

consequence. Reinforcement is defined as any effect that causes behavior to be

inhibited or repeated (Naylor, 1999). This theory argues that internal states of the

mind are misleading, scientifically not measurable and hypothetical in nature.

The theory rests on two assumptions: One; that human behavior is determined by

the environment. Two; human behavior is subject to observable laws and can be

predicted and changed. Hence, the foundation of the theory is the 'law of effect'

which states that behavior could be repeated or not depending on whether the

consequences that follow it are positive or negative (Lewis, et al, 1995).

In its fundamental form, reinforcement theory ignores feelings, attitudes,

expectations, and other cognitive variables that are known to have influence on

behavior and concentrates on consequences of behavior.

Implications for Management: If the theory is anything to go by, managers do

not have to waste their time on the identification of causes of motivated behavior

nor processes involved in deciding on a motivated behavior. All they need to do is
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to identify and reward desired behavior to encourage it and punish undesired

behavior to discourage it.

2.4.2.4 Equity Theory of Motivation

Equity theory of motivation was put forward by Adams (1963). The theory holds

that employees are not only concerned about the absolute amount they receive but

also compare it with what others receive in relation to their inputted efforts. What

is actually compared is their efforts and rewards ratio against those of relevant

others. The perception of employees concerning the fairness of their rewards

against others could be motivating or otherwise. The referent with which an

employee compares effort/reward ratio to is important in equity theory. There are

four such referents explained below;

One: Self-inside - an employee's experience in a situation or position within the

present organization.

Two: Self-outside - an employee's experiences in a situation or position outside

his or her current organization.

Three: Other-inside - another employee(s) inside the organization

Four: Other-outside - another individual or group of individuals outside the

employee's organization.

Tension is created when people percerve or realize an imbalance in their

outcome/input ratio relative to others. This tension provides the basis for

motivation, as people strive for what they perceive as equity and fairness or
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otherwise. According to Cole (2004), Equity Theory proposes that when

employees perceive inequity, they can be predicted to make one of six choices:

1. Change their inputs. That is, an individual may decrease the amount of effort

he/she is willing to exert.

2. Change their outcomes. Thus, individuals paid on a piece-rate basis can

increase their pay by producing a higher quantity of units oflower quality.

3. Distort perceptions of self. In this case, individuals may decide that they

actually work harder than other colleagues.

4. Distort perceptions of others. An individual may decide that a colleague's job is

not as desirable as they originally perceived it to be.

5. Choose a different referent. An individual may decide to compare himself or

herself with a friend in a lesser job rather than a more successful work colleague.

6. Leave the field. Here, the individual quits the job if there is no fairness or even

perceived lack of fairness.

Management Implications: According to Mullins (2010) a manager may strive

to remove the tension or the perceived inequity by influencing these types of

behavior by changing the workers' inputs or altering their object of comparison.

An option is to increase remuneration to much the input/output ratio. The last and

a relatively harsh alternative is to instigate the worker leaving the field or transfer

the worker.
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2.4.2.5 Expectancy Theory of Motivation

Primarily, this theory could be traced to an American by name, Vroom (1964). It

rejects the idea that people have fixed set of needs and takes into account human

changeability (mutability) and complicated nature. The theory is built around

three variables known as valence, instrumentality and expectancy which affect

workers' motivation in a multiplicative manner. Valence is simply, the feeling an

employee has about the outcome of a given work behavior or the anticipated

satisfaction from an outcome. Expectancy is the individual's estimate of the

probability that effort will lead to the achievement of a successful performance.

Instrumentality is all about the worker's estimated perception that good

performance will bring about valued reward. Oosthuizen (2001) argued that the

theory is orientated towards expectations and how those expectations influence

behavior. Choices are made based on the expectation that a particular behavior

leads to a desired outcome. Again, Cascio, George and Jones are cited in Steyn

(2002) as arguing that this theory proposes that motivation is a product of

individual's belief that putting in more efforts will result in expected performance

which will bring in rewards. Therefore, the theory is built on three relationships:

1. Effort-performance relationship (Expectancy) - The probability perceived

by the individual that exerting a given amount of effort would lead to improved

performance.

2. Performance-reward relationship (Instrumentality) - The degree to which

the individual believes that performing at a particular level will lead to the

attainment of a desired outcome.
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3. Rewards-personal goals relationship (Valence) - The degree to which

organizational rewards are perceived to satisfy an individual's personal goals or

needs and the attractiveness of those potential rewards to the individual.

Implications for Management: Managers of teachers have to work hard to

ensure that teachers believe that increased efforts will result in high performance

and high performance will bring about valued rewards. It is the responsibility of

heads, circuit supervisors, unit managers, directors and everybody responsible for

teachers' management to ensure that all the necessary conditions for quality

teaching are met at the school level and help teachers to focus their efforts on

quality and high performance. There is certainly the need to identify teachers

valued needs and ensure that quality performance put those needs in teachers'

hands.

2.5 Teacher Motivation in the Developed World

The teacher's role in educational achievement is pivotal. The main conclusion

from the look of the extensive literature is that hitherto, in the developed world,

policies have focused on best ways to allocate resources, accountability,

curriculum reform, refined assessment systems, and better pre - service and in -

service teacher training to improve student performance. These policies yielded

rather limited results because they neglected the needs of the teacher who plays a

pivotal role in education. These forced the politicians to rethink strategies which

considered the needs of teachers. Research has been carried out extensively in the

developed world on teacher motivation and conclusions drawn that it is rather the
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nature of teaching that makes it motivating than the pecuniary (monetary) gains it

offers teachers (Akyeampong & Bennell, 2007).

Spear et al (2000) did an extensive literature review in the United Kingdom and

came out with a conclusion that the main factor that contributed to teachers' job

satisfaction was working with children. In the same review, work overload, poor

pay, and perceptions of how teachers are viewed by society were the influential

factors of teachers' job dissatisfaction. Finally, they recommended that for

teachers to enjoy high job satisfaction, they need intellectual challenge, a high

level of professional autonomy, to feel that they are benefitting society, to enjoy

good relationships with their colleagues in other professions and to spend more

time working with children.

In the developed world, studies have shown that financial incentives have been

found not to have enough effects on increasing teacher motivation. The dominant

factors responsible for teacher motivation are intrinsic in nature and that higher

order needs influence teacher motivation a lot (Sylvia & Hutchinson, 1994). Deci

and Ryan (2001) even concluded that extrinsic rewards have contributed to low

intrinsic motivation. According to Akyeampong et al (2007), patterns of

motivation are also influenced by teacher's personal characteristics and the

perception of their role as teachers. In all, one would have thought that teachers in

the developed world are well motivated as professionals but the literature shows a

contrary view. Teachers are the professionals who suffer the most as compared to

other professionals from lack of occupational motivation (Evans, 1998).
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2.6 Teacher Motivation in the Developing World

Education for all (EFA) has not taken serious the pivotal role teachers play in

education in its discussions on matters of education in the developing world.

Teachers pay and motivation related issues are usually undermined or even

ignored (Akyeampong et aI, 2007). National policies, programs and projects are

now focusing on improving teachers' competences and working environments as

well as the promotion of greater school autonomy with the ultimate intension of

improving teachers' motivation. However, many of the reforms have geared

towards changing teaching practices and the increase of teachers' workload

without enough attention to low remunerations. In sub Saharan Africa, teachers

are asked to change pervasively their teaching practices at a time they are

increasingly de-motivated. In the developing countries, the teaching force is

demoralized and fractured according to VSO (2002) studies in Zambia, Malawi

and Papua New Guinea as case study developing countries.

Also, a report by Global Campaign for Education (GCE) came to a conclusion

that "it is evident that in the five years since the Education for All goals were

restated in Dakar, improving teacher motivation has since not been sufficiently

prioritized as a major concern of national or international policy makers. As a

result, teacher motivation and morale remain in a chronic state of decline".

Factors contributing to this are; large class sizes, poor teacher training,

employment of para-teachers, cost cutting measures such as multiple shift and

poor pay (GCE, 2005 cited in Akyeampong et al, 2007).
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2.7 Strategies of Teachers' Motivation

"A strategy is the determination of the basic long term goals and objectives of an

enterprise, and the adoption of courses of action and the allocation of resources

necessary to achieve those goals" (cited in Cole, 1995). This definition centers on

the formulation of goals and objectives and the choosing of an appropriate course

of action as well as the allocation of the needed resources to be able to achieve the

objectives and the goals in the long run and fits very well in this research.

2.7.1 Remuneration as a strategy to motivate teachers

One of the strategies used to motivate workers is pay. This could be a financial

reward given to an employee in return for a piece of work done. Thus money

given to teachers as a way of recompensing them constitutes their pay. Some

researchers argue that pay lowers employees' motivation. Deci (1972) posited a

view that money actually lowers employee motivation by reducing the intrinsic

reward that an employee receives from a job. Slater (1980) argued that getting

people to chase money produces nothing but people chasing money. In that

research Slater held that the use of money as a motivator results in a progressive

degradation in the quality of everything produced. Contrary to these views, Mae

(2012) stated that studies show that almost everybody is motivated by money to

some degree, many to a moderate degree and most to a great degree when

compensation is properly designed.

"In a national survey oj 1200 randomly selected Us. employees across many

different types and sizes oj companies 54% oj employees rated direct financial
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compensation as "very important" or "extremely important" to motivation". "In a

national survey of 2500 employees, 84% of those who understood their

organization IS reward/performance link believe they can help make a difference.

If they also believe that the company will share its success when the strategy is

achieved, 91% say they are motivated to help the company succeed" (Mae, 2012).

A pay as a strategy to motivate teachers is based on its perceived equity In

relation to other jobs (Romeo, 2007). Research findings conclude that pay

motivates because the importance of an individual in today's economic space is

determined by the financial rewards he or she gains (Bull, 2005).

Bennell et al (2007) argued that in developing countries, teachers pay systems

share the same characteristics as public sector pay systems. Only in India and

Lesotho do qualified teachers earn anything like a living wage that covers even

their most basic subsistence needs (VSO, 2002).

According to Bennell et al (2007), formal education and seniority or experience

determine the salary scales of primary and secondary school teachers without any

link to teachers' performance in developing countries. Further, Bennell concluded

that an overwhelming consensus from stakeholder and teacher interviews in

all(including Ghana) but two (India and Nepal) of 12 case study countries show

that teachers are badly underpaid and that this is the cause of teachers low morale

and hence, low motivation.
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Despite the fact that this low pay leads to low standards of living, teachers are

expected to maintain high ethical standards, conduct themselves well both outside

and inside classes, maintain sacrificing spirit and devote their lives to educating

the young ones (Haq and Islam, 2005 cited in Bennell et al, 2007). 36% of

respondents in Rural Ghana agreed that as teachers, they do go to school hungry

(Bennell & Akyeampong, 2007). According to Davidson (2004), all teachers in

Tanzania had a feeling that their salaries were too small. To teachers in Tanzania,

owning a car, sending a ward to top private school perceived to be the best,

visiting Europe, were simply dreams impossible to realize. According to Esme

(2006), stakeholder respondents arrived at a consensus that teachers in Malawi

were underpaid and that was the main reason their motivation was low. This

suggests that pay can motivate teachers only when it is adequate. The low-paid

teachers engage in other employments to meet their survival needs. Those in

urban areas could involve in extra teaching or other businesses. Those in rural

areas where education is a secondary issue do other businesses to earn living. This

situation seriously denies teachers the focal strength they require to perform well

as full time employees in the formal education system.

2.7.2 Promotion as a strategy to motivate teachers

In the environment of work, every employee's dream is to get promoted to attain

higher status and a raised salary. However, while some really do succeed in

getting promoted, others do fail perhaps for lack of good performance. Promotion

is an extrinsic reward which engenders extrinsic motivation. Promotions in

organizations do serve two important but distinct purposes. In the first place,
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individual employees differ in their abilities and skills. Jobs equally differ in

terms of the demands they place in the hands of employees. In this regard,

promotions are used to match individuals to jobs they are best suited. This

matching process takes place over time as employees accumulate human capital

and as more information is generated about the employees' talents and

capabilities. The second role promotion play is the provision of incentives for

lower level employees who value the pay and prestige associated with promotions

(Baker, Jensen & Murphy, 1988).

Promotion is a teacher motivation strategy which - if used well - could lead to a

healthy competition among teachers (Naseer, 2008). However career progressions

opportunities are limited in most countries meaning a teacher's salary increases

only a little over time (Akyeampong et al, 2007). In most cases, heads do not take

issues of fair promotions seriously. This is either they do not have managerial

background and by that do not understand the motivational potential of it or that

they intentionally infringe upon the rights of the teacher to progress through his or

her career ladder.

2.7.3 Incentives as Strategies to Motivate Teachers

An incentive is a general term covering material rewards given to teachers

strategically, to motivate them to put up their best in the classroom. These range

from allowances which are direct financial benefits to rewards that are non

financial benefits. A number of incentive packages exist for teachers in the

metropolis and the nation as a whole.
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2.7.3.1 Incentive Packages

Incentives have been identified and used as sources of motivation to teachers long

before. At first, these incentives were directed at teachers in deprived areas alone.

Even today, emphasis is still placed on the rural teacher to the neglect of the

supposed urban teacher. In October 2001, 5000 radio cassette players and 5000

sets of cooking utensils were given to teachers in deprived areas as incentives. In

2002, bicycles numbering 9000 were distributed to teachers. Also, in 2006 53

deprived districts were given 8,280 bicycles as incentives (Tanaka, 2010). There

are other financial rewards for teachers such as T & Ts, responsibility allowances,

maintenance allowances among others (GES, 2012). All these are aimed at

motivating the teacher for good performance.

2.7.3.2 The best teacher award scheme

This scheme started as early as 1995 with the intention of motivating teachers to

do excellent jobs. Not only did it intend to motivate teachers for best

performance, it also sought to retain qualified teachers in the field and improve

the overall effectiveness of teachers in classes (MoE, 2007).

According to Tanaka (2010), "all classroom teachers in Primary Schools, Junior

Secondary Schools, Senior Secondary Schools, Special Education, Technical

Institutions and Teacher Training Colleges in both public and private institutions"

are eligible. Teachers should equally have taught for at least five (5) years to

qualify as award winners with teachers in rural areas having an added advantage.
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"There were 12 categories in 2007, two of which are primary and JSS teachers.

The selection of winners of primary and JSS teachers starts at the lowest level -

the circuit. The names of outstanding teachers are short-listed by the circuit

supervisor of a circuit, who has managerial supervision of a number of schools,

and are recommended by the head of institution to the director of the DEo. The

identification and selection of candidates continues at regional level andfinally at

national level" (Tanaka, 2010).

The best teacher award assumes the greatest ceremony at the national level on

teachers' day in every October annually. GES (2007) had it on records that in

2007, the overall best teacher was given a 4-bedroom house and a computer.

2.7.3.3 Study leave with pay

In order to promote the upgrading of teachers who are already in the service in the

country, teachers are allowed to go for further studies while collecting their full

time pay. This offers teachers the opportunity to acquire higher degrees of benefit

to the education sector. There are some subjects or courses selected with the aim

that a pursuit of such subjects will finally land the beneficiary in the classroom

again. Some of such subjects are English, Social Studies among others (GES,

2007). For a teacher to qualify he or she has to teach for at least three years but

those in rural areas qualify with two years in service. Beneficiaries who qualified

in 2006/2007 academic year numbered 3000 (MoE, 2007). In order to restrict the

rate at which teachers leave for further studies, all the districts are given quotas.
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Teachers who however do not meet the requirements can apply for study leave

without pay.

2.7.3.4 District sponsorship for trainee teachers

The district sponsorship strategy is for new entrants into the teaching field unlike

those discussed above. This is done by the various district assemblies to attract

newly trained teachers to the various districts in the country, especially, the

deprived ones where teachers do not want to accept po stings to. This is achieved

through financial support to the beneficiaries while they are still undergoing

training in the teacher training colleges (TTC). This leads to a bond between the

beneficiary and the sponsoring district making the beneficiary teacher serve in the

district for at least three years after training (TMA, 2011). As part of their

requirements entrants of TTC have to identify districts that will sponsor them. In

2006, 98% of TTC entrants numbering 8820 out of 9000 were sponsored by

various districts (Tanaka, 2010).

2.7.3.5 Teachers' upgrading programs

As part of the motivation strategies, a number of teachers' upgrading programs

have been put in place. This certainly is aimed at moving Cert 'A' teachers to the

diploma level as a basic requirement to be a teacher in the country today. The

Diploma in Basic Education (DBE) has become the minimum teacher

qualification in the country. Non professional teachers are by this given the

opportunity to acquire professional training through Untrained Teachers Diploma

in Basic Education (UTDBE). Both are measures to get qualified teachers in the
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classrooms to be able to meet the education objectives in Ghana (GES and

University of Cape Coast, 2007). By August 2007, 20000 untrained teachers had

enrolled into the UTDBE Program (Tanaka, 2010). The requirement is simply to

be an untrained teacher already teaching.

2.8 Teachers' Challenges

Today, teachers as professionals face a number of challenges as they try hard to

educate the young ones to be able to take up responsibilities in their communities

and the society at large. According to Mary (2010), teachers face eight challenges

as professionals. Some of these challenges include; large class sizes, technophile

students, inadequate parental involvement in children education, low salaries,

health and finding the funding. Other challenges are inadequate TLMs and poor

in-service training. Some are looked into in detail below.

2.8.1 Large class sizes

The issue of e 'reduced class size' has become a bone of contention among

education researchers the world over. While some argue against a reduced class

size', others argue in favor of it. Opponents of this idea (reduced class size) argue

that it will not make any difference in terms of students' achievements. Hanushek

(1998) posited that of 277 estimates on the effects of class size reduction, 15

percent find significant statistically positive effects for small class size, 13 percent

find negative effects and 72 percent find no effects or statistically insignificant

effects. Hanushek (1998) states;
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"The broad array of approaches with different methodologies and sources of

evidence, has provided quite a consistent message that broad reductions in class

size are unlikely to produce significant improvements in student achievement. "

To him, a small class is likely not to have any impact on student learning and will

hence not result in any better student achievement.

The size of a class is certainly the pnmary determiner of the individualized

interactions teachers can have with their students. Proponents of small class size

argue that the smaller the class size the greater the individualized student -

teacher interaction purposively to improve the quality of learning and to bring

about high students' achievement. Garue et al (2007) reported after a study that

"There are indeed significant effects on student achievement related to 'reduced

class size', but the effort itself does not guarantee success without additional

attention to teacher quality, increased funding, availability of necessary facilities

and community / district belief in the reform".

In Georgia, when state funding was cut and all limits to class size were out-voted

by the State Board of Education, there followed a confession that it was tough for

educators but even tougher for learners. According to Mary (2010) one student of

Los Angeles in a news article was reported as saying, "There are a lot geniuses

sitting in the back of our classes, but they don't get properly taught in classrooms

with more than 30 other kids". According to Muheeb (2004), conditions of

teaching are better in the private schools in Lagos particularly, due to small class

size (30 students in a class). Michealowa (2002) in a study found that large class
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size among others had negative effects on teachers' job satisfaction. All these

point to the fact that large class size presents a challenge to teachers and learners

and small class size has some benefits to both teachers and learners.

Closely related to this phenomenon is pupil/teacher ratio. This is simply arrived

at by dividing the number of pupils by the number of teachers in a given school -

a procedure I have reservation with, giving the integrated nature of our education.

According to Kazeem (1999), private school teachers appear more motivated than

public school teachers because of much lower pupil-teacher ratio. He therefore

recommended that greater attention should be paid to the improvement of work

related conditions of teachers to improve the quality of education. Private school

teachers in Nigeria are more motivated than public school teachers as a result of

relatively lower pupil-teacher ratio in the private schools (Akinwumi, 2000).

2.8.2 Low salaries

Pay is the material and financial benefits an employee receives for doing a piece

of work. This refers to the remuneration received for a job done. Compared with

other remunerations to similar job holders in the work place, a pay could be

considered equitable or otherwise. In a study, VSO (2002) found that in 12 case

study countries in Africa, only in India and Lesotho that teachers earn a living

wage. Especially the large numbers of untrained and newly trained teachers in

these developing countries experience the worse situation of low salaries. Over

one third of teacher respondents in Ghana, Sierra Leon and Zambia agreed that
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teachers do go to school with Hunger (Bennell & Akyeampong, 2007). The

situation might not be different in Tamale Metropolis.

2.8.3 Inadequate teaching and learning materials

The teacher folk today face a number of challenges including inadequacy of the

very teaching and learning materials they need to make proper teaching and

learning. "It is well known among educators that, the educational experiences

involving the learner actively participating in concrete examples are retained

longer than abstract experiences. Instructional materials add elements of reality by

providing concrete examples to learning. Many authors have written on the use of

instructional materials both in teaching social studies and other related subjects in

order to enhance teaching for desired social and behavioural change"(Jimoh,

2009). Littlejohn and Windeatt cited in Kenji & Kathleen (2010) argued that

materials have a hidden curriculum that includes attitudes towards knowledge,

towards teaching and learning, towards the role and the relationship of the teacher

and students as well as values and attitudes related to gender, society, among

others. It is therefore, obvious that effective teaching and learning cannot take

place without the use of teaching and learning materials. Thus late arrival of it or

lack of it poses a serious challenge to both teachers and learners.

2.9 Motivating Opportunities for Teachers

A thorough review of literature in this area of the study indicated a want of

information on the opportunities teachers in the metropolis do enjoy. There appear

to be little or even lack of research into this area. In the literature, everything
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seems to point to teacher absenteeism, attrition and low motivation. A critical

review of Ghana Education Service records only revealed opportunities to

progress through the professional ladder starting as a classroom teacher to the

position of directorship (GES, 2012).

2.10 Teachers' Performance Issues

Performance could be regarded as any work behavior which is directed towards a

task or goal accomplishment. In this regard, teachers' job performance could be

described as the tasks performed by the teacher to realize school objectives and

goals (Obilade, 1999).

2.10.1 Performance Management

Management of workers' performance took roots around early 19905 as an

independent and special management system with the aim of improving the

performance of the worker (Dass, 2011). This system of evaluation does not

involve only the performance of the employees, it also takes care of performance

planning and improvement. As managers refocus strategically, they explore new

ways to improve employees' performance and realignment of the entire human

resource management to organizational objectives with the aim of motivating

employees to put up excellent performance (Isigicok, 2007 cited in Dass, 2011).

As Armstrong, et al (1998) noted, performance management provides an

opportunity for the integration of all human resource strategies and practices so

that they complement and strengthen each other. This has been shown to be

necessary for an organization's human resource architecture to deliver desired
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performance (Pfeiffer, 1998). Performance management can be valuable only on

condition that the various components of the system are aligned. Aligned bundles

of human resource management (HRM) practices create a mutually reinforcing

Increasingcondition that generates desired outcomes (McDuffie, 1995).

performance could be considered a distal product of the performance management

process with the intention to create employee motivation and commitment to the

achievement of organizational goals taking precedence.

Performance has to be linked to the development of the school and the individual

and both designed to (Dass, 2011):

.:. Support the school to meet its responsibilities to students, parents and

government through linking the performance of staff to school

achievement and government objectives .

•:. Provide feedback on performance to support ongomg learning and

development of staff with a focus on ways students learning can be

improved .

•:. Enhance the capacity of staff to develop competencies that are required to

be promoted to management positions in the school and other education

related offices .

•:. Provide a supportive environment in which performance can be improved

in situations when the required standards are not met.

.:. Do well to recognize effective performance through salary progression

and other benefits.
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2.10.2 Performance Management Feedback System

The concept of performance management has advanced into a feedback system

known as 3600 feedback system. That is a situation where the teacher takes the

center stage with all other stakeholders assessing and providing the teacher with

adequate feedback on his or her performance. In such a situation, bosses, peers,

subordinates as well as internal and external customers are involved in the process

(Mullins, 2010). Thus colleague teachers, heads, students, parents, circuit

supervisors, among others will constitute the sources of feedback to the teacher,

head or principal, and the circuit supervisor as well. It must be acknowledged that

the focus here is the teacher.

In such a feedback system, the leader provides a constructive feedback to

teachers. This will inform them as to whether they are accomplishing the

outcomes of the performance and development plans. Also, as the teaching staffs

are encouraged to work in teams, they equally seek feedback from team members.

The department leaders also encourage teachers to improve their performance by

giving them constructive feedback. Feedback from students and their parents as

customers of the school provide a valuable input (Tanaka, 2010). The learning

outcomes are indicators to how far the achievement resulted, while the praise and

criticism from the parents is valuable input to reset targets and goals. Overall, the

feedbacks will be considered for the teacher to face the challenge in the future

(Dass, 2011).
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Considering the case of the teacher, sources of performance feedback will include

the teacher in question, the head, and the leading teacher if they work in teams in

the school, as well as students and parents. As is seen in the figure below, this

kind of feedback system allows the teacher to take constructive criticism from the

head, the leaders, parents and students. This list is not exhaustible as it could

include external supervisors like the circuit supervisor (CS) and so on.

Figure 2.1. 360 Degree Feedback System

Leading Teacher's
evaluation

Parents'
Evaluation

Head's or Principal's
evaluation

I TEACHER APPRAISAL I

Students' Evaluation

Source: Adopted with modifications from Dass (2011)

2.10.3 Teachers Performance Standards

A study of the literature made it very clear that teachers' performance is looked at

in two ways. The first is to develop performance standards and secondly, develop

certain indicators to serve as pointers to the achievement of the standards

developed. In every work situation, clearly defined job responsibilities serve as

benchmarks for performance appraisals. The evaluation system should provide

sufficient and accurate information to both evaluatees (teachers) and evaluators
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(heads & circuit supervisors). This will make it transparent, fair and

comprehensive.

According to James et al (2006) teachers' performance standards refer to the

major duties performed by the teachers. Accordingly, there are seven performance

standards outlined in their book. These standards are briefly explained below:

One; every teacher should be able to do data driven planning. That is the use of

data to plan appropriate curricular activities, implement instructional strategies,

and the use of the right instructional materials to promote learning among all

students.

Two; a teacher should have a mastery of delivering instructions. Effective

instructional strategies should be used to promote student learning by addressing

individual learning differences.

Three; a teacher should have the ability to do proper assessment. The right tests

should be used to assess students' progress and development or learning needs.

Not all, the ability to do correct analysis of test results to drive an input into both

the short and long term instructional planning.

Four; a performing teacher should be able to promote a conducive learning

environment. Thus a well managed, safe and student centered learning

environment which is academically challenging.
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Five; a teacher capable of good performance should be able to do proper

communication. That is the teacher should communicate effectively with students,

other staff members, parents, and the community.

Six; for a teacher to be labeled a performer, he or she should exhibit

professionalism. The teacher should maintain professional demeanor, demonstrate

professional growth opportunities and contribution to the profession.

Seven; a high performing teacher should engender high student achievement.

Such a teacher's work should lead to acceptable and measurable students'

progress.

These standards are adopted in this work as the most detailed and elaborated. A

fair and comprehensive evaluation need to be done to reflect the complexities of

the teacher's job. These standards are believed to cover comprehensively the

intricacies of the work of teachers.

2.10.4 Teachers Performance Indicators

The ability of evaluators to do proper evaluation of teachers' performance

depends to a very large extent on the specificity and clarity of the performance

indicators used. A performance indicator is an example of observable and

probably tangible work behavior exhibited by a teacher (James et al, 2006). That

is a performance indicator is an example of the type of performance that will

occur if a performance standard is met. This is done in order to make clear to both

teachers and their evaluators job expectations. Each performance standard has its
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sample of specific performance indicators as is briefly explained below (James et

al,2006).

Standard one: Data Driven Planning

~ Design coherent lessons based on knowledge of subject matter and

students performance data

~ Identify learners' learning needs and plans lessons to meet them

~ Able to select the right teaching materials and methods or strategies

~ Lessons should be planned to achieve desired objectives and goals

Standard Two: Lesson Delivery

~ Uses comprehensive materials and technology to promote teaching and

learning

~ Able to use a variety of appropriate teaching methods in lesson delivery

~ Teaches key knowledge and helps students develop critical thinking and

problem solving skills

~ Ability to base lessons on students' differences and individual needs

~ Ability to engage students in an active learning during lessons.

Standard Three: Assessment

~ Ability to use both informal and formal assessments

~ Provide specific feedback on time, collect and maintain data records

~ Analyzes, interprets and uses information to guide further lesson planning

~ Gives students self assessment strategies

Standard Four: Learning Environment
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~ Ability to establish rapport in a climate of respect and trust

~ Able to recognize and appreciate student diversity and diversity among

teachers

~ Implements school and classroom rules fairly and consistently

~ Ensures safe and positive learning environment and maximizes

instructional time

~ Involves students by providing student - centered learning environment

Standard Five: Communication

~ Uses accurate language and acceptable forms of oral and written

expressions

~ Ability to explain concepts and lesson content to students in a step by step

logic and age appropriate manner

~ Share main instructional goals and classroom objectives with students and

parents/guardians

~ Ability to initiate communication and responds to parents/guardians

regarding students expectations, progress and concerns m timely and

confidential manner

Standard Six: Professionalism

~ Maintains a positive prototype of professional behavior (appearance,

punctuality, attendance, etc)

~ Maintains and respects confidentiality

~ Demonstrates knowledge and skills in subject matter
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~ Ability to assess and identify areas of personal weaknesses and strengths

related to professional skills and their impact on learners

~ Sets goals for professional performance and improvement of skills

~ Takes part in professional growth activities and incorporates learning into

instructional practice

~ Performs assigned school duties in line with policies and procedures

Standard Seven: Students' Achievement

~ Sets measurable and achievable goals for student progress

~ Use assessment data information to monitor student progress and modify

lessons to suit students' needs

~ Identify and establish additional means of support to mcrease the

achievement levels for all categories of students

~ Provide evidence of achievement of goals being met

However, it has to be made clear that though this list is comprehensive, it is not

exhaustive.

2.11 Public / Teacher Relationship

In this section a detailed consideration will be given to the kind of relationship

that exists between teachers and the general public. This is because this

relationship breeds a number of issues that may border on teacher motivation and

performance. Some of these issues may include public perceptions about teachers,

community support and teachers' motivation as well as teachers' status as

professionals. All these are shaped by the attitude of the public towards teachers.
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2.11.1 Community Support and Teacher Motivation

The word community is defined variously by different scholars. Bray (1996)

considered three types of community to be relevant to school management. Thus

geographic community defined in terms of members' place of residence such as a

village, town or district; religious and ethnic communities involving religious

groups such as Muslims and ethnic groups such as Dagomba; and communities

based on common concerns including children's education or the aims of parent-

teacher associations (PTAs). The word community refers to a specific group of

people (a geographical community, a church congregation) or it can describe a

quality of relationship based on certain values and principles. A community is a

group of two or more people who have been able to accept and transcend their

differences regardless of the diversity of their backgrounds (social, spiritual,

educational, ethnic, economic, political, etc.) to be able to communicate

effectively and openly and to work together toward goals identified as being for

their common good (Jerry, 2004). A community is a group of people who live in

both social and physical proximity with common development experience and

agreeing to work for their common good.

Communities have a role to play when it comes to keeping teachers in their

schools and motivating them as well. When a teacher experiences unfriendly

relationship with a community he or she is posted to the end result is a poor

performance and a consequent transfer. Chapman (1994) argued that the high

teacher turnover in rural communities is due to poor teacher-community

relationship. In another study, Hedges (2000) found out that teachers tend to feel
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valued by community members when they provide them with food stuffs and

accommodation. Teachers' relations with communities, especially rural

communities, play important roles in teachers' lives in Ghana (Roberts, 1975). A

positive teacher/community relationship will play an important role in motivating

them for best performance.

2.11.2 Occupational Status of Teachers

Traditionally, teachers' strong intrinsic motivation has been closely related or

associated with the high status they enjoy in the face of the General public. This

was undoubtedly the case during the colonial period in Africa and Asia and also

during the early independence period. It is now widely argued that the status of

teachers, especially in Sub-Saharan Africa, has declined considerably during

recent decades. Even though this is a worldwide phenomenon, the factors that are

responsible for the de-professionalization of teachers are pronounced more in

developing countries than in the developed world. These factors include

prolonged economic and social crisis in the developing countries leading to the

diversification of the teaching force. As such, the reliance on less well-educated

and less qualified teachers with lower job security, feminization of the teaching

force, lower standards of teaching, and a sizeable decline in teachers' standard of

living (Bennell, 2004).

Occupational status depends on the value the public place on the competence, role

and overall contribution of the occupation (teaching) to individual and societal

welfare as a whole. An occupation that has attained 'professional standing' share
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a common set of features which includes an ideal public service with a strong

professional code of conduct (Bennell, et al, 2007). It is quite obvious that

teachers and doctors or bankers cannot compare well today due to differences in

their financial standing. Today, professions that are well paid attract high status in

the eyes of the general public. Teaching as a profession did not start with a low

standing as it appears today. There has been a broad consensus that before

independence, teaching was considered by all sections of society as a highly

respected profession. Indeed teachers did play leadership roles in communities

they found themselves and served as role models. The turning point took root

when after independence, the demand for educated labor grew very fast and many

teachers had to leave the profession. They took up other jobs in both the public

and private sectors. These marked the beginning of teacher motivation crisis in

Nigeria and the public began to look down on those who remained in teaching

(Adelabu, 2005). What compounds the problem is that school leavers decide to go

into teaching only when they are not able to secure a job in the other sectors.

Indeed teaching today is the last resort for school leavers, leaving the profession

with low status in the face of the general public.

2.12 Conclusion

The review of literature was an extensive look taken to unearth major issues on

teacher motivation and performance. The need to utilize a multiplicity of

motivation theories (content & process theories) by managers in practice was

brought to bare. A number of challenges teachers face were unearthed including

large class sizes and the dearth of teaching and learning materials. The importance
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of positive public / teacher relationship in teacher motivation and performance

was made conspicuous. Apart from the progress through the lower levels of

teaching to the top levels, there seem not to be any serious research into other

opportunities teaching offers teachers especially in the Tamale Metropolis. Thus

the review was extensive and exhausted all aspects under consideration.
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CHAPTER THREE

METHODOLOGY

3.1 Introduction

This chapter deals with methodical aspects of the work. It outlines the research

design and the various methods used in sampling, data collection, and data

analysis. It certainly, does not leave out tools of data collection, analysis, and how

the information obtained thereof is presented.

3.2 Research Design

obtain the overall picture of teacher motivation and performance at a point in time

(~
A cross-sectional research design was adopted for this study. The study sought to--L-~ I

jin Tamale Metropolis (Kumar, 1999). Data was systematically collected at a point

in time, analyzed and presented to give a clear picture about the state of teacher

motivation and performance in the Metropolis. Qualitative and quantitative data

gathering methods were used. Researchers have agreed that both the quantitative

and qualitative approaches could be used in carrying out social research

(Neumann, 2003).

3.3 Profile of Tamale Metropolis

Tamale Metropolis is the fourth largest city in Ghana. The Metropolis is located at

the centre of the Northern Region, sharing boundaries with SavulugulNanton

District to the North, ToloniKumbungu District to the West, Central Gonja to the

South and Yendi Municipality to the East. It is approximately 922 sq. km,
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constituting about 13 per cent of the total landmass of the Northern Region. The

metropolis is also the capital of the Region.

Fig.3.1 Map of Tamale Metropolis

Source: Regional Town and Country Planning Tamale.

The 2010 Population and Housing Census put the population of Tamale at a total

of three hundred and seventy one thousand, three hundred and fifty one (371,351)

with 50.l % of it being females, 49.9% males, and 49.2% of the population is

under 15. The population growth rate is about 3.5%.

The metropolis is the principal center of education in the Northern Region. There

are about 362 public educational institutions in the metropolis. This comprises

257 kindergartens/primaries, 91 Junior High Schools and 10 Senior High Schools.

The rest are; two colleges of education, a polytechnic and a university. The city
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experiences a high school dropout rate at the JHS level (IBIS, 2010). This has

been a worry to the city's administration. The Education Ridge neighborhood

which covers an area of about 3km2 houses 20 public schools from kindergarten

to the university. The numerous trees lining this part of the city gives it a tropical

rainforest outlook.

3.5 Sampling Techniques.

Sampling is the process of selecting a few (a sample) from a larger group (study

population) to serve as the basis of a research work (Kumar, 1999). A sample is

therefore a smaller group that has been selected from a study population to serve

as the basis for the analysis of a phenomenon. A number of sampling techniques

(probability and non-probability) were used to arrive at a sample that was

representative enough given financial and other constraints.

In probability sampling, all the members have equal and independent chance of

being selected. In non-probability sampling however, all members do not have

equal and independent chance of being selected (Twumasi, 2005; Kumar, 1999) .

.
Purposive, stratified and simple random sampling techniques were the best for the

study. Purposive sampling technique which is based on the judgment that a

particular person or people can provide the best information on the topic was used

to reach the site of the study, heads of schools, teachers forming the focus groups,

unit managers, circuit supervisors, district director of education in charge of

human resources, chairmen of PTAs (Parent-Teacher Associations) and SMCs
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(School Management Committees) to be able to source data from them about

motivation practices and teachers' performance in the metropolis.

Also, the teachers' population was put into different strata based on levels of

education in the metropolis with the aim of making the sample representative

enough. After that the various proportions were determined and simple random

sampling which is the most commonly used method in selecting a sample, was

used to draw the sample for the survey. It gave every element equal and
••••.r'

independent chance of being selected (Kumar, 1999). Here, I identified all

sampling units in the teacher population based on the stratification and the sample

size, and then selected the sample using a computer programme called Microsoft

Excel 2007 with the help of a computer specialist.

3.6 Sample Units.

The sample units of the study were; teachers, head teachers, circuit supervisors,

unit managers and directors of education in charge of human resources, the Metro

Director of Ghana Education Service (GES) and the Metropolitan Chief Executive

(MCE), as well as PTA and SMC chairpersons.

3.7 Sample Size.

Out of the total teacher population, 245 teachers were selected usmg simple

random sampling for the survey. Also, 40 respondents were interviewed based on

the determination to do quality work. Again, different focus groups of teachers

with varying numbers but totaling 50 were contacted. Indeed, in qualitative

researches of this nature, where generalization could be done but not as the
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bedrock of the study, vivid description and explanation of the phenomenon at

hand became paramount. The intention here was a critical analysis of issues

pertaining teachers' motivation and performance within the Metropolis.

3.8 Methods of Data Collection

Survey, interview and focus group discussions were the methods employed to

gather the primary data. Secondary sources were contacted including desk studies

throughout the stages in this work. These are elaborated below.

3.8.1 Survey

A survey is a method employed to gather data from a sample. Ulmer and Wilson

(2003) believe that the strength of using surveys comes from the fact that "the

researcher can rely on outside observations". A survey was effectively employed

to seek general perceptions and held opinions about teacher motivation practices,

job based challenges of teachers in the metropolis, as well as issues relating to

teachers performance in the metropolis. Information obtained through the survey

was very beneficial by recording personal behaviors, attitudes, identities, and

definitions from a moderately high volume of respondents. The survey was very

useful for gaining information that was difficult to discuss or could not be

obtained by observation, interview or the focus group discussion.

Esposito and Murphy (1999) believe that quantitative data typically acquired

through survey responses do not give a very deep interpretation of occurrences,

such as open-ended qualitative interviews would provide. These "snapshot",

point-in-time measures give a shallow view that fails to give a rich or true
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assessment of the aspect of life being studied (Esposito & Murphy, 1999, p.406).

In this case, it would not have given detailed information on teachers' motivation

and performance within Tamale Metropolis. Since I was aware of this shortfall, I

balanced the equation with more qualitative data through careful structuring of the

questionnaires, interviews and focus group discussions.

In order to study aspects of life for research purposes, access must be obtained to

the information required. The nature of the research and questions asked helped

establish the type of access required. Remenyi, Williams, Money, and Swartz

(1998) believed that good research sites should have an entrance, established

trust, and possibilities for gathering credible or quality and suitable evidence. The

critical questioning skills used in this research helped much in that direction as

well as good community entry process.

Finally, questions concerning data collection analyzed whether the strategy for

data collection was clearly stated. With a clearly articulated method for data

collection, replications were obstructed and validity and reliability never came to

question. These questions addressed whether or not the best approach was chosen

for answering the primary research question. A simple, effective, straight to the

point and self administering questionnaire was used in the survey. This ensured

that both methodological and interpretation problems were curtailed.

3.8.2 Interview

An interview which IS a person-to-person interaction between two or more

individuals with a specific purpose in mind (Kumar, 1999) was used to obtain
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detailed data on teacher motivation and performance. A semi-structured

interview, to be specific, was employed with only an interview guide to interview

40 people on individual bases consisting of 22 teachers, 6 PTA chairpersons, 5

GES staff, 4 SMC chairpersons and 3 unit managers. An interview guide was

developed and effectively used to avoid straying from the topic. The disadvantage

of being bias was handled effectively by employing professionalism.

3.8.3 Focus Group Discussions

Focus Group Discussions (FGDs) are deep interactions with a group of people of

a homogenous nature depicted by certain characteristics to obtain indebt .,/

information on a topic of study in social research. FGDs should involve a

homogenous group of between six (6) to twelve (12) people. It allows the

researcher an insight into the issue under investigation (Krueger, 1998). In this

case, it gave me (the researcher) a deep insight into teachers' motivation and

performance in Tamale Metropolis. Focus group discussions were held with

mostly teachers to factor in the group perspective of the phenomenon. It also

helped the researcher to check on the data collected through the individual

interviews and the questionnaires as well. In all, five focus groups were organized

consisting of 12, 10, 8, 11 and 9 members in each case were organized in some

selected schools as was preferred. Each group members were pre-informed about

the meeting, given areas of discussion and given the opportunity to jot down their

opinions on the various thematic areas under discussion.
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3.8.4 Secondary Sources

Secondary sources were also contacted for secondary data which was extensively

used. School records, West African Examination Council records, The

Metropolitan Assembly records and other relevant publications were effectively

utilized not excluding the internet sources.

3.8.5 Desk Studies

According to Kumar (1999), the use of literature review is conspicuously to

justify a particular approach to a topic of study, the selection of particular suitable

methods, and the justification that the research contributes something new.

Thinking alongside Hart, literature review became core to this research. Through

literature review, theories in relation to the topic were analyzed and practical

applications of the theories were made clear. Through desk studies, peoples'

contributions to the topic were made very clear. Even before choosing the topic, I

had to employ desk studies to make it clear and focused. A careful selection of

journals, books, published and unpublished papers and mostly the internet was

done and the materials selected thereof were made good use of throughout the

stages of the research, simply, to produce quality work.

3.9 Data Analysis

Analysis of the data started as soon as data collection began. Editing - checking

the data for inconsistencies and incomplete responses - was immediately started

as soon as data collection commenced. After the editing, a code book was

developed, tested and the data coded. This is a process by which numerical values
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were assigned to the data. Verification was done and a computer software

program known as statistical package for social scientists (SPSS) employed to

analyze the data and the results displayed in tables and charts. As well, descriptive

and narrative statements were employed to lay bare teacher motivation and

performance problems confronting the Metropolis. Since the work is more of a

qualitative research, teachers' narrations as is depicted in the data analysis chapter

form the means of data presentation. These pieces of information were further

explained to make issues very clear to readers of the material. Only descriptive

statistics was employed to help in the vivid description of every datum in this

piece of work.

3.10 Quality Control, Validity and Reliability

In order to ensure quality, validity and reliability of the information, the

individual instruments used in collecting the data were tested and adjusted before

the actual collection of field data. The questionnaires were tried and tested to

ensure their validity and reliability. The interview and focus group discussion

guides developed to help in data gathering were equally tried to ensure their

validity and reliability. Validity is the extent to which a technique or instrument

measures what it purports to measure or discovers what it purports to discover.

Reliability is the ability of a research instrument to collect the same information

under the same or similar conditions at different periods of time (Kumar, 1999).

In this case, the research instruments were tried to see if they will collect valid

and reliable data. Further, efforts were made through triangulation to make sure

that qualitative, valid and reliable information was produced.
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3.11 Data Management

Ensuring that data was not missed in the process of collecting it or after collecting

it, the questionnaires were properly kept. Data entered onto computers were

backed up. Recorded information was immediately transferred onto a laptop

computer and backed up as well. Daily summary of every relevant piece of

information was done and kept very well. Secondary data collected from

secondary sources were organized and the relevant ones stored appropriately.

Photocopies of the relevant pieces of information were kept in files with

appropriate labels for easy identification and safekeeping.

3.12 Stages of the Research

The entire research was done in a number of stages. These stages are put into

three and well explained below.

Stage One:

This was the reconnaissance stage when wide readings and discussions were done

on broad basis in the area of interest to facilitate the decision to settle on the topic

and the study area as well. Here, preliminary enquiries were made in relation to

teachers' motivation and performance in the metropolis. Secondary sources were

contacted and widely read to identify the problem. Equally, a research proposal

was developed to serve as a clear guide to the actual research. This also included

the development of instruments of data collection. These instruments were tested

to ensure their validity and reliability.
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Stage Two:

The second stage was when the actual research was done. Data collection from

the metropolis and institutions in it was done. It was primarily the primary data

collection stage but also included preliminary data analysis. This however

involved only daily summaries of field data and debriefing. The stage indeed was

very tedious and resource demanding, especially transportation cost. Records

were difficult to obtain due to poor record keeping and others unwillingness to

give information. However, with the zeal and determination, the difficulties were

overcome and quality work was done.

Stage Three:

Mainly, this stage involved the analysis of the data collected from all relevant

sources at the second stage. Here the data were grouped and organized into

themes for easy identification and analysis. The quantitative and qualitative data

-.-r-- -
collected were coded and input into a computer. This was analyze0, using

.i

Statistical Package for Social Scientists (SPSS).

3.13 Conclusion

A triangulation as an approach was employed to do this research work as is

indicated in the above discussion. That is, a number of methods were made good

use of to do an effective work. The approach of triangulation played down on the

weaknesses of each method and provided reliable, valid and accurate data for the

study. Inferences drawn thereof were valid and reliable.
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CHAPTER FOUR

RESULTS AND DISCUSSIONS

4.1 Introduction

This chapter has to do with the presentation of information derived from analyzed

data obtained from the survey questionnaires, interviews and the focus group

discussions held with teachers and other education stakeholders with a minimal

observation. Data collected using the questionnaires were analyzed using SPSS

version 16. The output from this was stored in the form of tables and charts. The

qualitative information obtained based on the study objectives using interviews

and focus group discussions form an essential part of this chapter. Pieces of

information on teachers' administration, biographical characteristics of

respondents, incentives, opportunities for teachers in the metropolis, teachers'

motivation strategies, teachers' challenges, teacher/community relationship and what

teachers consider as motivators as well as performance issues are presented in this

chapter.

4.2 Demographic Characteristics of Respondents

This section deals with responses to a few questions on the questionnaire that

were aimed at unearthing some basic demographic information about the

respondents constituting the sample of the study. This was done simply, to give

readers a fair knowledge about the sample of the study. The characteristics

considered include ethnicity, age, educational level, employment status, and years

of service and salary levels of the respondents.
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4.2.1 Ethnicity

Through the survey, it was made known that teachers in the metropolis come from

diverse ethnic backgrounds. To mention but a few, teachers in the metropolis are

made up of Dagomba (Dagbamba) who are the majority(49.7%), Dagao, Gonja,

Mamprusi, Ewe and Frafra ethnic groups. This cultural diversity, certainly, will

have some consequences on the teacher-teacher relationships in the school

environment which could promote teaching or otherwise. Management of a

school need to recognize that in a workforce, trans-cultural issues (recognition of

individuals' unique cultural values, beliefs and practices) have to be considered in

drafting and implementing certain motivation and performance oriented

strategies.

4.2.2 Age Categories of Respondents

The sample was made up of respondents aged 20 to 50 and above. Fifty-two point

three percent (52.3%) of them aged 30 - 39. The table below represents the

various age categories, frequencies and percentages.

Table 4.1 Age Category of Respondents

Valid Age Category Frequency Percent

Responses 20-29 52 26.4

30-39 103 52.3

40-49 33 16.8

50 and older 9 4.6

Total 197 100.0

Source: FIeld Survey (2012)

68

www.udsspace.uds.edu.gh 

 

 



4.2.3 Educational Status of Respondents

Educational levels of respondents were explored in the survey to establish their

educational qualifications. It turned out that Diploma holders constituted the

majority of the respondents in the metropolis, making 43.1%. Degree holders

were the next largest group making 38.1% of the respondents. 8.6% of the

respondents were Cert 'A' holders with a few (4.1%) being SSSCE holders.

Another noticeable group was those holding post graduate certificates, making

6.1%.

4.2.4 Number of Years in Service

As part of the demographic questionnaire, respondents were asked to choose the

number of years they have served as teachers in the metropolis. This was done to

facilitate the determination of levels of experience of teachers in the metropolis. It

is believed that the higher the number of years one serves, the higher the

experience gained. From the statistics, it turned out that teachers who served for

1- 5 years are the majority followed by those who served for 6 - 10 years as is

indicated below. It is evident that the teacher population in the metropolis is

youthful. The advantage here is that these young teachers, if well motivated, will

do good jobs since they are young and energetic. Spending on them in terms of in-

service training will not mean a loss because they will still stay in active work for

long time before they retire as teachers. The more experienced teachers - those

who served for 6 - 10 years are 25.3% and are followed closely by teachers who

served for 11 - 15 years, making 23.7% of the sampled teachers in the metropolis.

These categories of experienced teachers can be relied on in organizing
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metropolitan and school based in-service training for the younger teachers.

Schulze and Steyn (2003) researched into educators and found that the more

experienced educators, as determined by length of service, are more easily

motivated and enjoy higher level of job satisfaction. Further research conducted

by Bull (2005) advances some support to this argument and found a significant

relationship between duration of service and job satisfaction.

4.2.5 Employment Status

On the questionnaire was a question which sought to establish the employment

status of teachers in the metropolis. The responses gathered show that permanent

or teachers on probation constitute the majority in the metropolis. Only 3.2% of

teachers in the metropolis are on contract and 2.6% are on internship or are

learners. Majority (94.2%) of teachers in the metropolis are permanently

employed. This is a sign of teachers' job security in the metropolis. Thus, most

teachers are permanently employed and will not be dismissed without any

tangible reasons.

4.2.6 Salary Levels

With the implementation of the Single Spine Salary Structure, the salary levels of

teachers in the metropolis now start from level 1 - 25 with each level having pay

point differentials. The salary levels were put into categories. These groups are; 1

- 5 with 8.9% respondents, 6 - 10 with 16.3% of the respondents, 11 - 15 with

48.4 of the sampled respondents, 16 - 20 with 26.3% respondents of the sample
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and the last group, 21 - 25 with 0% of responses from the sampled respondents in

the metropolis.

4.3 Teacher Administration in the Metropolis

4.3.1 The Administrative Structure

The administrative setup of education in the metropolis is excellent. On top of it is

the Metropolitan Director of Education who is deputized by four (4) deputy

directors. All the four deputy directors have their clearly spelt out responsibilities

and answer directly to the Metropolitan Director of Education. One is in charge of

human resources, one in charge of administration and finance, and another in

charge of supervision with the last but not the least being in charge of statistics.

One cannot leave out the role of the various unit managers who are in charge of

the various education unit offices affiliated to the religious sects in the metropolis.

These unit managers also directly respond to the Metropolitan Education Director

who in turn responds directly to the Director General of Education resident in

Accra.

The entire metropolis is subdivided into 28 circuits with circuit supervisors

responsible for the supervisory work in these circuits. These circuit supervisors

work directly under the Deputy Director in charge of supervision. The circuit

supervisors work directly with the heads of the various basic education

institutions in the metropolis. They also have direct contacts with teachers in these

institutions under their supervision by visiting the schools. Through this superb

supervisory structure, information flows from the Metropolitan Director of
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Education through the Deputy Director in charge of supervision, the circuit

supervisors, and head teachers to teachers and the reverse. The structure of the

Metropolitan Education Administration is diagrammatically presented below;

Figure 4.1 Organizational Structure

.>: Metropolitan Director of Education
Unit

~ OtherManagers
School
Heads

Deputy
Director: Deputy Director: Deputy Director: Deputy

Human Administration & Director:

Resources Finance Supervision Statistics

IWelfare Staff II IIAccountantCircuit
Clerical Staff Supervisors

Heads of the Various Educational Establishments in the Metropolis

Teachers in the Various Educational Establishments in the Metropolis

Source: Author's Construct (2012)

In the case of second cycle institutions, the heads do the supervisory work. They

answer to the Metropolitan Education Office however. Heads of other educational

establishments like the Training colleges and the polytechnic do the supervisory
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work. They however, work in collaboration with the Metropolitan Director of

Education in resolving educational issues including those affecting staff (teaching

and non teaching staff alike).

4.3.2 Supervision / Leadership

Supervision plays an important role in job performance because through that an

employee's motivation can be improved if a supervisor is capable of providing

technical support to the employees. In the metropolis, circuit supervisors and

heads of schools supervise teachers directly. In the survey, 7.1% and 24.9% of

teachers strongly disagreed and disagreed that their supervisors are satisfied

easily. 30.5% were neutral, 32.5% agreed that their supervisors are satisfied easily

and 5.1% strongly agreed their supervisors are easily satisfied. The issue here is,

if a supervisor is not easily satisfied, it is a sign that his or her employees are

assigned difficult objectives. If these objectives are accepted by teachers under

those supervisors, it will result in better performance.

The Goal Setting Theory, which is largely attributed to Locke (1968), proposes

that an employee's intention to work towards a goal forms a major source of work

motivation. Specifically, it suggests that specific goals increase performance. That

difficult goals, when accepted, result in higher performance than do easy goals

and that where there is feedback, it leads to higher performance than where there

is no feedback. It is assumed that holding other variables constant, the more

difficult the goal, the higher the level of performance. However, it is also true that

the goal must be accepted by the individual and that easier goals are more likely
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to be accepted. The task difficulty must therefore be easy enough to ensure

acceptance from the teachers but difficult enough to encourage a high level of

effort. To achieve this, teachers must be part of the goal formulation process in

the schools (Mullins, 2010).

Also, it is the responsibility of a supervisor to support workers when the need

arises. Teachers as employees are not exception. The survey results showed that

5.6% of teachers strongly did not agree that their supervisors support them if there

are problems. 14.7% disagreed and 15.7% were not sure of their decisions on this.

In all, 20.3% of teachers are of the view that their supervisors do not support them

if there are going through problems as teachers. This is a worrying situation since

the supervisor is equally to ensure that teaching related problems are kept to a

bearable minimum to facilitate effective teaching and learning. The good news

though is that 52.3% of respondents agreed that their supervisors support them

when they have difficulties and 11.7% strongly believe that their supervisors

support them in periods of difficulties.

Table 4.2 Supervisor support when we have problems

Valid Response Category Frequency Percent
Responses Strongly disagree 11 5.6

Disagree 29 14.7

Not sure 31 15.7

Agree 103 52.3

Strongly agree 23 11.7

Total 197 100.0

Source: Field Survey (2012)
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Another issue explored in the survey was whether the supervisors are

warmhearted or not. This probably would depict the relationship that exists

between the supervisors and the supervised (teachers). The responses are that

3.6% did strongly not believe their supervisors are warm-hearted, 12.2% did not

also believe their supervisors are warm-hearted. 45.2% agreed their supervisors

are warmhearted and 10.2% strongly believed their supervisors are warmhearted.

Thus 55.4% of the respondents had the belief that their supervisors are

warmhearted. With this, one can convincingly say that most of the supervisors

could have good relations with teachers as social beings. This could give teachers

the surety that they are secured and will not be vilified or witch-hunted. In all, it

boasts teachers' moral and makes them confident at work culminating in the

motivation of teachers in the metropolis.

The figures are supportive in that in another exploratory effort, it was made

obvious that 15.2% of teachers strongly believe that their supervisors are not

interested in fault finding and 41.1% believe but not strongly that their

supervisors are not interested in finding faults. 20.3% of the respondents remained

neutral whereas 19.8% believe supervisors are interested in fault finding with only

3.6% strongly believing that their supervisors are interested in fault finding. In

total, 56.3% do not agree that teachers' supervisors in the metropolis are

interested in faultfinding. As a consequence, 70% of teachers are satisfied with

their supervisors in the metropolis. The table below explains it all.
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Table 4.3 Supervisor Attitude

IValid Response Category Frequency Percent
Responses Strongly disagree 5 2.5

Disagree 33 16.8

Not sure 21 10.7

Agree 121 61.4

Strongly agree 17 8.6

Total 197 100.0

Source: Field Survey (2012)

4.3.3 School Inspection

The Metropolitan Education Office has an inspectorate responsible for visiting

schools to check on teachers' performance and other school based challenges. In

the survey, responses were in favor that school inspectors do visit the schools

regularly. Totally, 55.4% of teachers agreed that school inspectors regularly visit

schools. In another vain, 30.9% of respondents disagreed to the idea that school

inspectors do regularly visit schools. This could be a source of worry because

these visits are supposed to unveil teachers' challenges and to help find solutions

to them to facilitate effective teaching and learning. Additionally, 40.1 % of

teachers hold that the inspectors do not show interest in their welfare as teachers.

These results are presented in the table below.

76

www.udsspace.uds.edu.gh 

 

 



Table 4.4 School Inspection

Valid Response Category Frequency Percent
Responses Strongly disagree 34 17.3

Disagree 45 22.8

Not sure 55 27.9

Agree 52 26.4

Strongly disagree 11 5.6

Total 197 100.0

Source: FIeld Survey (2012)

4.4 Teacher Motivation Strategies

The study revealed remuneration in the form of salary or incentive, promotions,

in-service training and others as strategies to motivate teachers in Tamale

Metropolis. These are discussed below.

4.4.1 Teachers' Remuneration

Remuneration is any benefits or payments given to teachers for the work they do.

This is all about the rewards given to teachers as recompense. Various forms of

them are explained in this section.

4.4.1.1 Benefits / Incentives

Among the most efficient strategies used to motivate employees are monetary

incentives (Akintoyo, 2000). Far back in 1911, Frederick Taylor and his scientific

management associates referred to money as the most important factor as far as

motivating the industrial workers to achieve greater productivity was concerned

(Adeyinka et aI, 2007). Accordingly, Taylor advocated the institution of incentive

wage systems to stimulate employees to higher performance, commitment, and
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consequently, satisfaction. Money has a significant motivation power in as much

as it symbolizes intangible goals like security, power, prestige and the feeling of

achievement and success. Banjoko (1996) stated that many managers use money

to reward or punish workers. This is accomplished through the process of

rewarding employees for higher productivity and by instilling fear of lost of job

resulting from poor performance. Today, it is obvious that well incentivized jobs

attract the best skills. Katz demonstrated the motivational power of money using

job choices. He explained that money possess the power to attract, retain and

motivate individual employees towards high performance (Adeyinka, et al, 2007).

The desire to get promotion and get higher pay may also motivate employees to

perform highly should promotion be based on high and quality performance. A

number of benefits enjoyed by teachers were mentioned in the survey

questionnaires, interviews and focus group discussions in the metropolis. These

include; best teacher awards, T & Ts, refund of hospital expenses which I call

'health allowance', maintenance allowance, responsibility allowance, tax relief,

leave, study leave with or without pay, promotions, and car allowances for PS and

above. Teachers, however, expressed dissatisfaction with them. Some of these are

considered below.

4.4.1.2 Teachers' Pension Benefits

Since financial rewards have been established theoretically and practically to have

some bearing on work motivation and performance, a number of questions were

asked in this area on the survey questionnaire. The first to be considered was

teachers' pension benefits. As a questioning style, the respondents were made to
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respond to a statement which suggested that teachers' pension benefits are good.

In that regard, 37.6% and 31.5% of the respondents strongly disagreed and

disagreed that teachers' pension benefits are good. 2% and 2% strongly agreed

and agreed respectively that teachers' retirement benefits are good. In all, 69.1%

of the respondents did not agree that their pension benefits are good. What was

more interesting here is that 26.9% of the respondents were silent on the issue. In

a focus group discussion, most teachers said they have not enough information on

the new pension benefits. That all they know is that there has been some changes

to the SSNIT pension scheme. But the details are not made available to them as to

how much a teacher retiring with a given salary level will take as pension

benefits.

4.4.1.3 Teachers' Medical Benefits

Another area explored in the research was teachers' medical scheme. "Had it not

been because of the introduction of the national health insurance scheme, this

statement would have been left out", an interviewee said this during an

interaction. In the survey, 44.2% and 25.4% ofthe respondents strongly disagreed

and disagreed respectively that their medical scheme is satisfactory. Twenty-three

point four per cent (23.4%) of the respondents did not express their opinion on the

issue. Only 1.5% of the respondents strongly agreed that their medical scheme is

satisfactory and 5.6% agreed in the same direction but not strongly.
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4.4.1.4 Teachers' Work Leave

As teachers, they have the opportunity to enjoy work leaves. Some of the work

leaves mentioned during an interview are; maternity leave (for women), study

leave with or without pay, casual leave and annual leave. However, an officer in

an interview said that teachers are encouraged to take their leaves during holidays

so it does not affect classroom work. He added that as teachers, they have no

holidays. Hence when they are to travel during holidays, permission will have to

be sought. Results from the survey show 17.8% of the respondents strongly not in

agreement with the statement, I never have problems with my arrangements for

leave. Thirty-five percent (35%) also disagreed with the statement but not

strongly. While 26. 4% did choose 'not sure' meaning they did not express their

opinion on the issue. However, 18.3% of the respondents agreed that they never

have problems with their leave and 2.5% strongly agreed to the statement. In all,

20.8% of the respondents agreed that they never have problems arranging for their

leaves while 52.8% have. This demotivates teachers' in the Metropolis.

4.4.1.5 Accommodation Benefits

Equally, accommodation as an incentive received 65% strong response in

disagreement to the statement - I enjoy accommodation incentives. 18.8% also

disagreed to the statement and only 4.1% did not express their opinion on the

issue of accommodation. However, 6.6% and 5.6% of the respondents agreed and

strongly agreed to the statement respectively. This could result in no motivation

of teachers within the Metropolis.
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4.4.1.6 The Best Teacher Award

Somewhere around 1995, the best teacher award started in Ghana. The sole

intention being a recognition of the hard work that teachers do in bringing up

younger generations in the country from nowhere into well educated personnel

capable of taking up any responsibility in all aspects of the economy. Teacher

motivation, as it stands today, has long been thought of. The best teacher award

was instituted simply to motivate teachers for high performance and assist restore

the respect that the teaching profession had hitherto (until then) enjoyed. Teachers

who are apt for the awards are "all classroom teachers in Primary schools, Junior

Secondary Schools, Senior Secondary Schools, Special Education, Technical

Institutions and Teacher Training Colleges in both public and private institutions

(MoE, 2007).

Also, for a teacher to qualify, he or she should have been in the service for a

period of five years. The selection criteria showed some preference for teachers

serving in rural areas. In 2007, there were 12 categories constituting the awards.

Among these were primary and junior high school teachers' categories. The

selection of the primary and junior high school categories usually starts at the

lower level. That is, it starts at the district level where the district best teacher is

selected. Automatically, the district best teachers and the runners-up compete at

the regional level for the regional best teacher award. The regional best teachers

and their runners-up will then be forwarded to the national level for further

selection towards the national best teacher award. However, in the survey, most of

the respondents were of the view that the selection process is not the best.
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Majority (67.9%) of the responses indicated that teachers are not satisfied with the

selection process. They believe it is not free from bias and corrupt practices. In

the individual interviews with teachers as well as the focus group discussions, it

was one of the most mentioned issues as being dissatisfying. The beauty however

is that teachers are not dissatisfied with the awards themselves but the selection

process. As such, the best teacher award still has the potential to motivate teachers

in the metropolis and the nation at large only if the selection process is made

transparent and free from bias. Teachers in the metropolis believe that if you are

stationed in the metropolis you stand the greater chance of being an award winner

at the regional level as well as the national level.

4.4.1.7 General Opinions on Teachers' Incentives

Responses were also sought from respondents concerning other benefits aside

salary. 14.7% of the responses were strongly not in favour and 12.2% were simply

not in agreement meaning they enjoy other benefits aside salary from their work.

Only 3% of the respondents remained neutral to the statement. On the other hand,

24.9% Of the respondents agreed they do not enjoy any benefits aside salary from

the work they do as teachers in the metropolis. Not all, 45.2% strongly agreed to

the statement. In all, 70.1% of the respondents agreed to the statement, saying that

they do not enjoy other benefits aside salary from the work they do.

Also the issue of financial benefits besides salary was explored and the responses

indicated that 53.8% of the respondents were strongly against the idea that they

enjoy financial benefits besides salary from the work they are doing as teachers

82

www.udsspace.uds.edu.gh 

 

 



and 25.4% of them said they do not enjoy financial benefits as teachers besides

salaries. Also, 3% of the respondents were undecided on this issue. 11. 7% of the

respondents agreed they enjoy financial benefits as teachers. Again, 6.1% of the

respondents agreed strongly that they enjoy financial benefits from teaching apart

from salaries.

In the research, 64% of the respondents were strongly of the view that enjoying

some benefits will motivate them to do their work very well. 28.4% agreed that

enjoying benefits will facilitate teaching by motivating them. Surprisingly, only

1% of the respondents did not express their opinion on this particular issue. 2.5%

and 4.1% did disagree and strongly disagree respectively that enjoying benefits

will motivate them into better performance as teachers in the metropolis.

4.4.3 Payments / Salaries

It is obvious today that materialism is the prime mover of the world. Materialism

could simply be explained as the value people place on money, wealth and other

possessions as opposed to other things in life. Today, people from all walks of life

believe that with wealth, one can get the other necessities of life even though

research has consistently shown that the focus on materialism in life is associated

with a lower psychological well-being. Individuals who are considered poor

demonstrate increased happiness when they receive pay rise (Houran & Kefgen,

2007). Observably, employees want to earn fair salaries and wages in order to

provide security and comfort for themselves and members of their families. The

use of money or other financial benefits as motivators takes root from Maslow's
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Needs Based Theory of Motivation. Especially, when the job does not offer the

opportunity for advancement and growth, money becomes the most motivating

factor (Mullins, 2011). According to Houran & Kefgen (2007), in a well

publicized study, Gupta together with her colleagues' analyzed thirty-nine studies

carried out over four decades and found that cold-hard cash motivates workers

whether their jobs are exciting or boring, in labs and real-world situations alike.

However, the research team acknowledges that money is not the only motivator.

They noted that beyond certain limits money will make employees happier but

might not bring best performance. She was also of the view that employers who

allot small amounts in the name of merit pay, say, less than 7% of base pay stand

the risk of triggering employee resentment. To Gupta, small increases are really

dysfunctional in terms of motivation since they irritate employees because they

feel they have done so much for just a token.

As a result of the importance attached to this facet of the research, a number of

statements were posited to solicit information from teachers about their level of

satisfaction with regards to payments. In all, 71.6% of the respondents agreed that

as teachers they are not satisfied with their salaries. 37.1% of the respondents

strongly disagreed to the statement, "My salary is satisfactory in relation to what I

do" and 34.5% simply disagreed meaning they are dissatisfied with their salaries.

Thirteen percent (13.2%) and 2.0% agreed and strongly agreed respectively that

their salaries are satisfactory in relation to the job they are doing meaning that

they are satisfied with their salaries. This is consistent with what came up in both

the interviews and focus group discussions that teachers pay is simply not
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motivating. Most of the interviewees were of the view that if they get well paid

jobs, they certainly will not resist leaving teaching but not because they do not

like teaching. The 14.2% of teachers who are satisfied with their salaries are those

on the higher level of the pay structure.

Another area that was explored was whether teachers earn the same or even more

than other people in similar jobs. The responses revealed that in teachers' opinion,

they do not earn the same or more than other employees holding similar jobs. In

all the focus group discussions, it was agreed that in Ghana, salaries are paid

based on qualification in most of the jobs. Hence, there are no reasons why a

nurse will spend three years in training as a professional, just like the professional

teacher and comes out to receive more remuneration than a degree holder in

teaching. In the survey, 32.5% and 30.5% of the respondents strongly disagreed or

disagreed to the statement. In summary, 63% of the respondents disagreed to the

statement. However, only 4.1% of the respondents strongly agreed to the

statement with 16.8% just simply disagreeing to the statement. Again, in all

20.9% of the respondents agreed teachers earn the same pay as or more than other

similar job holders.

In addition, the responses gathered in the survey showed vividly that the

respondents do not believe that the basis for payment is reasonable. Responding

to a statement in this regard, 27.9% of teachers surveyed strongly did not agree

that teachers' salaries are paid on reasonable basis. 38.6% of the respondents did

not also buy into this idea. In sum, 60.4% of the respondents did not agree that the
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basis for payment is reasonable. 21.7% in total, however, agreed that the basis for

payment is reasonable. 17.8% of the respondents did not express their opinion on

the 'basis for payment' issue perhaps due to their lack of information about what

is happening in the other sectors.

The responses again indicated that 27.9% of the respondents strongly do not

believe that salary increments are decided on a fair manner. 30.5% did not also

agree on the issue. 17.3% of the respondents agreed that salary increases are

decided on a fair manner. Only 3.6% of the respondents strongly agreed on the

fairness of the decisions on which salaries are increased. On the fairness of

decisions upon which salaries are increased, 20.8% of respondents were

undecided. Perhaps this is a sign that teachers' representatives do not explain to

them the processes involved in deciding on salary increases and thus denying

teachers the information.

4.4.4 In-Service Training

Employee training is an effective strategy used to motivate workers (Adeyinka,

Ayeni and Popoola, 2007). Training on the job is an important component that

helps enrich job related skills or refined skills needed to execute some specific

tasks. In-service training facilitates employees' personal development in the form

of promotions in status and upgrading in salary. Because of the importance

attached to in-service training, two questions were used to explore teachers'

opinion on it. One was to find out if teachers in the metropolis receive regular in-

service training and the other to find out if the training teaches teachers something
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new as professionals. From the survey, 29.4% strongly disagreed with the

statement that I receive regular in-service training as a teacher, 41.1% disagreed,

and 12.2% were not sure, 14.7% and 2.5% agreed and strongly agreed

respectively. The results show that a greater number (70.5%) of teachers do not

have regular in-service training in the metropolis. An interview with an official in

the Metropolitan Education Office confirms this finding. The interviewee said;

"You see, my son, financial constraints do not allow us to regularly organize in-

service training for teachers even though we know it will help improve the content

and pedagogical abilities of teachers. "

It means that management has also realized the importance of training as a way of

improving teachers' performance in the metropolis. However, the hindrance is the

dearth of funds. The table below shows the responses is this regard as they were

collected in the survey.

Table 4.5 In-Service Training

Valid Response Category Frequency Percent

Responses Strongly disagree 58 29.4

Disagree 81 41.1

Not sure 24 12.2

Agree 29 14.7

Strongly agree 5 2.5

Total 197 100.0

Source: FIeld Survey (2012)

The next statement, I receive in-service training regularly which teaches me

something new, was intended to establish if teachers receive regular in-service
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training which teaches them something new in their profession. The responses

show openly that the statement does not hold. 31.1% of teachers strongly

disagreed with it, 24.7% disagreed, 7.9% were undecided (not sure), 26.3%

agreed and only 10% strongly agreed. Minority has agreed and the majority

disagreed to the statement meaning there is still a lot to be done in the area of in-

service training aimed at up-grading teachers' pedagogical skills in the

metropolis.

4.4.5 Promotions

Herzberg (1966) established that individual needs for advancement,

responsibility, interesting and challenging work, security, vocations and money

were all related to pay system preference. Consistent with Herzberg's (1966)

'motivator' need for promotion (advancement), Lawler (1981) argued that

individuals who are more entrepreneurial and achievement-oriented are attracted

to organizations where rewards are based on competency and performance.

Promotion is a higher order need by Maslow's Needs Theory of Motivation

(Mullins, 2010). Accordingly, individuals at work places are ambitious and are

driven by their personal goals. These could be promotions to the highest peak of

their career ladders. As such, the school should recognize these personal goals of

teachers and formulate motivational strategies that will incorporate these

individual goals. Promotion is one of the strategies used to motivate teachers. An

officer interviewed was of the opinion that promotion at work place is one of the

strategies used to motivate teachers and that it comes with salary increments and a

raised status for teachers. The learned officer was of the opinion that self
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actualizing teachers will want to advance in their careers in other to enjoy

recognition, a raised status and also face more challenging tasks on their career

ladders. To such teachers, promotions are the best strategy to solicit good

performance from them. The issue is that if the promotion of such teachers is not

well managed, it could be de-motivating too.

In the survey, 14.2% of the respondents strongly disagreed that they were satisfied

with issues about their promotions, 35% of the respondents also disagreed they

were okay with issues about their promotions. In sum, 49.2% of the respondents

held that they were not satisfied with issues about their promotions. 18.3% of

respondents chose 'not sure', 26.9% of respondents agreed that they were

satisfied with issues about their promotions. 5.6% strongly agreed that they were

satisfied with issues about their promotions. Cumulatively, 32.5% of the

respondents were satisfied with issues concerning their promotions.

Meanwhile, when respondents were asked whether everyone has a fair chance of

getting promoted, 14.2% of them strongly disagreed, 15.7% disagreed, and 9.1%

of the respondents did not express their opinion on the matter. Continuing on this

issue, 43.1% of the respondents agreed that every teacher has a fair chance of

being promoted as is indicated in the figure below. 17.8% of the respondents

strongly agreed that all teachers have a fair chance of being promoted.
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Figure 4.2 Chance of Promotion

Everyone has a fair chance of being promoted

10

1 I

50

40

1: 30
•••~
•••e,

20

o
strongly disagree agree strongly agreedisagree not sure

Everyone has a fair chance of being promoted

Source: Field Survey (2012)

In the bar chart above, those who agreed that all teachers have fair chances of

being promoted constitute the majority (43.1%). This is, however, not to

downplay the fact that there are teachers in the metropolis with the view that not

every teacher is given a fair opportunity to advance on the teachers' career ladder.

In an interview, this issue was raised when an interviewee voiced out that some

times, corruption takes precedence when it comes to the issue of teacher

promotions. Another that came up in a focus group discussion on this issue was

tribalism and religious differences as hindrances to smooth teacher promotion

procedures. Teachers also expressed dissatisfaction with delays in salary

processing or delays in promoted teachers' salary up-grading. In another vain, the

officialdom is of the view that teachers do not do the right thing and are even

afraid to apply for promotions when they are due. To an 'officer-interviewee',
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some teachers do not even care to find out about the conditions of their work and

by that do not know when to seek promotions. The research is emphatically not

interested in any blame game but these are issues that came up.

Another issue looked at in the survey was whether staff members (teachers) are

promoted in a fair and honest manner. Responses showed correctly that 15.2%

strongly did not believe that colleague teachers are promoted on a fair and honest

manner. Also, 24.9% of the respondents do not believe that all teachers do have

fair and honest promotions. Due to reasons best known to them, 19.8% of the

respondents did choose 'not sure' and ended up not expressing their opinion on

the matter. However, a greater percentage (33.5%) agreed that teachers are

promoted in a fair and honest manner and 6.6% strongly agreed that staff

members are promoted in a fair and honest manner. A bar chart below presents

this clearly.

Figure 4.3 Manner of Promotion
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4.4.6 Recognition

Recognition comes in various forms and could be a very powerful inexpensive

retention and motivation strategy. Recognition is central in terms of employee

motivation. It comes with a raised status and adoration through appreciation as a

member of an organization (Rizwan, 2010). Recognition can be seen in the

generalized reinforcers such as special attention, praise and even job expansion

(Naseer, 2008). According to Ricks, Glinn and Daugthrey (1995) the

effectiveness of recognition in terms of motivation depends on the individual

teacher and the value he or she places on it. Quite obviously, when workers are

praised, they develop the feeling that their efforts are recognized. In an interview

with an officer in education, teachers were said to be responsible for the kind of

relationship between them and the general public. He said;

As a teacher, if you portray bad image, you should not expect positive

relationship with the public. But if you portray good image, as a teacher, you

should expect positive relationship with the public.

He was of the VIew that teachers do not portray best of image. Sexual

relationships by some teachers with students and the cry of poverty were

examples mentioned. A teacher in an interaction said;

Actually, the way teachers are perceived and treated by the public has deep

implications for teachers' motivation and performance. It can boast morale or

demoralize teachers.

Unfortunately, 48.7% of teachers surveyed in the metropolis did not agree to the

idea that they are regularly praised for the work they do. 17.3% of teachers were
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undecided on the issue and only 34% of teachers surveyed in the metropolis

agreed that they are praised regularly for what they do. A verbal praise given a

teacher has the potential of making a difference not to talk of a written notice or a

certificate of recognition or honor for a hard working teacher. Heads of schools,

circuit supervisors and the entire management chain of Metropolitan Education

Office should learn to apply this costless but need satisfying technique.

Equally, 11.7% of surveyed teachers strongly disagreed that they get credit for

what they do and 23.7% also disagreed but not strongly. In total, 35.4% of

teachers surveyed in Tamale Metropolis do not get credit for the work they are

doing as teachers. 21.8% were silent on the issue. However, 43.1 % of teachers

surveyed in the metropolis agreed that they get credit for what they do as teachers.

This is a sign that some heads and circuit supervisors as well as some community

members or the general public do give credit to some teachers.

Again, another statement was thrown to teachers in the same area but 8.1%

strongly disagreed, 23.4% disagreed, 21.3% were undecided, 40.1 % agreed and

7.1% of teachers strongly agreed to the statement - I am told that I am making

progress. These are non expensive words of courage with an element of

recognition in them. Obviously, when an employee is informed that he or she is

making progress in a task assigned, it moves the employee to put in more effort

since it is recognized. Unfortunately, we still have some heads and circuit

supervisors who do not use these techniques, leaving up to 31.5% of teachers feel

their efforts are not recognized accordingly.
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Further, 26.4% of teachers surveyed in the metropolis do not believe that

community members feel that their work is of value to them. 58.3% believe that

community members have the belief that their work is of value to them. This is a

sign that people within the metropolis are beginning to realize that teachers are

doing valuably well. The fact remains whether you are a politician, a doctor, a

banker, a nurse or whatever, you have been educated by the teacher and this

should not be forgotten. Once again, 15.2% of teachers did not express their

opinion on this issue.

In addition, the statistics indicated that 57.4% of teachers disagreed that they are

not respected as a result of the work they do. This means that even if there is

disrespect, it is not because of teaching. In the interviews conducted, it became

clear that the disrespect comes as a result of teachers' income levels. Meanwhile,

30.7% agreed that they are not respected due to the kind of work they do. Twelve

point two (12.2%) percent were not sure of their feeling.

Every worker feels respected and good when ever beneficiaries of his or her

services or work output in general speak well about him or her. Teachers would

also feel comfortable and self fulfilled if something good is associated with them,

especially, by members of the communities in which they live and work as well as

heads of schools and perhaps circuit supervisors and the other officers handling

teachers' issues. The survey results showed 11.7% of the respondents strongly

disagreed that they received credit for what they do. Twenty-three (23.4%)
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percent equally disagreed, 21.8% were undecided, 36.5% of the respondents

agreed that they get credit for what they do, and 6.6% strongly agreed.

Teachers' satisfaction with the recognition they get was explored usmg this

statement; 1am satisfied with the recognition given me as a teacher. The survey

results depicted that 7.1% of the respondents were strongly not satisfied with the

recognition given them as teachers, 25.9% were also not satisfied. In all, 33% are

thinking that as teachers, they do not enjoy a better recognition and are therefore

not satisfied with the situation. However, 13.2% of the respondents did not choose

any side since they were not sure of their feeling about the issue.

4.5 Teachers' Challenges in the Metropolis

4.5.1 Accommodation Challenge

One of the serious challenges mentioned by teachers during the interviews and the

focus group discussions is the issue of accommodation. One would hardly believe

that accommodation would be a challenge for teachers in the metropolis and the

nation as a whole. Teachers, mostly, rely on rented accommodation in the

metropolis. One teacher narrated her experience with a landlord within the

metropolis when an interview ensued. She said;

"1 rented a room in this man's house and it came to a point when my financial

stand was very weak at a time when my rent had expired. This man kept harassing

me making life unbearable for me. The worse aspect of it was his demand that 1

give myself to him in an exchange for the accommodation. 1had to stop going to

school and run around to process loan documents to enable me take a loan and
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look for a new accommodation elsewhere. 1had to stop going to school in order

to get the loan form signed because any time 1went to the office after school, 1did

not meet the officer responsible or that he was busy and was always asked to go

and come the next time" (interviewee, 2012).

This finding is consistent with the point made by the acting president (Samuel) of

GNAT in a newsletter for Ghana National Association of Teachers named, 'The

Teacher'. According to Samuel (2011), the acting president of Ghana National

Association of Teachers, accommodation has been the bane of teachers for far too

long. To him, this has been the more reason why some teachers refuse po stings to

deprived areas. He said, "Take the case of a female teacher who is posted to such

an area and the best room she could get is a mud room with weak doors. How safe

is such a teacher? And how can she be motivated to work? We urge District

Assemblies and other stakeholders to do something positive about this problem."

On the questionnaire that was floated to teachers in the metropolis stating that 1

enjoy accommodation incentives, Meaning that the respondent has gotten some

form of assistance in the metropolis in terms of accommodation, 66.3% of the

respondents strongly disagreed with the statement. 18.9% of the respondent

simply disagreed. Those who were not sure constituted 4.2%, teachers who agreed

strongly that they enjoy accommodation incentives formed 5.8%, and those who

simply agreed constituted 4.7%. The bar chart below clearly indicates this.
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Figure 4.7 Accommodation Incentive
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The figure above indicates clearly that teachers do not enjoy accommodation

incentives and the employer of the teacher can utilize the situation of teacher

accommodation shortage to the advantage of all by incentivizing teacher

accommodation at the national level and Tamale Metropolis in particular. The

response indicates quite clearly that only a small number of teachers enjoy

accommodation incentives in the metropolis. These are the teachers who happen

to find themselves in bungalows and teachers' quarters.

4.5.2 Inadequate Incentive Packages for Teachers

Monetary incentives moderately to significantly improve task performance,

however, their effectiveness depend on certain organizational conditions.
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Institutional arrangements and individual employee preferences for specific

incentives contribute to the feasibility and effectiveness of monetary incentives.

Employers should therefore study these trends before adapting an incentive plan

or even adopting a new one. In the service industry, financial incentives tend to

produce stronger effect on employee performance. One meta-analysis of 72 field

studies revealed that monetary incentives improve task performance by 23%,

social recognition improved task performance by 17%, feedback improved job

performance by 10% and a combination of all these improved task performance

by 45% (Kefgen & Houran, 2007).

Also, studies have shown that group incentives - which are rewards whereby a

portion of an employee's pay is contingent on a measurable group performance-

are effective in improving task performance. Generally however, the effectiveness

depends on the characteristics of the organization, the reward system, and the

individual team members. Employee survey will be useful here again but research

points to the fact that equally divided small group incentives sustain high levels of

productivity and satisfaction among group members. According to Kefgen and

Houran (2007), both qualitative and quantitative research findings are consistent

that pay-for-performance which directly links pay to performance as well as gain

sharing plans are good for task performance improvements.

Non-wage benefits are important part of employee reward system in Ghana. Some

of the benefits are statutory. These include social security, annual leave and

maternity leave. Other benefits such as subsidized or free accommodation,
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subsidized or free transportation, interest free loans, free or subsidized medical

care and others are usually negotiated on by workers unions and employers

(GNAT, 2009). GNAT (2009) stated that low wages and salaries as well as

sufficient benefits play important role in staff retention in, especially, developing

countries like Ghana. In a survey conducted by GNAT (2009), the respondents

were asked to indicate whether they are satisfied with their salaries or not and the

responses showed that about 98 percent of the respondents were not satisfied with

their salaries.

A universal reality is that public service incentives are weak in developing

countries like Ghana. Salaries do not much with training and skills and for that

matter, the public sector loses critical skills to the private sector. Consistent with

GNA T (2009), non-monetary benefits such as housing allowances, official cars,

pensions and retirement benefits form a part of the total compensation system in

Ghana. These factors can contribute to a culture of absenteeism, rent-seeking and

alternative employment. The worse is when this is compounded by non

transparent benefits and allowances which discourage rather than encourage

performance. In an interview with an official, T & T (Travel and Transport)

allowances, hospital allowance which is currently GH¢ 5, teacher up- grading

program, and maintenance allowance, among others were mentioned as incentives

for teachers at the national level and at the metropolitan level as well. Most

teachers in the interviews expressed dissatisfaction with these incentives any time

they were mentioned before them. In the survey, 79.2% of the respondents

strongly disagreed that they enjoy financial benefits aside their salaries. Most
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teachers interviewed did not even know that they are entitled to health or hospital

allowance and those who were aware said it is demoralizing to process

documents, waste time and energy to the office only to be given such amount. .

"Maintenance allowance exist but most teachers do not enjoy it because the

amount involved is meager and it is also cumbersome to access it due to long

procedure involved", said, a teacher in an interview (2012).

Non monetary incentives however exist In the metropolis amongst teachers

because the teachers interviewed showed that they are motivated to teach in

certain circumstances due to their love for the children under their care. Teachers

do believe that the innocent child should not be made to suffer the consequences

of somebody's negligence, so said 38% of those interviewed. The employer of

teachers should however, tread cautiously because of the crowding out risk which

has started to show in the performance of learners in final examinations in the

metropolis. The question IS, if others are treated or motivated well, why not

teachers.

4.5.3 Inadequate Salaries

A reasonable level of wages can be used as an important instrument to motivate

teachers to remain in the classrooms. However, teachers in Ghana and the Tamale

Metropolis in particular, earn relatively low salaries compared to their

counterparts in other African countries and those holding comparable

qualifications and positions in other sectors of the economy not to talk of the

private / public sector divide in terms of wage differentials.
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"The low level of salaries and the poor working conditions have contributed to

the low status of teachers in society. This has considerably reduced morale in the

teaching profession and diminished its appeal. The poor working conditions often

force teachers to hold multiple jobs which in turn negatively influence the quality

of teaching. As the working conditions and the status of teachers keep falling, the

number of teachers leaving the classrooms for greener pastures rises" (GNAT,

2009).

A job that portrays significant variability in compensation which is closely related

to main performance factors can be a big motivator.

"Some of my clients have gotten tremendous increases (over 20%, and often

continued growth at a similar rate compounded year after year) in productivity in

production jobs (white collar and blue collar), in sales jobs, and significant

improved results in executive jobs. Many companies that put in company-wide

incentive plans have gotten great productivity results with well-designed plans.

Clients of mine that have gotten a big change in behavior following the

implementation of the incentive plan include PacifiCare Health Systems (about

100 claims processors), the sales force for a wholesale steel distributor, the sales

force for an air conditioning manufacturer, and the Juanita's Foods executive

team. These clients have told me that they attribute much of the change in

behavior to the incentive plan. The head of claims processing at PacifiCare said

that some of their slowest processors quickly became among the fastest

processors because of the incentive plan" (Ding, 2012).
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A good performer in an institution like a school who is already giving out his or

her effort up to about 100% might not significantly change due to improved pay

for performance plan implementation. This is because such a worker is already

closer to the pick performance. However, such workers also do remain constantly

effective on their tasks. It is the middle and low performers who can be seen to

improve significantly in response to a better pay for performance scheme. Most

but not all employees are money motivated especially, if they foresee that the

targets are achievable and within their reach and where the rewards are also

significant for target achievement. This presents a situation where there is

significant opportunity for change in performance relative to an improved

incentive for performance plans (Ding, 2012).

4.5.4 Inadequate In-Service Training/Up-Grading Programs

From the survey, 29.4% strongly disagreed with the statement that I receive

regular in-service training as a teacher, 41.1% disagreed. In total, 70.5% of the

respondents did not agree that they do get regular training. The results show that a

greater number of teachers do not have regular in-service training in the

metropolis. An interview with an official in the metropolitan Education Office

confirms this finding. The interviewee said;

"You see, my son, financial constraints do not allow us to regularly organize in-

service training for teachers even though we know it will help improve the content

and pedagogical abilities of teachers. "
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Professional development courses are simply not organized for teachers to help

them develop strong pedagogical skills. Short courses or training programmes

will shape and or sharpen teachers' teaching skills but not any serious attention is

given to this.

4.5.5 Inadequate and Late Arrival of Teaching and Learning Materials

Kenji & Kathleen (2010) cited Allwright as saying that materials should teach

students to learn and that there should be resource books for ideas and activities

for learning and instruction to give teachers rationale for what they do. Allwright,

according to them argues that text books are too inflexible to be used directly as

instructional materials. On the other hand, O'Neill also cited in Kenji and

Kathleen (2010) is of the view that materials may be suitable for students needs

even if they are not made specifically for them. To him, text books make it

possible for students to review and prepare their lessons. Also, text books are

appropriate in terms of time and money and that text books should allow for

adaptation and improvisation. Here is the case where teachers cannot even lay

hands on enough text books and on time to do an effective teaching, using them.

"It is well known among educators that, the educational experiences involving the

learner actively participating in concrete examples are retained longer than

abstract experiences. Instructional materials add elements of reality by providing

concrete examples to learning. Many authors have written on the use of

instructional materials both in teaching social studies and other related subjects in

order to enhance teaching for desired social and behavioural change"(Jimoh.

2009). It is therefore, obvious that effective teaching and learning cannot take
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place without the use of teaching and learning materials. Littlejohn and Windeatt

cited in Kenji & Kathleen (2010) argued that materials have a hidden curriculum

that includes attitudes towards knowledge, towards teaching and learning, towards

the role and the relationship of the teacher and students as well as values and

attitudes related to gender, society, among others. Materials have a certain

underlying instructional philosophy, method, approach and content not excluding

both cultural and linguistic information. Choices made in writing text books as

teaching and learning materials should be based on the beliefs that the writers

have about what language is, including how it should be taught and all other

subjects. These teaching and learning aids should reflect the culture of the people

concerned.

In the survey and focus group discussions, the issue of teaching and learning

materials came up seriously. In the survey, 85.3% of the respondents did not agree

that they do get all the teaching and learning materials needed for effective

teaching and learning. Also, in the focus group discussions, majority of the

discussants stated inadequate teaching and learning materials or their late arrival

as a challenge to teachers in the metropolis.

"Materials include textbooks, video and audio tapes, computer software, and

visual aids. They influence the content and the procedures of learning. The choice

of deductive vs. inductive learning, the role of memorization, the use of creativity

and problem solving, production vs. reception, and the order in which materials
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are presented are all influenced by the materials" (TLMs) (Kenji & Kathleen

(2010).

Teaching and learning materials control teaching and learning. Students learn

information the way it is presented in the text books. Relevant TLMs are the

center of instruction and possess one of the most important influences on what

goes on in the classroom.

4.5.6 Large Class Size / High Pupil-Teacher Ratio

Class size reduction has become an issue of concern among educationists on one

hand and the politicians on the other. The politician as a policy maker has always

gone for policies that are considered economical. Educationists on the other hand

will always consider the quality of individualized interactions between teachers

and learners. Indeed quality education is a need and a development ingredient all

over the world. Researchers are divided on the issue of reduced class size as well.

Opponents of reduced class size argue that it will not make any difference in

terms of learners' achievement. "The broad array of approaches with different

methodologies and sources of evidence, has provided quite a consistent message

that broad reductions in class size are unlikely to produce significant

improvements in student achievement "(Hanushek, 1998). Hanushek (ibid) further

argued that out of 277 estimates on the effects of reduced class size, only 15%

found statistically significant positive effects of small class size on students'

achievement, 13% found negative effects and 72% found not any effect at all.
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This is an indication that small class is likely not to have any impact on students'

learning and will hence not result in any better student achievement.

However, proponents argue that the size of a class is the primary determiner of

the quality of individualized interactions teachers could have with their students.

Garue et al (2007) argued that should there be quality teachers, increased funding

and community support, a reduced class size will have a significant effect on

students' learning and achievement.

When Georgia's state funding was cut and all limits to class size were out-voted

by the State Board of Education, there followed a confession that it was tough for

teachers and even tougher for learners. One student of Los Angeles in a news

article was reported as saying, "There are a lot geniuses sitting in the back of our

classes, but they don't get properly taught in classrooms with more than 30 other

kids" (Mary, 2010). According to Muheeb (2004), conditions of teaching are

better in the private schools in Lagos particularly, due to small class size (30

students in a class). Michealowa (2002) in a study found that large class size

among others had negative effects on teachers' job satisfaction. All these point to

the fact that large class size presents a challenge to teachers and learners and

small class size has some benefits to both teachers and learners.

In an interview, a unit manager had this to say: "Teachers complain and we are

aware of the challenge the large class sizes pose to both teachers and learner but

the problem is lack of resources". He said, "It is not possible for a teacher to

have quality interactions with 65 or over 70 students as a class in 35 or 45
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minutes period as the school time tables dictate". Most of the interviewees agreed

that the larger the class the poorer the pupil/teacher interactions. This situation

certainly does not help both students and teachers. In almost all the focus group

discussions this issue came up as a serious challenge that is not noticed by the

decision making authorities. A teacher in an interview said, "If we want quality

education for the children, then we have to build more classrooms and train more

teachers". Teachers are demotivated by the situation because it makes their

efforts not realized since it is difficult to produce any good results under these

trying conditions.

4.5.7 Lack of Regular Interaction between Teachers and Metropolitan

Education Office

Critically, the motivation of teachers depends to a large extend on effective

management, especially at the metropolitan and school level. Should structures

and systems set up to manage and support teachers become dysfunctional,

teachers are likely to lose their sense of professional responsibility and

commitment. Teacher management is most crucial at the school level, where the

importance of teachers' work and their competence in performing their tasks are

crucially influenced by the quality of both internal and external supervision.

The findings of the country studies indicate that many teachers, and in so~e

countries, the majority of teachers, do not feel that they are well managed.

Management training for school heads and other key managers tend to be

minimal. Political interference in all types of management decisions is also rife in
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South Asia (Bannell & Akyeampong, 2007). This situation is equally rife in

Ghana with the top-down approach in resolving educational matters. Most

teachers complain of poor record keeping, delays in processing documents and

delays in processing teachers' salaries during promotions, up-grading as well as

delays in processing salaries of newly appointed teachers as some of the

demotivating factors in the metropolis. An effective teacher management structure

in the metropolis should have a very good communication structure. Information

is always very important in resolving the challenges teachers face in the

metropolis. In the focus group discussions, most discussants were of the view that

information does not get to them at the right time, especially, when it has to do

with the welfare or promotion of the teacher. This is a serious demotivating factor

because if a teacher should continue to harbor this feeling, it will not allow such a

teacher to put in his or her best in the service.

4.5.8 Students' Negative Attitude towards Learning/ Poor Performances of

Students

On the questionnaire was a space for teachers to provide their challenges in the

metropolis. Majority (75%) of respondents mentioned students' negative attitude

towards learning as a serious challenge to the teaching force in the metropolis. In

an interview with a senior officer of the education sector in the metropolis, the

following were the words voiced:

I

"1 was amazed at what 1saw on my way 10 pick up a visitor at the station. It was

around 2: 00 0 'clock in the morning, and 1saw JHS boys and girls coming out of

108

www.udsspace.uds.edu.gh 

 

 



an internet cafe. I asked myself, when will they have enough sleep, get up early,

and prepare for the day's lessons at school? These things happen in the eyes of

the parents and yet they do nothing about it and expect the teacher to perform

magic to let the child perform in examinations".

To the interviewee, 9 out of every 10 pupils accompany the rest to school. When

asked to clarify, the response was that they are going because their colleagues are

going but not for any serious learning. In almost all the focus group discussions

held with teachers, pupils' lack of preparedness, lateness to school or absenteeism

and lack of concentration on lessons were mentioned as the disturbing situations

in the metropolis. If a child does not have enough sleep at night, he or she

certainly cannot concentrate in class.

4.5.9 Frequent Power Outages and Water Shortages

Electricity has become part and parcel of people today. It has a lot of influence on

almost everything that people do. It is obvious that teachers do their preparations

in the night towards the next day's work at school. In the incidence of power

outage, they will not be able to do some reading or research through electronic

books and get their lessons prepared down for the next day. In the survey, most of

the respondents mentioned frequent power outages as one of the challenges

teachers face in the metropolis. This affects teachers' work a lot although it is not

noticed by many people in authority.
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4.5.10 The Difficulty in Getting Study Leave with Pay in the Metropolis

The study leave with pay is a national policy in Ghana with the aim of helping

teachers to go for further studies. The policy allows trained teachers already in the

service to take their pay while in school as full time students. The only

requirement is that teachers in the metropolis have to serve for three years before

they qualify for the study leave with pay. This, ultimately, is suppose to motivate

teachers already in the job and also, to attract new entrants to the field of teaching.

However, most (83.8%) teachers in the survey had it that it is difficult to get study

leave with pay in the metropolis. This is the area most teachers believe there is

corruption manifesting in forms of tribalism, religious discrimination and bribery

among others.

4.5.11 Inadequacy of School Facilities

One of the most cited challenge facing the teacher in Tamale Metropolis is the

absence of some school facilities. In almost all the public secondary schools in the

metropolis, there are school libraries, staff common rooms, and urinary pits as

well as toilets. However, the same cannot be said of the basic schools in the

metropolis. Most of the schools do not have school libraries or even staff common

rooms. They cannot boast of even urinary pits not to talk of toilets or staff

common rooms and libraries. This situation makes the school environment

inconvenient for effective teaching and learning. Furniture is a challenge in some

schools as well as spacious classrooms. Old school buildings, unfurnished school

offices like those of heads, no staff common rooms or that they are not well

furnished, resulting in poor working conditions, and that the dual desk idea is old
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fashioned, not conducive for learning, and encourages copying during class tests

and school examinations.

4.6 Motivating Opportunities Opened to Teachers in the Metropolis

This study intended to find out what motivates teachers to stay in the metropolis.

Really, a number of factors were mentioned in the study as being influential with

regards to teachers' motivation to stay in the metropolis. A number of them are

considered below.

4.6.1 Easy Access to Distance Learning Programs

Ghana, in its bid to improve the quality of education it offers the young

generation through quality teaching, has introduced up-grading programmes for

teachers in the country. Diploma in Basic Education (DBE) is now the minimum

certificate a teacher should hold in the country. Under these programmes, all the

untrained teachers in the metropolis specifically, and the nation at large, are to

enroll to up-grade themselves to the status of trained professional teachers (Ghana

Education Service, 2007). Also, all the teacher training colleges now award

Diploma Certificates to teachers who complete them successfully. Most teachers

interviewed mention easy access to the UTDBE as one of the opportunities that

attract teachers to the metropolis. Not only this, teachers are also attracted to the

metropolis because, they easily can access the distant Degree programmes run by

the various universities in the metropolis. This is a very good sign because it

shows that teachers are more interested in pushing further their academic and

professional development. However, in the interviews and the focus group
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discussions, it was made clear that most teachers up-grade themselves both

professionally and academically in order to either move up their career ladders

very fast or widen their opportunities in the job market. Teachers are equally,

obviously interested in the well paid jobs. Teachers also mentioned professional

courses like ACCA and CIMA as what makes teachers want to stay in the

metropolis.

4.6.2 The Presence of Social Amenities

In this study it became clear that one of the things that motivate teachers to stay in

the metropolis is the presence of the social amenities. During the interactions,

majority (89%) of the teachers and officials interacted with were of the view that

Good road network, available electricity, accessible potable water and others

constitute the source of attraction to teachers in the metropolis. Also, many

interviewees mention the presence of the Metropolitan Education Office in the

metropolis as one of the reasons why people want to stay in the metropolis.

Teachers are equally of the view that if one stays in the metropolis, one stands the

chance of living close to the school where one teaches. Another source of

motivation to some teachers in the metropolis is the accommodation they enjoy as

senior high school teachers. Others also hold that provided one can afford, there

is available accommodation (rent) in the metropolis.

4.6.3 Easy Access to Information and Communication Technology

The prime mover of the world today is obviously information and communication

technology. The information society challenges all education systems to produce
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individuals well fit in the current wave of information and communication

technology. In recent years, the speedy, effective and globalized communication

of knowledge has created a new foundation for co-operation and teamwork,

nationally and internationally as well as at the metropolitan level. The increasing

role played by information technology in the development of all societies calls for

an active reaction to the challenges of the information society we see today.

By now, new and greater demands are being made as to the core qualifications of

individuals, as well as to their understanding and knowledge of the consequences

of the introduction of information technology for the work and organization of

educational establishments in the case of teachers in the metropolis. Schools are

no longer forced to gather all their functions in one place. The knowledge-

intensive functions such as development and marketing can be sited in places or

countries where the labour markets can supply highly educated employees well

versed in ICT, whilst production itself can be moved to low wage countries or

places. The result is the efficient co-ordination and administration of resources,

which is decisive for the competitiveness of the school. In a society which is

becoming increasingly dependent on information and the processing of

knowledge, great demands are therefore made that the individual should have a

solid and broad educational foundation on which to build. Educational policy in

the information society must ensure at least two things:

First: ICT qualifications are developed by means of their integration ill all

activities in the education sector.
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Second: The individual citizen must have an active and critical attitude to

developments and not passively allow technological development to set the pace.

The method of learning at distance is being propelled by information and

communication technology. The late 20th century communications technologies,

III their most recent phases, multimedia and interactive communication

technologies, open up new possibilities, for both individuals and institutions to be

able to engage in unprecedented expansion of home-based learning, much of

which is part-time. The term distance learning was coined within the context of a

continuing communications revolution, largely replacing a hitherto confusing

mixed nomenclature such as home study, independent study, external study, and,

most common, though restricted in pedagogic means, correspondence study. The

convergence of increased demand for access to educational facilities and

innovative communications technology has been increasingly exploited in the

face of criticisms that distance learning is an inadequate substitute for learning

alongside others in formal institutions. A powerful incentive however, has been

reduced costs per student. At the same time, students studying at home themselves

save on travel time and other costs.

Whatever the reasoning, distance learning widens access for students unable for

whatever reason (course availability, geographical remoteness, and family

circumstances, individual disability) to study alongside others on campuses. At

the same time, it appeals to students who prefer learning at home. In addition, it

appeals to organizers of professional and business education, providing an
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incentive to rethink the most effective way of communicating vital information to

the entire set up and the membership.

The importance of Information and Communication Technology cannot be over

emphasized in this era. Most of the young teachers want to acquire some ICT

knowledge so that they can have day to day access to information via the internet

and mobile phones which are all propelled by the existence of electricity in the

metropolis thereby making them want to stay in the metropolis.

4.6.4 The Presence of Financial Institutions and the Teachers Credit Union

In the survey, most respondents stated that the professional allowance added

recently during the implementation of the Single Spine Salary Policy is one of the

motivating factors affecting them as teachers. Teachers, though have agreed that it

has raised their salaries, but does not still make it satisfactory.

Abound in the metropolis are financial institutions and the teachers' credit union

providing financial services to teachers and the entire people resident in the

metropolis and beyond. These financial institutions provide teachers financial

support whenever the need arises. These financial institutions have really served

as motivation factors attracting teachers to the metropolis. This support provided,

eases teachers' psychological tensions due to the fact that their salaries are not

able to take them to the end of the month given their extended and nuclear family

responsibilities.
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4.7 Work Content (Nature of Work) and Teachers' Motivation

The dependence of employee motivation on the meaningfulness of the work itself

has been theorized by Maslow (1971 & 1943). Maslow was of the view that any

individual who does not perceive his or her work as meaningful and purposeful

will not work to his or her full professional ability. The empowerment of

employees has made it necessary to consider the various facets of the nature of

work that makes it meaningful. Until then, the focus was on efficiency and

management's decision making. Jobs were broken down to tasks and mapped to

the competencies of the employees. Outputs of jobs were measured quantitatively.

The current wave is the reverse where organizations now rely on their employees

for effective decisions. This has made it necessary to give greater challenging

tasks which are professionally exciting, autonomous and giving the employee the

opportunity to learn (Fried and Ferris, 1987; Thomas, 2000). If the nature of work

is interesting, it enhances its own performance by motivating employees. Here,

some features of teaching will be examined in the perspective of the teacher to see

if teaching itself motivates.

4.7.1 Security

An important factor that influences teacher motivation is the issue of job security.

When employees are not sure of their security with the job they are holding, it

leads to serious psychological consequences that will in turn affect the

performance of the employees. The good news from this research is that most of

teachers believe that they will not be dismissed without any good reason. In the

survey, 37.6% agreed that they will not be dismissed without any good reason.

116

www.udsspace.uds.edu.gh 

 

 



52.8% strongly believe that their jobs are secured and that they will not be

dismissed without a good reason. Therefore, in all, 90.4% of the respondents

believe that they will not get a dismissal unless there is a good reason for that.

However, the sad information is that a limited number of respondents (4.1%) still

hold the view that they can be sacked without any good reason. 2.5% of

respondents also believe in this but not strongly. In total, 6.6% of surveyed

teachers in Tamale Metropolis still entertain this fear. Job security is one of the

areas emphasized by need based theories of motivation to have serious

consequences on employee motivation.

Again, most teachers interviewed showed remorse and disdain about attacks and

assaults on colleague teachers by parents. This situation, they said, does not give

them the moral strength to handle students' indiscipline at the school level. This

situation, they said, results in serious student indiscipline acts in the schools. They

mentioned late coming, student absenteeism and dodging of classes by pupils /

students as some of the consequences of that situation. Some of them are of the

view that these uncalled-for behaviors of the students contribute greatly to the

mass failures we see today. An interviewee said;

"We know that according to GES rules, we are not supposed to cane the children

but for some of them, talking alone cannot change them".

The metropolitan Assembly has the capacity to pass bylaws to protect teachers

against these unscrupulous parents who can easily take the laws into their own

hands and brutalize teachers in support of their indiscipline children.
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4.7.2 Task Variety / Skill Variety

Motivation theorists believe that when a job consists of a variety of tasks, it

prevents the monotony of performing the same task all the time. Again, such jobs

demand the utilization of different skills in executing the tasks making the job.

Responses gathered from the questionnaire tell obviously that teaching has this

element. 53.7% of the respondents strongly agreed that teaching is made up of

different tasks. 39.5% of the respondents agreed to the statement and only 3.7%

were not sure. Those who disagreed formed 2.6% and only 0.5% strongly

disagreed. Thus, 93.2% of teachers surveyed support the idea that teaching is

made up of a variety of tasks. Hence, if variety of tasks, then variety of skills to

do the job (teaching). The application of different skills will make the job

challenging and desirous to perform. This means there is a perceived variety and

complexity of skills and talents required to perform the job and individual

teachers interested in skill aggrandizement (enhancement) will go an extra mile in

search for such skills. A teacher motivated by Skill Variety may say something

like this: "People don't understand what I do. They think I just grade homework,

give tests, and enter grades"(Hackman & Oldham, 2011). This kind of teacher

might go on to explain how he creates assignments and lesson plans well designed

to teach students skills while meeting the national learning standards for students

at the educational level the teacher works with. This teacher perceives and values

his position's skill variety and creativity. He keeps striving even though he thinks

others do not notice his position's complexity. Teachers' perception of

..
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administration's lack of awareness of what they are doing can wear on their

motivation over time. An interviewee said;

"They do not realize our efforts. The only thing they see and emphasize is our

short fall. "

This can become critical when administration makes hiring and firing decisions

based on cursory observations and unsubstantiated reports alone without

recognizing teachers' efforts. This can be combated if a school administration, a

district administration and or a community identifies hardworking teachers

through critical observations and applaud them for all their "hard work". This

alone can make such teachers motivated. Recognizing individual teachers for their

successes and for the times they do more than grade homework and give tests

helps teachers stay motivated based on the perception of skill variety in their

positions (Hackman & Oldham, 2011). Thus, one can convincingly say that

teaching is made up of a variety of tasks with which teachers will not feel the

monotony involved in single task jobs as a demotivating factor.

4.7.3 Task Difficulty

There was a question on the questionnaire seeking information from teachers in

order to explore the difficulty of teaching in the opinion of teachers in Tamale

Metropolis. Information collected represents the opinion that teaching _is a

challenging job. Since this aspect of motivation is a personal issue, the

effectiveness of this as a motivational tool depends on the individual. Those who

want challenging jobs will probably be motivated in executing their teaching tasks
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to their best ability. The posed statement was, my work is easy, and 56.3% of the

respondents strongly disagreed with the statement, 28.4% disagreed, 3.6% could

not decide, 8.6% agreed and 3.0% strongly agreed that teaching to them is an easy

job. A majority of teachers therefore believe that tasks that make up teaching are

exigent.

4.7.4 Task Control

Through the survey, it was realized that teachers have some level of control over

their work. 48.9% of the respondents (teachers) agreed that they control the

amount of work that they do. Those who strongly agreed that they control the

quantity of work they do formed 14.7% of respondents in the metropolis with

8.9% being undecided, 15.8% disagreed and 11.6% strongly disagreed that they

control the amount of work they do. In all, 63.6% of the respondents in the survey

believe they control the amount of work they do as teachers. This represents the

fact that teachers enjoy some amount of autonomy as far as teaching is concerned

in Tamale Metropolis. There are others who, though, represent a minority, still

believe that they do not control the amount of work they do as teachers. Their

point of view was understood when through the focus group discussions and the

interviews, it was factual that teachers are given syllabus to follow in teaching in

every subject area in all the schools. This issue really resulted in a serious debate

in one of the focus group discussions. I however enjoyed the level of maturity

exhibited in the discussions resulting in an agreement that yes, the syllabus are

given and the topics to cover outlined but per period, the teacher in question

decides on the amount of content to deliver to the students given the classroom
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conditions and the learners' ability. Thus, concluding that teachers do control the

amount of work they do to some extent.

4.7.5 Task Responsibility

When people are trusted and given a job which is responsible, they feel very

important and want to identify with the said job. Any person who does a job

considered by people as responsible feels responsible. When people feel

responsible, they develop what is known as intrinsic motivation. This produces an

internal drive outside of external factors such as pay and others. Teachers in the

metropolis regard teaching as a responsible job. By this, teachers may share the

responsibility of producing quality human resources relevant to the development

of the metropolis and that of the nation as a whole. Cumulatively, 88.8% of

respondents (teachers) in the metropolis regard the teaching job as responsible but

out of this, 36.0% strongly regarded teaching to be responsible. Only 7.6%

disagreed to the statement and 3.6% were not sure of their decisions and were

therefore undecided. This is, possibly, one of the sources of the intrinsic

motivation of most teachers in Tamale Metropolis and the nation at large.

,.

Another point is to give responsibilities to teachers. When you trust on them and

know that they can work on an autonomous way, then you should, as a head,

delegate tasks and responsibilities to them. This is a key point in terms of

management at the school level. If somebody is able to perform a task at around

75% success rate, then the person can be delegated the task. By delegating, higher

responsibilities are given to teachers, and showing that their capabilities are
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trusted upon. You offer them also, an opportunity to learn and to increase their

capacities and prowess. This could result in some level of teachers' motivation

and high performance.

4.7.6: Task Identity / Clarity

Task identity and task clarity are characteristics of a job that facilitate motivation

of employees. In organizations therefore, every employee should have his or her

tasks clearly defined and outlined. A teacher's task is clear if there is a clear

relationship between the efforts spent in teaching and the results leading to the

teacher knowing exactly what to accomplish and when to accomplish it (Eric,

2011). Accuracy and timeliness of feedback are very important in facilitating this

aspect of employee motivation. A clearly delineated task can reinforce

performance-oriented payment system by dictating the kind of effort an employee

expenses in executing a job but an imprecise task can prevent even a clever

teacher compensation system from working well. To explore this area, teachers

were made to respond to a statement - I know exactly what my tasks are - and

91.9% of the respondents agreed to the statement meaning that teachers are made

clear what their executable tasks are. Only 2.5% of teachers were undecided,

2.0% strongly disagreed and 3.6% of the respondents disagreed to the statement.

This category of teachers could be those who are the SSSCE holders still in

service as was revealed in the biographical information above. These teachers

need a strong orientation or an induction course to be able to execute well their

jobs if they are to remain in the teaching field. In an interview, SSSCE holder

said;
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"You see, sir, 1am here as newly recruited teacher through the youth employment

programme but when 1came, the teacher to this class was and is still seriously

sick. 1was given the class to teach".

I asked, "Were you given some induction course or an orientation where you were

taught what and how to teach?" The answer was;

"There was nothing like that but if 1get the opportunity, 1will go to school to

learn how to teach ".

In the long run, they have to enroll into higher educational institutions or

professional institutions like the teacher training colleges for higher qualifications

or professional qualifications that will help shape their pedagogical skills. In the

mean time, they need an in-service training or mentorship to develop them

professionally. All teachers who have undergone the professional training have

not any problem identifying what their tasks are as appeared above. Any teacher

who is motivated by task identity sees himself or herself in the big picture

contributing to the educational goals of the metropolis. With each grade level

feeding onto the next, teachers do not feel completely separated and are able to

communicate between levels. Teachers have to work well together and policy

makers have to ensure one grade level curriculum leads to the next.

Communication between grades and schools creates a big-picture view. This can

be enhanced when administration allows time for teachers to meet and discuss

needs and perceptions between grade levels and between schools. The primary

school should meet and discuss student preparedness with the junior high school,
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and the junior high school should do the same with the senior high school. When

this occurs, each teacher sees how the work he does fit into the entire task of

educating the student, creating meaning for that teacher's struggle.

4.7.7 Feedback from the Job

Everybody, including the employee himself likes a job well done. The same it is

with the teacher. Any teacher who is motivated by feedback from work will talk

about his or her students' performance the following way. My students are doing

well. Timothy is better at writing letters than he was when he arrived in my class,

and everybody really seems to understand what we are doing. Teaching comes

readymade to deliver feedback from the job. It comes in the form of test scores,

homework grades, student attitudes, and parent and administrator reactions. When

most or all of these are clear, so is the motivation engendered by them.

When students are unmotivated despite a teacher's best efforts to modify lessons

and reach them, the year can become long and hard. If teachers only hear negative

feedback from the administration and "no news is good news," a teacher's

perception of feedback from the job is uncertain and most likely negative. While

no one can completely control a classroom's motivation to learn or make students

study, parents and administration can strive to give teachers at least as much

positive feedback as against negative feedback. People who work with children

are advised to give three positive comments for every negative one. This goal

works with school teachers as well. Be honest, but upbeat, and teachers will

remain motivated by feedback from their job and the management as well.
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4.7.8 Method of Teaching

Every occupation has a way of going about it. In the case of teaching, a lot of

methods exist but the teacher has to choose among the numerous ones, the one

that suits his or her learners. The focus group discussions revealed that all well

trained or professional teachers are abreast with these methods and are capable of

selecting the most suitable ones given the level of education a teacher is handling.

They mentioned methods like; the discussion method, activity method, lecture

method among others. They also said that the activity method which can be

splinted into several techniques including learner centered activities is the most

suitable method for the lower levels of education. Through the survey, it was

made clear that method of teaching selection is the sole responsibility of the

teacher and serves as another indication that teachers do enjoy some level of

autonomy in teaching. During the survey, 47.2% agreed that they are allowed to

decide on the methods of teaching, 19.8% strongly agreed to the statement, 6.1%

were not sure of their answers, 18.8% disagreed to the statement and 8.1%

strongly disagreed that they exercise their own decision power when it comes to

the selection of methods of teaching. Cumulatively, 67% of teachers in the

metropolis are of the view that they choose whatever method to use in class when

it comes to teaching. Also, 26.9% of teachers disagreed to the statement pointing

to a fact that there is a problem somewhere.

4.7.9 Work Load

The issue of work load was explored in many ways. First, teachers were made to

respond to the statement, my working hours are reasonable. 4.1% of respondents
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strongly disagreed, 7.1 simply disagreed, 4.6% were not sure, 69.5% of teachers

agreed that their working hours are reasonable, and 14.7% strongly agreed. Thus

84.2% of the responses showed that teachers working hours are reasonable.

Education officers I interacted with were of the view that teachers working hours

were reasonable but that they (officers) sit in the office until 5:00 o'clock every

day. They were of the view that it is as normal as any other office work (referring

to public and civil service office workers) in the country. This is consistent with

teachers own responses.

This study was equally interested in finding out if teachers feel they are

overworked. The responses given by teachers and other stakeholders indicated

mixed reactions. 22.8% of the respondents strongly believe they are overworked,

38.6% believe they are overworked, 7.6% were not sure. Only 7.1% strongly

believe they are not overworked with 23.9% of the respondents who simply

believe that they are not overworked. In all, 61.4% of respondents did agree that

they are overworked. This is probably in terms of workload but not the number of

hours spent in the classroom.

4.7.10 Task Significance

The Teacher is certainly aware that his or her work is important, but it does not

hurt to have others agree occasionally to this fact. This has the potential to raise

teachers' self-image in the face of the general public. If one observes critically,

one will see things like, bumper stickers (If you can read this, thank the teacher)

on some teachers' cars or motorbikes serving as an indication that some teachers
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are motivated by Task Significance. Some teachers are driven by this

characteristic and portray an eye to the future. This factor is probably the one that

keeps teachers in the classroom in Tamale Metropolis. When students repeatedly

express detestation for assignments or tasks given to them by teachers, their

(teachers) unconscious perceptions of task significance become worn-out. An

interviewee said;

"Some students openly refuse to do the class exercises and home work we give to

them. This discourages a lot"

If the same teacher with this low motivation has an administrator who ignores the

workload created by the teacher's classroom duties, cutting back on materials and

planning time, the teacher begins to believe that his or her efforts in the classroom

do not count, and task significance is lost completely. To help teachers stay

motivated by task significance, the metropolis as an administrative unit or

parent/teacher associations can try to find ways to remind teachers that they have

an important impact on their students' lives. This can be done through constant

interactions between teachers and the Metropolitan Education Office. Also,

making planning time and materials a priority would help. Some schools have

used a yearly letter writing campaign from students to teachers who have had a

positive influence on their lives. Keeping track of alumni and reporting what

those students have achieved in their adult lives also helps teachers remember the

significance of their task. Heads of educational institutions have a huge

responsibility in this regard.
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4.8 Teachers Interest in the Job in the Metropolis

Teachers' interest in teaching in the metropolis was explored by the statement, 1

am interested in my work, and respondents were made to choose strongly

disagree, disagree, not sure (undecided), agree, or strongly agree. The table below

explains it all. The results show that a number of teachers in the metropolis are

frustrated and expressed a strong detestation for teaching as ajob. This category is

made up of 3.2% of the respondents as is indicated in the table below. Those who

simply disagreed with the statement are 4.2% and add up to 7.4% with those who

strongly disagreed. Let's not forget those who are undecided making 6.8% of the

respondents. This is a clear sign that the figure could grow some day if the factors

leading to teachers' frustrations are not addressed in the metropolis. A follow up

interview indicated that some of the problems are; salary problems, up-grading

and promotion problems as well as issues of personal development.

Table 4.7 Teachers Interest in Teaching

Valid Response Category Frequency Percent
Responses

Strongly Disagree 6 3.0

Disagree 9 4.6

Not Sure 13 6.6

Agree 83 42.1

Strongly Agree 86 43.7

Total 197 100.0

Source: Field Survey (2012)

However, the statistics are good in the sense that 43.7% agreed with the statement

and 42.1 % strongly agreed with it making it conspicuous that most teachers in the
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metropolis have the drive to do a good job because they like teaching. If this drive

is ignited and reinforced through extrinsic motivation reinforcement, teachers will

perform well.

4.9 School Environment / Working Conditions and Teachers' Motivation

4.9.1 Teacher / Teacher Relationships

Teachers are social beings and the work environment should reinforce the

satisfaction of this social need. Any organization which - by good management

strategies - emphasizes good worker to worker relationships stands the chance of

getting the best from its workers. Every school has the head as the leader and

manager of the affairs of the school. Therefore, the human resources should be

well managed in order to get the best. Depending on the king of relationships

between teachers in a school, ideas can be shared as to the best ways to achieve

the objectives of the school and the individual teachers as well. In this area, the

results of the study showed a good sign. 52.3 of the respondents agreed that they

get the opportunity to mix with and share information on aspects of their work.

24.9% of the respondents strongly agreed that they do the same. Only 8.6% of the

respondents were not decided on this issue, 10.2% did not agree that they get the

opportunity to mix with colleagues to communicate on aspects of their job and

4.1% strongly disagreed. These teachers could come from schools where the

heads are unable to enforce unity and good working relationships among the

teachers.
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4.9.2 Student / Teacher Relationship

Teachers and the students they handle are both social beings and must live in a

harmonious social environment to facilitate teaching and learning. This kind of

relationship is like a sward which is capable of cutting both sides. A good student

and teacher relationship has the tendency to motivate both the teacher and

students in the classroom. In this regard, both teachers and students need be

cautious in dealing with each other in order not to jeopardize the relationship.

Both the teacher and the student have to delineate and follow religiously some

boundaries. This will help either of them never to overstep the bounds thereby

creating some problems.

In the analysis of the data from the survey carried out, only one percent (1%) of

the respondents strongly indicated that they do not enjoy good student/teacher

relationship. 3% of the respondents also said by their choices made that they do

not enjoy good student / teacher relationship. However, 44.2% of responses

showed an agreement that they do enjoy good student / teacher relationship, and

48.7% strongly agreed that they do enjoy good student and teacher relationship.

In another dimension, it was realized in the findings of the research that 93.9% of

teachers feel very bad when ever their students perform poorly in an examination.

This demonstrates the fact that teachers are emotionally destabilized any time

student perform badly. This has disproved the idea that teachers do not care about

their students anymore as some parents and management officials do claim.
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4.9.3 Teacher / Community Relationship

The kind of relationship that exists between teachers and the communities they

work or live in could catalyze teacher motivation. A very good relationship would

make the teacher feel comfortable and obliged to teach for best results as a social

being. This in itself is an incentive with the potential to fuel a teacher's motive to

do a good job. A teacher in an interview was of the view that teachers use to enjoy

better teacher I community relationship, but it does not exist anymore due to the

monetization of everything. "Everybody now runs after money, and the rich are

the respected in the society today". This statement is an indication that financial

gains are rooting or taking precedence over other things in the minds of parents,

teachers and administrators as well. This confirms the idea that materialism is

now the prime mover of the world today and everybody including the teacher is

not left out (Houran & Kefgen, 2007). A relationship built on disrespect dose not

auger well, especially if it has to do with work relationships. Teachers and the

members of the communities they live in owe it a responsibility to properly bring

up the young ones. Teachers and community members are supposed to work

closely to be able to identify the areas in which students fall short and corne up

with measures to address the weaknesses of students that lead to those shortfalls.

In the survey conducted however, 43.1% of the responses made it clear that there

is not any respect for teachers in the metropolis. This certainly will have some

negative impact on teacher I community relationship and the image of teachers' in

the metropolis will certainly, have been indented (eroded) further lowering the

status of teachers.
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4.9.4 Constructive Criticism

Constructive criticism is very important in every work environment. Constructive

criticism helps the worker to restrategize and or employ the best methods to do

the work. However, the research findings show that 5.1% of teachers in Tamale

Metropolis do not agree strongly that they do get such criticism. A greater

percentage, say, 24.4% disagreed that they receive constructive criticism as

teachers in the metropolis. Thus, cumulatively, 29.4% of teachers said they do not

get constructive criticism. A teacher in an interview said;

"All we hear is, teachers do not go to school, they don't teach, and they are not

more role models. Some parents have even forgotten their part in children

upbringing. Any opportunity they get, they insult teachers as if there are no other

factors that contribute to the failure of students in the metropolis".

Out of the total respondents, 14.2% were not sure and therefore undecided.

However, 49.2% agreed that they receive constructive criticism and 7.1% strongly

agreed they receive such criticism. Thus, in all, 56.3% of respondents agreed that

they receive constructive criticism about teaching. This is a good sign because of

its reinforcement offaimess and responsibility.

4.9.5 Self Image

An image is the mental picture carried about the teacher and teaching as a

profession in the context of this research. Self image is therefore the mental

picture teachers carry about themselves and their profession. A positive self image

has the potential to boost the morale of teachers in the metropolis. A high morale
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among teachers has the tendency to ignite an internal drive among teachers to

develop themselves personally in the profession in order to excel. Statistics in the

biographical information above portrays this feature vividly as most teachers in

the metropolis are Cert 'A', Diploma, Degree and Post Graduate certificate

holders with just a few being SSSCE holders. The facet of the research that

sought data on teachers own image revealed that only 4.6% of the respondents are

strongly not proud of themselves and 11.2% are not comfortable with the

profession. These figures stand the chance of growing since 19.8% of surveyed

teachers in the metropolis were not sure of their feelings and therefore, were

undecided. 43.7% of surveyed teachers are proud that they are teachers and 36.5%

are strongly proud that they are teachers. Most of surveyed teachers, say, 46.3%

strongly agreed that teaching is their hope for a brighter future or a successful

future and 35.3% of them agreed that teaching can lead them to a successful

future. This is a pointer to the fact that cumulatively, 81.6% of surveyed teachers

in the metropolis believe that teaching can make them successful. However, 4.7%

of the respondents are strongly against the idea that teaching can make them

successful in life. 5.8% of the surveyed teaching force in the metropolis is also of

this view but not strongly. 7.9% of the surveyed teachers were not sure of their

feeling about whether teaching can make them successful career holders and were

therefore undecided. It is obvious from those statistics that some of the teachers in

the metropolis do not have enough signals to internal motivation through an

enhanced self image.
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Not all, 4.7% of teachers strongly do not believe that their work is of value to the

communities they live in. Equally, 3.2% of teachers did not agree to the statement

that "I feel that the work I do is of value to the community I live", and 3.7% were

not sure of their feeling. This could result from their encounters with communities

in which they live or teach. If members of communities where teachers live and

work feel that the teacher is doing a good job which is indispensable, they surely

will place high value on the teacher and treat him or her as such. However, we are

living in an economic era when there is the tendency that community members

will feel that the teacher is teaching for a pay. An interaction with SMC and PTA

chair persons revealed this. One of them said;

"The teachers are paid for the work they are doing, so what do they want as to do

again ".

This interaction was held in a suburban community under Tamale Metropolis

where I believe illiteracy is still high because both the SMC and the PTA chair

persons could not speak English well. One teacher in an interaction said;

"We are very careful with the way we go about disciplining the children because

one teacher was beaten at Zogbeli when tried to discipline a child and several

other assaults on teachers by parents in the metropolis".

Meanwhile 55.8% of teachers are of a strong view that their work is of value to

the communities they live and 32.6% are also of the same view but not strongly.

All these build up the teachers' self image which could motivate them despite low
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salaries and other dissatisfying factors. The relationship that exists between self

image and motivation is a reality. Motivation will certainly lead to action and it is

actually through action that we see character and discover our real self. An action

which results from motivation makes an employee develop good self image and

become happy, more confident and successful on the job. If a teacher is

motivated at work, he or she will certainly be more productive. Such a teacher

becomes happier, nice to people, make friends, get more clients (students) and

eventually, get promoted by the dint of hard work. Here, we need to be realistic. If

a teacher gets promoted because of hard work not because of long service, it

automatically, will motivate the teacher to strive to excel the more with a knock

on the chest, 'I have done it and will always do it'.

4.9.6 Time on Task

An employee's time on task is affected in two ways. One way is by absenting

herself or himself from work. Another way is by loitering around on campus in

the case of the teacher without actually doing the work. In the survey, from the

teachers' point of view, as the majority's point of view holds, there is not time for

idleness. The statistics obtained from the survey results show that 51.3% of

respondents agreed that there is no time for idleness and 30.5% strongly agreed

there is no time to idle in school. However, 2.5 and 5.1% of respondents strongly

agreed and agreed respectively that there is time for idleness. 10.7% of respondent

did not express their feeling about the issue because they were not sure. In an

interview with an official at the Metropolitan Education Office, it was disclosed

that absenteeism is a problem in the metropolis. Some head teachers interviewed
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confirmed this. Even in the focus group discussions, it came up that some teachers

do absent themselves from school for various reasons. A teacher in an interview

said;

H We are social beings living in communities and you know our people, if they

have a funeral, wedding or outdooring and you do not go it looks like you don't

care about your neighbors. Even when they are on a sick bed in the hospital, they

expect you to visit them to show your concern".

The conflict here is between social life and work life. Many of the lateness to

school are a result of some of these issues. Every teacher interacted with was of

the view that it should not be so rampant that it affects lesson plans and that extra

classes be organized to make up every lost time on task. Some teachers did argue

that they do organize extra classes even when there is not any lost time or a

missed period.

Another facet of the issue of time on task as is already mentioned above is

absenteeism. In this research absenteeism is explained to mean teachers not in

school for a whole working day. The other aspect is what is considered as idleness

as is explained above. To explore this area, teachers were made to respond to a

statement suggesting that there is no teacher absenteeism in Tamale Metropolis.

29.9% of the respondents strongly disagreed to the statement whereas 28.4%

simply disagreed. In total, 58.3% of the respondents believed there is teacher

absenteeism in the metropolis. Surprisingly, 21.8% of the respondents chose 'not

sure' and by this avoided expressing their view on the issue. 15.2% of the
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respondents agreed that absenteeism does not exist in the metropolis. Only 4.6%

of the respondents did strongly hold that teacher absenteeism is not a problem in

the metropolis. To sum it up, only 19.8% of teachers believe there is no teacher

absenteeism in the metropolis.

4.9.7 Teachers' Transfers

Another issue that bothers teachers much is the issue of transfer. In the survey,

18.3% of the responses showed a strong disagreement that teacher transfers are

managed well and fairly. 31.5% of the respondents also held this view but not

strongly. Surprisingly, 32% of the respondents said they were not sure whether

teachers' transfers are managed well or not. Perhaps, they have not encountered

any difficulty in their transfers in the metropolis. In all, 49.7% of the respondents

believe teachers' transfers are not managed well in the metropolis. In an

interaction with teachers towards their satisfaction with teacher transfers in the

metropolis, a teacher had this to say;

"Unnecessary transfer of teachers and the behavior of the officials in the

metropolitan education office towards classroom teachers whenever we go there

for official matters is very discouraging as well as the go and come nature of the

officials "(Teacher, 2012).

4.9.9 Teacher Dependency

Findings from the research revealed that a teacher in the metropolis is not

completely independent of his or her colleague teachers especially of the same

school as far as the execution of their jobs are concerned. The statement that was
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posed to teachers to explore this area is as follows: I am completely independent

of others (other teachers). From the statistics, 15.2% of the respondents strongly

disagreed, 37.6% disagreed, 8.1% were undecided 26.9% and 12.2% of the

respondents agreed and strongly agreed to the statement respectively. However,

cumulatively, 52.8% of the respondents disagreed that they were independent of

others. Teachers in the interviews and the focus group discussions agreed that the

foundation (the nursery) is very important since the rest of teaching and learning

builds on it. Interviews with teachers revealed that primary school teachers are

classroom teachers and teach all the subjects, whereas the junior high school

teachers are subject masters as well as the senior high school teachers. The rest

are organized in course areas as is found in the teacher training colleges and the

polytechnic school. Again, in the interviews and the focus group discussions, it

was made clear that students understanding of other subjects such as science

depend on the level of command they have over the English Language as a tool of

learning and as a subject of its own. Therefore, it is obvious that it takes the effort

of teachers of all the stages in education to produce a knowledgeable student, well

fit into the communities they live and the society at large.

4.9.10 Decision Making

As a manager, it is important to know that allowing your employees a decision

power to some extent makes them develop a sense of responsibility. In goal

setting theory of motivation, with other variables held constant, it is believed that

the more difficult the organizational goals, the higher the level of performance

(Mullins, 2010). However, the difficult goals must be accepted by the employees

138

www.udsspace.uds.edu.gh 

 

 



before they spend some time and efforts towards achieving those goals.

According to Moorhead and Griffin (1995), if employees have the opportunity to

participate in setting their own goals, their effort exerted in achieving those goals

will be greater than where the goals have been assigned to them from above.

Employee participation in decisions leading to goal formulation can influence

their acceptance of difficult goals and put in more efforts to achieve them.

According to Kennish (1994), employee control stifles motivation whereas

employee involvement results in employee motivation and productive

environment.

Some teachers in the metropolis are of the VIew that they are given the

opportunity to contribute to decision making. 19.3% of respondents strongly

agreed that they have the opportunity to take part when decisions are made.

35.5% simply agreed to the statement but not strongly. In all, 54.8% of teachers in

the metropolis have the opportunity to contribute to decisions basically at the

school level. Also, cumulatively, 31.5% of surveyed teachers do not believe that

they are given the opportunity to contribute when decisions are made with only

12.7% strongly holding the view that they are denied the decision making

opportunity. This is a worrying situation because one dissatisfied teacher could

bring about a serious worrying situation because of the high pupil/teacher ratio.

In an era when laws, standards, and political agendas dictate what needs to

happen in the classroom, teachers feel less control over what they can do. The

teacher motivated by autonomy may exclaim saying that as professionals, they

should be allowed to do their jobs and that they know what it takes to do the job.
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These teachers want to be given the assignment, the time, and the material

knowing that they will be held accountable for accomplishing the school's clearly

stated goals.

When school administration feels the need to manage every aspect of a teacher's

planning period or the way that teacher spends all time allotted to instructional

development, he will lose sight of the feeling that the administration respects his

professionalism. Parents who second guess teachers and undermine the teacher's

decisions also diminish a teacher's feeling of autonomy. An administration that

can responsibly release power to teachers to perform their jobs, respecting their

ability to recognize situations and respond to them accordingly, creates that

feeling of autonomy teachers need to feel like respected professionals.

4.9.11 Work Place Authority

Every employee wants to have some amount of authority with regards the work

he or she is doing. This gives employees a certain degree of power to handle

issues relating to tasks performed. The prize of having some level of authority

regarding the work done is that it instills some level of confidence in the

employee. To teach effectively, every teacher's confidence level should be high.

The survey results indicated very clearly that teachers in the metropolis do have

some amount of authority in their work. A statement that dug into this area is; I

have a certain degree of authority in my work. The responses depict vividly that

teachers in the metropolis do enjoy some level of authority in teaching. 18.8% of

the respondents strongly agreed that they have a certain degree of authority in
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teaching. 56.9% of the respondents agreed but not strongly to this statement.

Cumulatively, 75.7% of the respondents agreed that they enjoy some level of

authority at work.

4.10 Teachers' Satisfaction with Working Conditions

Respondents in the survey demonstrated that they were not satisfied with

conditions under which they work in the metropolis. 33% of the responses

showed a strong disagreement that teachers are satisfied with the conditions under

which they work in Tamale Metropolis. Further, 45.2% of the respondents did not

also satisfy but not strongly. Therefore, 78.2% of the responses vividly

represented teacher dissatisfaction with the conditions under which they are

working in the metropolis. On the other hand, 13.2% of the respondents agreed

that they were satisfied with conditions under which they work in the metropolis,

but only 4.1% strongly agreed. This is a clear indication that teachers are not

satisfied with conditions under which they work.

4.11 Teachers' Job Satisfaction

Teachers' satisfaction with the teaching job was explored by posing a statement

that "1wish 1could change my profession" and others. The responses indicated

14.7% in strong disagreement as is indicated in the table below. Again, 21.3% of

the respondents disagreed with the statement, 19.3% did not express their opinion

on the issue. Those who agreed there wish they could change their profession

formed 28.4% and 16.2% strongly agreed that they wish they could change their

profession.
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Table 4.7 Teachers Satisfaction

Valid Response Category Frequency Percent
Responses

Strongly disagree 29 14.7

Disagree 42 21.3

Not sure 38 19.3

Agree 56 28.4

Strongly agree 32 16.2

Total 197 100.0

Source: Field Survey (2012)

Again, in response to a statement, I teach the subject of my choice, the responses

are as follows; 21.3% and 31% strongly disagreed and disagreed respectively that

they teach the subject of their choice. 32.5% and 11.2% agreed and strongly

agreed respectively that they teach the subjects of their choice. As is shown in the

responses on the table below, 4.1% were silent on the issue.

Table 4.8 Subject of Choice

Valid Response Category Frequency Percent
Responses

Strongly disagree 42 21.3

Disagree 61 31.0

Not sure 8 4.1

Agree 64 32.5

Strongly agree 22 11.2

Total 197 100.0

Source: Field Survey (2012)

Also, when teachers were asked if they are in the wrong profession, 33.5% of

them strongly disagreed that they are In the wrong profession. 37.1% also
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disagreed, 13.2% remained neutral with 12.7% agreeing that they are found in a

wrong profession, showing their dissatisfaction with the teaching job. Those who

strongly agreed formed 3.6% of the respondents. All that this means is that most

teachers like the profession but experiencing less satisfaction.

4.12 Teacher's Opinion on Motivation

The findings from the study revealed that 61.4 of respondents strongly believe

that they will do better if they are well motivated. Another 26.9% agreed that they

will do better if they are motivated making the percentage great (88.3%).

Interestingly, here, only one percent (1%) did not express any opinion on this

issue by choosing 'Not sure'. Together, 10.7% did not agree that if they are

motivated they will do well. Further, to find out if teachers believe their

performance is dependent on motivation, their responses were elicited in that

direction. Generally, 34.5% of respondents strongly agreed that teachers'

performance depend on their level of motivation. Equally, the same percentage of

the respondents (34.5%) agreed that teachers' performance depend on how much

they are motivated. However, 6.1% disagreed strongly that teachers performance

depend on how much they are motivated. 15.2% equally disagreed on the issue.

9.6% chose 'not sure'. In sum, 69% of the respondents held that teachers'

motivation is important and influential on their performance.

However, expressing their opinion, the respondents were of the view that teachers

in the metropolis are not well-motivated. 43.1% strongly held that teachers are not

well-motivated. 36.5% of the responses showed a disagreement that teachers are
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well-motivated. In total, 79.6% of the respondents were of the view that teachers

in the metropolis are not well motivated.

4.15 Teachers' Performance indicators

Job performance is explained differently by different people. It is the act of

executing a task or various tasks making a job (Okunola, 1990). It has also been

described as the ability to combine skillfully the right work behaviours to achieve

organizational objectives and goals (Olaniyan, 1999). Therefore, the ability of a

teacher to combine skillfully the various educational inputs to facilitate the

achievement of teaching and learning objectives or goals constitutes teachers' job

performance. In line with this, the variables constituting a teachers' job

performance indicators are; lesson note preparation, preparation of scheme of

work, content delivery (lesson presentation), supervision and monitoring of

students' work, and the use of teacher / learner resources or materials, giving

exercises and marking as well as keeping record of them and ensuring learner

discipline (Owoeye (1999). When these things are done effectively the end result

should be well learned people, ready to take up responsible positions in the

society.

However, the teacher has to accomplish this under a lot of influential factors such

as the availability of teaching and learning materials, the leamer's intelligence

quotient (IQ) level, readiness and the zeal to learn, the time frame, background of

the learners, both the external and internal environment that make up the

conditions under which both teaching and learning take place, among other
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factors. These factors make the assessment of teachers' performance a very

complicated issue and one cannot boast of an effective evaluation of the

performance of the teacher given its intricacies. Thus it will nearly, if not

completely, be impossible to achieve a very good performance without handling

very well an employee's motivation in an establishment like a school. The most

interesting thing is that the teacher who is suppose to be motivated to put in his or

her best and utmost efforts have to intend motivate the student to learn any time in

class. This even makes teacher's lack of motivation very perilous. Teacher

motivation is like a catalyst capable of triggering a chain of actions and reactions.

That is, if teachers are not well motivated, they will not put in their best in terms

of teaching and students' motivation. If students are not well motivated to learn,

the end result is failure which we see today. Some indicators of teachers'

performance are looked at below.

4.15.1 Scheme of Work

Scheme of work is the beginning of the teacher's job. This spells out the various

tasks to be completed within a year or a term. The various tasks are put down

together with the time schedule. Every teacher with an intention to do a good job

draws a scheme of work. This - according to teachers - serves as a guide to the

teacher and spells out the time limits within which the various tasks could be

accomplished. Directorial (supervisory) officers do emphasize on the preparation

of the scheme of work. A teacher said;

"Any time an officer or circuit supervisor comes, the first thing that is asked for is

the scheme of work".
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This is prepared at the beginning of the year or term. According to interviewees it

is the responsibility of the head to ensure that every teacher prepares the scheme

of work. What was missed is an annual scheme of work. A cursory observation

indicated lack of annual and terrnly objectives aside the daily lesson objectives.

4.15.2 Lesson Notes Preparation

One of the key performance indicators is the preparation of lesson notes. The

lesson note of every teacher serves as both guide and a symbol of work done. As a

matter of fact, both officials and teachers interviewed were of the view that well

prepared lesson notes portray good work done by the teacher concerned. Heads,

circuit supervisors or the inspectorate in general always try to find out if scheme

of work is well prepared followed by the lesson notes. Survey responses showed

that 3% of the teachers strongly do not see the need to prepare lesson notes before

teaching. 6.1% did not also see this need, and 2.5% of the respondents did choose

'Not sure'. Overwhelmingly, 41.6% and 46.7% of the respondents agreed and

strongly agreed respectively that there is the need to prepare lesson notes before

teaching.

However, a reasonable number of surveyed teachers (23.4%) strongly do disagree

that they are motivated to prepare lesson notes before teaching. Also, 27.9% of

teachers surveyed disagreed but not strongly that they are motivated to prepare

lesson notes before teaching. In all, 51.3% of surveyed teachers disagreed that

they are motivated to put down lesson notes prior to teaching. Those who were

undecided on this made up of 5.1% of the respondents. Thirty-three percent (33%)
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of the responses indicated that teachers are motivated to prepare lesson notes

before teaching. Those who strongly agree constituted only 10.7% of the

respondents. In sum therefore, 43.7% of teachers in the metropolis do hold that

they are motivated to prepare lesson notes before teaching. This statistics indicate

low motivation among teachers in the metropolis since a little over 51% of them

are saying they are not motivated to execute a key performance task (lesson notes

preparation).

In focus group discussions, teachers made it clear that a lot go into the preparation

of lesson notes. Mostly, they research into what content to deliver to the learners,

the method of delivery, the kind of teaching and learning materials to use,

activities to engage the teacher and learners as well as the step by step approach to

follow in the delivery of the lesson are all decided upon under this stage. Most

teachers interviewed believed that the failure or otherwise of a lesson comes from

the kind of preparation the teacher makes at this stage as well as the learners

ability to grasp concepts. An interviewee said;

"In deciding on the level of content, activities, teaching and learning materials

and the method, the mental age of the learners have to be considered. This is

where a lot of professionalism is shown in teaching. If a lesson note is well and

fully prepared, any teacher in your absence can study it and step in for the

teacher because it makes everything very clear ".

In the survey, responses revealed that 7.1% of teachers under the survey do not

actually prepare lesson notes before teaching. This confirms that there are truly
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some teachers who do not believe in lesson notes preparation prior to teaching.

Again, it is an indication that some teachers are actually not motivated to prepare

lesson notes - despite the importance of it - before teaching. A great number of

teachers (89.9%) however, do prepare lesson notes prior to teaching. School visits

revealed that some teachers do prepare lesson notes but as to whether they

effectively use the notes in delivering lessons is outside this study. This is a strong

indication of best performance by teachers in the metropolis.

4.15.3 Students Exercises

In an interview with a school head, student exercises were mentioned as one of

the indicators of teacher performance.

A teacher who is lazy can easily be spotted because when you check his or her

students' exercise books, you will see nothing (A school head, 2012).

In the survey statistics, 1.5% and 2.5% of the respondents strongly agreed and

agreed respectively that they do not give their students the required exercises. By

choosing 'Not sure', 4.6% kept their mute. A great number (61.4%) of teachers

agreed they give their students the required exercises. More importantly, 29.9%

strongly agreed that they give their students the required exercises in class and

outside class. In an interview, another head had this to say;

"This is a difficult area you are asking me about. If we are to follow critically, you

will see that some teachers do not give enough exercises". When probed further,

the response was, "1 am not saying they do not give exercises but you see,
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critically, we looking at what kind oj exercises are given. Is it oral or written

exercise? Does it measure the level oj understanding oj the pupils in the

classroom? Do those exercises engage the children even after the class and a

whole lot? "

This suggests that the issue of giving exercises in teaching reflects the level of

teaching done by the teacher in question. Thus effective teachers give exercises

that are engaging in the class and even outside the class. The interviewee also

agreed that large classes do not offer teachers the opportunity to do quality

teaching.

Still in the interviews and the focus group discussions, responses revealed that

hardly do teachers idle in schools. After teaching, exercises are marked and the

results recorded. Interviewees even argued that the school time is not enough for

the work involved in teaching. To them it is not uncommon to see teachers doing

school work during weekends. Thirty-four percent (34.5%) of responses from the

survey conducted show strongly that teachers do not idle in schools. Another

34.5% of responses from the same survey disagreed that teachers do idle in

school. 16.2% of the respondents were not decided and therefore chose 'Not sure'

as their response. 12.2% held that teachers do idle in school and only 2.5%

believed strongly that teachers do idle in school.

An equally important issue under this was whether teachers do mark the exercises

given to learners on time and give feedback to students. In this regard, 10.6% of

responses disagreed that they do mark learners' exercises and give feedback on
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time, 3% remained neutral and 55.3% were of the view that they do mark pupils'

exercises on time and give feedback. Another sizeable percentage of the

respondents (31%) indicated that teachers do mark exercises and give feedback on

time. The culminated result is that 86.3% of teachers are of the view that they do

mark exercises and give learners feedback on time. Thus teachers are measuring

strong on this issue.

4.15.4 Class Control

Proper teaching cannot take place in a class where there is no control. Introverts

among the learners might sit quietly in class but the extroverts will not. Tactical

approach has to be used by teachers to have full attention in the class to be able to

deliver lessons well. This is one of the areas where the professional skills learnt

have to be employed. It is also a delicate area because, if care is not taken, a

learner may be silenced for the rest of the lesson in an attempt to keep class

control. The criticality of this manifested when 6.6% of the responses showed that

strongly, class control is a challenge. Also, 10.2% of the responses depicted that

class control is a challenge in the metropolis. However, 48.7% of the responses

made it clear that a greater percentage of teachers do not face problems about

class control. Those who strongly agreed they do not have problems when it

comes to class control formed 30.5%. This is a sign that most teachers (79.2%)

have the required professional skills to be able to control their classes during

teaching.
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4.15.5 Actual Delivery of Lessons

The actual work comes immediately after the pre-lesson preparations. In the

classroom the actual tactics will be employed in a systematic way to imbibe the

concepts the teacher wants his or her students to grasp. Most interviewees were

of the view that the activity approach to teaching suits the lower stages. They

were however, mindful that it goes with the appropriate teaching and learning

materials which to them are not forthcoming. Improvisation has become the

slogan as long as teaching and learning materials (TLMs) are concerned.

In the survey that was carried out on the field through a self-administering

questionnaire, responses made it apparent that some teachers do have challenges

when it comes to lesson delivery. This is because 4.1% and 18.8% of the

responses indicated obviously, a strong agreement and an agreement respectively

that they (teachers) have problems when it comes to actual lesson delivery. Only

7.1% of the respondents were silent on the matter. However, quite a great number

of teachers (47.7%) agreed that they do not have problems in delivering their

lessons. Again, 22.3% strongly agreed that they as teachers do not have problems

in executing their teaching tasks in the classroom. This is a testimony that only

22.3% of the respondents are highly confident in themselves concerning lesson

delivery. This could be a result of the inability of the Metropolitan Education

Office to organize in-service training at regular intervals for teachers in the

metropolis.
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4.15.6 Actual Performance of Students in the Metropolis

Documents reviewed showed a dearth of information on students' performance

across board in the metropolis. The study revealed a skewed emphasis on

information on the basic level students' performance by the Metropolitan

Education Office. Information from the office indicates clearly poor performance

since 2005. However, by the information provided, the worse performance

occurred in 2010 when only 42.72% of candidates presented had passes. The table

below explains it all.

Table 4.9 JHS Students Performance in the Metropolis (2010 - 2005)

Year % Passed(AGG 6-30) Position on the Ranking
Table

1

2010
1

42.72 103fd

2009 45.72 98th

2008 48.75 89th

2007 48.87 915t

2006 46.24 I ss"
To05 53.51 I 69th

Source: Metropolitan Education Office (2011)

4.15.8 Absenteeism

Absenteeism is one of the many performance related challenges facing the

metropolis. Teachers' absenteeism is defined as the unavailability of teachers in

school at the time of the visit of the team (IBIS INNED, 2010). To them these

included teachers who had reported for duty and left for whatever reason before

the arrival of the team. There are some reservations about this definition of
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teachers' absenteeism. Teacher absenteeism cannot be said to exist if a teacher

reports, honors the teaching obligation and leaves for a good reason. Teacher

absenteeism occurs if a teacher is not able to report to work to fulfill his or her job

demands without any professionally acceptable reason. On teacher absenteeism,

in the Northern Region in general, IBIS / NNED (2010) have the following to say

based on their definition of absenteeism;

.:. On the average, about 30% of teachers were absent during at least four

visits of the research team

.:. Teacher absenteeism is higher at the end of the week (60% on Fridays) as

compared to the beginning of the week (20% on Mondays).

.:. Teacher absenteeism on Thursdays and especially, on Fridays is more or

less becoming a 'norm' for the teachers .

•:. Absentee teachers absent themselves 3 days in a week on the average .

•:. Some head teachers are victims themselves thereby making it difficult for

them to serve as effective supervisors or mentors to newly recruited

teachers .

•:. The last two weeks to vocation is when teacher absenteeism is high.

In the survey, processed data revealed that some teachers in the metropolis have

ever been warned of absenteeism. The results make it apparent that 29.9% of the

respondents have ever been warned about absenteeism. Another 12.2% of the

responses showed a strong agreement that the respondents have ever been warned

of absenteeism. In all, those who in one way or the other, have ever been warned

about absenteeism constitute 42.1%. Also, 61.9% of respondents agreed that they
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sometimes go to school late and 29.9% did not agree that they sometimes go to

school late. However, in response to a statement; 1 always go to school late,

57.9% strongly disagreed and 25.4% simply disagreed. On the other hand, 3.6%

strongly agreed that they always go to school late and 9.1% also agreed that they

always go to school late and in the interview distance from residence to school

was cited as a reason for this coupled with lack of means of transport.

In another dimension, the opinion of teachers was sought on the issue of teacher

absenteeism and the responses indicated 29.9% strong agreement that teacher

absenteeism is a problem in the metropolis meaning it exists. Again, 28.4% of the

respondents were of the view that teacher absenteeism is a problem in the

metropolis. Cumulatively, 58.3% of the respondents believed that teacher

absenteeism is a problem in Tamale Metropolis. A total of 19.8% of responses

held that teacher absenteeism is not a problem in the metropolis. Those who stood

neutral on the issue constituted 21.8% of the respondents.
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CHAPTER FIVE

SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS

5.1 Introduction

This fifth chapter consists of summanes of the findings, conclusion and

recommendations. The summaries are done based strictly on the core areas

relative to the objectives of the study. It touches on the supervision of teachers in

the metropolis, teachers' motivation strategies involving incentives, promotions,

nature of teaching itself, challenges teachers face, opportunities in the metropolis

and performance issues.

5.2 Supervision of Teachers

The research has revealed a superb teacher administration structure in the

metropolis. The inspectorate of the Metropolitan Education Office has the

supervisory role to play in teacher management in the metropolis. This is headed

by a Deputy Director in charge of supervision who answers to the Metropolitan

Director of Education. The office of the supervisory division works directly with

circuit supervisors and heads of other educational institutions to oversee the work

of teachers in the metropolis.

This structure gives rise to a clean communication line. Information could flow

from the Metropolitan Director through the deputy director in charge of

supervision, circuit supervisors, and head teachers to teachers and the reverse. The

heads of other educational institutions work directly with the office and play the

supervisory roles in their various educational establishments.
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This supervisory structure together with other technical administrative staff is

supposed to provide technical support to teachers in the execution of their duties.

52.3% of teachers agreed that supervisors do support them as teachers in the

execution of their tasks. In the study however, 20.3% of teachers were of the view

that supervisors do not give them support as teachers. This is a worrying situation

because every single teacher maters in the metropolis.

Another challenge that was brought up was poor communication. Even though the

structure of communication is good, teachers complain of not getting information

from the office at the right time. The office still expects teachers to follow the

archaic method of going to the office to read notices for information after classes.

This is unacceptable in today's information age and renders the administration

ineffective and demotivating to teachers. This is because information on

important teachers' motivation issues such as promotions and welfare as well as

teaching and learning materials do not get to teachers on time.

5.3 Teachers' Motivation Strategies

During the study a number of strategies used to motivate teachers in Tamale

Metropolis were mentioned. These are briefly explained below.

5.3.1 Teaching Incentives

During the survey, a number of teachers' incentives were mentioned. These

include best teacher awards, T & T, health allowance, maintenance allowance,

responsibility allowance, tax relief, work leave, study leave with pay, promotions

and pension benefits. Among these, it is the pension benefits that every teacher
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enjoys but with less satisfaction. This is because 69.1% of teachers are not

satisfied with the pension benefits. Another most enjoyed benefit is promotion

with which teachers have questions about the processes involved. For the rest of

the incentives, the amounts involved are so meager and processes involved in

getting those benefits are very cumbersome that teachers do neglect them. This

manifested in the survey when 70.1% of teachers did not agree that they enjoy

other benefits aside salaries. Also, 79.2% of teachers did not agree that they do

enjoy other financial benefits aside salaries. With the responsibility allowances, it

is only those who teach at the higher stages of education like the universities who

actually benefit from them. At the basic level, what exists is head teacher's

responsibility allowance involving a meager amount with a lot of irregularities.

5.3.2 Teachers' Salaries

In the study, it was made obvious that one of the strategies used to motivate

teachers is remuneration. In the interviews conducted however, an interviewee

was of the view that money is not a good motivator. To the interviewee, people

who do good jobs are those intrinsically motivated. The conclusion on this point

was that if this is accompanied with good remuneration package however, it will

ease teachers from psychological troubles due to some financial problems they

might face. In a focus group discussion, it was agreed that teachers have recently

seen some increase in their pay as a result of the implementation of the single

spine salary structure but that it is still not satisfactory.
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The survey results confirms this when 71.6% of teachers held that their salaries

are not satisfactory. However, in the interviews most teachers agreed that their

base pay is higher but because they do not enjoy other benefits such as allowances

as other workers do, their remunerations cannot compare with others. Most of

them said when the police were placed on the single spine salary structure their

hopes went up only to meet a disappointment when it was their turn. In the

findings, only 12.2% and 2% of teachers agreed and strongly agreed that their

salaries are satisfactory in relation to the work they do.

Also, 62.4% of teachers do not believe that they earn the same as other

employees. In addition, teachers do not believe that the basis for salary increments

is fair. Especially, with the new pay policy. Most teachers in the interviews did

indicate that other trade unions did have an impact on how much their members

received with teachers trading behind because of the weak trade union they have.

Thus 56.9% Of teachers held in the survey that salary increments are not decided

in a fair manner.

5.3.3 In-Service Training

As a strategy, in-service training is used to motivate teachers already in the

service. According to Adeyinka Ayen and Popoola (2007), training is one of the

effective means by which employees are motivated. This strategy IS

acknowledged both at the national and metropolitan levels as essential In

strengthening teachers' pedagogical skills and thereby motivating them. However,

the extent to which it is used is the question. The survey results showed 70.6% of
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respondents saying they do not receive regular in-service training. This means that

the strategy is not effectively utilized at metropolitan level. Interviews pointed at

inadequate funding as the reason it is a challenge to organize regular in-service

training for all teachers in the metropolis.

5.6 The Best Teacher Award

The best teacher award has been one of the strategies used to motivate teachers at

the national level, regional levels, and district levels as well. The metropolis also

uses this strategy to motivate teachers serving in the metropolis. Interviews with

the metropolitan education officers revealed that funds are sometimes not readily

available for the event. Majority of teachers (67.9%) hold that the selection

process is not free from bias and corrupt practices. This situation, if not checked

will mar the beauty of the best teacher award as an incentive and a motivation

strategy.

5.3.5 Promotions

As far back as 1966, Herzberg (1966) had established that an employee's need for

advancement (promotions), responsibility, challenging but interesting work,

security, vocations and money were related to pay system performance. Lawler

(1981) put forward a statement that individuals who are more entrepreneurial in

nature and achievement-oriented like working in organizations where rewards are

based on competencies and performance.

Promotion is one of the more efficient strategies used to motivate employees at

work. It brings the worker higher status and more financial gains. A learned
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officer in an interview was of the opinion that self actualizing teachers will want

to advance in their careers in other to enjoy recognition, a raised status and also

face more challenging tasks on their career ladders. The survey results pointed out

that 49.2% of teachers in the metropolis are not satisfied with issues concerning

teachers' promotions. However, 32.5% were of the view that issues concerning

teachers' promotions are handled with satisfaction. 29.9% of the survey responses

again showed that a good number of teachers do not believe that every teacher in

the metropolis has a fair chance of being promoted. Nonetheless, 43.1% of

respondents believed every teacher in Tamale Metropolis has a fair chance of

being promoted.

5.3.6 Recognition

Recognition has been a very powerful tool used to motivate employees. This has

been established by other studies conducted. Recognition is central in terms of

employee motivation. It comes with a raised status and adoration through

appreciation as a member of an organization (Rizwan, 2010). Recognition can be

seen in reinforcers such as special attention, praise and even job expansion

(Naseer, 2008). According to Ricks, Glinn and Daugthrey (1995) the

effectiveness of recognition in terms of motivation depends on the individual

teacher and the value he or she places on it. In this study 32% of responses

showed that some teachers are not satisfied with the recognition given them as

teachers. This is a worrying situation because every circuit supervisor or head

teacher in his or her induction course should be made aware of these simple but

effective way of motivating teachers in the metropolis.
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Recognition has been one of the most underutilized motivation techniques in the

metropolis. A simple praise can make an unprecedented difference in the work

life of teachers. A great number (48.7%) of teachers said they are not given a

simple praise with regards to the difference they make in the lives of children

under their care.

The signs of lack of recognition for the good job done by teachers in the

metropolis are seen in the recent attacks of teachers in schools by parents. This

kind of behavior is seriously a moral killer and demotivating.

5.4 Teachers Challenges in the Metropolis

During the survey, interviews and focus group discussions, a number of

challenges were mentioned and discussed. In summary, accommodation

difficulties, inadequate incentives, low salaries,poor in-service training, late

arrival of teaching and learning materials.vinadequate teaching and learning~ ======----
materials, large class size, want of regular interaction between teachers and the

Metropolitan Education Office (poor communication), students negative attitude

towards learning, frequent power outages, study leave difficulties and inadequate

school facilities present great challenges to teachers in the metropolis. These

challenges that teachers face in the metropolis contribute to the poor performance

put up by teachers and their students and contributes importantly to teachers' de-

motivation and low performance. It was however interesting to realize that

government is currently tackling the facility shortage by putting up more schools

and classrooms. Furniture was also said to be in the making and some schools
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were tipped to have single desk school furniture by the end of the academic year,

said an officer interviewee.

5.5 Motivating Opportunities open to Teachers in the Metropolis

5.5.1 Easy Access to Distance Learning Programmes

Professional growth is an important need for many employees. As teachers living

in the metropolis, they have easy access to distance learning programs in other to

satisfy this need. In the study it was revealed that only 4.1% of the respondents

were SSSCE holders in the service in the metropolis. This is an indication that

most teachers in the metropolis are now holding certificates higher than that of

SSSCE as a result of the distance learning programmes they can access easily.

Professional programmes such as the DBE and UTDBE are easily accessible to

teachers in the metropolis. These programmes have helped turn a lot of pupil

teachers into professional teachers in the metropolis. Several cert 'A' holders have

also become degree holders through distance programmes.

5.5.2 Social Amenities

During the interactions, majority (89%) of the teachers and officials interacted

with were of the view that Good road network, electricity, potable water and

others constitute the source of attraction to teachers in the metropolis. Also, many

interviewees mention the presence of the Metropolitan Education Office in the

metropolis as one of the reasons why people want to stay in the metropolis.

Another issue is, with money, one can get the type of accommodation you want in

the metropolis.
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5.5.3 Access to Information and Communication Technology

Information and communication technology has assumed the greatest importance

in the lives of young and old. This stems from the use of it to easily spread

information which is very vital in both personal and institutional developments.

The easiest way to acquire leT knowledge is to stay within the metropolis in

which abound sources of leT knowledge. It is compelling for the teachers today

to at least have some basic knowledge and understanding of the operations of

K'T, otherwise, they will be left out of the current developments and opportunities

it offers. The internet for instance, makes the distance learning very possible and

other higher certificates can be acquired through internet learning in the global

arena. Thus many educational institutions are going global due to developments in

rcr.

5.5.4 The Presence of Financial Institutions and the Teachers Credit Union

There is not any doubt about the fact that financial obligations can destabilize

employees if not met. Especially, in the case where responsibilities extend beyond

nuclear families to include extended family members. The need for other sources

of funds to meet these obligations is very critical. The teachers' credit union, the

banks and others provide financial services to teachers thereby motivating them to

stay in the metropolis. During hard times, the alternative sources of teachers'

income in the form of loans are these financial institutions abound in the

metropolis. They are relied on to solve most pressing financial needs.
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5.6 Nature of Work and Teacher Motivation

The meaningfulness of work (Maslow, 1943 & 1971) and what it constitutes stand

to motivate employees in performing the tasks associated with the job. The

research has revealed that there are certain characteristics of work which

motivates employees. Some of such features are; task variety or skill variety, task

difficulty, task control, task responsibility, task identity or clarity, feedback as

well as job security. The research results showed that teaching contains these

characteristics as a job which could make it intrinsically motivating. The research

results show that teachers do have control over teaching, teaching consist of a

variety of tasks which demand a variety of skills, makes teachers responsible for

the job outcomes, that teaching is a challenging job, gives feedback, and teachers

are well assured that they will not be sacked without any good reason. The issue

at hand however, is that community members sometimes do attack teachers for

disciplining their children making it difficult for teachers to ensure discipline in

the schools. Discipline is a necessary condition for an effective teaching and

learning in every school.

5.7 Teachers Interest in Teaching in the Metropolis

This is an important area because it depicts a serious issue. When workers are

interested in a job, they do it zealously to the best of their ability. In this regard,

responses were elicited from teachers to establish their interest in the job. A

disturbing revelation was that 7.4% of the responses indicated lack of interest of

some teachers in teaching in the metropolis. Although these constitute a small

number, it has to be attended to with all the seriousness it deserves. However, a
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greater percentage (85.8%) of the responses portrayed that teachers are interested

in teaching as a job. This confirms the finding that teaching has some

characteristics which makes it interesting despite the low remuneration associated

with it. This is not in any way a suggestion that teachers' salaries should not be

enhanced in order to attract, retain the best talents and motivate them for excellent

performance.

5.8 School Environment

As social beings, teachers need a kind of working environment that reinforces the

satisfaction of teachers' social need of best relationships. If anything at all,

teachers should have a cordial working environment. The school environment is

shaped by a number of issues including teacher / teacher relationships, teacher /

learner relationships, and teacher / parent relationships. All these together, form a

single cohesive social unit within which the teacher executes his or her tasks. As

social beings, affective cordial relationships have the potential to motivate the

teachers to do a good job. This can be fueled by an effective communication

which allows for sharing of ideas and discussion of challenges through regular

meetings in the schools.

Information from the data analyzed show that 52.3% of teachers have the

opportunity to mix with and share ideas on aspects of their work in the school.

However, 14.3% of responses indicated that some teachers in the metropolis do

not have the opportunity to mix with and share ideas on aspects of teaching.
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Equally important aspect of the school environment is the kind of teacher/ student

relationship at the school level. This affects both teaching and learning at school

level. Good emotional relationship between teachers and students motivates both

of them to put up their best performance. The results show a great support

(92.9%) for the idea that teachers do enjoy good relations with their students

except in some few (4.1%) instances where and when it is not so.

Last but not the least, teacher and community relationship is a potential catalyst to

teachers' motivation in the metropolis. With a very good relationship, teachers'

moral will be boasted. A teacher in an interview was of the view that teachers use

to enjoy better teacher / community relationship, but it does not exist anymore due

to the monetization of everything. "Everybody now run after money, and the rich

are the respected in the society today". This statement is an indication that

financial gains are rooting or taking precedence over other things in the minds of

teachers and community members. In the survey conducted however, 43.1 % of

the responses made it clear that there is not any respect for teachers in the

metropolis. This certainly will have some negative impact on teacher / community

relationship and the image of teachers in the metropolis.

5.9 Working Conditions

The working hours of teachers are very reasonable and acceptable. In the study,

69.5% of teachers agreed their working hours are reasonable. However; 61.4% of

teachers in the metropolis believe that they are overworked but not in terms of

number of hours worked, rather, in terms of workload. In the same vein, a greater
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percentage (78.2%) of surveyed teachers revealed that teachers are not satisfied

with conditions under which they work.

5.10 Job Satisfaction

Every employee - in order to be motivated to do a good work - should be given a

piece of work that is of interest to the employee. Teachers equally want to handle

subjects that they feel like teaching. This will motivate them. The survey

revealed that 36% of teachers do not wish to change their profession while 44.6%

wished they could change their profession. Uninterestingly, 52.3% of teachers

said they do not teach subjects of their choice. This could be a result of head

teachers' discretionary decisions. This could also be demotivating in that an

employee should want to do the job offered him or her. This is one of the sources

of teachers de-motivation.

5.11 Performance Indicators

Convincingly, one can say that performance depends on motivation, ability and

inputs or tools to work with. In the teacher's case, teaching and learning materials.

To assess teachers' performance, certain indicators such as scheme of work,

lesson notes, lesson delivery, student exercises, time on task, and class control

have to be looked at. These are considered below.

5.11.1 Scheme of Work

Every teacher with an intention to do a good job draws a scheme of work. This -

according to teachers - serves as a guide to the teacher and spells out the time

limits within which the various tasks could be accomplished. Directorial
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(supervisory) officers do emphasize on the preparation of the scheme of work. A

teacher said;

"Any time an officer or circuit supervisor comes, the first thing that is asked for is

the scheme of work",

This is prepared at the beginning of the term. According to interviewees it is the

responsibility of the head to ensure that every teacher prepares the scheme of

work. What was missed is an annual scheme of work. A cursory observation

indicated lack of annual and termly objectives aside the daily lesson objectives.

5.11.2 Lesson Notes Preparation

The final preparations in the form of lesson notes are done on weekly basis. In

every lesson notes prepared includes the objectives, activities, materials to use,

content, and evaluation exercise. A check on some teachers' lesson note books

revealed that at the basic level, heads do mark teachers' lesson notes on every

Monday before they are used to teach.

A disturbing revelation that came from the survey is that 9.1% of teachers do not

see the need for lesson notes preparation before teaching even though

overwhelmingly, 88.3% of teachers do see the need for lesson notes preparation

before teaching. Again, 51.3% of teachers said they are not motivated to prepare

lesson notes. Teachers do hold that lesson notes preparation is demanding.
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Actually, 7.1% of teachers did agree that they do not prepare lesson notes prior to

teaching. However, a greater percentage (89.9%) of the respondents did agree that

they do prepare lesson notes before teaching.

5.11.3 Students Exercises

Another important performance indicator is the number and kind of exercises a

teacher gives. The interviews, survey questionnaire information and the focus

group discussions reveal that this requirement is not met strongly by some

teachers in the metropolis. In the survey, responses showed 61.4% in favor that

teachers do give students the required exercises. However, 4% of the responses

showed that teachers do not give students the required exercises. This is worrying

because every teacher should give students the required exercises since this is key

to an effective learning.

5.11.4 Class Control

The research results show that 79.2% of teachers do not face class control

challenges in the metropolis. This is a reflection of the fact that majority of

teachers in the metropolis today are professionals and have the necessary skills

required for class control. Only 16.8% of the respondents face challenges when it

comes to class control.

5.11.5 Actual Delivery of Lessons

Even though research results show greatly that majority (70%) of teachers in the

metropolis do not face lesson delivery problems, 22.8% of surveyed teachers do

face problems in delivering lessons. The most confident in terms of lesson
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delivery consist of only 22.3% of teachers in the metropolis from teachers' point

of view.

5.11.6 Students Performance in Examination

Documents reviewed showed a deficit of information on students' performance

across board in the metropolis. The study revealed a skewed emphasis on

information on the basic level students' performance by the Metropolitan

Education Office. Information from the office indicates clearly poor performance

since 2005. However, the worse performance occurred in 2010 when only 42.72%

of candidates presented had passes.

5.11.7 Absenteeism

Absenteeism is one of the challenges in Tamale Metropolis. This was revealed

during the research when 42.1% of respondents indicated that they have ever been

warned of absenteeism. Again, 58.3% of the teachers surveyed believe that there

is teacher absenteeism in Tamale Metropolis.

5.12 Lessons Learnt

Experience, they say, IS the best teacher. This study had offered me an

opportunity to gain some experience as far as research work is concerned. In fact,

a number of lessons were learned as the work proceeded to the end. These

include;

.:. A narrow research topic allows the researcher to do an in-depth study and

analysis of issues concerning the topic. It was realized that the emphasis
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by academics on narrower topics in the field of research is a reality and

has a direct bearing on the depth and quality of work .

•:. Also a research well done gives the researcher some insight into the

phenomenon under consideration. Really, this piece of work has provided

me an insight into issues concerning teachers' motivation and performance

in the metropolis. I have learnt that human beings are dynamic and the

psychological processes contributing to their motivation are rather

complex and dynamic.

5.13 Review of the Study Objectives

The first objective of the study was to ascertain if teacher motivation strategies

are implemented in the metropolis and their potency. Indeed, the findings indicate

very vividly that a number of teacher motivation strategies are implemented in the

metropolis. These include; incentives, salaries, promotions, pension benefits,

recognition, in-service training and teacher up-grading programmes. This answers

the sub research question one. However, there are challenges when it comes to the

implementation of these strategies and their substantialness. This has made them

weak in terms of teachers' motivation in the metropolis.

A second objective was to analyse the challenges teachers face in the metropolis.

This aspect of the work has been more revealing. The challenges have to do with

accommodation, unsatisfying teaching incentives, low salaries, inadequate m-

service training, late arrival of teaching and learning materials as well as the
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scarcity of TLMs, large class size and high pupil/teacher ratio, lack of regular

interactions between teachers and the Metropolitan Education Office, students'

negative attitudes towards learning and poor performance, frequent power

outages, difficulty in getting study leave with pay and shortage of school

facilities. These challenges do, in various forms, hamper teachers' performance in

Tamale Metropolis.

The third objective was to confirm the truth of existing opportunities and whether

they motivate teachers in the metropolis to put up their best performance.

Certainly, there exist in the metropolis some opportunities for teachers. These

include; easy access to distance learning programmes, the presence of social

amenities, easy access to information and communication technology, relatively

high literacy rate and the presence of financial institutions including the teachers

credit union. These opportunities, especially, the distance learning programmes

and the teacher up-grading programmes do influence teachers' pedagogical

abilities.

Objective four was to determine performance indicators used to measure teachers

performance in the metropolis. This objective was adequately achieved. A number

of teachers' performance indicators were unearthed. These indicators include;

drawing of scheme of work, lesson notes preparation, the quantum and quality of

students' exercises given, the ability of the teacher to control the class during

teaching, good delivery of lessons as well as attendance or punctuality. Through

an evaluation of these indicators a teacher is said to be a high or low performer.
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Most teachers were seen to have schemes of work, lesson notes and students'

exercise books showed that some exercises were given and marked by teachers at

the time of this research.

5.14 Conclusion

Motivation of a teacher is the drive propelled by either intrinsic or extrinsic forces

to accomplish teaching tasks. This study has come to a conclusion in line with

Lewis, Goodman and Fandt (1995) that motivation is an important ingredient for

high performance by teachers in the metropolis. It has also made it clear that

motivation is a complex and delicate phenomenon, difficult to achieve, but the

employer can never do away with employee motivation if good performance is

desired. A number of teacher motivation and performance issues were looked at

as found below.

The survey actually revealed a very good administrative structure. The problem

that came up was that teachers do not get information at the right time. This

makes teachers miss vital information about promotions, teaching and learning

materials availability among others. The situation is demotivating. Further, even

though 52.3% of responses showed that circuit supervisors do support teachers, a

significant number of the responses (20.3%) do not support this view. Latham

(1998) emphasized that internal rewards do play an important role in teachers'

lives. A review of literature as part of this research has revealed that certain job

characteristics can motivate employees. These include; task variety or skill

variety, task identity, task significance, autonomy and feedback. These
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characteristics of a job impact the psychological states of employees. This study

revealed that teaching has these characteristics and thereby makes it internally

rewarding and motivating.

Also, the study brought to bare a number of incentives teachers in the metropolis

enjoy. These incentives include; T and T, best teacher award, health allowance,

tax relief, maintenance allowance, responsibility allowance, leaves, promotions,

car allowance for high level teachers and study leave with or without pay.

However, teachers are not satisfied with these incentives, thereby weakening their

motivational strength.

Not all, a number of motivation strategies came up. These include; incentives,

salaries, promotions, pension benefits, recognition, in-service training and up-

grading programmes. These strategies are intended to retain and motivate teachers

to put up best performance. However, implementation challenges have rendered

these strategies weak in terms of teachers' motivation.

Again, the research has come to conclusion in line with the Human Relations

School of Thought that working environment has a bearing on teachers'

motivation and performance. This kind of environment consists of several facets

including social and physical environments. In this, emerges a network of

relationships with implications for teachers' motivation and performance. Some

of such relationships include pupil/teacher relationships, teacher/teacher

relationships, teacher/community relationships as well as criticism, TLMs, time

on task, transfers, decision making, authority and self image. This produces
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social, occupational and physical conditions under which the teacher works. This

network of issues touches on the psychological makeup of the teacher and can

either motivate or demotivate him or her. The survey responses showed high

responses (78.2%) in favour that teachers are not satisfied with the conditions

under which they work in the metropolis.

Further, the study made clear a number of challenges teachers face in the

metropolis. Some of these have to do with accommodation, unsatisfying teaching

incentives, low salaries, inadequate in-service training, late arrival of teaching and

learning materials as well as scarce TLMs, large class size, lack of regular

interaction between teachers and the Metropolitan Education Office, students'

negative attitudes towards learning and poor performance, frequent power

outages, difficulty in getting study leave with pay and shortage of school

facilities. These challenges interplay to reduce the effectiveness of teachers in the

metropolis and in the long run, affect negatively, their motivation.

Still, in the study, a number of opportunities for teachers were mentioned and

looked into. These include; easy access to distance learning programmes, the

presence of social amenities, easy access to information and communication

technology, relatively high literacy rate and the presence of financial institutions

including the teachers credit union. These factors play together to attract teachers

to the metropolis. These opportunities, especially, the teacher up-grading

programmes do influence teachers' performance.
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In addition, issues of teachers' performance were looked into. Specifically,

indicators of teachers' performance were considered. From the point of view of

heads, drawing of scheme of work, lesson notes preparation, the quantum and

quality of students' exercises given, the ability of the teacher to control the class

during teaching, good delivery of lessons as well as attendance constitute teachers

performance indicators. With these indicators such as absenteeism, some teachers

were honest when they agreed they have ever had challenges in those areas.

Surveyed teachers' responses greatly (58.3%) supported that there is teacher

absenteeism challenge in the metropolis. It was also revealed that 12.7% of

surveyed teachers always go to school late due to distance and lack of own means

of transport.

However, most teachers had schemes of work, prepared lesson notes, gave

students exercises, have the ability to control students in class among others.

79.2% of responses show that teachers do have the required professional skills to

control classes. Also, about 22.3% of teachers are highly confident in themselves

in terms of lessons delivery. There is therefore the need for intensive in-service

training for both teachers head teachers and circuit supervisors alike.

Last but not the least is public attitude towards teachers and teachers' motivation.

In an interview with an officer in education, teachers were said to be responsible

for the kind of relationship between them and the general public. He said;
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"As a teacher, if you portray bad image, you should not expect positive

relationship with the public. But if you portray good image, as a teacher, you

should expect positive relationship with the public".

He was of the VIew that teachers do not portray the best of image. Sexual

relationships by some teachers with students and the cry of poverty were

examples mentioned. A teacher in an interaction said;

"Actually, the way teachers are perceived and treated by the public has deep

implications Jor teachers' motivation and perJormance. It can boast moral or

demoralize teachers ".

In the survey, responses showed substantially (32%) that a good number of

teachers are not satisfied with the recognition given them as teachers. Also, 35.1%

of teachers believe they do not get credit for the work they do. In the survey,

43.1% of the responses made it clear that there is not any respect for teachers in

the metropolis. These, put together, can demotivate teachers. Hence there is the

need for the general public to realize that a number of factors including their own

attitude towards teachers do contribute to the poor performance we see today.

In line with the above, one can convincingly conclude that motivation of teachers

in the metropolis is a multifaceted phenomenon which plays a significant role in

their performance.
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5.15 Recommendations

This last section contains some recommendations with regards to teacher

motivation and performance. This is done in line with the various findings and

conclusions drawn thereafter in the previous chapters. These recommendations

are purported to influence teacher management and policy decisions aimed at

attracting best talents into the profession and motivating them for excellent

performance. There are also recommendations for further research in this section.

S.lS.l Management of Teachers

The management (administrative) structure revealed III the study IS quiet

impressive. What need to be done is:

? To ensure that information flows easily from the top to the bottom and

vice versa. This can be achieved by ensuring that information is not

locked up somewhere along the line. That is, those responsible for passing

on the information should be made aware that information is very

important in facilitating the work of both teachers and management.

Everybody in the chain of management should be responsible and held

accountable for any blockage or lost of information from the point of

production to the destination.

? Also, the supervisory division of the Metropolitan Education Office

should see to it that every member of the supervisory team is both

technically and socially qualified to do the job. All circuit supervisors

should have the technical knowledge to be able to support both head

teachers and teachers in executing their tasks. Anything short of this will
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result in poor supervision. Every supervisor is a team leader and should

have leadership skills and relates very well with others. They are not

supposed to be vindictive in handling teachers and head teachers or else,

they will demotivate them.

~ Most of the heads lack management skills. Especially, human resource

management because they are put in management positions based on long

service. To manage effectively teachers at the school level, all heads

should have at least some basic human resource management skills

training. How teachers are handled by the head has a lot of influence on

the satisfaction, motivation and performance of the teachers. The heads

are supposed to be team builders, leaders and motivators of teachers at the

school level where the actual education of the children is done through

effective teaching.

5.15.2 Teachers' Remuneration

Teachers' remuneration in this context includes all financial and non financial

benefits teachers gain for doing teaching. It turned out that teachers are not

satisfied with the remuneration they receive as teachers. A number of

recommendations are made below in that regard:

~ Incentives as a way of motivating teachers should be substantial in terms

of quantity and quality. All the allowances that exist in names should be

made real and substantial in other to gain and maintain their motivational

potential as is intended.
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~ Teachers at the lower levels of the educational ladder equally deserve

research allowances as is enjoyed by those at the higher levels. This is

because there is equally the need for them to do detailed research for

relevant and reliable content materials to deliver to students. They equally

search for new methods of teaching and ideas as well. Teachers need to

research all the time to be abreast with events in the various subject areas

they teach. In fact some do teach without text books. They do not just rely

on the scanty syllabus in delivering lessons. If they do, the result will be

massive failures as we see today or 'educated illiterates'.

~ Next on the list are teachers' salaries and issues surrounding them.

Although some interviewees admit that salaries are not the best

motivators, employers can certainly not run away from the use of money

to motivate workers in today's economic space. Government has to

rethink strategically about teachers' salaries comparability strength III

relation to other sectors by doing proper job evaluation and remunerate

accordingly.

~ The best teacher award is a recent strategy aimed at restoring the image of

the teaching profession by giving it some recognition. Indeed, teachers do

appreciate it. However, majority (67.9%) of teachers do believe that the

selection process is not free from bias and corrupt practices. To reverse

this perception, Metropolitan Director of Education has to ensure that he

puts in place a team that will actually do corruption free and transparent

inspection of teachers' work in order to select the award winners at the
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metropolitan level. Another apparent issue is that if many of us are doing

well and only a few are awarded, it demotivates those left behind. The

Government should think of broad based incentives that have higher

motivation potential for all teachers.

5.15.3 Teachers' Professional Development

With regards to teachers career development, a number of issues came up which

has to be addressed if indeed teachers are to be motivated to perform well.

Recommendations in this regard are below:

~ The importance of in-service training cannot be over emphasized in

teachers' pedagogical development. There is the need therefore for a

continual engagement of seasoned professionals to always train teachers in

this regard. In the survey, a greater percentage (70.2%) of responses

showed irregularity in in-service training for teachers. This has to be

reversed if in-service training has to be used effectively as a way of

motivating teachers. Skills specific and regular in-service training is what

teachers need to develop professionally and that should be provided.

~ An equally weighty (significant) facet is teachers' promotions. Findings

indicated that teachers have not any problem with the sequence of

promotions they have to go through to the top but the manner in which the

promotions are done. There is the need for teachers to be well informed as

to when to apply for promotions. Not only this, the promotion procedures

should be made very transparent in order to clear the doubts in the minds

of teachers that there is some level of corruption involved in those
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processes. Actually, if this is done, teachers should always be promoted

based on merit and promotions will certainly gain its motivational

potential.

~ Essentially too is the issue of the study leave with or without pay. This

strategy has been put in place to enable teachers acquire higher academic

and professional qualifications while receiving their salaries. The concern

that came up was the difficulty teachers have in getting the study leave

with pay in the metropolis. This is within the reach of the Metropolitan

Director of Education. Transparency has to be ensured when it comes to

the issuance of the study leave with pay to teachers in the metropolis.

Those who are delegated this responsibility have to be monitored closely

to ensure accountability (answerability) and transparency.

5.15.4 Teacher Motivation at the School Level

A number of things can be done at the school level to motivate teachers for higher

performance in the metropolis. Recommendations in that regard have been

considered below:

~ Treat all teachers the same way. Do not discriminate against other

teachers for frivolous reasons. If a teacher does well, give recognition to

the said teacher. Separate rules for teachers in a school will be terribly

demoti vating.

~ Do not as a head speak ill about one teacher, especially, in his or her

absence to another teacher. Many managers (head teachers) who are not

well versed in human resource management use this as a technique to
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motivate employees but it is seriously not the best. Usually, the intention

is to let the employee feel important but at the end of it all, all the

employees will be well demoralized. The trick is simple, if you can speak

ill of somebody in front of me, you equally can speak ill of me in front of

others. Teachers are rational. This can produce a very serious distrust

among teachers and their heads and should be decisively avoided.

~ Have in mind that teachers are resources that are not dispensable in the

school. They are not like books and other teaching and learning

materials. They are equally human beings with feelings and rationality.

Try to appeal to their conscience in order to get them in action according

to your plans as a head. Do not always report teachers on issues you

could resolve at the school level or ask for their transfers without any

tangible reasons. The worse thing to do is unnecessary threats of

reporting or calling for their transfers or other sanctions as they may

apply. Make this the last thing to do as a head. Instead, build teams,

choose team leaders and oversee their activities.

~ Do not be too rigid on all policies for the sake of convenience. Teachers

are human resources and not machines. Get acquainted with

circumstances leading to certain actions before taking disciplinary

actions. Being flexible will make teachers stress-free workers and very

loyal to the school.

~ Management should never ever brag about the benefits that teachers are

given. Always have in mind that whatever that is given to teachers, from
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salaries to the perks, is teachers' right. Heads, supervisors and the other

management staff should never think that teachers teach for only the

money. They equally work for fame, honour and satisfaction. As such, if

they are remunerated, they deserve it. Teachers are not just any resources

but human resources to the organization (school) and the salaries and

perks are resources to teachers. In all, if teachers are not handled with

nonchalance, their performance will rise. Any taunt that is not called for

will make teachers detest management and any decision that comes from

them. This is not good for cordial working relationship between teachers

and management which could result in abysmal performance.

~ Every organization, like the school, has or should have a culture that

emphasizes collective responsibility. The research findings showed

clearly that teachers should see themselves as interdependent groups

rather than distinctive individuals in their efforts to enhance students'

achievements. The head should be equal to this task and made

responsible as well. That is, the head should be able to organize teachers

into ongoing teams which assist each other in joint lesson planning,

review of students' achievement standards, assessing students'

performance, observe each other and enforcing collective problem

solving. This certainly cannot happen without a competent, well trained,

skillful and dedicated head. Of course, policies have to support this

agenda and that is the responsibility of higher level management and the

politicians alike.
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5.15.5 Teachers' Challenges in the Metropolis

There is nothing without challenges. In the same way, teachers in the metropolis

do face a number of challenges as it was revealed in the research.

Recommendations in this regard are below:

~ An effective teaching cannot be done without the appropriate teaching

and learning materials. A total of 85.3% of responses showed that these

materials do not get to teachers in adequate quantities and at the right

time. This trend has to be reversed. Relevant materials have to reach

teachers at the right time and in the right quantities. This will facilitate

effective teaching and learning in the classroom.

~ Working conditions of teachers is not the best for now. Most schools at

the basic level do not even have conducive staff common rooms. Most of

these schools do not have electricity yet teachers are to teach ICT without

solar powered computers. The schools cannot boast of one is to one ratios

of text books. The dual desks are not the best for effective learning in

class though they are economical. All these and many more conditions

have to be addressed. All schools need modern buildings with

ventilation, electricity (if the basic level ICT teaching is to be effective),

conducive furniture for both teachers and students, and well furnished

offices.

~ Not all, accommodation incentives have to be provided to teachers. The

findings suggest teachers would prefer accommodation close to their

schools.
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~ Large class size is a challenge to teachers in the metropolis. This is not

the best for individualized interactions among teachers and students.

There should be more buildings to accommodate the excesses in order to

maintain reasonable class sizes for effective interactions.

~ A serious challenge which came up was students' negative attitude

towards learning in the metropolis. This trend, if not reversed, will

continue to affect the quality of education in the metropolis. To address

this, management and parents need to stop the blame game and work

closely with teachers to put up strategies to reverse the trend.

5.15.6 General Comments on Teachers' Motivation

In the study, teachers' views and those of other stakeholders were sought as to

how to motivate teachers and the statements listed below came from their own

mouths. To them, if these things listed are put in place, it will result in high

teacher motivation:

.:. Well paid salary

.:. Free or subsidized accommodation near schools for teachers

.:. Frequent in-service training for teachers in the metropolis

.:. Incentives like car loans, fuel allowance and house loans should be given

to all teachers

.:. Enough relevant TLMS should be provided on time

.:. Pear in-service training opportunities for teachers, especially, Teachers of

same subject

.:. Breakfast for teachers who honour early our lessons
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.:. Respect and listening to teachers when they come to complain of genuine

problems in Metropolitan Education Offices

.:. Develop school infrastructures to promote good working environment

.:. Regular interactions between teachers and the metro education office or

simply, regular and supportive supervision

.:. Study leave with pay beyond the first degree without salary problems

.:. Free education for teachers' wards (at least one)

.:. Teaching should be seen as a profession and restrictions put in place to

avoid all manner of people getting into it (professionalization of teaching)

.:. Teachers should be involved in decisions affecting them and education in

general

.:. Social recognition or respect for teachers in the metropolis

.:. Officers should stop asking for bribes from teachers before they attend to

our files/documents from the office

.:. Teachers' selection for awards should be transparent

.:. Teacher assessments should be done periodically and regularly

.:. There should be active participation of teachers in policy formulation and

implementation

.:. Good performance appraisal system should be put in place

.:. Build confidence in teachers in the discharge of their duties
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5.15.7 Further Research Recommendations

It is obvious that not any single research will be enough to unearth all it is in

teacher motivation. For that reason, a number of further research areas identified

in this study have been recommended.

~ Motivation is a very important determinant of teachers' performance.

However, there is not enough research into it at even the national level not

to talk of the metropolitan level. There is scanty information on it at the

metropolitan level. More research has to be done into the intricacies of

teacher motivation in the metropolis and the nation at large to enrich the

literature on it and to influence policy towards it.

~ Even though this study has revealed that teachers need in-service training,

there is the need to further research into the in-service needs of teachers in

the various educational establishments in the metropolis. Also, the specific

in-service needs of teachers in the schools have to be established so that

in-service training could be customized to meet those needs.

~ Management of teachers is an equally important issue. There is therefore

the need for exclusively detailed research into this area to unveil how

teacher/management relations affect teachers' performance in the

metropolis.

~ Another area that is worthy of further research is community/school

relationships. Specifically, now that government is trying to shift some of

its responsibilities to the community members, the perceptions of the

communities about the school should thoroughly be researched. Not all,
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the capacity of the vanous communities to take part in the schools

administration should be investigated. This study has revealed that some

of the PTA and SMC Chair persons are completely illiterates with little

ability to understand issues of teachers' motivation.

5.15.8 The Last Words

The study was a success SInce all the objectives set were met. The overall

objective was to examine teachers' motivation and performance in Tamale

Metropolis. Teaching itself motivates but that is not enough in today's economic

space. Teachers, like all other workers, want to live decent lives. Government

therefore needs to do more in other to actually motivate teachers for higher

performance. To be candid, the lip service has to stop when it comes to issues of

remuneration of teachers to retain and motivate them for best performance

purposes. Authorities responsible for teacher management have to be forthright in

thinking towards best strategies to motivate teachers. Not only the designing of

best strategies but those strategies have to be implemented in favour of teachers in

the metropolis and the nation at large. It is really a mockery for a teacher to take

GH¢ 5 as health allowance or for a head teacher to take GH¢ 3 as responsibility

allowance. A lot has to be done to uplift teachers' spirit in teaching since their

role in education performance of the young ones is pivotal.
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Appendix A: A Cover Letter

Dear Respondent,

I am currently in the process of conducting research regarding Teacher

Motivation and Performance in Tamale Metropolis. For this purpose, the attached

questionnaires have been designed for administration in this school or metropolis.

Furthermore, biographical questionnaire has been included but please note that

items within the biographical questionnaire are for statistical purposes only.

The information collected from these questionnaires will be used for the

completion of a thesis towards the award of an M. Phil. Degree in Development

Management. The results of the study will also be made available to the

appropriate authorities with the aim of enhancing the quality and conditions of

work life of teachers.

You are requested to answer all questions honestly and as accurately as possible.

All the information obtained through this research will be treated as confidential

and no personal details (e.g. Name and Surname) are required.

For any enquiries in the above regard, please contact:

Abukari Ziblim

TEL.: 0242680572 or 0200723780

Your cooperation in the above-mentioned would be greatly appreciated ..

Kind regards,

Abukari Ziblim.
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Appendix B: A Questionnaire for Teachers in the Metropolis

(A) DEMOGRAPHIC INFORMATION (Iriformation about yourself)

GENERAL INFORMATION / INSTRUCTIONS

(i) Information is requested for statistical purposes ONLY.

(ii) Responses provided will be strictly CONFIDENTIAL.

(iii) Please mark the appropriate response with a circle (0) or writing (where

appropriate ).

1. Ethnicity 2.Gender. 3. Circuit.. .

4. Marital Status

Never 1
. Married

married 2
Divorced 3
Widowed 4

EMPLOYMENT

5. Age

20 - 29 years 1
30 - 39 years 2
40 -49 years 3
50 and older 4

7. Years of service as a teacher 8. Employment status

1-5years 1
6- 10 years 2
11 - 15 years 3
16 - 20 years 4
More than 20 5
years

contract 1

Permanent/probation 2

Intern/learner 3

6. Educational Level

SSSCE 1

Cert 'A' 2

Diploma 3

Degree 4

Post 5
Graduate

9. Salary level

1 - 5 1
6 - 10 2
11- 15 3

16 - 20 4

21 -25 5

(B) WORK MOTIVATION AND PERFORMANCE QUESTIONNAIRE

CONFIDENTIAL
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1 INTRODUCTION

It is fairly obvious that people differ from one another in what they need and

expect to get from different areas of their lives. Please think about the work you

do and because most jobs are not perfect, consider what would make it better or

best from your point of view.

METHOD OF ANSWERING QUESTIONS

With each statement/question, you have a choice out of five (5) answers. Choose

one (1) of the following: Strongly disagree (SD) Disagree (D) Not sure (NS)

Agree (A) Strongly agree (SA) Mark your answer with a circle (0).

WORK CONTENT

10: I am interested in my work

11: My work consists of a variety of tasks

12: I receive in-service training regularly which teaches me

something new

13: My work is easy

14: The amount of work is easy to handle

15: I control the amount of work I do myself

16: I am completely independent of others

17: I regard the content of my work as responsible

18: I know exactly what my tasks are

19: I am allowed to decide on the methods of doing the work
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20: I am proud to say what kind of work I do

21: My work is the way to future success

22: I will not be dismissed without good reason

SD D NS A SA

SD D NS A SA

SD D NS A SA

23: I have the opportunity to take part when decisions are made SD D NS A SA

24: I feel that the work I do is of value in the community I live SD D NS A SA

25: There is no time for idleness

26: I have a certain degree of authority in my work

SD D NS A SA

SD D NS A SA

PAYMENTS

27: My salary is satisfactory in relation to what I do SD D NS A SA

28: I earn the same as or more than other people in a similar jobs SD D NS A SA

29: The basis for payment is reasonable SD D NS A SA

30: Salary increases are decided on a fair manner SD D NS A SA

PROMOTIONS

31: Everyone has an equal chance of being promoted

32: Staff members are promoted in a fair and honest way

33: I am satisfied with issues about my promotions

SD D NS A SA

SD D NS A SA

SD D NS A SA4

RECOGNITION

34: I am praised regularly for my work

35: I receive constructive criticism about my work

36: I get credit for what I do

37: I am told that I am making progress

SD D NS A SA

SD D NS A SA

SD D NS A SA

SD D NS A SA

38: Community members feel that my work is of value to them SD D NS A SA
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39: I am not respected because of the kind of work I do SD D NS A SA

40: I am satisfied with the recognition given me as a teacher SD D NS A SA

WORKING CONDITIONS

41: My working hours are reasonable

42: I am never overworked

43: I get the opportunity to mix with my colleagues

and to communicate on aspects of our work

44: I always get all the teaching and learning materials that I

need to teach

45: I am satisfied with conditions under which I work

BENEFITS

46: My pension benefits are good

47: My medical scheme(if any) is satisfactory

48: I never have problems with my arrangements for leave

49: I enjoy accommodation incentives

50: 1 do not enjoy any benefits aside salary from my work

SD D NS A SA

SD D NS A SA

SD D NS A SA

SD D NS A SA

SD D NS A SA

SD D NS A SA

SD D NS A SA

SD D NS A SA

SD D NS A SA

SD D NS A SA

51: I enjoy other financial benefits aside salary from my work SD D NS A SA

52: Enjoying benefits will motivate me to do my job very well SD D NS A SA

PERSONAL (JOB SATISFACTION)

53: I am given work in accordance with my qualifications and

Skills

54: I teach the subject of my choice
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55: I am in the wrong profession

56: Iam in the right profession

57: I wish I could change my profession

LEADER/SUPERVISOR

58: My supervisor is satisfied easily

59: My supervisor supports me if there are problems

60: My leader can be convinced and persuaded

61: My supervisor is a warm-hearted person

62: I am satisfied with his/her supervision

63: My supervisor is interested in finding faults

64: School inspectors regularly visit this school

65: The inspectors show interest in my welfare as a teacher

66: My supervisor often find out about the challenges I face in

my job

PERFORMANCE RELATED QUESTIONS

67: I am motivated to prepare lesson notes before teaching

68: There is the need for lesson notes preparation before

teaching

69: I give my students the required exercises

70: Class control is not my problem during teaching

71: Teachers do idle in school

72: I have not any problem in delivering my lessons
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73: I have ever been warned about absenteeism SD D NS A SA

74: I do mark students exercises and give feedback on time SD D NS A SA

75: I actually prepare lesson notes before teaching SD D NS A SA

76: I feel bad when my students perform poorly SD D NS A SA

77: I enjoy good student/teacher relationship SD D NS A SA

78: My students perform adequately during final examinations SD D NS A SA

79: I sometimes go to school late SD D NS A SA

80: I always go to school late SD D NS A SA

81: I will do better if! am motivated SD D NS A SA

82: My performance does not depend on motivation SD D NS A SA

83: Teachers' performance depends on how much they are

motivated

84: Teachers' performance does not depend on how much

they are motivated

SD D NS A SA

SD D NS A SA

GENERAL STATEMENTS ON TEACHERS' MOTIVATION AND

PERFORMANCE

Please note; Strongly Disagree=SD; Disagree=D; Not Sure=NS; Agree=A;

Strongly Agree=SA

Please circle ONE of the alternative responses to each statement.

85: Teachers in this metropolis are well-motivated SD D NS A SA

86: Teachers in this metropolis have the knowledge and skills to do their

jobs well

87: The working environment of my school is adequate

SD D NS A SA

SD D NS A SA
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97: Our head teacher is often away from school only on

official duties

98: Teachers in this metropolis are increasingly de-motivated

99: The behavior of pupils in class is not a problem

for teachers

100: Teacher transfers are managed well and fairly

101: Teachers sometimes come to school hungry

102: Teachers are respected in the metropolis

103: Teachers trade unions are doing good jobs

104: Qualified teachers are better motivated than

unqualified teachers SD D NS' A SA

105: Female teachers are better motivated than male teachers SD D NS A SA

106: Ireceive in-service training regularly as a teacher SD D NS A SA

88: Teacher absenteeism is not a problem in this metropolis

89: Teachers in my school come to work on time

90: Teachers in the metropolis are weII-managed

91: The head teacher of my school leads by example

92: Teachers of my school work well together

93: Teachers salaries are usually paid on time and regularly

94: Teachers and parents work weII together

95: Our head teacher regularly observes classes

96: Our head teacher is often away from school on private

business
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107: It is easy to get study leave with pay as a teacher

108: Teachers contribute to policy decisions

SD D NS A SA

SD D NS A SA

TEACHERS' CHALLENGES IN THE METROPOLIS

109: Do you face some challenges as a teacher in Tamale Metropolis? Yes/No

If yes, what are the challenges? Please, no explanation. State or list them.

OTHER FACTORS OF MOTIVATION FOR TEACHERS IN TAMALE

METROPOLIS

110: Are there other things in the metropolis that motivate you as a teacher?

YeslNo

If yes, what are those things? State or list them;

111: What do you think should be done to motivate you to do your job well as a

professional or non-professional teacher? Please, no explanation. List or state

those things or factors.
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112: Provide any other information you think is relevant to teachers' motivation

and performance III Tamale Metropolis.

Please check to be sure you have not missed any questions out.

THANK YOU

219

~-------------~---------------------------------------------

www.udsspace.uds.edu.gh 

 

 



Appendix C: An Interview Guide for Educational Stakeholders

INTERVIEW GUIDE FOR EDUCATION STAKEHOLDERS IN TAMALE

METROPOLIS

STRATEGIES OF MOTIVATING TEACHERS IN THE METROPOLIS

1. Do you think that teachers should be motivated to perform?

2. Are teachers in the metropolis well motivated?

3. What motivation strategies are implemented to motivate teachers?

National. ..

Regional ...

District. ..

School Based ...

4. Which motivation strategies are yet to be implemented in the metropolis?

National level. ..

Regional level .

District level. .

School Based .

INCENTIVES FOR TEACHERS IN THE METROPOLIS

1. Are there any teaching incentives put in place for teachers in the metropolis?

2. What are those incentives?

National level.. .

Regional level .

District level. .
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School level. .

3. Do you think those incentives are enough?

4. What other incentives do you think can influence teachers' performance in the

metropolis?

OPPORTUNITIES FOR TEACHERS IN THE METROPOLIS

1. Are there some opportunities for teachers in the metropolis?

2. What do you think are those opportunities?

3. How do those opportunities influence teachers to stay in the metropolis?

4. Do those opportunities influence teachers' performance in the metropolis?

How?

CHALLENGES TEACHERS FACE IN THE METROPOLIS

1. As teachers, what challenges do they/you face in the metropolis?

2. As managers, what challenges do you/they face in the metropolis?

3. What do you think can be done to eliminate or reduce to the barest minimum

those challenge?

OTHER MOTIVATING FACTORS DEAR TO TEACHERS IN THE

METROPOLIS

1. What do you/teachers want to enjoy most in the metropolis?

2. Give the key issues when it comes to teacher motivation in the metropolis.

3. What are the benefits that other workers or professionals enjoy that teachers do

not enjoy?

4. How does this influence teachers' performance in the metropolis?
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PUBLIC PERCEPTION OF TEACHERS IN THE METROPOLIS

1. Are teachers well respected in the metropolis?

2. Give some of the comments people pass about teachers in the metropolis?

3. Does this influence teachers' morale in the metropolis? How?

PERFORMANCE ISSUES

1. What teacher performance measures are in place in the metropolis?

National. ..

Regional. ..

District ...

School Based ...

2. Are teachers' performance judged based only on the performance of their

students during final exams?

3. In what other ways are teachers' performance measured?

4. How can teachers' performance be enhanced in the metropolis?

Probe other issues on teachers' motivation and performance in Tamale Metropolis

as they arise.
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Appendix D: A Focus Group Discussion Guide

Pre-discussion contacts leading to convening of meeting

1: Teacher Motivation Strategies

.:. Strategies, their strengths and weaknesses

2: Opportunities for Teachers in the Metropolis

.:. Discuss into detail these opportunities

3: Challenges Teachers Face in the Metropolis

.:. List and discuss teachers challenges

4: Public Attitudes towards Teachers in the Metropolis

.:. Teacher/community relationship, teachers status and self image

5: Performance Issues

.:. Performance management and other pertinent issues

6: Teachers' Management Issues

.:. Mention and discuss challenges emerging from teachers' management

.:. Discuss any other matter as it arises as possible

7: Summarize Information Obtained
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Appendix E: Some Vital Statistics
C = Cumulated

Statement C. Disagree % C. Agree %

My salary is satisfactory in relation to what I do 71.6 15.2
I am interested in my work 7.6 85.8
I earn the same as or more than other people in a similar 62.4 20.8
job

I am satisfied with issues about my promotion 49.2 32.5
I am satisfied with the recognition given me as a teacher 33 53.8
I am satisfied with conditions under which I work 78.2 17.3
I enjoy other financial benefits aside salary from my work 79.2 17.8
Enjoying benefits will motivate me to do my job very well 6.6 92.4
School inspectors show interest in teachers' welfare 40.1 32
Teachers in the metropolis are well managed 32 32.4
I am motivated to prepare lesson notes before teaching 51.3 43.7
There is the need for lesson notes preparation before 4.1 91.3

teaching

I feel bad when my students perform poorly 3.6 93.9
I enjoy good student/teacher relationship 4.1 92.9
I will do better if I am motivated 10.7 88.3
Teachers in the metropolis are well motivated 79.7 6.1
Teacher absenteeism is not a problem in the metropolis 58.4 19.8
Teachers in my school work well together 11.2 81.7
Teachers and parents work well together 41.1 42.2
Teachers in the metropolis are increasingly de-motivated 31 44.6
The behavior of students is not a problem for teachers 77.2 15.2
Teachers are respected in the metropolis 43.1 18.9
I receive in-service training regularly as a teacher 70.5 17.2
It is easy to get study leave with pay as a teacher 83.8 7.1
Teachers contribute to policy decisions 57.4 23.4

My work consist of a variety of tasks 3.0 93.4

Source: Field Survey (2012)

224

www.udsspace.uds.edu.gh 

 

 


