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Abstract

The Ghana Education Service (GES) as an organizases its study leave with pay policy which hasrbat
the easy disposal of teachers since independenGhafa as a means of up grading its staff. Thikyolas
very flexible until the year 2000 when some resisits were placed on the accessibility of the fgcilThis
study therefore set to find out the prospects amallenges of the study leave with pay facility witfe
restrictions the GES has placed on the facilitye Tata was gathered from teachers and administratahe
Bolgatanga Municipality. This study consisted afjwantitative survey followed by semi-structured lgatve
individual interviews. Theoretical and practicssiies of this type of research have been presatiad with
the research design, data collection and analystedures, and ethical considerations. The studydmut that
majority of teachers have benefited from the facilHowever the study leave with pay facility wafficult to
access because of subject areas restrictions &ed administrative problems. The study concluded thany
teachers have accessed the scheme by way of mehéngriteria for selection. However the criteritor
selection is accompanied by cumbersome process.GHama Education Service should ensure that tigere i
equality for all GES approved courses, monitor fieiies to ensure that they return to the classrafter
studies, support teachers financially through DistalLearning Programme were some of the recommiendat
of the study.
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Introduction

The importance of a teacher, and particularlyell motivated and psyched up one; for the success of education
delivery, and indeed the success of our questdtiomal progress through human resource developozamtot
be overstated. This is rightly supported by theorepf the Eleventh Conference of Common Wealthdation
Ministers at Barbados in 1990 and as indicatechbyGommon Wealth Secretariat, (1993) that “oftel factors
that influence qualitative improvement of educatitime quality, competence and character of teachess
undoubtedly the most significant”. The Common Weebecretariat (1993) argued that “if a teacherads n
competent or qualified or does not have the pasitititudes towards the children or does not hénee t
appropriate skills to handle the curriculum in terof instructional methodology, all inputs in thieassroom
could be wasted”.

The Ghana Education Reform Review Committee (2004heir report to the government agreed that “the
quality of human capital of any nation depends uploa quality of education it offers and the qualdfy
education given is also determined by the qualiteachers who teach in the schodii.the teaching profession
in Ghana, the Ghana Education Service (GES) hagded training and development as very importargllin
levels; from basic level through to the tertiaryde Apart from the initial training that teachemdergo at the
post-secondary and at the tertiary level, the GifiSee the need for regular training and develeptrio update
its staff with new ideas in methods of teaching aed concepts that are relevant in the classroork end for
the Ghana Education Service in general. This widluge that every teacher in the Service is indtiitehave the
capacity to fit into the changing reforms in then&ee. Indeed, teachers are able to perform their work wel
when they have the requisite skills. This makestkatisfied with their work performance and willitggremain
in it. It also served as a motivation to have aparfunity to regularly upgrade one’s knowledge nalgde one
climb the career ladder in the Ghana Educationi&anfThe only means in the Ghana Education Seivce
which teachers can have this opportunity is thetgng of the study leaverith andwithout pay which is the
focus of the study.

THEORITICAL ISSUES

The Concept of Training and Development

Through continuous training and development off stafjanizations can be empowered to face the exgédls of
competition, globalization and technological adwvanent. It is in this direction that Simmonds (2Q0ates
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that, training; development and change are mutuldjyendent. It is therefore due to these reasarthdobasic
survival of the organizations that Human resouregetbpment plays an important role in their scheshe
operations. Training is a process of exposing eygas to specific knowledge and skills in ordeertable them
to perform specific jobs/tasks. According to Pirgion and Edward (2000: 184-185), “training is irted to
help an organization to achieve its mission andnass goals”. In other words, training is any léagractivity
which is directed towards the acquisition of spedifnowledge, skills, and attitudes necessary farcessful
performance in an occupation or task. The traimiegds of employees are always evident in their wotkut.
Such employees need to learn new skills, and $hw&ie motivation is likely to be high, they can aéequainted
relatively easily with the skills and behaviors egfed in their new position (Stoner and FreemaB9)19it is
asserted that training is also seen as a manageimainthat emphasized the development of a skil an
knowledge or attitude for specific purpose, linkedthe goals of an organization (Mayo 1924-1938ciin
Denzin, 1987). Adu (1967) contended that trainiegaiform of instruction designed to improve an caffis
capacity in his present job or to enable him tdqyer a more responsible job. Therefore, trainingplaes any
activity that is designed and performed to assistmployee to learn new ways of doing a job be#kiin a bit
to achieving organizational goals. As such, theusoof staff training is the job or task. There awe types of
training methods; on the job and off the job tnagniOn the job training is the type by which a nemployee
learns various aspect of his/her job while actupllyforming the job. Rebore (1982: 179), also rdedethat,
“most training activities take place on the job anténds to be the most effective method of tragfii These
include job instruction, apprenticeship, job raiati coaching etc. On the other hand, off the jaining is
training outside the work place/environment. Théselude lectures, simulations, workshops, role-play
conference etc (ibid) Development experts witheddht academic orientation view development froffedint
perspectives because development is seen as aptdhat cuts across academic boundaries and hameds
multidisciplinary character (Acheampong, 2006). iigka holistic view, development may be definedaas
complex relationship encompassing economic, socidtural, political (good governance, rule of land the
participation of the people in decisions affectitngir lives.) and environmental factors. Conyers &fills
(1984), observe that development as a process tsoontinuous and systematic changes which impttove
general welfare of society .Todaro (1998), undaessthe issues of life sustenance, self-esteenfraadom, in
that development is not purely an economic affabevelopment is a systematic process of educatiamping
and growing by which a person learns and applitsnmation, knowledge, skills and attitude and pptizas
(Megginson, 1972). This assertion is true becagsehers are best equipped with the requisitesskiiowledge
and attitude to impart in students to bring abcw tlesire changes in them. Harbison (1976) cited in
Acheampong (2006), broadly defines human resousgeldpment as the process of building the knowletige
skills, the working abilities, and the innate catias of all the people in a society. He furthetasthat “Human
resources .... Constitute the ultimate basis forvbalth of nations.” Capital and natural resouraespmssive
factors of production; human beings are the actigents who accumulate capital, exploits naturaues,
build social, economic and political organizatiarl carry forward national development”. Clearlycoauntry
which is unable to develop the skills and knowled§#s people and to utilize them effectively hretnational
economy will be unable to develop anything elserliitmn, 1976).The level of Human resource develoyrise
the driving force in the achievement of economigedepment of any country in the world. Many econesi
believe that the key asset that propelled theif sadtained economic growth and development istheir
physical capital but the body of knowledge amassrgled with the ability to train and equip the plapion to
use the knowledge effectively.

Staff development therefore is the growth or redi@on of a person’s ability and potentials throdlgé provision
of learning and educational experiences (Acheamp®@@6). The staff is assigned roles, given taskigher
positions, with the aim of developing him to attéie goals of the organization. It is also a predast helps
organization to grow, adapt to technological depeients, fulfils social responsibility and provide@oyees
the greater job satisfaction (Ibid p.25). In fesgnior or upper level workers are given general @mteptual
skills to enable them improve on organizationafg@nance to achieving organizational goals. Stafihing and
staff development are important because they leadcreased stability of an organization, sinceytbeeate a
reservoir of qualified employees who easily repldlsese who get transferred, retired or exited friva
organization for various reasons. Staff training a@evelopment is an important investment in hunesource,
since it increases employees’ productivity. The ugsition of new skills, knowledge and attitudes gl
employees to increase both quantity and qualiguput in their work. They also reduce work reladedidents.
This is because proper training in job skills aafet/ techniques enhances employee abilities tallbamork
related equipment carefully. Training and Blepment of staff in an organization is importaatéuse they
increase a worker’'s value to an organization arglgrepares him/her for promotion. Training andedepment
enhance job motivation and satisfaction. Dissatt&fa which leads to tardiness, absenteeism, ambver and
job restriction can be greatly reduced when empmeyare trained to experience direct job satisfacgsociated
with a sense of achievement and the knowledgetlilegtare developing their own inherent capabilitiesvork.
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Staff training and development reduce the problentich are associated with the supervision of eygso
This is because a well designed training and deweémt programme enhances employees’ abilitiesatm lrew
work methods and equipment and also helps therdjtstto changes in the context of their job.Iltdmclusive
from the above that, staff training, staff devel@mi are relevant to organizational goal attainnimdause,
they lead to reduction in work related accidenmtsréase stability of an organization, increase exg’kvalue in
an organization, enhances motivation and satisfacteduces role overload, role conflict and ratéaguity to

the attainment of organizational goals (the GhaghacBtion Service).

The Study Leave with Pay Scheme

Education has been recognized from time immemuoidlke the bedrock for national development. Manypbe
use education to enhance their prospects for piomaind self actualization. Teachers are a groupeople
who always seek to update and upgrade themselvesagth education. Access to conventional educatson i
becoming increasingly competitive and expensivenMteachers therefore rely on the study leave ik
scheme to further their education. The study lesile pay scheme policy of the GES which is the awiréhis
study is designed to meet the current demands eofothanization and to reflect the needs of the tgisn
educational needs. There is the need to train opaakfied teachers to ensure the success of theedewational
reforms that emphasized on improving the qualitytediching and learning, improving the management
efficiency of education sector and improving accesand participation in basic education. The polb the
study leave with pay is a means of motivation. edjehe National Educational Forum of 1993/4 ondational
Reforms identified among other things as the ladleachers motivation with resultant lack of conment and
to teaching. This eventually affects the effeciimplementation of the educational reforms. Contiins from
some researchers and educationists led to the #tadg¢ policy measures which are aimed at addiggdhm
large number of basic and secondary school teaettewsqualify for the facility at any given perioblyaogbe,
1993). However, due to the increasing number offtees applying for study leave and budgetary caimgs
and budget cuts by government of Ghana, the Ghdnadfion Service has streamlined the study leatte pay
scheme to make it cost effective. In the past tiheme was so flexible that many teachers were eplastudy
leave with pay. The unlimited number of teachem@ntgd study leave with pay in the past, createdmaay
vacancies in the schools. This put the service éudg strain. This called for the review of the estie to a
quota scheme to determine the total number of paedo benefit from the study leave with pay basadhe
needs of the service in relation to course of stlithe national quota for study leave with pay fergonnel of
the Ghana Education Service is 3000. The Regionalt®)is Total regional applicants divided by Na#ibn
applications multiplied by National Quota. The Mxggolitan, Municipal or District Quota is Total Mepolitan,
Municipal or District applicants divided by Regidnapplicants multiplied by Regional Quota. The
Metropolitans, Municipals and Districts then detgrendeprived schools and award the study leave.tota
number of applicants for a particular year is alsvayre than the quota allocated for the grant wdysteave
with pay. The service therefore instituted thedwaling criterion for the selection of applicants fbe grant of
study leave with pay: First, consideration is giventeachers who have served for two consecutiegsym
deprived areas. Second, consideration is giveedohiers who have served for ten years and abowethéir
last course of study. Third, consideration is git@mpersonnel who have served between six to niagesysince
their last course of study and the fourth and ficahsideration is awarded to personnel who haveeder
between three and five years since their last eoafsstudy. To further ensure that personnel doaheise the
scheme, the policy therefore will not allow prograes which are not included in the study leave dindeo be
pursued, since that would mean waste of money.oRee$ granted study leave were bonded and therefore
expected to come back to serve for a period of temending on the number of years that one wadegtatudy
leave with pay, that is, x+1, where x is the numiiieyears spent studying. Personnel who brokebbisl were
requested to pay the value of the bond which s fimes the total amount spent on the individualwklver, the
GES does not enforce these measures, either beiteyseo not have the means to or political intenfiee. The
study leave with pay strategy is therefore designekeep teachers in the classroom in the widerést of the
service. It also aims at the provision of qualitiueation for Ghanaian students/pupils and otheioNalks who
want to study in Ghana. It is also to ensure thatenteachers are trained in critical subjects’ &@T, Science,
Mathematics, English language, and French). Itdften been said that the study leave with pay pdii
instance should encourage much higher furtheraf@sacation, since that will make the organizatioare
resourceful and competitive. The current quotacallion of 3000 teachers per annum to be sponsoréddrther
studies is inadequate in meeting the desires ofrtyxéad of teachers for further education. As #tthvere not
enough a handicap, the actual administration of3@0 quota slots is shrouded with a lot of favemit which
destroys the principle of fairness. Many applicant®o meet all the set criteria normally are notkpit but
rather the unqualified ones due to the fact thal tknow people in higher political authority. Thesue of
determining who is working in a deprived area hasrba problem. Originally, the Metropolitans, Mupads
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and Districts used to determined who works in aridef area, but that prerogative now lays in thgiReal
Human Resource Management/Development Unit.

Rewards and Motivation

Mensah (2000) saw motivation to refer to the lexfedlesire of an individual to behave in a certaamnmer at a
time. According to him, in an organizational contarotivation may refer to the willingness of adlividual to
respond to organizational requirements in the short It causes people to make choices, from ttelable
alternatives, about how to best allocate their @nand time. That goes to suggest that people riyriesad to
be more motivated in activities/relationships thiier the greatest perceived rewards or the fepesalties, that
is, they will observe priorities. Moorhead and @nif(1998), believe that people in organizations arotivated
to perform to high levels. They contended thatpebformance depends on ability and the environrasnwell
as motivation. They continued that, to reach higrel of performance, an employee must want to égjdb,
and must be able to do the job (ability). VroomG4} ), cited in Kumar and Sharma (2001) claims the level
of motivation people feel in doing a particularigity depends upon the extent to which the resalésexpected
to contribute to their own particular needs or gosVhatever motivational perspective an organizaticooses,
it is typically made operational through the orgation’s reward system. Reward refers to anythimg t
organization provides in exchange for services. & some rewards are tied to performance, sugapas
increases, incentives, promotion etc, others ateimduding base pay, benefits, holidays, etc.e fotivation
of people to work has been defined by Cherringtuth Wixom (1983), as people do what they are rewhfde
doing. Reward in its broadest sense is somethwgngi return for ‘good received'. In organizatiahgwolves
exchange relationships. Rewards in organizatioas@arded to employees in exchange for ‘good redéihat
is for performance. Steers and Porters (1982pathe view that, the ways in which rewards ardritiated
within organizations and their relative amount haeasiderable impact on the levels of motivatian.most
organizations the quantum of employees’ rewardsesponds to their level of training and developmémt
employee is more satisfied and ready to do hisifdie/she is well trained. Organizational rewardsludes
anything an employee values and desires that arlogerpis able to offer in exchange for employees
contributions. According to Casio (1992), rewandsludes both compensation and non-compensationrdswa
Compensational rewards are the direct financiahgats and other indirect financial benefits that ¢émployee
gets. On the other hand, non-compensational rewanalsll the things that enhances a worker’s sehself
respect and esteem, such as training to improvekibls; status to improve individuals’ perceptiohself worth
(Casio, 1992), and study leave with pay forms péarthis category. According to Casio (1992), revsaouit
without the employee consent may lead to reducetivatmn to do the job well. | therefore think thahat
explained why most teachers leave the service whendo not get the study leave with pay, aftectiéay the
required number of years. Reward systems must lu refiective, if they are to serve their intendedppse.
They must satisfy the basic needs of employeespacable to those offered by other organizationshin
immediate area, multifaceted, and most importadigyributed in a fair and equitable manner.

Motivation, Job satisfaction, and Job Performance

Mayo (1924-1933) cited in Mensah (2006), the champuif human relation approach who studied intokivay
conditions and level of productivity to managemainthe Hawthorne place of the Western Electric Camygn
Chicago, believed that a happy worker is very potisda. He sought to find the various conditionsvaorker’s
productivity. Job satisfaction is a very importattributes which is frequently measured by orgatiins. It is a
pleasurable emotional state resulting from appraitane’s job. Maslow (1970) cited in Stoner aneg:d&man
(1989), theorized that individuals are motivated fudfill a hierarchy of needs, with the need forlfse
actualization at the top. According to Maslow, iriduals will be motivated to fulfill whichever neeid
prepotent, or most powerful. The prepotency of ednéepends on the individual’s current situatiod esctent
experiences, starting with the physical needs dnatmost basic, to self- actualization as the tgghevel. The
implication of this theory is that, basic physidle needs of employees must be satisfied by a wafeient
to feed, shelter, etc to job security. AccordingMaslow, when all other needs have been adequately
employees will become motivated by their need fif-actualization. McClelland, (1961) cited in Storand
Freeman (1989), found that the need for achievernsecipsely associated with successful performandhe
work place. He for example found out the studyhisf Three-point description of achievement motitkeest
people who succeed in competitive occupations werlé above average in achievement motivation. Hergb
(1969) cited in Stoner and Freeman (1989), devel@évo-factor approach to work motivation in whiolp
satisfaction was attributed to factors relateddo gontent and to job context. Weiss (2002) argiined job
satisfaction is an attitude, and points out thaeaechers should clearly distinguish the objectsagfitive
evaluation which are emotions, beliefs and behaviaccording to Mayo (1924-1933) cited in Mensaf(g),
job satisfaction can be an important indicator oivlremployees feel about their jobs and a predictovork
behaviors such as organizational absenteeism amdvier. Moorhead and Griffin (1998), argued thab jo
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satisfaction and organizational commitment are ir@u work-related attitudes. They assert that eyges’

mood, assessed in terms of positive or negativectifity also affect attitudes in organizationsoum (1964),
cited in Kumar and Sharma (2001) analyzed the tesiil twenty studies that measured both satisfaciiod

performance, and the findings was that, the twbsfsation and performance) had median correlatioh4, and
correlation coefficient of +86.0-31. Kreitner et 2002) suggested that, one of the biggest coetsiws within
organizational research, centers on the relatipnisbtween satisfaction and job performance. Hegz{ik969)
cited in Kreitner et al. (2002), believes that gatisfaction motivates better job performance.hygiene factors
ease sources of dissatisfaction and, his motivdtster job satisfaction. Herzberg argues thatgatisfaction
leads to higher performance while others conteathitgh performance leads to job satisfaction. titgel et al.
(1999) thinks that employee effort is not only aiable that affects performance; abilities, tra@sd role
perceptions also influence performance. They wartbcsuggest that, employee performance can bennized

by rewarding him/her with salary, job security, and/ards that are personally satisfying.

The Teaching Profession and Staff Turnover

Until the twentieth century, teachers had relativiétle preparation for their jobs and relativélitle voice in
determining the conditions of their employment. iflireg of teachers consisted of one or two years] an
sometimes less at a normal school or teachergégmland teachers had to follow strict rules andletigns
concerning their behavior outside school. Teacher® not organized and isolatdthis has been a thing of the
past. Teachers are now aspiring to become professiavith expert knowledge concerning the conterdt a
methods of instruction in their particular fieldsccording to Agyeman (1986), a profession is anupetion;
especially one needing advanced education and adpeaining etc. That explains why many teachers ar
desirous for more academic laurels to enhance Wak. As such a lot of teachers normally gain aghioin into
tertiary institutions but few are able to make déichuse of the conditions attached to securing ttidy deave.
The teaching profession in Ghana has an associlitiown as the Ghana National Association of Teacher
(GNAT), which dates back to the 1930s , when teecfedt the need to come together to promote ardééend
their interest and rights. As time went on, sonahers who have had higher training and develop@uetite
tertiary level have also formed another teacheso@ation known as the National Association of Giatd
Teachers (NAGRAT) for graduate and interested naahgate teacher3.eachers in most developing countries
and especially Ghana are not satisfied with themnditions of service as compared to other professidhis has
accounted for the mass quest for academic lauselsdny teachers to make them attractive to orgtoizm
with better conditions of service. The researclidence clearly shows that employees decisions agédher to
leave their work or quit are affected by their fiegt of job satisfaction. Lawler (1967) suggestédt,t
satisfaction is very much influenced by the actwabards a person receives and the organizationrhed
control over these rewards. This means that, ozg#ion can influence employees’ satisfaction levaigl that

is what the GES is trying to achieve through thedgtleave with pay, even though it still has diffites.
Turnover is expensive in terms of cost in recrgitand training for replacement. In effect, orgati@as can
manage turnovers so that if it occurs, it will ocemmong employees the organization can afford se (Gteers
and Porters, 1982). Therefore, the GES needs ¢oaakie from this to prevent many more teachers feaving
the service. For the new educational reform to succeed andnhfatr matter the Ghana Education Service, there
is the need for qualified teachers who are satisfigth their conditions of service. It is therefarecessary that
teachers who gain admission into tertiary institosi are given the study leave to ensure the sucietbese
reforms. To that effect, this study seeks to fint the prospects and challenges of the study ledthepay and,
and how it affects staff development in the Ghadadation Service. This will eventually bring to Hig how
these difficulties they encounter affect job satision, job performance, and eventual turnover ftbenService.

It will also look at the prospects of the studyeavith pay for teachers and the Ghana Educatiovi&s since
more specialized teachers in critical subject amiisbe trained to fill the numerous vacanciestiie Ghana
Education Service.

RESEARCH APPROACH
Research Design

The survey research design (also known as sampleyuvas adopted for this study since the researalas
interested in studying the opinions or percepti@h&ES staff on the prospects and challenges oty leave
with pay and how that affects staff developmerthimn Ghana Education Service in the Bolgatanga Mupaility.
Ary, Jacobs and Razavieh (1990) have explained diestriptive research studies are designed to robtai
information concerning the current status of phesmoan They are directed towards determining theraaif a
situation, as it exists at the time of the stud@ie descriptive design was chosen because it easddantage of
producing good amount of responses from a widegarigeople. At the same time, it provides a megioi
picture of events and seeks to explain people’sgpions and behaviour on the basis of data gatradra point
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in time. Also, in-depth follow-up questions can dsked and items that are unclear to the resposdant be
explained using descriptive design (Fraenkel andewal993).The target population and accessiblaufation

for the study comprised all teaching staff of basitiools, senior high schools and management atéfie
Educational Directorate in the Bolgatanga muniéipalfwo representatives of the two teacher unidhat is,
Ghana National Association of Teachers (GNAT) aradidhal Association of Graduate Teachers (NAGRAT)
will also be included. They have either enjoyed shely leave with pay or needed upgrading in otdeslimb

up the career ladder

Sampling procedures and Sample size

Stratified random sampling was adopted in seledtiegsample for the study so that the study coolecbasic
schools; kindergartens, primary schools, and juhigh schools. The municipality has about 183 bashwols
made up of 71 kindergartens, 66 primary schoold,&junior high schools. These are grouped intcctecuits
with Bolgatanga West ‘B’ circuit with the highesth®ols. The municipality also has 1,280 teacheeking up
201 kindergartens, 613 primaries, and 466 junighkichool teachers. There are four senior highasho the
Bolgatanga Municipality, consisting of 210 teacharsl 3,732 students (Ghana Education Service,stcati
section, 2003). The simple random sampling was ueedelect two circuits from the ten circuits ofth
Bolgatanga municipality and a total of 200 respansiérom three hundred twenty-six (326) responderie
breakdown is as follows; 100 teachers at the Bheiel, 80 teachers at the senior high schools Jel@l
education officers, and 2 from the two teacher nsi@GNAT and NAGRAT). With the simple random samgli
method, the lottery method was used; pieces ofmpapee cut using the same measurement and the rafriies
schools were written on them. Each piece of payss folded, rolled and put in a container. Thec@seof
paper were then thoroughly intermixed. The rolegbers were then picked one by one without thecmle
looking into the pool. This was, however done wigtplacement in order to maintain the same prowgtidir
each school to be selected. Thus when one wasdqidkwas recorded and put back into the contaiherthe
event of the same school being picked twice, thmrse picking was ignored and the rolled piece gigra
returned to the pool. This process went on uhi tequired number or sample size for each categbry
respondents was reached. The inclusion of thecehwii teachers in the basic schools is signifitmaause it
appears most of the teachers at this level areg/¢ages between 20 and 40). Apart from that, migjofi the
teachers in the basic level have just a certificat@hree-Year Post Secondary. As such they areentigely to
want to further their education or make plans tvéethe teaching service for a better ventureeifctnditions of
the study leave do not change. Teachers of seigbrdthools will also be included because; theyehaweady
enjoyed the study leave with pay and may have iceetgperiences when they applied for the studydeaith
pay. Officers of the Ghana Education Service and tepresentatives of the two teacher unions will be
purposively selected. Key informants in this stughall be the Regional Director of education, Mypédti
Director of Education, and other Directors, twacaits’ supervisors and a representative each friwdGand
NAGRAT. In all, 170 teachers from the two circuitsnstituted the sample.

Research Instrument

In this research, data were collected through Heeaf survey and interviews. Surveys and intersiave used
extensively in educational research, and typicalhguire about the feelings, motivations, attitudes,
accomplishments, and experiences of individualdl(&aal., 1996). The survey is more commonly used
quantitative research, because its standardizgt|yhstructured design is compatible with this aygmh. The
interview is more commonly used in qualitative ash, because it permits open-ended exploratictomts
and elicits responses that convey unique meanirtgeofespondents’ words (Gall et al., 1996). Tée of both
of these research methods can ensure the credifiilthe obtained results.The general purpose efkthvey is
to collect data from participants about their chteastics, experiences and opinions (Gall et ¥396). The
questionnaire, developed by the researcher, wagraigbas a survey instrument to elicit teachersifgmf view
and establish a profile of the teachers experien€ssudy leave with pay in the Bolgatanga MunititpaThe
work of Bobson (1999) was considered during theetipyment of the questionnaires. The modificatiand
additions to the surveys were based on the litexadnd the specific context of the study. The ojymity for
written responses was provided in some parts otineey, requesting the respondents to share vheirs and
any other comments with the researcher. The cortamweere recorded and used to enhance the presentsiti
data and to complement the discussion of the fgsliGall et al. (1996) advised that it is helptulary in some
way the approach used to generate the findingsrékearcher intends to corroborate. Therefore, nai-se
structured interview procedure was used to acqspecific answers to questions referring to teachers
perceptions and preferences on study leave with péys allowed the researcher to probe into aozawhich
respondents were unable to expand their idea. ditasitative method of data collection allowed faaticipants
freedom to express their ideas about a varietgsfas relating to study leave with pay, not addcess limited
in the survey.To complement the survey data, iddial semi-structured interviews were conducted waith
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sample of eighteen Education officers and two fridra teacher unions were interviewed. The interviews
incorporated open-ended questions, which alloweel participant to derive responses from their own
perspective. The questions guiding the interviesvendeveloped from the review of literature on gtighve
with pay and modified according to the specific teow of the study.

Pilot Testing

Validity and reliability are essential to the efi®eness of any data-gathering procedure (Bestkaih, 1998).
Reliability is the degree of consistency that th&tiument or procedure demonstrates. Validityeisngd as the
appropriateness, meaningfulness, and usefulnespeaific inferences made form the instrument orcedare
results (Gall et al., 1996). Therefore, the reseamstruments were pretested on 10 respondentctatain their
validity and reliability. The purpose of the piltgsting was to gain an insight into the relativeersgths and
weaknesses of the research instrument in orderatce mpossible improvements prior to the main stuye
expert, my supervisor and colleagues reviewed isrument, commented on its appropriateness, artk ma
recommendations for change. These colleagues grettexere selected on the basis of their experigntlee
area of study. The feedback from those most kniyeable in the area under study helped to ensatetih
survey measured what it was intended to measureir Tecommendations and suggestions were taken into
consideration, and some modifications were madengure its reliability while extensive use was matiéhe
relevant literature in order to guarantee the gowstvalidity of the inventory. The instrument walserefore,
adopted.

Data Collection Procedure

Before embarking on the data collection exercike, researcher obtained a letter of introductiomfrdhe
Director, Institute of Development Studies, Univgref Cape Coast, to the Municipal Director of Edtion,
Bolgatanga, and requesting permission for the reBeato conduct the study in the district. Thdgatanga
Municipal Director of Education subsequently issugdetter to the staff of the various schools ie th
Municipality to give the researcher the necessarpperation and support. On reaching each schbel,
researcher introduced himself and showed the leftéihe Municipal Director of Education to the heafdthe
school that subsequently made the contents ofetiter known to his/her staff members. Participamteach
school were put together and the purpose of thaystias explained to them after which the questioeravere
given out.The researcher was available to expl@mteaning of the items that were unclear to tepaedents.
This was to ensure that the right responses wecdedl Only a few of the respondents asked qomesti
however. In each school, the completed questioesaiere collected back by the researcher on tine skay.
This was to ensure a high return rate.

Data Analysis

First the field data was edited and scrutinisedrsure consistency in the responses provided eipndents.
Also an overview of the open-ended responses wae €o that responses that expressed similar ideadre

worded differently were put together. Next, boflen-ended and closed-ended responses were wriiteand

assigned codes. All the questions in the quesséive were then coded and computerized. The ctaripation

was based on the Statistical Product and Servitgi®@us (SPSS). This aspect of the data processirigded

the definition of variables, keying in data (codesy editing the data for missing values and fillin same.
Guided by the research objectives and questiongiate analysis took the form of simple frequendyles,

percentages and some cross tabulations. Finallyinfjs, conclusions and recommendations were nrates

with the research problem and objectives and/@ameh questions.

Ethical Considerations

As this study involved the acquisition of persoimébrmation, ethical principles were consideredindgithe data
collection process. Ethical guidelines were followe ensure that all the participants of the studye treated
with respect and consideration. Before proceediith data collection and analysis, approval was bofrgpm.

The Director, Institute of Development Studies, \émngity of Cape Coast. Permission was also obtafred

the Municipal Director of Education of the partiatmg schools. The participants were informed ef tiature
and procedures of the study. They were informatl ttieir participation was voluntary and they hiael tight to
withdraw from the study at any time. Every effmds made to ensure the confidentiality and anonyofithe

participants, including removal of names. After tbempletion of the interviews, participants wereegi

opportunity to review their responses and to makechanges to their statements.
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RESULTS AND DISCUSSIONS

Background Characteristics of Respondents

The researcher collected data from the field ondbmographic characteristics of teachers on geratgs,
marital status, family size and educational le@ther background characteristics include religiatfgiation,

ranks and length of service. The aim was to esaltlie category of teachers patronising the progriaind to
find out how the respective characteristics terftuémce the level of participation in the programriéith

regard to gender, there were more males (75.3%) fdraales (24.7%) in the sample. This does notcethe
demographic distribution of gender in Ghana. Thighinbe due to sampling error or otherwise.

Age

With respect to age of the respondents, the mgjaftthe respondents (95.9%) were between 20 and 49
compared with only 4.1% who were aged 50 or mosgs/eéThe mean age was 34.5%. This means that tsache
who accessed the study leave with pay scheme oGHfe are generally young people. This is good fBSG
since most of the beneficiaries of the scheme naamy years to stay at work for the GES. Age ismapairtant
factor in determining the respondents’ perceptiohéuture prospects as well as a measure of willasg to
access the study leave with pay despite the rég&imeasures imposed on the facility by officiafshe Ghana
Education Service. The age distribution as revemlekis study reflects the distribution of ageGhana.

Marital Status

On the issue of marital status, the results ostbhdy suggest that there were more married pe(§ah$%) than
those who were either, single, divorced or wido\2219%). This means that most of the respondemssaing
the study leave with pay scheme of the GES arelesup responsible people who would be more likbjn
not to return to the service of GES. This is alsodynews for GES as far as the sustenance of tlemscis
concerned.

Family Size

Related to the issue of marital status is familesiinvestigation into this aspect of respondemtskground

reveals that an overwhelming proportion (90%) @& thspondents have between 1 and 5 family size amdp
with only 5.3% of the respondents with a familyesaf more than 10. This means that the respondievs an

average family size of 3 which reflect or conformasthe mean family size. This reflects the educetio
aspirations of the teachers since large familyssizan be a hindrance or otherwise to further edwcathis

finding is another safety indicators with respectitcess to the study leave with pay scheme sinst of the

respondent can be described as responsible pengltharefore not likely to abuse the opportunityegi them.

Therefore, there is the need for GES to considantgrg of study leave with pay to such responsjideple

since they are more likely to come back from stiedye to work for GES.

Educational Level

The educational status of individuals is an impartdeterminant in their assessment of their petssihations.
Low educational level is generally associated \ather professional status and lower salaries anqmbdpnities.
Teachers with low educational level may want toragg and advance in their professional statusey tmave
enough finance and opportunity such as study lesitle pay and the needed requirements to furtheir the
education in any of the Government Tertiary insititos. This study attempted to ascertain the eduatlevel

of the respondents. It was discovered that the rityajof respondents (72.9%) who accessed the dealye with
pay scheme of the GES were first degree holdersiwhmpared with non-degree holders (27.1%). Thigsst
that most of the beneficiaries of the scheme acesming the scheme to enable them pursue theindeagree.
This is a good thing for not only the individualttaiso for GES in the sense that, that level waridance the
beneficiaries of the scheme’s performance and lblyemmntribute to the realisation of GES’s goals and
objectives.

Religious Affiliation

The religious affiliation of the respondents wasoainvestigated. It was found out that about 87.1b%)he

respondents are Christians while 12.9% were ettiaglitionalist or Muslim. This was expected becaG¢mana
is predominately a Christian society. This variathdsvever, appears to have little or no bearingespondents
access to study with pay scheme of the GES butanharacteristics of religious affiliation of thespondents.

Rank of Respondents

Rank is the ultimate goal in the achievement ohaigeducational laurels which itself is contingeaice the
service of attaining study leave with pay. Thipeag was investigated to ascertain which categbtgazhers or
staffs were accessing the study leave with paymehef the GES, as it has some implication fairress
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transparency in the allocation enquiry are that tnofsthe respondents accessing the study leave path
scheme were principal superintendent 68.8% followgdsenior superintendent | (11.2%). This suggdsis
most of the respondents are middle level persomhelare hoping to reach the rank of Director Assise (i.e.
Assistant Director Il and Assistant Director 1). @re other hand, very few of the respondents inrémk of
Senior Superintendent Il and | are accessing titydeave with pay scheme of the GES. For most laitkel
personnel to be accessing the study leave withrpfigcts the respondent’s occupational aspiratiensls.
Therefore, there is the need for GES to encourage rof such personnel by way of granting them teys
leave with pay.

Length of Service

This aspect of the respondents was also sough fascertain how long teachers or staff of GES hiav®e with

the service before they are granted study leavie paly. The results are that most of the respondedisated
between 6 and 15 years (78.8%) working with the GBEfore accessing the scheme while 14.7% had worked
for GES for between 16 and 20 years before acapgbi|m scheme. Only 6.5% of the respondents reported
having working for between 1-5 years before acogstie scheme. This suggests that the more yearsgyoe

the more likely one would be given approved fodgtleave with pay. This appears to be in conformitth the
GES policy on training whenever a minimum lengtlseivice is required to qualify one for study leawth pay
except in special circumstance such as the relevahthe performance to GES for which the studydeis
being sought

Assessments of the Prospects of the Study LeavelwiRay Scheme of GES

This study tried to assess the prospect of theysemve with pay scheme of the GES. The issueseaddd
under this objective are whether or not respondesssever gone on study leave with pay and for towtudy
leave with pay and for how long, basis for grantirigstudy leave by GES and reasons for requestingttidy
leave with pay.

Ever gone on Study Leave with Pay About 88.8% ef iispondents had ever gone on study leave with pay
while 11.2% had never had the opportunity. This msghat there is a high demand for study leave paty by
the staff of GES. This has serious implication fmt only financial resources of the GES but alsonan
resources especially, the teachers since theredwamithe need to replace those teachers who wauknay
from the classroom. When asked about how long refpats were away on study leave with pay, the durat
mentioned ranged from 2-5 years with a mean ofB®a standard deviation of .595. This means hHeatrtean
number of years respondents were away on stude l&étr pay could be relied on as a measurementaotr@l
tendency and therefore it can be concluded safilyrhost of the respondents spent about 3.9 oozippately

4 years away from their employment. This is quileray time investment and therefore the need facher or
staff of GES who have benefited from the schemshimw their utmost appreciation by returning to siay
work for GES so the organisation would save scaeseurces in recruiting new personnel because af th
refusal to return to the service.

Basis for Granting of Study Leave with Pay

Another aspect of the assessment of the prospehbedftudy leave with pay scheme of the GES wantpire
about the basis for granting of the study leavén \pay since this has implication for fairness aathgparency.
Table 10 presents the basis for granting of stedyé with pay in the GES. Table 10 shows that tséshfor
granting of study leave with pay includes minimuomiber of years served, place of service, relevhoborse
and number of years in service area.

Table 10: Basis for Granting of Study Leave by GES

Basis for granting of study leave by GES

No %
| had served the minimum number of years 140 82.4
required
| had served in rural area 9 5.3
My course of study was relevant to GES 15 8.8
| had served more years than others within 6 3.5
my subject area
Total 170 100.0

Source: Field Survey, 2009
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Furthermore, it can be observed from Table 11dbaut 82.4% of the respondents reported that thesed the
minimum number of years required while only 3.5%irtled they had also served more years than othgrisw
his or her subject area. This suggests that theypof minimum number of years required is beinfpered and
applied in addition to location of service (ruraBlevance of course to GES and subject area (17.6%

Reasons for requesting for study with pay.

Relating to the issue of the basis for grantinglgtieave with pay, the study also made an attempblicit for
the reasons why respondents requested for studg leith pay. Table 12 presents the reasons. Tha reasons
that were reported included meeting selection raitend right to access, meeting financial commithwehile in
school and to enable respondents pay for feespitepmaterials and accommodation. As can be semn fr
Table 12, about 70% of the respondents reportedimgenancial commitment while in school as theima
reason for requesting for the study leave with pémle 30% requested for it because they met thecteh
criteria including right to access it and to enahlem pay for fees, learning materials and acconatioad while
in school. Most of the respondents reported firlnedbmmitment as the reason they requested foy daale
with pay. This is an indication of how expensivaitiing programmes are in recent times and therefitfeout
support such as study leave with pay and schofassiti is becoming extremely difficult for individls with
family to pursue their educational and occupatispirations. Therefore the need for GES to ensuae ttie
scheme is sustainable can never be over emphasised.

Table 11: Reason(s) for Requesting for Study Leaweith pay

Reason(s) for Requesting for Study Leave

with pay No %
Meet selection criteria and my rights to 17 10.0
access it

To help me meet my financial commitment 119 70.0
whiles in school

To enable me pay for my fees, learning 34 20.0
materials and accommodation in school

Total 170 100

Source: Field Survey, 2009

Benefits Derive from Study Leave with Pay

Another important objective of this study was todfiout the extent to which GES staffs in the Balgga
Municipality have benefited from study leave withypscheme. The benefits as reported by the resptsde
cover payment fees or buy learning materials, aitipm of knowledge, and up-grading of knowledgsasy in
terms of loans. Table 13 presents the detail resultthe benefits derived from study leave by gspondents.

Table 12: Benefits Derived from Study Leave

Benefits Derived from Study Leave

No %
Payment of fees/ buy learning 100 59.4
materials
It helped me to acquire knowledge to 7 4.1
teach better
Up-grading of knowledge and rapid 12 7.1
promotion
Was able to solve financial 16 9.4
difficulties at home whiles in school
Taking salary in school and therefore 34 20.0
not accessing SSNIT loans
Total 170 100

Source: Field Survey, 2009
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Itis clear from Table 13 that about 59.4% or miti@n one-half of the respondents believed thasthey leave
with pay help them to pay for their fees and bwariéng materials while only 4.1% were of the vidattthey
benefited by way of acquisition of knowledge toctedoetter. Others, about 36.5% enumerated the ibenef
include up-grading of knowledge for rapid promotianlving financial difficulties while in school drtaking
salary while in school and therefore not accesSIB)IT loans. Thus for most of the respondents, ihadt
been the study leave with pay, it would have ba#itdt for them to pay for their fees and leargimaterials
while in school. This is related to the generaliowoin Ghana that school fees are on the higher aitd only
few people are able to afford especially, courbas are of great demand. In effect, what the redpots are
saying is that the study leave with pay schemé®fGES is of great benefit, as well as great relief as such
every effort must be made to sustain it to bersfimany staff as possible. When asked to indichtebenefits
most from the study leave with pay scheme, theoresp was that teachers benefit more (62.4%) tharoter
persons or the government and the schools (37.B#gpondents were also asked about the number e$ tim
they have benefited from the scheme. The resutis/sth that most of the respondents (77.6%) had ef
once while 22.4% had benefited twice or thrice. Farst of the beneficiaries to be teachers is ngtriging
since GES is mostly made up of teachers and fot ofabem to have benefited once is an indicattaat there
is the need to give chance to others waiting engbeue before those who want to access the sclogrtiee
second or third time. Those who benefited more tirace were asked to explain why they were refusdtea
first instance. About 57.9% of the respondents @rpld that it was due to the competitive naturadoessing
the scheme, so everyone could not get becauseeafubta system. This aside, if one choose a caunsee
there were already many more qualified teachers,vaas not certain to get it (2.4%). Other reas@tsth do
with the number of years served being less thart wfin@rs have and the choice of the course (2.4%).

Challenges in Accessing the Study Leave with Payi8me

In order to identify some of the challenges in astggy the study leave scheme, a number of issues raised
to be addressed by the study. These included abitiégso the scheme, criteria for selection, pess of
accessing the scheme and difficulties faced inrgaguhe study leave with pay. Other issues comeitievere
awareness of rules governing the award of the sehepinion about the quota system. The rest ofigbees
were management role in making the scheme moressibbe and number of teachers returning to classroo
otherwise.

Table 13: Accessibility of Study Leave with Pay tdeachers

Accessibility of Study Leave with Pay to

Teachers No %
It is difficult in terms of the number of 16 9.4
years to serve

The scheme is fraud with corruption, 12 7.1
biases and nepotism

It is difficult to access the scheme due to 73 42.9
the quota system

It is transparent and accessible to those 15 8.8
who are willing to go by the rules and

regulations

Selection criteria is difficult 54 31.8
Total 170 100

Source: Field Survey, 2009

From Table 13, it can be seen that the majoritthefrespondents (74.7%) reported that it is difficuterms of
the number of years to serve coupled with thetfzait the scheme is fraud with corruption, biasebsr@potism.
Only 8.8% of the respondents indicated that thesehis accessible because it is transparent amgsible to
those who are willing to take advantage of it alsd go by the rules and regulations. Clearly itesgyp from the
responses provided by the easy to access the Istandy especially with the introduction of the qusyatem and
selection criteria. This has serious implicatiomsdribery and corruption as already pointed ousbme of the
respondents, while transparency is questionableth®wther hand, measures such as the quota systember
of years to serve, selection criterion and ruled apgulations are not strictly adhered to, theeeftie
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sustainability of the scheme will be at stake, sinesources will be over utilised in the grantiighe study
leave with pay to many teachers.

Criteria for selecting teachers for Study Leave wi Pay

Another aspect of challenges in accessing the daadye with pay which was investigated in this gtugs the
criteria for selecting teachers for study leavehwpiay. The responses that come up included relevaifc
programme to GES, number of years served in thécegrarea of interest, completion of three ydawad
service, quota and category of subjects and tegdhia deprived area. The details of these issteprasented
in Table 14

Table 14: Criteria for Selecting Teachers for Study eave with Pay

Criteria for Selecting Teachers for Study

Leave with Pay No %
Programme of study should be relevant to 4 2.4
GES

Based on the number of years served in the 143 84.1
service and the area of interest

Completion of three years bond service, 12 7.1
programme applied for and the institution

On quota bases and on category of subjects 9 5.3
Teaching in a deprived area 2 1.2
Total 170 100

Source: Field Survey, 2009

Observation of the data in Table 14 shows that 8086 of the respondents reported that one of therier for
selecting teachers for study leave with pay isrihaber of years one has served and the area oéshtd his is

to be compared with about 16% of the respondents imbicated relevance of the programme of study,
completion of a bond, quota and teaching in a #depriarea. The majority of respondents reporting tha
number of years is a criterion for selection ofctesxr on the scheme suggest that the length ofcgenfi a
potential beneficiary is being emphasised. This ingdications for staff attribution since too lopgriod of
service before access to the scheme can be aeafisivee to staff retention. On the other hand, & tength of
service is too short this will not be good for GESs human and financial resources that wouldtoetched to
the limit since so many teachers would be in a queuaccess the scheme. When respondents were tasked
indicate whether the criteria are fair to all tbadhers, nearly 73% said that the criteria ardaiotvhile about
27% reported that the criteria are fair to all teas. For the majority of the respondents to indidhat the
criteria are not fair suggest that there is thedrfee a review of the criteria for selecting teashfor the scheme

if the criteria are to be seen as transparent aindd all.

Reasons for Unfairness of Selection Criteria

This study also tried to ascertain the reasonsiidairness of the selection criteria. Table 15 tyeshows that a
number of reasons account for this phenomenon. AB811% of the respondents attributed the unfagres
selection criteria to the fact that some teachezsatways granted not because of the selectioarieriset, but
because of the ties they have with the officershiarge of the scheme or that some qualified teaatamot be
granted due to low quota in some of the subjecéas
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Table 15: Reasons for Fairness of Selection Criterior Otherwise

Reasons for Fairness of Selection Criteria or
Otherwise No %

Some teacher are always granted not because of 80 64.5
the criteria set, but because of ties to officeh®w
grant the scheme

Some programmes are relevant to GES but the 3 2.4
quota system may not allow them

Some qualified teachers cannot be granted due to 23 18.6
low quota in some subject areas

Ability to pay those in charge of study leave with 16 12.9
pay

Discrimination in terms of disability 2 1.6
Total 124 100.0

Source: Field Survey, 2009

About 16.9% of the respondents see not only thaagsgstem to be hindrance but also ability to gesée in
charge of the scheme as well as discriminationronrgls of disability. The latter two reasons evwugh were
reported by a small proportion of the respondesuggest how much ‘filthy’ is getting into the optwoa of the
scheme in terms of selection of teachers for stedye with pay. Another aspect of the challengescitessing
study leave with pay that was investigated undisr study leave was the process of assessing stad with
pay. Table 17 presents the results. About 41.2%hefrespondents reported that the process is uafair
cumbersome in nature and therefore does not blingtaeencouragement. While about 28.2% of the resgots
in their view, the process is not transparent,leéddvith manipulations and employs a quota systéet.others
(30.6%) are of the origin that the process givesoaragement to those who have served for a longgeand
are also able to pursue highly prioritised coursdding that the application process is easy t@vollFor most
of the respondents to see the process of accestidyg leave with pay to be unfair, cumbersome aot n
transparent is to emphasis the earlier suggedtatritie selection criterion for study leave witly munfair and
therefore a challenge not only in terms of accestie scheme but also in terms of the scheme’sisasility.

Table 16: Process of Accessing Study Leave witha

Process of Accessing Study Leave with Pay

No %
Because of the quota system 19 11.2
It gives more courage to those who served long 19 11.2
years and are also able to pursue the highly
prioritized courses
The unfair and cumbersome nature of the process 70 41.2
does not bring about encouragement
Application process is easy 33 19.4
The process not transparent and riddles with 29 17.1
manipulation
Total 170 100

Source: Field Survey, 2009

Difficulties Face in Securing Study Leave with Pay

As part of indentifying the challenges in accesdimg study leave with pay scheme, respondents asked to
indicate what difficulties they faced in securingdy leave with pay. The difficulties that came inpluded
issues such as corruption, quota system, and csoier administrative structures and follow ups & th
application. Table 18 of these is about 41.1% efrdspondents reported that the quota system nitadiéferent
for them to secure the study leave with pay whilewd 29% of the respondents reported that thet@oisnuch
corruption in granting the study leave. About 17¢#4he respondents however, claimed that they didfae
any difficulties in securing the study leave withyp For the greater majority of the respondentsefmort that
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they faced some difficulties in securing the stlelyve with pay is an indication that qualifying docess the
scheme alone is not enough, there are other huagl@gcants need to clear with the quota systemcandiption
being the most serious difficulties to deal with.

Table 17: Difficulties Face in Securing Study Leae with Pay

Difficulties Face in Securing Study Leave with

Pay No %

| did not face any difficulty 29 17.1
The difficulty is that there is too much corruption 49 28.8

in granting the leave with pay

The usual quota system 69 40.9
Administrative structures is cumbersome 13 7.6
Follow ups of application and photocopying of 10 5.9
documents

Total 170 100

Source: Field Survey, 2009

Awareness of Rules Governing Award of Study Leaver®therwise

Another aspect of the challenges in accessing tigy deave with pay that was explored by this stuhs
whether or not respondents were aware of the gdesrning the award of the study leave with payeswvl The
study revealed that indeed, majority of the respoisl (78.2%) were aware compared with 21.8% of the
respondents who reported that they did not knowutlloe rules. Even though a small proportion of the
respondents did not know about the rules, it isartgnt for the management of the scheme to makesaf
the rules available to staff from time to time ifyamisconceptions about the scheme are to be déhlt For
those who indicated that they did not know aboatrtiles governing the award of the scheme, theg weked

to explain why. Their reasons had to do with laEloentation about the scheme for newly recrutieschers,
knowledge about the rules come the notice of appts rather too late or when they are about kanfithe
application forms. This suggests that some teadj@rsadmission into higher institution to pursweirses that
are not GES approved courses. This can create desstanding and misconception about the schemaubec
the rules are not known by most of the applicai@s the other hand, those who claimed they are eafithe
rules governing the award of study leave with phagy explained that there are conditions of serfacéeachers

to read and also there are circulars on the scliethe schools for teachers to read. This meartsithée some
teachers are fact finding type others are not hacefore only get to know about the rules when teyfilling

in the application form to access the scheme.

Opinion about Introduction of Quota system

Opinion about the introduction of the quota syst®as envisaged to be a possible challenge in accefise
study leave with pay. Therefore respondent’s opirabout the quota system was sought. Table 19 misete
respondents’ responses. It can be deduced fromegmonses that the respondents opinion about thta qu
system reflects their concerns including quotaesysis unfair, limited to certain courses, few dfiedi teachers
are able to access the scheme. Table 19 suggesthe¢tmajority of the respondents have negativweiap about
the introduction of the quota system with pay with1% of the respondents expressing the opinianittieanot
the best because some teachers who were qualifiedod able to access the scheme while 15.9% wetteeo
opinion that the quota system is good becauséoitds every teacher the opportunity to accesse¢herae when
due. The opinions expressed by the majority ofréfspondents suggest that the quota system remaéngfdahe
major challenges teachers faced in accessing thiy $¢ave with pay. However, without the quota sysiit
would be difficult for the management of the scheémeeet the demand for the scheme.
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Table 18: Reasons for awareness of Rules Govergiward of Study Leave or otherwise

Reasons for awareness of Rules Governing

Award of Study Leave or otherwise No %
No because newly trained teachers are not always 6 35
oriented about the study leave with pay scheme

Yes because there are conditions of service for 112 65.9

teachers to read and also there are circularseon th
scheme in schools for teachers to read

No because the rules come just when teachers are 34 20.0
ready to fill the forms

Teachers gain admission to higher institution to 18 10.6
pursue courses that are not GES approved courses

Total 170 100

Source: Field Survey, 2009

Management Role in Making Scheme Accessible to Tdars

Management role in making scheme accessible tdéesiavas also envisaged in this study as a challéng
accessing study leave with pay. Table 20 preséetsdsults. It was found out that management rolaaking
the scheme accessible to teachers should incluekn giriorities to teachers in deprived areas, ahatjuota
system or increased the quota system, decentralisegward to school levels and make the scheme tapall
teachers who have serve the minimum number of y@aneng the roles that management of the schemealdho
play to make the scheme accessible to teachers.3D9& of the respondents suggested that managesineunid
abolish the quota system or increase the quotas 40 have more teachers to upgrade their knowledgke
some respondents (32.9%) were of the opinion tlatagement should make the scheme opened to afletreac
who have served the minimum number of years reduasewell as give teachers in less deprived argastp
instead of placing emphasis on subjects and caurfas aside some of the respondents (15.9%) wkthe
view that management should consider decentralifiagwarding of the scheme to the school levéisisTthe
focus of management’s role in making the schemesaile to teachers is on quota system; abolisiting
increasing the quota. However, abolishing the geysiem might not be the solution to accessingstieme
easily as some teachers might think.

Table 19: Opinion about Introduction of Quota Systen

Opinion About Introduction of Quota System

No %
It does not provide a fair playing ground for all 12 7.1
teachers since teachers in the sciences have higher
chances of being awarded the scheme
The quota system encourage teachers to read 2 1.2
certain courses
It is good because it will give every teacher the 27 15.9
opportunity to access it when due
It is not good because the number of teachers 49 28.8
awarded is so small, and this affects the qualfity o
teachers in the field
It is not the best because some teachers who are 80 47.1
qualified are not able to access the access
Total 170 100

Source: Field Survey, 2009

Factors Influencing Teachers to Return to the Clagssom after Benefiting from the Scheme

Another objective of this study was to examinedRkient to which the study leave with pay schemebinasght
about teacher motivation, job satisfaction and fstafention in GES. The responses obtained from the
respondents are love of the profession and studensvailability of work elsewhere, promotion ociliease in
salary, further study with pay and bonding of teashlt can be deduced from Table 21 that the factported

by the respondents bordered on the social, econgohisecurity and security of the scheme.
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Table 20: Management’s Role in Making Scheme Accébke to Teachers

Management's Role in Making Scheme
Accessible to Teachers No %

Although priorities should be place on subjects or 40 23.5
courses, attention should also be given to teachers
in the less deprived areas

The quota system should be abolished 49 28.8
They should increase the quota so as to have more 38 22.4
teachers upgrading their knowledge

Decentralize the awarding of the scheme to 27 15.9
school level

It should be opened to all teachers once they 16 9.4
served the number of years required

Total 170 100

Source: Field Survey, 2009

Socially, about 43% of the respondents reportetl Ithee of the profession and for the students is ofithe

factors responsible for teachers to return to tlescoom after benefiting from the scheme whileyamhe

respondents pointed out that teachers return tol#ssroom after benefiting from the scheme becthesewant
to continue to enjoy further study leave with payget promotion faster than their colleagues. Othspondents
(45.2%) felt that teachers’ job security coupledhvithe several unavailability of jobs elsewherenadl as the
fact that some teachers would like to upgrade tedras, get more salary and move from a lower tagaen

rank are some of the factors that account for tacheturning to classroom after benefiting frorm stheme.
Thus the factors motivating teachers to returrhtodlassroom after benefiting from the scheme @agdid to
reflect the occupational, educational, financial ancial and economic status aspirations of thgoredents.

Mechanisms to Ensure Teachers Return to Classroonftar Study Leave
This study also tried to ascertain the extent tickwvistudy leave with pay has brought about teaoktention in
GES. Table 22 shows the mechanisms to ensureethetiers return to the classroom after benefitiogn fstudy

leave with pay.

Table 21: Factors Influencing Teachers to Return t@Classroom after Benefiting from the Scheme

Factors Influencing Teachers To Return to

Classroom after Benefiting from the Scheme No %

Love of the profession and students 73 43.0
Unavailability of work elsewhere 64 37.6
The upgrading and salary adjustment moving 13 7.6

from previous rank to higher rank

To continue to enjoy further study leave with pay, 1 0.6

to get promotion faster than their colleagues

The bonding of teachers awarded the scheme 19 11.2
Total 170 100.0

Source: Field Survey, 2009

The mechanism included extra duty allowance angigian of remuneration and higher salaries, appboaof
sanctions to those who refuse to return to sendetsrent to others, improving conditions of sesvin the GES
and bond teachers, and enforcement of the bondt Mdabe respondents (41.2%) were in favour of latter
mechanism followed by improving the conditions efdce in the GES (32.4%) while really 23% of the
respondents wished that provision of extra dutgvedinces and provision of higher salaries would hielghe
trick. Only a few 3.5% of the respondents advocdtedapplication of proper sanctions to those whibetl
return to GES after benefiting from the schemés gratifying to note from the responses of thepoeslents that
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the mechanisms being suggested is not only to fregsonnel interest but also they proposed mecdhanikat
aim at safeguarding the scheme and thereforestaisability in the long run.

Factors likely to hinder the Sustainability of theScheme
As a follow up to the factors influencing teachrgeturn to the classroom after benefiting frora Htheme,
respondents were also asked to state the factaly lio hinder sustainability of the scheme. Thepmnses
presented from Table 22 are that, the factorseaaladre to attitude of teachers, demand for the mehe¢he
administration of the scheme and its financial icgdlons.

In particular, about 47% of the respondents citaduption and lack of transparency in the awarthef
scheme while about 25%o0f them reported that thgelaumbers of teachers applying for the study |esitie
pay can hinder the sustainability of the scheme.t®gether, about 28% of the respondents indictiat the
failures of teachers who have benefited from theste to return to the classroom drain the scheme.

Table 22: Mechanism to Ensure Teachers Return to assroom after Study leave

Mechanism to Ensure Teachers Return to

classroom after Study leave No %
Provision of extra duty allowances and provision 39 22.9
of remuneration and high salaries

Proper sanctions should be applied to all those 6 35
teachers who do not return to the cities

Improving the conditions of service in the sector 55 324
Bond teachers awarded the scheme and enforce 70 41.2
the bond

Total 170 100

Source: Field Survey, 2009

All the key informants corroborated the respongesrgby the teachers in the interview, but said gteps will
be taken to address some of the problems raisé¢kebteachers. For instance, in reaction to thetimuresn the
quota system, the NAGRAT and GNAT officials saidt{ithe quota system and other restrictions orstingy
leave with pay is making it difficult for teachet® upgrade their knowledge. As such the GES muemttgd
study leave with pay to teacher applicants who galin admission to various tertiary institutionspyaded the
meet the requirements outlined in the GES conditiohservice such as teaching for three years af@ring
college before study leave is granted. Other issaised by the key informants were that; whilesN&GRAT
and GNAT officials were optimistic about a changeblicy as a result of submission made to the G&scil,
officers at the Regional and Municipal offices bétGhana Education Service believe that the padiag the
right direction. This is because of the high tureosef teachers who have benefitted from the poldgreover,
the courses some teachers offer at the tertiatititisns are not needed in the classroom and thisdeachers
coming from the training college are lesser thars¢hwho qualified for the Tertiary institutions.

CONCLUSIONS
Findings of the Study

1. (i). About 88.8% of the respondents have ever gomstudy leave with pay and were away for about 4

years on the average.

(ii). About 82% of the respondents reported that, number of years one serves is one of the bases f
the granting of study leave with pay while the madason for study leave with pay was meeting

financial commitment while in school (70%)

2. (i). More than one-half (59.4%) of the respondenéition ability to pay for their fees and buy leamn
materials as one of the benefits derived from thdysleave with pay whiles 36.5. mentioned, solving
financial difficulties and enjoying salary while §chool as added benefits.

(ii). Teachers were the beneficiaries of the schéd2e4%), followed by government and the schools

(37.6%) expected teachers to go back to the classio give their best after benefiting from the
scheme.
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(iif). Most of the respondents (77.6%) reportedtthizey have benefited once while 22.4% had
benefitted more than once but not more than thrice.

(iv). About 57.9% explained that they were refu§est time because of the competitive nature of the
scheme and the quota system aside from choosinrgemthat were not GES approved.

(). About 74.7% of the respondents reported thatas difficult to access the scheme because of the
quota system apart from the number of years sefradt], corruptions, biases and nepotism.

(ii). The main criteria for selecting teachers $tudy leave with pay was the number of years ore ha
served and subject of interest in addition to r@fee of the programme to GES, completion of a bond,
quota system and teaching in a deprived area. Hawenearly 73% of the respondents claimed the
selection criteria is not fair and the reasonstlaaé teachers are always granted study leave wigmpt
because of the selection criteria, but becausiesthey have with those who manage the scheme

(iif). On the process of assessing study leave ik, 41.2% of the respondents reported that it is
cumbersome and unfair in nature, not transparitler with manipulations.

(iv). The main difficulty in securing the schemesaseen by most of the respondents (41%) to be the
quota system while about 29% felt corruption wasr@blem while 17% of the respondents claimed
they had not difficulty in accessing the scheme.

(v). On reasons for the awareness of the rulegegulations governing the scheme, about 78.2%eof th
respondents reported that they did not know ahdesrand regulations as compared with 21.8% who
knew about them.

(vi). On opinion about introduction of the quotast®m about 47% said that it is not the best because
some teachers who are qualified are unable to sdbesscheme. While 15.9% said that it is good
because it gives every teacher the chance onbe isetrvice of GES.

(vii). Over 50% suggested that management showdtisibthe quota system or increase the quota while
about 33% suggested to management to make the scbpan to all teachers who have met the
minimum number of years required if the scheme ise made accessible to teachers.

(). Factors influencing teachers to return to thessroom after benefiting from the scheme were lov
for profession and love for the students (43%) atdbout 45.2% of the respondents reported job
security, unavailability of jobs elsewhere, proroatiand increased salaries as the factors motivating
teachers to the return to the classroom.

(ii). Mechanisms to ensure teachers return to tagsooom included extra duty allowance, provisiébn o
remuneration and salaries, application of sancti@#forcement of bond and improvement in
conditions of service while the factors likely tanther the sustainability of the scheme included
corruption, lack of transparently, huge numbereaichers applying for the scheme.

Recommendations

1.

GES should ensure that there is equality for allSGipproved courses. To be able to do this GES
should source for funding from international bodiesupport the government budgetary allocation for
the scheme. For instance, GES can collaborate edtlcation related NGOs to help by sponsoring
teachers to go for further studies or make findraatributions towards the scheme especially @aar
where both NGOs and GES stand to benefit equally.

The Ghana Education Service council on the advidkeoDirector General may grant study leave with
pay to members’ of the service for approved courshis also means that without approval a person
cannot continue with a programme of study evemihigsion has already been granted to an institution
of learning.

The reason is that, if such measures are not eeercimany teachers will vacate the classroom and
leave the pupils without teachers. What governnoant do to solve the problem is to encourage the
upgrading of knowledge through Distance Learninggpammes at some of the institutions in the
country. If teachers are supported financially tigio Distance Learning programme within the
framework of a well-defined policy, they will be lalio upgrade their academic knowledge and at the
same time stay in the classroom.

There is the need for GES to monitor beneficiat@®nsure that they return to the classroom after
studies. This can be done through enforcementeofules and regulations governing the award of the
scheme as well as applying the appropriate sarsctmthose who refuse to return after benefitiognfr
the scheme including refund of all the money spenthem with interest.

Management of the Scheme should try to follow tightrprocedures to for teachers to access the
scheme by Keeping in line with what is spelled iouthe study leave document. Management of the
Scheme should try to improving the conditions af/ee in the sector. This can help reduce some of
the difficulties associated with the scheme. Barathers awarded the scheme and enforce the bond.
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5. GES should provide extra duty allowances, adequetaineration and attractive salaries along side
application of appropriate sanctions including blead and ensuring that all those teachers who Hefau

do not return to the cities to teach.

6. Most teachers think that the only incentive in thaching service is the study leave with pay and as

such they have every right to get it without resion. In view of this, a lot of problems are cehif

the facility is restricted. This means that teashamust be motivated so as to retain them in the

classroom after their course of study.

7. The image of the teacher must be lifted to attmexiple into the profession. Most people enter the

profession either as a last resort or as a stepgimge to further their education. As a result et t
every effort must be made to attract people torénte the teaching service.

REFERENCES

Acheampong, I. K. (2006Human resource development, labour market concepts and development. Cape
Coast, Ghana: Catholic Mission Press

Agyeman, D. K. (1986)Sociology of education for African students. Accra: Black Mask.
Agyemang, D. K. (2000Review of Education Sector Analysisin Ghana, 1987- 1988, Paris: UNESCO
Arnamuah-Mensah, J., & Eronosho, C. (200B3acher education beyond university four walls. Retrieved on
24th march, 2009 frodomapp01.shu.edu/depts/uc/apps/...nsf/.../OkoraMddtssertation. pdf
Ary, D. Jacobs, L. C., & Razavie, A. (1990)troduction to research in education (4" ed.). Fort Worth: Holt,
Rinehart and Winston, Inc

Best, J. W., & Kahin, J. V. (1998)Research in education (8" ed.). Boston: Allyn and Bacon.

Bobson, D. P. (1999 Perception of teachers and administrators on effectiveness of Supervision in basic
schoolsin Krachi District of Ghana. Unpublished Mphil thesis, University of Cape Qo&ape Coast.

Cascio. W. F. (1992Managing human resource productivity, quality of work life, profits. New York: McGraw-
Hill.

Cherrington, J. D., & Wixom, B. J. Jr. (1983). Rgnition is still a top motivatorJournal of Personnel
Administrator. 62 (3): 208-290.

Commonwealth Secretariat (1998)anaging and Motivating Teachers underResource Constraints: Training
Headteachersto Face the Challenges. Harare, Commonwealth Secretariat

Conyers, D., & Hills, P. (1984)An Introduction to Development Planning in the Third World, London: John
Wiley and Sons.

Denzin, N. K., & Lincoln, Y. S. (Eds.). 1994)andbook of qualitative research.

Fraenkel, J. R., & Wallen, N. E. (1993jow to design and evaluate research in education, (2" ed.). New York:
McGraw-Hill Inc.

Gall, M. D., Borg, W. R., & Gall, J. P. (1996)Educational research: An introduction. White Plains, NY:
Longman.

GES Council/GNAT (2000)Conditions and Schemes of Service and Code of Professional Conduct for
Teachers, Accra (Unpublished).

Ghana Education Directory, 2007.

Harbison, F. H. (1976Human resource as the wealth of nations. New York: Oxford University Press.

Hellriegel, D., Slocum, J. W., & Woodman, R. W. 9. Organisational Behaviors. Paul: East Publishing.

Herzberg, F., Mausner, B., & Peterson, R. O. (195 attitude: Review of research and opinions. Pittsburgh.

Kreitner, R., & Kinicki, A. (2002)Organisational behavior. New York: McGrew-Hill.

Kumar, A., & Sharma, R 200Personnel Management Theory and Practice, Atlantic Publishers & Distri.

Lawler, E.E. (1967)The effect of performance on job satisfaction In Industrial Relations 7, 20-28.

Megginson, L. C.C. (197Bersonal-A behavioural Approach to Administration, (revised edn), Homewood, llI.:
Irwin.

Mensah, B. (2000Principles of management. Catholic Mission Press, Cape Coast, Ghana.

Moorhead G. and Griffin R. (1998)0rganisational Behavior-Managing People and Organisations, 222
Berkeley Street, Boston, USA.

Nyoagbe, J. (1993)The impact of educational reforms on teacher performance at the basic education level.
Accra: GNAT.

.Pinnington, A., & Edwards, T. (200@ntroduction to human resource management, Oxford: Oxford University
Press.

Porter, L. W., & Steers, R.M (1974) Organisatiomalrk and Personnel Factors in Employee Turnover and

Absenteeismln Journal of Applied Psychology. (39), 151-176.
.Rebore, R.W. (1982Personnel administration in education: Management-approach, New York: Price-Hall.

93



Journal of Education and Practice www.iiste.org
ISSN 2222-1735 (Paper) ISSN 2222-288X (Online) JLLETE
\ol.5, No.30, 2014 IIS E

Simmonds, D. (2003Pesigning & delivery training, CIPD.www.en.wikipedia.org

Steer, R., & Porter, W. (1982otivation and work behavior ,New York: McGraw-Hill.

Stoner, J. A. F., & Freeman R. E. (1988)anagement. Cliffs, New Jersey. Thousand Oaks, CA: Stage
Publications.

Todaro, M. P. (1998)Xconomic Development in the Third World. London: Macmillan.

Weiss, H. M. (2002). Deconstructing job satisfattieeparating evaluations, beliefs and affectiveeeiences
Human Resource Management Review, (12), 173-194

94



The I1ISTE is a pioneer in the Open-Access hosting service and academic event
management. The aim of the firm is Accelerating Global Knowledge Sharing.

More information about the firm can be found on the homepage:
http://www.iiste.org

CALL FOR JOURNAL PAPERS

There are more than 30 peer-reviewed academic journals hosted under the hosting
platform.

Prospective authors of journals can find the submission instruction on the
following page: http://www.iiste.org/journals/ All the journals articles are available
online to the readers all over the world without financial, legal, or technical barriers
other than those inseparable from gaining access to the internet itself. Paper version
of the journals is also available upon request of readers and authors.

MORE RESOURCES

Book publication information: http://www.iiste.org/book/

IISTE Knowledge Sharing Partners

EBSCO, Index Copernicus, Ulrich's Periodicals Directory, JournalTOCS, PKP Open
Archives Harvester, Bielefeld Academic Search Engine, Elektronische
Zeitschriftenbibliothek EZB, Open J-Gate, OCLC WorldCat, Universe Digtial
Library , NewJour, Google Scholar

e INDEX ({@‘ COPERNICUS

ros I NTERNATIONAL
INFORMATION SERVICES

@ vimsice soumaocs @

£z 8 Elektronische
@O0@ Zeitschriftenbibliothek

open

-

|

o » (..L()R( H()\\\L\I\H{SII\
— UniverseDigitalLibrary —



http://www.iiste.org/
http://www.iiste.org/journals/
http://www.iiste.org/book/

