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ABSTRACT 

Motivation propels teacher retention in rural areas. The study examined how 

motivational strategies are retaining teachers in the rural JHSs in the Jirapa district. 

Maslow's Hierarchy of Needs theory and Alderfer's ERG theory anchored the study. 

The study adopted cross-sectional design. Simple random, cluster and purposive 

sampling were used to select the 142 sample size for the study. Questionnaires were 

used for quantitative data whilst semi-structured interview schedules were used for 

the qualitative data. The quantitative data was analyzed using SPSS presented in 

frequencies and percentages whilst the qualitative data was used to support the 

quantitative findings. The study found recruitment of rural teachers from rural areas 

as weak to retain teachers in rural areas whilst enhancement in study leave and 

sponsorship programmes, enhancement of teachers' accommodation and 

improvement in social amenities in rural areas were effective for teacher retention. 

Contrary, the study found poor further training and promotion opportunities, poor and 

inadequate accommodation and poor social amenities in rural areas affecting teacher 

motivation which made many teachers lived outside these areas and commuted 5-7 

and above 7 kilometers distances. Notwithstanding, the study revealed that motivation 

enhanced teacher attraction and retention, improved performance and reduced 

teachers' absenteeism. The study found inadequate funds, corruption and 

politicization of the profession as teacher motivational challenges. In conclusion, lack 

of targeting, enforcement and adequate motivation for the rural teachers perpetuated 

the teacher retention challenge requiring government to target, enforce and provide 

adequate motivational policies to retain trained teachers in rural JHSs in the district. 
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CHAPTER ONE 

INTRODUCTION 

1.1 Background of the Study 
Education is the key to the development of skilled workforce of any nation. It is 

critical to restoring long-term growth, tackling illiteracy, unemployment, inequality, 

poverty and promoting cohesive societies (OECD, 2014). For this to be achieved, 

education must offer equal opportunities for both urban and rural people. 

Education for All Global Monitoring Report (2015) explained that the World 

Declaration on Education for All (EF A) adopted in Jomtien, Thailand, in 1990 

mandated countries to vigorously develop and implement policies on education. The 

report further explained that universal access to primary education became the 

foundation for developing the individual. Therefore in 2000, the World Education 

Forum adopted the Dakar Framework for Action, that is "Education for All: Meeting 

our Collective Commitments". This was for participants to reaffirm their commitment 

1 

to the World Declaration on Education for All adopted in 1990 (Education for All 

Global Monitoring Report, 2015). 

UNDP statistics cited in Segun and Olanrewaju (2011) explained that nowhere in the 

world do teachers work in more challenging circumstances than in African rural areas 

and that sub-Saharan Africa (SSA) would have increased its rural population from 

approximately 470 million in 2005 to 552 million in 2015. Educating this large 

population on the continent requires motivating teachers to attract and retain them in 

rural areas (Segun and Olanrewaju, 2011). 

Despite the increase in pupils' enrolment in Africa, there is still a shortage of 1.6 

million trained teachers which can increase to 3.8 million, if teacher retirements are 
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taken into consideration (Segun and Olanrewaju, 2011). These authors noted that 

trained teacher shortages are more severe in African countries, and collectively, they 

will need to raise their stock of teachers from 2.4 million in 2006 to 4 million, so that 

every child whether rural or urban will be covered by adequate numbers of trained 

teachers. 

Education for All Global Monitoring Report (2015) further explained that worldwide, 

primary education systems employed more than 29 million teachers in 2012, with 

82% of that in developing countries. The total primary teaching staff increased by 

17% between 1999 and 2012, or by about 4 million teachers. The largest increase 

occurred in Sub-Saharan Africa and the Arab States and yet 23.9 million teachers are 

required between 2012 and 2030 across the world. The need for trained teachers in 

rural areas is not about just the numbers, but equally important in ensuring that they 

are motivated and retained in rural areas. Well motivated teachers will be willing to 

be posted and be retained in rural areas where their services are most needed. The 

shortage and inequality in trained and experienced teacher deployment is not confmed 

to only rural areas of Ghana alone but in South African, Mexico and other countries 

across the world (Education for All Global Monitoring Report, 2015). 

2 

There can be several educational reforms and policy interventions but if these are not 

teacher centered to promote a high sense of teacher motivation, dedication and 

commitment to duty, the issue of teacher attraction and retention in the rural areas will 

not be achieved. It is argued that the Ghanaian rural teacher today is grappling with 

many motivational challenges which adversely affect them to accept postings to rural 

areas (GES, 2014). The challenges facing teachers who teach in rural areas of the 

Jirapa district present a particularly difficult situation for teachers. The poor social 
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amenities, poor and inadequate teachers' accommodation, poor further training and 

promotion opportunities, inadequate job opportunities, poor occupational recognition 

and status, poor working and living conditions and the poor community support in 

rural areas of the district affect teacher retention and influence teachers' experience as 

educators which hurts students' learning. 

Global Campaign for Education (2012) said the right to education in rural areas 

cannot be realised without motivated trained teachers and yet, there exist these crucial 

motivational gaps of teachers for retention in rural areas of the district. Why has the 

rise in enrolment in schools not led to same scale in teacher motivation in rural areas? 

So what has gone wrong? The author believed that if governments and all 

stakeholders do not develop, implement and properly finance the right policies on 

teacher motivation, then we can never achieve Education for All, and this is non 

negotiable. 

3 

According to Global Campaign for Education (2012) study, the fundamental reason 

for the gap in quality education between urban and rural areas is the severe lack of 

motivated trained teachers. It is the presence of quality teachers that determines 

whether children have learnt and how many children have learnt. The author 

explained that there is ample evidence that having enough teachers to avoid large 

class sizes is a strong determinant of students learning. 

The importance of teachers is recognized by parents, learners, education specialists 

and governments yet huge gaps in the trained teachers and their motivation in rural 

areas remained unaddressed. Despite the efforts of both developed and developing 

countries' governments efforts such as the International Task Force on Teachers for 

EF A established in 2009 in recognition of the trained teacher crisis, there are still 
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millions of teachers away from guaranteeing sufficient trained teachers for all 

children. The author explained that UNESCO Institute for Statistics estimates that 

more than 1.7 million additional trained teachers are needed, irrespective of the gains 

in many countries in addressing the trained teachers' gap. The right to education 

necessarily implies both equity and quality: everyone has a right to education, and that 

education must amount to something substantial. One major way to guarantee this is 

to ensure that there are enough trained and motivated teachers for every child, and 

therefore, if the right to education is to mean anything at all, it must at least mean this 

(Global Campaign for Education, 2012). 

Teachers are essential players in promoting quality education, whether in schools or at 

the community level since teachers are both the advocates for, and catalysts of 

change. Therefore, it is undeniable fact that the motivation of teachers for retention 

must take a center stage in any educational reform, if rural folks are to have universal 

and equal access to educational opportunities. Rural teachers should be respected and 

adequately motivated; have enhanced salaries, access to training for their professional 

development through enhanced study leave and sponsorship programmes, access to 

decent accommodation, and have opportunities for social amenities and community 

support to participate locally and nationally in decisions affecting their professional 

lives and working environments (World Education Forum, 2000). 

This was confirmed by Education for All Global Monitoring Report (2015) that 

teachers are the most critical resource in any level of education in every country. The 

presence of trained and motivated teachers is vital for students learning because 

teachers are the determinants of what and how much students achieve in school. 

4 
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1.2 Problem Statement 

The attraction and retention of trained teachers in rural schools is a perennial problem 

for education authorities (Lyons, 2009). According to Avugbey (2013) Ghana has a 

teacher deficit of about 60,000 with majority in the rural schools. Despite the 60% 

increase of teachers at the basic level over the past decade in Ghana, the trained 

teachers proportion fell from 72% in 1999 to 53% in 2013 (UNESCO, 2015). The 

resistance of trained teachers to be retained in rural areas of the Jirapa district of the 

Upper West Region of Ghana compelled the education management to post many of 

the untrained teachers in the district to schools in rural areas just to reduce the 

teaching vacancies. Out of the 71 untrained teacher population at the public JHSs in 

the district 85.9% were in 28 JHSs in rural areas compared to 14% of untrained 

teachers in 6 JHSs in the Jirapa town (Ghana Education Service, 2015). Again, the 

ranking ofJHSs performance in the BECE in the district revealed that in 2013, 2014 

and 2015 respectively, the last six JHSs came from rural areas of the district and 

worst of it all was that most of these schools scored zero (0) percent (Ghana 

Education Service, 2015). This was attributed mainly to the resistance of trained 

teachers to be retained in rural areas due to the low motivation. 

In spite these challenges over the years, governments provided teachers' 

accommodation, best teachers' award, study leave, retention premium and district 

sponsorship for teachers, unfortunately, the inadequacy and lack of targeting of these 

interventions on rural teachers failed to address trained teacher retention in rural areas 

of the district. The study therefore seeks to unravel the various motivational strategies 

for teacher retention in the JHSs in the Jirapa district and also examine the outcomes 

and challenges of the various strategies for teacher motivation in the JHSs of rural 

areas in the Jirapa district. 

5 
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1.3 General Research Question 
How are motivational strategies retaining teachers in the rural Junior High 

Schools in the Jirapa district? 

6 

1.3.1 Specific Research Questions 
1. What are the various teacher motivational strategies for retention in the Junior 

High Schools of rural areas in the Jirapa disrict? 

2. What are the factors affecting teacher motivation for retention in the Junior 

High Schools of rural areas in the Jirapa district? 

3. Are there outcomes of teacher motivation for retention in the Junior High 

Schools of rural areas in the Jirapa district? 

4. What are the challenges of teacher motivational strategies for retention in the 

Junior High Schools of rural areas in the Jirapa district? 

1.4 General Research Objective 
To evaluate how motivational strategies are retaining teachers in the rural 

Junior High Schools in the Jirapa district. 

1.4.1 Specific Research Objectives 
1. To examine the various teacher motivational strategies for retention in the 

Junior High Schools of rural areas in the Jirapa district. 

2. To find out the factors affecting teacher motivation for retention in the Junior 

High Schools of rural areas in the Jirapa district. 

3. To determine the outcomes of teacher motivation for retention in the Junior 

High Schools of rural areas in the Jirapa district. 

4. To examine the challenges of teacher motivational strategies for retention in 

the Junior High Schools of rural areas in the Jirapa district. 
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1.5 Significance of the Study 
Ghana has a teacher deficit of about 60,000 of which majority of these vacancies are 

in the rural schools. The government teacher rationalization policy is being 

undertaken with the hope to reduce the figure slightly (Avugbey, 2013). The research 

laid bare the inherent motivational needs that impede teacher retention in the rural 

7 

areas and developed strategies to minimize the problem in the Jirapa district and 

Ghana at large. 

Improving the performance of teachers is at the heart beat of any government in 

Ghana. The findings would guide authorities on how motivating teachers will induce 

teacher performance for quality education in the district. 

The research would reawaken policy makers, parents, private sector and other 

stakeholders in education to realize their obligation and responsibility towards 

addressing the imbalance of teacher availability between the rural and urban schools. 

This requires the stakeholders to team up in curbing the present imbalance in teacher 

deployment, undesirable working conditions of rural teachers and ultimately 

addressing rural-urban teachers' migration. 

The study adds on to the existing literature on motivational measures for teacher 

retention in rural areas at the Junior High level. Thus, providing district assemblies, 

education officers, circuit supervisors, headmasters and other educational partners 

with how to attract and retain teachers in rural areas. 

1.6 Scope of the Study 
The study area was the Jirapa district. The content of the research focused on 

motivation for teacher retention in the rural JHSs in the Jirapa District of the Upper 

West Region of Ghana. Therefore, the study investigated motivational strategies for 

teacher retention in rural JHSs, factors affecting teacher motivation in rural areas, 
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outcomes of teacher motivation and lastly, the challenges of teacher motivational 

strategies. The research was done on trained teachers who were drawn from all the 

nine circuits in the district. 

Chapter Three was on methodology. It explained the study area in terms of the 

1.7 Organization of the Study 
The study was organized into six chapters. Chapter One explained the background to 

teacher motivation for retention, difficulties in teacher retention in rural areas and the 

significance of the teacher in ensuring quality education globally, regionally and in 

the Ghanaian perspective. The chapter outlined the problem statement, general and 

specific research questions, general and specific research objectives that clearly gave 

focus to the study. The chapter further justified the critical need for the study for 

government, policy makers, education authorities and academia. The chapter again 

looked at the scope that defined the working boundaries of the study and lastly, how 

the study is organized. 

Chapter Two dealt with literature review. It reviewed literature from books, journals, 

published theses, newsletters, reports and websites. The literature was reviewed on 

definition of key concepts, Maslow's Hierarchy of Needs Theory, Alderfer's 

Existence, Relatedness and Growth Theory, motivational strategies for teacher 

retention in rural areas, factors affecting teacher motivation in rural areas, outcomes 

of teacher motivation and challenges of teacher motivational strategies in the Jirapa 

district. The review identified gaps in the literature that this research sought to fill. 

8 

number of Junior High Schools and circuits in the district and the number of teachers 

per each circuit. The chapter further explained the research design, target population, 

sample size, sampling methods, instruments for data collection, and sources of 
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secondary data, how the data was analyzed, ethical considerations and limitation of 

the study. 

Chapter Four dealt with presentation, analysis and interpretation of findings. The 

findings were presented, analyzed, interpreted and discussed in relation with the 

research objectives. These findings were on motivational strategies for teacher 

retention, factors affecting teacher motivation in rural areas, outcomes of teacher 

motivation and challenges of teacher motivational strategies. 

Chapter Five focused on summary, conclusion and recommendations. The summary 

of the main findings dwelt on motivational strategies for teacher retention, factors 

affecting teacher motivation in rural areas, outcomes of teacher motivation and 

challenges of teacher motivational strategies. Conclusions were drawn in accordance 

with the findings of the study. Based on the findings and conclusions drawn, the 

chapter made recommendations which when implemented would motivate teachers to 

be retained in rural JHSs in the Jirapa district. 

9 
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CHAPTER TWO 

LITERATURE REVIEW 

2.1 Introduction 
This chapter presents a review of literature on motivational strategies for teacher 

retention in rural areas. It focuses on definition of key terms such as motivation 

(extrinsic and intrinsic), teacher retention and rural areas. This is followed by 

Maslow's theory of needs, Alderfer's ERG theory and the conceptual framework of 

the study. 

The chapter further discusses intrinsic motivational strategies which comprise 

enhancement in occupational recognition and status, promoting passion for imparting 

knowledge and enhancement in job security that management and other stakeholders 

in education must inculcate in rural teachers. Similarly, literature is reviewed on 

extrinsic motivational strategies that complement the intrinsic motivational strategies 

to attract and retain teachers in rural areas of the Jirapa dist.rict. These include; 

improvement in further training and promotion, enhancement in salaries linked with 

qualification, enhancement in teachers' accommodation and enhancement in study 

leave and sponsorship programmes (Enhanced Conditions of Service), improvement 

in social amenities in rural areas, recruitment of rural teachers from rural areas and 

enhancement in community participation in school management. 

It is evident that since the Education for All goals were restated at Dakar and Ghana's 

introduction of the Free Compulsory Universal Basic Education (FCUBE), enshrined 

in the 1992 constitution, improvement in teacher motivation has still not been 

sufficiently prioritized as a major concern of national and international policy makers. 

As a result, teacher motivation for retention in rural areas "remains in a chronic state 

of decline" (GCE, 2005: 1 as cited in Bennell and Akyeampong, 2007). Therefore, the 

10 
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factors affecting teacher motivation for retention are many (Acheampong and 

Asamoah, 2015). Thus, literature is reviewed on those that were prominent in the rural 

insufficient support from parents and public and politicization of the teaching 

areas of the Jirapa district which include; poor social amenities, inadequate and poor 

teachers' accommodation, poor further training and promotion opportunities, 

inadequate job opportunities, poor working and living condition, poor occupational 

recognition and status and poor community support. 

The chapter further reviewed literature on the outcomes of teacher motivation in rural 

areas which included enhanced attraction and retention of teachers, improved 

performance, reduced teachers' absenteeism, reduced teachers' strike, and fostered 

collaboration among teachers, management and parents. 

Lastly, literature is reviewed on challenges of motivational strategies for retention in 

rural areas such as inadequate funds, inadequate awareness among teachers on their 

conditions of service, corruption, and exercise of excessive powers by management, 

profession. 

2.2 Definition of Key Terms 
Tengku and Sepideh (2012) defmed motivation as a physical, psychological or social 

11 

need which entices the individual to reach or achieve his or her goal and finally, feel 

satisfied owing to achieving his or her aim. The author is of the view that to be 

motivated means to progress or to be in motion to do something. However, will 

resource scarcity coupled with the huge numbers of rural schools allow for 

commensurate motivation of the many teachers in these areas? 

Robbins et al (2005) cited in Muhammad et al (2010:3) said that employees' 

motivation is the "willingness to exert high level of inspiration to reach organizational 

goals, conditioned by the efforts and ability to satisfy some individual need". The 
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study adopted this definition because trained teachers' willingness to accept postings 

to rural areas is often conditioned on their needs satisfaction. Teachers' motivation 

can only be attained by realizing that their individual needs or goals are aligned with 

organizational goals or achievement. Therefore, if education authorities want teachers 

to be retained in rural schools in the Jirapa district, they have to find out what teachers 

in these rural schools want and put those things as rewards to entice more. However, 

finding what each rural teacher wants and then aligning individuals and organizational 

needs can be complex at some stages. But why then would teachers accept the job 

and tum round demanding inducement for serving rural areas? There is no doubt that 

teachers are being motivated by number of factors. 

Ryan and Deci (2000) categorized motivation into intrinsic and extrinsic. Ryan and 

Deci (2000) defined intrinsic motivation as the doing of an activity for its inherent 

satisfactions rather than for the external incentives being offered. The authors further 

explained that when intrinsically motivated, a person is energized to act for the fun or 

challenge involved rather than because of external encouragement, pressures, or 

rewards. The individual is enthused with the task and has high satisfactions for the 

task engagement. However, intrinsic motivation can be undermined with extrinsic 

rewards, which move people away from intrinsic motivation. Virtually, every 

employee is driven greatly towards tangible reward contingent on task performance, 

which undermines intrinsic motivation. Humans by nature with elastic needs, coupled 

with the excessive competition for material wealth in modem era diminish intrinsic 

motivation (Ryan and Deci, 2000). The challenge is how then can intrinsic motivation 

be measured? By what standard? How adequate will it be to enhance teacher retention 

in rural areas of the Jirapa district? These nagging questions may make the study skew 

12 
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towards extrinsic motivation for the teacher attraction and retention in rural areas of 

the Jirapa district. 

Bennell and Akyeampong (2007) noted that extrinsic motivation is determined mainly 

by the level and type of external rewards that are available. Extrinsic incentives such 

as higher pay, a decent accommodation for teachers and opportunities for further 

training tend to attract the most attention as significant incentives than intrinsic 

motivation. 

13 

Also, teacher retention is when teachers accept postings or transfers to where their 

services are needed (rural areas), stay in the community, and remain at post and work 

to improve performance (Sakyere, 2009). The study adopted this definition since the 

deteriorating motivation in rural areas in the Jirapa district makes many teachers to 

prefer urban schools to rural ones. 

To add to, Acheampong and Asamoah (2015) explained rural areas as places located 

in isolated areas with small and sparse populations less than 2500 inhabitants who 

depend on agriculture for their livelihood. What the author failed to note is that some 

areas could be urban and with population less than 2500, though this is uncommon in 

the district. Also, the author failed to note that it is common to have rural areas whose 

people are more than 2500. This is common in the district where rural folks still hail 

children as prestige due to illiteracy and low knowledge of family planning. 

Monk (2007:155-156) explained the features of rural communities as small size, 

sparse settlement and distance from population concentrations whose economic 

activities are based on agriculture with many of the people seriously impoverished. 

The author criticized his own work that a community might be small but highly 

populated, and rural, might mean small, but small may not necessarily be rural. The 
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author is of the view that taking rural to mean small can be problematic: sometimes 

schools are strategically located to serve nearby rural communities leading to swelling 

of population within the communities in which such schools are located. So, rural to 

research studies on motivation. Redmond (2010) explained that the needs theories are 

mean small may be wrongly measured in Jirapa district particularly rural communities 

that have vibrant market centers, and secondary schools and even.fertile land to attract 

settlers. Such communities in the district include Tizza, Han, Ullo and Duori. 

Having shared in the definitions and criticisms of Acheampong and Asamoah (2015) 

and Monk (2007), the definition of rural areas for this study is communities located 

outside a town (Jirapa town) whose population could be less or more than 2500 

people depending on the communities' dynamics and whose livelihood and economic 

activities depend on agriculture. 

2. 3 Theoretical Bases of the Study 
Arnolds and Boshoff (2002) opined that needs theories have been the focus of much 

of the research on motivation. Thus, these theories have been used to anchor many 

based on the understanding that motivation stems from an individual's desire to fulfil 

or achieve a need. Thus, rural teachers in the Jirapa district are motivated by 

unsatisfied needs. 

14 

Maslow's Hierarchy and Alderfer's ERG theories of motivation are some of these 

needs theories on which this research work is grounded on. These two theories 

provide the fundamental basis of motivation that help in describing and understanding 

the motivational needs of Junior High School teachers in the rural areas in the Jirapa 

district. Crotty (2006:3) confirmed that theoretical perspective is "the philosophical 

stance informing the methodology and thus providing a context for the process and 

grounding its logic and criteria" for a research work. 
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2.3.1 Maslow's Hierarchy of Needs Theory 
Many writers continue to use Maslow's needs theory which makes the theory widely 

15 

accepted (Wahba and Bridwell, 1976) as it has been the theoretical bases of many 

research works. 

Maslow (1954) cited in Armstrong (2009) confirmed that the most famous 

classification of needs is the one formulated by Maslow. The author explained that 

there are five major needs levels universal to all people. These levels of needs begin 

with the fundamental physiological needs and leading through a hierarchy of safety, 

social and esteem needs to the need for self-actualization, the highest need of all. A 

lower need that is met does not motivate an individual, the next higher need becomes 

the dominant motivator which the individual wants to achieve (Armstrong, 2009). 

However, can needs be satisfied hierarchically and universally to all rural teachers 

and across different schools? 

Maslow (1955) cited in Wahba and Bridwell, (1976:213) said Maslow differentiated 

his needs by referring to some of the needs as deficiency needs and others as growth 

needs. The author is of the view that the deficiency ones consist the physiological 

needs, safety needs, social needs and esteem needs. The growth needs involve the 

need for self-actualization. 

Crooks (1997) said this theory proposes the satisfaction-progression assumption of 

human needs if people are to be motivated which Maslow (1943) cited in McLeod 

(2007) said when a lower need is satisfied, a person seeks to achieve the next higher 

need and so forth. People are motivated by unmet needs and the need to fulfil such 

needs will become stronger and stronger as far as such needs are not achieved. 

Therefore, the theory did not miss its words that one must satisfy lower level basic 

needs before progressing to meet higher level growth needs. Once these needs have 
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been reasonably satisfied, one may be able to reach the highest level called self 

actualization, therefore, the hierarchy of needs (McLeod, 2007). 

Maslow's hierarchy is commonly depicted in a pyramid of five levels, with the bottom 

four consisting of basic needs and the topmost as higher needs (Rollinso, Broadfield 

and Edwards, 1999). This universal pyramid needs that motivate all people including 

rural teachers in the Jirapa district is represented in figure 2.1 

Figure 2.1: Maslow's Hierarchy of Needs Theory 

f 
I 

Source: McLeod (2007:2) Maslow's Hierarchy of Needs. 

The first level of Maslow's hierarchy of needs is Physiological Needs. These are the 

lowest needs emanating from internal physical imbalances required to be satisfied 

frequently. They include food, water, shelter, sleep and air (Rollinso, Broadfield and 

Edwards, 1999). These are the most basic essential needs which are inevitable for the 

physical survival of any individual including the rural teachers in the Jirapa district. 

At the second level is the safety needs which deals with security and protection from 

threats. This requires enhanced physical working conditions, freedom from pain or 

harm, emotional security, fairness, insurance, wages, salaries, job security, fringe 

benefits and retirement benefits (Rollinso, Broadfield and Edwards, 1999). To achieve 

this level of needs to motivate rural teachers in the Jirapa district requires enhanced 
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and responsive condition of service: increased in salaries, implementation of rural 

hardship allowance, funeral grants, workman's compensation, service gratuity, 

commuted pension, transport grant, transfer grant and transport and travelling 

allowances. Adelabu (2005) said unfortunately, these conditions of service exist on 

paper only and are hardly offered even to those qualified teachers who applied due to 

lack of funds. 

17 

The third level of needs is the belongingness or social needs. Crooks (1997) said 

many commentaries on Maslow needs theory preferred this level of needs to be called 

social needs. These include the need to show affection, to be loved and accepted by 

others or belonging to a group or team. Teachers in rural areas can achieve these 

needs by staying with their families, relating with friends, attending workshops or 

training programmes with co-workers (Hitt, Black and Porter 2009, Wright and Noe, 

1996), collaborating with management and the community in which they teach and 

with other stakeholders in education. 

Crooks (1997) confirmed that belongingness or social needs will be satisfied through 

interaction such as frequent school meetings, end of term party, workshops and other 

refresher courses. Therefore, motivation programmes that allow teachers to interact 

with others will be valued by teachers in rural areas of the Jirapa district which has the 

potential to reduce conflict and enhance cooperation among the teachers and between 

teachers and other stakeholders in education. But, rural teachers who have unmet 

needs will be unsatisfied and are likely to create conflict among themselves. 

The second but last in Maslow's hierarchy is the esteem needs. This level of needs 

can further be categorized into two. On one hand, it deals with the need for self 

respect, independence and feeling of adequacy (Crooks, 1997). This is what 
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Crooks (1997) said on another hand, esteem needs focuses on status, recognition and 

appreciation. This corroborates with Cooley (1964) and Argyle (1968) cited in 

Rollinso, Broadfield and Edwards (1999:155) as they termed this sublevel of esteem 

needs as "esteem by others". The authors are of the view that enhanced motivation 

offered to rural teachers from others will boost the morale of these teachers but 

anything short of that will de-motivate teachers to be retained rural areas in the Jirapa 

district. 

Broadfield and Edwards (1999:155) said is the self-esteem in which rural teachers 

view themselves, such as self-respect, self-confidence and doing something in a 

competent way that is of significance. This sublevel of needs reflects in the quality of 

living and working condition of rural teachers as exhibited by themselves. When the 

condition is decent, teachers will rush for rural teaching vacancies but the vice versa 

will make many teachers to tum down transfers and postings to rural. 

18 

The last but top-most level of Maslow hierarchy of needs is self-actualization needs. 

These needs are inexhaustible which drive humans to do things that have never been 

done before (Rollinso, Broadfield and Edwards, 1999). These needs include search for 

personal fulfilment, achievement, accomplishment, creativity and innovation to 

develop one's God's given talents to the highest level (Hitt, Black and Porter, 2009). 

Human needs are insatiable and according to Maslow, because one must satisfy lower 

level needs before progressing on to meet higher level growth needs, Wright and Noe 

(1996) said very few teachers in rural areas have their needs sequentially satisfied for 

them to reach self-actualization. 

McLeod (2007) confirmed that Maslow acknowledged that only one person out of a 

hundred people reaches self-actualization. According to Maslow's own assumption, 
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Also, McLeod (2007) confirmed that the desire to progress through Maslow hierarchy 

where numerous lower needs of rural teachers are not met, it becomes impossible for 

these teachers to think of self-actualization which is the highest need. 

to the level of self-actualization is often disrupted by failure to meet lower level 

needs. This assertion is true and real in rural areas of the Jirapa district. This is 

19 

because many of these rural teachers in the district may have their lower needs 

according to Maslow, unmet due to poor and inadequate teachers' accommodation, 

poor social amenities, inadequate secondary job opportunities and the poor living and 

working conditions of these teachers. 

2.3.1 Strengths of Maslow's Hierarchy of Needs Theory 
One of the strengths of Maslow's hierarchy of needs theory is its intuitive nature, 

which creates the awareness of emotional differences among people. Every employee 

including each rural teacher has individual motivational needs which differ from 

person to person and even for an individual, from time to time. This allows people in 

management to understand the flexible, individualized Maslow's theory as a dynamic 

way to motivating their employees differently (Redmond, 2010). 

Again, Maslow argued that it is almost universal that the various needs levels are 

achieved in a hierarchical order. Thus, a higher level needs will not be a motivator 

unless those beneath it are satisfied (Rollinso, Broadfield and Edwards, 1999). This is 

fundamental since many teachers who complain of low salary as a lower need, will 

prefer government to increase their salary before thinking of providing them with 

cars, a higher need which many may see as luxury. This is because without enhanced 

salaries, the teachers cannot afford to fuel these vehicles. 
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Notwithstanding, Rollinso, Broadfield and Edwards (1999) was quick to add that in 

rare circumstances teachers can defy the norm and bypass one or more of these levels 

of needs to achieve higher ones, which Wright and Noe (1996) confirmed that very 

few people including teachers in rural areas have their needs sequentially satisfied for 

them to reach self-actualization. This is because of the eroding value of motivational 

packages as time passes by, and as different teachers are motivated by different 

incentives. 
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In addition to, Rollinso, Broadfield and Edwards (1999) noted that Maslow assumed 

that needs that have been met no longer have any motivational impact. Crooks 

(1997: 18) confirmed that "Maslow's basic argument is that the lowest-order needs 

will be central motivators of human behaviour until they are satisfied, at which point 

the focus of attention will move up the hierarchy to the next rank of needs, until these 

in tum are adequately fulfilled, and so on". Maslow (1970) cited in Crooks (1997) 

saw needs ascendancy process to be instinctual and almost universal. Though not all, 

rural teachers in the Jirapa district will want to be motivated with motivational 

packages that they do not have but which are of importance to them. They will not be 

enthused with packages which they are satisfied with, hence not significant. 

Moreover, Wahba and Bridwell (1976: 214) said long deprivation of a particular need 

will increase the desire for that need acknowledged by Maslow himself as one of the 

exceptions of this theory of needs. "Also, higher needs may emerge not after 

gratification, but rather after long deprivation, renunciation, or suppression of lower 

needs. Maslow emphasized again and again that behaviour is multi-determined and 

multi-motivated" (Wahba and Bridwell, 1976: 214). This study associates itself with 
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these findings since when one is in dire need of particular needs, the higher the person 

desires to achieve those needs or even higher needs. 

2.3.1.3 Criticism of Maslow's Theory 
Wahba and Bridwell (1976: 224) explained Maslow hierarchy of needs "theory which 

defies empirical testing, and partly because of the conceptual, methodological, and 

measurement problems of the research ... " makes it not scientific. Wahba and Bridwell 

(1976: 224) further explained that "there is no clear evidence that human needs are 
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classified in five distinct categories, or that these are structured in special hierarchy". 

The lack of empirical evidence of the theory has been widely shared by Wright and 

Noe (1996), Hitt, Black and Porter (2009) and Rollinson, Broadfield and Edwards 

(1999) who are of the view that there IS no evidence on the theory's universal 

hierarchical order of human needs. 

Armstrong (2009:324) confirmed that "Maslow himself expressed doubts about the 

validity of a strictly ordered hierarchy" of needs. The theory "has been criticized for 

its apparent rigidity (different people may have different priorities and it is difficult to 

accept that needs progress steadily up the hierarchy) and for the misleading simplicity 

of Maslow's conceptual language" (Armstrong, 2009: 324). Human beings including 

rural teachers of the Jirapa district are motivated by different I}eeds which are not 

necessarily ranked and similar as Maslow postulated. Education management must 

vary teachers' motivational packages to be responsive to each teacher's needs. 

Therefore, it will not be uncommon for some rural teachers in the Jirapa district to 

skip Maslow's lower needs and demand the higher needs as a way to motivate them to 

be retained in rural areas. Even, not all the needs of human beings are identified in 

Maslow's hierarchy of needs. Hence, rural teachers may want redress on certain needs 
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Also, Redmond (2010) said the theory failed to identify the needs variations in 

different cultures and periods. Teachers' needs vary from generation to generation, 

across different cultures, and even within a person at different times. Teachers in rural 

areas of the Jirapa district, who may be poor, will be highly motivated through 

physiological and safety needs like enhanced salaries and benefits. But as soon as they 

are out of poverty or they stay in urban areas, these motivational packages may 

change to the most sophisticated technological needs such as internet connectivity, 

automated and air conditioned cars and scholarship to study abroad. Therefore, the 

universality and standardization of the hierarchy of needs theory across all cultures 

and countries is not factual. 

which go beyond the five levels of needs in the theory and which the theory failed to 

proof scientifically. 
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Hitt, Black and Porter (2009) confirmed that the theory was developed in an 

American environment, which can undermine the theory practicality in the African 

context. Therefore, across different cultures, not only will needs be ordered 

differently, but the satisfaction levels will vary as well. Developed countries like 

America have guaranteed basic needs for majority of their citizens, even if one is not 

gainfully employed. Teachers in these environments will focus on higher needs for 

their motivation compared with rural teachers in the Jirapa district of Ghana, who are 

still battling with basic needs due to poor salary and other conditions of service. 

Therefore, empirical evidence suggests that Maslow's hierarchy may not accurately 

represent individual needs in a collective culture as in America (Redmond, 2010). 

In addition, McLeod (2007) cited in Redmond (2010) said one weakness of the theory 

is where it failed to point out that security service like police, military, fire service and 

www.udsspace.uds.edu.gh 

 

 

 

 



for the well-being of others. Thus, it is highly possible for any of these security 

NADMO personnel risk their lives to save others. The author is of the opinion that 

these types of workers though may not have satisfied their needs will sacrifice theirs 

personnel to bypass their own unmet lower needs to achieve others' higher needs, 

thereby falsifying the theory (McLeod 2007 cited in Redmond, 2010). This is true 

where many of these security officers lack the safety for themselves and often fall 
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victims in the line of their duty. For example, the police are constantly under the 

attack from armed robbers yet they continue to provide security to the general public. 

In addition to Maslow's theory of needs, another theory which the study used was 

Alderfer's Existence, Relatedness and Growth Theory. 

2.3.2 Alderfer's Existence, Relatedness and Growth Theory 
Rollinso, Broadfield and Edwards (1999) said the theory uses the hierarchical 

ordering of needs but this theory has three levels: Existence (E), Relatedness (R) and 

Growth (G) from which the ERG theory emanated. 

Crooks (1997) said the weaknesses in the Maslow's hierarchy of needs culminated in 

the modification of the theory to propound the Alderfer's Existence, Relatedness and 

Growth theory. This later theory proposes both the satisfaction-progression 

assumption and the frustration-regression assumption. The satisfaction-progression 

assumption is of the view that when an individual progresses from existence needs 

through relatedness needs to growth needs the individual experiences satisfaction. 

Contrary, the frustration-regression assumption is where a person will reverse to a 

lower level need for satisfaction if the achievement of a higher need is frustrated 

(Crooks, 1997). Therefore, regressing from a higher need to a lower need results in 

frustration because the individual failed to achieve a higher level need for his or her 

motivation (Redmond, 2010). 
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Bennell and Akyeampong (2007) citing Clayton Alderfer explained that Alderfer's 

ERG theory condenses Maslow's five level hierarchy of needs into three categories: 

Existence, Relatedness and Growth. This theory provides a more straight forward 

(Hitt, Black and Porter, 2009) and simplified understanding of human needs in a 

hierarchical manner to motivate people including that of teachers in the rural areas of 

the Jirapa district. The authors said the theory is of the view that teachers do not need 

to satisfy completely lower level needs before pursuing higher level needs since 

people have different motivational incentives at different times. Thus, teachers have 

multiple needs that are both lower and higher order needs which they want to achieve 

concurrently to motivate them to be retained in rural areas. 

1. Existence Needs: These are the most basic needs which correspond with Maslow's 

physiological and safety needs such as food, shelter, water, salary, insurance and job 

security. 

Redmond (2010) confirmed that Alderfer's theory of Existence, Relatedness and 

Growth improved upon Maslow's needs hierarchy theory by introducing flexibility of 

movement between needs. The author asserted that Alderfer's theory does not only 

reduced Maslow's five needs hierarchy into three or allowed the order of the needs to 

vary by the individual, but also permitted different needs to be pursued 

simultaneously as well. Therefore, Alderfer's theory is of the view that different 

levels of needs can be pursued or achieved at the same time. 

Redmond (2010) summarized these three needs levels as follows: 

2. Relatedness Needs: These correspond with Maslow first and second needs levels 

which are social relationships and external esteem such as working with family, 

friends, co-workers and appreciated by others. 

24 
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actualization. These three categories of Alderfer's needs: Existence, Relatedness and 

30 Growth Needs: This deals with intemal esteem which corresponds with part of 

Maslow's fourth level of needs and the topmost of Maslow's needs hierarchy, self- 
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Growth are graphically represented in figure 2.2 

Figure 202: Alderfer's Existence, Relatedness and Growth Needs Theory 

Source: Redmond (2010: 6)0 

2030201 Strengths of Alderfer's Theory of Existence, Relatedness and Growth 
Wright and Noe (1996) explained that Alderfer's theory has greater empirical 

evidence than Maslow hierarchy of needs. Redmond (2010) confirmed that despite the 

limited scientific evidence to either prove or disprove Alderfer's theory, its validity 

remains cogent as many researchers and managers appreciate that satisfying workers' 

needs motivate them to work (Redmond, 2010). 

Redmond (2010) said the theory exposes management at the work environment to 

recognize that employees have multiple needs to satisfy simultaneously. The author 

said the theory is of the view that focusing exclusively on a particular need at a time 
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will not effectively motivate employees. Hence needs must not be achieved in any 

hierarchy which but back and forth movement from one need to another (Redmond 

2010). Thus, the theory is more flexible and reflects the reality of how fluid needs 

emerge among individual rural teachers and even at different times within the 

individual. Rural teachers in the Jirapa district have different needs as well as across 

different rural Junior High Schools which require simultaneous redress to motivate 

teachers to be retained in these rural areas of the district. Therefore, the Maslow 

theory "one fit all" preposition which makes it rigid for lower needs to be achieved 

before higher ones has been improved by the ERG theory which acknowledged that 

needs of rural teachers must be satisfied simultaneously. 

Arnold and Boshoff (2002) said there are still much confusion and lack of conclusive 

research on the ERG theory which Redmond (2010) said the minimal evidence leads 
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2.3.2.2 Criticism of Alderfer's theory of Existence, Relatedness and Growth 

The idea of frustration-regression assumption (Redmond, 2010) of the theory 

although allows rural teachers to move forward and backward for "continuum" 

achievement of the needs hierarchy (Rollinso, Broadfield and Edwards, 1999:158) as 

strength, this assumption cannot be exempted from criticism by this study. 

If Armstrong (2009) explained that the need for self-fulfilment however, can never be 

satisfied because of the insatiable nature of human beings, how much more of 

frustration-regression motivation? This is because people hardly want to go back in 

life for their motivation but rather from a satisfaction-progression motivation (forward 

ever achievement). Hence, the rural teachers will want to use the frustration 

regression assumption for lesson-learning but not for motivation sake. Therefore, 

frustration-regression motivation may dispirit teachers for retention in rural areas. 

www.udsspace.uds.edu.gh 

 

 

 

 



to skepticism of the actual significance of the theory. The simultaneous satisfaction of 

both lower and higher level needs proposed by the ERG theory to motivate rural 

teachers cannot be scientifically proven. Measuring what needs are most important to 

address to motivate an individual teacher to be retained in a rural area is challenging 

since much time is required per each of the teachers (Redmond, 2010). 
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Figure: 2.3 below showed the conceptual framework that depicted the factors 

affecting motivation, the motivational strategies and the expected outcomes of the 

motivation of rural teachers. 
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Figure 2.3: Conceptual Framework for Teachers Motivation for Retention in Rural JHSs in the Jirapa District 

Factors affecting teacher motivation 
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Intrinsic motivational strategies 

Enhancement in teacher recognition and status, promoting passion for 
imparting knowledge and enhancement in job security 

Extrinsic motivational 
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Enhancement in salaries linked with qualification 

Enhanced conditions of " " Enhancement ill teachers' accommodation 
service Enhancement in study leave and sponsorship programmes 

Improvement in social amenities 
Recruitment of rural teachers from rural areas 
Enhancement in community participation in school management 

Outcomes of motivation 

Enhanced attraction and 
retention of teachers 
Improved performance 
Reduced teachers' absenteeism 
Reduced teachers' strike 
Fostered collaboration among 
teachers, management and 
parents 

Poor occupational recognition and status 
Poor social amenities 
Poor and inadequate teachers' accommodation 
Poor further training and promotion 
opportunities 
Inadequate job opportunities 
Poor working and living conditions 
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From the conceptual framework in figure 2.3, the resistance of teachers to be retained 

or accept postings to rural areas of the Jirapa district is caused by factors affecting 

teacher motivation in these rural areas. These factors in the district include; poor 

occupational recognition and status, poor social amenities, poor and inadequate 

teachers' accommodation, poor further training and promotion opportunities, 

inadequate job opportunities, poor working and living conditions and poor community 

support as outlined in the framework. These require authorities to implement both 

intrinsic and extrinsic motivational strategies to address or mitigate these de 

motivational factors. As shown in the framework, the intrinsic interventions include; 

enhancement in teacher recognition and status, promoting passion for imparting 

knowledge and enhancement in job security. 

Also, the extrinsic interventions include; improvement in further training and 

promotion, enhancement in salary linked with qualification, enhancement in teachers' 

accommodation, enhancement in study leave and sponsorship programmes which are 

collectively termed as Enhanced Condition of Service. In addition to these 

interventions require improvement in social amenities in rural areas, recruitment of 

rural teachers from rural areas and enhancement in community participation in school 

management in rural communities. The strict implementation of these motivational 

strategies will translate into motivated rural teachers who will yield positive 

outcomes. These outcomes of motivation include; enhanced teacher attraction and 

retention, improved performance, reduced teachers' absenteeism, reduced teachers' 

strike and fostered collaboration among teachers, management and parents. 
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-------------- ..•••••••• 
2.4 Teacher Motivational Strategies for Retention in the JHSs of Rural Areas in 
the Jirapa district 
This entails both intrinsic and the extrinsic motivational strategies. 

2.4.1 Intrinsic Motivational Strategies 
This focuses on enhancement in teachers' recognition and status, promoting passion 

for imparting knowledge and enhancement injob security. 

Enhancement in teachers' recognition and status is one of the intrinsic motivational 

strategies. Role, Gatsinzi and Ndiku (2014) suggested that teachers get satisfied and 

highly motivated when they are acknowledged by other people including the school 

leadership, valuing their rendered services and commitment to the service. The 

recognition should not come only from immediate superiors like the school and 

district education management but also from higher authorities such as regional and 

national education management. 

30 

Nzulwa (2014) study confirmed that teacher motivation was due to love for their job, 

a sense of feeling, a moral responsibility and obligations to perform their duties as 

members of society. This will not work for some teachers in the district who are 

burdened by economic pressure and not able to meet their families' budget. 

Akuoko, Dwumah and Baba (2012:36) study confirmed that only 7.9% of teacher 

respondents were motivated by recognition and respect. However, one should not be 

surprised, the rising cost of living is having a toll on teachers, diminishing their 

intrinsic love for teaching for extrinsic rewards. 

Also, promoting passion for imparting knowledge is another intrinsic motivational 

strategy. The finding of Domyei'Is (2001) cited in Akuoko, Dwumah and Baba 

(2012:41) study found a high correlation between intrinsic motivation and teaching 

where "internal desire to educate people, to give knowledge and value is always in 

teaching as a vocational goal. Fulfilment of teaching is provided with intrinsic 
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rewards. When the issues of interest in teaching and pay were compared, it clearly 

indicated that most respondents were in teaching because they had interest in teaching 

as a profession". Therefore, management must use any little opportunity they have 

with rural teachers to inculcate this spirit in them. 

However, because this study was done in Tamale Metropolis which is urban, such 

findings may be in sharp contrast with mine that focuses mainly in rural environment. 

Similarly, from 2012 till this time of my study, is a long period and with the rising 

cost of living from then till date, may make the previous findings not applicable in 

this current study area. 

Another intrinsic motivational strategy is enhancement in job security. World Bank 

leave beneficiary teachers whose courses span beyond four years, for example, if one 

(2007) said increase stability in remuneration, appointments and lack of fear or threat 

of dismissal guarantees job security. Teachers should not also be threatened to be 

denied of promotions. As such, newly trained teachers who passed their professional 

exams back at their training institutions should not be kept on probation over two 

years without being confirmed. Guaranteeing of job security by confirming them will 

motivate newly trained teachers as professionals to be retained in rural areas. This is 

because professionals who remain at a particular level or kept temporary for a long 

time may be frustrated and resist being retained in rural settings. 

GES (2014) said teachers who pursue regular courses without study leave and study 

defers his or her course risk their salaries blocked and subsequently their names 

deleted from the payroll. 

2.4.2 Extrinsic Motivational Strategies. 
Agboada and Akubia (2010:13) said 'conditions of service are the benefits one enjoys 
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from the service'.(Agboada and Akubia, 2010:15) and others. Unfortunately, these 
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benefits are general and available to all teachers with none targeting teachers in rural 

areas exclusively. Therefore, Mandina (2012) said these benefits must rather be 

targeted and the value for each condition of service increased. 

Acheampong and Asamoah (2015 :41) study confirmed that for incentives and 

conditions of service to attract and retain teachers in rural areas, "they need to be 

substantial to outweigh the advantages of an urban location. To get the best value 

from incentives, they need to be carefully targeted on the most remote schools". 

This will address concerns of respondents in a survey by GNAT (2010) cited in 

Darvas and Balwanz (2014) where 59.8% ofthe respondents said the poor conditions 

of service in teaching would make them quit for improved conditions in other jobs. 

This may not be different among rural teachers in the Jirapa district. Therefore, the 

conditions of service on which the literature review emphasized include improvement 

in further training and promotion, enhancement in salaries linked with qualification, 

enhancement in teachers' accommodation and enhancement in study leave and 

sponsorship programmes. 

Improvement in further training and promotion is one of the extrinsic motivational 

strategies. Muhammad et al (2010) explained that training promotes the growth and 

development of employees. It refreshes knowledge and skills of teachers to work 

effectively with more courage and confidence. "Career development plays much 

important role in motivating teachers" as teachers always want to improve their 

qualification (Muhammad et al 2010). Rural teachers should be allowed to benefit 

from enhanced professional programmes and promotion than their urban colleague. 

Government must absorb the cost of all rural teachers pursuing education courses on 

the distance learning, part-time, sandwich bases as well as regular programmes. Rural 

teachers in the district may prefer distance learning and sandwich programmes to 
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regular courses for fear of forfeiting their salaries. In Ghana Education Service, 

regular courses require the respective teachers to be granted study leave, which is 

usually based on limited quota system. 

Bennell and Akyeampong (2007) confirmed that being able to upgrade one's 

qualifications is a critically important incentive since it is the only way to improve 

significantly incomes and offers the opportunity for further promotions. However, 

over reliance on teachers' certification requirements can diminish a pool of applicants 

who may have practical and even teaching experience without certificates. 

Also, enhancement in salaries linked with qualification is one of the extrinsic 

motivational strategies for teacher motivation for retention in rural areas of the 

district. World Bank (2007) observed that increasing teachers' salaries appears to be 

the obvious response to teacher retention in rural areas. This corroborates with Monk 

(2007), Muhammad et al (2010) studies which asserted that higher salaries, wages and 

compensation benefits will attract and retain teachers in rural areas. For this reason, 

government should not just pay salaries to rural teachers but enhanced allowances as 

well. Higher salaries and allowances for rural teachers will attract a comparable pool 

of teacher applicants to rural areas even from urban centers. 

Bennell and Akyeampong (2007) noted that promotion criteria should be transparent 

and rural teachers should be given the minimum years to be promoted, though 

qualifications and years of service cannot be ignored. The promotion process should 

be based on merit but with premium placed on rural teachers. The pay margins for 

these promotion levels should be enticing enough and paid on time to beneficiary 

teachers to boost their morale. 
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Undoubtedly, successive governments understand that one main source of improving 

the working conditions of teachers lie in enhanced salaries and wages (Monk, 2007). 

Notwithstanding this, successive governments are quick to point at the size of 

teachers' salaries in their total expenditure, yet teachers remain underpaid when 

compared to other professions even within the same qualification (World Bank, 

2007). 

Mulkeen (2010) opined that linking salary to qualifications certainly provides an 

incentive for teachers to upgrade their qualifications. It is most unfortunate that the 

Ghana Education Service within its salary structure has no salary scale for Masters' 

degree holders (GES Newsletter, 2015). Therefore, it cannot be shocking that when 

teachers obtain this qualification, they seek job in other sectors and quit the 

profession. However, the limited job opportunities in many developing countries like 

Ghana, forced many masters' degree holders still within Ghana Education Service, 

and this is what Bennell and Akyeampong (2007) termed as acute paucity of 

alternative employment opportunities. 

Mulkeen (2010) was quick to suggest that over-reliance on qualifications for pay rise 

may make rural teachers to neglect their duties for upgrading their qualifications. 

Unless there is strict supervision, teachers who take up distance learning programmes 

may tend to prioritize their studies at the expense of their work. In addition, where 

teachers experience pay rise for improved qualifications, it can be difficult for 

government to manage and predict teachers payroll costs (Mulkeen, 2010), 

particularly where many institutions have a lot of courses for large numbers of rural 

teachers to pursue. 

Mandina (2012) suggested other financial incentives such as tuition support, loan 

forgiveness, and signing bonuses. Also, the author advocates for a system of retention 
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allowances to be pegged at 60% basic salary to be paid every month for rural teachers. 

This will be adequate and target rural teachers rather than the meager 15% salary 

premium the Ghana government offers all teachers at the pre-tertiary level. 

Some of these interventions are what Mulkeen (2005) termed as effective staffing 

policies for 'at risk areas': housing credit as in Colombia, recruitment and training as 

in Uruguay and teachers earn points based on rural hardship levels as in New Zealand. 

However, the author bemoaned deepening fiscal crises in some countries resulting in 

the removal of 'remote area allowances' (Mulkeen, 2005). This is true in Ghana's 

situation where the government announced 20% increase in rural teachers' salary as 

hardship allowance but this has since not been implemented due to financial 

constraints. However, Lyons (2009) said that younger teachers are more motivated by 

financial inducements such as rent subsidies, affordable housing and allowances, 

which can be tied to bonded placements. On the other hand, the author thus, cautions 

against strategies that attract only young and or inexperienced teachers to rural areas. 

To add to, enhancement in teachers' accommodation is a major extrinsic motivational 

strategy for teacher retention in rural areas. Muhammad et al (2010) said improving 

accommodation in rural areas is needed to reduce the accommodation challenges 

teachers particularly female ones face in rural environs. Where teachers cannot live 

near the school, they are likely to spend a lot of time commuting, often to the 

detriment of their schools' work. 

Mulkeen (2005) confirmed that effective staffing policies for 'at risk areas' included 

better housing as in Malaysia and housing credit as in Colombia. 

The author further explained that the government and the assembly financial muscle 

may be weakened the more especially if the government is also responsible for on 

going maintenance of the property. As such, teachers who occupy schools that are 
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lucky to have accommodation, must endeavour to maintain the facility and if possible 

with the help of the community. There may also be difficulties in repossessing a 

house for use by a new teacher, particularly where this would leave a family in 

hardship as a result of teacher illness or death (Mulkeen, 2005). 

Darvas and Balwanz (2014) said providing teacher accommodation is worth 

considering but should be informed by thorough needs assessment. Many young 

teachers working in rural schools prefer to live in urban areas with their families. 

Therefore, mass provision of teacher housing will not be cost-effective, unless the 

demand is guaranteed. For the sake of this attitude, rural communities must have good 

rapport with their teachers and prevail upon them to accept to stay in the communities 

they teach. 

Thus, the Jirapa district should lobby for funds that will give adequate and 

comprehensive sponsorship to attract and retain teachers in rural areas of the district. 

Government should have a policy for financing at least one child education of every 

rural teacher. This will woo and retain teachers to rural areas of the Jirapa district. 
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Enhancement in study leave and sponsorship programmes is another motivational 

strategy for teacher retention in rural areas in the Jirapa district. Darvas and Balwanz 

(2014) asserted that the district sponsorship scheme is another strategy for improving 

teacher deployment. It is a scheme where teacher trainees are sponsored by districts 

and the students then return to teach in the sponsored districts for at least three years 

upon completion of their training. It is disheartening that many of these district 

sponsorships are nowhere near the fees paid by beneficiaries' at their training 

institutions. Even poorer districts may not still have the wherewithal to give such 

meager sponsorship to teachers for which they will attract small number of newly 

trained teachers (Darvas and Balwanz, 2014). 
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Mandina (2012) explained that enhanced study leave that gives priority to rural 

teachers will attract and retain teachers in rural areas. Increasing the quota of study 

leave for rural teachers and upholding transparency could enhance their motivation. 

Mulkeen (2010) confirmed that study leave helps teachers with poor economic 

background to build their human resource. For many young people without the 

financial means to pursue tertiary courses, teaching may be an opportunity to finance 

a higher education. Thus it enhances the attractiveness to rural areas for teachers once 

they stand to benefit from study leave. 

GES (2014) explained that in the past the study leave policy was flexible and able to 

grant study leave with pay to all applicants. No doubts this situation created many 

vacancies in schools, staff management challenges and kept a strain on GES budget. 

This culminated in yearly quota system per region and per subject based on the needs 

of the service in relation to courses of study (GES, 2014). Thus, subject areas that 

have limited teachers and or which are the priority of the service are given higher 

percentages and study leave candidates are selected on these bases. This was hoped to 

significantly reduce the exodus of teachers from the classroom particularly in rural 

areas for further studies, unfortunately, it has not. 

Therefore, necessitating teachers to sign a bond (Hedges, 2002 cited in World Bank, 

2007) after being offered the study leave with payor district sponsorship. In the bond, 

beneficiary applicants are banned from public employment if they quit the service 

before a three-year period of work, after they returned from their training 

programmes. The grantor repays the bonded sum as well (World Bank, 2007). The 

quota system and the bonding of successful applicants though seem to be 

disincentives, they serve as checks and balances for the sustainability of the district 

sponsorship and the study leave schemes. Except that the quota needs to be increased 
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for rural teachers. Lyons et al (2006) cited in Lyons (2009) findings confirmed that 

the system of bonded education was very influential in the past" to help in the even 

distribution of teachers across the country by educational authorities. Without the 

study leave with pay and the bonding strategy, many trained teachers particularly 

those of urban origin were unlikely to teach in rural areas. The authors failed to note 

that irrespective of teachers benefiting from study leave, many of them still resist 

posting to rural areas which is not different in the Jirapa district. 

However, Lyons et al (2006) cited in Lyons (2009) explained that in practice the 

value of the bond has been reduced by inflation, and the system is no longer enforced. 

Lack of enforcement has led to widespread cynicism about the scheme. Also, many of 

the teachers who are granted study leave never actually enter the teaching profession 

after the period of their study. GNAT (2010) cited in Darvas and Balwanz (2014) 

confirmed that more than one-third of teachers have plans to leave the classroom after 

study leave. The study found that more than 72% of teachers are either "dissatisfied" 

or "very dissatisfied" with their job as a teacher and that 50% of respondents plan to 

leave before they retire. The authors' findings were that 24.8% of respondents were 

leaving teaching for higher pay and 59.8% of respondents want to quit the profession 

for improved conditions of service. 

Moreover, improvement in social amenities in rural areas is another important 

extrinsic strategy for teacher retention in rural areas of the district. Darvas and 

Balwanz (2014) explained that newly trained teachers are attracted to the social 

amenities in urban districts. Therefore, extending social amenities to rural areas will 

attract and retain teachers. To help schools in rural areas compete to attract and retain 

teachers, basic social amenities such as electricity, tarred or motorable roads, 

telecommunication networks, health centers, satellite campuses of tertiary schools, 
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transport, banks and other amenities must be vigorously expanded to all rural areas 

(Darvas and Balwanz, 2014). This reduces the number of times rural teachers have to 

leave classrooms and travel to urban centers for the services of these social services. 

Thus, government and the Jirapa District Assembly have to directly target rural 

teachers as well, by providing them with motor bikes, ipads, laptops, mobile phones 

and solar lamps to attract and retain them in rural areas. 

Waxman, Connell and Gray (2002) cited in Mandina (2012) noted that technology is 

the vehicle for easy and faster upgrading of teachers' qualification and knowledge. 

Access to technology gives rural teachers the potential for distance learning and 

meeting demand for computer literacy in this twenty-first century. 

Kremer et al (2005) cited in Mandina (2012) has noted that teacher attrition in rural 

schools is more correlated with schools that have poor infrastructure. Therefore, 

improvements in school infrastructure are important to attract and retain teachers in 

rural areas. Some of these facilities include: improved classrooms, connection to 

national grid, availability of potable water, adequate toilet and urinal facilities, 

improved school furniture and availability of adequate teaching materials. 

Improving rural infrastructure that will be attractive to help retain teachers is capital 

intensive. Government and the poor rural communities cannot do it alone due to cost, 

requiring the support of donors, Non-governmental Organizations and philanthropist. 

Thus, rural infrastructure investments have not kept pace with the rural teachers 

demand (World Bank, 2010 cited in Darvas and Balwanz, 2014). 

39 

Furthermore, recruitment of rural teachers from rural areas is another vital extrinsic 

strategy for teacher retention in rural areas of the district. Segun and Olanrewaju 

(2011) observed that in recruiting teachers for rural schools, candidates should be 
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recruited from within each district or the region which Monk (2007: 168) termed as 

"grow-your-own strategy". The hope is that personal history and family connections 

will entice teachers to return to teach in their home rural schools after certification. As 

teachers become established within their own community, they may gain extra 

benefits from relatives, which may help to retain them. Working close to one's family 

may provide some level of financial support and subsidy (Segun and Olanrewaju, 

2011). This assertion corroborated with Bennell and Mukyanuzi (2005) as they 

explained that locally based teachers who regard where they work as 'home' are more 

likely to have supportive extended family and social networks, be known to the 

community at large, and have higher levels of commitment to promoting education 

and development activities in the locality. 

Sharplin (2009) said family consideration in teachers' postings reduces family stress 

or trauma on teachers for not separating from families and friends. Without family 

consideration, families experience familial and social dislocation, which de-motivates 

teachers. This is important as separation of couple due to job can create marital 

mistrust that is a recipe for divorce. 

Lyons (2009) reaffirmed that teachers postings should take into account the location 

of families so as not to separate husbands, wives, and children for unreasonable 

periods oftime. Experienced teachers are more likely to have family ties, they are also 

more motivated with preferential transfer compared with younger teachers who are 

more motivated by fmancial inducements. 

However, Mulkeen (2005) ascertained that the local hire system is more opened to 

local influence and qualified teachers from outside being rejected by communities 

wishing to hire a local (but unqualified) teacher. Nepotism may be the order of the 

day, as authorities may compromise quality applicants from outside and due process 
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to recruit one of their own. But quality should not be compromised, even when 

recognizing the creativity, flexibility and responsiveness of local recruitment as a way 

of retaining teachers in rural areas. Professional development should be available to 

teachers recruited from 'grow-your-own strategy' to sharpen their skills and 

competence. 

Segun and Olanrewaju (2011) asserted that some teachers do not want to work in their 

villages, because there may be too many demands on them from their family. This is 

true as some teachers particularly the younger ones from rural areas would prefer to 

be in their home district, but not actually in their home village. 

Lastly, enhancement in community participation in school management is one of the 

teacher motivational strategies. Bray (2001) cited in Mulkeen (2010) asserted that 

local communities through Parent Teacher Associations (PTAs) and School 

Management Committees (SMCs) have significant role in attracting and retaining 

teachers in their respective rural schools. The authors further observed that they 

exercise this through their influence in the quality, governance, and accountability of 

schools. The community may support staff welfare by providing accommodation, 

foodstuff, household items, labour on teachers' farms and even land for teachers' 

personal use. The community can support the school in dispute resolution, resource 

persons in school management and lesson delivery as well as do fund raising for 

school infrastructure. 

Mulkeen (2010) said that the community provides stopgap supervision or monitoring 

of teachers in instances where external supervision of schools is limited. But the 

author admitted that 'there are other cases where parental involvement supports poor 

practices in schools' (Mulkeen, 2010:120). Notwithstanding this does not invalidate 

the relevance of community support to motivate rural teachers for retention. 
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Vegas and Umansky (2005:10) observed that devolving authority to communities, 

granting professional autonomy to schools and teachers increases teacher quality and 

retention. Teachers and communities' effective involvement in the school 

management makes teachers enthused to be part of the day-to-day running of schools 

in which they teach. This ensures transparency and accountability leading to 

significant improvements in motivation of teachers. 

World Bank (2007) emphasized that in many Sub-Saharan African countries, parents 

have to improve their contribution to address substantially, the material needs of the 

schools. This is important because governments do not provide enough resources to 

schools due to inadequate funds. Through the PTA, parents can improve the 

communities' involvement in school management differs, where some communities 

contribution of fees for building, repairing and maintaining school infrastructure and 

other facilities. Other ways that parents or the PTA is involved in the school include 

disciplining students, planning and assisting with hiring contract teachers. 

However, Mukeen (2010) explained that while it appears that parents have taken 

initiatives to support their rural schools, the involvement remains rather superficial. 

This limited contribution will not be adequate to outdo the opportunities in urban 

areas, and attract and retain trained teachers in these rural environs. Bennell and 

Akyeampong (2007) confirmed that the capacity of uncommitted parents and local 

stakeholders in rural areas to offer meaningful and significant contribution in school 

management leave much to be desired (Bennell and Akyeampong, 2007). But, rural 
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that have the capacity are able to adequately motivate teachers which retain them in 

such areas. 

Michaelowa (2002) cited in Bennell and Akyeampong (2007) found that higher levels 

of community involvement were negatively correlated with teacher motivation since it 
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undermined their sense of occupational autonomy and control. The study disagree 

with this assertion, since many rural communities' involvement in schools do not 

regulate teachers' professional work such as lesson notes preparation, vetting and 

delivery as well as marking class exercises of students. This position is vindicated by 

World Bank (2007) who said that community involvement in school management is 

generally related to administrative and material upkeep of the school. 

The reviewed literature revealed that many teachers' motivational packages were not 

targeted, enforced and adequate for the rural teachers. Also, there were little studies 

done on motivation for teacher retention (staying) in rural areas in which they teach. 

These gaps were what the study sought to fill. 
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2.5 Factors Affecting Teacher Motivation for Retention in the JHSs of 
Rural Areas in the Jirapa district 

Poor social amenities is one of the factors affecting motivation for retention in rural 

areas. Acheampong and Asamoah (2015) study found poor social amenities in rural 

areas as one of the reasons why teachers are reluctant to accept postings to rural 

schools. It was revealed that 85.3% respondents indicated lack of potable water and 

access to electricity, 62.7% indicated lack of access to good roads and 52.1 % 

mentioned lack of access to hospitals or health centers. The deplorable status of these 

amenities is evident in the rural areas of the Jirapa district which may be a challenge 

for teacher retention in these areas. 

commuting by many public and private vehicles. The few vehicles that risk 

Mutune and Orodho (2014), PER (2011) cited in Darvas and Balwanz (2014) 

confirmed that the absence of good schools and hospitals for staff children, lack of 

potable water and access to electricity, lack of access to good roads and lack of access 

to entertainment avenues make rural environment unattractive for trained teachers to 

remain in rural areas. This lowers the morale and impedes teachers' willingness and 

desire to serve in rural schools in the Jirapa district. However, the author failed to 

admit that some rural communities like the few in the Jirapa district have basic social 

amenities such as electricity, health centers and well graded roads that can attract 

teachers. 

Monk (2007) said the isolated location of rural areas make them unattractive for 
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transporting people, charge exorbitant fares to compensate for the quick deterioration 

their vehicles suffer from the bad rural roads. 

Unfortunately, given the poor facilities at rural areas, teachers are not usually 

prepared to live in the community they teach, but commuting long distances from 

urban areas, which leaves them tired and lacking energy for teaching (Haq and Islam, 
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2005 as cited in Bennell and Akyeampong, 2007) when they get to the school. Thus, 

they bear the brunt of exorbitant fares, fuel hike and quick deterioration of their motor 

bikes or bicycles which reduce their morale to remain to teach in these rural environs. 

Segun and Olanrewaju (2011) said that many rural communities do not have banks. 

Therefore, teachers have to travel for their pay which is a source of de-motivation. It 

becomes a major cause of teacher absence for the few of those who even managed to 

reside in the community. 

Similarly, Segun and Olanrewaju (2011 :48) explained that in Uganda, it is expected 

that teachers should be paid through their bank accounts. But where there are no 

banks in the rural area, many have to travel long distances to urban centers for their 

pay. The authors further observed that a visit to a doctor that might take a day in an 

urban area, can take two or more days for a rural teacher. Many rural teachers are in 

locations away from their families or family doctors. Travelling to see their families 

or family doctors is time consuming and often results in absence on Fridays or 

Mondays. In such a challenged circumstance, teacher absenteeism is inevitable, where 

the school is deserted, with one or no teacher left behind to keep control. 

Mulkeen (2010) explained that in typical poor farming areas, they lack the capacity to 

build houses for renting. Trained teachers particularly those of urban origin have high 

unmet demands for rural accommodation standards. Where the communities provide 
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Nii (2013) said the educational impoverishment of rural population is obvious. This is 

because they are equal by nationality yet disadvantaged by geography, thereby 

making their access to education as a basic right pitiful. 

Poor and inadequate teachers' accommodation is another factor affecting teacher 

motivation in rural areas of the district. Accommodation for teachers is poor and 

inadequate in rural areas (Mandina, 2012) creating the inequity in teacher distribution. 
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houses with their resources, it is not uncommon to find some of these houses 

constructed using mud bricks with thatched roofs. These qualities of houses are of 

local standards and trained teachers will rate them as poor. The absence of adequate 

housing has a greater consequence on female teachers since they require extra security 

(Mulkeen, 2010). This level of housing qualities is undeniably frustrating and 

undermining the attraction and retention of quality trained teachers in the rural areas. 

Even as one admits the need to enhance teachers housing in rural areas, does the 

government have the resources for the building and maintenance of these facilities 

particularly for all rural schools? Government is already suffocated with its budget 

deficit for every year, therefore, philanthropist, NGOs and private sector should 

support in rural teacher housing. 
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Okuru (2012) study in Uganda explained that the teacher housing predicament being 

experienced in rural schools is a mirror of the housing crisis at the national level. The 

author further found a demand-supply gap of more than 70,000 teachers' houses, and 

this lack of teacher housing accounts for 19% of teacher absence and late coming or 

early departures in rural schools. 

Ghana cannot exonerate herself from this gloomy and severe shortage of teachers' 

houses if not even increase in these statistics. Haq and Islam, (2005) cited in Bennell 

and Akyeampong (2007) confirmed that due to poor facilities including housing in 

rural areas, teachers are not willing to stay in the communities they teach. As a result, 

teachers commute long distances from urban areas to these schools, and by the time 

they reach their schools, they are exhausted. 

Also, poor further training and promotion opportunity is another de-motivational 

factor in rural areas. Segun and Olanrewaju (2011) said opportunities for further 

studies are often unavailable or very difficult to come by in the rural areas. Many 
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tertiary institutions for further studies are located in urban areas necessitating rural 

teachers to travel to urban centers for their studies. This is one of the reasons why 

teachers will not stay in rural areas without any motivation but in urban centers such 

that they can engage in further studies while keeping their jobs. This shows that 

staying in rural areas will slow the upgrading of teachers' qualification if one is not 

smart. 

Adelabu (2005: 19) confirmed that "incentives for rural teachers are on paper only" 

and are hardly offered to rural teachers. Teachers in Ghana are entitled to allowances 

from the following conditions of service: transport and travelling grant, workman's 

compensation, retirement benefits, death benefits, transport grant and transfer grant. 

Unfortunately, these allowances are not paid over years even when qualified teachers 

applied for, due to lack of funds. 
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This correlates with the Ministry of Education (2010) education sector performance 

report for 2010 fmdings. The report discovered that in 2007, out of 39 rural teachers 

who were qualified and applied for study leave with pay, only 5 teachers were granted 

in the Upper West Region of Ghana. This may be due to a pure discrimination against 

rural teachers and or the limited study leave quota offered to the region at that time. 

Meanwhile the GES conditions of service for teachers has it that any teacher who 

served in rural area for at least two years is qualified for study leave with pay. How 

realistic is this commitment, based on these two scenarios? 

This is in agreement with Hedges (2000) cited in Mandina (2012) which said teachers 

in rural areas are less likely to have opportunities to engage in other professional 

development activities. However, the author failed to note that some urban teachers 

who lack the entry requirements, overwhelmed by family responsibilities and without 
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the wherewithal cannot still take advantage of the training opportunities compared to 

rural teachers with the requisite qualifications and resources. 

Hedges (2002) cited in Segun and Olanrewaju (2011 :62) confirmed that in Ghana 

newly trained teachers have individualistic thinking that if they spend too much time 

in rural areas without access to further education, one will become "a village man,". 

This term strongly connotes the perceived ignorance of rural dwellers in the minds of 

these newly trained teachers and other Ghanaians. Such perceptions may lower 

morale among rural teachers, hence the reluctance of such teachers to accept rural 

postings or retention in the rural area for long without any motivation. 

Bennell and Akyeampong (2007) asserted that teachers who live in rural areas have 

limited chance of being visited by inspectors. This results from the inadequate 

resources for supervision, poor road network and long distances of rural schools. This 

reduces rural teachers' possible recommendation by their supervisors for promotion 

compared to their urban counterparts. Urban teachers live and interact often with 

education management in towns. As such, during times of promotions, the urban 

teachers easily lobby the authorities and get promoted at the expense of rural teachers. 

Nzulwa (2014) confirmed that teachers' promotions and related human resource 

practices were not done strictly on merit. Though years of service still earn 

promotions, they are often not transparent but fraud with nepotism and cynicism. 

Consequently, both competent and incompetent urban teachers get promoted at the 

expense of rural competent teachers. This demoralizes rural teachers and they are not 

ready to stay and teach in rural areas for such frustrations. 

Bennell and Akyeampong (2007) further explained that for rural teachers to get 

promotions easily, they have to acquire additional academic or professional 

qualifications. Unfortunately, the limited quota system for study leave per region 
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makes it difficult for many rural teachers to access it for their further studies. Rural 

teachers who do not get the study leave end up doing the distance programme on 

Basic Education which may not be their preferred courses. The weird thing is that 

after all these hassles, not only are pay margins for these promotion levels very low, 

they are also not paid on time. In the Jirapa district, teachers who get promoted often 

have to wait a year or more to be put on the right payroll scale. Late payments of 

promotions due to management inefficiency have a devastating impact on teachers' 

morale to be retained in rural areas. 

In addition, inadequate job opportunity is one of the de-motivational factors affecting 

teacher motivation for retention in rural areas of the district. 'Alhassan (2013:29) 

explained that "in the rural areas, job opportunities for school leavers are fewer 

compared to high potential areas and urban centers". These jobs are not only limited 

in rural areas to teachers, but their family members as well. The job opportunities to 

teachers and their families are not only a sigh of relief but enhancement of the 

teachers' living condition. 
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Bennell (2004) confirmed that earning secondary income is central to the coping 

strategies adopted by teachers to meet minimum household subsistence needs. 

Teachers' salaries are increased marginally. Therefore, it is not shocking for teachers 

in the Jirapa district to resist postings to rural areas without any form of motivation 

but opt for urban areas with many secondary job opportunities. 

Teachers deliberately refuse to cover their curriculum and engage students in private 

tuition after formal lessons (Bennell and Akyeampong, 2007) for income. This is most 

unfortunate, but could be prominent in urban areas like the Jirapa town but not in the 

rural setting of the district. 
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Segun and Olanrewaju (2011), Mandina (2012) asserted that the consequence of low 

salary of teachers is where many of them are forced to find additional income to 

augment their poor earnings. Unfortunately, opportunities for teachers to earn 

additional income from private coaching of students, which is common in many urban 

areas, appear to be quite limited in rural areas. This is because of the widespread 

poverty and low appreciation of the value of education in rural areas. However, there 

are few other teachers in rural settings, who are innovative and able to find lucrative 

secondary job opportunities. This class of teachers is able to lobby the few rich and 

educated rural people to support their course and hence they remain to teach in such 

communities. Nzulwa (2014) confirmed that teachers in rural areas indeed absent 

themselves from duty to make extra money for livelihood. Though these extra income 

sources are limited in rural areas, teachers conveniently sometimes fall sick and 

disinterested in the work. These offer them chances to engage in the other limited 

secondary businesses as a way of supplementing their low salaries. This has a serious 

negative impact on their overall capacity and performance of many rural schools. 

Bennell (2004), Segun and Olanrewaju (2011) said that regardless of low teacher 

motivation in rural areas, annual teacher attrition is reported to be minimal. The 

authors said, this is largely because there is lack of alternative employment 

opportunities in rural areas which keeps occupational attrition rates for greener 

pastures low. Hence, the few rural teachers in the Jirapa district who may not have 

marketable qualifications to seek job particularly in private sector, will have to make 

do with teaching. But even how adequate are teachers in these rural areas in the midst 

of these rural challenges? 

Furthermore, poor working and living condition affects motivation of teachers in rural 

areas of the district. Segun and Olanrewaju (2011) asserted that the salary of teachers, 
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when compared with their counterparts in other professions with comparable level of 

education and experience is not only low but discouraging. The authors said this 

affects the economic worth of teachers, one of the challenges teachers have to cope 

with across African countries. Many cannot afford a decent car, house, expensive 

courses in the Ghanaian society for their children like medicine, engineering and law. 

Therefore, teaching in rural areas with limited secondary job opportunities 

compounds the problem where many rural teachers find themselves in a vicious cycle 

of poverty. But the author failed to accept the few hardworking and prosperous 

teachers who despite their profession have made it in life. Modem day successful 

teachers now own the flashiest houses, cars and paying for the most enviable courses 

of the time for their wards. 

51 

Education International (2007:56) confirmed and lamented the declining status of the 

teaching profession mainly attributed to low salaries and poor conditions of service. 

As a result, teaching is a stepping stone leading to better paying jobs elsewhere in the 

minds of many teachers and those yet to join. In addition to the rural hardships, rural 

teachers hassle with the low salary bedeviling the teaching profession. The salary of 

many teachers cannot end them the month. The living environments for many 

teachers are poor, which tends to lower self-esteem and is generally de-motivating. 

Facilities in rural schools are in a gross and unacceptable state of infrastructural decay 

in this twenty first century. Majority of rural schools lack adequate teaching and 

learning materials, have no potable water, sanitation and electricity. The physical state 

of classrooms is very poor and inadequate. It is not uncommon for rural classrooms 

with floors full of holes, roofs, doors, windows and ceilings broken or removed. Basic 

furniture and other facilities are in deplorable state compared to urban areas (Segun 

and Olanrewaju, 2011). The author painted a gloomy picture for all rural schools, 
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meanwhile there are some in the Jirapa district with decent facilities even though they 

may still need improvement. Government, rural communities and with the support of 

other organizations have made tremendous progress in this regard. 

Moreover, poor occupational recognition and status is a de-motivating factor in rural 

areas of the district. Bennell (2004), Segun and Olanrewaju (2011) asserted that 

teaching is now an 'employment of the last resort' among applicants in many 

countries. Teaching has become one of the undervalued professions in many African 

countries. It is when job seekers failed to obtain employment in other sectors that they 

resort to teaching. Teachers in the midst of other professionals do not want to be 

identified by their profession. Consequently, the profession lacks the strong and long 

term commitment among its workforce. This has been exacerbated by government's 

rigid attention and reaction to teachers demand (Segun and Olanrewaju, 2011). 

This corroborates with Thiong"o (1987) cited in Mutune and Orodho (2014:12) study 

which confirmed that "the teacher has become a caricature, the object of constant 

ridicule and ribald jokes by both the pupils and the public". If this described the urban 

centers teachers as well, then, one can imagine what the plight of the rural teacher will 

be. Many rural teachers are called names as though their place of abode will forever 

be in the rural area. The rising cost of living with no corresponding increase in salary 

has made it difficult for teachers to survive on their paltry salary. But the authors 

failed to acknowledge the few teachers who are so committed to their work and want 

to be identified by their job because they have the passion for the profession. 

Unfortunately, in the Jirapa district, there is no any allowance of a sort for rural 

teachers alone. 

Lastly, poor community support is another bane on teacher motivation for retention. A 

study found a limited community involvement in Africa in motivation of teachers for 
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retention in rural areas. This may be due to poor awareness, training (Pansiri 2008 

cited in Mulkeen 20 I 0) and poverty among the rural communities. 

The continuous transfer of teachers from rural to urban schools is another issue of 

concern which undermines teacher retention. Bennell (2004) explained that some of 

these transfers are exacerbated by political interference. This is true as both 

centralized and decentralized political authorities influence education management on 

postings and transfers of their political activists to urban schools. Then, if authorities 

are the very people transferring teachers away from rural areas, without motivation as 

bait, how can rural schools have adequate trained teachers? 

World Bank (2007) said that these schools have taken initiatives to involve parents, 

but, their involvement still remains rather superficial making teachers feel that they 

sacrifice significantly by working in rural schools. Hence, teachers become estranged 

from the local community undermining rural people (Bennell and Mukyanuzi, 2005). 

Mulkeen (2005) confirmed that in many instances, teachers get transfers to urban 

schools where there are no vacancies. Through these transfers, many urban schools 

are over staffed with relatively light workloads at the expense of rural schools. 

Teachers often come and go too quickly to be able to develop strong relationships 

with parents and the wider community. This creates weak collaboration and 

participation in school management and consequently teachers will not remain in rural 

areas. 
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The literature reviewed cited very little work done on factors affecting teacher 

motivation in the Upper West Region let alone the Jirapa district. Therefore, the study 

sought to provide empirical findings on the factors affecting teacher motivation for 

retention in the rural Junior High Schools in the Jirapa district. 
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2.6 Outcomes of Teacher Motivation for retention in the JHSs of Rural Areas in 
the Jirapa District 
Enhanced teacher attraction and retention is one of the outcomes of teacher 

motivation. Darvas and Balwanz (2014) said teacher motivation will promote efficient 

allocation of qualified teachers. As teachers will receive incentives for rural postings, 

many will be willing to take up rural teaching vacancies. 

Education for All (EFA) Glabal Monitoring Report (2007) confirmed that adjusting 

incentives by government and other relevant stakeholders for rural teachers will 

motivate teachers to be attracted and retained in challenged geographic areas. 

Enhanced rural teacher motivation facilitates teachers' deployment more equitably 

further, Nzulwa (2014) stated that teachers' productive performance and 

and efficiently in rural areas in the Jirapa district. 

Also, improved performance is another outcome of teacher motivation. Seniwoliba 

(2013) explained that teachers' performance depends on what they perceive as 

motivation to them in their teaching or professional career. Motivation determines 

their level of satisfaction and will make them happy to put up their best at work 

(Seniwoliba 2013). Adequate motivation translating into better performance means 

enhanced capacity building for the development of human resource in rural areas. 

Finer (2000) cited in Nzulwa (2014) noted that the performance level of teachers 

never exceeds 50% when not effectively motivated. Teachers may stunt in low morale 

often displayed in poor professional conduct and poor work performance. Explaining 

professionalism can be enhanced through motivational practices responsive to the 

knowledge needs of rural students. Highly motivated teachers perform better, 
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imparting the desired knowledge for enhanced performance of students. However, 

motivation does not always translate into commitment as individual teachers respond 

differently to motivation. It takes supervision, dedication and commitment to duty to 
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complement a motivated teacher to produce the expected results. Muhammad et al 

(2010:4) confirmed that motivation elevates teachers' performance in delivering 

knowledge and grooming their students as the global citizens and master of their 

specialized field. The author is of view that increased motivation of teachers develops 

rural students' human capital which positively affects productivity of nation at the 

long run. Notwithstanding, it takes motivation that is adequate, equitable and valued 

by beneficiaries to increase the desired results. 

Abadzi (2007) explained that motivating to reduce teacher absenteeism requires 

government to allocate more of its revenues for teachers' salaries and training. 

Adequate and more resources for motivation make teachers to feel the impact and 

respond positively to the desired outcome. Increasing resources for motivation IS 

important to reduce if not to reverse, the negative impact of teacher absenteeism. 
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Akuoko, Dwumah and Baba (2012:36) study vindicated my view by confirming that 

only 5.6% of teacher respondents opted for academic performance as a factor of 

motivation. This revelation clearly indicated that academic performance of pupils is 

becoming a non- motivational factor for teachers. The reality is that the low salary 

level of teachers increases their economic hardship shrinking their students' 

performance motivation for material interest. 

To add to, reduced absenteeism of teachers is one of the motivational outcomes. 

Muhammad et al (2010) emphasized that teachers' job satisfaction and motivation is 

associated with decreased number of institutional absenteeism and turnover. 

Motivation is important for teachers' self-satisfaction, accomplishments, dedication 

and commitment to duty. They have higher encouragement for the completion of 

curriculum and more likely to work for educational reforms and progressive 

legislation (Muhammad et aI., 2010). 
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Abadzi (2007) study revealed discouraging statistics that a 5% increase in the 

absenteeism rate of teachers who stayed with the same class for two years reduced 

student gains by 4% to 8% during the year. Thus, more resources for motivation are 

more critical particularly on the poor who cannot afford private tuition for their 

children in the wake of rising teacher absenteeism. 

However, Bennell and Akyeampong (2007) said that it is also difficult to measure 

teacher absenteeism that can be directly attributed to poor motivation. The evidence 

base is weak. As some teachers' absenteeism is for legitimate reasons, namely 

personal illness, leave, funerals among others. I support this assertion but more 

supervision is required to limit absenteeism that is not permitted by school authorities 

or management. 

Bennell and Akyeampong (2007) confirmed that increasingly frequent official and 

unofficial strikes are a clear indication of rising levels of dissatisfaction with pay and 

other conditions of service. The authors explained that effective national teacher 

unions that are successful in negotiating for improved conditions of service and other 

motivational packages for their members can significantly forestall agitations for 

strikes from their membership. Though this is true, the author failed to note that not 

all industrial unrests are triggered by teacher motivational problems. Some industrial 
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Moreover, reduced teachers' strike is one important outcome of motivation. 

Motivation reduces frequent strikes among teachers. Abadzi (2007) explained that 

conflicts between governments and the teacher unions usually bothers on teacher 

motivation which may halts teaching and allowing teachers to easily travel out of 

rural areas where they teach. Therefore, teachers' retention in rural areas is tied to 

enhanced motivation since they will be satisfied for addressing their needs and their 

morale increased. 
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agitations are national in character for government and the international community to 

rescind their bad policy decisions. 

Lastly, fostered collaboration among teachers, management and parents is another 

motivational outcome. Teachers' readiness to accept mistakes and failures cooperate 

and learn from the experiences of others and participate in local community activities 

(Ghana Education Service, 2010) are tied to adequate motivation. Motivation 

strengthens teachers' relationship with management and the community for exchange 

of ideas to run the school. 

Agboada and Akubia (2010) confirmed that motivation democratizes school 

management, enhancing relationship for effective participation of stakeholders. Thus, 

students, teachers, the community and management both become friendly and work 

in a team spirit for the growth of the school. 

From the reviewed literature, outcomes of motivation had mainly been to increase 

performance of student. Not much research work had been done on motivation for 

retention of teachers in the rural Junior High Schools, which the study sought to fill 

the gap. 
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2.7 Challenges of Teacher Motivational Strategies for Retention in the JHSs of 
Rural Areas in the Jirapa District 
One significant challenge to teacher motivation is inadequate funds. It is sad to note 

that motivation to attract and retain teachers in rural areas is hindered by shortage of 

funding (Mandina, 2012). Bulk of public education expenditure makes up teacher 

salaries (Darvas and Balwanz, 2014). This left limited resources for targeted rural 

teacher motivation. In the wake of donor fatigue and rising government budget deficit 

with competing demands on the budget, there are consequences on resource 

availability for teacher motivation in rural areas. 

The Ministry of Education (2013:96) education sector performance report, 2013, 

confirmed that "donor funds actually decreased by 10% from GH¢ 127million to GH¢ 

114 million between 2011 and 2012. This took its share of education expenditure 

from 3.6% down to 2%". The author further explained that "the expenditure from 

GETfund actually decreased, from GH¢ 518million to GH¢ 361million (a 30% drop)" 

and "funding from the Highly Indebted Poor Country Fund (RIPC) and Multilateral 

Debt Relief Initiative (MDRI) came to an end in 2011" (Ministry of Education 

2013 :96). Even though there is an increase in total education expenditure from the 

Government of Ghana (GoG) by 79% from GH¢ 2.6 billion to GH¢ 4.6 billion 

(Ministry of Education 2013:96), this has not been able to match up to the quantum of 

donor shortfall. This leaves a poorer district like the Jirapa district unable to mobilize 

additional resources to adequately motivate teachers to be retained in rural areas. 
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Darvas and Balwanz (2014) said instead of compensating for deprivation, public 

expenditure appears to exacerbate inequality and as a result, rural areas in the district 

receive disproportionately low levels of public education expenditure allocation. 

Unfortunately, many rural communities in the Jirapa district are so poor to raise 

adequate resources to make up this funding gap for motivating teachers in their 
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communities. The lack of capacity, to make up this funding shortfall is a mirror of the 

socio-economic gap between affluent in urban areas and the poorer majority in rural 

areas of the Ghanaian society (Djangmah, 2009). 

Also, inadequate awareness among teachers on their conditions of service is another 

challenge. Muhammad et al (2010) studies explained that teachers are not much aware 

of different benefits that they are receiving or they are entitled to. Therefore, many of 

them complain so much about low motivation to draw public sympathy. 

In addition, corruption is one of the challenges undermining teacher motivation. 

Chapman (2003) cited in World Bank (2007:33) said "corruption has damaging 

consequences in that resources are wasted, young people are denied the education 

they should receive, and those unable to afford bribes are denied access to schooling. 

A generation of students comes to believe that personal effort and merit do not count 

and that success comes through manipulation, favoritism, and bribery". The author 
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Akuoko, Dwumah and Baba (2012) study on teacher motivation and quality education 

delivery: a study of public basic schools in Tamale Metropolis in Ghana confirmed 

the lack of teachers' awareness on their conditions of service. The study found that in 

spite of government payment of teachers' professional allowance which reflects on 

their payslip as retention premium, 89.5% of teacher respondents said they were not 

receiving any other allowances apart from their salaries. Thus, many of these teachers 

thought they did not benefit from any of their conditions of service even though they 

were enjoying them or entitled to them. This lack of awareness may make them not to 

apply for some benefits from management even when they may be qualified for them 

a number of times in the past. Awareness creation among teachers is required for 

them to be conscious of all the range of conditions of service that they are entitled to 

or receiving. 
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failed to note that not all authorities will fall prey to such bribery. Those who are 

committed to fairness and justice will not condone such wrong doing. But, in this 

material world, how many will such authorities be? 

Thus, corruption can undermine teacher motivation, if not properly managed. 

Irrespective of the level of motivation, teachers will attempt to bribe education 

authorities for their preferred posting outcomes. This diverts motivational packages to 

wrongful beneficiaries undermining the intent. Where the motivational packages are 

not significant and attractive enough to outweigh the opportunities in urban areas, 

rural postings will not be an option for many teachers. 

Commonwealth Secretariat (2000) cited in Word Bank (2007) said to reduce 

corruption, there is the need for development and enforcement of codes of conduct, 

transparency in the work of education authorities and awareness creation among the 

public to expose corrupt practices. 

Bamisaye (1998) cited in Adelabu (2005) confirmed that the exercise of unfair 

administrative and supervisory powers by authorities, creates weak teacher 

management relationship, which undermines morale of teachers to be retained in rural 

areas. The force deployment authorities employ as a punishment for teachers who 

Moreover, exercise of excessive powers by management is other teacher motivational 

challenges. Ayeni (2005) cited in Adelabu (2005) said the autocratic way some 

management authorities both in and outside the school level deal with teachers, leave 

much to be desired. Instead of some supervisors and management at various levels 

using diplomacy in controlling teachers, they tend to exercise excessively, the powers 

and authority they wield in their respective positions. 
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misbehave, though has little financial cost may damage teachers' morale and lead to a 

high turnover (Mulkeen, 2005). 

Furthermore, insufficient support from parents and the public is a challenge to teacher 

motivation. Ministry of Education (2010) education sector .performance report 

bemoaned negative public attitude towards teachers. Many rural communities are not 

friendly and supportive, for which they often attack teachers teaching their children. 

This may be due to high illiteracy, ignorance and poverty among some rural folks. 

Mulkeen (2010) confirmed that parents show low commitment to support staff 

welfare and improve school's facilities. This reflects in their inability to monitor their 

children's homework and provide basic school materials. This lack of support may be 

attributed to their low value for education, parental illiteracy, poverty and the need for 

children to help families earn a living by working on farms after school. 

Also, politicians control the resource purse and tend to control educational 

management to focus their attention on urban education or their strong electoral areas 

for the sake of the politicians' re-election. The perceive urgency in resolving urban 

schools' problems is often the reverse shown by politicians' and educational 

management to that of rural schools (Segun and Olanrewaju, 2011). Rural schools are 

almost often forgotten. The consequence of this is the reluctance of teachers to accept 

postings to rural areas and the few there seeking transfer to urban centers. 
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Lastly, politicization of the teaching profession is a challenge to teacher motivation. It 

is regrettable to note that even for the transfer of teachers, district education officers 

do not have full autonomy as political interference is inevitable (World Bank, 2007). 

Same interference may be shown in motivation of teachers. If that happens, how 

effective and fair will the motivation be? This can undermine and de-motivate 

teachers to be retained in rural areas. 
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The worst of it all is where educational reform in Ghana has been turned into a 

political game. Every government has tried to reform education in accordance with its 

party's manifesto, when in effect many of such may not be in the interest of the rural 

teacher and the nation. Similarly, the political party in power has an influence to skew 

the granting of scholarships or study leave for further studies to its political activists. 

Rural teachers who are not aligned politically may be denied or struggle to benefit 

from the scholarships or study leave (Poku, Aawaar and Worae, 2013). The next 

chapter after literature review focused on methodology. 
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CHAPTER THREE 

METHODOLOGY 

3.1 Brief Educational Profile of the Study Area 
The research area was Jirapa district with Jirapa as the capital. The district has 38 

public Junior High Schools clustered into nine circuits with a total of 163 trained 

teachers. These circuits include Jirapa West: 39 teachers, Jirapa East: 19 teachers, 

Gbare circuit: 20 teachers, Kunzokala circuit: 13 teachers, Tizza circuit: 21 teachers, 

Han circuit: 10 teachers, Sigri Circuit: 15 teachers, Saboli circuit: 10 teachers and UUo 

circuit: 16 teachers (Ghana Education Service, 2015). The map of Jirapa District in 

figure 3.1 showed the study communities. 

Figure 3.1 Map of Jirapa District Showing Study Communities 
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Source: Ghana Statistical Service (2014) 
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3.2 Research Design 
The study adopted cross-sectional research design. de Vaus (2001: 170) asserted that 

cross-sectional design has three distinctive features: "no time dimensions; reliance on 

existing differences rather than change following intervention; and groups based on 

existing differences rather than random allocation". The author explained the no time 

dimensions in cross-sectional designs to involve a "one-off study" where data is 

collected at one point of time. It can "only measure differences between groups rather 

than change" over a period of time (de Vaus, 2001). This corroborated with Fayorsey 

(2010) cited by Alhassan (2013:70) as saying 'cross- sectional design entails the 

collection of data ... at a particular time without intervals'. This correlated with the 

study as the researcher collected data at once on motivation of rural teachers and only 

went back to validate fmdings but not to track changes that have taken place. 

Also, de Vaus (2001) opined that the reliance on existing differences rather than 

change following intervention in cross-sectional design implies that groups are 

constructed on the bases of existing differences in the sample. The sample is divided 

into groups according to the category and there can be no random allocation to 

groups. Thus, the researcher has no control over the variables; the researcher can 

only report or describe what happens or what is happening. 

The cross-sectional design was chosen because it allows triangulation of both 

qualitative and quantitative methods. Recognizing that each approach has its 

advantages (Alhassan 2012; Kumar, 1999 cited in Seniwoliba, 2013) and limitations 

hence the mixed method can be complementary. Hakim (2000:36) in supporting this 

observed that in qualitative research "individuals are interviewed in sufficient detail 

for the results to be taken as true, correct, complete and believable ... of their 

experience". 
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Also, this design is cost effective compared with others. The cost of repeated data 

collection and tracking of respondents (deVaus, 2001) is absent. Thus, the researcher 

found out about the state of motivation among teachers at Junior High Schools and 

explained the relationship between motivation and teacher retention in the rural areas 

of Jirapa district. 

3.3 Target Population 
The target population comprised all the 163 trained teachers in public Junior High 

Schools, circuit supervisors, Upper West Regional and Jirapa District Education 

Officers, Jirapa District Assembly and NGOs into education in the district. 

3.4 Sample Size and Sampling Procedure 
Seidu (2012) defined sampling as using some elements of a population for a study 

with the aim to fairly generalize conclusions relevant to the entire population. 

However, Creswell (2009: 192) asserted that generalization "is used in a limited way 

in qualitative research" since the inquiry is not to generalize findings to individuals 

and sites understudy. The focus is to develop and describe findings in specific context 

and sites. "Particularity rather than generalibility is the hallmark of qualitative 

research" (Greene and Caracelli, 1997 cited in Creswell, 2009: 193). This study use of 

both qualitative and quantitative approaches in the research, will address the 

generalization limitations in the qualitative studies. 

A sample size of one hundred and forty-two (142) was used in the study. This 

comprised one hundred and twenty-two (122) trained teachers representing seventy- 

five percent (75%) of the total one hundred and sixty-three trained teachers in the 

public Junior High Schools in the district. Even though the proportion of trained 

teachers is homogenous, the seventy-five percent (75%) representing one hundred and 

twenty-two (122) trained teachers were used to ensure representation of the trained 

teachers across every circuit in the sample. This was collaborated by Alhassan 
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participate in the study. Creswell, (2008) cited in Kusi (2012:81-82) indicated that "in 

purposive sampling, researchers intentionally select individuals and sites to learn or 

understand the central phenomenon. The standard used in choosing participants and 

sites is whether they are information rich". The researcher selected these individuals 

because of their professional and technical experience as they brought their in-depth 

knowledge to bear on the issues under study. Furthermore, the trained teachers were 

purposively selected on the bases that the study focused only on !rained teachers who 

are difficult to attract and retain in the rural areas of the district as many want to be at 

urban centers (Seniwoliba, 2013). 

3.4.2 Cluster and Simple Random Sampling 
Cluster sampling method was used in selecting the Junior High Schools from both 

selecting representative sample from all the circuits. 

urban and rural areas. Using the cluster sampling, the various Junior High Schools 

were grouped into nine clusters called circuits. The various Junior High Schools in 

each circuit were considered as a cluster. Four schools (clusters) were sampled from 

each circuit using simple random sampling technique. However, in the case where 

some circuits had exactly four or less JHSs, all the schools were sampled. Thus, a 

total of 35 schools were selected for the study to ensure representation as each school 

had different trained teacher population. Cluster sampling is inexpensive (Alhassan, 

2012) and for "administrative convenience" (Nsowah, 2005).Thus, the researcher had 

the chance of leaving out St. Agnes JHS, Sawie JHS and Duori JHS whilst still 

Also, using simple random sampling a minimum of 2 and a maximum of 4 teachers 
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were selected from the chosen JHSs depending on the trained teacher population in 

the school. This sampling technique gave equal chances for each teacher in the chosen 

www.udsspace.uds.edu.gh 

 

 

 

 



schools to be selected for which Seidu (2015) said the sampling is economical and 

unbiased. 

Moreover, the simple random sampling was used to select the trained teachers in 

Jirapa town schools who had ever taught in rural schools of the district before. This 

was done after obtaining the list of such teachers from the headmasters or 

headmistresses of the respective selected schools. This gave balanced views from both 
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urban and rural teachers on the motivational challenges in the rural areas. 

3.5 Instruments for Primary Data Collection 
3.5.1 Questionnaires 
The questionnaires were designed and delivered to the respondents by the researcher 

in all the selected thirty five Junior High Schools in the district to solicit data from 

trained teachers. Responding to the questionnaires was optional and hence others 

declined on the bases of being nursing mothers, busy family schedules and other 

reasons. Respondents were given three weeks and others even used a month, which 

the researcher permitted, to respond to the questionnaires at their own convenient 

time. The researcher established contact numbers with all respondents and those who 

were not willing to volunteer the contact numbers were allowed to decline. Through 

the contacts, the researcher called respondents through phones to remind them weekly 

and clarified questions that respondents found not to be clear. Research coordinators 

were identified in each circuit to collect the completed questionnaires. The researcher 

then went round and collected the completed questionnaires from the research 

coordinators at the various circuits. Questionnaires allowed for wider coverage and 

comparison of responses. Also, anonymity and confidentiality of responses can easily 

be observed as the hallmark of the research (Kusi, 2012). However, questionnaires are 

prone to misinterpretation by respondents and the researcher may not have the 

opportunity to develop rapport (Osuala, 2005) due to the absence or limited 
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interaction with the respondents. However, these misinterpretations were corrected 

through the contact numbers established through which respondents were called on 

phones as a reminder for them to fill the questionnaires and also to clarify questions 

that were not clear to them. 

3.5.2 Interviews 
Schedules were used to administer semi-structured interviews on six circuit 

supervisors, Jirapa District Director of Education, ten headmasters or headmistresses 
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and one representative from the Upper West Regional Education Office, Jirapa 

District Assembly and World Vision, an NGO into education. It is significant to 

explain that three out of the ten headmasters interviewed were no more headmasters 

of the JHSs they were headmasters, but they were transferred to the newly opened 

Han Senior High School. However, the researcher found it extremely important to 

solicit their opinions on how transferring teachers who hold degree from JHSs to 

Senior High Schools affects teacher retention in JHSs in rural areas of the district. 

Also, these teachers were already part of the teacher population given out to the 

researcher from the district office earlier before their transfers. Similarly, there were 

no new headmasters to replace them in their respective schools at the time of the 

study and therefore, it was highly relevant to still solicit the vast experiences of these 

headmasters hence the three of them were selected. 

Semi-structured interview allows flexibility in the interview process. Kusi (2012:45- 

46) said that semi-structured interview offers "interviewees the opportunity to express 

their views, feelings and experiences freely, and the interviewers the freedom to divert 

from the items or questions in schedule to seek clarification ... ". However, it is time 

consuming and inconvenience respondents compared to questionnaires that 

respondents can answer on a later date convenient to them. 
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3.5.3 Secondary Data 
The researcher reviewed literature from books, journals, reports, theses and websites 

to identify the existing gaps in previous studies as well as ascertaining the right 

research methods, data collection instruments and theories to anchor the research. 

Consulting many secondary sources of information provided firm grips of the 

research process and issues under study. Secondary data are "of greater value for 

general reference" (Nsowah, 2005: 118). This helped the researcher to provide proper 

authorship of the sources used to prevent or reduce plagiarism. However, the 

researcher using the "secondary source was not on the scene of the event but merely 
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reported what the person who was there said or wrote" (Best and Kahn, 2006:93). Due 

to this, secondary sources result in errors as information passes on from one person to 

another. Hence, they are prone to wrong application and misinterpretation of the 

information. However, the researcher verified and carefully analyzed the information 

from secondary sources if not to prevent but reduce misinterpretation. 

3.6 Data Analysis 
To arrive at the intended quantitative analyses, the participants' responses were edge 

coded and entered into Statistical Product for Service Solution (SPSS) and the 

frequencies and percentages generated. In presenting the findings, descriptive 

statistical tools such as tables containing the frequencies and percentages were 

employed. Qualitative data were used to anchor the quantitative findings. Checks 

were made to glean inconsistent data appropriately. Pictures were used to support 

both the quantitative and qualitative field evidence. 

3.7 Ethical Considerations 
3.7.1Positionality: An Insider-Researcher 
As a professional teacher, who have taught at the Junior High School level for three 

years after completing College of Education and still teaching at same level after my 

undergraduate programme since 2013 till date, it makes me an insider- researcher on 
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this work. This is useful because with the positive working experience In the 

profession, respondents were less sensitive and volunteered to participate ill the 

research. 

Also, the researcher was familiar with the issues at stake for understanding and 

interpreting of respondents' responses (Kusi, 2012). Notwithstanding the above 

usefulness, an insider-researcher, " ... may have some problems if you assume that 

role" (Kusi 2012: 98). The author further noted that the researcher might have the 

temptation of pre-conceive notion that could prevent asking more questions for 

clarification during data collection. 
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Also, the researcher may interpret data to suit the researcher's understanding which is 

bias. As a way of dealing with these weaknesses of an insider- researcher, the 

researcher saw himself as a learner to respondents since participants are "the source of 

the ... information" (Kusi, 2012 : 1 00). 

Voluntary participation was encouraged. Responding to interviews and filling of 

questionnaires require significant time and energy which could distract the 

respondents' regular work. Therefore, participants were given the questionnaires to 

respond to at their own convenience time (Akuoko, Dwumah and Baba, 2012) not 

exceeding a month. Interviews were conducted after school and / or scheduled by the 

respondents depending on the convenience of the participants. The research did this 

conveniently in order not to distract instructional time in schools. To do this 

convenient to the respondents, the researcher was staying in Jirapa as well. 

Respondents could be psychologically traumatized responding to questions on their 

working and living conditions and receives of their allowances. Addressing this 

psychological harm, the questions were framed in a manner which was not offensive 
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and the responses kept confidential. Responses of participants were not identified by , 
their names and schools (Akuoko, Dwumah and Baba, 2012). This ensured anonymity 

of participants and follow up when the need arises. Debriefing of the findings was 

done with respondents for participants to validate their own information. If findings 

are to be published, participants consent would be solicited. 

3.7.2 Limitations 
The district was vast and travelling to thirty five out of the thirty eight public Junior 

High Schools scattered across the district did not come without cost and stress on the 

researcher. This reflected on the month long period for which the researcher permitted 

respondents to use to respond to the questionnaires. 

Motivation is a highly slippery concept to define and determine in any workforce so 

as among teachers. Extrinsic determinants, which were more readily observed and 

measurable than intrinsic determinants were given undue emphasis. 

Similarly, teachers are motivated by different factors and across different times. 

Precise motivational strategies for all these Junior High Schools' teachers in Jirapa 

district was quite challenging to determine. This is because varied motivational 

strategies propel different outcomes. 

The study was limited as it focused on only trained teachers excluding the 

motivational profiles of untrained and volunteer teachers in the selected schools. 

However, the triangulation of methodology enhanced the credibility of fmdings. Thus, 

as the researcher employed individual questionnaires and semi-structured interviews 

to gather data as well as the use of the mixed approach yielding information in a 

relatively standardized format generated robust data and findings on teacher 
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motivation. The succeeding chapter focused on presentation, analysis and 

interpretation of findings. 
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CHAPTER FOUR 

PRESENTATION, ANALYSIS AND INTERPRETATION OF FINDINGS. 

4.1 Introduction 
This chapter presents an analysis and interpretation of the data gathered from the field 

using questionnaires and semi-structured interview schedules in accordance with the 

research objectives. Findings in frequencies and percentages were presented in tables. 

The findings focused on the demographic characteristics of respondents, motivational 

strategies for teacher retention in JHSs of rural areas in the Jirapa district, factors 

affecting teacher motivation in rural areas of the district, outcomes of teacher 

motivation in rural areas of the district and challenges of teacher motivation in rural 

areas of the district. 

4.2 Demographic Characteristics of Respondents 
This section presents and discusses respondents' sex, Age, marital status, highest 

qualification, years of work in GES and years of work in respondents' most recent 

rural schools in the Jirapa District. The findings are presented in frequencies and 

percentages in table 4.1. 
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Table 4.1 Demographic Characteristics of Respondents 

CHARA TERISTICS ATTRIBUTES FREQUENCY PERCENT AGES 
(%) 

Sex Male 91 74.6 
Female 31 25.4 
Total 122 100 

Age 20-25 19 15.6 
26-30 47 38.5 
31-35 36 29.5 
36-40 12 9.8 
Above 40 8 6.6 
Total 122 100 

Marital Status Single 44 36 
Married 75 61.5 
Divorced 3 2.5 
Total 122 100 

Highest Qualification Certificate" A" 14 11.5 
Diploma 57 46.7 
First Degree 51 41.8 
Postgraduate 0 0 
Total 122 100 

Years of Work in Less than 3 years 36 29.5 
GES 3-5 years 30 24.6 

6-8 years 20 16.4 
Above 9 years 36 29.5 
Total 122 100 

Years of Work in Less than 3 years 78 63.9 
Your Most Recent 3-5 years 34 27.9 
Rural School in the 6-8 years 6 4.9 
Jirapa District Above 9 years 4 3.3 

Total 122 100 
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Source: Fieldwork (2016) 

From table 4.1, the study revealed that 74.6 % of the respondents were males whilst 

25.4% were females. This emphasized that there were more male teachers in rural 

areas in the Jirapa district than the female teachers. The study was confirmed by the 

District Director when she said: 

"we consider to post or transfer teachers particularly the female ones to 

where they want to be which is usually in the Jirapa town on marriage 

grounds. This enables the husbands and wives to stay together. Otherwise, 

when their marriages break, they (the married teachers) will put the blame on 
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us (education authorities). That is why the town-schools are choked" 

(Interview, 10th February, 2016). 

The study also confirmed that many teachers particularly the female ones were often 

posted to urban schools to make it easy for them to find or stay with their husbands. 

Collaborating with the study, Lyon (2009) found that posting of teachers should take 

into consideration the location of husbands and wives with their children such that 

they are not separated unduly. 

Again, the study upheld Sharplin (2009) study that family consideration in teachers' 

postings and transfers prevented the trauma and stress on teachers when they are away 

from their families. This made the married teachers happy but reduced hugely the 

number of female teachers to only 25.4% in rural areas of the district. This seriously 

affects female students in rural areas because the presence of female teachers in these 

areas serves as role models to the female students. 

The statistics on table 4.1 indicated that 15.6% of the respondents were between the 

ages of 20-25 years, 38.5% of them were within 26-30 years, 29.5% fell within 31-35 

years, 9.8 % of the respondents were within 36-40 years and only 6.6% of the 

respondents were above 40 years. The 15.6% of respondents within 20-25 years, 

38.5% within 26-30 years and 29.5% within 31-35 years whose percentages sum up to 

83.6 % was evident that majority of teachers (83.6 %) in the Junior High Schools in 

Jirapa district were within 20-35 years. This was a youthful professional teacher 

population who preferred unban schools in order for them to have the luxury of social 

amenities in urban centers. This age cohort of teachers would have fewer children and 

would not be enthusiastic to stay in rural areas particularly their hometowns in order 

to prevent excessive demand from their extended families. They had the sophisticated 
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pleasure of city life for which if not motivated, they would not be willing to be 

retained in rural areas. 

It is obvious from the table that 61.5% of the respondents were married, followed by 

36% who were single and 2.5% the least were divorced. The 61.5% married was a 

demonstration of the value and prestige attached to marriage which was typical to 

Ghanaian culture particularly in the rural areas. Therefore, it was not surprising as 

explained by the District Director earlier, that marriage was one of the reasons why 

education authorities transferred or posted teachers particularly the female ones to the 

Jirapa town all in the name of such married teachers to join their partners. Postings or 

transfers based on marriage deny rural areas trained teachers and were unfair to those 

who were not married, particularly if they do not have concrete reasons to convince 

authorities when seeking transfers. The reason for the 36% of the respondents who 

were not married was that greater number of the respondents was within 20-35 age 

cohorts which were a youthful population. Some of such teachers would think that 

they were not prepared and mature enough to marry. The 2.5% as the least 

respondents reflected how the Ghanaian culture particularly the rural folks frown 

upon divorce forcing others to conform though their marriage might not be working 

well for them. 

The study further showed that 11.5% of the respondents held teachers' certificate "A", 

46.7 % held diploma, 41.8% had first degree and no respondent had postgraduate 

degree. The 11.5% Certificate "A" category of teachers were gradually fading out 

since all the Colleges of Education were now diploma awarding institutions and the 

least entry certificate into teaching in the public sector was becoming a diploma. Also, 

the proliferation of tertiary institutions and the expansion of distance learning and 

sandwich courses by various tertiary institutions offered many certificate "A" and the 
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• diploma teachers in particular the opportunity to upgrade to other higher degrees. 

Even though this enhances the knowledge of teachers, unfortunately, when teachers 

obtain their degrees, they prefer teaching in Senior High Schools and working in the 

education office to teaching in Junior High Schools. Confirming the study, one of the 

JHSs headmasters who now teaches at a Senior High School said: 

"education is a ladder where one moves through steps and hoping to reach 

the apex. Teachers who have acquired degrees, I don't think moving them 

from Junior High Schools to Senior High Schools affects teacher retention in 

rural areas at the Junior High level. There will be replacement for the 

vacancies created. However, it is not always a guarantee that all such 

vacancies will be replaced. I was transferred to the Senior High on the 11th 

January 2016, since then till today 14th February 2016, there is still no 

replacement for my vacancy, any way this is a problem. In the Senior High 

School I teach, seven of us were headmasters in rural Junior High Schools in 

the district. Not even a single one of us has been replaced in our respective 

former schools. Sometimes, you have to move away to other places to 

experiment life and for others to be groomed as well, as they succeed you" 

(Interview, 14th February, 2016). 

There were contradictions in the respondent's narration. At the beginning, the 

respondent disagreed that the movement of degree teachers from Junior High School 

of rural areas to Senior High Schools does not negatively affect teacher retention in 

rural areas. However, he admitted after having recalled seven of them who were now 

in Senior High Schools and not replaced in their former Junior High Schools they 

were teaching. Teachers who moved to Senior High Schools saw that to be an 
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elevation without thinking of the vacancies their absence had created in their 

respective previous schools. 

Furthermore, the study revealed that many of the positions that teachers at the Senior 

High Schools are privileged to be appointed to such as assistant headmasters, form 

masters, housemasters or mistresses et cetera attracts a monthly extra duty allowance 

on the said teachers' basic salary paid through Controller and Accountant General 

Department. Also, there is still teacher motivation allowance approved by government 

which is retained from the fees of students for all staff at the Senior High Schools. 

These are additional incomes to teachers at the second cycle that motivate and attract 

degree teachers to the Senior High Schools. Unfortunately, only headmasters' or 

headmistresses' positions at the Junior High Schools are paid this extra duty 

allowance from government. The Junior High Schools' assistant headmasters, form 

masters, library masters and many more positions are not entitled to this extra duty 

allowance unlike their counterparts at the Senior High Schools. It was explained that 

the FCUBE policy had made students at the public JHSs not to pay fees aside levies 

approved by PTA. Therefore, teachers at the Junior High level are not privileged to 

this motivation allowance retained from the fees of students at the Senior High level. 

Until government provides such incentives at the Junior High level particularly for 

rural teachers, rural teachers with degree qualification would continue to prefer 

teaching at the Senior High level. 
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The study confirmed the study of Bennell and Acheampong (2007) who observed that 

training enhances the growth of employees. This was because respondents after 

obtaining their first degree preferred taking up vacancies in Senior High Schools and 

at the education office to the Junior High Schools. 
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Again, the study confirmed Muhammad et al (2010) findings which said that training 

upgrades teachers' knowledge and becomes the basis for promotion that increases 

income of the beneficiary teachers. Respondents from the field agreed that holding of 

certificate "A", diploma and first degree offer them new ranks that increase the salary 

scale of the beneficiary teachers. No respondent to the questionnaires had 

postgraduate degree. The respondents might have left the rural schools or even the 

teaching profession for greener pastures particularly if they were not supported or 

granted study leave and bonded at the time of pursuing such degrees. 
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The findings from the study indicated that 29.5% of the respondents had working 

experience in GES less than 3 years, 24.6% of the respondents worked within 3-5 

years, 16.4% worked for 6-8 years and 29.5% had above 9 years working experience 

in GES. Thus, 29.5% and 24.6% of the respondents in the study had teaching 

experience below six years and were not experienced enough. This was an indication 

that many of these inexperienced teachers in the profession lacked the social network 

to influence authorities to transfer them to Jirapa town. Hence, they were compelled 

to accept rural postings even though they did not like such environs. Respondents who 

had taught 6 years and above (16.4%for 6-8years and 29.5% for 9 years and above) 

could be deemed as experienced teachers who had social networks at the Jirapa 

education office and beyond to influence their transfer or posting to town schools in 

Jirapa town. Thus, this category was few in the study because they had been 

transferred to Jirapa town. Similarly, those who had degrees were easily reassigned to 

work at the Education Office or Secondary Schools. It is often said "experience is the 

best teacher" and hence more challenging task are often re-assigned to these graduate 

teachers. 
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Also, the study revealed that when the respondents were asked about the number of 

years they served in their most recent rural school in the Jirapa district, 63.9% of the 

respondents served less than three years, 27.9% served 3-5 years, 4.9% served 6-8 

years whilst only 3.3% served above 9 years. Transfer of teachers contributed to this 

63.9% of respondents serving less than three years in their most recent rural school. 

However, experienced teachers with stronger social network in the district would have 

lobby education authorities to transfer them to Jirapa town. This was in tandem with 

Education for All Global Monitoring Report (2015) finding that trained and 

experienced teachers preferred teaching in urban schools to rural ones mainly because 

of poor motivation of teachers in rural areas. 
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4.3 Teacher Motivational Strategies for Retention in the JHSs of Rural Areas in 
the Jirapa District 
This section presents analysis and discussion of the motivational strategies for teacher 

retention in the Junior High Schools of rural areas in the Jirapa district. The 

motivational strategies were categorized into intrinsic and extrinsic. 

4.3.1 Intrinsic Motivational Strategies 
The intrinsic motivational strategies the study looked at included enhancement in 

occupational recognition and status, promoting passion for imparting knowledge and 

enhancement in job security. The table below (4. 2) outlines the intrinsic motivational 

strategies. 

Table 4.2 Intrinsic Motivational Strategies for Retention in the JHSs of Rural 
Areas in the Jirapa Distict 

INTRINSIC TEACHER RETENTION 
MOTIVATION 

VERY STRONG FAIR WEAK VERY TOTAL 
STRONG WEAK SAMPLE 

Enhancement in Frequency (%) Freq % 
occupational 42 (34.4) 29(23.8) 28 (23) 17(13.9) 6(4.9) 122 100 
recognition and 
status 

Promoting 28(23) 50(41) 26(21.3) 12(9.8) 6(4.9) 122 100 
passion for 
imparting 
knowledge 
Enhancement in 39(32) 30(24.6) 26(21.3) 19(15.6) 8(6.6) 122 100 
job security 

Source: Fieldwork (2016): NB: values outside brackets are frequencies (freq) 
and those in brackets are in percentages. 

From table 4.2 on intrinsic motivation, the study indicated that 34.4% of the teacher 

respondents believed that enhancement in occupational recognition and status was 

very strong to motivate them to be retained in rural areas. 23.8% said it was strong, 

23% indicated it was fair, 13.9% said it was weak and 4.9% said it was very weak to 

motivate them to be retained in rural areas. It implied that the teacher respondents 
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thought that respecting and acknowledging the contribution of rural teachers boost 

their status for them to be retained in rural areas. This supported Gatsinzin and Ndiku 

(2014) study which was of the view that teachers were satisfied when their works 

were appreciated by people within and outside the school. 

However, the findings contradicted with Akuo, Dwumah and Baba (2012) findings in 

Tamale Metropolis that revealed that only 7.9% of teacher respondents got motivated 

by respect and recognition. This might be so because the earlier study was done in 

Tamale Metropolis which was urban compared with this study that dwelt mainly on 

rural areas in the Jirapa district. 

Again, the statistics showed that 23% and 41 % of the respondents were of the view 

that promoting passion for imparting knowledge among rural students was very strong 

and strong respectively to entice them to be retained in rural areas. 2l.3%, 9.8% and 

4.9% of the respondents believed that passion for imparting knowledge had fair, 

weak, and very weak motivational significance respectively to retain them in rural 

areas. This signified that teachers still take delight in imparting knowledge which 

reflected in this study where 23% and 41 % of respondents said the strategy was very 

strong and strong respectively to retain them to teach in rural areas. 
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This revelation was in consonance with Dornyei'ts (2001) cited in Akuoko, Dwumah 

and Baba (2012:41) study which revealed that there was relationship between intrinsic 

motivation and teaching since many teachers had the "internal desire to educate 

people, to give knowledge ... ". 

The analysis showed that enhancement in job security had the potential of retaining 

teachers in rural areas. This was because 32% of respondents admitted that it was very 

strong, 24.6% took it to be strong and 2l.3% of respondents saw job security to have 
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fair significance on their retention in rural areas. 15.6% of respondents weighed it to 

be weak and 6.6% of respondents indicated it to be very weak to motivate them to be 

retained in rural areas. Respondents concern for their job security came from the 

frequent deletion of names of teachers from the payroll. This was explained to be due 

to the inability to transfer salaries of the teachers to their schools of study when on 

study leave or to their new schools when on transfer. When teachers are transferred or 

posted to a new district, the education office in the new district has to transfer the 

teachers' salary within three months period. After which if it is not done, the teachers' 

names are treated as ghost and the salaries suspended or deleted from the payroll in 

any of the succeeding months. It was also revealed that teachers on study leave whose 

courses of study spanned beyond the maximum four years for study leave without 

recourse to the respective study leave approving authority or teachers who go to 

school without study leave risk of being deleted from the payroll. 

"personally my name went off from the pay roll for more than five months for 

the mere fact that I teach in a village (rural area) and never had access to 

information to transfer my salary on time or because I did not pay money for 

the schedule officer at the Jirapa education office to transfer my salary from 

the University of Education, Winneba. The salary of teachers is not enough 

and we are not financially secured. So how much more when you don't receive 

However, further findings revealed that deletion or suspension of salaries due to delay 

on salary transfers were the signs of ineffectiveness of the schedule officers for salary 

processing. Also, it showed signs of corrupt practices where the schedule officers 

extort monies from the affected teachers. 

Corroborating this respondent in an interview said: 

84 

www.udsspace.uds.edu.gh 

 

 

 

 



85 

that? Hmmmm! I don't wish even my enemy to go through this" (Interview, 

9th March, 2016). 

Job security was the reason many rural teachers preferred the sandwich or distance 

learning courses. Security of job falls under Maslow safety needs (Rolllinso, 

Broadfield and Edwards, 1999). Another source of worry on job security was the 

inability for education office management to confirm newly trained teachers as 

professional teachers on time. However, this was purely management's decision on 

when they would want to confirm the newly trained teachers. A circuit supervisor in 

an interview remarked: 

"currently I have two teachers going to their fourth year, even though they 

have passed their final examination back at their training institution as 

professional teachers, they are still not confirmed as professional teachers. 

The normal thing is that when the teacher obtained his or her professional 

certificate after one year the teacher is supervised and when satisfactory, the 

teacher is given confirmation letter as a professional teacher" (Interview, 

18th February, 2016). 

Also, it was revealed that parents out of ignorance often attacked rural teachers. A 

headmaster confirmed this by saying "we rural teachers are attacked now and then by 

indiscipline students and parents simply because of trying to discipline a child, and 

frankly speaking, we hardly get support/'(Interview, 20th February, 2016). As though 

these are not enough, teachers in rural areas are often at risk of reptiles and 

dilapidated accommodation and school infrastructures collapsing on them. Even 

though the respondents deemed the intrinsic rewards as important for their retention in 

rural areas, without a targeted and adequate extrinsic motivation in the form of 

incentives to complement the intrinsic motivation, many of these respondents will not 
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security was so important to teachers since many feared of not being confirmed or 

• 
be retained in rural areas of the district. This is because economic pressure is derailing 

intrinsic reward as a headmaster in an interview said "teachers want their rewards on 

earth but not in heaven as many want teachers to believe" (Interview, 20th February, 

2016). 

The narration of the circuit supervisor affirmed World Bank (2007) finding that job 

denied promotion. 

Again, the study upheld GES (2014) revelation that teachers who pursued regular 

sponsorship, improvement in further training and promotion, enhancement of 

further studies without study leave or even when on study leave but delay in 

transferring their salaries on time to the new institution of study or work risk their 

salaries suspended or deleted from the payroll. 

4.3.2 Extrinsic Motivational Strategies 
The extrinsic motivational strategies comprised enhancement in study leave and 

teachers' accommodation, recruitment of rural teachers from rural areas, 

enhancement in community participation in school management and 

improvement in social amenities. The table below (4.3) outlines the extrinsic 

motivational strategies. 
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Table 4.3 Extrinsic Motivational Strategies for Retention in the JHSs of Rural 
Areas in the Jirapa Distict 

EXTRINSIC TEACHER RETENTION 
MOTIVATION 

VERY STRONG FAIR WEAK VERY TOTAL 
STRONG WEAK SAMPLE 

Enhancement in 71(58.2) 35(28.7) 11(9) 4(3.3) 1(0.8) 122 100 
salary linked 
with 
qualification 
Enhancement in 86(70.5) 21(17.2) 10(8.2) 4(3.4) 1 (0.8) 122 100 
study leave and 
sponsorship 
Improvement in 69(56.6) 40(32.8) 9(7.4) 3(2.5) 1(0.8) 122 100 
further training 
and promotion 
Enhancement of 77(63.1) 32(26.2) 5(4.1) 1(0.8) 7(5.7) 122 100 
teachers' 
accommodation 
Recruitment of 17(13.9) 16(13.1) 35(28.7) 26(21.3) 28(23) 122 100 
rural teachers 
from rural areas 
Enhancement in 45(36.9) 54( 44.3) 13(10.7) 8(6.6) 2(1.6) 122 100 
community 
participation in 
school 
management 
Improvement in 87(71.3) 22(18) 9(7.4) 2(1.6) 2(1:6) 122 100 
social amenities 

Source: Fieldwork (2016) 

From table 4.3, enhancement of salaries linked with qualification was one 

fundamental motivational strategy for the retention of teachers in rural areas of the 

Jirapa district. The study revealed that 58.2% of the respondents deemed this strategy 

to be very strong, 28.7% of the respondents took it to be strong, 9% of the 

respondents noted it to be fair, 3.3% of the respondents said it was weak and only 

0.8% considered it to be very weak in motivating teachers to be retained in rural 

areas. The 58% for very strong and 28.7% for strong respondents signified that salary 

is the basic source of livelihood. A headmaster in an interview said "if rural teachers 

are paid rural allowance in addition to the salary monthly through Controller and 
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Accountant General, teachers including me will be willing to stay in rural 

areas "(Interview, 19th February,2016). 

This was particularly important where secondary jobs besides farming that could 

complement the monthly earnings of teachers in rural areas were not easily available. 

Therefore, the expenditure of rural teachers depended on the salary alone and raising 

the salary scale through rural allowance for rural teachers would have retained the 

teachers. 

Respondents were asked whether GES salary was linked to qualifications except 

masters' degree, 4l.8% respondents strongly agreed, 36.9% agreed, 15.6% disagreed 

and 5.7% strongly disagreed. Thus, the 4l.8% and 36.9% of respondents agreeing 

means they believed that GES salary scale was linked to qualification except masters' 

degree. The study revealed that the highest certificate with salary scale in GES was 

first degree. This was confirmed by a circuit supervisor in an interview who 

remarked: 

"GES has no salary scale for Masters' degree except that if you hold that 

qualification particularly in Education related course, you are qualified to 

apply to attend an interview for your promotion to the next rank two years 

ahead of your colleagues without such qualification, who will have to waitfor 

jive years or more. Also, if there is a position to be appointed to, the one with 

Masters' degree will have an added advantage. However, this also depends on 

the appointing authorities" (Interview, 9th March, 2016). 

This implied that after first degree, Masters' degree had no salary scale in GES but 

when a teacher obtained a masters' degree, the teacher might serve half of the years 

and qualified to attend interview for his or her next promotion. Despite Masters' 
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less than fifteen years in the teaching profession to be promoted to such ranks and 

degree has an added advantage for teachers holding such qualifications to be 

appointed as Directors of Education, Headmasters of Colleges of Education or Senior 

High Schools but the applicants still need to hold a minimum of Deputy Director 

Rank in the Ghana Education Service. It is however difficult for teachers who served 

hence when teachers obtain such qualifications and found jobs elsewhere that pays 
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them on such certificates, they quit the service. The lack of salary scale in GES for 

such higher degrees did not motivate teachers to enroll on such courses. Particularly 

among the older teachers who were about to go on retirement or if the said teachers 

did not want to leave the service. Coincidentally, none of the respondents held any of 

these higher qualifications. It could be the case that teachers who held such higher 

degrees moved to other sectors for greener pastures before this study began. 

Another question on whether government pays teachers 15% of their basic pay as 

premium (allowance) for retention revealed that 20.5% of respondents strongly 

agreed, 43.4% of respondents agreed, l3.1 % disagreed and 23% of the respondents 

strongly disagreed. This implied that majority of teachers represented in the 20.5% 

and 43.4% of respondents were aware that government pays them monthly 15% of 

their basic pay for them to be retained as teachers whilst l3.l % and 23% of the 

respondents were not aware of this allowance they had been receiving as part of their 

salary ever since the Single Spine Salary Structure was introduced in the year 2010. 

Even though this premium was not meant for rural teachers alone, the l3.1 % and 23% 

of the respondents who were not aware of receiving this amount, would always 

complain strongly that government did not pay teachers any allowance and they 

would not be willing to be retained to teach in rural areas. 
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-------------- ....•••••• 
Respondents were questioned whether the 15% retention premium (allowance) of 

their basic salary government pays them monthly is attractive to retain them in rural 

areas. Only 1.6% and 9% of respondents strongly agreed and agreed respectively that 

the retention premium was enough to retain them in rural areas. 32% of respondents 

disagreed whilst 54.4% strongly disagreed that the premium is attractive to retain 

them in rural areas. This implied that the largest respondents of 32% and 54.4% of 

teachers thought the 15% retention premium was woefully inadequate. This was one 

of the reasons why teachers were not willing to remain and teach in rural schools. 

Until government and the Jirapa District Assembly in collaboration with the Jirapa 

Education Directorate found alternative ways of targeting to motivate rural teachers, 

teachers would never be motivated to stay in rural JHSs in the district by this retention 

premium alone. 

often paid regularly. 67.2% strongly agreed, 13.1 % agreed, l.6% disagreed and 18% 

strongly disagreed. The 67.2% for strongly agreed and 13.1 % for agreed respondents 

means that these allowances as embedded in the conditions of service for teachers 

Respondents were asked that besides the retention premium, other allowances for 

teachers such as the transport grant, transport and travelling grant, transfer grant, 

funeral or coffin grant, vehicle maintenance allowance et cetera due them were not 
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were often not paid by government. An interview with a headmaster from the field 

confirming this remarked: 

"after completing training college, I have since been teaching in this district 

for over ten years now. I have been transferred over five times but nothing is 

paid to me even as I applied for transfer grant in all the instances I was 

transferred. Teachers are not benefiting from these allowances though they 

are on paper to be part of our condition of service. Authorities involve do not 
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actually commit themselves to policies they make and so the failure. It used to 

exist but no more operational in today's service (teaching service). These are 

some of the factors why some times teachers go on striking, but no one hears 

them. I don't know whether government does not release such allowances to 

the district education office or they are released but shared among education 

authorities in the district education office to the neglect of qualified 

beneficiary poor teachers. Government has even stopped the teacher trainees' 

allowance and the government insists that teachers should be posted to rural 

areas. How will newly trained teachers rent rooms? How will they feed 

without any form of income? An empty sack cannot stand" (Interview, 21st 

February, 2016). 

The narration of this respondent impugned lack of commitment on the part of the 

government to pay such allowances and or misappropriation of such funds when the 

monies get to the Jirapa Education Office. However, an interview with the District 

Director of Education revealed that not only did government delay in releasing funds 

to the education office but the funds were also inadequate to pay all teachers who 

applied and qualified for such allowances. The District Director of Education in an 

interview remarked: 

"the funds the district education office receive from government are woefully 

inadequate and these monies are not even released on time. This affects 

payment of allowances due teachers. Even monitoring and supervision is 

equally affected since there will be no money for fuel and payments of 

allowances for the officers as well" (Interview, 10th February, 2016). 

This might be a genuine challenge the education office faced in the district, except 

that they often failed to sensitize the teachers on the difficulties involved. Even how 
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Conditions of service like these allowances were the benefits that incentivized 

teachers and made them motivated. So when these allowances were not paid, one 

could imagine the motivational levels of these rural teachers in an already challenged 

area. Therefore, the non-payments of these allowances became a source of worry to 

these teachers. They saw themselves being cheated by government or the district 

education office and these teachers would always resist teaching in rural areas. It 

could not be surprising that teachers used all lawful and foul means to impress upon 

education authorities for transfers to schools in the Jirapa town or even quit the 

profession for better paid jobs. These created more vacancies in rural schools in the 

district. The consequences of inadequate trained teachers in rural areas included but 

not limited to students' poor performance, high dropout, illiteracy and teenage 

pregnancies which affected the development of human resource in these areas and 

Ghana as a whole. The study confirmed Akuoko, Dwumah, and Baba (2012) fmding 

that married respondents advocated for improvement in salary and allowance except 

that the current study in Jirapa cut across single, married and divorced respondents. 

,_ 

long could the education authorities continued to sensitize teachers as the problem 

was said to be a perennial one? Therefore, continuous sensitization of the teachers on 

an unending problem would make the authorities lose trust and respect from the 

teachers. Also, in instances where government released the funds and they were 

inadequate to serve all the qualified applicants, the education authorities would use 

their own discretion to spend the money on themselves or hand pick their favourite 

applicants to benefit. 

92 

Also, the study supported GNAT (2010) cited in Darvas and Balwanz (2014) where 

59.9% of teachers in Ghana said that the poor condition of service in GES would 

make them quit for improved condition of service in other sectors. 
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"when you (beneficiary teacher) are granted study leave for further studies, 

you (beneficiary teacher) know that government is sponsoring your education 

which cushions you. You become less worried and have stable mind to study in 

your school of training. This motivates you to serve Ghana Education Service 

particularly in rural areas after completing the training. Government should 

increase the quota for more rural teachers" (Interview, 14th Februrary, 

Enhancement in study leave and sponsorship programmes was one of the motivational 

strategies to retain teachers in rural areas. 70.5% of teachers indicated that it was very 

strong, 17.2% agreed that it was strong, 8.2% said it was fair, 3.3% of respondents 

answered that it was weak whilst 0.8% took that to be very weak in retaining teachers 

in rural areas. The endorsement of 70.5% and 17.2% as very strong and strong 

respectively for study leave and district sponsorship programmes signified that if the 

process was transparent, just and the quota increased for many teachers, they would 

be more than willing to be retained in rural areas. Once teachers knew that after the 

specified period of time they would be offered study leave or sponsorship for further 

studies, many of them would be interested to take up rural teaching vacancies. 

Supporting the findings a headmaster in an interview narrated: 

2016). 

This implied that government must either increase the study leave quota or absorb if 

not all but at least half of the fees of all teachers pursuing the distant learning 

programmes as revealed earlier by Darvas and Balwanz (2014) study. This would 

serve as a reward for the sacrifices and the hardships rural teachers were going 

through. The findings of the study was also in consonance with Muhammad et al 

(2010) study which was of the opinion that training promotes career progression of 

teachers as employees in the Ghana Education Service. 
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"the assembly's sponsorship depends on the availability of funds. In 2015/16 

academic year we sponsored 46 students with Gh~22000 and this is the 

biggest ever, because the District Chief Executive is committed. The assembly 

departed from bonding teacher trainees because the assembly only supports 

them but not total sponsorship. We give total sponsorship to only medical and 

nursing students" (Interview, 13th March, 2016). 

; 

When respondents were asked whether the district sponsorship was available and 

adequate for teachers and teacher trainees, 9% of the respondents strongly agreed, 

13.1 % said agreed, 27.9% disagreed and 50% strongly disagreed. The 27.9% 

disagreed and 50% strongly disagreed was an indication that the sponsorship was not 

adequate and available. A headmaster in an interview confirmed this when she said: 

"the district no longer sponsors teachers in the name of lack of funds. The 

assembly does not sponsor teachers on salary. Even for teacher trainees, it is 

pathetic and what is offered them cannot even cover a quarter of the fees these 

teacher trainees pay. Most often, not all of these applicants are supported 

because party affiliation is one of the problems. The assembly is interested in 

sponsoring students entering Nursing Training Colleges and Medical 

Schools" (Interview, 2nd March, 2016). 

Corroborating this, an official from the District Assembly in an interview said: 
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The absence of total district sponsorship coupled with government's cancellation of 

teacher trainees' allowance to increase intake at the Colleges of Education has made 

these teacher respondents bitter which has dire consequences on teacher retention in 

rural areas of the district. This was an injustice when the teachers compared their 

teacher trainees with the nurse trainees who still receive allowances at their Nursing 
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Also, improvement in further training and promotion was one motivational strategy 

for the retention of teachers in rural areas. On this strategy, 56.6% of the respondents 

said it was very strong to retain teachers in rural areas, 32.8% of respondents were of 

the view that it was strong to motivate teachers to be retained in rural areas, 7.4% said 

it was fair, 2.5% of the respondents indicated that it was weak and only 0.8% thought 

it was very weak to motivate teachers to be retained in rural areas. Thus, having had 

56.6% and 32.8% of respondents endorsing this motivational strategy signified that 

teachers in rural areas aspired for higher educational and professional attainment. 

Therefore, teachers would accept po stings and transfers to rural areas provided these 

places would not impede their desire for academic and professional progression. This 

required educational management to strictly enforce the two-year period for rural 

teachers to qualify to apply for study leave. Checks and balances must be put in place 
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• 
Training Schools. Meanwhile the assembly still found it expedient to give total 

sponsorship to these nurses at the expense of the teacher trainees whose allowances 

had been cancelled at their Training schools. These teacher trainees or their parents 

took the greater cost of their training alone which further made retention of the 

teachers difficult in rural areas without any motivation. 

Interpreting the revelation further, meant the assembly had shifted from total 

sponsorship for teacher trainees because teachers were no more a priority to the 

assembly and was not entirely due to financial constraints as the assembly's official 

alluded to. Thus, the assembly and government paid little attention to the plight of the 

teachers when compared with the nurses. 

The study confirmed Darvas and Balwanz (2015) study that poorer districts may not 

have the financial muscle to give even the meager sponsorship to teachers as other 

districts are able to do. 
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to ensure that deserving teachers who really served the said time are prioritized to be 

offered study leave no matter the quota offered to the region. 

There was the need for management to reconsider regular retraining for rural teachers 

since rural schools had challenging peculiarities. This retraining could focus on 

adjusting to rural isolated environment, improvising for the inadequate teaching and 

learning materials or centers, ensuring cordial relation and training them on certain 

technical topics. Also, allowances should be paid them as travelling and transportation 

which would induce the teachers' commitment to attending such programmes and for 

them to be retained as well. It was the lack of existence of some of these refresher 

courses that made rural schools unattractive to these teachers in the district. This was 

important because training offered teachers the opportunity to reach Maslow's top 

most hierarchy of needs called self-actualization. This affirmed Hitt, Black and Porter 

(2009) revelation that self-actualization, Maslow's top-most hierarchy of needs 

included the search for personal fulfillment, achievement and accomplishment which 

corresponds with Growth needs in Alderfer's Existence, Relatedness and Growth 

theory (Redmond, 2010). 

Further evidence from the field revealed that when respondents were asked whether 

training and promotion opportunities can retain rural teachers in rural areas, 58% of 

respondents strongly agreed, 34.4% agreed, 4.1 % disagreed and 3.3% strongly 

disagreed. Confirming that training and promotion opportunities for rural teachers 

would make teachers to be retained in rural areas, a headmaster in an interview said: 

"very well, these will let the so called District Education Office friends who 

are in the urban centers to be probably moved to rural areas. Knowing that 

there are some benefits serving in the village, it will attract and retain 

qualified teachers to the place (rural area). In fact, promotion comes with 
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increase in salary and training as well after obtaining the required certificate. 

So no doubt that some teachers will take advantage by staying in the rural 

areas to teach, if indeed, rural teachers are promoted within two years as 

stated and can access study leave with pay within two or three years, that will 

be good enough to retain teachers in rural areas. If training and promotion 

opportunities are available, why can I not stay in rural areas?" ( Interview, 

19th February, 2016). 

From the respondent's assertion, teachers resisting to be retained in rural areas was 

because of the poor targeting of rural teachers with motivational packages. This came 

out clear in the study on the lack of enforcement of the two year period for rural 

teachers to qualify for study leave and promotion. The re-enforcement of such 

benefits and creating more of such for rural teachers would retain teachers in rural 

areas. Thus, the 58% and 34.4% of respondents affirming strongly agreed and agreed 

respectively was an indication that education authorities must be fair, transparent and 

more realistic in providing opportunities for rural teachers to be promoted and to 

further their education in order to retain teachers in rural areas. Irrespective of 

respondents' willingness to serve in rural areas with the availability of such 

opportunities, education authorities and policy makers must enforce and have tracking 

mechanism on such beneficiary teachers. This will enable the retention outcome to be 

ascertained. 

Enhancement of teachers' accommodation was another motivational strategy for 

retention of teachers in rural areas of the Jirapa district. 63.2% saw it to be very 

strong, 26.2% indicated it was strong, 4.1 % of respondents were of the view that it 

was fair, 0.8 % of the respondents said it was weak, 5.7% said it was very weak in 

motivating teachers to be retained in rural areas. 
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Thus, the 63.2% and 26.2% of respondents who affirmed very strong and strong 

respectively emphasized that decent teachers' accommodation was fundamental in 

getting teachers to stay in rural schools. Shelter was one of the most basic essential 

needs vital for the physical survival of teachers in rural areas as emphasized by a key 

informant: 

'if the teachers' quarters is decent, teachers will stay. Electricity should be 

connected to the accommodationfor teachers to use their gadgets. It should be 

spacious enough to accommodate the teachers and their families ... , quarters in 

the schools make teachers readily available. When commuting from town to 

school in rural areas, there could be a breakdown affecting instructional time. 

For example, today my motorbike had aflat tyre and 1 have to leave it behind 

whilst hoping for a passer-by towards my school with motorbike to help me. In 

such circumstance you (teacher) get to school around 10:00am hence 

instructional time is lost" (Interview, 11th February, 2016). 

"if you (teachers) have a well-furnished teachers' quarters with solar or 

electricity, why won't teachers stay in the rural areas? High cost of 

commuting and rent teachers' pay in urban centers can be substituted with 

these cheap or free accommodations in rural areas. Government should not 

concentrate on building only classrooms but building decent accommodation 

for the teachers to stay as well. When teachers are comfortably 

accommodated, they have free mind and well poised for the job" (Interview, 

19th February, 2016). 

A headmaster in an interview said: 
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There was a point of convergence between the two respondents. Teachers taking up 

accommodation in the communities they teach would enable teachers have shorter 

time to reach their schools to use instructional time judiciously. As teachers channeled 

the time they spent on commuting into lesson delivery, it would contribute to improve 

performance and foster collaboration with the community. 

An interview with an official of World Vision, an NGO into education in the Jirapa 

district corroborated the importance of teachers staying in the communities they teach 

when he said: 

"the staying of teachers in the communities they teach help in the 

improvement of performance. Teachers will provide off and inside support to 

the communities. After school, children can run to teachers for clarification on 

class work, teachers get to appreciate individual differences of children and 

that also improve relationship between teachers and the community" 

(Interview, 10th February, 2016). 

Decent teachers' accommodation with the supporting facilities such as electricity, 

toilet and or closer water facilities as shown in plate 4.1 in Sabuli community was in 

no doubt, attracted and retained teachers in this rural community. 

Plate 4.1 Sabuli Teachers' Accommodation Taken From Different Views 

Source: Fieldwork, 14th February 2016. 10:01 am 

Teachers numbering seven stayed in this accommodation while teaching in the Sabuli 

community. Teachers deserved decent shelter not only in towns but in rural areas. The 
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significance of accommodation for teachers revealed by the study supported Rollinso, 

Broadfield and Edwards (1999) when they explained that shelter was one of the 

physiological needs in Maslow's hierarchy of needs which Alderfer's Theory termed 

as Existence needs (Redmond, 2010). Accommodation was motivational to the 

respondents because in rural areas of the Jirapa district, there were no adequate decent 

accommodations for teachers which affirmed Wahba and Bridwell (1974) who said 

that deprivation of a particular need would increase desire for that need. 

Despite the 63.2% and 26.2% of respondent support for accommodation as a very 

strong and strong strategy respectively to retain teachers in rural areas, an interview 

with an official from the Jirapa District Assembly revealed otherwise. The official in 

an interview said: 

"there is weak monitoring system in GES compared with the Ghana Health 

service. Teachers will make all the noise for teachers' quarters in rural 

schools but in many instances, when the assembly puts up these 

accommodations, teachers do not stay in them. The number of rural schools 

and the number of teachers in each school makes it financially difficult for the 

assembly to have the resources to provide quarters in almost all rural schools 

compared with only few nurses say, two per health facility" ( Interview, 9th 

February, 2016). 

Interpreting the official narration indicated the usual excuses of successive 

governments and people in authority where the huge numbers of teachers are used as 

a hiding ground for failing to provide the conditions of service for teachers. These 

authorities are the people bemoaning teachers of not willing to accept po stings to rural 

areas. The continuous construction of classrooms without the corresponding 

construction of teachers' accommodation was one of the reasons for inadequate 
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teachers' accommodation in the rural areas. There must be a deliberate effort from 

policy makers to attach at least two bedroom teachers' quarters to every new three 

unit classroom block to be constructed in rural areas. The study admitted as indicated 

by Mulkeen (2005) that the assembly and government do not have adequate finances 

to build and rehabilitate enough accommodation for all rural schools in the district. 

Notwithstanding, the author pointed out the housing credit as in Columbia or even 

better still housing allowance which can be replicated in the district for these rural 

teachers. 

Moreover, recruitment of rural teachers from rural areas was one of the motivational 

strategies for teacher retention. 13.9% of the respondents said it was very strong to 

motivate teachers to be retained in rural areas, 13.1% took this strategy to be strong, 

28.7% of respondents saw it to be fair, 21.3 % of respondents indicated that it was 

weak and 23 % of respondents indicated that it was very weak to motivate teachers to 

be retained in rural areas. Thus, recruitment of rural teachers from rural areas received 

the lowest support from respondents among all the motivational strategies in table 4.2 

above. Despite the low support of 13.9% and 13.1 % for this strategy to be very strong 

and strong respectively, these few respondents' support corroborated the wisdom of a 

headmaster in an interview who said: 

"when a teacher comes out fresh from college without salary and teaches in 

his or her community, the parents and other relatives will corne to his or her 

aid. The teacher would stay in his or her family house and ready to help his 

own people for the school to grow from strength to strength. Once you are 

from the community you will know them best to handle issues very well with 

them than somebody who is not from the community. They will know that you 

are all one" (Interview, 22nd February, 2016). 
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Irrespective of this support, greater number of respondents representing 21.3% and 

23% indicated that the strategy was weak and very weak respectively to motivate 

teachers to be retained in rural areas. This explained that not all teachers would be 

blessed with such support from their families as the key informant narrated, 

particularly when the family background is so poor. Also, some illiterate rural family 

members would not appreciate that one might be working without receiving pay and 

such relatives would still be making demands on such teachers who are not on 

salaries. Also, teachers who want to run away from family burden would never take 

solace to this motivational strategy. Therefore, recruitment of rural teachers from rural 

areas was not a viable option and education authorities should not post or transfer 

teachers to their own hometown as a way for teachers to stay in rural schools. It 

should be based on the request of the teacher. The finding was confirmed by a 

headmaster in an interview when he said: 

"in an attempt to address inequity in teacher distribution between rural and 

urban schools, recruitment of rural teachers from rural areas should not be an 

option as it will further create teacher distribution imbalances among rural 

communities themselves. Take it that both Kunkyene and Tampala 

communities needed ten teachers. If ten people are qualified, trained and 

recruited as teachers in Kunkyene community and only five are qualified, 

trained and recruited as teachers in Tampala community. What it means is 

that Tampala community will have five teachers less than that of the Kunkyene 

community. Can this ensure fair distribution of teachers between the two 

communities? It is not even easy to work in your own community. You 

(teacher) will be forced to take part in certain social or communal events. Let 

us say I am from Tampala community and there is funeral in the community or 
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elsewhere, if the community is to attend, they will expect me tojoin them there. 

Jfyou don't do, the community will talk about you and this will affect you. To 

teach in my district, no problem but not to teach in my hometown because a 

prophet is not honoured in his own hometown. When you teach in your own 

hometown it poses difficulty. Your family knowing that you receive salary, any 

little financial responsibilities you are called upon to support. This may lead 

to neglect of the teacher's own financial issues as the teacher may tend to over 

prioritize assisting relatives. Even when people both within and outside your 

family bring problems and you are unable to solve them, they will witch- haunt 

you spiritually" (Interview, 21th February, 2016). 

From the narration of the key informant, it is true that some rural communities do not 

have applicants with the requisite qualifications to be selected, trained and recruited 

as teachers in their hometowns. So, would that meant that such communities would 

never get the teachers required in their schools if government adopted the policy of 

recruitment of rural teachers from rural areas? However, the key informant failed to 

note that volunteers from adjoining or nearby rural communities or even distant rural 

communities would come to the aid of such communities struggling to recruit their 

own natives. 

Also, when teachers remained to teach in their hometowns, their respective families 

would make a lot of demands on them. These demands include but not limited to 

providing monies for school fees, hospital bills, utility bills, buying foodstuffs, 

ingredients, funeral expenses, community development levy and conveying relatives 

to hospitals and other places. 

As customs demand, these teachers would also be required to attend social gatherings 

such as funerals, weddings, naming ceremonies, festivals and enskinment or 
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enstoolment of chiefs and queen mothers. In many instances, the time these teachers 

used in attending to some of these social functions often conflicted with the 

instructional hours of their schools. This could affect attendance of these teachers in 

school and that could create conflict between the affected teachers and education 

management. These responsibilities drained and depleted such teachers' meager 

salaries and they might not be able to cater for their immediate families and afford 

their cherished goods. Also, these teachers could draw on communal properties such 

as family land, house, television set and would take it for granted in acquiring these 

on their own. Therefore, these teachers could remain backward in terms of material 

wealth when compared with their counterparts who do not teach in their hometowns. 

The study contradicted Monk (2007) "grow-your-strategy" and Segun and 

Olanrewaju (2011) study that recruiting rural teachers from rural areas was an 

antidote to retain teachers in rural areas since in this study greater respondents 

representing 28.7%,21.3% and 23% of the respondents indicated that the strategy was 

fair, weak and very weak respectively to retain teachers in rural areas. 

The study contradicted Bennell and Mukyanuzi (2005) touting locally based teachers 

as the panacea for teachers' unwillingness to be retained in rural areas as the 28.7% 

21.3% and 23% of the respondents saw the strategy as fair, weak and very weak 

respectively to retain teachers in rural areas. 

Moreover, enhancement in community participation in school management was one 

of the motivational strategies for retention of teachers in rural areas. 36.9% and 44.3 

% of respondents attested that it was very strong and strong respectively for retention 

of teachers in rural areas. 10.7% of respondents took it to be fair in retaining the 

teachers whilst 6.6% and 1.6% of respondents respectively noted it to be weak and 

very weak respectively to retain teachers in rural areas. This emphasized the 
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important roles of Parent Teacher Association (PTA) and School Management 

Committees (SMC) as a headmaster in an interview said: 

"my school's community donated one hundred and ten dual desks, a set of 

jersey, volleyball and two footballs from the PTA dues. In another school, 

Ganaa Memorial JHS's PTA in Jirapa town built primary school block to feed 

the Junior High School since the JHS has no primary school" ( Interview, 

22nd February, 2016). 

This 36.9% and 44.3 % of respondents attesting the strategy as very strong and strong 

respectively for teacher retention implied that schools that had effective PTA and 

SMC to provide school infrastructure such as classrooms, offices, tables and chairs for 

both teachers and students would entice and retain teachers in rural communities in 

the Jirapa district. This required the communities to make teachers' accommodation 

available, provide teaching and learning materials, visit the schools regularly to 

monitor children and partner teachers to instill discipline. The study findings 

coincided with Bray (2001) cited in Mulkeen (2010) findings which said that PTAs 

and SMCs had important roles to play in developing the schools for teachers to be 

retained. Contrary, rural communities in the districts charge Gh<l 1.00 PTA levy per 

term and even with this, more than three-quarters of parents were in arrears at the time 

of visit to these schools for the study. Could such schools undertake projects similar 

to that of the PTA of Ganaa Memorial JRS alluded to earlier? Absolutely impossible 

as poverty is so endemic among rural parents compared to Ganaa Memorial JRS that 

had urban parents with better paid jobs in the Jirapa town. The difficulty the study 

found among parents in rural areas to raise adequate PTA levies for the schools 

supported Bennell and Acheampong (2007) findings that some communities' 

contributions in school management left much to be desired. 
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Lastly, improvement in social amenities in rural areas was one of the motivational 

strategies confirmed by teacher respondents to entice them to be retained in rural 

areas. 71.3% and 18% of respondents attested that the strategy was very strong and 

strong respectively to retain them in rural areas of the district. 7.4% said it was fair to 

retain them, 1.6% of respondents noted it to be weak whilst another 1.6% of 

respondents took the strategy to be very weak to motivate them to be retained in rural 

areas of the district. The 71.3% and 18% of respondents indicating that the strategy 

was very strong and strong respectively signified that rural communities became 

competitive for teachers to stay when government or the district assembly in 

collaboration with other development partners vigorously expand and extend social 

amenities to many of these rural communities. This was confirmed by a headmaster in 

an interview who said: 
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"social amenities are part and parcel of our lives. If there is health center in 

the community I teach, I can bring my family to stay with me in the rural area 

and when any of them is sick, I would not travel outside the community often 

to seek health care, except if the sickness requires specialist medical doctor. 

Also, electricity is as important as it helps teachers to power television, 

laptops, fridges and mobile phones to make the teacher current and life 

comfortable. Moreover, we need market centers to buy ingredients and other 

food stuffs. Assuming many of the social amenities exist in rural areas, why 

will I be leaving the rural area where these same social amenities are 

available?" (Interview, 11th February, 2016). 

The extension of these social amenities to rural communities provided similar feel of 

access to internet connectivity, entertainment avenues, transportation and health care 

to rural teachers as their urban counterparts benefit. Therefore, the focus of these 
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---------------- ......•• 
social amenities must be on rural electrification, gravelling or tarring of roads, 

expanding telecommunication networks, building of more health centers and schools 

infrastructure and having some satellite campuses of tertiary institutions particularly 

the distance courses in some centrally located rural communities in the district such as 

Han, Ullo, Tizza and Duori or at least in Jirapa town. The newly established Han 

Senior High in 2016 and yet to open Konzokala Senior High School in the district will 

all help. 

The overwhelming support upheld Darvas and Balwanz (2014) assertion that 
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expanding social amenities such as electricity, motorable roads, health facilities, 

telecommunication networks, transport, tertiary institutions and many more to rural 

areas would not only strongly sway teachers to rural areas but retain them. 

4.4 Factors Affecting Teacher Motivation for Retention in the JHSs of Rural 
Areas in the Jirapa District. 
The factors that undermined teacher motivation in the JHSs of rural areas in the 

district which were presented and discussed in this section are poor occupational 

status, poor working and living condition, poor further training and promotion 

opportunities, poor and inadequate teachers' accommodation, inadequate job 

opportunities, poor community support and poor social amenities which are presented 

in table 4.3. Also, the findings on the distance between where respondents stay and 

where they teach as well as whether respondents would prefer to remain and teach in 

rural areas though not in table 4.3 are discussed in this section. 
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Table 4.4: Factors Affecting Teacher Motivation for Retention in the JHSs of 
Rural Areas in the Jirapa District. 

DE- 
MOTIVATIONAL TEACHER RETENTION 
FACTORS 

VERY STRONG FAIR WEAK VERY TOTAL 
STRONG WEAK SAMPLE 

Poor occupational Frequenc (%) Freq % 
status 58(47.5) 36(29.5) 19(15.6) 8(6.6) 1(0.8) 122 100 

Poor working and 85(69.7) 27(22.1) 4(3.3) 4(3.3) 2(1.6) 122 100 
living condition 
Poor further training 67(54.9) 43(35.2) 7(5.7) 2(1.6) 3(2.5) 122 100 
and promotion 
opportunities 
Poor and inadequate 78(63.9) 31(25.4) 5(4.1) 4(3.3) 4(3.3) 122 
teachers' 
accommodation 
Inadequate job 59(48.4) 39(32) 11(9) 10(8.2) 3(2.5) 122 100 
opportunities 
Poor community 54(44.3) 35(28.7) 21(17.2) 8(6.6) 4(3.3) 122 100 
support 
Poor social amenities 81(66.4) 28(23) 6(4.9) 4(3.3) 3(2.5) 122 100 

spend monthly on fuel alone. These distances are long for teachers to commute daily 

Source: Fieldwork (2016): NB: values outside brackets are frequencies (freq) 
and those in brackets are in percentages (%). 

When respondents were asked on the distance between where they stay to where they 

teach, 11.5% had their distance less than 3 kilometers, 15.6% of respondents had their 

distance to be between 3-5 kilometers, 26.2% of respondents distance was within 5-7 

kilometers and 46.7% of respondents had their distance above 7 kilometers. This 

confirmed that 26.2% and 46.7% of rural teachers in the Jirapa district commuted 5-7 

kilometers and above 7 kilometers distances respectively on a daily basis from 

different communities with majority from Jirapa town to their respective rural schools 

where they teach. Therefore, one can imagine the amount of money these teachers 
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and hence become recipe for absenteeism. Not only were these teachers not paid 

maintenance allowances but the bureaucracies involved in accessing such allowance 

disqualified many teachers as a headmaster in an interview said: 
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"currently, the schools received application forms to fill for maintenance 

allowance to where you work. Meanwhile the criteria is too cumbersome, the 

teacher should have licensed the transport in his or her name and the said 

means of transport whether motorbike or car should be insured in the name of 

the teacher. These bureaucracies disqualified many teachers for this 

allowance and not even me as the headmaster. The process should have been 

made simple without these conditions, even though the license and insurance 

are necessary" (Interview, 11th February, 2016). 

As the teachers commute, what happens when there is a breakdown of motorbike as 

their commonest means of transport? The lack of maintenance allowance to support 

teachers to repair their own motorbikes reflected in the rickety nature of many of 

these teachers' motorbikes that often resulted in breakdown. No doubt these teachers 

bear the brunt of fuel cost, repairs of their motorbikes and when there was a 

breakdown on the road, instructional time was wasted. Therefore, when any of these 

teachers had no money on any day particularly towards the end ofthe month, how can 

he or she afford fuel to go to school? It becomes a total absenteeism and until 

successive governments take teachers' motivation to be important, no amount of 

supervision could stop absenteeism. The non-payments of allowances due teachers 

came up regularly and strongly from the respondents and key informants in the field 

as one of the de-motivation. 

Despite the bureaucracy teachers complained about in accessing the allowance, such 

conditions were unavoidable once public funds were used in fmancing these 

allowances. The conditions became the standard and criteria for assessing and 

selecting qualified beneficiaries and even for accountability purposes. Otherwise 

some teachers would use other dubious means to benefit. 
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The study confirmed Haq and Islam (2005) cited in Bennell and Acheampong (2007) 

who revealed that the long distances rural teachers commuted from towns to teach in 

these rural schools left them tired. In this study, the 26.2% and 46.7% of rural 

teachers commuting 5-7 kilometres and above 7 kilometres respectively every day to 

the rural schools where they teach left many of these teachers arrived late, tired and 

even missed their first lessons at school. 

When respondents were asked whether they would prefer to remain and teach in rural 

areas, only 2.5% and 13.9% of the respondents chose strongly agree and agree 

respectively. 39.3% and 44.3% chose disagree and strongly disagree respectively. 

Thus, majority of the teachers representing 39.3% and 44.3% resisted to remain to 

teach in rural areas. It was rather unfortunate that teachers resisted rural postings yet 

in their condition of service, they were to accept posting to anywhere their services 

were needed. If these teachers were not interested to teach in rural areas, they were 

not to be blamed alone. If government had no deliberate and adequate motivational 

packages for rural teachers, what do you expect? Therefore, more teachers would 

continue to lobby and bribe their way into already choked urban schools in Jirapa 

leaving the rural schools vacant. The study confirmed Mulkeen (2005) cited in Segun 

and Olanrewaju (2011) that urban schools were choked with trained teachers who 

were underemployed whilst rural schools had inadequate trained teachers. 
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From table 4.4, poor occupational status was one of the factors that affected teacher 

motivation. 47.5% and 29.5% of the respondents confirmed that poor occupational 

status was very strong and strong respectively to de-motivate teachers in rural areas of 

the districts. 15.6% of the respondents said it was a fair de-motivational factor, 6.6% 

of the respondents said it was weak to motivate teachers whilst 0.8% of the 

respondents took it to be very weak to motivate teachers. The 47.5% and 29.5% of 
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respondents affirming that it was very strong and strong respectively to de-motivate 

teachers in rural areas emphasized that the respect for teachers in rural areas was 

waning rapidly for which teachers resisted to be retained in rural areas of the district. 

A headmaster in an interview recounted the ordeal of teaching in a rural area as 

saying: 

"the roads of rural communities are terrible and dusty and commuting from 

rural area to town and vice versa makes your clothing dusty even when you 

would have worn a pillow over, as for the motorbike, I cannot describe it. You 

wash the motorbike today and tomorrow it is dirty. You dare not wear a white 

shirt, it will turn to brown shirt upon arrival. Therefore, some rural teachers 

tend to dress shabbily and it end up being a habit. People in towns including 

our colleagues in urban schools tease us with names such as 'village 

teacher(s) '. In this country, it is surplus and bad things that are sent to the 

rural areas and people tend to believe that the bad teachers are sieved and 

sent to the villages" (Interview, 4th February, 2016). 

The narration fitted into Hedges (2002) cited in Segun and Olanrewaju (2011 :62) 

assertion of why newly trained teachers resisted rural po stings and that if one spends 

so much time there without upgrading ones qualification, one will be tagged "a village 

man". 

From the respondent's narration, instead of management moderating the hardships of 

the rural teachers by periodically rotating teachers through transfers from rural 

schools to urban schools and the vice versa, the latter hardly take place. What often 

occur are urban teachers transferred to urban schools and rural teachers transferred to 

rural schools. The transfer of teachers from urban to rural schools occurred only when 

it was on disciplinary grounds. Rural teachers were transferred to the urban schools 
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through bribes or had somebody in authority to influence education management, 

otherwise, those teachers often teach in rural schools in perpetuity. Those teachers 

who continued teaching in rural schools without any form of motivation made the 

area unattractive not only to urban teachers but to teachers already teaching there as 

well. As rural teachers went through these challenges, why would they not lose 

respect and being teased at by urban dwellers? The findings agreed with Thiongo 

(1987) cited in Muntune and Oodho (2014:12) who said "the teacher has become a 

caricature and ribald jokes by both the pupil and the public". The name calling or 

mockery rural teachers in the district were faced with was not different from what this 

author alluded to. 

"I sit on the interview panel to vet the district best teachers to contest for the 

regional best teacher award. But I have never heard or witnessed the district 

best teacher award held. Since 2004 to 2016, twelve years now, the district 

best teacher award has never been held" (Interview, 18th February, 2016). 

The district best teacher awards for some rural teachers could curtail these 

discriminations and compensate them for the difficulties they went through but 

unfortunately had been in arrears. The arrears of the district best teacher awards were 

confirmed by a circuit supervisor who stated: 

An interview with the District Director corroborated the circuit supervisor's view 

when the Director said "I was transferred to this district in 2014 and we have not had 

it (the district best teacher award) organized due to lack of funds from government. I 

don't remember when it was ever held in the district" (Interview, 10th February, 

2016). 
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This revealed that the district best teacher awards had been in arrears over ten years 

and government subvention to the education office was also not forth coming. The 

education office was cash-strapped and lacked the capacity to attract other 

development partners to sponsor these awards. The importance of this award cannot 

be overemphasized since it encouraged teachers to be retained in rural areas. 

Unfortunately, an interview with an official of the district assembly revealed that they 

had no immediate plan for funding the district best teacher awards. 

Also, poor working and living condition was one of the factors that affected teacher 

motivation in rural areas of the district. 69.7% of respondents saw it to be very strong 

in negatively affecting teacher motivation for retention in rural areas, 22.1 % stated it 

had a strong debilitating effect on motivation of teachers for retention, 3.3% of 

respondents noted it to be fair in undermining teacher motivation for retention. 

Another 3.3% of respondents took it to be weak to motivate teachers and l.6% of 

respondents deemed it very weak to motivate teachers to stay in rural areas. This 

confmned that rural teachers worked and lived in deplorable condition which lowers 

their zeal to be retained in rural areas. This reflected in plate 4.2 which showed a shed 

used as both an office for the Bazu JHS's headmaster and staff common room. 
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Plate 4.2: Bazu JHS's Headmaster's Office (Left) and Staff Common Room (Right) 

Source: Fieldwork, 22nd February 2016. 9: 15 am 

Similarly, in Nambeg JRS, form one to form two were holding their classes under 

trees and the form three class under a shed. It was so until the headmaster decided to 
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convert the primary library into a classroom for JHS three and sent the Primary two 

and three to the shed and under a tree respectively. The JHS one, two and three took 

over the Primary three, primary two and Library as their classrooms respectively as 

shown in plate 4.3. 

Plate 4.3: Nambeg Primary Library now JHS 3 class, P3 class under tree and the shed 
for P2 class. 

Source: Fieldwork, 21st February 2016.11: 31 am 

In these kinds of sheds as offices for the Bazu JRS headmaster and staff common 

room for the teachers and the Nambeg JRS shed and under trees classrooms, one can 

imagine the fate of these teachers and the pupils when it was raining or there was 

severe storm. The deplorable nature of rural teachers' working conditions was in no 

doubt, de-motivating for teacher retention in rural areas. Therefore, the study 

supported Segun and Olanrewaju (2011) assertion that the physical state of many rural 

schools is poor and inadequate. It was rather unfortunate that the Nambeg JHS that 

was in dire need for classrooms had a construction of a JHS classroom block awarded 

by GETfund that began in 2012 stalled after reaching roofing level as shown in plate 

4.4. 

Plate 4.4: Nambeg Abandoned Classroom Block since 2012. 

Source: Fieldwork, 21st February 2016. 11:34 am 

114 

www.udsspace.uds.edu.gh 

 

 

 

 



This was not surprising, the urgency at which authorities addressed urban schools 

problems was the vice versa when it came to rural schools. Irrespective of those 

hardships in rural areas and the long distances rural teachers commuted, there was no 

allowance or incentive package specifically for rural teachers to mitigate their 

struggle. They had to make do with the paltry monthly salary they earned. The study 

affirmed Segun and Olanrewaju (2011) study that the perceived urgency government 

and education authorities resolved urban schools problems was the reverse for rural 

schools. 

However, it must be stressed that successive governments have expanded educational 

infrastructure in their quest to achieve the Free Compulsory Universal Basic 

Education (FCUBE) policy. This resulted in the building of decent school 

infrastructures in some rural communities like Sabuli as shown in plate 4.5 even 

though such facilities were in few communities and not adequate. 

Plate 4.5 Sabuli JHS decent class room block. 

Source: Fieldwork, 14th February, 2016. 10:08am 

It was revealed from the field that not only was salaries small but the delay in paying 

teachers who were promoted to new ranks. The District Director of Education in an 

interview remarked: 

"teachers work for over two years and they are not paid the meager salary 

they are entitled. You the one supervising the teachers don't 1a1Ow what to do. 
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The Director cannot punish such teachers even when they misbehave, as they 

are working without salary. The teachers' landlords are on their neckfor rent 

and the teachers cannot pay, the teachers' wives or husbands are threatening 

leaving them because of non-payment of the salary. Even when the teachers 

are paid, the government new policy permits salary arrears for only three 

months" (Interview, 10th February, 2016). 

It was clear from the Director's assertion that the poor living conditions were due to 

the meager salaries that teachers received since government was not willing to pay 

commensurate salaries to teachers. Both newly trained teachers and teachers already 

in the service but promoted to new ranks had difficulties of being paid onto their new 

ranks and getting all the arrears as well. This was most unfortunate but further 

interrogation revealed that the causes were at different levels. Firstly, the government 

delayed in giving financial clearance to authorize the Ghana Education Service 

through the Controller and Accountant General Department to pay the beneficiary 

teachers. 

Also, poor further training and promotion opportunities was another factor that 

affected the motivation of teachers for retention in rural areas of the district. 54.9% 

and 35.2% of respondents were of the view that poor further training and promotion 
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Another cause was the ineffectiveness and corrupt nature of schedule officers in 

charge of processing salaries of teachers at the Jirapa Education Office, GES head 

office and Controller and Accountant General Department. The schedule officers at 

the various levels wanted to be bribed before they worked on the documents on time. 

Similarly, the government had a three month arrears policy and it did not matter how 

long a teacher stayed without salary, he or she would be paid only three months 

arrears. The remaining arrears, one could not tell when they would be paid. 
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opportunities in rural areas was very strong and strong respectively in de-motivating 

teachers for retention in rural areas. 3.3% of the respondents noted it to be fair, 

another 3.3% took it to be weak whilst 2.5% of the respondents indicated it to be very 

weak in motivating teachers for retention in rural areas of the district. This indicated 

the difficulties rural teachers had in upgrading their knowledge and skills because of 

the lack of tertiary institution in those rural areas of the Jirapa district. Even for those 

teachers to enroll on the distant learning they had to travel to Wa and no one paid for 

the cost of transportation. A rural teacher who even enrolled on such a course would 

not have any course mate for them to engage in group studies compared with 

colleagues in the Jirapa town. 

The study confirmed Segun and Olanrewaju (2011) findings that tertiary institutions 

were not easily located in rural areas for which rural teachers had to travel to urban 

centers for further studies. Not even one rural community in the district had any 

tertiary institution. This made teachers not motivated at all to teach in any of the rural 

areas. 

In a question that the study leave and promotion processes were not fair and 

transparent, 63.9% of respondents said they strongly agreed, 24.6 % indicated that 

they agreed whilst only 4.9% and 6.6% said they disagree and strongly disagree 

respectively. One of the headmasters in an interview said: 

"one problem is how the beneficiaries are selected. Education management 

grants their preferred teachers study leave, leaving others. Promotions and 

study leave are marred with nepotism, favouritism et cetera in that deserving 

teachers do not get. They have attached politics to the process, so those who 

are not qualified but have good political standing easily get their way out. 

Also, GES has categorized study leave such that if you are going to do a 
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approving study leave was based on subject areas as indicated in table 4.4 which 

outlined the most current GES Study Leave Allocation for 2014/15 Academic Year. 

Table 4.5 Study Leave Allocation for 2014/15 Academic Year 

CATEGORY "A" CATEGORY"B" CATEGORY "C" 
SUBJECTS (75%) SUBJECTS (20%) SUBJECTS (5%) 
• Mathematics • Agriculture Science • Library or Archival 
.English .Ghanaian Language 
.French Studies 

.Science .Religious Studies 

.ICT .Accounting or Business .Purchasing and Supply 

.Laboratory Technician Education • Human Resource 

.Technical or Vocational .Physical Education or Management 
sports 

.Educational Planning 

.Home Economics 

• Secretarial 

.Primary or Basic 

Education 

• Music or Culture 
.Art or Fine or Industrial 

Art 

.Social Science or Social 

Studies 

• Public Relations 

Source: Ghana Education Service (2013) 

From table 4.5 applicants who were to study any of the category "A" subjects in 

tertiary institutions were offered seventy-five percent (75%) of the study leave quota 

for the region. Applicants who were to study any of the category "B" subjects were 

offered twenty percent (20%) of the study leave quota for the region and those 

applicants in category "C" were given five percent (5%) of the study leave quota for 

the region. 

119 

www.udsspace.uds.edu.gh 

 

 

 

 



Even though the categorization of subjects for study leave allowed GES to prioritize 

subject areas for the study leave with pay, it perpetuates the disincentive of serving in 

rural areas. A teacher who served the minimum four years of satisfactory service for 

urban areas and going to read any of the category "A" subjects in tertiary institutions 

would easily get study leave. However, a teacher who taught in a rural area for over 

ten years, far beyond the minimum two years of satisfactory service for teachers in 

rural areas and wants to read any of the category category "B" subjects and at worst 

any category "C" subjects was more likely not to be granted study leave. This was 

because the high seventy-five percent (75%) for category "A" subjects offered many 

applicants to be granted study leave compared to the low twenty percent (20%) for 

category "B" subjects applicants and as little as five percent (5%) for category "C" 

subjects' applicants. 
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The study confirmed GES (2014) findings that the Ghana Education Service is unable 

to grant study leave to all applicants particularly teachers who teach in rural areas due 

to the quota system per region and per subject. 

Teacher respondents further attested to the assertion that giving rural teachers the 

minimum years to qualify for promotions and study leave was often not enforced. 

65.6% of the teacher respondents said they strongly agree, 18.9% indicated agreed, 

6.6% said they disagreed and 9% strongly disagreed. This confirmed that both rural 

and urban teachers all served the same number of years before obtaining promotion 

and study leave. The purported two years for rural teachers to qualify for promotion 

and study leave existed on paper but not implemented since the plight of the rural 

teacher was not treated with the urgency that it required. A respondent in an interview 

said: 
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"The laws and policies are there but not enforced. There is a policy that when 

a teacher accepts rural postings within two years, you (teacher) are qualified 

for study leave. However, a rural teacher will even teach for five years and 

when applied for any of these, they are treated equally with urban teachers. 

There is implementation deficit as teachers in both urban and rural areas who 

have the same qualification, have to serve the same years before they qualify 

for promotion and study leave. The policy is only on paper but not applied" 

(Interview, 201612th February, 2016). 

This emphasized the perpetuation of injustice on the rural teachers in policy 

implementation and enforcement within the same organization. The GES itself failed 

to recognize the hardships that rural teachers are faced with in rural schools and hence 

the lack of enforcement on the study leaves and promotions for rural teachers. This 

confirmed Adelabu (2005) observation that rural teachers' incentives were "only on 

paper" and not either implemented or enforced. 

Poor and inadequate teachers' accommodation was one of the factors undermining 

motivation of teachers in rural areas of the Jirapa district. 63.9% and 25.4% of the 

respondents affirmed that poor and inadequate accommodation was very strong and 

strong in de-motivating them to be retained in rural areas of the district. 4.1 % and 

3.3% of the respondents said it was fair and weak respectively in de-motivating 

teachers whilst another 3.3% were of the view that it was very weak to de-motivate 

teachers for retention in rural areas of the district. The 63.9% and 25.4% respondents 

endorsing very strong and strong respectively signified the deplorable nature of rural 

accommodations for teachers. A headmaster in an interview remarked: 

"rural people build family houses and making it difficult to get rooms for 

renting. Many of the houses are built with mud, not cemented, roofed with 
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thatch and leaking, with poorly ventilated rooms which have small windows 

and doors. Even the few local houses or teachers' bungalows roofed with 

zincs are all terrible in rural areas. They have broken louver blades, doors 

and windows have no secured locks and the ceiling fallen off. Therefore, 

teachers share shelter with snakes and scorpions in rural rooms. Both a 

Where these bungalows are built is another problem" (Interview, 21st 

colleague and her seven months old baby were bitten by snake in a village. 

February, 2016). 

Plate 4.6 confirmed the narration of the key informant description of rural 

accommodation. The deplorable nature of teachers' accommodation was reflected on 

teachers' bungalow in Kogri community where there were deep cracks on the wall, 

fallen ceilings and no doors. An interview with a key informant revealed that the solar 

panel that was mounted on the teachers' bungalow had been stolen. The deplorable 

nature of the facility coupled with the absence of electricity had made it difficult for 

teachers to stay in them besides the two national service personnel. The key informant 

was of the view that poor maintenance had left the facility to rot and the community 

had turned portion of the apartment into a place of convenience as shown in plate 4.6. 
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Plate 4.6 Deplorable nature of Kogri JHS teachers' accommodation from different 
views. 

Source: Fieldwork, 19th February 2016. 12: 24 pm 

When respondents were asked that because of accommodation problem, they lived 

outside the community they teach with their families, 65.6 % of them said they 

strongly agree, with 27% choosing agree. Only 5.7% opted for disagree and 1.6% 
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indicated strongly disagree. This signified that majority of the teachers representing 

65.6 % and 27% who strongly agreed and agreed respectively stayed outside the 

communities they teach. They lived mainly in the Jirapa town or in somehow 

urbanized communities like Han, Sabuli or Ullo and commute long distances to their 

respective schools in the rural areas. As teachers did not stay in the communities they 

teach, after closing, it became difficult for teachers to organize extra classes for the 

students. Teachers would not have enough time to know the family background of the 

students to appreciate the individual difficulties of the students. This housing 

difficulties in rural areas of the Jirapa district confirmed Haq and Islam (2005) cited in 

Bennell and Akyeampong (2007) and Mulkeen (2010) findings that the poor housing 

in rural areas compelled teachers to commute long distances from Jirapa town or 

elsewhere to teach in rural schools. 

"these days people do not rely on only one source of income for survival. In 

rural areas, poverty level is high because the people are peasant farmers and 

live from hand to mouth, Parents are not ready to pay for extra-classes for 

their wards and rather prefer the children to join them on their farms. For a 

teacher to own a shop, the community will tell you that you earn salary and 

Inadequate job opportunities was another factor that negatively affected teacher 

motivation for retention in rural areas of the district. 48% and 32% of respondents 

attested that this factor was very strong and strong respectively in demoralizing 

teachers to be retained in rural areas. 9% said it was fair in affecting teacher 

motivation for retention, 8.2% indicated it was weak whilst 2.5% of the respondents 

were of the view that it was very weak in de-motivating teachers. It did explain that 

aside farming, job opportunities were scarce in rural areas of the district. A key 

informant in an interview said: 

123 

www.udsspace.uds.edu.gh 

 

 

 

 



------------------ .....•••• 
the shop businesses should be left for them. Therefore, some rural people will 

not want to even patronize your services and even if they do, they will often 

patronize the services on credit bringing the business to a halt. For white 

colour jobs they are very scarce in rural areas" (Interview, 12th February, 

2016). 

This emphasized that in rural areas of the district besides farming, teachers had 

difficulties to secure other jobs for their family members and even part time jobs for 

themselves. Therefore, teachers who stayed in Jirapa town were privileged to private 

teaching, own stores and other businesses than those in rural areas of the district. This 

affected the inflows of income to supplement the salaries of rural teachers particularly 

those who were residents in these rural areas. Hence, the capacity for them to 

adequately meet their families' expenses became challenging. The study supported 

Alhassan (2013) who noted that job opportunities for school leavers in rural areas 

were fewer than in urban areas. 
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Furthermore, poor community support in rural schools was one of the factors 

affecting motivation of teachers in rural areas of the district. The study revealed that 

44.3% of respondents agreed that this factor was very strong in de-motivating 

teachers, 28.7% of the respondents said it was strong, 17.2% of respondents stated it 

was fair, 6.6% of respondents agreed that it was weak to de-motivate them and only 

3.3% of respondents indicated that it was very weak to de-motivate them. The 

findings of 44.3% and 28.7% of respondents endorsing very strong and strong 

respectively did de-motivate them and was evident that rural teachers received limited 

support from the rural communities to manage the schools. 

A key informant in an interview said: 
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"the PTAs and SMCs of rural schools most at times are not active and will not 

hold a single meeting for a whole academic year and even when the meeting is 

called, parents will refuse. Most communities have little interest in their 

wards education. Parents feel that without school children can still make it in 

life. Hardly do parents visit their wards in school, how much more of paying 

PTA levies. Nambeg JHS PTA levy is GhrJ: 1.00 per term but less than quarter 

of them have paid for the first term as at the second term. You discipline a 

child and you are attacked by parents using words like when were you born? 

We have seen better teachers before" (Interview, 21st February, 2016). 

The poor parental support could be caused by parents' poverty, illiteracy and 

ignorance of the significance of education in shaping the future of their wards. In 

some instances, the communities cannot be blamed entirely for the low support to the 

school but due to teachers' own rude behaviours to the school and community. The 

commuting of teachers from Jirapa town or elsewhere to these rural schools resulted 

in teachers' absenteeism, lateness and early departure from school. There were 

reported cases of sexual harassment on female students by the male teachers which 

were some of the problems that caused the weak cordial relationship and support from 

the communities to the schools. These revelations confirmed World Bank (2007) and 

Pansiri (2008) cited in Mulkeen (2010) assertion that parents' involvement in rural 

schools is inadequate. 
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Poor social amenities were other fundamental de-motivational factors in rural areas of 

the district. 66.4% and 23% of the respondents attested that the poor social amenities 

became very strong and strong de-motivational factor respectively in the rural areas. 

4.9% of respondents deemed the factor to be fairly de-motivating, only 3.3% and 

2.5% of respondents took it to be weak and very weak de-motivating factor for 
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teacher retention in rural areas. The 66.4% and 23% respondents' endorsement of the 

strategy as very strong and strong indicated the significance of social amenities to the 

teachers. A key informant in an interview said: 

"teachers who stay in rural areas commute to Jirapa town to seek banking, 

postal, internet and health care services. Though many of these rural 

communities are beneficiaries of CHPS compounds, these health facilities are 

unable to handle complicated health conditions. The absence of market 

centers in rural areas compels teachers to buy food items in bulk when they 

travel to markets in other communities. But in some communities, the lack of 

electricity to power fridges to preserve fresh ingredients and other food stuffs 

will make these items spoil. Therefore, teachers take transfer to the town 

schools where these amenities are readily available" (Interview,4th March, 

2016). 

This assertion confirmed that many of the teachers' zeal for transfer to Jirapa town is 

an indication of the absence of social amenities in rural areas. The inadequate or even 

lack of tarred or motorable road, poor telecommunication networks affecting internet 

services, absence of private schools for part time teaching, in some cases inadequate 

potable water and electricity in rural communities made these rural areas unattractive 

and isolated for teachers to stay. The study upheld Acheampong and Asamoah (2015) 

study in Amenfi West district that poor and inadequate social amenities accounted for 

teachers' reluctance to accept postings to rural areas. 
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Outcomes of Teacher Motivation for retention in the JHSs of Rural Areas in 
Jirapa District. 
s section presents findings and discussions of the outcomes of teacher motivation 

retention in rural areas of the Jirapa district. The outcomes presented and 

cussed are enhanced attraction and retention, improved performance, reduced 

chers' absenteeism, reduced teachers' strike and fostered collaboration among 

chers, education management and parents as presented in table 4.6. 

ble 4.6: Outcomes of Teacher Motivation for Retention in the JHSs of Rural 
eas in the Jirapa District. 

mes of Teacher 
ation 

TEACHER RETENTION 
VERY STRONG FAIR WEAK VERY TOTAL 

STRONG WEAK SAMPLE 

Fre % 
63(51.6) 40(32.8) 12(9.8) 5(4.1) 2(1.6) 122 100 

71(58.2) 40(32.8) 7(5.7) 4(3.3) 0 122 100 

64(52.5) 40(32.8) 12(9.8) 3(2.5) 3(2.5) 122 100 

60(49.2) 31(25.4) 18(14.8) 8(6.6) 5(4.1 ) 122 100 

58(47.5) 45(36.9) 16(13.1 ) 3(2.5) 0 122 100 

ced attraction 
ention of 
rs 
ved 
rmance 
ed teachers' 
eeisrn 
ed teachers' 

ed 
oration among 
rs, education, 
ement and 
s 
urce: Fieldwork (2016) NB: values outside brackets are frequencies 
eq) and those in brackets are in percentages. 

om table 4.6 one of the outcomes of teacher motivation for retention in rural areas 

the district was enhanced attraction and retention. The findings revealed that 51.6% 

d 32.8% of respondents confirmed that motivation had a very strong and strong 

wer respectively to attract and retain teachers in rural areas, 9.8% believed that 

otivation had a fair influence to attract and retain teachers. Only 4.1 % and 1.6% of 

pondents said motivation was weak and very weak respectively to attract and retain 

chers in rural areas. This implied that motivation would entice teachers and they 

ould not only be willing to teach in rural areas but be retained. This was confirmed 
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by a circuit supervisor in an interview who said: "if rural teachers receive some 

incentives like motorbikes, solar lamps and some allowances in addition to what the 

urban teachers are privileged to have such as enhanced social amenities, there will be 

no need for rural teachers wanting to be in town schools" (Interview, 15th February, 

2016). 

Teachers' works go beyond the classroom and if motivated, they would stay in the 

communities they teach to offer more of such services contributing to develop these 

areas. This implied that motivation was an antidote to enticing teachers to rural areas 

since 51.6% and 32.8% of the respondents deemed motivation as very strong and 

strong respectively to bridge the trained teachers' retention deficit in rural areas of the 

district. 

Another outcome of motivation was improved performance as 58.2% and 32.8% of 

respondents said motivation was very strong and strong respectively to yield such an 

outcome. 5.7% of the respondents said motivation had fair chances of improving 

performance whilst only 3.3% of respondents noted motivation as weak to improve 

performance and no respondent said motivation was very weak to produce such an 

outcome. This emphasized that motivation of teachers was a bait to increasing 

performance in rural communities. Once teachers were motivated, they would have 

The study confirmed Darvas and Balwanz (2014) findings that motivation ensured 

efficient allocation of teachers to rural areas since teachers would take up rural 

teaching vacancies for the return of incentives. 

The study corroborated with Education for All Global Monitoring Report (2007) 

revelation that enhanced incentives for teachers by government and other stakeholders 

ensured equitable deployment of teachers between rural and urban schools. 

128 

www.udsspace.uds.edu.gh 

 

 

 

 



opportunities to upgrade their knowledge through study leave and willing to give out 

their best to enhance performance. Confirming this a circuit supervisor in an 

interview said: "motivated teachers prepare their lesson notes, deliver their lessons 

well and complete the syllabuses in time before the students sit for the Basic 

Education Certificate Examination resulting in high performance" ( Interview, 5th 

March,2016). 

The study supported Seniwoliba (2013) view that teachers' performance was tied to 

what they perceived as benefits from motivation in return. In this study, 58.2% and 

32.8% of respondents said motivation was very strong and strong respectively to 

improve performance. The study upheld Finer (2000) cited in Nzulwa (2014) stance 

that motivation was a determinant of teachers' productive performance and 

professionalism. Motivated teachers had their needs satisfied and became more than 

willing to go extra with their performance. 

However. the study contradicted Akuoko, Dwumah and Baba (2012) finding that only 

5 .6%of respondents opted for academic performance of students as the source of their 

motivation compared with 58.2% and 32.8% of respondents who said motivation was 

very strong and strong respectively to increase performance in this current study. By 

extension the respondents saw enhanced performance of their students as a very 

strong and strong determinant of their motivation. 

To add to, one of the outcomes of motivation was reduced teachers' absenteeism. On 

this outcome, 52.5% and 32.8% of respondents attested that motivation was very 

strong and strong respectively in reducing teachers' absenteeism. 9.8% of respondents 

agreed that motivation had a fair chance to reduce the absenteeism. 2.5% and another 

2.5% of the respondents were of the view that motivation was weak and very weak 

respectively in reducing teachers' absenteeism. The implication was that when the 
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basic needs of teachers were met, they would be enthused to be regular in school as an 

appreciation for the motivation offered them as a headmaster in an interview said: "if I 

am happy with my motivation at work, I will be regular and punctual at work" 

(Interview, 2nd March, 2016). This view was shared by Muhammad et al (2010) that 

motivation was associated with decreased absenteeism. 

Similarly, the study upheld Abadzi (2007) findings that motivating teachers to reduce 

absenteeism required more allocation of incentives if the desired outcome was to be 

realized. Teachers would be retained and not sought transfer to Jirapa town and other 

urban areas if the motivational packages in rural areas overcame the benefits of 

staying in town. 

However, it must be stressed that not all absenteeism of teachers were unlawful. 

There was a movement book in each school where teachers entered their names, time, 

purpose to the area and the destination they were going, when they were in school and 

wanted to go elsewhere. This was for a day's movement and upon return the 

respective teachers entered the time of arrival. This was permitted and not treated as 

absenteeism. Except that teachers deliberately did not often enter their names into the 

movement book for fear of being queried by authorities for frequent movement out of 

the school. 

Also, teachers were entitled to be granted three days leave by the headmaster or 

headmistress of the school and when the leave was beyond three days, it was granted 

by the District Director of Education. These leaves could be for sick leave, maternity 

leave, exams leave and others. If the leave was granted by the headmaster or 

headmistress or the District Director in such instances, no matter the motivation 

teachers would continue to be absent. Once the teachers had their leaves dully 
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approved by the authorities on such days, the teachers were physically absent III 

school but counted as present in school because of the permission granted. 

To add to, reduced teachers' strike was one of the outcomes of motivation in rural 

areas. The study revealed that 49.2% and 25.4% of the respondents endorsed 

motivation to be very strong and strong respectively in reducing strikes. 14.8% of 

respondents indicated motivation was fair to reduce strikes, 6.6% of the respondents 

indicated it was weak and 4.1 % of the respondents said motivation was very weak in 

reducing strikes of teachers. This explained that when teachers' needs were catered 

for, there was marginal tendency for teacher union leaders to declare strike against 

government. The study confirmed Bennell and Acheampong (2007) view that strikes 

were indication of teachers' dissatisfaction with their pay and other condition of 

service. This became evident in this study where 49.2% and 25.4% of the respondents 

accepted that motivation of teachers was very strong and strong respectively to 

reducing strikes. This was an indication that many of the strikes of teachers were 

caused by delay or difficulty for teachers in accessing some of their conditions of 

service. However, it is significant to note that not all strikes of teachers bother on 

motivation and hence limited strikes could still be declared even when teachers would 

have met their motivational needs. Even human beings just as teachers as well, had 

insatiable needs for which it would be difficult for all the needs of teachers to be 

achieved. 

Lastly, fostered collaboration among teachers, education management and parents 

was one of the outcomes of motivation of teachers in rural areas. On this outcome 

47.5% and 36.9% of respondents chose that motivation was very strong and strong 

respectively to foster collaboration. 13.1 % of respondents were of the view that 

motivation had a fair influence on the collaboration among teachers, education 
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management and parents. Only 2.5% of respondents stated that motivation was weak 

on such an outcome and no respondents believed that motivation was very weak to 

foster collaboration among teachers, education management and parents. This implied 

that when the needs of teachers were met, they became satisfied and cooperative when 

relating with their colleague teachers, education authorities and the community 

people. The study confirmed Ghana Education Service (2010) findings that motivated 

teachers cooperated and learned from the experience of others. 
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4.6 Challenges of Teacher Motivational Strategies for Retention in the JHSs of 
Rural Areas in the Jirapa District. 
This section presents findings and discussions of the challenges of teacher 

motivational strategies for retention in the JHSs of rural areas in the Jirapa district. 

The challenges presented and discussed are inadequate funds, inadequate awareness 

among teachers on their own conditions of service, exercise of excessive powers by 

education management, insufficient support from parents and the public and 

politicization of the teaching profession as presented in table 4.7. 

Table 4.7 Challenges of Teacher Motivational Strategies for Retention in the 
JHSs of Rural Areas in the Jirapa District. 

CHALLENGES TEACHER RETENTION 
OF TEACHER 
MOTIVATION VERY STRONG FAIR WEAK VERY TOTAL 

STRONG WEAK SAMPLE 

Inadequate funds Frequency (%) Freq % 
64(52.5) 35(28.7) 10(8.2) 4(3.3) 9(7.4) 122 100 

inadequate 48(39.3) 42(34.4) 21(17.2) 2(1.6) 9(7.4) 122 100 
awareness among 
teachers on their 
own conditions of 
service 
Corruption 87(7l.3) 27(22.l) 6(4.9) 1(0.8) 1(0.8) 122 100 
Exercise of 50(41) 45(36.9) 19(15.6) 4(3.3) 4(3.3) 122 
excessive powers 
by management 
Insufficient 60(49.2) 41(33.6) 18(14.8) 3(2.5) 0 122 100 
support from 
parents and the 
public 
Politicization of 74(60.7) 26(2l.3) 8(6.6) 5( 4.l) 9(7.4) 122 100 
the teaching 
profession 

Source: Fieldwork (2016). NB: values outside brackets are 
frequencies (freq) and those in brackets are in percentages. 

From table 4.7 one of the challenges of teacher motivational strategies for retention in 

the JHSs of rural areas was inadequate funds. 52.5%, 28.7% and 8.2% of the 

respondents indicated that inadequate funds was very strong, strong and fair challenge 
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Darvas and Balwanz (2014) affirmed that public funding exacerbated inequality in 

education because the shortfall of government finances affected education. 

to motivating teachers respectively. Only 3.3% and 7.4% of respondents were of the 

opinion that inadequate funds was weak and very weak challenge to retain teachers in 

rural areas. The 52.5% and 28.7% of respondents' confirmation of inadequate funds 

as very strong and strong challenge to motivation of teachers for retention in rural 

areas emphasized the funding deficit for teacher motivation. An interview with the 

District Director of Education depicted similar financial stress at the Education 

Office. The Director said "inadequate funds stalled the district best teacher award 

over six years now. Even sometimes to buy paper and electricity to work in the office 

is a challenge" (Interview, 10th February, 2016). This manifested the funding gap in 

the education sector due to low budgetary allocation to the education. 

Also, in confirming this assertion, an interview with a representative of the Jirapa 

District Assembly said "the release of the District Assembly Common Fund is erratic 

and the assembly internally generated fund is very weak. When the common fund is 

not given, the assembly becomes empty" (Interview, 9th March, 2016). 

The funding difficulties alluded to by the official of the District Assembly and the 

District Education Director upheld that both the Assembly's Common Fund and 

subvention to the Education Office had not been adequate for the Education sector in 

the district let alone for teacher motivation. This stance was shared by Mandina 

(2012) view that teacher motivation in rural areas was undermined by shortage of 

funding. 

Also, inadequate awareness among teachers on their own conditions of service was 

one of the challenges of teacher motivational strategies. 39.3%, 34.4% and 17.2% of 
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Another challenge to teacher motivational strategies was corruption. On this 

challenge, 71.3%, 22.1 % and 4.9% of respondents attested that corruption had very 

strong, strong and fair debilitating effect respectively on the motivation of the 

teachers. Only 0.8% and another 0.8% respondents indicated that corruption was 

weak and very weak respectively to undermine teacher motivational strategies for 

retention in the JHSs of rural areas. The highest respondents of 71.3 % endorsing very 

strong and followed by 22.1 % of respondents endorsing strong to the threat of 

corruption on teacher motivation signified that corruption reduced resource 

availability for teacher motivation. This was because corruption diverted resources 

meant for encouraging and boosting the morale of teachers to wrongful hands. This 

re-echoed Chapman (2003) cited in World Bank (2007:33) assertion that "corruption 

has damaging consequences in that, resources are wasted ". 

respondents attested that inadequate awareness among teachers on their own 

conditions of service was very strong, strong and fair challenge respectively to teacher 

motivational strategies in rural areas of the district. Only 1.6% and 7.4% of the 

respondents deemed this challenge to be weak and very weak respectively on teacher 

motivation. The 39.3% for very strong and 34.4% for strong were the majority 

respondents which affirmed that many of the teachers were not in the known of the 

benefits they were entitled to in the teaching profession. 

The study confirmed Muhammad et al (2010) study that teachers were not in the 

known of the different benefits they were entitled to. This category of teachers would 

be unsatisfied and not willing to be retained to teach in rural schools. 

Moreover, exercise of excessive powers by management was one of the challenges of 

teacher motivational strategies. 41 % and 36.9% of the respondents agreed that this 

challenge had very strong and strong negative effect on motivation of teachers. 
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Furthermore, insufficient support from parents and the public was one of the 

challenges of teacher motivational strategies in rural areas of the district. From the 

field, 49.2% and 33.6% of respondents agreed that this challenge had very strong and 

strong negative effect respectively on the motivation of teachers. 14.8% and 2.5% of 

respondents asserted that this challenge was fair and weak respectively to impede 

teacher motivation, and no respondent said it was very weak. The largest respondents 

of 49.2% and 33.6% upheld insufficient support from parents and the public in 

addressing the motivational needs of trained teachers in rural schools. Rural people 

were peasant farmers who had low literacy and endemic poverty affecting their 

resource worth to support their schools. Unfortunately, government and public 

officials took rural people for granted and did not support them as required. This had a 

toll on improving teachers' welfare, expanding school infrastructure and cooperating 

with teachers to enforce discipline. Consequently, rural teachers were faced with not 

only deplorable but inadequate accommodation and school facilities such as 

classrooms, offices, teaching and learning materials. 

15.6%, 3.3% and another 3.3% of respondents said this challenge was fair, weak and 

very weak respectively to undermine motivation. The 41 % and 36.9% respondents 

endorsing this challenge as a very strong and strong indicated that it became an 

undermining factor to teacher motivation. This emphasized that management whether 

at the school, district, regional and national levels over exercise their powers in 

supervising and managing teachers. Instead of management being moderate and 

sympathetic in their dealings with teachers, they become harsh. This did not only 

infuriate but demoralizes teachers to be retained in rural areas of the district. The 

findings confirmed Ayeni (2005) cited in Adelabu (2005) findings that the autocratic 

way some educational authorities related with teachers left much to be desired. 
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The study confirmed Mulkeen (2010) study that parents support to teachers welfare 

and to improve school facilities was low in rural schools. 

The last challenge attested by respondents was politicization of the teaching 

profession. 60.7% and 21.3% of respondents noted that politicization of the teaching 

profession had very strong and strong debilitating effect on teacher motivation. Only 

6.6%, 4.1 % and 7.4% of respondents endorsed that politicization of the teaching 

profession had fair, weak and very weak negative effect on the motivation of teachers 

respectively. The 60.7% and 21.3% respondents who affirmed the politicization of the 

teaching profession as very strong and strong challenge was an indication that it 

undermine teachers' motivation efforts. A headmaster in an interview said: 

"the ruling government of the day has influence or determine who becomes a 

District Director, Regional Director or the Director General of education. 

Hence these appointees come and dance to the rhythm of the music of the 

politicians. The frequent changes in educational policies by successive 

governments, is a challenge for teachers' as key implementers of such 

reforms. The concerns, demonstrations or strikes of teachers are often tagged 

either against the government or opposition. Even postings and transfers of 

teachers are all influenced by politicians" (Interview, 19th February, 2016) 

The narration revealed that education authorities and teachers kowtowed to the 

dictates of political heads. Therefore, educational authorities were not independent in 

implementing educational policies and reforms such as posting, transfer, payment of 

allowances for teachers and approval of study leave. All these were under the political 

control and teachers and education management bowed to the authority and control of 

the politicians even when not in the interest of the teachers, education management 

and Ghana at large. 
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The study upheld World Bank (2007) study that even transfers in Ghana Education 

Service were under political influence and making education authorities not 

independent. The next chapter focused on summary, conclusion and recommendation. 
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CHAPTER FIVE 

SUMMARY, CONCLUSION AND RECOMMENDATION 

5.1 Introduction 
This chapter presents a summary of key findings, the conclusion and 

recommendations. The research was on teacher motivational strategies for retention in 

the rural JHSs in the Jirapa district of the Upper West Region of Ghana. Therefore, 

the study focused on teacher motivational strategies for retention, factors affecting 

teacher motivation in rural areas, outcomes of teacher motivation and lastly, 

challenges of teacher motivational strategies in the JHSs of rural areas in the district. 

The study found that successive governments in Ghana strived to provide 

motivational packages for teachers. The study leave with pay and provision of 

teachers' accommodation had been some of the flagship interventions but the lack of 

targeting, enforcement and adequacy of these packages for rural teachers failed to 

retain trained teachers in rural JHSs in the Jirapa district. 

Literature was reviewed on teacher motivational strategies for retention, factors 

affecting teacher motivation in rural areas, outcomes of teacher motivation and 

challenges of teacher motivational strategies in the JHSs of rural areas in the district. 

The review revealed that the trained teacher retention challenge in rural areas was not 

only prominent in rural areas of Ghana but in Mexico, South Africa and Malaysia. 

The study adopted cross sectional design though for quantitative approach was 

complemented with qualitative approach in the study to limit the weaknesses of each 

of these approaches. The study used simple random and cluster sampling techniques 

under the probability sampling and purposive sampling method under the non- 

probability sampling. 
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in the rural JHSs in the Jirapa district. 

Questionnaires were used for quantitative data whilst semi-structured interview 

schedules were used to solicit the qualitative data. The quantitative data was analyzed 

using Statistical Product for Service Solution (SPSS) into descriptive statistics such as 

frequencies and percentages. The qualitative data including pictures were used to 

support the quantitative findings. 

The study drew its theoretical foundation from the Maslow's Hierarchy of Needs 

Theory and Alderfer's Existence, Relatedness and Growth Theory. The study applied 

these theories to identify and examine the motivational strategies for teacher retention 

5.2 Major Findings 

5.2.1 Teacher Motivational Strategies for Retention 
The study revealed that recruitment of rural teachers from rural areas had weak 

motivational strength for teacher retention in the JHSs of the rural areas in the district. 

This, the teacher respondents said was due to relatives overly relying on native 

teachers, rural communities' natives not having the requisite qualification to be 

recruited to teach in their communities and native teachers would be required to 

attend to social events which often conflicted with the instructional hours of their 

schools. 

One motivational strategy that received overwhelming support from the teacher 

respondents was enhancement in study leave and sponsorship programmes. 70.5% of 

teachers indicated that it was very strong and 17.2% agreed that it was strong to 

motivate them to be retained in rural areas. It was rather unfortunate that the Jirapa 

district Assembly said they would no more give total sponsorship to teacher trainees 

but rather to the nurse trainees. 
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Another motivational strategy respondents were enthused with was improvement in 

social amenities. 71.3% and 18% of respondents attested that the strategy was very 

strong and strong respectively to retain them in rural areas. The social amenities such 

as electricity, tertiary institutions, health facilities, improved transportation, market 

centers and internet facilities were seen as important and when extended to rural areas 

would attract and retain teachers in these areas. 

Also, enhancement of teachers' accommodation was one of the motivational 

strategies fundamental in getting teachers to stay in rural JHSs' communities. Decent 

teachers' accommodations got teachers to stay in rural communities such as Sabuli 

which gave the teachers shorter time to reach their schools to use instructional time 

judiciously. Therefore, they channeled the time they would have spent on commuting 

into lessons delivery, which improved performance and fostered collaboration with 

the community. 

To add to, enhancement of salaries linked with qualification was one of the strategies 

with 58.2% and 28.7% of trained teachers endorsing it as very strong and strong 

respectively for teacher retention in rural areas of the district. Therefore, the teachers 

advocated for rural allowance to be paid through Controller and Accountant General 

Department to motivate them to be retained in rural areas of the district. Unfortunately 

it was revealed that GES has no salary scale for Master's Degree and the highest 

academic qualification with salary scale was a first degree for which subsequent 

promotions were based on long service. However, there was no respondent with 

Master's Degree qualification as those with such qualifications quit the service for 

greener pastures. 
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did not want to be retained in the rural schools. 

5.2.2 Factors Affecting Teacher Motivation. 
The study revealed poor social amenities to be one of the factors affecting teacher 

motivation in rural areas in the district. Therefore, 66.4% and 23% of respondents 

confirmed that poor social amenities had very strong and strong debilitating effect on 

their motivation respectively. The inadequate or poor social amenities in rural 

communities of the district made these areas unattractive and hence trained teachers 

Also, the deplorable nature of rural accommodations for teachers like what was 

shown in plate 4.6 had significant de-motivation on retention of teachers in rural 

areas. 63.9% and 25.4% of respondents believed that poor and inadequate 

accommodation was very strong and strong de-motivator for teacher retention in rural 

areas. 

Another de-motivating factor was the poor further training and promotion 

opportunities for rural teachers. They had difficulty in upgrading their knowledge and 

skills because there was lack of tertiary institutions in those rural areas of the Jirapa 

district. This was further compounded by the lack of enforcement of the two year 

policy for rural teachers to qualify for promotion and study leave perpetuating 

injustice on the rural teachers. 

Inadequate job opportunities was one factor that negatively affected teacher 

motivation for retention in rural areas of the district. 48% and 32% of respondents 

attested that this factor was very strong and strong respectively in demoralizing 

teachers to be retained in rural areas. This was because aside farming, job 

opportunities for teachers and their family members were scarce in rural areas of the 

district making it difficult for the teachers to meet their families' expenditure. 
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areas of the Jirapa district, 63.9% of the trained teachers had taught in their most 

Poor community support was another factor affecting teacher motivation in rural of 

the district. This was found to be caused by parents' poverty, illiteracy and ignorance 

of the significance of education in shaping the future of their wards. Also, the poor 

community support to the schools was also due to weak relationship between the 

communities and the teachers emanating from teachers' own poor attitude to work 

such as absenteeism, lateness and early departure from school. 

The study revealed that as a result these factors affecting teacher motivation in rural 

recent rural schools in the district less than three years as they were often lobbying to 

be transferred to schools in Jirapa town. Similarly, majority of the trained teachers 

representing 39.3% and 44.3% disagreed and strongly disagreed respectively to 

remain to teach in rural schools in the district. Those depicted the unwillingness of 

trained teachers to accept po stings to rural schools and be retained in the schools. 

Also, the factors affecting teacher motivation in rural areas of the Jirapa district 

compelled the teachers to stay elsewhere and commuted daily to the schools rather 

than staying in the communities they teach. Therefore, 26.2% and 46.7% of trained 

teachers in JHSs of rural areas in the Jirapa district commuted 5-7 kilometers and 

above 7 kilometers distances respectively on a daily basis from either Jirapa town, 

Ullo or Han to their respective rural schools. 

5.2.3 Outcomes of Teacher Motivation 
The study revealed that motivation enhanced attraction and retention of teachers in 

rural areas. Motivation ensured efficient allocation of teachers to rural areas since 

teachers would voluntarily compete for rural teaching vacancies and willing to stay in 

the communities they teach for the return of attractive incentives. 
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Moreover, the study revealed that fostered collaboration among teachers, education 

Another outcome the study revealed was that motivation soared up performance. 

Once teachers were motivated, their needs were satisfied and they became committed 

to their work which increased performance. 

Also, the findings revealed that motivation reduced teacher absenteeism. When the 

needs of teachers were met, they were enthused to be regular in school as an 

appreciation for the motivation honour done them. 

management and parents was one of the outcomes of motivation of teachers in rural 

areas. It was explained that when the needs of teachers were met, they became 

satisfied and cooperated when relating with their colleagues teachers, education 

authorities and the community people. Hence, 47.5% and 36.9% of respondents chose 

that motivation was very strong and strong respectively to foster collaboration. 

5.2.4 Challenges of Motivational Strategies 
Inadequate funds was one of the challenges to teacher motivation attested by 

respondents. Government subvention to the Jirapa Education Directorate though 

inadequate hardly come in each year. The District Assembly common fund inflow 

was erratic and the Jirapa assembly internal generated funds were very week. These 

thwarted the capacities of the District Assembly and the District Education 

Directorate to collaborate to pay allowances due teachers and organize the district best 

teacher award for which over ten years it had not been organized. 

Also, corruption was one of the challenges to teacher motivation. It diverted resources 

to wrongful hands which made it difficult to motivate teachers to be retained in rural 

areas of the district. 
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Moreover, inadequate awareness among teachers on their own condition of service 

was one of the challenges to teacher motivation. 39.3% and 34.4% of respondents as 

the majority indicated that the challenge was very strong and strong respectively in 

impeding motivation of rural teachers. This affirmed that many of the teacher 

respondents did not know what benefits they were entitled to in the profession. 

Furthermore, politicization of the teaching profession was one of the banes on the 

motivation of teachers. Politicians made educational reforms as a political game, 

suffocated resources for motivation of teachers in rural areas and controlled education 

authorities of what to do which undermined the autonomy of education officials and 

retention of teachers in rural areas. 

5.3 Conclusion 
It is worth to conclude that motivation is very important to ensuring retention of 

trained teachers in JHSs of rural areas in the Jirapa district. This would not only 

guarantee the right to education for the rural children but contributed to the 

achievement of the Free Compulsory Universal Basic Education (FCUBE) and the 

Education for All goals. 

A thorough analysis of the motivational strategies revealed that the extrinsic 

motivational strategies had stronger inducement on teacher retention in rural areas of 

the district than the intrinsic motivational strategies. Therefore, it behoves government 

to develop, implement and enforce adequate extrinsic motivational policies that 

targeted retention of teachers in rural areas. Otherwise, the achievement of the right to 

education, Education for All and Free Compulsory Universal Basic Education for 

rural folks would be a mirage. 

Teachers who were teaching in rural areas of the district were not willing to be 

retained in the rural schools without any form of motivation. They would find every 
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reason to stay in Jirapa town or teach in the town schools if nothing was done to 

entice them to rural schools. Therefore, the poor motivation in the rural areas 

accounted for the 39.3% and 44.3% of respondents who disagreed and strongly 

disagreed respectively to remain to teach in rural schools in the district compared with 

only 2.5% and 13.9% of the respondents who strongly agreed and agreed respectively 

to be retained in rural schools. Similarly, the poor motivation was the basis for the 

26.2% and 46.7% of teachers commuting 5-7 kilometers and above 7 kilometers 

distances respectively from Jirapa town or other communities to the schools they were 

teaching in rural areas of the district since they were staying outside the communities 

they teach. 

The study supported Alderfer's Existence, Relatedness and Growth theory proposition 

that needs are pursued simultaneously. The teacher respondents deemed the 

motivational strategies, factors affecting teacher motivation, outcomes of teacher 

motivation and challenges of the motivational strategies as all simultaneously 

important rather than the hierarchical order Maslow's Hierarchy of Needs Theory 

espouse. Therefore, the study contradicted Maslow' Hierarchy of Needs Theory 

stance where needs of rural teachers are to be achieved in a linear form only, termed 

as satisfaction-progression assumption (Crooks 1997). Therefore, the study advocated 

for the modification of Maslow' Hierarchy of Needs Theory. 

In conclusion, retaining trained teachers in rural areas required right targeting of 

strategies, enforcement and adequate motivational packages and policies. Thus, the 

lack of targeting, enforcement and adequacy of motivational strategies resulted in 

teacher motivation for retention in JHSs of rural areas in the Jirapa district to 'remain 

in a chronic state of decline" (GCE, 2005:1 as cited in Bennell and Akyeampong 

2007). 
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This study called for further research on the unintended outcomes of teacher 

motivation. Further comparative studies could be done on teacher motivation between 

rural teachers and urban teachers in the district. 

5.4 Recommendation 
a. Government and educational management should not recruit rural teachers from 

rural areas or post teachers back to their hometowns in rural areas in the Jirapa district 

on a basis of teacher retention unless that is requested by the said teachers. This is 

because empirical evidence of this study did not support the strategy in rural areas in 

the Jirapa district. 

h. There is the need for government, NGOs and philanthropist to support vigorous 

expansion and extension of social amenities to rural communities to make rural 

schools competitive for teachers to be retained. Therefore, the rural electrification, 

CHPS policies and other social amenities projects should be vigorously pursued. 

c. Also, there is the need for government to implement policy in rural areas that 

building of any three unit classroom block should come with teachers' 

accommodation connected with electricity and water. This is because teachers need to 

stay in those communities and teach the children in such new classrooms. 

d. Government should properly target, enforce and increase motivational packages for 

rural teachers so that the benefits reach the deserving beneficiaries and be significant 

enough to outweigh the advantages of teaching in town schools. The two year period 

for rural teachers to qualify for study leave and promotion should be adhered to. 

e. There is urgent need for regular and timely allocation of the District Assembly 

Common Fund and subvention to the Ditrict Education Directorate. These will make 

funding available to organize the district best teacher award and for payments of 
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allowances due teachers in their condition of service, in-service training and fuel 

allowance for circuit supervisors. 

f. Government has to institute and implement rural teachers' allowance which should 

be paid through Controller and Accountant General Department to attract and retain 

teachers in rural areas of the district. This will compensate for the hardships rural 

teachers go through. 

g. GES should create a salary scale for Masters' Degree within its salary structure. 

This will help retain teachers who gained skills for pursuing such higher qualification. 

h. Government and teacher unions in collaboration with education authorities should 

sensitize teachers on their conditions of service, and politicians to eschew politics in 

education. 

i. Rural communities should be willing to establish and expand farms for schools in 

their localities where income from these farms could be used to provide motivation 

for the teachers. Similarly, rural communities that have JHSs in the district should 

raise the PTA levies from the GhCll to GhClIO.OO per year and ensure that parents are 

sensitized to pay, particularly during the harvesting season when they could contribute 

the equivalent amount of farm produce and use that to entice and retain teachers in 

rural communities in the Jirapa district. 
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APPENDIX 

QUESTIONNAIRES FOR CLASSROOM TRAINED TEACHERS 
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My name is Susan Libanus, a student of University for Development Studies, 

pursuing a Masters (Mphil) Degree in Social Administration. I am undertaking an 

academic research on: "Motivational Strategies for Teacher Retention in the Rural 

Junior High Schools in the Jirapa District of the Upper West Region of Ghana". 

I would be very grateful if you could respond to these questionnaires. Accuracy of 

your response and cooperation is very important to collect relevant data. The 

responses provided will be strictly confidential, anonymous and purely for this 

academic purposes but nothing else. 

Thanks for your kind cooperation. 

A: DEMOGRAPHIC CHARACTERISTICS. (I'ick the right option or fill the right 

answer in the spaces provided) 

1. Sex: Male [1] Female [2] 

2. Age: 20-25yrs [1] 26-30 [2] 31-35 [3] 36-40yrs [4] Above 40yrs [5] 

3. Marital Status: Married [1] Divorced [2] Single [3]. 

5. Years of work in GES: 

Less than 3years [1] 3-5years [2] 6-8 years [3] Above 9 years [4] 

6. Years in this School: Less than 3years [1] 3-5years [2] 6-8 years [3] Above 9 

years [4] 

7. Your highest qualification: Cert. 'A' [1] Diploma [2] Degree [3] Postgraduate [4] 
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Strongly Agree [1] Agree [2] Disagree [3] Strongly Disagree [4] 

9. Explain . 

10. lam still motivated to be a teacher. 

B: MOTIVATIONAL STRATEGIES FOR TEACHER RETENTION 

Each of the statements below has four (4) options: strongly Agree, Agree, Disagree 

and Strongly Disagree. Tick ONL Y ONE that best completes each statement based on 

your own judgement. 

INTRINSIC MOTIVATION 

8. I was motivated for being a teacher. 

Strongly Agree [1] Agree [2] Disagree [3] Strongly Disagree [4] 

11. Explain . 

12. I will remain to teach in rural area? 

Strongly Agree [1] Agree [2] Disagree [3] Strongly Disagree [4] 

13. Explain . 

EXTRINSIC MOTIVATION 

Condition of service: promotion, training, Study leave, sponsorship, Salary and 

allowances. 

14. Giving rural teachers the minimum years to qualify to apply for promotions and 

study leave is often not enforced. 

Strongly Agree [1] Agree [2] Disagree [3] Strongly Disagree [4] 

15. Explain why . 

16. The study leave and promotion processes are not fair and transparent. 

Strongly Agree [1] Agree [2] Disagree [3] Strongly Disagree [4] 

17. Explain . 

18. District sponsorship is available and adequate for teachers and teacher trainees. 

Strongly Agree [1] Agree [2] Disagree [3] Strongly Disagree [4] 

19. Explain . 
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26. What should be done to improve upon the best teacher 

award? . 

27. GES salary scale is linked to qualifications except masters' degree. 

Strongly Agree [1] Agree [2] Disagree [3] Strongly Disagree [4] 

20. There are adequate training supports (eg. allowances for in-service training and 

distant learning and study leave for further studies, etc) in GES for rural teachers. 

Strongly Agree [1] Agree [2] Disagree [3] Strongly Disagree [4] 

21. Explain . 

22. What should be done to improve upon training support and promotions for rural 

teachers? . 

23. Training and promotion opportunities for rural teachers can retain teachers in rural 

areas. 

Strongly Agree [1] Agree [2] Disagree [3] Strongly Disagree [4] 

24. Explain . 

25. Explain some of the challenges bedeviling the best teacher award in the district 

28. I enjoy other allowances aside my salary. 

Strongly Agree [1] Agree [2] Disagree [3] Strongly Disagree [4] 

29. Government pays me about 15% of my basic salary as premium (allowance) per 

month which is consolidated in my salary for teacher retention? 

Strongly Agree [1] Agree [2] Disagree [3] Strongly Disagree [4] 

30. The 15% retention premium in my salary is attractive to retain me in rural areas. 

Strongly Agree [1] Agree [2] Disagree [3] Strongly Disagree [4] 

31. Explain . 

32. Besides this retention premium allowance, other allowances for teachers in GES 

on our condition of service: transport grant, transport and travel grant, transfer grant, 

funeral/coffin grant, vehicle maintenance allowance, leave etc are often not paid 

regularly. 

Strongly Agree [1] Agree [2] Disagree [3] Strongly Disagree [4] 

33. Explain why . 

34. Explain why rural teachers should be given improved allowances and salaries . 
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Strongly Agree [1] Agree [2] Disagree [3] Strongly Disagree [4] 

36. The distance between where I stay to the school I teach is ..... 

Less than 3 km [1] 3km-5km [2] 5km-7km [3] Above 7km [4] 

Teachers Accommodation, Recruiting Rural Teachers from Rural Areas 

35. Accommodation is a problem hence I live with my family outside the community 

I teach. 

37. If I were from the community I teach, I would have been attracted to stay and 

teach there. 

Strongly Agree [1] Agree [2] Disagree [3] Strongly Disagree [4] 

38. I will want to teach in the district I come from, but not my own home town. 

Strongly Agree [1] Agree [2] Disagree [3] Strongly Disagree [4] 

39. Explain . 

40. How can enhance accommodation for rural teachers attract and retain teachers in 

rural areas? . 

41. What are the challenges involve in teachers' accommodation in rural 

areas? . 

42. Explain how communities can support in developing schools in rural areas to 

retain teachers . 

43. How can NGOs and the Jirapa district assembly contribute to motivate teachers to 

be retained in rural areas? . 

44. Explain how the presence of social amenities will motivate teachers to be retained 

to teach in this rural area . 
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strategy for retention in rural areas of the district. 

From table: 1 choose ONLY ONE option by ticking your level of motivation of each 

Table: IMotivational Strategies for Teacher Retention in Rural Areas of the 
district. 
Motivational strategies Teacher retention 

Very Strong Fair Weak Very 
strong weak 

INTRINSIC MOTIVATION 
45. Enhancement in occupational recognition 
and status 
46. Promoting passion for imparting knowledge 
47. Enhancement in job security 
EXTRINSIC MOTIVATION 
48. Enhancement In salaries linked with 
qualification 
49.Enhancement in study leave and sponsorship 
programmes 
50. Improvement in further training and 
promotion 
51. Enhancement in teachers' accommodation 
52. Recruitment of rural teachers from rural 
areas 
53. Enhancement in community participation in 
school management 
54. Improvement in social amenities 

Please ifthere are others, explain them . 
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s. 113 
C: From table: 2, choose ONLY ONE option by ticking either Very strong (l), 

Strong (2), Fair(3), Weak(4) or Very weak(5) in the boxes to indicate your level of 

de-motivation and explain ON THE DOTTED LINES how each factor affects your 

motivation for retention in rural areas. 

Table: 2 Factors Affecting Motivation for Teacher Retention in Rural Areas of 

the district 

Factors Affecting Teachers Motivation in Rural Areas Teacher 
retention 
1 12 13 14 15 

55. Poor occupational status 1 1 1 1 
56. Explain ....................................................................................... 

57. Poor working and living condition 1 1 1 1 
58. Explain ...................................................................................... 

59. Poor further training and promotion opportunities I I I I 
60. Explain ....................................................................................... 

61. Poor and inadequate accommodation 1 1 1 1 
62. Explain ...................................................................................... 

63. Inadequate job opportunities 1 1 1 1 
64. Explain ...................................................................................... 

65. Poor community participation in school management 1 1 1 1 
66. Explain ....................................................................................... 

67. Poor social amenities I I I I 
68. Explain ....................................................................................... 

Please if there are others, kindly explain them . 
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D: From table:3, choose ONLY ONE option by ticking either Very strong (1), Strong 

(2) Uncertain(3), Weak (4) or Very Weak (5) in the boxes to indicate outcomes of 

teacher Motivation and explain ON THE DOTTED LINES how each is a benefit of 

teacher motivation. 

Table: 3 Outcomes of Teacher Motivational strategies in Rural Areas of the 
District 

Outcomes of Teachers Motivational in Rural Areas Teacher 
retention 

I I I I 
69. Enhanced attraction and retention of teachers I I I I 
70. Explain .......................................................................... 

71. Improved Performance I I I I 
72. Explain .......................................................................... 

73. Reduced teachers' absenteeism I I I I 
74. Explain .......................................................................... 

75. Reduced teachers' strike I I I I 
76. Explain .......................................................................... 

77. Fostered collaboration among teachers, management I I I I 
and parents 
78. Explain .......................................................................... 

Please ifthere are others kindly explain them . 
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E: From table:4, choose ONLY ONE option by ticking either Very strong (1), Strong (2), 

Fair (3), Weak (4) or Very Weak (5) in the boxes to indicate the challenges of teacher 

motivational strategies and explain ON THE DOTTED LINES how each is a challenge. 

Table: 4 Challenges of Teacher Motivational Strategies in Rural Areas of the 
District 

Challenges of Teacher Motivation in Rural Areas Teacher 
retention 

79. Inadequate funds 
80. Explain ............................................................................ 

81. Inadequate awareness among teachers on their 
condition of service 
82. Explain ............................................................................ 

83. Corruption 
84. Explain ............................................................................ 

85. Exercise of excessive powers by management 
86. Explain ............................................................................ 

87. Insufficient support from parents and public 
88. Explain .......................................................................... 

89. Politicization of the teaching profession 

90. Explain .......................................................................... 

Please if there are others kindly explain them . 

163 

www.udsspace.uds.edu.gh 

 

 

 

 



6. How does community participation in school management in rural areas promote 

retention of teachers in rural areas? 

7. Explain how further training and promotion opportunities for rural teachers will aid 

their retention. 

8. Explain why allowances should be given to teachers in rural areas? 

9. Explain the adequacy or otherwise of accommodation in rural schools of the district 

for teachers. 

10. How can adequate accommodation for teachers in rural areas make teachers to be 

retained in rural areas? 

Factors Affecting Teacher Motivation in Rural Areas 

11. What are the factors affecting teacher motivation for retention in rural areas of the 

district?(Probe for the explanation of each factor). 

12. What are the problems in the provision of teachers , accommodation in rural areas? 

13. What other reasons account for teachers not wanting to be posted or retained in 

rural areas? 

INTERVIEW GUIDE FOR JIRAPA DISTRICT DIRECTOR OF EDUCATION 

Motivational Strategies for teacher retention in rural areas of the district 

1. What motivational opportunities exist for teachers teaching in rural areas of the 

district? (Probe for the identification more and explanation of each). 

2. Explain how adequate or otherwise these opportunities are for rural teachers. 

3. How can the status and recognition of teachers in rural areas be enhanced? 

4. How can improvement in social amenities in rural areas help retain teachers in rural 

areas? 

5. Explain how recruitment of rural teachers from rural areas retains teachers or 

otherwise in rural areas. 
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Outcomes of Motivation in Rural Areas 

14. Explain the benefits of teacher motivation in rural areas of the district. 

(Probe for the identification and explanation of each benefit). 

Challenges of Teacher Motivation in Rural Areas 

15. Explain the challenges education management encounter in an effort to motivate 

teachers in rural areas of the district. 

16. Explain the challenges PT AI SMCI rural communities encounter in an effort to 

motivate teachers in rural areas of the district. 

17. Explain the challenges NGOs in education and the Jirapa district assembly 

encounter in pursuit of motivating rural teachers. 

18. In what ways do politicians pressurize you in the course of your duty? 

19. In what ways do budget constrains affect your capacity to adequately motivate 

teachers in rural areas for retention? 

20.What are the other challenges of teacher motivational strategies? 

21. How can each of these challenges be addressed? 
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INTERVIEW GUIDE FOR THE DEPUTY COORDINATING DIRECTOR 

Motivational Strategies for teacher retention in rural areas of the district 

1. What motivational opportunities does the Jirapa District Assembly give to teachers 

teaching in rural areas of the district? (Probe for the identification and explanation of 

each). 

2. Explain how adequate or otherwise these opportunities are for rural teachers. 

3. Explain the adequacy or otherwise of accommodation for teachers in rural schools 

of the district. 

4. How can improvement of social amenities in rural areas help retain teacher in rural 

areas? 

5. Explain how recruitment of rural teachers from rural areas help retain teachers or 

otherwise in rural areas. 

6. How does community participation in school management promote retention of 

teachers in rural areas? 

7. Explain how sponsorship and study leave aid retention of teachers or otherwise in 

rural areas. 

8. Explain how allowances for teachers in rural areas retain teachers in these rural 

9. Explain how available and accessible these opportunities are for rural teachers. 

10. Explain the adequacy or otherwise of accommodation in rural schools of the 

district for teachers. 

11. How does accommodation for teachers in rural areas make teachers to be retained 

JHSs. 

in rural areas? 
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Factors Affecting Teacher Motivation in Rural Areas 

12. What are the factors affecting teacher motivation for retention in rural areas of the 

district?(Probe for the explanation of each benefit). 

13. What are the problems in the provision of teacher accommodation in rural areas? 

14. What other reasons account for teachers not wanting to be posted or retained in 

rural areas? 

Outcomes of Motivation in Rural Areas 

15. Explain the benefits of teacher motivation in rural areas 

(Probe for the explanation of each benefit). 

Challenges of Teacher Motivation in Rural Areas 

16. Explain the challenges education management encounter in an effort to motivate 

teachers in rural areas of the district. 

17. Explain the challenges PT AI SMCI rural communities encounter in an effort to 

motivate teachers in rural areas of the district. 

18. Explain the challenges the Jirapa district assembly encounter in pursuit of 

motivating rural teachers. 

19. In what ways do politicians pressurize you in the course of your duty? 

20. In what ways do budget constrains affect the education management to adequately 

motivate teachers in rural areas for retention? 

21. How can each of these challenges be addressed? 
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-------------- .....•••••• 
INTERVIEW GUIDE FOR HEADMATERS OR HEADMISTRESSES 

1. Name of school. . 

Motivational Strategies for teacher retention in rural areas of the district 

2. What motivational opportunities exist for teachers teaching in rural JHSs? (Probe 

for the identification and explanation of each). 

3. Explain how adequate or otherwise these opportunities are for rural teachers. 

4. Explain the adequacy or otherwise of accommodation for teachers in your school 

and other rural schools in the district. 

5. How can accommodation for teachers in rural schools retain them in rural areas? 

6. How can improvement in social amenities in rural areas help retain teachers in rural 

areas? 
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7. Explain how recruitment of rural teachers from rural areas helps retain teachers or 

otherwise in rural areas. 

8. How does community participation in school management in rural areas promote 

retention of teachers or otherwise in rural areas? 

9. Explain how study leave and promotion opportunities for rural teachers aid teacher 

retention or otherwise in rural areas. 

10. Explain how allowances for teachers in rural areas aid their retention or otherwise 

in rural schools. 

Factors Affecting Teacher Motivation in Rural Areas 

11. What are the factors affecting teacher motivation for retention in rural areas of the 

distric?(Probe for more factors and the explanation of each factor). 

12. What are the challenges in the provision of teacher accommodation in rural areas? 

13. What reasons account for teachers not wanting to be posted or retained in rural 

areas? 
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Outcomes of Motivation in Rural Areas 

14. Explain the benefits of teacher motivation for retention in rural areas 

(Probe for more benefits and the explanation of each benefit). 

Challenges of Teacher Motivation in Rural Areas 

15. Explain the challenges education management encounter in an effort to motivate 

teachers in rural areas of the district. 

16. Explain the challenges PT AI SMCI the community encounter in an effort to 

motivate teachers in rural areas of the district. 

17. Explain the challenges do education management and the Jirapa district assembly 

encounter in an effort to motivate rural teachers. 

18. In what ways do budget constrains affect the effort to motivate your staff for 

retention? 

19. How can each of these challenges be addressed? 
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INTERVIEW GUIDE FOR CIRCUIT SUPERVISORS 

1. Name of the circuit. . 

Motivational Strategies for Teacher Retention in rural areas of the District 

2. What motivational opportunities exist for teachers teaching in rural areas of the 

district? (Probe for the identification and explanation of each). 

3. Explain how adequate or otherwise these opportunities are for rural teachers. 

4. Explain how recruiting teachers from rural areas will retain teachers in rural 

areas of the district (Probe for strengths and weaknesses of the strategy). 

5. Explain how allowances for teachers in rural area will retain teachers in rural areas. 

6. What other motivational strategies should be offered to rural teachers to retain them 

in rural areas? (Probe for more strategies, strengths and weaknesses of each strategy) 

Factors Affecting Teacher Motivation in Rural Areas 

7. What are the factors affecting teacher motivation for retention in rural areas of the 

district? (Probe for more factors and how each factor affects rural teachers' 

motivation) 

Outcomes of Motivation in Rural Areas 

8. What are the benefits of teacher motivation in rural areas of the district? (Probe for 

the explanation of each benefit). 

Challenges of Teacher Motivation in Rural Areas 

9. Explain the challenges of teacher motivational strategies in rural areas of the 

district (Probe for more challenges and the explanation of each challenge) 

10. How can each of these challenges be addressed? 
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------------------ ......•••• 

INTERVIEW GUIDE FOR THE REGIONAL EDUCATION OFFICER 

Outcomes of Teacher Motivation 

6. What are the benefits of teacher motivation in rural areas of the district? 

(Probe to identify more outcomes and for the explanation of each outcome). 

Challenges of teacher motivation 

7. What are the challenges to teacher motivational strategies in rural areas of the 

district? (Probe to identify more challenges and discuss each challenge). 

8. In what ways do politicians pressurize the Regional Education Directorate in the 

course of your duty? 

9. How can each of these challenges be addressed? 

10. Discuss any relevant emerging issue 

(Summarize issues that address the study objectives). 
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Motivational Strategies for Teacher Retention in rural areas of the District 

1. What are the teacher motivational strategies for retention in rural areas of the 

district? (Probe to identify more strategies, strengths and weaknesses of each strategy) 

2. What other motivational strategies should be offered to rural teachers to retain them 

in rural areas? (Probe for more strategies, strengths and weaknesses of each strategy). 

3. How does the Regional Education Office use the study leave and promotion to 

retain teachers in rural areas? 

Factors Affecting Teacher Motivation in Rural Areas 

4. What factors are in rural areas of the district that affect teacher retention? 

(Probe for more factors and discuss how each affects retention of teachers in rural 

areas). 

5. Why is it difficult for the Regional Education Office to grant study leave to all 

applicants who teach in rural areas? 
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-------------- ....•••••• 
INTERVIEW GUIDE FOR NGOS INTO EDUCATION IN THE DISTRICT 

Name ofNGO . 

Motivational Strategies for Teacher Retention in rural areas of the District 

1. What are the teacher motivational strategies for retention in rural areas of the 

district? 

(Probe to identify more strategies, strengths and weaknesses of each strategy). 

Factors Affecting Teacher Motivation in Rural Areas 

2. What factors are the factors that affect teacher retention in rural areas of the 

district? (Probe for more factors and discuss how each affects retention of teachers in 

rural areas). 

Outcomes of Teacher Motivation 

3. What are the benefits of teacher motivational strategies in rural areas of the district? 

(Probe to identify more outcomes and for the explanation of each outcome). 

Challenges of teacher motivation 

4. What are the challenges of motivational strategies for retention in rural areas of the 

district? (Probe to identify more challenges and discuss each challenge of teacher 

motivation in rural areas) 

5. How can each of these challenges be addressed? 

6. Discuss any relevant emerging issue. 

(Summarize issues that address the study objectives) 
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UNIVERSITY FOR OEVClOPMENT STUDIES 
facultv of Jntegr.lted C. velopmenr SUldi(,s 
{Graduate Pr08r;)mm«':.. Office. GPO.I'II)Sl 

reH)392093S11 
1'.0 Bo~ 5'0 
WilC"mpus 

24'" NOIIC;'I'lber, lOIS 

TO WHOM IT MAY CONCERN 
DCZIr $ir/Mad'tlll, 

lcrTlR Of ItJTROOUCTION - SUSAN I tPANUS 

ih. ,·t,n\,; m~:I'k'ned lidlf)O.l~ a second vear, Ma$lt.!1 of PllfloSOphV in SoCIal ;\drnHllstl.ltlOfl, 
~tudt'H ot thl' UOlvNSlty for DNduprri(,IH Studl('~. Graduate School, wilh \!Jdent 
;d(."nt.(iC<lliofi number UOS/MSA/OO98/14, 

11(.· "currcr,lIv writmg lus thesrs onlhe tOPIC MMoUv:ltf('n to, tc'}(ncr retentlOll In the JUnll)r 
Hit;h S'hoo!~ 01 th& nm,1 Jrt'as in the Jltapa District of I,l(' Uppet West Re8lon ot Gllao3" ~t1d 
thl.'fl"ore net>ds your aSSlstanc~ to enabll~ nlm acquire Ihe nt>Cf."s~ry infomla"on (or hI!> 
thesIS. " 

• 
I am offiually lntroducine him to vour organization to proWde !t.m WIth the nece£>ary 
info'matloll dnd a~si5t""C iliac he might need . 

T COonl vcry much on VOOfCOOperatJon Md undc..;;t.anding in thIs regard. 
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10'" febfUary, 20J6. 

GHANA EDUCATION SERVICE 
fft(v-t.t' n/r4'lflyr;.,. 

_'_""'01_ 
U'fUy ~~_'q~c:a. 

IJ/\1J/1( tuntcvua« m ;'H • 
P,Ooo>: 14, 

I'RAPA, II1'P(U-I"-( ~T Itf(;ION 

Tn OJ'llr91013 

~.jlt"'''''1 @I ,,, •• It <0'" 

PERMiSSION TO UNDERTAKE AN ACADEMIC RESEARCIj 
SUSAN UBANUS 

Reterence your letter dated 301.1' July, 2m.s on the above subject, I wish to mforrn 
you that permission is granted to enable you undertake 01'1 academic researcn III 
the Jtrapa District Educ.ation Directorate. 

By copy of this letter all !>tilff are requested to provide you with the necessarv 
support to make tfllS exercise a success 

- - 7' -- __ ~IT"'..;,,..... .•. ,:.. "- 

DOMINICA OASSAH 
DISTRICT "I RECTOR Of EDUCATION 

JIRAPA, UW/R 

J 

MR. SUSAN LIBANUS 
C/O MR. JAMES DASAH 
P. O. BOX 477 
WA,UW/R V " 
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