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ABSTRACT
The study was on administrative challenges in the in-in-out programme in
Bibiani Anhwiaso Bekwai District of Western Region of Ghana. The matn study

was to unearth the admini ve chall iated with the impl n

of the “out” seg| of the in-i t prog; in selected schools in Bibiam
Anhwiaso Bekwai Distnict.
In all twenty (20) Basic schools were involved in the study. One hundred

and thirty-eight respondents participated in the study The main research

instrument employed to collect data was questi ire. Simple p: ges were
calculated for summary of the different responses given. The major findings of
the study were that the practice of offering “free™ accommodation to teacher
trainees was not sustainable. It became clear from the study that teacher
trainees do not obtain adequate professional and academic support from
their mentors. The study also revealed that the necessary logistics to support
the programme were lacking. It was also evident from the study that Distance
Learning Materials (DLM's) which were prepared to complement trainees’ work
-study conferences were not supplied in all subject areas.

It was recommended that teacher trainees should be made to pay
rent from their monthly allowances to support the programme. In order to
encourage mentors 1o give of their best in mentoring the trainees, some kind of
incentive package should be given to them. And for the programme to move
on smoothly, the necessary logistics should be made available hetore it
takes off.
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CHAPTER ONE

INTRODUCTION
Background to the Study

“The quality of human capital of any nation depends upon the
quality of education it offers. and the quality of education given is also
determined by the quality of teachers who teach™ Report of the President’s
Committee on Review of Educational Reforms in Ghana (2002).

The search for an effective way of training teachers to teach the
basic schools in the country dates back to the time the missionaries first
set foot in Ghana in the early 1800 This search has been on-going since
the colonial era and has continued even in post-independence Ghana. yet an
answer has not been found to the problem. The search for traming teachers
the best way to teach the country’s basic schools goes on unabated. (Bame,
1991).

At the initial stages of educational development, teaching in the
schools in Ghana. as in other parts of the West Africa, was modelled on
the well known monttorial system of Joseph Lancaster and Andrew Bell
(Hilliard, 1957 ) which were popular in Britain and Canada at the beginning
of the nineteenth century. In this system. the scarcity of trained teachers was
somewhat short-circuited. One master or trained teacher was in charge of a

school and a number of monitors were appointed from among the pupils o



help him by being in charge of the “mechanical” teaching work and rote
learning in the various classes.

Similar teaching was adopted in Ghana. However. despite 1ts populanty.
the monitorial system had to be abandoned in England because among
other things, it encouraged much mechanical learning and the monitors were
also immature for teaching which demanded not only the teaching of
reading. writing and anthmetic but also the exercise of moral influence on
pupils. Thus the problem of shortage of teachers was tackled by traiming
professional teachers.

Similarly, in Ghana efforts were made to train professional qualified
teachers. The' Basel Mission established a teacher-Catechist 1! ological
seminary at Akropong in 1863 and a second one later at Abetifi. These and
the Roman Catholic teachers’ college at Bla were the only institutions for
teacher education in Ghana until 1909.

In teacher education as in the establishment of schools. the
government saw the need to supplement the efforts of the mussions and so
in 1909 it opened a training college in Accra which became the teacher
training centre not only for government teachers but also for the teachers
of all Missions who had no teacher training institutions of their own. This
benefitted all Missions with the exception of the Basel Mission and the
Roman Catholic Mission which had a training college at Bla in the Trans-

Volta region as indicated above.

[8)



The duration of the training course in Accra was two years and the
students’ performance in their final examination at the end of their traiming
determined the type of certificate awarded them ( Hilliard, 1957 ). There were

three types of certificates which are the first, second and third class
certificates. These in turn determine the salaries of the holders.

At the bottom of the ladder were the holders of third class
certificate who received an annual salary of £20. The salary of the holders
of second class certificates was £ 25 and for the first class cenificate
holders, it was £ 30 per annum. In addition, teachers received annual grants
ranging from £ 5 to £ 20.

The Wesleyan Methodist Mission also established a training college.
first at Aburi and later transferred it to Kumasi in 1924. Training 1n these
colleges was extended from two vears 1o three years in 1923.

The institution improved the supply of certificated teachers but did
not completely solve the problems and unceruficated teachers remained in
the majority in the schools as shown by the following figures for 1927

(Hilliard, 1957 : 86)

Teachers Men Women Total
Certificated 927 37 964
Uncertificated 1084 104 1188

( Strength of the Ghanaian Teaching Force in 1927 )

Source: Gold Coast Education Statistics - February . 1955,
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staff of the Education Department. However, educational development did
not completely cease and despite the depression and the world war that

P

d it. some prog in educational growth was achieved. In 1943 the

government opened its first training college in the Northern territones at
Tamale. In the same year. a Four-Year Teacher Training course was

introduced in the Methodist - Women Training college in Kumasi. Earlier. a

similar course had been introduced at Achi ining college. The period

also saw the blish by the Scottish Mission, of a two-year primary
teacher training college at Odumasi in the Eastern Region of the country

The recommendation of the 1937 Education committee’s Report
concerning training colleges was implemented. Two-year as well as Four-
year colleges were established and by the end of 1950, there were in
existence nineteen teacher training colleges comprising eight certificate “A™
or Four-Year colleges and eleven certificate “B” or Two-Year colleges. They
gave an annual output of some 623 teachers. By the end of 1950, there was
a grand total of 3.989 certificated teachers in Ghanaian elementary schools
but at the same time. there were 5.000 untrained or uncertificated teachers
in the schools.

However, the increase in facilities for teacher training in the carly
fifties began to redress this imbalance between trained and untrained

d.

in the post-independence years and thus by September 1960 there

were 12,000 trained and 10.000 untrained teachers. But the implementation

1

of the fee-free and pulsory primary ion overwhelmingly increased




the number of untrained or pupil teachers and the trend since then has
persisted 10 the present time. Prior to 1951. there were 19 teacher traning
colleges offering a variety of courses leading to the award of

(a) Two - vear Post-middle Teacher's Centificate “B”

{b) Two - year Post "B Teacher’'s Centificate “A™

(¢} Four— year Post - middle Teacher's Certificate ~“A™

(d) Two — year Post-secondary Teacher’s Certificate "A™

Following the implementation of the Accelerated Development Plan
for Education in 1951. 11 was decided to recruit alarge number of “pupil”
teachers, - students with a weak academic background. who consequentiy. had
to be given six - week intensive courses 1o prepare them ‘or teaching in the
primary schools. In 1953. 10 Pupi! Teacher Centres were established for this
purpose. The curriculum of the centres emphasized English. Anthmetic and
Pedagogy. The immediate objective of staffing pnmary schools with
qualified teachers was largely achieved by the early 1960s and both the
Teacher's Centificate "B and the emergency training programmes were
phased out in 1962. This was done because the search for an effecine way
of traiming teachers to teach the schools was still on course

From the beginning of the 1964.65 academic vear.in order to meet
the specialist staffing needs of middle schoals. two-year specialist training
courses for certificated teachers in English. Geography. History. Mathematics

and so forth were offered in nine training colleges.



Moreover, the surplus teachers could not function successfully as general
teachers in classrooms in primary and middle schools. A three-year Post-
Secondary general programme replaced the quasi-speciahst programme

However, the concept of “bias courses” was introduced into teacher
education to permit a few colleges to concentrate, in addition to the basic
courses. on subjects like Home Science, Science, Agriculture, Physical
Education, French. Art. Business  Education, Mathematics and  Trade
Technology.

The “Modular programme” was introduced into the system of
teacher education in 1983. in order to enable post-middle unqualified
teachers to spend two years as external student teachers before en cring the
training colleges as regular students for the third and fourth years of
training. The term “modular™ is a descriptive temm for the syllabus of the
first two years which is divided into individual units or groups of lessons
called “modules™, each of which is designed to cover three hours of work
by the student at home. It has. however, been decided to replace the two-
year Post- Middle Modular course by the one-year Post-Secondary Modular
course, again 1o be taken by external students.

In general, these colleges have provided and stll provide mitial
training for teachers in the primary, middle and lower forms of the sccond
cycle institutions. In addition to the entire curriculum of the primany and
middle schools, the teacher education curriculum includes education as a

subject comprising method. principles, p;y'ch‘vlcxg)' and  student  teaching
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1995). The quality of teaching and leaming is obsened to be very low
Owolabi. 1999 p. 15 ). Staustics published by the Mimstry of Educauen
confirm that allegations made by the concemed public (Opare. [999.p 2)

Further to the above complaints is the public outery that the guality
of teachers graduating from the county's training colleges leaves much tw
be desired. The fact is that socieny is dynamic and is constantly undergeing
rapid transformanon in all spheres of human endeavour. We are in an era
of technological advancement which has tumed the world into a glodal
village.

Programmes in the basic schools today have to be taiored to suit
the needs of the changing society. There is explosion of knowledge and so
the content of the subject has changed considerably Again there are also
changes in the Ghanaian child humself. His thoughts. attitudes and perception
continue  to ) change as his envirenment changes. In view of these
developments. there is the need for the traiming college programmes w0 be
changed to suit the realities of the time

Delors et al: 1996 Vin World Education Report ( 1996: 48 ) confinn
in this regard : When a child’s or adult’s first teacher 15 pooriy trained and
poorly motivated. the very foundations on which all subsequent leaming will
be built will be unsound... Thus. tmproving the quahty and motisaven of
teachers must be a priority in ali countries.

Delors et al (1996) affirm that lewning can improve only 1f

teaching is done well. The importance of the quality of teaching. and



therefore of teachers. cannot be overemphasized. Currently, the role of the
teacher is being scrutinized. His/her role is becoming more and more
complex due to new emerging trends and developments that are raising
concens about the quality and relevance of education How are our teacher

4 hall P
p prog; resp g to these ¢ ges 7

Are teacher demands and expectations being addressed in Ghana
over the years by our teacher preparation programmes ? Faced with lack of
prompt response to the mass failure of our children at the Baswc Education
Certificate Examination and the Senior Secondary School Ceruficate
Examination , the extensive drop out rates of illiterate children by the
school system, the lack of a clear reflective practice by our teachers. can it
be said that our teacher education curricular over the years have been
dynamic enough to address the professional needs of trainees 7

Furthermore to the change that continuously emerge as highhghted.
there are trends that necessitate change in the current teacher education

curriculum at the training colleges. The educational system of Ghana.is no

doubt withnessing a lot of changes. The various educational reforms have
given a new impetus and a new direction to the goals and functivns of
education. Moreover, efforts are underway 1o hnk cducation to  nabonal
integration and national development. In Ghana the entire educational process
is being overhauled to respond (0 new challenges  New ways of

democratizing education are being evolved. All these eftorts have implications



for the teacher education curriculum. Some of the emerging trends that are

calling foran mnovative and dynamic teacher education programmes are -

i free compulsory universal basic education (FCUBE}

ii. the need for better health for our people

il national integration

iv. providing access to education to children living in deprived

and rural areas

Lyt continuous and life-long learning

The Free Compulsory Universal Basic Education {FCUBE) seeks to
democratize education in Ghana. [t provides opportunity to all children 1o
have access to education. The Free Compulsory Universal Basic Education
has enlarged the school population. called for new and varied modes of
teaching and learning. demanded the provision of adequate ed wational
facilities for school children. The varied backgrounds, ie. Urban children.
deprived children. physically challenged children, children from rural areas.
call for well trained teachers to meet their needs.

The implication is that these children can only have quality
teaching, if they are taught by quality teachers This can only be achieved
if our teacher training programmes are redesigned to respond 0 the
changing roles of the teacher.

R ding to these d ds. there has been a scarch for a new

way of training our teachers in the training colleges. thus leading 10 the
introduction of the “In-In-Out Programme™ That s, current practice in
teacher education has moved away from the situation where teacher
education institutions sce themselves as having the sule responsibility  for

12



the training of student teachers. It now relies greatly on the use of the
apprenticeship or internship mode! of training. This mode is similar to the
internship  programme  that medical olficers, engineers and  journalists
undergo. In this model, student teachers complete their training  with
substantial school experience. This new system also known as intemship
programme as praclised i some developed countries is referred 1o as
Mentoring in Teacher Education. A research conducted in United States off
America by Catherine A Hansman revealed that the benelits of mentoring
or internship programme have been described frequently in rescarch swudies
and literature as enhancing the growth and development of mentors and
mentees. ( Hansman, 2000). Organisation and  educational inst'tutions  that
utilize formal mentoring or internship programmes are frequently prassed for
maximizing their human resource potential. However, despite rescarch that
discussed the positive aspects ol mentoring, some research  has  shown
mentoring to be not helpful for all mentees, particularly those marginalized
because of race, class, gender, or sex orientation ( for example. Hansman,
1999, 2000, 2002, Hite, Stalker, 1994 ). At any rate onc cannot rule out the
immense benefits that can be derived from the mentoning or ntermship
programme. It is perccived that the new system holds o lot of promsse for
teacher education.

Just as the 1987 Fducation Reform was put i place to address a

probl the in-i t  progi was ntroduced 10 enhance  teacher

trainees’ c ies and ¥

p It as not easy to change time-
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period. (12 weeks) spread out over one year period (usually 4
weeks each, of 3 terms in ayear )

il. Commits classroom teacher to support tramees using a
“mentoring” approach rather than abandoning them to their fate
when these are posted to the schools

il Emphasizes the importance of the conceptof a foundation period.
followed by deepening of principles in methodology and
prolonged cycle / period of practice (school attachment) and
reflection which leads to a dynamic. developmental concept of
professional competence.

iv. Ensures that trainee’s school experiences and college experiences
are mutually supporuive and complementary. (GES.Z 03}

At the end of the attachment period. if trainces have acquired
competencies. then they should be capable of demonstrating evidence of
good teaching skills as regards the integration of the theory and
practice of teaching. There should be improved performance in lesson
planning. delivery. classroom organisation. management and control as
well as assessment of pupils leaming achievements In  effect. as
contained in the proposals on Basic Teacher Educauon Polcy
Document, the In-In-Out Programme shouid be able to produce a

competent and effective basic school teacher who possesses



vi.

vii.

viii.

Broad education background that will enable himher function
purposely and effectively as a citizen within s her society and
contribute to society’s development aspirations .

A good command of Enghish language and solid background

Kknowledge of contents of subjects taught in basic scho
A clear sense of responsibility for ensuring that learning takes
place: in  this  connection, the need is  for an  empathetic

enthusiastic, self-motivated and self-confident teachers

Understanding  and  Knowledge  of  the  process  of  human
development and learn'ng, with a firm grasp of individual
difterences and the psychology of adjustment.

Knowledge of relevance of education to society and the prnciples
underlying the practice of education.

Knowledge and understanding of the principles underlying  the
structure of basic education curmiculum and s subject  contents
and activities to enable himher cffect the needed changes where
and when appropriate .

Requisite professional skills and techniques usetul i teaching to
ensure effective interaction with pupils in a  teaching-learming
situation .

Moral soundness and capacity to senve as a role model and also
capabilities to use the contents of the curmculum in developing

desirable qualities



All the good things the in-in-out programme s secking 10
achieve are contingent upon some resources and structure put in place
to make way for smooth implementation. These include :-

i Communities to provide free accommodation and some basic
services to trainees.
il. Conditions in schools where trainees will be posted should be
those that will promote effective teaching and learning.
il There should be an assurance of effective supervision by
mentors and luk tutors
iv. Distance leaning materials and other study materiais should be
provided for use by teacher trainees at their stations ((iES. 2000)
A close examination of the above resources and structures actualty
bring to the fore the administrative challenges that Teacher Training
Colleges are likely to face while implementing the policy. Indeed, the
implementation of the in-in-out programme throws a tremendous
challenge to the head of the college as an administrator and all the key
players involved in the exercise. Developments in education have
implizations for schoo! admunistration. Walton (1969) defines administrati.n
as an activity that maintains an orgamisation and concems itsell with
the direction of activities of people working within the organisaton 1n
their reciprocal relation to the end that the organisation’s purposes may

be attained.






hard times., how many of the communitics will continue to offer free
accommodation ?

They Icould do it for some time but it cannot be a permanent
feature. Provision of frec accommodation is not sustainable. It 1s expected that
conditions in schools where trainees would be posted should be those that
will promote effective teaching and learning. But conditions are normally
not permanent and are likely to change from time to time. Another
condition demanded that there should be an assurance of effective
supervision by mentors and link tutors. The assurance could be provided all
right by the District Directorate of Education but how reliable will it be ?
The classroom teachers themselves who are mentors need strict supervision
before they do their work well. The link tutors come from the college but
there can be some problems in their selection even though criteria for their
selection are spelt out

The teacher-trainees are expected to complement their studies with
the support of Distance Learning Materials (DLMs) inall the subject arcas
These materials are expected to come from Teacher Education Division. Accra
The question is, will these materials be provided and at the nght time ¥
Will conflict’ not arisc between the tramees and the youth when they stay
in the community for a longer period ?

The trainees feed themselves on the allowance paid to them at the
end of every month. The allowances are paid to them through the banks.

Lessons are disrupted any time trainecs leave the classrooms to the hanks



to collect their allowance. One cannot close the discussion on these
problems and challenges without mentioning transfers and attrition rate of
teachers.

Teachers who may be trained to mentor the trainees are nci likely
to stay inthe same school for a long time. While some may be transferred.
others may go on a study leave or even leave the job. All these are
critical administrative issues and challenges that confront the college head
and the entire programme A glance at these questions raised brings to the
fore the need for the challenges to be examined. It is in the light of this
that the researcher deems it fit e-nd necessary that a study should be
conducted into “The Administratve Challenges in the In-In-Out
Programme”, and selecting Bibiani Anhwiaso Bekwai District fc - the study.

Purpose of Study

The study is aimed atidentifying the key players in the management
of the sch(;ol attachment component of the In-In-Out  programme  and
examining their activities Thus in the process, a wide range of challenges
will be unfolded. Having identified these challenges. recommendations for
addressing them will be made for the consideration of policy makers

Research Questions

1. How inable is free dation offered to teacher trainces
2. How effective is the orientation programme organized for trainees
3. What conditions prevail in the schools and communitics where

mentees are posted to leach ?



4. How effective are lead mentors and mentors in offering supervision,

fessional and academic guidance to ?

P !

5. How does the college administration ensure the availability of the
necessary logistics to support the programme ?
6. How does the rcgular movement of trainees outside the school
affect the programme
Significance of the Study
The identificaion of the key players in the management of the
school attachment programme and  activities performed by them will
contribute to the understanding of the in-in-out concept and the goals it
has set itself to achieve The study of the programme from the view point

of the activities of the key players will bring to the fore the inherent

hallenges confronting the prog: This k ledge will assist policy
makers, implementers and  stakeholders  of cducation to  put  necessary
measures in place to address the challenges as they unfold. In this study.
the key players who are easily identified to be dircctly associated with the
in-in-out programiue, inchude the lead mentor . mentors. hink tutors. chicfs and
opinion leaders in the communities. For a successful implementation of the
in-in-out programme. there should be an effective collaboration among the
key players. Therc are other stakeholders of education whose contribution 1o
the smooth running of the programme cannot also be overfooked 1hese are
District Education Planning Team (DEPT). School Management Commuttee

(SMC), Unit Committee and Zonal Co-ordinators. These bodies at the local
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opinion leaders are also educated to various levels such as secondary school.

middle school, vocational and technical schools, while the rest are illiterates.
Limitations

Every study has aspects which may fall short of ideal situation

which the researcher has to establish or recognize. In this study, the

multiple-choice approach used in the questionnaire to sample views of

d may not i the best method of establishing certain facts

P

or describing situations.

Due to time int, the questi ire were administered and
collected back after some minutes Respondents were not given enough time to
reflect on the questions. It is likely some of the responses may not give a
true reflection of the situation on the ground.

Even though the geographical locality of the schools selected for the
study was such that the study could go on smoothly, the results could not
be relied upon. The entire exercise should have covered a  wide
geographical area in the district, thus making use of schools dotted all over
the district and not schools concentrated in a particular area.

Organisation of the Study

This is a study on Administrative Challenges in the In-In-Out
Programme in the Bibiani Anhwiaso Bekwai District of Western Region. It
seeks to identify the key players implementing the programme and examine

the adininistrative challenges that beset the implementation proces:.



Chapter vne of the study is the introduction. which s niade up of
the background to the study. statement of the problem. purpose of the study
rescarch questions and signiticance ot the study Other areas treated  under
the chapter are dehmitavans, initations and orgamsation ot the dissertation

Chapter two s the fiterature review. This resiews related iterature done
by previous scholars inthe same ficld In addiion. documents both publi ed
and unpublished including books, journals. mavazines, nesspapers and other
reading materials that have relevant snlormation on n-in-out prograiine
were reviewed

Chapter three  conasts of the methodolagy used i the wtods

carch Je. rationale

Discusston was wentred n the Jespn ar otk
and  weaknesses o the deapn population and samphng ratwnate et
selecion procedure. pilot test, instrument for collecting data, data cotlecr:m
procedure and data analyst.

Chapter tour Facuws excluanely on data presentation apsis o
discussion Chapter Tive v devoted towumniany ot the aade o
drawn from th o e e cecemmiendations tor smipeaciient and o,
for tunher research swork

Definition of Terms
Lead Mentors - Headteachiers m the hods o aachissne
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Mentee -
Link wtor -
Trainee -
Study Circle -
Distance Leaming-
Materials -
Teaching Leamning-
Materials -
In-In-Out -

Internship -

Population -

A student teacher who is posted to a school of

attachment to receive professional and academic
guidance

A ttor trom the college who works closely with
schools of attachment to offer supportive guidance

to mentees and mentors

A student teacher being taught what to do b a mentur
A number of trainees in a school ; community whu
have come together to constitute a study group

Books and manuals supplied by Teacher Educatinn Division
18}

support the programme

Cardboards. newsprint. felt pens for prepanny

teaching aids

Two years tace-to-face instruction in ¢ollege and one

year school attachment in the community.

Onz year field experience in the schools outside

the college

The target group about which the roscarcher is

interested in ganing information and drawing

conclusions.



CHAPTER TWO

REVIEW OF RELATED LITERATURE
The success of any new programme depends heavily on the implementers
In this respect. it is prudent to identify the key plavers in the management
of the school aunachment component of the in-in-out programme and
examine the individual roles to be plaved by them.
The management of the "OUT" programme draws on partnership
approaches among the fellowing partucipating groups or organisations
i The Teacher Tramming Colleges. where the trainee have
received initial traiming
i The schools of attachment. where trainees are expected to
work under classroom teachers to gain teaching expenence in
real life situations
i The Ghana Education Senice Directorate. which oversees the
schools being used for anachment.
iv.  Teacher Trainees whe are on the progrumme
. The communities in which the teacher trunees wiil reside
during the period of antachment
According to Van Meter and Van Hom (19735). the understanding
that implementers have about the general niemt as well oy <peaitic
standards and objectives of a policy or programme is crucial to the success

of the policy.



If for lack of proper understanding of any aspect of the policy or

prog the impl do something which is contrary to the policy

directives, then this will be a setback to the effectiveness of the
implementation. The situation where a person lacks proper understanding and
for which he does something else.is what Van Meter and Van Horn call
cognitive dissonance. The success of the in-in-out programme depends on
effective  collaboration among the key players mentioned above
Collaboration could be achieved if the Principals of the training colleges
employ all the administrative skills under their sleeves to make the system
work. Besides. the general atutude of the key players is very crucial to the
success of the programme. According to Van Meter and Van Hom (1975)if
implementers of a policy are negatively disposed to a policy and its goals.
they may fail to play their roles faithfully in their implementation process.
In this respect. an attempt will be made to examine the roles 10 be played
by the college head ( ie. the Principal ) and the key players of the
programme within the framework of the following -

Some undurlying theories of administration. administrative techniques.
administrative effectiveness. and the attitudes of all the plasers of the
programme An attempt would be made also to review the concept of
mentorship/mentee and supervision in schools. Finally. the sysiem of teacher

education in selected Afncan countries would be reviewed



Administration
Administration can be explained in terms of leadership. problem-
solving, management and government. According to Walton (1969).
administration can be defined as “an activity that concemns itself with the

survival and i e of an organi and with the direction of

activities of people working with the organisation in their reciprocal
relation to the end that orgamzational purpose may be achieved Simply.
administration refers to the process of getting things done through the

efforts of other people This means that the admini makes it possibl

that others perform the actual task. Getzels (1968), points out that. in the

Javel, q

study of administration, three major viewpoi ha.e ped : a

managerial emphasis, a human relations emphasis. and a social science
emphasis. From the managerial point of view. the conception of
administration was intended to maximize the output of workers in an
organisation by applying the principle of scientific management. Taylor
(1911), the principal proponent of this theory aimed at the rational analysis

d for explotting. human and material resources in

of administrative |

order to attain the objectives of an organisation most expeditiously He

thought excellence in management resided in “knowing exactly what you
want men to do and then seeingto it that they do it in the best and

cheapest way. No system or scheme of 4 nt should be considered

which does not in the long run give satisfaction to both employers and

employees™ . Having said this, Taylor assumed strongly as his commerstone
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that, “what the workman wants from their employers beyond anything else
is higher wages and what employers want from their workmen most of all
is low labour cost of manufacture™ Taylor was criticized by modern
thinkers for taking a narrow view of administrative labour and organisation
relationships, and losing sight of the motivational nter-personal and
emotional factors involved in mobilizing human efforts for common
purposes. However, the analysis of Taylor in administrauve procedures gave

room fora sy: ic study of ation

Fayol (1916) who belonged to Classical Scientific Management
movement published his most influential treatise “General Industria}

Management” and came out with his central theme of the administrative

"

system as organizing. co-ordinatin. and controlling.

They are allso referred 1o as administrative function or administrative
process.
Planning :

Planning is the activity that attempt to study or forecast the future
and assist in the decision-making process and in the direction of the
organisation. Fayol emphasized that the most important instrument of
planning was the “plan of operations™ ( this contains the object in view.
course of action to be followed. various stages on the way. and the means

to be used). He maintained the characteristics of a pood plan of uperations

were unity, flexibility and precision.



Organizing :
Organizing  means establishing the organisation’s structure of
authority. responsibility. tasks. and building up both human and material

r of the or ion. To offset the inherent problens of

organisation. Fayol stressed the need to invest time and enmergy in the
selection of employees. 1o situate them where they could be of most
service. and to adapt organizational requirement in the light of available
resources. His chief concern was the human organisation. and the organisation
chart.

Commanding :

Commanding means more to Fayol than enforcement of obedience. To
him it entailed getting the best out of employees in the ‘nterest of the
organisation as a whole. He suggested that to facilitate command. the
manager should perform such activities as acquiring knowledge of his

|, eliminating inc e. avoiding pre-occupation with detail.

setting good  example. and fosiering team work and co-operative spirit.
initiatives and loyalty amonyg his staff.
Co-ordinating :

Co-ordinating refers to all efforts concerned with building together.
nnifying and harmonizing all activity and effort. He argued that
characteristics of a well co-ordinated organisation were evidenced in its up-
to-date programme of work and exact instructions about how the \arious

sub-units were able to combine their eflonts. Fayol recommended regular
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meetings of departmental managers as a pre-requisite for effectve co-
ordination of etfons of staff members.
Controlling :

Controlling means ensunng that evensthing 1s done 1n accurdance
with established ruies and expressed commands In other words. coatrolling

n order to ferestall and

signifies appraisal and examinatien of results

rectifv weakness and errors. It is perhaps most notable that this system of
classification is still used 1oday as rudimenuany foundauon in management
Dot pecessarily parameter In ME2SUNng SUCCess.

Gulick and Urwick (1937) 2pniied the pnnciples of Fayol 1o pubic
scene. in answer 10 the guestons ~ what 1s the work of the Chief
Executive™. They armed at the acronyi: PODSCORB which -zpresents the
various activities essential 1o the proper functioning of the office. These are

ard

Planning. Staffing. Orgamsing. Direcung. Co-ordimaung . Reports

Ll

Budgeting. For Gulick and Urwick. planring refers to hsunz the ?nrozc

outlines of duties to be performed. Organising means establisminz formaz!

functions that are required for carning out the duties cuthined Sia

refers to recruiing and training of persoanel and maintar

work climate for the entire personnel. Directing ertails deciding

specific things each member should do. estatlishing orders asd instruct-

for each member as well as offering leadership in the enure wirkpizce Co-

ordinating refers to unmiling Or interrelaung e ‘arous

work. Reporting means keeping eversbol: rdotn sumwrd



ordinate staff) informed of happenings in the work place through spection,
relevant. and good records among others. Budgeting refers to fiscal planning.
accounting and control. From the human relation point of view. Mary Parker
Follet was the first great exponent, In her book “Creative Experience”, She
argued that job-analytic methods recognize that almost any one has some
managing ability. This cogmizance she said would directly influence the
workman's ability consciously to improve his efficiency. She further argued
that * when you have made vour employees feel that they are in some
sense partners in business, they do not improve the quality of thewr work.
save waste in time, and materials. because of the Golden Rule but because
their interest are as the same as yours™ Aetcalfand Urwick (1942).
Administrative Techniques

The techniques of administration are as old as when human heings
started organising tu achieve their goals, but the systematc  study of
administration is recent. Thes: studies have tned to find out whether there
is a2 universal sct ot activities that characterize the administratine tasks To
identify the activities, one may ask what specitic  objectives  the
administrator sets out to achieve, what activities will lead 1o the aitannent
of these objectives, who will perform the actinities with what wols or
facilities, and how well the activities should be carried out In an attempt
find out the answers to such questions, several theories have come up with
list of words they consider as adequate description of the udministranve

function or process.



Fayol (1916) suggested that administrative process include the

4

1 t of planning. organising, ¢ ing. co-ordinating and controlling.

Other theorist like Gulick and Urwick (1937) and Simon (1957) came out
with similar elements in administrative process. Administrative process then
can be defined as the sequence of actions through which the executive
takes decisions and implements them in order to achieve the organizational
goals, and the elements of this process which forms a cyclical sequence

luded - d -making, planning. organising, cc ating. supervision

and controlling. The definition recognizes the position of the administrator
as vested with both professional and legal status and responsibility and
concomitant authority to determine what is done in the organisation. The
work of the school administrator 1nvolves extensive  face-to-fuce
communication, it is action oriented, is reactive, the presented problems are
unpredictable, decisions frequently are made without accurate or complete
information. Work occurs in a setting of immediacy the pace as rapid
There are frequent interruptions : work cpisodes themselves tend 10 be of
very brief duration. Responses often cannot be put oft until later. resolution
of problems often involves multiple actors, and the work is characterized by
a pervasive pressure to maintain a peaceful and smoothly running school in
the face of a great deal of ambiguity and uncertainty ( Blumbery 1989)

The school can also be likened to a moral institution. where teachers
as professional educators, have @ moral obligation to contribute positively to

the intellectual, social, emotional, and physical development of the student in
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their charge, and the administrator as a professional educator, is  morally
obligated to support teachers in their efforts and to sccure for teachers and
students the materials and conditions needed  for therr  work. School

have professional duty to be sure that school policies and

techniques do indeed serve the best educational and developmental interest
of students. The school administrator can also be said to be facilitator of
teachers, because he reminds teachers of their core values and beliefs of (he
importance of teachers' efforts i the lives of students, and the  school
administrator’s  efforts to  support teachers and to create and  mamtain
conditions that will enable teachers o teach students to learn. Admimstrative
techniques can therefore be formulated around these parameter/indicators -
planning, organising, directing, supervising and evaluating.  Detailed discussion
of these parameters follow :
Planning

To design an environment  for the effective  performance  of
individuals bonded together in groups, it is most essential that  purposes.
objectives, and methods of achieving them are  clearly  outlined  and
understood before hand. In order words, planming s the idennification of
purposes and objectives and sclling forth mcans or strategies to attiin
them. Koontz and O'Donncl (1976) defined  planning  as “deaiding i
advance of what to do, how to do it, when 1o do it and who s 0 do o™

Essentially planning is made up of three clements. First, the present state

of things (the status quo) Here the administrator  would  have 10 ma
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accurate diagnosis of the present state of affairs of the institution The
diagnosis would disclose the need for action about the decision to be
made. This is because it would disclose the deficiency in the institution.
Secondly, the administrator decides the optimum place for the institution.
Thirdly, he would try to estimate the distance between the present state and
where he wants to get to. He will also take note of the obstacles on the
path and then decides what means, what resources- human and material. he
would require to get the institution from its present state to the new
position desired.

From the above context, planning can be said to bridge the gap
from where we are to where we want to go. Simply put, planning is where
we are, where we want to be, and how to get there. Better schools (Module
two) indicates that planning involves the translation of national educational
policies into school-based teaching and learning objectives and targets;
preparation of syllabuses, schemes of work. time tables. schedules for meeting
of the governing board, Parents/Teachers’ Association, staff and others and
planning long-tcrm acquisition of relevant teaching and learning resources
(including finances).

Teachers, parents, students and others should be invalved in planning
for the school. The school head must aim to manage an efticient and
effective school through the process of planmng cffectnely by achieving
set objectives, and efficiently by using minimum resources to gel maximum

results in time.
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Organising involves putting in order of priority and preference the
resource available. An action plan is needed in which actions and actvities
are scheduled. The targets set should be quite easily autainable within a
period of time. In Better schools, (Module two) organising is defined as “the
preparation of up-to-date job descriptions for all employed staff by the
head. and assigning roles, responsibilities and duties to staff and students
The head in orgamising should also arrange for the appointment of new
staff and students holding responsible posts™.

From the point of view of hoontz and O'Donnel (1976} organising
is the "grouﬁing of activines necessary to attain objectives, the assignment
of each grouping to a manager with authority necessary to supervise it, and
the provision for co-ordination horizontally and vertically in the enterprise
structure. An organizational structure should be designed to clarify the
environment so that everyone knows who 1s to do what and who s
responsible for what result, to remove obstacles to performance caused by
confusion and uncertainty of assignment and to fumnish a decision-making
communications network reflecting and supporting enterprise objectives™

In organisi an i has to deal with three aspects of

work. First, he must identify and group work that must be done to achicve
the objectives of the institution, then divide the work into parcels that can
be performed by single individuals. Secondly. the administrator mwst define

and delegate responsibility and authority. se¢ to 1 that cach individual
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Organising

Organising involves putting in order of priority and preference the
resource available. An action plan is needed in which actions and activities
are scheduled. The targets set should be quite easily attainable within a
period of time. In Better schools, (Module two) organising is defined as “the
preparation of up-to-date job descriptions for all employed staff by the
head, and assigning roles, responsibilities and duties to staff and students
The head in organising should also arrange for the appointment of new
staff and students holding responsible posts”.

From the point of view of Koontz and O’Donnel (1976) organising
is the “grou;;ing of activities necessary to attain objectives, the : signment
of each grouping to a manager with authority necessary to supervise it, and
the provision for co-ordination horizontally and vertically in the enterprise
structure. An organizational structure should be designed to clarify the
environment so that everyone knows who is to do what and who 1s
responsible for what result, to remove obstacles to performance caused by
confusion and uncertainty of assignment and to fumish a decision-making

network reflecting and supporting cnterprise objectives™

In organisi an int has to deal with three aspects of

work. First, he must identify and group work that must be done to achieve
the objectives of the institution, then divide the work into parcels that can
be peiformed by single individuals. Secondly, the administrator must define

and delegate responsibility and authorily, see to it that each individual

36



knows exactly what work he/she is to do and what rights and powers
he/she may exercise in doing it He/she should also decide on what to
delegate and what not to delegate Finally, he/she should establish
relationships. In other words, he/she must set up rules for teamwork to
enable histher people work harmoniously together under all possible
circumstances, Again, Allen (1958) also defines organising as “a process of
identifying and grouping work to be performed defining responsibility and
authority and establishing relationship for the purpose of enabling people to
work most effectively together in accomplishing objectives”.
Directing

The process of directing involves co-ordinating, controlling and
communication. The head needs to direct the implementation of plan. He shouid
provide leadership by delegating duties and responsibilities to staff, and
motivate them. What some have called “directing” others call stimulating or
influencing and leadership. Fayol referred to it as “command”. All these words
connote the concept of making things happen through other people. This is
the step or stage where the action starts and keeps the system moving
towards its goals. This step is concerned with the authority that issues directives,
consults and decides.

In order to direct human efforts towards set objectives, administrators
should think in terms of issues related to orientation. communications,
motivation and leadership. Administrators should communicate regularly and

fully, by the most appropriate means, to all those with an interest in the
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school about programmes, and hold formal and informal discussions with
individuals and groups. including staff and students. and those outside the
school, about all aspects of school life. The administrator also has a duty
of controlling and co-ordinating the supply and use of resources.
Supervising

This el of the administration process is concerned with the

effort of the administrator to guide the day-to-day operation of the

o

by stimulating. d ing and ¢ the worker's personal
relations so that all move collectively towards a more efficient performance
of all the f;.mc(ions that lead to goal achievement. The supervisor should
endeavour to create positive work environment and opportunities for
teachers to experience psychological growth. This can be achieved if the

head realizes that teachers like other humans, have a need for belongingness

and so, need a place where they can interact freely with others without

emotional strains. Good relationships and isfaction of need on the job
will motivate teachers to willingly contribute to the common causc by
utilizing their own skills and abilities.

The head as a leader and supervisor is expected to hold frequent
meeting with staff to discuss that problems and plans for action. At such
conferences or meeting, whether individual or group, the head should create
an easy but business-like atmosphere.

He/she should call for views and listen through discussions. Al group

answering questi should not be the exclusive affair of the
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administrator, he/she should notice the particular interests. specialties and
abilities of other members.

To assess the progress made in the school.a head of school must
go round helping out and overseeing the work of hivher staff. This
assessment will help himher make an evaluation of the work done in the
institution and take fresh decisions about administrative actions required.
Evaluation should therefore be seen as an inevitable task for the
supervisor/head, because the feedback pot from the evaluation can be used
for further planmng. Koontz and O'Donnel (1976)

The supervisor has the responsibility to evalvating factors that aftect
instruction and other non-academics outcomes of schooling e.g. the goals of
the school, the social climate within it, the organizational structure of the
school, communication. the process of supervision and even the cffectivencess
of the teachers themselves. This agrees with the concept of control. Supervision
and evaluation provide a means of control to check on the fulfilment of
assigned tasks. and identify factors that enhance or inhibit the achievement
of objectives Koontz and O’Donnel (1976).

Commonwealth Secretariat (1993) advises that “the head as a supervisor
should also carry out sclf-evaluation to see how well he’she 1s doing  Fleshe
should seek information on how well he/she organizes histher work mto o
schedule that will be used to guide. He should also scek information on his
inter-personal relationship. In supervising, the head should ensure that clusses

are held, and students’ work marked. and check the schemes of work of
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teachers. ensure the presence and puncuality of both staff and students.
conduct a fair appraisal of all staft, which should include observations.
discussions and written reports, and take stock and physically check the
store and equipment of the school.

Evaluating

1 T o

&

E involves cc at regular intervals about
on-going programmes within the school and analysing it. Data collection
can be inthe form of general observation of students, seeking views
through discu.ssion groups. peer evaluation, interviews among others. The final
part of management cycle is to assess the results and compare them with
the set targets and objectives. The performance of all staff including the
head should be assessed. This 1s because feedback is needed in the
adjustment of future plans. Commonwealth Secretariat (1993).

The functions of the school head n evaluating are to prepare
Annual Reports of the school, analyze examination results. reviews the
performance of the school in all in-class and out-of-class activiues. set
targets for ir;dividuals. departments and the school. make new requests for
better qualified teachers where necessary, and present financial statements
and reports to the board of governors.

Allied to evaluating is the issue of controlling. This 1s an administrator's
function of making sure that plans succeed. In other words it is the
measuring and correcting of activities of subordinates to ensure that these

activities are contributing to the achievement of planned goals.

40



Rovnt wad ODonael (19701 teeand connalling piocess as wie ol the
establistung  standards  agwnst which  performance v be measured. and

the

devtanons coneded tom standands and - plans Controlling ndtud

T tiens ~overathy detined watz wnd hudyetng wed Iy Galicn e
ek o197 T vaaate amploved pythe Vimctican Assiwaion: oi Schivol

Adnnnestiators (AN (1953 and - Gregge (19571 and “Apprasal - or - Re-

apprasing” wed by Dichfield, ¢1930 and Campbell Bridges. Corbalhy

Lamsavar (1Y

Nastand

Gheoibie s b celioeline aetions ieecssaly o e L

Hsationndl obectines aie achieyed

Administrative Etfectiveness
Ftecnne ~ehool admistiaton, can be o sad o0 be o the condian
where stece sttt appropeae vl and unne e oo o
stidents ond teachors e the school o moiale ol stadents, wacinis aiet
other school members s posttive - and parents, other conimumts nwember
and the Ghana 1 ducation Service moour situation 1o be ellecusely Laltitne
Pobicres b Bamard 1980 cncainiie s s e e s b

(R foehioatines ol vosoperdbng action s that o loader wine L

need s 1o achieve spealiv organizational goals would  be

teness as delined meterms ol prodoc

eflectneness 1

comnpaiable 1o voal adacveman widh s raaier e

which has Been detined as Baavion o Glidh we deader e o g

clearly s her own role moackition o group acuvitics e b

41



ahead, assigns tasks. establishes ways of getting things done and demands
productivity.

Effectiveness can be defined in terms of the group's output, its morale and the
satisfaction of members. Stogdil, (1950) Bass (1990), Hoy and Miskel (1996)
expressed a similar view when they said the “leadership effectiveness has an
objective  dimension ie. accomplishment of organizational goals, and
subjective dimension 1.e. perception evaluation of significant references”. These

d

perceptual evaluations include opinion held or j

made by subordi

peers and superiors. These people make appraisals of the leader's effectiveness
that are very important to the administrator Some of these appraisals will of
course be based on the moral and satisfaction of members — e.g. students.
teachers, board of governors, parents and the general community. Fiedler (1967)
however suggests that in spite of these considerations, effectiveness should be
determined primarily in terms of the task the group is to perform He
argues that, groups are formed primarily to perform some tasks and a group
with low morale, or gives little satisfaction to members ( or even exhibits
both characteristics ), but performs its mission will survive and continue to
function while one that fails inits mission will disband no matter how high
the moral and member satisfaction. Generally, leaders are appointed 1o
achieve goals and they function in a way that ensures that both the group
climate( including morale ) as well as individual satisfaction relate to the set
organizational goal. It is therefore, appropriate to sce leadership effectiveness

as a degree in which a leader succeeds in producing desired effect.
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Evans (1970), House (1971) who propounded the Path-goal theory of
leadership effectiveness, said the primary task of the leaders is to increase
the effectiveness of the reward outcomes associated with performance and

also help histher men to see the relationship between the expected
performance level (task goal) and the reward that they hope to get ( personal
needs). Accordingly, a leader is effective to the extent that he/she is able to

1. Influence and clarify this effort-performance-reward paths and help
his subordinates to move along this path by providing necessary
guidance, support or coaching and removing all barriers along the
path.

2. Make satisfaction of subordinate needs contingent upon performance
level desired by the organisation/institution.

The theory however recognizes some situational factors that can
moderate the leader's effectiveness. These are the characteristics of the
subordinates which include their personalitics. attitudes, abilities among
others, and environmental factors like position power and job characteristics.
It advocates that the leader should clarify roles as role ambiguities frustrate
and upset subordinates. When they do not know exactly what they are
expected to do, they will have a low expectancy that their efforts will lead
to their personal goals. To improve clarity, tasks should be structured and
interaction between the leader and the led increased to ensure a facilitated
movement along the path to task performance. All the same, the leader

should structure reward in sucha way that they will be contingent on good



per This 1s ble where the leader has substantial authonty and
power 10 manipulate rewards

The theones point to the fact that leadership cffecuveness calis tor
perceptiveness in the leader The leader has o perceive fairly accurately. the
major elements in his her environment-himseltherself. his/her task and the

personnel otherwise leadership eftectiveness will elude him‘her

entorship / Mentee

To mentor someone means 1o pive the person help and advice over
a penod of ume, espeaially help and advice related 0 the person’s jobh
Mentors are supposed 1o be expenenced and trusted guides and adyviners
Mentee is someone receiving protessional vutdance from a mentor

The concept of mentorship and mentee can be explaned as two
people. one being the master crattsman imparting hnowledge and shalls e
the other who 15 considered as a learner or apprentice. Mentorship and
Mentee are two concepts which go together because you cannot talk about
one without mentionmg the other In the school situation, the wdes ot a
mentor and the mentee wan be desenbed  us a teacher teaching o

teacher”. However, mentoring only  flournishes when 11 v pervened by

d | S as an p aspect ol stat! deselopment rather
than a wresome burden w be landed on uosilling  and anpreparcd
shoulders. More often than not, teachers who are mentinng wentee: e
their job as an additional responsibility which hould anract pec iars

reward. More specifically. becoming an effectine mentor  means  helping
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student teachers or mentees to make progress on the following important

areas :

acquiring and developing beginning ¢ in and

to these goals: attaining appropriate and secure subject knowledge:
making that knowledge accessible and interesting to mentees:
accurately, compassionately and diagnostically assessing their leaming,
good-naturedly managing their behaviour and learning: caring for
and' promoting their psychological and administration

promoting their psychological, social and material welfare : and
dealing with routine administration.

possessing and applying a critical understanding of diffenng, learning.
teaching. class management and pastoral theories and practices
finding ways to practise and promote social justice in their
professional work. and thereby acknowledging that being a teacher

ethical

q

Research into mentoring has come out with various findings. Teacher trainees or

mentees expect their mentors to equip them with the necessary skills and

knowledge to enable them become effective teachers. In a research. some of

the skills that Oxford University Teacher Educators ( H. Hagger. K. Bumn and

D. Mcintyre, 1993) found student teachers value in expericnced teachers

include the following:

1.

2

awareness of realities. practicalities. constraints

classroom control
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3 Planmmg individual mentees” provianines for teaching and feamimg

and discossing therr prosress ¢ 82 percent )

14 discissing with mentees lessens ey have ohserved m school (80
percent)

15 orgamsing mentees” lomctabte (82 percenty pp 11-12)

(K] Mdditonal rescarch (BLack and Booth 1942 anto the viens of

student teachers o the cudance they tecened rom then i
tevealed tha
7y canstructine cnticrsme i the form ol “non-threatening evalstine

feedback s

(R3] welvomed Stadent reachas nead 1o know how e

ey then
developmy shills so don't be unhelptulls over protecine
()] structured apportunities  for learmng are vadued (p 12)

The discassion has exanmed the actual rales expected o T et

by omentors and ot the same e behhishied the expechations o il

tromm then mentors A1 the bevimme o tien weacher education: prosamme

mientees or student teachers undenstandably expect their mentors e suppis

“haste surve al” stratepies T that comtext low oo stirt g fesan
take w0 register and how o deal st mbebanioae e ol e
Fred and dested tactics have then place wnd ey ol G, el

secunty o bt teachers and teacher tramees But as the coura proc o

student teachers must he given opportunitics to cxperanent 1o ey o gl

advice that has been dispensad 1o besin o caltivat then vy o
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style. and to reflect upon the outcomes. In short, they must be allowed some
original thoughts. In conclusion, one's job as a mentor is to help student
teachers to become competent and reflective practitioners who. when  they
achieve qualified teacher status, are prepared and ready to enter a
profession that makes a difference.
Supervision as an Important Tool in the Implementation
Process of the in-In-Out Programme

Supervision has been treated carlier 1n the presentation as onc of the

I of the administration process. However, emphasis should be placed
on supervision since the success or ctherwise of any programme depends
on effective ' supervision by the implementers. The in-in-out programme
dwells on collaborative efforts of the key players The supervisory roles
inherent in the programme among the key players cannot be
underestimated.

According to Musaaz: (1985) supervision is primarily concerned with
actions taken to cnsure the achievement of instructional objectives. Musaazi,
therefore defines supervision as ™ all actions taken to improve or ensure the
achievement of instructional objectives when teaching and leamning  are n
progress". Here supervision is seen as a developmental approach where a
practitioner assists a client to carry out an assignment morc casily and
effectively in order to achieve improved results. Supervision therclore

concentrates on improving the quality of instruction.
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Neagley and Evans ( 1970) posited that supervision is a positive,
dynamic and also democratic action designed to improve instruction through
the continued growth of all concemed individuals, children, teachers.
supervisors, adminstrators and parents or any other lay persons”. In the
view of Neagley and Evans. supervision is a process which should be a
regular feature in the school administration. Being democratic, all concerned
individuals have a say or a part to play to bring about success, or the
achievements of instructional objective.

Musaazi supports this view when he writes that supervision is

carried out i ly and c as a process of guidance, based on
frequent visits which focuses atiention on one or more aspects of the
school's work and its organisation (1985).

In Ghana, supervision in our schouls leaves much to be desired
Instead of supervision being supportive, it takes the form of monitoring,
inspection and evaluation. It is therefore not limited to the supportive
formative process of helping the teacher to get the needed feedback. Hence
the feedback regarding the effectiveness or otherwise of his work from a
facilitator to help him develop more effective strategies to improve his
work is not obtained.

In the Ghanaian educational system, there are two types of
supervision of instruction. These are the internal and external supervision. he
intemal supervision is carried out by Headmasters, [Ieadteacher. and

Principals who are the resident  supervisors.  These mternal  resident
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supervisors vet teachers’ lesson plans and monitor their teaching in class
They also check the use of comtact hours. punctuality and attendance of
teachers and pupils. The heads scarcely do evaluation of their staff nor
provide support in the form of in-service training, demonstration lessons
and conferences with their teachers to help sharpen their skills and also
adopt effective teaching methods.

The heads are often too busy to do any effective internal
supervision since many of them are also classroom teachers especially in the
Basic schools. The external supervisions are carried out mainly by circuit
supervisors and officers from the [rspectorate  Division  (Regional and
Headquarters).

They work as non-resident supervisors. They concern themselves with
data collection. inspection and evaluation of schools Monitoring takes the
form of supervisors making routine visit to school to check teuchers’
attendance, punctuality and make them adhere 1o instructional hours A
discussion of the state of supervision in Ghana may not be complete of
sight is lost of the doses of supervision being injected by the different
interventions ‘in various educational nstitutions. especially in some  hasic
schools in Ghana. Some Non-Governmental OrganizationstNGOsy  like
USAID through the Quality Improvement in Primary Schools (QUIPS) have
embarked on series of supervisory activities in some  sclected  priman

schools throughout the country.
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Equally important are the superusing roles plaved by the Whoie
School  Developmenty WS tonands  oducational  progress m some Basie
schowls in the countn Under the WSD programme. mesenvice trumng has
been given o some teachers of Fnghsh and Mathematies, by the Dstrict
Teachers” Support PeamDIS) o vanous districts i the coumin, With
funding  from WSD. the Distnet Dinvtorates ongamze workshops  tor
headteachers  and  some  wachems  m the  feaching  of  Fnghsh  and
Mathematics.

Undoubtedly. superasion s the vehuele through which the mims and
goals of education could be reached. 1 as the bond that plues the human
resources activities  of any  organizavon. Supenvsion will  ensure that
individuals contnibute meammgtully to the attimment of orgamzational goals
and provide feedback in anticipation of improved future performuance. 1 s
therefore proper to gnve the supenisons enough academic and professional
mining, resource them fullh and motivate them tor effective superny ision,
retention  of  supenision  statl and  sustwnabilin - of  the  mstructional
supervision process  The success of otherwise of the nsin-out programme
depends on effective supenvision by the hey players who play supenison
roles.

A Review of Teacher Education in some English-

Speaking African Countries

“If education is to meet the demands of our tme and o the

coming decades, the organization, content and method of teacher education



must  constantly  be improved."(International  Conference on Education,
UNESCO. 19751 Post independence Afnca saw nany  countries taking up
the challenge and  came out with educational  policies and  programnies
which will move ther mdividual  countries forward i development  In

Ghana, various educational reforms have tihen place after independe n

scarch for new  educatonal stratepies and  concept which will help 1o
produce the required manpower needs ol the country Sumilarly  other
African countries Jaced with the problem ol ever-mereasing numbers ol
untrained and ungualificd teachers had to strategize to solve this problem
Quality teacher cducation s essential toany meammgful educational relorm
aimed at meeting the demand of the ever-Chunging society  However, there
are various approaches to mmproving the qualty of teacher education  In
Ghana the problem is essentially tackled at the Teacher Traming Collepe
level where teachers are produced to man the basic schools, henee the
introduction of the new approach, “m-in-out programme”

On the other hand, there are other approaches such as “In-Servce
Education and Trammy (INSET) where the problem s tackled with tea hers
already in the service. Fhe fact is that wiachever approach i adupled  the
aim is to improve quality teacher education T this preseptation. the review
of teacher cducation 1 some countrics o Alnca by been locosed on
Nigeria, Zimbabwe, Lesotho, Uganda, Swaziland. Dibera and Sierra [ eone
The selection of these countries for the review o based on the Lo ihat

these countries chose the same path or approach 1 iy tcacher. 1
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become fully qualified to teach in the basic schools. The INSET Africa
Project. a research body under the auspices of International Conterence on
Education. UNESCO, conducted a research involving thirteen countries, each
one nominating a national researcher, came out with the finding that the
countries mentioned above chose the same path to improving teacher
education. The thirteen countries include: Botswana, Gambia, Kenya. Lesotho,
Liberia, Malawi, Nigeria, Sierra Leone, Swaziland, Uganda, Zambia and
Zimbabwe. There has been a search for an effective system to improve
teacher education by various governments in Africa. These countries were
faced with two approaches or paths tc training teachers to become fully
qualified to teach in the basic schools. The two paths were : either qualitied
teachers are given in-service education and training (INSET) activities
designed to make them certificated teachers or INSET activities for
unqualified teachers to c¢nable them compete for entry into the conventional
“pre-service™ colleges on the same terms as school-leaver applicants The
countries selected for the review chose the first path. Particular programmes
of in-service training were put in place in these countries which led to
certification. These were:
(a)  Lesotho: Lesotho In-Service Education for Teachers (LIET)
(b) Liberia: Extension School Centres.
(c)  Nigeria: Teacher In-service Education Programme (TISEP) and National
Teachers' Institute (NTI)

(d)  Sierra Leone: Freetown Teachers’ College
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(©) Uganda: Grade 11 In-Service Colleges
Qi Zimbabwe' Zimbabwe Integrated Teacher Education Course (ZINTEC)

These institutions were entirely responsible for traming  teachers

their respectine countries

In terms of organisational structure, the Ugandan, Liberian  schemes
operate in exactly the same way as a comentional pre-serace college e
with a permanent complement of staft working only on the campus) 1f
there isany follow-up of the trmnees back in their schools, this is done by
the Inspectorate Division as part of therr routine Jduties In the case of
Teacher In-Senvice BFducaon Programme  (1ISEPY in Nigena. trinees  are
registered  with 3 centre statfed by o full-ume TISEP Co-ordinator
However. the annual residenual anachments of six weehs are staffed by
temporarily recruited colleye  lecturers, wspectors and  secondany school
teachers. In Swaziland the college tutors by contrast, are  responsible  for
going into local schools with their trainees once per week dunng  the
residential sessions and then for visting them a further three times when
they are backh in the schools they came from The “field tutor” clement of

Teacher  Fducaiion  Course (ZINTEC) s organiced

somewhat differently @ at the end of a residentiab session seven of the tators
go into the field as ficld tutors. the plan bemyg that ZINTEC satt work
both in college and out in the schools on a revolvmge basis However, (e
system is difficult w adminster because  spectabsis i practical subjects

cannot be adequately exploited in the field and secondly because the



majority of tutors are reluctant to move off the campus for domestic
reasons. Arrangements in Lesotho are a mix of those in Swaziland and
Zimbabwe. Tutors based at National Teacher Training College (NTTC) in
Maseru make periodic visits “to the interior” but a permanent network of
field tutors also exist, these people having the dual function of supervising
both INSET tramnees (usually one week - end meeting per month) and the
intern from the NTTC who spend the entire sccond year of their three-year
course out in the schools.

In the Swaziland scheme 1t was the college tutors who wrote the
correspondence  assignments This s true n Lesotho for the so-called
“method” subjects and “Education”, but for the “academic™ subjects the
materials are produced by the Lesotho Distance Teaching Centre ZINTEC
and TISEP and NTI in Nigena have central teams of correspondence-course
writers. Teachers’ opportunities lor obtaining teedback on their pertormance
in the correspondence component would appear o be good in Lesotho because
individual assignments are discussed at the monthly meeting with local ticld
tutor. In Nigeria on the other hand, teachers merely receive written comments
on their work

it is clear from the foregoing that some policy measures were put
in place by various govemments (o upgrade teachers so that they can
deliver. The approach chosen by the countries whose system of  teacher
education has been reviewed appears to be putting less pressure on the

government in terms of funding as compared to the approach in Ghana
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Attitudes of Key Players a Theoretical Review
This portion of the literature review is concerned with the examination
of the attitudes of the key players in the “out” programme. A theoretical
review of attitudes could be used asa foundation for development of the
report. An attempt 1s made to relate ssues of the “out” programme 10
attitudes of the college head and the key players and their respective roles

in the impl process S *s attitude to something is the way that

P

one thinks and feels about it. especialiy when this shows in the way one behaves
(Collins Cobuild. 2003) This definition alone attests or confirms the inkling
of the writer that attitudes of admimstritors towards any programme could
be positive or negative According 10 Davis (19683 “attitude is an inferred
entity, something which 1s not measured directly but rather deduced from
observable data”™ He goes on further to say that atutudes imply some sort
of tendency to act towards the object for which they are held. It could be
inferred from the above that attitude determines what a man or woman
will do or say in particular situations and what he she will enoy  or
dislike.

Evans (1965) says that “Attitudes provide patterns of behaviour and
aid in taking prompt actions in particular circumstances without having o
decide every time, how to act”. Fishbein and Azzen (1975) agree with the
view, stating that “Attitudes are predispositions and the latent of underlying
variables v.hich are assumed to guide or influence behaviour” Huving

defined attitude, it will be prudent to examine some of ats characterisucs
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the charmetenstios of atiides as ecogmzed by Kenmers amd Gage (1933)
ure as follows
i Atttnde as hihed 1o the cmotions 1t has chatactenstios ol “techng”

shich ke e ditesent o atonal itellectial vperations

it 10 s diected ar somethimg, thus, 1t becmnes meanimghul only when
oy vonsdered i aclation o same obpect
n Atttude bas diection 10 s entbier e or gt e obgect, o

wilueiee o
favouable or anbavouable eaction wwacds the object

iv. I has o ellect on beliaviour atal, finally

v Tt e

These clianactenstios ke e abundanthy clear, that attodes alted
human behaviow That nespective ot the ampottame o ones ava of
spectthization, and adimistator depending on mond swings, could view a
particular  programimie as o sabsdactry o ot vould even povilde
encourngement and motivation, or discomagement aid denotivation Heaides,
stnee atlitides have diecions, these could be duected at wiv ol the peaple
invalved with the programme What do sone feained ones -ay about atitude * Is
1 true that attitude could he acquined?

According o Fuaas (196%) ome envionmental mtlociees o the

attitudes of people may e an stitation such as wchool o e o il

which they belong  Thee means that peaples attitades oy e modite o

not, depending ou who s kg the attenpt e mtlacice thea Anothao



factor that has been found to influence atutude changes 15 the manner of
presentation of information. The manner or methods used in the presentation
play 2 role in determining whether or not the reapient would enjoy the
subject.

Because atutude 15 largely a teeling, it was found o be more
effectively charged by appealing 10 the emotions than by providing factual
information. The theme, ahout the development and modificatons  of
attitudes indicate that chanuz: in attitudes may be duc 1o 2 vansty of
causes. [t 15 important tor adrinitrator. of Teacher Training College. 10
know about hos  attitudes can he medified and aimed at providing thowx
variables that are nfluennal 12 bnnging s7out the desired atitude in the
players of the ~out” programme

The functions of an educatoral administraor alsn make himher <«

powerful and an almost ndi e fizure bence making it imperative t

examine these function: which ar= aftem nflucnosd by Fioher aude,

Educational administrators pian and take deciaarn: They et zducanonzl s

and develop stratemes to reach the gozls They take detinon. on
monetary ang human resources Again. the: plan the programms of caming

and teaching and rzwolve confhict betagen wx Jsff amer, und b

ad

Educational administrators organize oulineé maner.
and assign task for staff and leamers Be..lz. they emanlith  an

organizational structure and procedurs for acie minbunz sducativral Lo



Good human relations is another attitudinal trait in administrators.
The complexity of human relationship and in this context, the relationship
between the administrator (the college head) and the key players of the
“out” programme must he recognized Recognizing and accounting for these
relationships  become  an  important  factor i the  consideration  of
management policies.

Allan 'Luccy says that the posture and manner of the administrator
determine the climate and create the atmosphere in which work 1s being
done. When the conditions created by the process of action itself are
favourable, a positive moral has been generated that facilitates effort.

In the literature review, an attempt has been made o examine how
admimistrative techniques and general attitudes of the implementers and the
key players of the “out™ programme may aftect the programme positively
or negatively.

Summary

The success of the “out™ component of the in-in-out programme
dwells heavily on the quality of leadership and administrative skills
exhibited by the key players in charge of its management As discussed
exhaustively in the literature review, whatever the challenges are i the
implementation process, if the admunistrative skills are fully - employed,
much of the problem could be surmounted However, one should not lose
sight of the fact that individuals are often appuinted or clected o avume

leadership roles without regards 10 whether or not they  possess any
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specialized training and reguisite skills for the job they are being catled
upon to do. The job of heads of institutions for instance has necessarily
become more involving, more complex and more demanding but
appointments are invariably made without taking into consideration any
formal admimstrative training. From the foregoing. it is envisaged that, for
the “out” programme to succeed. the college administrator and the Key
players of the programme will nced more expertise. increased knowledge
and specialized skills in admiinistration and in addition collaborate effectively

while they perform therr mdividual roles assigned to them.
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CHAPTER THREE

METHODOLOGY

This chapter deals with the overall strategy used in carrying out the
research. No methodology in a research depends on one approach merely
because it is labelled quantitative, qualitative, ethnographic survey. case
study, action research or whatever. Some approaches depend heavily on one
type of data collecting method but not exclusively. [n much the same vein,
it is expected that a research study using questionnaire would be
quantitative but then its qualitative features cannot be underscored. The
purpose of this chapter is therefore to present the logical procedures
employed in descriptive rescarch It includes the description of the
population and samples. the instrument designed for data collection. the
sampling procedures, the method of data collection and data analysis

Research Design

The study adopted a descriptive survey research design to carry out
the investigation. This approach of research specifies the nature of a given
phenomena. It determines and reports the way things are Descriptive survey.
thus involves collecting data in order to answer research  questions
concerning the current status of the subject (Gay. 1992} The purpose of
selecting descriptive rescarch approach s that 1t lends aseli for  the
researcher to observe, describe and document all aspects of the situation as

they exist on the ground.
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Rationale for the Design

The descriptive survey design was selected for the study so that a proper
analysis of the problem at hand could be carried out to obtain a detailed
and comprehensive description of the problem. In this case, the problem at
hand could be well understood The study will identify the key players
involved in the in-in-out programme and examine the various roles and the
challenges they go through in the implementation process.

Strengths and Weaknesses of the Design

According to Best and Khan (1998) descriptive research is concerned
with the conditions and relations that exist in determining the nature of
prevailing conditions, practices and attitudes, opinions that are held, process
that are going on or trends that are developed. Amedahe (2002) also
maintains that in descriptive research accurate description of activities,
objects, processes and persons is the objective. Since the variables in the
study are human beings. there is bound to be strengths and weaknesses
inherent in it. The strengths are that the population for the study could be
identified and casily assessed. Data could be collected and easily analysed
However, there are weaknesses associated with the study. The study is about
human beings whose behaviours are unpredictable. The accuracy of the
responses to the questionnaire will invariably depend on the trame of mind
in which the respondent will find himself or herself at the time of
Furthermore, 1t will also depend on the

di to the

P q

one's und ding of the questi posed in the questionnaire
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No matter how ¢lear and unambiyuous the nature of the guesuons.
all the responses cannet be hundrea percent correct.
Population
The target population for the study consisted of teachers 1n the tasi

schools where teacher tranees undemook therr practice teaching 1n the

Bibiani Anhwiaso Bekwar Distnet The population zise included  chuet

elders and opinion feaders 1 the varous communities where teacher

amme. Al included are

student trainees imeniews Whe are diredt partaipants of the programme an:

link rutors from the coll

tnvolved in the programme was included o the population
Sampling
According 0 Best and Kham (198w the 1deal method of sefecting

sample for a suney 1s maniam selacucn lewing chance or probabiiiy :n

determining which members of the population to ze selected. It was

the towns and silages

necessan to have representitines from X

teacher trainees pmctised The decision was to select a sample of & ar
a total of 100 mentors From statistcdl point of view this o : e

Lestion Wes Baded o paredt.e

representation of the popalaton since the s

sampling. The lead mentors whe are headteachers o T
20 in number and were all ncluded in the popuial T N ol s sma

size. Similarly, all the chiefs. elders and  opmion teaders an vatmos

communities where the meatees resided were 25 o



number and so they were all used for the study In the same manner, all
the link tutors who were 12 10 number were used for the study. Finally out
of 200 student tramnees imentees) 30 were mndomly selected for the study
Rationale and Selection Procedure
The populution selected for the study are the key plavers ot the
~out” component of the men-out programme The study could not have been
possible  without these  groups of people In selecting  the  sample  of

mentors and mentees, the lottery method  was used  The  following  steps

were laken .

B Separate lists of all mentors and mentees was obtained

il A seral number was assigned o cach name

1. The seral numbers were wntten on preces of paper and dropped

o twe separate boes.one for the mentors and the other tor the

mentees
v, After shuking the hoxes thoroughly o child was engaeed e picking

the numbers without replacement until the required  number tor

each of the twe groups was obtaned

The ratienale of adopting this method was to ensure that there was
no bias in selecung the sample Fach member of the population had an
equal chance of being selected for the study

Pilot Test
in order to ascertamn the sutabiliny of the guestonure the o proved

instruments was pre-tested on g group ol W peaple seleated randomby rrom



the sample for the study. This exercise was carried out two months ahead of
the main study in a different District other than where the main study took
place. The purpose wus to refine and check on the clanty and suitability of
questions

A pilot study permits a thorough check on the planned staustical
and analytical procedures. thus allowing an appraisal of their adequacy n
treating data. Needed alterations were made in the data-collecting methods,
so that in the main study data could be analysed more efficiently. It greatly
reduced the number ol treatment errors hecause unforeseen problems i the
pilot test were vvercome and this helped ain redesigning the questionnaire
for the study.

Data Collecting Instrument

In a descriptive rescarch data may be obtained through a variety of
techniques.  These include obsenation, queshonnaire, test, interviews  and
attitude scale However, in this study the main instrument used in gathenng
data was questionnaire A questionnaire consists of a hist ol guestions or
statements relating to the aims of the study. the hypothesis and research
questions to be veritied and answered A questionninre was used to collect daty
for the study A questionnare has @ high rate of rehabihity that can be
obtained from self-admimstered sunvey Questionnuire alsa sunphtics the
stage of data analysis as formation  obtained 1~ well organized  \fter
intensive review of literature, the questionnaire was designed based on - the

following:



a.  the research questions
b.  the salient points in the literature review
[ the analytical frame work
In summary. the questionnaire content was based upon the purpose
and further, defined focus of the research study. Usually. in developing a
questionnaire. it is important to begin with the purposc of rescarch
questions and continually check and re-check the relationship of
questionnaire items to the criterion and research questions. The researcher
was constantly guided by this pninciple in preparing the questionnaire.
The structure of the questionnaire s in three parts. The first pant labelled
Part I deals with the background of the respondent The second part dubbed

T

Part I seeks information about school practice The questi are [

to seek information about what actually takes place in the school 1¢
activities performed daily by the key players ~ lead mentor, mentor and
mentees). Finally the third part deals with prospects and challenges of the
“out” programme Here. respondents are to express their opinions about the
general conduct of the “out™ programme. An example of one of the
questions posed to the mentors is, “Does the District Directorate of
Education offer any support to your school because of the presence of

trainees? [ ] Yes [ ] No
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Data Collection Procedure

The questionmaires were adnunistered by the non-mail guestionnaire
method. in other words. they were delnered personally to the respondent
The questionnaires were filled in the presence of the researcher. This made
possible to explain 1o respondents 1ssues which were not clear to them. The
questionnaires were collected by the researcher on the same day soon after
respondents  have  duly  completed 1t 1t took seven days to administer and
collect the questionnaires

Data Analy:

Each ;lcm in the questionnaire was treated as o separate enty and
analysed independent of the other Questions which demanded a “Yes™ or
“No" answers were grouped and comparative  percentage  calculated. The
higher percentage of responses to various questionnaires were  taken  as
adequately valid or reliable. Some of the guestions required the experience
and obsenvation of the respondent and others demanded personal views and
suggestions. Generally, simple calculations of percentage was used as the

main statistical method in analysing the data
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CHAPTER FOUR

FINDINGS AND DISCUSSION
This chapter presents results, analysis and discussion of the data
collected for'the study. In all, there were one hundred and thirty-eighty (138)

respondents. The breakdown is as follows

Lead Mentors 20
Mentors 30
Chiefs, Elders and Opinion Leaders 25
Link Tutors 12
Mentees 50
Principal 1

The main tool used in collecting data was questionnaire. The respondents
were given questionnaire to complete n presence of the researcher and soon
after respondents have provided answers to the questions, the questionnaire were
collected back.

Provision of Reni-Fre. Accommodation to Trainees
How Sustainable is this Requirement to Support the Programme?

To find out how sustainable accommodation could be provided free
of charge to the teacher trainces, the views of all the key players of the
programme »;'ere sought. Table | below gives a summary of responses by

chiefs, elders and opinion leaders, lead mentors, mentors and link tutors.
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Table 1

bility of Free A dation to M

Response
Respondents Agree  Smongly Agree Disagree  Strongly Disagree

Ny & N % AR N %0 Towd

Lead Mentors - - - - - - 20 100 2o
Mentors RIS U - T 2833 20 66 30
Link Tutors - - 2 lee”™ 2 loe” 8 066 2

Opinion L eaders - - - -

From Table 1 it is veny clear that majorin of the respondents
disagree with the practice of offering free accommodation to mentees and
therefore did not consider the gesture sustainable. The lead mentors wheo are
the headteachers of the schools have spoken with one voice. All the
lead mentors representing 100% who responded. strongly  disagree that the
practice of offering free accommodation is sustamnatle. Sinularly . the mentors
who are working hand-in-hand with the lead mentors held the same
opinion. Out df 30 respondents. 20 of them representing 66.67%: did not find
the practice of free accommodation sustainable.

Interestingly the link tutors who invanably isited the schools
weekly and are in touch with realities of situations on the ground. have
towed the same line with the mentors. Twelve link twtors responded and
out of this number, eight of them representing 00.67% were of the eorinion
that the practice of free accommodanon is not sustainable. The chiefs. elders

and opinion leaders in the communities have a vital role w play in
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providing ac dation  for s. Out of 25 opinion leaders  who
responded. 18 of them representing 72% are of the vpmion that the practice
of frec accommodation to mentees is nat sustainable. It can be deduced
from the study as indicated n Table | that free accommodation to mentees

is not

The “out™ l of the me-in-out programme is likely

to run into problem if this practice should continue As the programme

began in the communities for the first time, they would like to offer free

accommodation to mentees, but with the passage of time, due to hard

economic and social problems, they would like to withdraw this facility
offered to mentees

The issue of whether accommodation o teacher trainees should be
free or not docs not arise at all with the system of teacher education as
practised by some English-speaking Alfrican countrics as reviewed in the
literature. In that system, teacher trainees are  solely untrained teachers

¢. who are invited to established centres located in the

already in the scrv
country for in-service cducation and training. By this approach, the problem
of accommodating teacher trainees does nol anse, unlike the “m-m-out”
approach where trainces are made to look tor accommadation i the
community.

Assessment of Orientation Organized or ‘I'rainees before Posting

Teacher trainces underwent orentation in the college hefore  they
were posted to the schools This exercise afforded them the opportunity 10

be abreast with the “Dos™ and the “Don’ts™ of the communities they would
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be residing in 1o teach Specifically the orientation dealt with o number of

issues under the following headings

(i) Living in a new community  Imphcations for teacher trainees
(i1) Planned activities for teacher trainees
(i) Completion of course and certitication.

To find out the effectiveness ot the orientation, the views of the link
tutors and the Principal were sought Fable 2 below gives a summary of responses
by link tutors and the Principal of the callege
Table 2

Assessment of Orientation given to Teacher Trainces

Respunse
Respondents Very Good Good Satislactory Uinsatisfactony
Ne %y o %y Ne %y o __°
Link Tutors 4 un 8 66067 - 3 P . I

Principal - - oo - . y . |

From Table 2 there 1oono doubt about the good onentaton wiven ta
teacher trainees betore they went out for the school attachment Out of 12
link tutors wha responded. cight of them representing 66 67 "4 assessed the

orientation excercise as good while the remaming tour representing 33 N
assessed it to be ven good In the opinion of the Pancipal whoo also
responded, the onentation was good As indicated carlier 1 the discussion,

the orientation exercise 1s meant to prepare teacher tramees o that thes

could fit in well in their vanous communities and have an msight mto the
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work they would be doing. The challenge here is getting the full co-
operation of the staff involved in the orientation exercise to play their
roles. Deduction from the study indicated that the orientation organized for
teacher trainees before their departure from the college was effective. This
is due to effective supervision displayed by the Prncipal as an
administrator by being in regular contact with tutors and other stakeholders
involved with the programme.

According to Neagley and Evans {1970) supervision is a positive.
dynamic and democratic action designed to improve instruction through the
continued growth of all concerned individuals, children, teachers. supervisors.
administrators and parents or any other interested persons In their view
supervision is a process which should be a regular feature in the school
administration.

Prevailing Conditions in Schools and Communities
Selected for “Out” Programme

It is expected that conditions prevailing in schools and communities
where trainees would practise should be those that will promote effective
teaching and learning. However. conditions are normally not permanent and are
likely to change In the study an altempt was made to find out the
prevailing conditions in the schools and communities where trainees
practised. To find out the prevailing conditions in the schools. the views of

the link tutors, lead mentors, mentors and mentees were sought.
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Table 3 below summarizes the responses given by the key players

of the programme as regards prevailing conditions in the schools.

Table 3
Prevailing Conditions in the Schools of Attach
Response
Respondents Very Good  Good Satistactory  Unsatisfactory
N % Ne % Ne % Ne %  Total

Link Tutors = 9 75 3 25 - - 12
Lead Mentors 315 10 50 7 35 - - 20
Mentors 5 1667 18 60 7 2333 5 - 30
Mentees 6 12 16 32 24 48 4 8 50

From Table 3. out of 12 link tutors who responded nine representing
75% considered the selected schools to be good in terms of trained staff’
and leamning resources. Indeed only three link tutors representing 25% were
of the opinion that the schools are just satisfactory. Lead mentors who
rated their schools to be good are 10 representing 50% while the mentors
who also held the same opinion arc 18 representing 60%. However, the
mentees who are teaching in the schools saw the schools different Amony
50 mentees who responded six representing 12% rated the schools to be
very good in terms of staff and learning resources Sixteen representing 32%
rated the schools to be Good while 24 representing 48% considered the

schools to be Satisfactory. However, there are four mentees representing 8%
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who felt that the schools in which they are practising are not satisfactory
in terms of staff and leaming resources.

However, on the whole, the study has shown that conditions
prevailing in the schools were good for a smooth teaching and leaming to
take place. The achievement of such conditions in the schools to enhance
teaching and leaming is due to good administrative practices by heads of

such schools. As admuni the headteach should display managenial

skills and forge a good human relations with their staff to achieve the
goals of the school.

According to Walton (1969} the work of the administrator 1s to get
things done through the cfforts of other people. This means that the
administrator makes it possible that others performs the actual task.

Prevailing Conditions in the Ci ities of Attach

To achieve quality education, the community in which the school is
located should work in harmony with the school in the upbringing of
pupils. The school, like any other facility in the community, ¢ g bealth post.
belongs to the community. The community maintains, sustains its existence
and keeps it running for the direct benefit of all children n  that

ity. The headteacher and the circut supervisor should see  the

members of the communily as partners in the cducational devclopment of
the child. There should therefore be a healthy relationship between  the

teachers and members of the community. However. as traince teachers stay
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in the community for a period of one academic year. conflict are hikely to
occur between them and the vouth.

Hellriegel (1992} explained that conflicts refer to any situanon
which there are incompatible goals. thoughts. or emotions within or between
individuals or groups that lead w opposition. In this study, an attempt has
been made to find out as to whether conflicts do occur between teacher
trainees and the youth as they stay in the communities for a period of one
academuc year and it they do occur, how they are resolved.

To find out whether or not conflic's do occur the views of all the
key players of the programme were souzht. These are. lead mentors, mentors.
chiefs, elders and opinion leaders. hink tutors and mentees. The views expressed
by the key players of the programme are summarized in Table 4 below.
Table 4

Opinion about Whether Conflicts Do Occur in the Communities

Respondents Number Number

Responding Responding

Yes % No % Total
Mentees - - 30 100 30
Lead Mentors - - 20 100 20
Mentors - - 30 100 30
Opinion leaders - - 25 100 23
Link tutors 9 75 3 25 2




In Table 4. opinion expressed by respondents is very interesting Whereas
the mentees, lead mentors, mentors and opinion leaders who are resident in
the communities held the views that there are totally no conflicts m the
communities. the link tutors who visited the schools from time to time have
a contrary view. Out of 12 link tutors who responded. 9 representing 75%
held the view that there are conflicts in the communities between trainees
and the youth and three representing 25% said there are no conflicts.

It could be inferred from Table 4 that there are no conflicts at all
in the communities. However. the link tutors have witnessed some conflicts.
implying that what constitutes conflici to link tutors may be termed
differently by the key players resident in the communities. In any case.
should any conflicts occur in the communitics, the link tutors are to co-
operate with lead mentors and opinion leaders in the community to resolve
them.

The study has made it clear that there were no conflicts between
the trainees and 'he youth in the communities, thus implying that there was
co-operation and understanding among the key players of the programme

According to Van Meter and Van Hom (1975) it implementers of a
policy are negatively disposed to a policy and its goals, they may fail to
play their roles faithfully in the implementation process In this respect.

b of the « ities as well as other key players of the

programme have proper understanding of the programme and would itke to

contribute to its success.
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Effectiveness of Supervision, Professional and Academi Guid

offered to Mentees by Lead Mentors and Mentors

Teacher trainees need a lot of guidance so that they can stay successfully
in the communities and schools 10 which they are assigned to teach as well
as study without experiencing ditticules o achieve this goal, mentees are
attached 10 experienced and competent teachers who are referred to as mentors
to support them In order o find out the type of support offered (o them.
the views of mentees were sought. Tabic 5 below pives a summary  of
responses given by mentees
Table 5

The type of Professional und Academic Suppurt offered to Mentees

Type of No Responding Percentage Responding
Support

Lesson Preparation

and Delivery 0 40

Vetting of Lessou {lan 12 RE]
Preparation of T1.Ms 6 (B

Others 12 ]

Total 50 T | S

To assess the effectiveness of support oflered to mentees by the

mentors, mentees and hink  tutors who visited  the schools  reguliely o

supervise and assess mentees’ work were consulted Inthis respect. the
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effectiveness of lead mentors and mentors’ support to mentees  was
measured as how often they stayed in the school and in the classroom to
offer such support.

Table 6 below summanzes the views expressed by link tutors and
mentees about the effectiveness of support mentors offered to mentees
Table 6

How often Lead Mentors and Mentors Stayed in the School

Respondent Regularly Very Regularly  Seldomly  Very Seldomly

N % Ne % Ne % Ne %  Total
Link Tutors 7 5833 ) 833 3 2 1 833 12
Mentees 30 60 8 16 1020 2 4 50

Information provided by Tables 5 and 6 will assist to have an idea
about the effectiveness of support offered to mentees by lead mentors and
mentors.

From Table 5 the type of professional and academic support offered

to included Lesson Preparation and Delivery, Vetting of Lesson

Plan, Preparation of Teaching Learning Materials (TLMs) and other forms
of guidance/support. Mentees who benefited from  Lesson Preparation and
Delivery were 20 representing 40%. This percentage is quite low and gives
an indication of mentors' attitude to work and the type of support being
offered to mentees. Vetting of Lesson Plan is a duty performed by lead
mentors. 1t is incumbent on lead mentors to vet and discuss the lesson
plans prepared by mentees. From Table 5 mentees who benefited from

vetting of lesson plan were 12 representing 24% This 18 quite discouraging
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because it is a reserved duty for lead mentors This is an indication that
most of the lesson plans prepared by mentees were not vetted by the lead
mentors. For the preparation of TLMs. six mentees benefited representing 12%.
Again, this percentage 15 woefully inadequate and shows how mentees are
not being supported in this direction Finally other form of support mentees
benefited from was 12 representing 24% Professional and academic support
depicted by Table 5 is not encouraging. The effectiveness of the support
depends largely on how often lead mentors and mentors stayed in the
school to mentor mentees.

From Table 6, out of 12 Ilink iutors seven of them representing
$8.33% considered lead mentors and mentors to be regular at school.
However three link tutors representing 25% said mentors seldomly stayed
in the school. The mentees who are always with the mentors have a similar
opinion with link tutors Out af 50 mentees, 30 of them representing 60%
felt that lead mentors and mentors are regular in school while 10
representing 20% were of the opinion that mentors seldomly stayed in the
school.

Deduction from Table 6 is that regulanty of mentors at school is
not encoumg;ng and therefore the effectivencss of ther professional and

academic support to mentees 1S questionable. The study has revealed that

teacher trainees have not reccived adeg professional and acad
training in their schools. In a research conducted by Oxford University

Teacher Educators, ( H. Hagger. K Bum and D Melntyre. 1993) student
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be supplied with teaching and leaming matenals by Dustrict Directorate of
Education to enhance teaching and learming. To ascertain the availability of
the necessary logisties  mentioned  above o support the programme, the
study found out the views of lead mentors. mentors, mentees and  hink
twtors. Table 7 below gnes an indication of how the programme is being
supported With the necessary logistics

Table 7

Support given by District Directurate to the Programme

Response
Respondent Support No  Support
e e Nt N % Towl
Lead mentors 4 20 RO (] 20
Mentors 6 0 24 80 R0l]
Mentees 3 1o 4590 50
Link wtors 1 B B e 1D

From lable 7.3t is abundunthy clear that the necessary  logistics
required from Distnct Directorate of Fducatton 1o support the programme
are not supplied. Ihe response given by the respondents indicating that no
support of any kind was given lo the programme runges from 757, 1o
90%. This is an indication that the necessary lopstics are nat oade
available to support the programme

Further to support the programme is the supply ol Distance Fearning
Materials (DI.Ms) to mentees tor therr work-study conterences. The sty used

the mentees and the link tutors as well as the Principal o the college o find out



whether or not DLMs are supplied to mentees 1o support their studies Table 8
below gives a summan of the responses given by the mentees
Table 8

Supply of Distance Learning Materials to Support the Programme

-— O OO O

Response
Respondent Adequate (Yes) Adequate (No)
Ne 9% Ne 9 Lotal
Mentees 7 14 43 86 N\

It is obvious from Table 8 that the supply of Distance Learning
Materials was not adequate Out of 30 mentees who responded. 43 of them
representing  86° held the view that the supply of DIAfs was not
adequate. The link tutors’ views were also sought about how they assessed
the supply of DLMs in all subject areas. Table 9 below gives an indication
of how this requirement was mut
Table 9

Assessment of the Supply of DLMs to support the Programme

Response
Respondent Very Good  Good Satisfactory  Unsatsfactory
N % Ne % Ne 9, N ° ot
Link_tutors 2 Keby ¥ SEM. .3 2N .. | ¢ 12

From Table 8. a different opinion was expressed by the hink tutors.
Out of 12 who responded. seven of them representing S8 33% assessed the
supply of DLMs to be good Again twa ol them representing 16 679

assessed the supply exercise (0 be Very Good, and finally three representing
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25% assessed it o be satisfactory This opinion expressed by link tutors 1s
at variance with that of the mentees

However, one could argue that, since the mentees are the recipients
of the DLMs. their opinion about its supply should be taken seriously In
contrast to the practice here in Ghana, in Swaziland. Distance Learming
Materials are prepared by the college tutors. This is also the case in
Lesotho for “method™ subjects and “education” but for the “academic”
subjects, the materials are produced by the Lesotho Distance Learning
Centre. Zimbabwe Integrated Teacher Fducation Course (ZINTEC) and
Teacher In-Service Education Programmie (TISEP) and National Teachers®
Institute (NTI) in Nigena have central teams of correspondence-course
writers who are solely responsible for Distance Learning Materials

Regular Movement of Trainees Outside the School and its
Effect on the Programme

Teacher trainees are expected to be in school during instructional
hours and work hand in hand with their mentors. Under no circumstance
should they leave the school for any other job. The lead mentors as
headteachers and first-line supervisors of the teacher trainees are expected
to keep an eyc on their movements. They are also expected to ensure that
trainees manage time very well for work and study

To find out the movements of mentees or how often they leave the

school, the views of lead mentors. mentors and Link tutors were sought
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Table 10 below gives and indication of mentees' movement outside the
school.

Table 10

Movement of Trainees outside the School

Response
Respondents Regular Very Regular  Seldom  Very Seldom
Ne % Noe % Ne 2% No % Total
Lead mentors 8 40 5 25 F 38 - - 20
Mentors 14 46.67 I 13 4333 - - 30
Link tutors 3 25 - - 9 & 2 L

From Table 10, it appears there uie divergent views on the
movement of trainees among the lead mentors. Whereas eight lead mentors
representing 40% are of the opinion that movement of trainees outside the
school is regular, 17 lead mentors representing 35% held the view that
trainees seldomly moved out of the school Similar divergent opinion is
expressed by mentors. Qut of 30 mentors who responded, 14 of them
representing 46.67% are of the opinion that movement of trainces outside
the school is regular. The views are divergent because 13 representing
43.33% held the view that tramees seldomly moved out of the school
However a different picture is painted by the link tutors, nine of them
representing 75% are of the opinion that trainees seldomly moved out of
school, while three of them representing 25% felt trainees moved out of
schoo! regularly
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Measures to control trainees’ movement are normally put n place
and are to be followed strictly. However. the administrative challenge here
is that whereas some lead mentors will be strict in granting permission to
trainees to move out, others may be loose. Hence. for such loose lead
mentors, trainees are normally seen outside the school The implications of
empty classrooms without teachers are enormous apart from not achieving
instructional objectives.

In Ghana, supervisory role played by headteachers who are lead
mentors in this case, leaves much to he desired. The schools are not
properly supervised as the study has shown, as a result, instructional
objectives are not achieved. According to Musaazi (1985), supervision should
ensure the achievement of instructional objectives. Musaazi therefore sees
supervision as achievement of instructional objcctives when teaching and

learning are in progress™.
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CHAPTER FIVE

SUMMARY. CONCLUSIONS AND RECOMMENDATION
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Summary of Findings
After analyzing the data collected, the study revealed the following.
It came out very clearly from the study that the key players of the
in-in-out programme who could also be described as stakcholders of
education disagree with the practice of offering free accommodation
to teacher trainces (mentees) They did not consider the practice of
free accommodation 10 teacher trainees sustainable,
It was evident from the study that onentation exercise organized for
teacher trainces before they were posted has not experienced any
difficulty
More than 60% of the respondents were of the opinion that
conditions were favourable in the schools selected for the attachment
programme
The views of teacher truinees made it clear that professional and
academic support obtained from their mentors was inadequate.
It was also the consensus of teacher trainees that mentors were not
regular at <chonl and that professional and academic suppont they
offered was not effective
Logistics to support the programme was cry necessary However, the
study revealed that logistics to support the programme was lacking
Distance Learming Materials (DLMs) were prepared to complem-nt
trainees’ work-study conferences. however 86 of trainees held the

view that the supply of DLMs was nadequate
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7. There were divergent views about trainees’ movement outside the school.
Whereas an average of 43% of lead mentors and mentors held the
view that trainees’ movement outside the school was regular, about
40% of the same group of people were of the opinion that trainees
seldomly moved out of school

Conclusions

Based on the findings of the study it can be concluded that free
accommodation offered to teacher trainees is not sustainable The various
communities at the initial stages of the “out” programme will provide free
accommodation to trainees, but as the prcgramme progresses, that zeal will
dwindle because of economic loss.

Before teacher trainees are posted to the schools to begin the school
attachment, they need to go through orientation exercise During the year-
long school attachment. trainees will live in communities that are new to
them. As teacher trainees, they must learn to adjust to the culture and
norms of such communitics. The onentation exercise as part of the

preparation towards “out” programme has been taken seriously over the

years because of the importance attached to it.
The selection of schools for the attachment programme was done
very carefully. Conditions in schools where trainees were posted to were

those that promote effective teaching and learming Usually when young

teachers go into new communities, they are either accepted or rejected

depending on the way they comport themselves. The youth are normally the
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people who tend 1o have conflict with the young teachers whenever they

find them not conforming to the norms of the community or wbserve
taboos and customs. The study has shown that there were no conflicts
between the youth and trainees. One can safely conclude that, during the
orientation exercise. the implications of nat adjusung to sactal norms and

culture of the communities were carefully stressed to trainees.

Lead mentors and mentors are expected to provide support by way

of supervision. guidance and motnation to teacher tramees to  adequately
develop all areas of teacher competence during the period of school
attachment. In brief. they are 1o provide professional and academic support
to trainees which will give them an insight and expenence in the art and
craft of teaching [t was observed from the study that this particular duty
of lead menl(;rs and mentors was not properly executed

It was clear from the study that Lead mentors and mentors were
not very regular at school to offer the necessary support to the trainces
Hence the mentorship duty was not ettectively performed. The programme is
expected to be supported with logistics and matenals such as cardboards,
felt pens for tcaching and learning materials design and  preparation
However, the study has shown that the logistics were not supphied This state of
affairs invariably had a negative 1mpact on the programme It was also
. that Distance Learmng Matenals (DEMs) which were

clear from the study

meant to complement trainees’ work-study conlferences were not adequately

supplied. The adverse eflect it had on tranees’ studies cannot  be
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underestimated  Finully . teacher trances  are capected 1o stas n the
classroom duning anstructionsl hours and entire s hool penod and work
closely with their mentors tor gurdance and protessional support. However.
the study has revealed that sbout 43¢ ot them move out of school o
regular basis The conclusion vne can draw trom this behaviour s that. at
the end of the traming peried tramees  would not have acquired  the
necessary professional competencies
Recommendations

The findines of the <tuds amd concssen. Jravn sene as bisis tor
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was inadequate Hence, for the smooth running  of the programme,
Distance Leaming Materials (DLMs) should be supplied to trainees far
ahead of time before the programme  begins Training College tutors
should come together in the form of subject groupings and be
entrusted with the preparation of Distance Learming  Materials as
practised in Swaziland, Lesotho and elsewhere 1n Africa.

5. Movement of teacher trainees out of school duning instructional hours
has been a huge administrative challenge. They moved out of school
for various reasons including collecting monthly allowance from the
bank. The lead mentors should find a way to control their movements
As regards. drawing of monthly allowance from the bank, lead mentors
should design a time table to regulate their movements so that
instructional time does not suffer.

Suggestions for Further Rescarch
During the study. certain observations were made which are bemg
recommended for further study.

I. It came out very clearly that pupils’ attendance in the schools
improvea tremendously during the period of school attachment
compared with other times when trainees are away A study  should
therefore be made into why pupils attendance improved during the
period of school attachment.

2. The major complaints received from fead mentors and mentors was

that teacher trainees Very often tned 10 avoid the teaching of the



w

three principal subjects vis : English. Mathematics and Science. A study
should be conducted into why trainees want to avord the teaching of
these subjects.

It was observed that some of the pupils were not provided with basic
needs by their parents A rescarch should be made to find out why

such parents behaved in that way
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Introduction

APPENDICE
Appendix A

Questionnaire for Link Tutors

You are kindly requested to give answers to all questions

Please tick or write answers in the space provided as appropriate

Part |

8]

Part 11

[¥]

Particulurs of Tutors

Nome: Of Colleles. v swiesn & b e cmmmomassnas G ssbmws ssornssn

. Academic status of Link Tuator

{ ) Graduate | ] Diplomate | ] Any other specily

For how long have you been a Link Tutor 2.

School Visit and Assessment

As a Link tutor how often do you go on school visit

[ ]Monthy [ ] Termly [ ] Weekly [} Any other
SPECHRy o = s

Daes the college have a schedule for school visu™ | ] Yes| | No
Has the college been able to follow the schedule? | ] Yes | ] No
How do you assess the general condition ot the schools you
visit in terms of trained stafl and learning resources

{ ] Very good | ] Good [ | Satsfuctory [ | Unsatisfactory
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5. Does the District Directorate of Education give any support 1o
the schools because of the presence of the trainces { JYes[ ] No

6 If the answer to (5) is yes, what form does it take ?

7. What kind of Professional and Academic support do you
offer to the trainees ?
Part Il Administration Challenges In The “Out’ Programme
1. How do you assess the orientation given to trainees before
they are posted? [ | Verygood[ ] Good [ | Satisfactory
2. The supply of Distance Learning Materials (DLMs) in all
subject areas is very nccessary for the programme to be

successful. How do you assess this requirement.

{ JVery good [ ] Good [ ] Satisfactory [ ] Unsatisfactory
3, Is th: college bus always available any time tutors are ready
to go ona visit?[ ] Yes [ ] No
4. If the answer to (3) is No, what are some of the reasons for
the non availability of the Bus ..

5 Accommaodation is made free to Mentees in all communitics Do
you ider this practice ble? [ ] Yes [ |No
100
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If the answer to (§) is No. what do you suggest ?

By picking from the scale indicate the kind of relationship

that exists between the cor i and the mentees

[ ] Excellent | ) Very Good [ | Satisfactory [ U factory

Has there been any conilict between the youth and Mentees ?

[ ] Yes [ | Ne

Mentees leave the school for varous reasons. How often do
you meet the out of school

[ ) Regularly [ ] Very Regularly [ | Seldomly [ ] Very Seldomly
How often do you meet Lead Mentors and Mentors in the
school during your visit”’

[ }Regularly | ] Very Regularly [ ] Seldomly [ ] Very Seldomly
Suggest ways 10 which the *OUT' programme  can  be
improved... ..
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APPENDIX B
Questionnaire for Mentors

Introduction
This is a questionnaire on a research sceking information on the school
attachment programme also known as 'QUT’ programme. Any information
will be used solely for academic (research) purposes. You are assured of
confidentiality of your responses
lastruction
You are kindly requested to give answers to all questions. Please tick or write
answer in the spaces provided as appropriute
PART | BACKGROUND OF RESPONDENT

1

2, Sex [ ] Male [ ] Female

3. Age (as at last birthday)
(a) 20 - 29 yrs [} (by 30 -39 yrs [ )
(c) 40 - 49 yrs [ ) (d) 50 yrs and above [ |

4. Mariai Status | ] Married [} Single [ ] Any other (specity)
5. What is your highest academic qualification”
[ JMSLC. [ []Cen ‘A’ Post Middle [ ] Cert"A” Post-Sec

[ ] Diploma [ ) University Degree [ | Any other (specift)
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Part 11

Part 111

School Practice
How many Teacher Trainees are you mentoring”
In which subject area(s) do you offer support”..
How do you assess the general condition of your school in
terms of trained staff and leaming resources 7. ... ..

Does the District Directorate of Education give any support
to your school because of the presence of the trainees ?

[} Yes{ ]No

If the answer to (4) 1s yes, whut form does it take ?

What kind of Professional and Academic support do you offer

the trainees” . ... B e e it D

Prospects and Challenges of the ‘Out’ Programme

Is accommodation offered to Mentees free of charge i your

community? [ ) Yes [ | No

If the answer to (1) isyes. do you agree that this practice
should continue? [ ] Agree | | Strongly Agree | | Disagree

[ ] Strongly Disagree
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(®) If  No. how much are the Mentees paying  for

accommodation per month

By picking from the scale indicate the kind of relationship
that exists between the Community and the Mentees

[ ] Excellent [ ] Very Good | | Satisfactory [ | Unsausfactory
Has there been any confliet between the youth and Mentees ?
[ JYes [ |No

If the answer 10 (4) is yes. how was is resolved ?

How do you assess the contribution of Mentees to the
progress of the community

[ ] Excellent[ ] Very Goud [ ] Satisfactory [ ] Unsatisfactory
Tramnces leave the schooi on a number of reasons including
going 1o the Bank to collect allowance. Indicate how ulten
this happens.

|} Regular [ ] Very Regular | ] Irregubar [ | Very brregular

How do you rale the penod the stafl’ trained o mentor
trainees stay in the school [ ] Long | ) Longer [ ) Short
[ ] Shorter

Suggest ways by which the "Out’ programme can be improved




Appendix C

Questionnaire for Lead Mentors
Introduction
This is a questionnaire on a research seeking information on the school
antachment programme also known as "OUI’ programme Any information
will be used solely for academic (research) purpose You are assured of
confidentiality of your responses
INSTRUCTION
You are kindly requested to give answers to all questions. Please tick or

write answers in the space provided as aprroprate

Part 1 Background Of Respondent
1. Name of schoolis vo vovao v v v o v srmes cvomves mr smenes
2 Sex [ ] Male | ] Female
3 Age (as at last burthday )
(@) 20 - 29 s [ ] (by 30 - 39 yrs [ ]
(c) 40 - 49 yrs [ ] (d) S0 yrs and above [ ]
4. Marital Status | ] Marned | ] Single [ 1Any other (specity}
5. What is your highest academic qualitication”

[ IMSLC | ]Cert"A"Post Atddle | | Cen"A” Posi-Sec
{ }Diploma [ JUnersity Degree || Any uther (specity )
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Part 11

IS}

Part 11i

1.

School Practice
How many Teacher Trainees are you mentoring?

In which subject area(s) do you offer support” ... ...
How do you assess the general condition of your schoal n
terms of traned staff and learning resources? .. . ... ... ...
Does the District Directorate of Education give any support
to your schoo! because of the presence of the trainees” [ ]
Yes [ |No

If the answer 10 (4) is yes what form does it take ?

What kind of Professional and Academic support do you
offer the trainees?. ... .o

Prospects and Challenges of the ‘Out® Programme

Is accommodation offered to Mentees free of charge in your
community? [ ] Yes [ ] No

If the answer to (1) is yes. do you agree that this practice
should continue? [ ] Agree { ) Stongly Agree [ ] Disagree

[ ]strongly Disagree
(b) If No, how much are  the Mentees paving  for

1 E: .
accommodation per month



By picking from the scale indicate the kind of relationship
that exists between the Community and the Mentees

[ ] Excellent [ } Very Good [ ) Satistactory [ |
Unsatistactory

Has there been any conflict between the youth and Mentees ?
[ ]Yes [ ]No.

If the answer 10 (4) 1s yes, how was is resolved ?

How do you assess the :ontribution of Mentees to the
_progress of the community [ ] Excellent [ | Very Good

[ ]Satisfactory { ) Unsatisfactory

Trainees leave the school on a number of reasons including
going to the Bank to collect allowance. Indicate how often this
happens.

[ ]Regular{ ] Very Regular [ ] lrregular [ ] Very Irregular
How do you rate the period the staft trained to mentor
trainees stay in the school [ ] Long [ | Longer | ] Short

-[ ] Shorter

Suggest ways by which the ‘Out’ programme can be improved
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APPENDIX D
Questionnaire for Chiefs, Elders and Opinion Leaders
Introduction
This is a questionnaire on a research seeking information on the school
attachment programme also known as ‘OUT" programme. Any information
will be used solely for academic (research) purpose. You are assured of

¥

iality of your

Instruction
You are kindly requested to give answers to all questions. Please tick or write
answers in the space provided as appropriate.
Part | Background of Respondent
1. Town /Village..... .« covven o i e e e e

2 Sex [ |} Male ] Female

3. Age (as at last birthday)
(@20 -29ys [} by 30 -39 yrs [ ]
(c) 40 - 49 yrs [ ] (d) 50 yrs and above [ |

4. Marital Status [ ] Married [ ] Single [ ) Any other (specify)

5. What is your highest academic qualification”
[ IMSLC.[ ]Cert A" PostMiddie ] Cert“ A" Post-See

[ ]Diploma[ ] University Degree | | Any other (specity)
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Part Il

Prospects and Challenges of The ‘Out’ Programme

Is dation offered to M free of charge in your

community ? [ ] Yes | ] No

If the answer to (1) is yes, do you agree that this practice
should continue? [ ] Agree [ ] Strongly Agree [ ] Disagree
[ ) strongly Disagree

(b) If No. how much are the Mentees paying for
accommodation per month ?

.By picking from the scale indicate the kind of relationship

that exists between the Community and the Mentees
[ ]Excellent[ ]VeryGood [ ] Satisfactory
[ ] Unsatisfactory

Has there been any conflict between the youth and Mentees ?

[ JYes [ ]Neo

If the answer to (4) is yes, how was is resolved ?

How do you assess the contribution of Mentees to the

progress of the community

{ ]Excellem[ ] Very Good [ ] Satisf: y ] Unsatisf: y
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Trainees leave the school on a number of reasons including
going to the Bank to collect allowance Indicate how ofen
this happens.

[ JRegular{ ]Vers Regular{ ]lmegular | ] Ven lmregular
How do you rite the penod the suft minad 10 mentor
trainees stay 1 the school | ] Long { ] Longer [ ] Shon
[ ] Shorter

Suggest ways by which the "Out’ programme can be improved

1o



Instruction

APPENDIX E

Questionnaires for Mentees

You are kindly requested to give answers to ali questions. Please tick or

write answers in the space provided as appropriate

Part [

Particulars of Mentecs
Name of school of attachment ...... ...... ... ...
Subjects in which Mentee 1< practicing...... ........ ...... .ooes
Number of Mentees on attachment in the school ... ..... . ...
Schoo! Practice

How often do you go on school vistt

[ ]Monthly [ ] Termly [ ] Weekly [ ] Any other

Does the college have a schedule for school visits? [ ] Yes[ ] No

Has the college been able to follow the schedule” [ ] Yes{ ] No

If No, why.




Part 111

15

What  specific roles  does your mentor play in  your
professional and academic traming 2. oL
How often do your zome (cluster) organize work-study

conferences ? [ ] Daily [ ] Weekly [ ] Any other (specify)

What kind of support do you get in connection with the
work study conferences from -

(a) Link Tutors”.... oo o el L

(B) LeadiMeior? oo oo mssr wwn  savmsans e movss

Are distance learning materials (DLMs) supplied for the
work-study conferences? [ ] Yes [ ] No [ |Any
ORREE: SPECUEN.s) avivninine s Nsien Towsmoavisiions, Soa 0asns

If No. why..

Does the District Directorate of Educanon offer any support

to your school? [ ] Yes [ }No

If yes. what form does it take

Prospects and Challenges of the *Out’ Programme
Da you pay for accommodation? [ ] Yes [ ]No
If yes. how much are you paying per month? .. .
Do you pay for electricity and water bills in your commumty

[ 1Yes [ ] No Anyotherspecity . ....... . ...

What contribution do you make ta the progress of the

community 7
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-How do you assess orientation organized for trainees at the

college before they go on school attachment ? ] Very good

[ 1Good [ ] Satisfactory [ ] Unsatisfactory

Distance Leaming Materials (DLMs) are indispensable for work

study conferences. Do trainees get them in all subjects areas

‘and on time?[ ] Yes [ ]No

Give details if the answer (0 (6) is No

By picking from the scale indicate how the issue of transfer

and attrition rate of teachers affect the programme
[ ] Small { ]Very Small [ ] Greatly [ ] Very Greatly
What do you consider are the major challenges of the ‘out’

PrOBIAMITIC. ..ot tiiiinn crvmiiins vaes o o ceiaieas o s
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