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The Summary of Mid-term Review

1. Outline of the Project

Country: The Republic of Ghana Project Title: The Project for Supporting Institutionalization of
the Pre-Tertiary Teacher Professional Development and
Management Policy

Issue/Sector: Education (Pre-Tertiary) Cooperation Scheme: Technical Cooperation

Division in Char ge: Basic Education Total Cost (at the time of Mid-term Review):
Division Il, Basic Education Group, About 187 million yen
Human Development Department

April 2014 ~ Partner Country’s I mplementation Organization:

March 2018 (48 months) | Ministry of Education (MoE), Ghana Education Service (GES),
Period of Technical Education Division (TED), National Teaching
Cooperation Council (NTC)

Supporting Organization in Japan: JICA, PADECO

1-1 Background of the Project

While the Government of Ghana (GoG) has expanded access to education steadily, the quality of
education is still a concern for the government. According to the academic achievement of 6" grade of
sampled primary school pupils in National Education Assessment (NEA) in 2013, the percentage of pupils
who correctly answered 55% or more of the items and were considered to have achieved proficiency in the
subject matter was 39.0% in English and 10.9% in Mathematics respectively. Ghana was placed in the
bottom among participating 42 countries in TIMSS 2011 targeting 2™ grade students of Junior High School.

Under such circumstances, the improvement of teachers’ capacity to contribute to educational quality is a
pressing need. One of the six educational sub-sector policies of the ESP of MoE was the "Pre-tertiary
Teacher Professional Development and Management (PTPDM) Policy”. The PTPDM Policy focuses on
strategic human resource management based on competencies and efforts in capacity improvement as a basis
of career progression to facilitate professional development of teachers.

To address the issue of teachers’ capacity development, school-based/cluster-based INSET (SBI/CBI) is
recognized as one of the best strategies. Since 2000 to 2013, three technical cooperation projects had been
implemented focusing on INSET in collaboration with JICA. These projects had supported developing and
disseminating the model and teaching manuals centered on lesson study and school-based/cluster-based
INSET to introduce student-centered math and science classes in primary schools. Under PTPDM policy, it
is expected that INSET programs developed through the precedent projects are incorporated in the teacher
appraisal, and teachers are therefore motivated to implement the INSET programs.

PTPDM Policy aims at establishing career progression mechanism to facilitate professional development
of teachers through training implementation model to acquire competencies necessary for each career rank,
and appraisal and promotion model based on competencies and training records.

1-2 Project Overview

(1) Super Goal
Pre-tertiary teachers acquire competency, by progressing in their career.

(2) Overall Goal
Career progression mechanism is enacted in non-pilot districts.

(3) Project Purpose
Career progress mechanism good for nationwide replication is formed, utilizing training records and
SBI/CBI practice of pre-tertiary teachers.

(4) Outputs
1.The draft PTPDM policy implementation plan, including framework of the career progression, is
reviewed and modified for operationalisation.
2.Existing database of teachers is reviewed and refined to administer career progression.
3.Mandatory training courses are revised and developed.
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4.Above outputs are refined reflecting results of pilot.

(5) Inputs
[Japanese side]

1)
2)

3)

4)

JICA Expert Team: A total of 8 experts during May 2014 -Aug. 2016 (50.6 MM)
Training: A total of 37 Ghanaians participated in the training in Japan (16) and in the third countries
(21)
Equipment:
- Atotal of USD 41,443 worth of equipment has been provided by the Project.
- Atotal of GHS 218,115 worth of office equipment has been provided by JICA Ghana Office.
Local expenses:
- Artotal of JPY 37,629,722 has been spent by the end of May 2016 (including costs of workshop and
training for central government and district amounting JPY 7,889,933).

[Ghanaian side)

1)
2)
3)
4)

Counterpart Personnel (C/P): A total of 14 personnel has been appointed.(See Annex 6)
Administrative Personnel: 1- Secretary, 1-Driver

Facilities and equipment: Office and meeting room

Project expenses (Training/orientation/workshop/meeting, travel, printing, etc.): Training expense and
others

2. Mid-term Review Team

Members of Japanese side:

Terminal 1) Shinichiro Tanaka, Team Leader, Senior Advisor (Education), JICA
Evaluation 2) Shiori Tokugawa, Team Member (Cooperation Planning), Basic Education Team 2,
Team Basic Education Group, Human Development Department, JICA

3) Yuko Ogino, Team Member (Evaluation Analysis), Senior Consultant, Koei Research
Institute

Ghanaian side:

1) Ms. Evelyn Owusu Oduro, TED Director (Project Manager)
2) Mr. Gershon Dorfe, NIU Coordinator

3) Ms. Grace Agyeman Duah, National Trainer

4) Mr. Emmanuel T. Aboagye, Deputy Executive Secretary, NTC

Period

From 4% - 22" July 2016 Type of Evaluation: Mid-term Review (MTR)

3. Results of Evaluation

3-1 Achievement of the Project
(1) Output
[Output 1] Output 1 is on right track, yet needs to be accelerated to finalize the Guideline and
competency based standard for in-service teachers before the next pilot activity beginsin 2016/17.

Modification of the draft framework was originally planned for the first 1 year of the Project before
starting pilot in 2015/16. However, due to strong request from MoE, the Project had to begin piloting
a year ahead, and framework had to be developed in parallel with piloting. Currently, the draft Policy
Framework Guideline covering relevant components of PTPDM Policy and competency based
teacher standard for in-service teachers are in the process of development. They need to be finalized
before next pilot activity begins in 2016/17. (Indicator 1-1)

- With regards to the modification of appraisal forms for promotion, taking the opportunity of

introduction of common appraisal form by PSC for all public service employees, Appraisal Handbook
for teachers is developed to be compatible with the PSC format. The Handbook has been published
on GES website for all the GES employees to utilize it from 2015/16. The handbook is still to be
revised during the Project. With regards to the procedures for promotion, they are under development.
The current GES promotion form will be revised to be piloted in 2016/17. (Indicator 1-2)

[Output 2] Output 2 needs to be accelerated in terms of pilot of entering and use of data in the next
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pllot activity during 2016/17. The database framework has been devel oped.

Database framework has been developed to manage training records necessary for making decisions
on the teacher appraisal, licensing and career progression. Data generation is designed by way of
utilizing “teacher loghook” that records training history. Loghook was developed and distributed to
participants during Induction Training for Beginning Teachers (BT) in the pilot districts so far. In the
remaining period of the Project, pilot will be conducted in 2016/17 including training for relevant
personnel for data management and assessing usability of existing database at district to confirm the
best methods of data generation and management in order to develop practically operational database.
(Indicator 2-1)

[Output 3] Output 3 isright on track and yet to be finalized to be consistent with final competency
based standard for in-service teachers before pilot activity during 2016/17.
All the necessary curricula and materials for mandatory training courses for Induction Training for
BT and HT Aspirant (HTA) have been developed based on the training needs survey, and utilizing
resources developed in the precedent INSET projects. They are to be finalized to be consistent with
final competency based standard for in-service teachers before pilot activity during 2016/17.
(Indicator 3-1)

[Output 4] Output 4 needs to be accelerated following Plan-Do-See - mprove (PDSI) cycle of pilot in
order to refine Outputs 1~3 and to verify PTPDM policy for nationwide replication. Several aspects
were modified based on the results of pilot in 2014/15 and 2015/16 so far, but there are no common
ideas of “what and how to verify through pilot”. Pilot has been conducted in absence of research
questionsg/research framework.

+ An indicator set in the PDM(xx% of teacher promotions is done, linking to training history and
SBI/CBI practice in PTPDM policy in pilot districts) needs to be changed, since promotion is done at
national level and it is not possible to be piloted in the pilot districts only and the indicator needs to
be changed. Data entry to use of SBI/CBI practice and training records has not been conducted.
Procedures of promotion based on PTPDM policy will be piloted during 2016/17. (Indicator 4-1)

+ Several aspects of the framework, database and mandatory training course curriculum and materials
have been refined reflecting the results of the pilot activities so far. Training of Trainers (ToT) has
been conducted in the 5 pilot districts and Induction Training for BT and Training for Head Teachers
have also been implemented, while training for Head Teacher Aspirants will start in 2016/17. No
common questions to answer “What and how to verify through pilot” is confirmed among concerned
with the Project. Information on results of pilot to verify feasibility, effectiveness and sustainability is
limited to date. A set of questions to be answered through pilot needs to be developed and fed into the
whole process of Plan-Do-See-Improve (PDSI) cycle of pilot for verification. In addition, training
requirements for all the ranks need to be designed, which is feasible for district to manage. (Indicator
4-2,4-3,4-4)

(2) Project Purpose: Project purpose shall be achieved by the end of the Project (March 2018) if the
following issuesidentified during Mid-term Review (MTR) are addressed.
1) The PTPDM Policy Framework Guideline - final draft to be agreed on by all stakeholders before
pilot activity during 2016/17  (Output 1-3)
2) Output 1-3 to be piloted comprehensively, and properly monitored and finalized for nationwide
implementation. /Strengthening PDSI cycle of pilot(Output 4)
3) Feasible mechanism for funding training at district to be identified
4) Budget for monitoring by GES/NIU and NTC to be resolved
5) PDM and PO to be revised to clearly capture the purpose and scope of the Project, and to be shared
among all concerned.
- Development of the career progression framework, database, and training courses for nationwide
implementation has been in progress with issues on full consent on PTPDM Policy Framework
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Guideline from all stakeholders including teacher unions, funds for training and PDSI cycle.
(Indicator 1)

- According to the Monitoring Survey conducted in 3 pilot districts in the south in October 2015 after
the 1% pilot cycle, 46% of teachers who responded have good understanding of PTPDM policy. With
efforts of various PR efforts combined with pilot activities, it is expected that percentage of teachers
who know PTPDM policy will increase in due course of time.(Indicator 2)

+ Inclusion of mandatory training in the district education plans is not confirmed as it was not
monitored. Actions for including of mandatory training in the district education plans have to be
taken at proper timing following budget preparation process. In addition, various funding sources
including District Assembly (DA) need to be explored. (Indicator 3)

(3) Overall Goal: Achieving Overall Goal is subject to achievement of Project Purpose, funding for TOT
for non-pilot districts and strong initiative and commitment from MoE for preparation of PTPDM
nationwide roll-out plan including financial measures

+ In non-pilot districts, pilot has partially started. Appraisal handbook has been utilized, and training
activities have already commenced by utilizing the funds of GPEG and UNICEF. No specific plan is
available to finance TOT for remaining 132 districts. Financial mechanism to budget recurrent
mandatory trainings for BT and Head Teacher Aspirants as well as training for other ranks is yet to be
prepared. Future updates will be needed in non-pilot districts because training activities have already
started before results of pilot are available to be verified. (Indicator 1)

(4) Super Goal: Super Goal istheoretically achievable.
- If the career progression mechanism is implemented, promotion is done based on competencies.
Therefore, pre-tertiary teachers acquire competency, by progressing in their career, which is
theoretically achievable.

3-2 Summary of Evaluation Results
(1) Relevance: The Project is relevant in terms of policies, needs and project approach. No factors are
confirmed through MTR negatively affecting the relevance of the Project.

+ The Project is relevant in terms of policies because PTPDM policy is prepared based on the
Education Act (2008) and consistent with Education Bill (2015), which is anticipated to be approved
in the parliament as well. In Education Strategic Plan (ESP) 2010-2020, the PTPDM policy is
included as one of the sub-sector policies, and is expected to be included in the coming ESP 2016~
2030 corresponding to Sustainable Development Goals. The Project is consistent with Japanese ODA
policy as well.

+ The Project caters for the needs of teachers in having career progression mechanism for continuous
professional development, the needs of children in receiving quality education and the needs of policy
makers in enhancing image of teaching profession, which will lead to improving quality of education.

- The Project approach is relevant in terms of the fact that Project was designed to develop career
progression mechanism to sustain continuous professional development of teachers through
competency based appraisal and promotion. It is also appropriate to develop training curriculum and
materials in consideration of competencies necessary for BT and Heads of School. Selection of pilot
districts is also relevant. The Project coordinates with relevant assistance from other organization to
maximize the outputs of the Project, and has effectively and efficiently utilized related experiences,
system and human resources and materials introduced through precedent INSET projects.

(2) Effectiveness. Effectiveness of the Project is likely to be achieved if issues identified during MTR are
addressed including budget allocation.
- Achieving Project Purpose is subject to the issues identified in MTR as explained earlier in the
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Achievement of the Project.

-+ Scope of Outputs including support to nationwide implementation, which is outside of PDM, also
needs to be clearly reorganized.

- Commencing of the technical cooperation at the early stages of the civil-servant appraisal reform
contributes to effective implementation of the Project. Major risk factors are fiscal condition of
Ghana and presidential election scheduled in December 2016.

(3) Efficiency: Utilization of outputs of the precedent INSET projects contributed to an efficient Project
progress. However, starting “partial” pilot in 2014/15 without setting outlines of the entire pilot and
insufficient budget allocation have negatively affected efficiency.

In response to early starting pilot ahead of the original plan, inputs of experts have been increased.
However, pilot in full scale is to commence from 2016/17, and achievements of Outputs have not
reached the level as initially planned. In aspect of inputs by the Ghanaian side, efforts are observed in
allocation of counterpart personnel and budget appropriation, but insufficient budget has particularly
affected on the attainment of Outputs.

- Utilization of assets of the precedent INSET projects (human resources, system, network, materials
etc.) increased efficiency. However, piloting started 1 year ahead of original schedule without setting
outlines of the entire pilot of PTPDM policy has affected on development process of all the
components of PTPDM policy, which required longer time as expected. Limited implementation of
PDSI cycle is also a negative factor on efficiency.

(4) Impact: Overall Goal is likely to be achieved, subject to achievement of Project Purpose and funds
for training. Widening gaps among districts in delivering necessary training and other services is
anticipated in the decentralization therefore some mitigation measures are further needed. Yet,
activities already started in non-pilot districts with support of Ghana Partnership for Education Grant
(GPEG) and UNICEF. Further appointment of focal persons from MoE for preparation of PTPDM
roll-out plan is also positive movement.

- Overall Goal is achievable subject to the achievement of Project Purpose that PTPDM policy needs to
be verified through pilot to be feasible and relevant for nationwide implementation. Funds for ToT
in remaining 132 districts and financing mandatory training are issues.

- It should be noted that future updates will be needed reflecting the finalized guideline because
training activities have already started in non-pilot districts before feasibility of nationwide
implementation of PTPDM policy is sufficiently verified through pilot of each component.

- Positive movements are observed for nationwide roll out to likely be by an initiative of Ghana.
Sharing experiences with African countries is also a positive effect. No negative effects of the Project
have been confirmed. However, measures need to be taken to mitigate gaps which may be widened in
decentralized setting.

(5) Sustainability: High sustainability is expected in terms of policy and technical aspects of GES/TED,
but measures are expected to be taken to respond to possible negative impact of decentralization at
districts/regional levels and GES/TED. Srong initiative by MoE, capacity of NTC and finance are also
issues for nationwide roll-out.

- Policy and institutional aspects: It is anticipated that PTPDM remains as a priority policy of MoE. An
idea is expressed to utilize the guidelines, handbooks, forms, etc., as the legislative instruments for
the Education Act once Education Bill is approved by Parliament. This is worth considering option
to strengthen sustainability of the PTPDM policy implementation. Anticipated impact of enactment of
Education Bill and decentralization can be both positive and negative. These need to be considered in
finalizing PTPDM Policy Framework Guideline etc., as well as in preparing nationwide roll-out plan.

- Organizational and human resource aspects: NTC needs to be strengthened to continuously play an
important role in PTPDM policy including licensing which has to be clearly spelled out by NTC.

XV




Impacts of decentralization are anticipated on GES/TED in terms of organizational restructuring and
integration of TED into NTC. Human resource management and budgeting system are expected to
change at district level. The Project will take such impacts into consideration but restructuring of GES
and staff reduction in TED to cause stagnation are risk factors for sustainability. For nationwide
roll-out of PTPDM policy, MoE’s strong initiative is highly expected.

- Technical aspect: GES/TED is already technically equipped in conducting ToT independently.
However, capacity development of newly appointed personnel at NIU is also important and needs to
be quickly done. Training at district level is technically feasible as district trainers have already been
developed through the precedent INSET projects. GES-ICT is technically strong in terms of database
management. Database management at school (logbooks), district (collating school data, inputting
and use of such data) and central level (use of data) is also possible without requiring sophisticated
technical skills, but verification of feasibility as well as training of relevant personnel will start from
now on.

- Financial aspect: Funding for training is an issue. No budget for ToT is planned for remaining 132
districts. Mandatory trainings need to be designed to be financially feasible for nationwide roll-out as
the first step, and funding sources have to be explored. Required cost items and unit costs will have to
be estimated, based on which roll-out plan including financial measures needs to be prepared at an
early stage.

3-3 Contributing Factors
(1) Factorsrelated to planning
- The Project pioneered a new area of technical cooperation, which is to develop career progression
mechanism, h through policy and institutional development based on the assets of the precedent
INSET projects.

(2) Factorsrelated to implementation process
- Taking the opportunity of public servant reform at early stage, appraisal handbook was developed to
be compatible with the PSC format, which has increased effectiveness of the Project.

- Utilizing various assets of the precedent INSET projects (experiences, human resources, system,
network, materials etc.) has increased efficiency.

Implementation of training activities were made possible both in pilot and non-pilot districts
approaching to GPEG funds which should be expired after August 2016.

- Counterpart training in Japan was so effective for capacity development, increased understanding and
support of the participants including Chief Director of MoE.

3-4 Factorswhich have caused problems

(1) Factorsrelated to planning
+ Policy and institutional development is beyond mandate of TED. NTC does not have organizational
function sufficiently. Under such circumstances, a lot of coordination with other relevant
organizations has been done by the Project and affected on the progress of activities. Without
appointment of PTPDM coordinator or similar counterpart in the MOoE, project activities and
itssustainability have also been suffered.

(2) Factorsrelated to implementation process
- Early starting of pilot without good preparation and entire pilot outline forced the Project to develop
PTPDM policy implementation systems in parallel. As a result, partial pilot has started. Taking time
for system development has also impacted on progress of activities.
- A set of questions to be asked with regards to what and how to verify through pilot was not

developed. Absence of PDSI cycle is also a factor that the verification through pilot in sufficient and
it decreased on effectiveness and efficiency.
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- Due to insufficient budget from the Ghanaian side, project activities were delayed, and monitoring
was not sufficiently conducted. These have affected attainment of Outputs.

+ In Output 1, all the components of PTPDM policy should be developed while the Project has to
manage the process of reaching agreement among all the stakeholders. Such process has been more
time-consuming than initially expected.

3-5 Conclusions

The Project has developed major components of PTPDM policy implementation including teacher ranks,
standards, competency statements, appraisal, promotion, training programs (for BTs and STs), etc., and these
have been documented in the draft PTPDM Policy Framework Guideline and the teacher appraisal
handbook. Training programs have been piloted in the 5 districts and it has been demonstrated that the
trainings are feasible to be conducted with the locally available personnel at DEO/DA and training cost can
be shared by teacher/schools/DA. These are remarkable achievements made by the Project to date, which
demonstrate high performance of the Project in this regard.

The achievements made so far, however, is not sufficient to verify if the piloted intervention is good
enough for nationwide replication. Competency-based appraisal and promotion and subsequent policy
effects (though beyond PDM in theory) have not been confirmed. In order to achieve Project Purpose to
develop policy implementation plan good for nationwide implementation through pilot, areas not confirmed
need to be clarified and verified.

According to the schedule after the change due to early starting pilot, pilot should have been completed
by MTR. However, a need for the 3" cycle of pilot has been identified because some aspects of the Project
such as application of promotion form, database etc. have not been piloted and verification through pilot
has not been sufficient to date. Nationwide roll-out cannot be anticipated so soon due to economic
deterioration in Ghana as well. Therefore it is agreed with MoE that pilot including monitoring needs to be
continued at least in 2016/17.

3-6 Recommendations
Upon the conclusion and other statements described above, the MTR team recommends the following:

(1) To continue pilot activity while develop questions to be answered to verify feasibility, effectiveness and
sustainability (esp. financial feasibility) of the PTPDM policy implementation. It is recommended to
verify if PTPDM can boost SBI/CBI/DBI(District-based INSET) practice, SBI/CBI/DBI can improve
teachers’ capacity, and eventually if PTPDM policy contributes towards improvement of students
learning. Learning gap of students needs to be mitigated by promoting competent teachers who can
contribute to students learning especially those with learning difficulties.

(2) To check the pilot activities with the following points while anticipating the Education Bill to be enacted
soon; (a) if it will have good implication for realistic training size and contents to be carried out by DEO;
(b) if it will be consistent with future operation of National Teaching Authority (currently NTC); (c) if it
is doable and easily implementable, and (d) if information are to be collected sufficiently to verify the
pilot practices if they are good enough for nationwide replication.

(3) To describe PTPDM Policy Guideline and handbooks concretely as much as possible in a way that
readers can easily comprehend the contents and know actions to take. In preparation of the guidelines and
handbooks, the following points would be worth mentioning while points made in (2) above be reviewed
once again here

+ Consistency of the guidelines and handbooks to the education bill and other related regulations
Presentation of the guidelines and handbooks should be concise and simple
The guidelines and handbooks should clearly state areas where DEOs strictly follow (especially in
issuing license), and where DEOs are allowed to be flexible in managing appraisal and promotion
Definition of “mandatory”(e.g. mandatory training) needs to be further specified in this context too.
Sufficiently and flexibly set training requirements for every rank. For example, it would not be
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necessary for DEO to set mandatory training organized by DEO for every rank considering
pedagogical requirements to foster teacher and fiscal constrain, while SBI/CBI/DBI can be
emphasized more as mandatory for certain rank.
Where participation to training organized by DEO is considered for appraisal or promotion, the
following items should be examined but not limited to;
»  Minimize cost of the training
»  Cost of such training should be covered by DEO/DA basically
» DEO should request school, DA, etc., to cover the training fee to be paid by teachers. Hence
direct payment of fees by teachers shall be regarded as the last and exceptional option.
»  Clarify relationship between activities stipulated in the guidelines and current practices for
in-service teachers conducted by DEO
»  Clearly describe which planning document (e.g., ADEOP, SPIP, etc,.) schools and DEO/DA
to stipulate related activities of PTPDM policy implementation (e.g., training, SBI/CBI/DBI,
etc.).
» Nationwide replication to be scheduled after project completion should be regarded as a
minimum but an effective one.

(4) To design guidelines and handbooks to be consistent with the new way of teacher recruitment where
DEO/DA are responsible for the recruitment while fresh graduates of the colleges of education and
universities choose which DEO/REO to apply to

(5) To reaffirm that areas captured by PTPDM contains in-service, pre-service and other elements related to
teacher professional development.

(6) To prepare a plan: (a) foster readiness of MOE/GES/DEO toward the end of the Project, and (b) conduct
roll-out after the project completion scheduled in March 2018. Once Education bill is enacted, DEO
will be primarily responsible for the policy implementation while TED-GES will be responsible for
supporting and advising the DEO based on the standards set by NTC. The followings are worth
considering in preparing such plans.

Towards the end of the Project

Clarification of the role of NTC about PTPDM policy

Appoint responsible person for PTPDM policy at MOE/GES

Schedule to fully transit functions of the Japanese expert team to CP

Pilot activity managed more by Ghanaian counterpart

Print and distribute the guidelines and handbooks beyond the pilot district

Replace appraisal and promotion section of the head teacher handbook in accordance with the
PTPDM policy guidelines and handbook

Sensitization of PTPDM Policy and its budget preparation by GES and DEO/REO nationwide to
start implementation from 2018/19 of which budget preparation should starts January 2017

Beyond the end of the Project

Roll out of the PTPDM to all of the DEO/REO within 3-5 years from 2018/19.
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2016 4 | 51,740.00 |0 FEREETCOE=HY 7 HEL L THFLEN, Pl e =
— U CRliAR 72 L

I SEHMEEIL 1~12 A
HAT : GES

Z D78, TED TlIfthE H 25 OWHCHEE 4 (Internally Generated Fund : IGF) THE 9 5%
NELTETELODRYNHDHT-D, K hFrb VX —Z2R0f1F7-9 2T, 2014 & 12 A LW
2016 fE 5 HIZ—H#FJIICA 7 ny =7 NPHRZRTHZ L LroTz, B, H—FMTAHELE
WHEE IZ DWW TIE, (TREE 2 OBHE FEREE 2 S,

4—2 BB, oy FEE, LEBEE. R—R—d—)L
4—2—1 E v rF Y N)
7Tl O AODOREDOERRIIFILLTO LY TH S,

AR 1 F ¥ U7 BB OF 2 % 5T PTPDM BUR East RN EH I D,
fe pa 1-1. XAy NOEDORMAD KT 7 RN GESIZL > TTFHA v &b,

1-2. AHEOT- OO NFEZEFRE (appraisal form) NMEE D,

5 [HEOHOH—F «3— hF—3 v 7 HA4 (Ghana Partnership for Education Grant) 1%, %8 75.5 | 7 K/LC, #IEIE %4 2012
10 HA~20154E 10 HOFETH > 7273, 2016 4F 8 H & TITIER ST,



R LT LoD H D0, A FT7 A4 72 b NCHIRREE A ¥ 4 — R, 2016/17 FEE /A
7y MEBIBIGRTNI KRR Z A BHEND 5, BFEOERIRIZILLTO L B0,

FEfE1-1. "M 2y FOEODOHHZD KT 7 FPRGESIZE > TT A v &b,
[P (PTPDM Policy Framework Guideline) 7¢ & ONZEURBE A & % — FOAER B ED ©
AUTE 223, 2016/17 D31 1 MEBIBBIZ T TRk b En 208 H 0 ]

ZE CoOERRIL

YPEIETIX, my =7 MRLAE 1 FERITHERESIZE ) L, 2015/16 FAEEDH /XA 2y |
EEhAEMT S22 TFELTW, L, 201446 A, H—TFTHBEEDORNERE T LY, 3
A1y MEBIOBIEE 2014 45 9 ~ 10 HIZHIE L L WAT L CHIERESR ZEi§ 5 L) 2y va
VAR I 552G WKL E leole, BEEPLO L X —I3fTRBEE 3 5],

ZHICE D 1R (2014/15) 234 =y MES) (B 3 AB) BAARTIC, PTPDM BUR 484
REUEEZNZ T, 23 1y hDO7=H? PTPDM Bk gt ikt (v U 7 B & Te)
BTV A LT, HEDOX ¥ U TS - BE - #FEF (Teacher Career Competency Framework) %
ER Sz, LarL, EREICRWTITo e OE DR+ Tl <, FFicx v U TR OR L1
DAL BT T —ITOWTI, i 5 i L EFRBIRZE S HE = = > bk (National INSET Unit: NIU)
AUNRN—LDWiE#EE b LIERE S22 2o, ZD7d, 1HFEROAAAM 0y METH, 24
WD, 1y MEBNZANT C LA Z O CTRE L, /B LB Lz, ZORSOHE DX v
U T BER - EE - WHERIIARE R L O ANNEX 7 21,

Fo, 1EFERONA vy hEBE L, BORIZH» D 2RO EZH 5 Uiz 9 2 CHEERGZ1T
VN, BFER 7R T A BT A AER DO ENERTRER S LTz, D7D, 2015 4 11 AtHX Y PTPDM
ERICEET DU FOEKEa v R—3 h& B3~ L= PTPDM BRI T A R F A4 v OIERRIC
EF LT,

. PTPDM Policy

. Teacher Rank
. Career Progression

1

2

3

4. Teacher Competency

5. In-Service Education and Training (INSET) Programme
6. Promotion

7. Teacher Performance Appraisal

8. Licensing

9. Appointment to Positions with Additional Duties

10. Database

[FAA 74 1 ENIU, TED, NTC, GES, #HEA. BEFEMAL (College of Education : CoE) .
T-TEL Project "P#EHLA 70 & OBIRIERE & O 72 gt « Wil S W TER S vz, EIED A
A RITAy - LE2—2H1F, 2016 45 H 16 A0S 18 HICHEMMES N TWD, B, £72HRIX

6 R/D #&f+® Implementation Plan of the PTPDM Policy (draft as of 19 Feb 2013)
7 DFIDICX2HEEMIEIIE 0 =7 | (Transforming Teacher Education and Learning Project)



SERE L TRV SR B RIZATBE R 1 O ANNEX 9 B, L Ea—25UMOBYTHA RI4
() 1IfHEER 4 204,

EBDTIE

[FHA K7 A 0%, 2016/17 FFED /A 7y FBAAE TIZ 1231 7w M PTPDM BUR FEf 5T
B DIRAER ] & L TRDICREIL S, BRINDILERDH D, 7o, BEDOF ¥ U THEBS -
B HER S P WET X4, 2016 455 A REACIE BB E A # > % — | (competency based teacher
standard for in-service teachers) | WO AT, BUELSGETH THD ((TEEE L. AL E2—
A EO ANNEX 10 Z2H) , [AIA % & — Rk, PTPDM BUK D [HEI1I1ZHES < §FA & 53
ERETHLDOTHLHZ LD, HARTA LB S vy MNalFIZR&EZTEL TS,

fEE1-2. AHEDO DO NFEZETRE (appraisal form) NMEIESN D,

[ABEANFZES (Public Service Commission : PSC) D AHEHEFRFICH] L= Z B8 1\ §Ef -~ >
N7 7 BMERL S, 4 GES #URE DMEM T X GES DU = 7 H A hMfgfisini Ty, 7'my
=7 METETICHRICHET S5 TE]

I E TOERIRIL

THHEDT-DDANFEEHR) OFmtERE LT, ETERLVSNVTHEFTMBITOIL D, HEFE
TlX, GES OEEFHM 7 + — LMEDLI TNV, H—F DENAH B ORI @ OFHE 7 4+ —
L PSCHNEANTHZ L EloTe, TOWEIZ T, vV N TIXPSC 7 4 —AIRERH
BN Z AT HBICHBE DT 3 —~ 0 AR IHICTET& 5 X O g LI ZE3Hh > R
7+ 2 (Handbook for Teachers on Performance Management) 84 Bi% L7-, FDEE, PSC O /N> KT
v 79 BE|Z LT, PSC 74— LITiEa v BT vy —0iHMeHER A # T 2 8rva v b b
L7128, PTPDM OBEE AL TV D, HEFHMIIIEFITOID S DT, BE ORI 72257
CRESIBAFRE A ATREIC T 5, HEFHE NN K7 v 71X GES O 7 = 7 A MIHB#E X, 2015/16 4%
LV GES #BOEHEFRL TS,

HEL, R L B ML TORED DD NFERZ R ThR~HEE SN D, ik
FREIZOWTIE, A RTA AR Z B U EREEZIToTND & ZAT, M ey MIT-
TR,

5% DTIE

HEFHh AN R 7 v 71200 TE, BIEUGTHOBBBEE A ¥ v X — R & LS SE, hofin
RTNEDETRSKETENDTFETH D, FHEICTHOWTIIEEFED GES DHMET + — LMET %47
VN, 2016/17 HEFEDNA vy MEENTRAET 5 TETH D,

8 BN F7 v 2  PSC M7 +—2 & & GES DLLF DY kd Promotions 7> 5 AFAEE,  http://www.gespostings.net/ (2016
7 ABUE)

9 Human Resource Management Policy Framework and Manual for the Ghana Public Services, Public Service Commission (%, PSC ®LL F®
A KB AFAEE,  http://www.psc.gov.gh/policy-documents.html (2016 4= 7 A BifE)



AR 2 MAFDOBET —F X—=ANXx U TREBE OO IND,
ferm 2-1. #2% (comprehensive) 7 — & N— AN Fx U 7B ICLERGERE BRI TS
éo

R 21X, T R_R—ZADOPSHAIIBIR SN, T—F AN EZOIERICH N B M2y &
2016/17 FFE CRAIE T HMENH 5, FHEOEBIRIIZLLTO LR,

$5452-1. #4 (comprehensive) & —Z X— A Fx U T HEMICHERIERAZIEETX A,

[(BEZHIRCT A & A5 % % U T REBIZ D DR EIC LB HEIB RO E L O F — &~
— A DR TINER ST, T —HUUEE - AJ) - IERIZ DWW T D A 1w M 2016/17 HEN D
Fiti ]

i E TORERIRIL

T2 N A XHE OFERGH, TSR, HERIEEOFEHO-OIEH I, FMEAD
FHEXFAEDHW AT 272D DB RIGHRE R D TETH D, Y40, IEHTHZ L 2BEL Tk
FOTF =2 =2 (AEBAGEET —%~~—2 (IPPD) 0, HEEHIEH S 27 & (Education
Management Information System : EMIS) %%) (X, ZEFH-CHHEBIE D7 — 2 N — 2 [0 13
MARFThHDHZ Enbholz, LrL, REBEEHE DT —F% A, TR TOIRHERLTED A
Xy U bERBRRIERELERDZ D, T a2l DY ) —ATIEFHTICT —F _X— A & Bk
T 52 &b FEMEAFTRE & L7,

VIED &9 I RBUTIN A3 I, T = Z XR=ZEED G EHIEHE S, T ud =7 MIZ 70 Ko
AT LOTEM kT, AT L0y GES DOIFHIB(E B+ 48 (Information and Communication
Technology : ICT) IZX VBRI, T—XANE, vyl FNCTHELZVa— A vE—
P —E & (Short Message Service : SMS) % 723 AT ANEMEICFIAFRETH D Z &b
Mote, FI—T—F O TRBIGEA 2T /ER,. ~A 70V 7 bO =T HRA YV haflio
TT—2PHEUNIEE SIND T ENERINT, 7 —FINEIX, BHEPTHEREAFLE#T 2 [#HE
By 7y BEATLIELELE, [#HEBR STy 7 | IIRKEICL - TERIEIC [F#e 7T
Y7 IELOL, MBEEFHEHIREHSND L E2MELTWD, HErZ T v 7T, 2014
72 5N 2015 FFOFHEBEEAWHERFIZ RS INE ICRAT ST, £o, EBEOT—Z ANbH. 1
BB TR LICAT T,

T — B R AR ORI AE NI R E R 1 O&F L v o —#iEED ANNEXLL 2R, 4%,
BE. RO LASABIOT —H _X—=ZADOBFRIITKEORIZE LD HND,

10 IPPD (Integrated Personnel Payroll Database) 1%, GES ARUEJFZ LR (Human Resource Management Division : HRMD) (Z& %
AENE T — 2 _R—=ADZ L,




T—2R—RFIKR

Loyb | Y EETRIN

BT Ty 7 BT &, 2014 72 6 NS 2015 O T2 B B ANHE

#8 o, ez (BT) (ChdAn (RS 3 EB)
EZiY < a7 T 7 BRSsE A CRECAT)
R c HMEHEBICXIDEHEn Ty JHERRNHERODODL R u T Ty 7 B

M 2¥iE

c T =X AN T F—~ v MERE I
T HE O LFEROEA T 1 7T AOEBIRIICHOWTLIEN T — % AN
BREEEGT| 2R BRAICHM L, fMANIZ W T H F i T

il ANFE (HR) T =X EHOWHE T E
cBEFEOT A R—=ZAD L ¥ 2 —TE (BB O AN RO H rl etk % i
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e (BHZEHHY) 7 F

GES-ICT cSMS (kB E I —FT =22\ =T—% AT« KEORERZ @ U - FET

PR TR A

S DOFIE

OB T Moy MEBIZEL TF— 2 _X—ZDEHII) DD ANMBRZED S &
[RRFIC, BB S OHEET —F X—ADOEMFEEMEZ D, ERICED X O 72 fEMINE - BB HIEN
WU CTH LN EMR L, BLEMNITERATRER T — X X— A DR Z TITHE LiED 5,

2016/17 FFED /A 1y TR, EFEHEEZ RN T VT vy 7120 T — 2 BIE X
NHM, BV TERNO DT —FZWELATITEDLD, TOT —Z PR LLOT —HF
— AT v T u—RENTIEHATELZD0, E Vo EZRN LR Z N L THERL~LETO—HD
RITEATO) PETH D, BEMITIZLLFOFEHZMEE L T\ 5D,

- A uy MO - SHEICH LFRR T v 7 BEe VT v 7 A

BfRE 1Tk LT — % A OWHE

BEL~L T, BT — 4 _R—R&EA L, IEHE DT —% AN GHifER., HRSh o6
& - f&T L=mHE, BikZEBMHE (In-Service Education and Training : INSET) &)

B M2>5 GES & NTC ~DF — & %15

TA U ADMERLFAMED B OT-HIZT — % OEH (B, GES. NTC)

T —ZIEHO =0 ORRE OWHE (BB M. GES, NTC)

EEEBIZ D EHARED 012

BEBRRFENET —ZOHY H L

11 BEERHEEDT —FRX—=ZAL AT L3, GES-ICT IZBWTHEREL TW 5, RV AT AT, Bk 2 K, ISEEEE N
T2 7Y A ETTF=FEANTEHLENI O, FERMICHHEHEICOWTIZ I OF— 2 2EMTE 5L H 5,

12 ELMZBWTIE, BUFOFHTEE LTA v 2 —Fy NEL2RFEINCER T2 LI TBYRAICEATND D, &
EREOEY (Fry=s METHI~5ELWVIE) BRI v ¥ —Fy FREH SN TS LEL TS, —F T, #k
B, BHAHZR SICOWTIHRDULETH D, Fio, FTRLVIZBWTZ 7Y RUAT AZBEB S 5550E IOV TH
RENHLETH D,



7. FRICIZBUREE bR A oy FE1TH, WL ONDFER S D VTR A ®RA T, B
DEEAFT — 52 =2 %G L CBUREE OFFl - AHEICEEST 27— OAT) - HEHB L ZETT
ELDONERITTDTETHDIN, A 1y MEREKEGRET 2L bR THOIIIITI, £
DFZHIZIE, BEIZ/S 1y b 3HRICEUNT 2014 42, 2015 4EOIHEIC SN L 72 WHEA S 13BAT S h
TWAEER YT v 7 %, SHEICEATHSLEND D,

e, ATEEIXEARMEICR T D DEERLETH D,

A 3 WE LT DWHE 72— ZADUET B S D,
AR 31 MMELTHHHET—ADA Y F2F b« BMHBHEIND,

R 3RS AT THER LTV A A3, 2016/17 AEE D /34 v v MEBIORIIC, BHEE A Z
B — RO ENBE LS SEHNEND S, FEEOEBRIIILLTDO LB,

FEIE3-1. WMEL T AME o —2ANUET B SN 5,
[BEICHER - MEEBEE OO OHHE T 1 7T I« BIMDBREHE 2, 5%, b S =Bl
HE AL B — RIZADLETHET N EN D TE]

I E TR
(RECEDXG)

ARG &35 D1, WHEH (Beginning Teacher : BT) & ¥ &fE# (Head Teacher Aspirant :
HTA) IZFHY4 % 7 >~ (Senior Teacher:ST) T %, %3 PDM D% H) 3-2 Develop induction training
courses and materials (beginning teacher and principal teacher 1) (ZX % & EAMHE 2 — AH M %
YER T 5 %503 BT & Principal Teacher Il & & V| FEMIGHESR ERAER S ZIC L THHEEHE
HER ORERGHE) EH b, LanL, THEMTbLTHL, ZOBMALELETIEEZ Y
IZOT DWHEZAT O Dh, b L IE, AEICKELREEZ IO D120 DOWHEEAT S D)~ 1T
W R Y7 FRRRRICHRGET LIRER, & L hoTc, Le o TRERTIX, TBT) & THTAJ
e — 2 « B OB EZXG L LT D,

BRB.BTIZIXT v 7137 B STIIRKELRDZEDTED LOFHIOT V7 THhHM, E£i-,
Ty ERY Y a VEFETIERLS, T ZICEBORY Y a Visshic T b, F v U T M OBAT
RIFKEDO LBV TH D,

13 FUEHEICT v 7137w, BUTHIE T, 5L LTEREBRERFRHRICL o TWEBHEZZITIY | IERICT RS FEanF
BEDBKRT LD, FVI0RELEZDT I ORERL L5 LIk 5,

14 #7777 (%) TiX Basic School D¢ KI%, Principal Teacher (¥l Assistant Director Il) 75725 2 LN TEH-H, AT V=
7 MR pEKRES L%, Z o Principal Teacher @ 1 SR > 2 Td % Senior Teacher (ST) IZFHX L, ST & L THIK 4 48
B LIb L ICHEORENTE D, BUEV=THE T V7 X ERERWD, Fx U TUFTEPEKR IN 5 2017/18 4R
WHENEN, BITHIR O METH S, £72, IETZICELTOARL ThH, EBRIZ EIoRY v 3 vichbih s, FHENEZ
FUZIRIET DR T T a IANFICTE T DN, FEBRIFIM T 7 OBE BRI T D, (EHIEH’CHARE OFKE)



Xx ) THHBR

B85Sl Principal Principal
Master Teacher A Director

Senior Master Teacher Senior Director

Master Teacher Associate Director

Senior Principal Teacher

Principal Teacher

4 years

Senior Teacher

v .
Junior Teacher

Induction Certificate / Licensing / Competency
1Year 3 Years

Junior Teacher

Induction / Licensing| . | Competency
1Year 3Years

Principal Principal
Master Teacher A Director

Senior Master Teacher Senior Director

-

Master Teacher Associate Director

Senior Principal Teacher

(‘ Principal Teacher

Senior Teacher

Induction Certificate / Licensing / Competency
1Year 3 Years

Senior Teacher

Induction / Licensing|, | Competency
1Year 3 Years

BEBx v UTHH (74 7~ REH)

HEBxXx U TR (EABIGHE)

H{FT : PTPDM Policy Framework Guideline K< 7 & (2016 4= 5 H B 0)




WHEE O YERHE 7 1 7' 2 (Mandatory Training Courses) (X, LA F D 2 U R—F 1 ks HAERK

b,

O #VY=xrF— 3> (Orientation)

@ #EAHHE (Induction Training)

@ ®AIHE (SBI) /7 7 A% —HE (CBI) /#fwHE (DBI)

@ V=717 14— MIHE (Professional Certificate Training) MG HE D &

Fioob, OAY =T —3 3 E@SBICBICBHIFHE L~ H DT —F v b« 7T R
Z— L)L TIThiVD, QOITEL NV OWHEZET 5, R 3 THZE LIAHE = — R - Zbfi,
ZDHLOQBEBAHEIZH LT D, VUL LFHOMENET 0 7 7 METOOLEEET KA > b A
Y hERD L FEEEIZ LY Junior Teacher & 721X Senior Teacher 7 > 7 3 B & 5,

WHEZ v 7 I« B DB
WHE=— XF4& (201448 A) <0, EATINSET Yuy =2 FO U VY —2ZIEH L. IHEE - &
EREE OO DOHHEa— R « BRSBTS Tz,

% - HAfTShizHEa—X. AU X235 L, %M

a— 2 Bt kL—F— POE S
WUEFHHE T | - Guidelines for the Induction Training
ToT Programme for Beginning Teacher
” ° . g. ° . NIU 1HR 154
e E &R M | -Handbook for Principal Teacher Aspirants
ToT - Power point presentations
-BT’s Handbook
WUEEBAWHE EHTHE
-SBI/CBI/DBI Handbook®® il
FL—J— | REEBKRE (KE
R EREFEHHME | -Handbook for Principal Teacher Aspirants
- P P EREE Tl

2014/15 FFEITFAES 3 BB 2 XI5 Kl S 7B B3I (Training of Trainer : ToT) 1%, #ME& M
. BESEENT E B4 5 HREITH 7225, 2015/16 (AL 2 A2 xS EhE L7-B i, 5
HEICli & "\— LT, TOBEOWHEY v 7 Z MIfTEEE 1 o ANNEX 13 &, $£7-, F1T
FEAMHE (5 HIE) DR 2 — K7 u 277 AIXF ANNEX 14 2/, 72k, W7w /7 L0F
FAICRER SN TWVWD EBD | ZIUINEDAX X —REHRELTWHWDLHOTHY | EEOWHE Y
07T MIFEICEIT 5 =—XG U THEHRET LTEET L LI Tn D,

BE (GERE®E) IMEIX, TRESEEMI AN K7 v 7 1I2Ek3& £ cr e s 7 0257494
VTAZERWFEINTWD, B Lo T el I AL B bEEEL, v T e s T
DITHFITIERR L T e ng,

15 BT 2 R7 v 7 ONENEAFHE, SBI/CBI/DBI /N> K7 v 7 OWNED SBICBIIZEH S D,
16 N K7 v 7 TIE3HMOET AN RINTWVS,
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4-4. RA vy FOFERER L, MEL SNDWHET—ADT Y X 2T K EER N
WRIND,

R 41, WL OMDOERHEIT OV TIE 2014 « 2015 FAEE DS A 1y MEEIZ S SICEHT SN T
WD, XAy MEENZEWT Mz EDO X I ITHRGET 50 Lo Vh—F 7 =xF a2
P —F OHFA AP HE SHBHRE B CTHA STV Rd o 72 2 & v, TEHE (Plan) — %47 (Do)
— 3T (See) —k# (Improve) | @ PDSI A 7 VICHIL T84 1y b &4TV, B 1~ 3 O FHr
T X 2E R TR/ PTPDM BUR 2 EiE T 2 ME N H 5, SIEEOZEMEIILLTO LB,

FE1E4-1 XA o v PHIRICE W T, PTPDMIZE T ASBICBIFIfER L OWHERRE L U 7 LT,
XX %DHEDHER IS,
[2016/17 12, PTPDM BEEICHI L= HETFHi & 084 o v k2 FEii T E]

ZIE TOERRIL
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FREDOFREAZ XA vy M EW ) UIRICEZ#L2 . GES OFHMET +— L &WET L. 2016/17 |
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@ B ESFTLHE I L8 A AT D L9107 5,
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2015 4 9 Hiz XA ay MEFOZIMEFIZ LD Vv E2a—2E6 %2 L, EIZWHEEMIc >V T L E
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4-4 T(4-4) BRI K D DTEEN & AR T 5 - WHETFH, & T/ HERTPIRREIT, THEZFHE O
=XV T BEREEHE= ) T (F— a2 N— 2 HE) | INSET BEEB) 0 PELE ] 12
SNTIE, UTOEHD LB Th 5.

E#4-4 BICKDIRDFHZXIET D1 OEH

&) 4-4 FRFIE I S
OWHE I | FHEZHE O, 28 | « N E TONHEFERITHIIMTBER 2D LBV
Wik, HENZ, HERE | - FHENZ., R, [0S O 2 YT A it
B WHERIEE DS | - BEERINHE DR AR (TA T4 V) WeEEHR, 5% DN
A 7 N CTHEERINHE O SRR I fEse T E

QETHE/ | BUIZHITINTWVWD | « BHEE TRERITIZ L FRITT ey =7 MRV IIT, 2 FKRD
BE R M FATIRPULAS % iR
WHAT - HESRTR (TAEUVR) E FEREEEEL TW RN &

DHRFEM T o723, IHEE ZRGUTT A o A6 5% Rl
L7-#17% 2016/17 X v Elii ¥ &

QW& | HHEZ BB OEBEF | - 20154 10 AT HE 3 A, 30 2, #H 300 A& RicE=4 1
FHOE = | BT OB TFE BN LES v A R N (7272 L WHES EE IZBRE L7oiid CidZe <,
2V T |\ EEZHm LT YEER | WHEDROWEZ B L L&k CTiiian)

B REICHLTE=4 | - FEEICLDZE=4V 7 - BHEDROWE XA % O
U > 7 % L WHER
P e )

@B FAE| HE X U THEBEE | - FIEE (2014/15 4F) ([ZHEAN 2T —F2 _R—ZAZHE L, 2FK
BHE=| T X—2AOEHR) PRI DWW TIE A 1y MR Z X T, BHER RO AT %217
2V |k O ERBER A A L. 3 FIRPIZT —F RX—AZER S

HILEEBEL TN EZA, T—H_N— RO I X
. —EORETHHER T DR T — 2 A1 E i

© T =B R— ZHERLOFRITIL 2016/17 4 K T 8
« KR 72T — 2 R—= R L FEEBX, T — ¥ _—AERR

DFE

G®INSET BIta O TR Ofelr, T

- BBEFEEICTHEEZD D L0 RE LTVDN, £ OHMER

RT Fu—7 v FIIRE

- PRAEGET e AT Lol - BATESIET D L & BT, B

BUR & & e P RIRO B b 3R T iE

FELE2—fEZ2E L THLMNTR =D,

XAy hE2BELUMEZ, EOXDITHIET
H

o
D] ENVSTZRIZONWT, Yr vy FNEREOMIZILEOMBEREN 2 INTWRNWI LT




HbH, UTORIL, INETEINTERX—ATA VL E=X) v THEOHETH D, 2014
NI 3 RRDH B HH T &2 S RICER S NI — 2T A Vil 2B 5 & R E ORI S
NTEY, FL2OBRE=F) U ITHEFORELERINTND, LN, X—R T4 VAR
(R U7 Hs A B L 72 B ORI T e SN C 2o T2, SRICTHE B, 5. Eiio ¥
A IV TREITHONT, RS T5HE & FEhIREN B D, D7, PTPDM BUK O I T rlHE
P R, FHMEORGEEIZ D D TERIE B IR O N D FER L 72> T,

RN—=RFA4 0, B4 ) VT REEHREE

FAHL 3 AB AbER 2 &R
s 5 1[0 : 2014/15 4R % 1[5 : 2015/16
oAy R 5 2 [A] : 2015/16 4EJE (ToT D FEMil% 2016 /£ 4 H)
AT
B ENA vy MEEIBEIME, ToT Fhiifs

A7 | 2014411 H R (5% FEMT D TE)
FHIES . - =
e (X=X T A Vi)
i I - AR INSET #eBEH5 % (AIPR) - AR INSET s
T%HT T — y J’IR% e 7&- S L

Sk C BBEEETA O —% v MMIFE (AIPR)

~OE R EGR A =y SN/
H1LE A 1y NEBIK TH%O \
i<y ﬁ;E/4D/%%%fT& mwﬁiﬁgl@ﬂ4mybﬁ%%%/
A = ifii B
- (Bm 2 ) o RN ToT FEhEkE) @ 2016 44 H
> . 5~ 0D 8 [ 3
Pyt | RS, BSOS fk, AL ORI
Ik . EMIS 7 — 4 (LI )
. EMIS 5 —#

. 7y NEE

A% DOTE

L E o —REYIRE P ICBREIC LY [ ey F2E L T Z2RIET &0 120V Caki
REAER LT (&R L O ANNEX 15 Z2H), ZOREZFITHRFT LI b OB f(REE 5 Th D,
ARZRITEITHEFL L. 1y MEBIOPDSI VA 7 D7 B AZBWTHRIESNDLEND D,
ZOERT, AKOUFERN /2 3A 7y MNE 2016/17 FENGRB SIS &2 D,

T, IRE TITHEMKRENE 2 £l L CX 7208, R 3 DOAKROME TH IRESEE (V=
TEE (ST) 1Y) [AFAIHMEIZ W TIE, 2016/17 EEL D XA 1y P 2B T 5 TETH 5.

IO, XX VTHHOET 7 OWHEZ, BRI E > CTEMATRERE CTMNESIT D Z ENEGH%D
BRERETH D, ZO7D, WHE A ECFEM L, BAAHICE L, £ENZB\W T E O kit
EHeERED, To, BEEEESOIEH 2 A MOV R WHE FIEIZ O T HIRETT 2 LR H
L8, B 21X AANEEORENHE T 1 7T 2F, Q4 U =o T —v 3 v, QFUEEHHE, @SBI/CBI,
DY —T 4 74— MMHE (h—TFT 14 74— NAEDOGR) 02O DHMR, —FH T, gUEHICxL

18 FE=4D A TIE, 308 @FH1048). 300 A (FH 10 4) ZRMRICHENR, FIZEHIT, & 294, #E 2394,

19 fE LV Ea—fEHAHM LT 2T - A Frib GESA vy M) Tk, GES OV =7 ¥ A M2 b AF LHAF G R
Ty 7 &2EM L, FICEAO»LRWIHE REEDABINEAHE, BEME O OBReEME) 2MA el L CEMREL T
DT LMo,



REMICAHV =T —2a v ZT 28 b b5, TD LD REF L~V OBEFHHE DR (MERHE &
LCRETDH2DN, THOTHIUXZEDFHIEE) IZOWTHEMETL, A R4 & DTEL
ERDHDH, FRFIC, ZhETAM vy b e LTEMINTEREGEDRE DTN DN T HRETT
HMENRD D, PV E 2 —FEPICHRE L7 METHE OBIE 7L, BRI OV TORRZIIMRE
BenLin2

4—2—2 Fulxzr FHE
Tl | FxUTHEAD = XLAPERS N, 31 1y MENIZB W TR B ERIHE N £
N BiE iS5,

fefm 1. NTC/GES MNEEEMD72DIZF v U TR, 7T —F =2 HHE=—X
ZIKRT Do

2. PTPDM BUREIZHB W T, WHEBEERS SBI/CBI D FEEIZY > 7 L% % U 7 P&
XA 1y FERD xx%DEEIZEMEN D,
3. WMELTDHHHENR XA 7y FEEOHEBEIEIZED HD,

TaYxs FEEE, PRV E 2 —E CHUE ST OREICER Y i iz Ly, TaY
=7 MET (201843 H) F CITERLIALLRH 5,
O PTPDM BEURMEHAA T A KT A 2D, 2016/17 H=D /34 v v MEBIRHIBRE I L 268 (K
H1~3)
@ MR 1~3 OafFEN Sy NOE, WYRT=4 Y 7 i U CaE BRI R
/734 1 MEED Plan-Do-See-Improve YA 7 /L OHESE (FLE: 4)
BB L~ TONMER A D FEITA[HE/ R A B = X L DOKFE
GES/INIU & NTC OE =4 U > 7 FHEAR LM EOfiFk
Tuvel NOHEE A a—T7 ZWHEICHE L7 PDM & PO IZELGET L., BfRE <44 (PDM
& PO DUFTRIZAEEE 1 © ANNEX 16 & 17 &)
¥, BIEREOBREIILLTO LB,

il

© e e

FEEE 1. NTC/GES® N 2EEMD - DI X v U TR, T — X _X— 2 WHE 2 — X & 7KGR
%,
[#E LT\ 525, PTPDM BURMEA T A R T A OHEEME 2G0T X COBMRE DA ER
. WHEZ A ORER, /34 7 v MEB#IO Plan-Do-See-Improve ¥ 27 /L DS AN i E]

R 1~ 4 TBERD LBV . SEERICAT 72 ITER LT 5,

REIZLL T O EEBD,

O Fx VU TEBEHR, T—H = BHHEa— R % 5T PTPDM ESRESHAT A KT A4 1Z
DUNT, 2016/17 D3 A 1 MEBANFIZHRE KT 7 8 & L TERED L OE B L

20 WHEHEWHEORENIHA TR E LT, 2015426 4 1 225 3 BIZAT T CoE MRV —7 v a v 72 EM L=, Zi#ld, CoE
RV THHEBHHE DILEER Y O FEhE Al HEVE 2 MG 2 O E L=V —2 v a v T ThHh D, SBOW IOV TIE, CoE X
ELTWATTEL 712U 7 b & OB %I,

21 JKERHEBHIE NTCIGES D v vV Th 5,



Thbd, Fro, HEMENSDRENME LN TUVRNZ,

&) W@%Fﬁﬁ?ﬂﬁﬁ;— ZOWTIE, PTPDM BUR D & & BHIC FEHtE RTRE D> D RFgitE D & 5 WHE =
VIR—R Yy NERFET AR, S vy MNEBCEERBICE T 72 M T e ' R 2BV TR
THMENRD D,

@ 2EREBHOZDIZ PTPDM BUR O E TRl ReME, 2R, FrfelE 2 MREET 2 72012, 2016/17 -
DA 7 ME, PDSI WA 7 VEFESL L CERT 5,

54 2. PTPDM BUEIZHB W T, WHEBIFER SBIICBI O FERRIZY v 7 L v U TSNS 1 v
FEED xx%DHEIZJH I SN D,

(%1@9mﬂ4ny%%7%2mwﬁmﬂ’ﬁﬁsm’ﬂbfiménk%ﬁ%%f@iﬁg
L7=2#EB D 5 5 46%H PTPDM BURIZHIT 2 30 ¥ U 7 F&Eh % 5 &)

FLEEO/SA vy MET 1% 2015410 HICHEEB 3ANCKT L CEM SNzt =4 U » 7 AR

(3, A L7ZZB 0 46%7%% PTPDM BUR 2 Bl L Tuhiz, Zhid A oy FEHRRTIZIE PTPDM
BUEN 122 SN TWARWN Do IS5 DR E TH 5,

PTPDM EZR OFEZIZ SV CiE, TED (2 XV 2015 4EIZI3ER « INEEFHEITN O OT X TOHES
FTENBINT 5FRDHEICB W THBN e STz, 2016 FLIES , [FAaimka i@ Uil 2 ik 4
HFEMATTLE, ZVF FHE Vo Tokix 72 AT 4 7 2 LTRGBS Thihv T 7=,
42[E > PTPDM BURKIGHRICITAR - MBEFHHM A B L C=a— ALY —8 i L, 2O LI 7%
HE L XA ey hEaEbHibtd, PTPDM BUKZ M5 #HE OB SIS 5 Z L BHFF T 5,

fEEE 3. WEL T DHHEN A vy MBOHEEREICEDHND,
[FEsE T & 722\]

WHEFHE & R RAHME SERERZE E i+ (Annual District Education Operation Plan : ADEOP)
IZEENTVDEDN, FE=H VU I RSN TORNTEOMRTE 20, TV B2 —ffET— A
DL RIEED LEE (Vv A - A RITER) OEEFBHTA v Ea—Lte T A, 20154, 2016
FLHEHDTVRNEDEIETH T,

HEEICED SN THULT TEIEA S D DT TRV B LBV THHED~ 3 ¥
AV NEITIIZAT, BADAT v 7T ThHOMEDIEETH D, WA I 7 TPRFEKE
Tat AR EELMNEN B D L L HIZ, ERBUF (District Assembly : DA) %5 k% 72 T HIR
T 7e—FTL0ENRD D,

B, KEETHS L Z2AD TWMEWHE ) 23, IHEE EREEEE LT 20, th e b3
DT 2 IITHHS LT MMEHE 2 BT 2 OO W T ERZ RIS T 2 LENH 5, BRETIX
Z D RIT DWW TERE DO ILIE PR DS HESL S AL TR,

22 FHEMAIZ XX, PTPDM BURIZI T DHRESNCIES Gl & FE 72 & QNS 2 BB RE N O LIz >V TR LT 5,
LML, BLEMOT 748 (unior Teacher &\ D A4 FF) MNHBUITRVNE LTS, F7o, ¥ U THBARTLLHEANY
— A, TEA R =L ERINTWAZ EICHERFILTWAR, Fx UTHEMOEAIZLY, ZNETERPTHAL Th-THED
ﬁiﬁ%ﬂﬁ%t&ofc: LR, BB EITER D INTEH LIRS ZENTERNEWD L) 2 E LIZHETIERD., oz Xl

FRELSHEMIN T RN L1285, TOEHRIZIE., A LEToRE e SIcky —BAEBR I ROV THIELL
ﬂ%ﬂ%#&éﬂfw&w:&#%é FAITHIS T A 72, 2016 4£ 7 A 21 HD JCCIZBW T, MANF I LREOR MK
HH Sz,



4—2—3 KB
EXIVASE A vy FESOFIZIB N T, T U TRER A I =X LTSN D,
AR F ¥ U T BB AT =KX DDA 1y PEREASR O xx B THIAT S 5,

EALEEDERIY., 7Yuves NEEOER, A vy MO ToT &AL, ZHEE EIC
L2 EFEBERHERE (THEIEEESTY) ~DaIy b AV MRETH D, FEREOZERIRIUILL T O
B0,

BEE v UTBE AN = X L0531 1y MBSO xx B THIAT S5,
[BEICIE A vy MERT S ERAr B 72 1T 23 BR 4R]

HEF N BT > 713 GES U = 74 Mgk S 41, 2015/16 425 L 0 BEIZ A&[FE TOEH 3B
HBENTWD, £72, 51 7y FERIZEB VTS, GPEG &E4x2*<° UNICEF B4 DIEHIZ LV | 2016
FITIIHEIEB A B ST 524, BEIC, 2FEEBEABIGEIh226H 5 Lz b, GEMIZAE
Bk 2 )

fth 5, 216 BB 84 A (XA m» k5 EF, GEP73 #B. UNICEF 6 £f) <TiX PTPDM B3R D ToT Hf
ENFEREFE AT, RV 132 BRIV T ToT WHEFEME MR D HIgM Lo T\, Fio, &
H TOYNEE IEEREE 10T OMEHHE R b NS E DML T > 7 ORHEE: F] ORI 72 T HHE(R: A
= ALZHONTH, SHOMFHRETH 5,

Flo, A 1y b ORGERERSH D ENIZ, FEA vy MERZBIT DWHEDR MG S iz 2 & TH#
DOFHE G MIETH D, AFEH 7230 1 v M 2016/17 FEE I Th ., ZFE BB O A RT A
N RT P FFIZORREFf > TREIbEIN D, TNETO ToT 1, HA R7A4 U ZEKRTH
HUMNIVER AN ZE DO E BB /R 72 CTEE L7 b D TH D2 HHENFDOEFHNLIE L 2D,
T, T—AR=ADERL UL TORITH 2016/17 FEMND THH T2, T — X _X—RiEHDOFEIE
SBA LN D, BLENG . BEIZ ToT EhigADIE A vy MR E D, ZIVE TEM LN
RERBIESNTZAREZHEEL, 20Xy v 72 EO X ICEMEE, B L T Onizo N
THRABHLETH D,

4—2—4 RA—/—d—)

Z——d—)L | BEEOm IRV, W EEE ORI BT D,
FEE XX% DHE NSNS THENEHIN TS LT 5,

A== T — )L DO ERR BEHIRIZEHIED S TWRWDN, F v U T A 7 = X AR TS
B ERINCIESW T FAER TON S 720 EERANCIRE O _EI X 0 9IRS E 023 BT 5
ZLenD, Lo T, A== T — )VTHERAICITER TR TH 5, b, fIEITHE DR
W EA R DS SGT T 2 ENEE LU,

23 GPEG %2016 48 HTHKR T TH D,

24 GPEG&4AIT XV 73ERTIL.2016 45 A ~ 6 AIZ ToT T iz, IUEEWHEIIKRE~DOF ) = T — a U 8220 ThH,
WL ONDEFTIE TRAPIT S NER S N7z, UNICEF E4:12 X 0 6 BB Tld. 2016 4E 6 J 12 ToT 283k S, AUEE B ANHE AL
FEHMEZR D WNCE =4V v 7 THE G HERE . OHTHEANHMEIL 2016 4 8 B2 F2hi T iE,



BEE ozl NOFEE S ukR

5—1 FEOEH

[FEHR] JAKBEBREEZBIIALLREL, Tuv=7 MEEIDED S, BOR - HlEL Rz miT T
FHE S T2 < OIEB D Ef SN TE 72, s, SPIFHEN O OEERLEMMA AR+ 272058 S H 5,
HERICIE, Moy MM LOEE, PEAR, 0P hOTFHAL R0V A b EOFREN
b, 7TVl NORAa—T A HMER LEFEFEH LY AT, B Fora Y7 MEBEE %
RETDHZENNETH D,

5—1—1 BUREHE

BRI, a7 MEBNIERE & OME RFEAs B L TEMINTWD, HEMEEZLZZ
TOSKIZODBRE L OEERR T o A2 #E L CE 2 SIIFFEICET 5, ZERHEi
N7 27 D% H PSC D7 +—~ v MR ERFEICHEAIND Z LRI A I T HEAT
FEhp Sz Z idm<iMisn s,

L LR, 4w Iy FOEFE THEERO B0 BHEHEICAIL THEEI L
ol iF N b HoTo, FFICHEEINLADIE, XN—RAF7 A, E=F VT = RIA VFHED
RREYREHE & TN A+ Th D Z &, FToR 4 D/ A 1y MEB)TIX, ToT, ¥HEEEANF
&, MEHE & W TEHHED Eil I THhN CTE N, A 1y hE2EL T E ED X HITHRIET 5
DMLV, S vy MERICEBIT 2597 - REEBREMR TH L Z EnbITF b,

5—1—2 [EBOMEPICEEL G X 5N

(1) 734 & v MRl LR
FHERENOOER (FREE3) I2XV . 24 2017 FERMG A IEE L CW e BUF FEO 4
[E B % 2015 4EIARIC RO D720, 2ERN LB T ED /A vy MR TOEEIZ 1 FERN S
MDD L Eiote, DTS, HIEMHEE (Fv ) THEESSHEFNMN, a7 v—5%)
WHEWNZ « B EIZOWTTEICHER H Y | dGETE2 0T OERTHZ L EroTe, £,
R—=2F7 A VREOEICHEEN -, 20X 51z, M ey hEWAT U CTHIERELE S Ehti§
HENWIRT Y 2= VIIEBE I D E2GRVIRILE oo TR, A 7y MEBD—HICR -
THMmESN T LE T, Flo, HIEMEICHRFMDB LN Z L E7roT,

(2) TH EoOBE

WHERMEE - Z2INEITFRE S PR E L TRD B4 LT0W5, 72, 7Sf a v hEifEl Lo
WZH, BEEADEHZHERT AR LTS, LarL, TRFEYERINT, ZORKE, 1§
FhNVEBAE L7225, E2, S oy MEBIOE=F ) V7 PELMESN TN &b, H
VB —R—= R DE=Z Y T HRERNTH ST,

25 Bz X, FEE 3 EETOMNEEZEANHE L 2014 4F 10 H — 2015 4F 4 ARt L BNz, HEENKHRT D 2 LI TV iHESRE
HEE AL NIU A > _R—DfifE 7 EOTHMN72 <, TED @ IGF <ofth KF—0 b DIFEE 2 A L& & TH- =70 Th 5, 1t
52 &> ToT 1X, 2015 4E—2016 4F 4 A Lz, AL ToT ZERAER TS #F (X £ v F 28 ETe) @ ToT I/ T GPEG T
BCEMLED & LA, PEFYNRELEL, 2016 46 ALKBOEMIC TN IO rREENTTELZD, Tud=y FPET4A
W25 e L7,



B) 7Yuy=/ b TVA L ELOFE

B3 PDM (ZEEBICHEeF v U THEM A 1 = X AOHBE) L FEARHMEEO7a =7 K
B (v U THEHA D= XAPERIN, 73 7y MIZEB W TR B RIS 23 3 <
D) 1E, ERBENERDN, FHCE#SNI R Ta vl MREINTETZ, £
7o, a7 FOEFTHEERD LB . R 1 TlE PTPDM BUR O F2fifH R HER T A
RIA4 v &RETH 92T, PTPDM BURICO 1D 3 iR—3 2 N &R OH EHR G & 8 —
HMENDY | FRIC, RO ZERE L OREREZ TN RN 6D T2, BHIE
ELTCWELL EOEERFRI A LT,

Fro, TEDIIAT B Y =7 MIBWTHEHEREREZ R THETHL L OD, BUR - HlEHE
HEEEITOZENLTED O~ T — b2 B2 TEY 2Oy IEe —0 L3 OIS
WEDH-> TS, NTC OEENIHEOEMIKE L TORX X — REETH Y, GES/TED
DOEENIZOFEMTH D08, NTC 1Tk L L TR Y v & — FREA T HHERER £ 720 2 T 7
VN, AR, RIBOR O 2 E R O R ESCEMICE I ITHABTEDOA =T T 4 T HLELTD
TRINT, EDIEHO I T X —3— MMEBIIXTED THH720, 7rny=7 hF—AIZ L5
BIFRIERE & OFRFEER N Ie o TnD, iz, HEAIZ PTPDM 2—F ¢ x— X —7¢ L)
IRH T H =R FOEENRN ER, Fa Y s FOMIBRIEE ORI b A M IE
LTW5,

IHiZ, ey y MERRFCIE T2ERRMIX PDM OHFHAN TIIdH 503, A — T BUFHIH
7rvx7 MEFIZ, A vy FMERUASNDEBRZEK LTS EZ A, wmE., MmEs
K% &b HEESNTEY, POIZHMN TILH 2 3 FENEBI R FEH S LTV 5, 9] 2017/18
FEEDORMZIE L TWEN2ERD T 201516 FEENS LEFE L Fu Y27 FTHLHELT
7z, UL, 2EEBIC»O S XEEZ T oV 27 MITEEKRIZE ZETTRER200, F
RN EFBEICE > TV D,

(4) 7ulxr k=P A EORHE

TaY =l b X VAL MIOWTIR, BRI, FHENCAI U2 ERE RIS 2 B
%o £, FiBD &0 ELPDM & FRFHIRO 7 n Y = 7 N BEEIL, EREEN R D03,
ZNOOHEEEZFTET S 2 < Tuvay MNEFIRED N TEZ, Zhik, Yuvy=7 b
DA 3 —FRBFE S O MBI N AT TRV I b O N5, £/, HITPO R, FYud=x
7 MAICRIRIERL L 72 FERERT X H 528, 40 6 EHl & SEE O3t I 55 < ERRR LD 1B 72
g s, BRER ORI N TV EIXEWEV, PTPDM BESR VA RT7 A4 > D E.
BALOWFETIX, FANCFHHEZ L TOOVWHbHLHOD, Fry=y hF—ANTOHKEY
R—=R 2 NI bart7 hOT 0 EbEe, HHOERL A I 7, —r7 xR (ED
RN SNT2H L EDIFEBNATEER D72 ) IZh D BaHIAR -+ Th - 7=,

5—2 e - gE ik

[# %] TED/NIU 72 5 TNZ GES-ICT (5 —# R_X—2H5) 13BBLRIERTH D2, NIU 5%
LT ICBR SN A OB RBEH, NTC O L MR THLZ b, NTCOERDHED
BE(E2NFREE, TEDINIU & NTC OF —Z X— R (ZOW T OREN L © 4 1% OFRE,



5—2—1 GES

TED/NIU IZOW T, K77 ey Mo h v Z—s3— K& L THEDEILIZNET T, GPEG
X° UNICEF O TR, WHERM 72 &b BB CERMICE_ T2 2 &8 TET05b, LirL, NIU
DO NEMRENE A3 TIEZR, 2014/15 FPED 6 4470 B BRFEFEITIL 4 L1 D S 4, D7 NE TiEE)
EHEDRIT IR B>, PRV E 2 —HIRPICH 7212 34N E S 7223, 2016 4 8 AIZiX
INSET = —7 4 X — X —WNEFEZH 2 5, NIUIZBEINHSMZH YT 5HETHY, PTPDM 71
Y7 MUAMTEH NIU BERZTHRENIIALS . FICABOBMALELRRWNTH D, Hi-ichilESh
TEITHEERK TR L —TF =2 T2 206 hL—F— & LTOREREBEN I - T
WHA, PTPDM BUER 7 0 Y = 7 FOJEENCOWNT, ZAHHA L NA—DEFERNEKE TH 5,
Fo. T —F =2 EHEM (GES-ICT) 1%, 71 77 2 7 AIRETRE /I3 @V, L L, TEDINIU
LT —F RXR—=2ZBAF T 0 ADEREZFEMHE L T O3 5%ILT —Z X—2DIERIZ )5 A
BELUNETH D,

5—2—2 NTC

BIfE, NTC X 10 £ KH] (2 4 @ USAID-Learning KB A ¥ » 7 #&te) (TR Sz, 512, A
BEAFHTILETHERL, 74—V RE 7 4 ZDBHRIZOVWTHHFEEZIToTWNWDHEZATH D,
LorL, 7avzZ MEBNZEITS NTC L O (w2 AL ML~ULd 24 L OiiE) (3D T
WHM, BIRFRTIEINTC O~ > 7 — a3 9 2 TREREHIIT 5T £XENTC & LTH
BT DIZE > TWRWD, k72 /1 bkt E CTdh D, E72. TEDINIU [FEE, 7—&
—APF T 0 ZADOFREZFFMICHE L CTB 6T 4 %IET —F X—2DIERIZH D HE H LB T
H5D,

5—2—3 AHHHE

HBEBFHIRE., GES ¥, TED REZ & 7 A NS L TITON T ATHE X, RE7158LD
V=& LTHEITH Tz, AIFHHETIE, HAROBIHEH|E 252N, H—TF OREUCEI L CTIEH S
EERBLTWD, 72, BIFEFOBEHRA LARbNC T ey =7 ORI~ 7,

5—3 JAOYIObF-IRTAUE

[RER]  BEERECE L T, BOR - HIE 2w 20BN S | mE KR4 2BRE O % 15
T, JCC i Z B4 (Steering Committee : SC) MHEREL T\ 5, fil, "M vy b ot
M5 Hid OB S, BURE N BRI D 2 E LA EZGD DITHEN 105 2 & AR
Lo TV, 7ay=y MEREROEREHC, S vy MEBIOE=% U > 7Kl b
e AN

5—3—1 7uav=z=/s MEEKH

(1) &FEHEZES (CC)
2014 4= 8 A, 201549 A L4 1 BB X4, 2016 ARV B = —fRE o 7 H 21 HIZH
Sz, JCC L, HEARE. BUFHKE. HG1TEL BEMA. BB =T —72 b H

26 [HAROHMAETHERE (BREIHE) ROWHENAE OB %28 U C, PTPDM BURKO B LIZHS5T5) ZE2HERME L
T, 2016 4E 6 A 12 H~24 HIZ %S,



JE# A5 T, PTPDM 200D ifkima T OB & L THREL T\ 5, 7272 L, BIfRE N LI
Dl ML AREEBEDIDICHEMMN I MND ZEREE > TEBY (BICHEMRE)., Tuy
=7 O NEOEEF— PR EEE S VWD L0, EEERE L EREER OB L W25,

(2) #EEZBS (SC)

GES##iz#k L LTk, ZhETSHEBMGESN, r Y= MEBOARERRNEIZD
WCim L C& 72, ICT. HRMD, NIU X°> TED %#%&Tr GES ORI « == b4k L NTC
MA U IN—LIrsTIND,

5—3—2 FE=%U L IEH

BEko L0, vy MEEBIOE=4Y » 7EHIX, BEMICEELZLEE T 5, R, i
ENATy NLTEDIITRIET 200 &5 HARW 2 7 N ORFERRN2E=4
IR (BURBEEETOMRFEEOIEARE) ORFNB AR+ THoT-, o, TE=F V7
RETHEARS, 7e Y=y NEMZOEENRTRTOTA RI A4 VRECKHNE NI E D
HV . NIU, NTC, 7r Y= NEMFIZLDE=FD 7132016 41 H, 3 2OF —AIZLVE
H3EE BRI LA TH T,

BB, TERRIZEID I == DF=F ) VT EfiAEE, Ty NEE EOE=
2 ) o TERORNREIRORBE LS LT A, BFOE=2 Y U JHlE (JFERE) 2iEHLE
HHRNELED, MMOEDDOETE=Z YV IREINTLNDIREThHoT2, 4#%IL. PTPDM
IR VB AT DM & FHEDFATRIRENE, ZhR . FRtEDORRGEIC 0 D IR RE =4 ) V7
TThbH, FRLVE2—, FRMPOLOEFHE=F V7 BLXLVOFRE=F V7L R
BICE LI B T DE=X U U 7 IRREARMIC U, PRIE L& O - iR 282 2 L8R H
Do

5—3—3 aIa=k—iar

BRBORMETH DN, BREN SO D120 R ala=r—Ta UREEL
WHbLH D, Tz, TVl N =Ll H—R— DI 2 == a3 VRN
HFCEBIITObN TOWDAINREEORMLH D, FFlZ, M ay b oarker b, 2liern
Tl NOTTa—F RS D B O 2 RET D2 NENMER SN D, Tz,
TED. NTC 2 bid 7wy =2 MEBORHIGEHRZ LA L TIE LV, F#IZ GES-ICT TITHhh T
DT — A R=ARFIZONTL, BBRE~ORANA 0 Th D) Lo X MBEEE T,
Iy FF—ANTY, GO G PECHEIC BT 2 LB OB A RET 2 LER D D, FF
MZOEEOH A . F— A T—Hlca &7 N ORFOESTEROIAE 21T 5 O LW EIES
00, SHIZTTDO X REFIOT TCORM Al a=r—va VHEERFNTOLERD D,
Flo, TPzl FF—LLICAKE - FHEFHOAI 2= —va MK THY, EERE
PAED 2 BIEE I TWDY, L, BEOAFICHDER - HIEREZSER & 0 R o7
W OEZETHLZEHHY, a2l FOARAT—T 5NN BEEDERIZHOWT, BEREHE
DOIEBEN AR+ ThoTo Z EbfafisiL b,

27 2014411 A 24 H2 5 26 H, KUV2015 44 A 24 HA 5 27 BIZHMIT T 2 mIEf S 7z,



5—4 F—F—>v7

[#55%] GES-TEDINIU 72 5 NI NTC, #HEA L bidA—F—v v 7% boTr vy =7 M FEli
LTWb, Lo, HEA L NTCIZOWTIE, BSOESGWIEACEY ., TRESSCAERERFO
Bz 7y NFEETITOI 525700 e, Mt —F—y vy 7omERkdoind,

5—4—1 GES

GES @ TED, HRMD, ICT L Wo 2% - ABIX, mW0WA—F—v vy 7% bo TRy x
7 MZBHE LTS, LoL, TED IZABKHZA 45T Lichnx, 4%, USAID-Learning
Tavxy NTHES I~T T NEE G LT HIHEIRB DS AR AN T S D ISV, 2T L7
5D EbEERENDE, WU —R=NORED Y A I IOV TIE, TED @ INSET =2—7
4 F—HZ—D 2016 £ 8 AEFZEX, AKIE, bo L RIUATH LW A A= EE S, BIED
o4 & L BT EEDRRINDIERETE ST,

WHESEAE Y A b ((MBEE2) bbb By, WHEREE A% TED @ IGF A0, B - KL
VDO TR, SMEAMTET 570 &0 —FAHOFAIZSF 5585 N7 ST\ 5D, ZiudA
—F =y T ORNTHL, ., BERD LBV HEENODOTREREAAN /R, Y=y MNEH)
BrRT DI EDEHELVRILTH S,

5—4—2 NTC
NTC (X, V¥l kXTI AL MNIEBH L, Va7 MEINHT B MERINT
WA, BEFME ALY Ry Z7BR2 ToT O FL—F— 8 DTS, LarL. NTC ORseiibIx
ZOEEICHY , HEkE LToOSMETE L RV,

5—4—3 #FHH

BEAITIE, A%I1T PTPDM BUR - HilEREEE & 2 ERHOHEE 2 HFE T 2325 & LT, L0 1K
7RG RO B D, KT, BIRIER (BEMEE) ~Oxtinse, 2IE B F R E O & 4
i (BLFPREE) 218552 hROLND,

28 USAID-Learning 7’0 =27 MITFHMEE 71 5 5 LT, reading BN L2 BRI E T 5, A803, R (KG) ~/NF4s 3 48,
42[E 216 BRH 165 AR, %5 51,000 A (71,000 ANIZHIINFE) . HHEIE 2 BePEI24317 THEM L, 2016 4% 8 A ~9 HIZ ToT. 2017 41
H~6 HIZWHE, 2017 4F 7 A ~8 AIZ ToT, 2017 4 9 A LWHESEMZ T/E L T\ 5, AMESME L, K&, ##EFE(T (Curriculum
Leader), KG X OWWINFROFEDOHFK T4 T6 HiE, (Leamning 7mr Y =7 L7V 7)



FOE FHE5SHEBEIC X S FHMEAEFR

6—1 ZHuE
Ty MI, BBREDEAM, =—X, Tuvzl b7 a—Fo@S TN THD, o
V7 bOZYBMICH B L .2 5 X ) RBERIIHER SR,

6—1—1 BOREOEAM
Tz MI, UTFTOLBY H—FOBIREEALTND,
HEE L, #EYE (Education Act 778 (2008)) 125, B « FHEMMEICE S HBDOF v

UT BB D ST~ TR EHREOEE R L - & (PTPDM) BUK) ] #KE L7z, BE
DEMERRRFR O EHRT 5D TR, BEOFX ¥ U TS CToMBEITA R L.
FHUC L - Tl NFEBAITH) ZENHE L STV D,

Ei1EZ (Education Bill) (2015) 1%. Education Act 778 (2008) ZHilE ST WD U EEHH

DIERIPERA A % SUE - BT 2 B CIERR SN 7= D TH 5D, PTPDM BURK LA LIZNAET
bV EROBKT DL Z AW P EBEITBRIE O ML OMRE T, BEICES IR A
TEEBZFH->TNDHEZATHDHE,
B IS EFE (Education Strategic Plan : ESP) 2010-2020 (23 T, PTPDM BTV 7 & 7 %
—DBER L L TEDIT Hiv, B ENHE 218 U 7= B8 O/ i) 72 MR RE B O EE
PERIRDILT WD, BE [Fii e/ BA% B AL (Sustainable Development Goals : SDG) | (2%}
IS LT BB B (2016~2030 4E) O FT 7 MEREbIMEE->THE Y., PTPDM B b &£
% WiARTEH 5%,

vzl M, BAOHBEMBORE LA L TWD, & —F3mE ERIE 5 (2012
FA4H) TE 4 20FEASEFEOSH 100 Rl - BIEBHEE] T, BHEIZOWTCIBEREAT
e LU P EBRREOUE (PRER, BEITBOEESE, BE ORI L) I
BT LHIREATH LoD, RFEHEIT, HETBEEE UE L O NZHE ORItz B84 2 3858 T
H 5,

6—1—2 =—XLDEAHM

Iuv=r MILHBE. 2L EE BRREZEDO TN TO=—XIZAILTWD, -T2k
W, HEOE O LR SN RERFRE L o> T D, Bl 21, 2014 40 West African Senior
School Certificate Examination DfE R4 5 & FHIETFOEHAE 1L 48% & FHIT b=/ (1
= (T1%) . 338 (64%)). #EDOEW i), HEBBRKE OHIIHE Z D HEOEE N I
&V HIGT ML DR & B F 2 T BEITBOE S YEEP LI L SN TN D, 20 K ) RPN T,
HEIT & > TUTRES - BRI RS BB DX v U 7T 2 18 U 7=kt rse D bic=— A H v |
ZEL S ARITTEORVEETEZT D= AN D, T, BURKREHRIZ L > TUIHEB DA A —
CERLEIETEVWENW)I =—ANHY, KTu Yzl MNIERENO=—XITALI=XETH S,

29 2016 fF 12 HICKIBEBEE 2 EZX TV D T DIERBENHE L AL H 2 kY X M7 L bBRT 5 Z L h, K%
LR DAREMENRD D),
30 RIZ7 MIFEAKRIN TR,



6—1—3 7 7u—FouEyHt

ATz hOT7T7a—FiX, LFOXLIICERIND,
(RFHEIL, T—TIZBWTHIFEHAE DX v U TR0 DR 2172 Z LI X
0. XA my MEBIZEIT 2 BEERINHE T - IRES) OZNnA vy 7 47 LTHED
RIS ND Z &I, boTHEOEERN LKL Z LIcFHEFT D]
AT T DBURBAEMME 7 2 = 7 NORETEN L, BUROEM &l E{bx BB T %)

FRROERICHOLL, A=/ b7 Fu—F L@ chd, TOEBIILLTOLEEY,
PTPDM BUED 1 D HIIL, THAEDOFE RO EICHET HNI0H LT —/ K7 T A
DHEEEREBHIE L, DA X B — KR OWE L 72 D ffE & EIZ 230> D Hefi 2 & HE k3
HZE] EHD, TOHMICHIEL, 7rY s bTIE, TRENCES S G & ik % aTaEIC
TOHXXY U THEMA D=L 2@ UEMIRE L COHE OMGENIRE /7 B R Tl EEZL D 72
DI STz,

Xy UTHBEOTTEH, BICHHED U 25 5 - ZMOBRELHEEE L EEICKE o

BT —ICESEHB LI L bl THD, BMORY OB Tl EAT 0 7T A

ERRBRT D 2 L, MEEEFIRE IBARICIIEE CTH D, EREIL., FRGEEOE L LT

VERRENEHZDZEPRROOND D THD, 2L, FEHE, REEEELUNLE

B, Fx U THER A S = X AEIROFHERB R 05 FEBEHIZ OV CIIXHEICER S LD

WENH D,

NA ey MEBIE, Ofts - IR ZARME @i, #5, ROEREE & IFEREDNT 2

(ZELRE) . @731 vy hOFEEATEENE (BT 7 = — X% SBI EfiK A BV, MG 21T

STNWD, BBEEFBTENA T = — AN Db TWRNRE) OBENLRE I,

NA |y bl U CRERRIC)R I HIERFTZITI L WO BLRTHEY Th 52, FRRFZN

A8y MEBIOLSLT S EWHIBERAS>TNILZ LICHETAIXNELH D, 2FH 216 D

WlIHk 2 TH D720, ~A vy FORRZ ST HEF. EFEo & 9 25 E S S REHI

BE&, REEMFEARET DLEND D,

IuY=r ME, BET MO SHE L EE LERDIREZEHOTND, il LTRSS

o,
BERU =7 a v I, BE R =70 Y =7 RO TE RS HE-CERILE &
fT> T3 (UNICEF, DfID %#®» T-TEL 712 ¥ =7 I, USAID X4Z® Learning 7 &
Tx T hE),

- A 1 v MERT GPEG <° UNICEF %4212 X » PTPDM OHFHE N Fi S vz,

- TTEL m¥=Z FTIE, HEBRKFOBEBMEOARZ X — RRDPa B F7 v
—ZUFTL TR, A7 v =7 FTREL TV AHBEERIT DAY 4 — R &L
P RO X ) W EERLEA 217> T\ D,

- MG E RO JICA [ERIEEMEE (GES A E /ICEE) & biFRItaE 217> T
Do A 1y MENCER TEDFHEMINGIIKE & 05 % OEE WIS,

TnYxs MI, FITOBBKENME S0 Y =7 R &@LU CGEA STz SBI/CBI/DBI (273>

31 [BUBHEVHEE EEHEE )Mk n =7 ] (2009-2013)



LREBR. VAT L AM BMEDY Y =R EHRE), HERMITEHM LTV 5,

6—2 HAMHE
TuYxl bOFMEZ, PV E 2 —fETREINTZRE (G TEE) [T M LI
rovEEs,

6—2—1 7Yz b BEEOERTLIAM

TuYxrs FAEOERIL, eVl FOFEFHTHERO LB P L E 2 —ThRIE I
AT OFEE DRI E T 5.

@ PTPDM BURHEAA T A BT A > D, 2016/17 D34 1 v MEBRTIICBEREICL 268 (%

H1~3)

@  HRR 1~3 ORI N, 1y b OFEM, YT =4 U > 7 &l U TR E RIS REE
A 1y MEE)O Plan-Do-See-lmprove ¥ 7 L DHESL (B 4)
L~V TONHER HAM O FEITATRE/R A 71 = X ADOFFE
GES/NIU & NTC OE =% U > 7 PR AL EOfiF R

Tavzs NOBIEE R a—T EHHEICHE L2 PDM & PO IZekET L. BIfRE M <34 (PDM
& PO DUGETRITAEEE 1 © ANNEX 16 & 17 &)

© 6

6—2—2 FuaYxV FOMHHRER

IaT el NOTHA L R 1~3 T, £ E1 PTPDM BUR FERE O MR, 7 — & _— A
WHEZ B0 L iR 4 TOA 1y MEBIZE U TR 1~ 3 2 2EEMATRER b DICKKIILT 5
EWVWIHIEZHRIZ YL THS, LrL, a7 bR L NSRRI —EAEY) -
Rt Thb, Fi-. BEOBAMZRERICOWT, PDM OAESICHABND L OICT 52 L
NEE LW, BFICERE 1 1oV Tk, BIz7L—2 2o LTCEMRIbTA0ERNDH S, LLEICK
V. BATPDMITEET D Z ENLEFE L,

Flo, RERERIZZTE 27 FORa—TA LB L TWDHR, FRHIEEZITO) LI TEH
V. POIZHHAMIRE i SN TV D, EEE, 2EERZEDIZVEWVWIHBEEORERICE Y, H5y
e 2ERB LGS TRBY, Yey=7 MEBIEIITL TITbR CE - EEE K E X, 4% L
D& DRI EE EORET ) RERD D00, BEELEOHERT D UEND D,

Fio, A7m Y=/ T, SBICBIDBI BRHEDRENHLIZAZ TH D Z ERRHETH D, £
DD, TOEMMOHFEDOHRIRLTZOENEE THDHZ LICHLEETILNEND 5,

6—2—3 mrTxr HEEEROMRERERK L HEFER

(1) fRER
N B OFHIH SO OB CREEA B LI Z ik, ey =r O EED
TV, PSC OHflEEIZHI L 7= BUEFHMIZEIRA TH U | R DO ZE G Ok 70 SE 1
KT D9 XA THHENRBIRTH D,

(2) FHFEZHRA
T U A7 ERL, =T ROMBARILTH 5, T, BUFOFREAM I IZIRE ST



EEIOBIEZ W TEY, 7ryxy FEEOERAZRE LRy, H—713 2015 025 3
JHEOFHE T IMF @ 10 {8 RV OE w3 4% 25T 2 R B Z BT D720, Yo i
SRR S AL D Z EDREESIND, F7o, 2016 F 12 AICKHEIEEN FEINL TN D
7o, F ORI TITBEREBE N D ATREMEDN & 5

6—3 ZhEH
TR Y PORREERT 52 LICKVFEELEmOT, 5, YPEHEOFTE LIS,
RA 7y N ORREHHE 7 < LT 2014/15 FITHA 7234 vy MEBIG LI2Z 0, TEARIIZE
MAERHE LT,

6 —3—1 REOERELBEADHNEH

HARMOBADE, B, A I TIZOWVWTERBURREI Tho72n, iEL H 5, YYEHE O
AT LIS L D EMFEOBAEEMNT 272 8 LTS LIz, Ll ZVART—LD3A 1y hORH
BEIE 2016/17 AEEEND L 72 0 | R O EAMUT SAIFHENIC AN TER TV D, /S vy MEE L TO
FHEDEEZ L0 | B OFE N7 1 ¥ = 7 NG D FRED NS T led, I Z—s3— |
L DEHOERSCHRBNC bR S o7, £/2, BOR - HIEME RO 7o =7 v ThhHZ &
DB, 72D R UIRFRFE NN D Z EBREFE LS, HMFEOBAR EREOHES L.
BfRE & O A NEU R E CE RN R M N —D 7 ey NOSFIIBIMTE 72
WZeEbboi,

H—FRFEANZONTIE, BT H— "= ORE, TERELIZEIILTWDER, BBk LB
V. FRCTRAROMBENRKRREOERIC L EL 5 X T,

6—3—2 REERDZODIHFEOEA L

1T PDM ORE 11X, ZOFPHANIAFH TH D720, L0 BRI ERER AL E L, kA

(A RT7A ) REZHPDIEIMG, PR T 208 D5, B2 T, %ﬁﬁﬂﬁﬁ%@?—

B AR— 2N D N7 EOFLEN A+ Th D, B 3 OIEENTIZIEZY TH 523, Bk

%4®N4nyFﬁ%iﬁ_A4uyb@W@%E%ML.%@%Eﬁ%%%ﬁbf?ﬁzgﬁ
. BUTPDM OIEENL, 7BV =V FOAa—TZWEIC LT 2T, EEORNEZHETEZ S
INCHETTHZENLEFE LV, 72, AR PO bGEI SNDZMENH D,

6 —3—3 MFEMIEELEZDHER

(1) fREER
FATRIED INSET IZ b7y b (MM, HIE, Ry NU—7 | B#%) 2 AIEH
L., 7uv=7 NOREEZED-,

(2) BHFEZEKX
PTPDM BURIZD D31 1y hOREREH 72 LT, "M vy b 1 AFEMATE L L THEE
L72Z &R0, PTPDM BURIZH )15 % v U 7 HEBA, 3, FiE, 7 —F X=X HDUEl & &5
RONCARA By NCTRIETREEADOKEELZOE=X Y VT HB U7 4 — RNy 7 LW



I A 1y MEBIO PDSI YA Z VIR ER L TN bid, 2hRMIcw B e 5 27,

ISEND O RRAOINBEFT, T —FEIFIZLY, 7uv=2 b /PTPDM BURKD7-HIZ44
TR EANENRREEIND ] THD, AV =2 M, V—FTHOAL =TT 471285
PTPDM B D BB L2 HETHLEVWIEZDOL ETFHFA L ENTWAEYD, A7 arJ AL
VERTREOAMPHESRNE | RROERZAETIERICRLZENEZLND T
D, RESNTZHDOTHD, TERIZOWTIE, A 1y MEBIMITICEEEANR IR THZ LI
725 TV HE FEHi#: FH K ONNIU 2 o N—D iR e 5 TR B0 IR S TIEE D B ALz,
ABIZOWTH, TED T 1HRD 6 ARHINDIREE X 44 L0, f3AME o7z b
IATHDH, NTCIE, Yuv =7 MG TEL20I3FEE24THY , MilkE L TELHAE
TWD EIEFWVE, WL s RICERICEE LY 5 2 T2,

6—4 AU

EALEREOERIL, RV 7 N AEOER ETHEERMERIRE T D, £z, DtEbOERIZHE
VR SNV BRI OAEENIER LW K 9 b RS b3, i, FE A vy FERTH GPEG &
UNICEF &&1Z & WIEEhASBHAA S 72 2 & X0, BEA I L 2 2EEHGHERE O S 1354 Shi
T EIHMREEERTH D,

6 —4—1 B EEOER LA

FALEEEOZRICIE, TRV PEENERINDLERH D | A 7y MNEBOMRFED
FEHL. PTPDM BURMNEFEEFIEE - Y RO LN T ENAHEE D, o, v U TN
FiAT SN D7D ToT ZFE M 20850 . 22F 216 AiH, 7%V @ 132 ERZ-DOWTIL ToT ¥
BHER O FAE LS TWOR W, BERERIMETHE TR OBE S /N1 1 > bl U T Mir X H
HThO, Z#HAHOECTHL REEMTRERZRHEZMET DLERH D, o, REE TR
PTPDM BUREHRFZ D45 2 VR —F 2 b OFAT « BEEDS AR+ 72 B, 31 ay MO
WHMENBIIE SN TWDEN, 5%, BILENTHA T4 VORNBRITISE L CTRELMETH D, £
7oy INE TREMMEEIT-> CEHAD 1 o1k, THRKESHHEZE 3 L) 7238 A G %2
TZ25E91275) THDH, EMEETH, ZORICOVWTOMELRATT2MENH D,

6—4—2 PDMODuYy 7 LAEREAhD R

PDM o ¥y 7 \[ZREIZ /W, 7 a Y =7 b BEOREIL B B #2512 iR
+ThHD, FLEEREROTZDIZIE, T Yy METRFE T, HBEAIC L 2E R E A
RESNTVWAMLERD D,

SRRSO TR PR EZHEMRT 51 2O TIE, BERo LB R TR, #HEOHAMITNZ
— RSB IC X DHHER AR L H - 7208, FHE D FEHi BN =, AR P EMELR O 720 OZH 7 i~
DR TRBGESE S, B ATHFOMRTE TWARY, b9 1 ODABEIETH D T —T B
HHLWHE O FH#ERREZ T T, MEERRERET 2] 12OV T, PTPDM BSRO X v U 7R
BEIZKIIS LT AR GASRAG D E L e < VBT GRREM D Z & Lo oo DB, 7272 L,
EEMBIRNT LITHOWTEBIRE IR AP LETH 2,



6 —4—3 EfHEEROMEEER

= RFEETCORERRNPHES NS TREIENEWVIRESE LT, LFRHIT o5,
HEFHl AN 7 v 7 BNEEH (MoE) /GES 12X Y 2015/16 4EFE L v BRI FHBIfG ST
WwWnHZ kb
A my RT3 ER (GPEG &4). 6 8 (UNICEF &4) THHENBRMGENT=Z &
HEBIC XL REBERGFEREOHLENTRA v a2 &
BE « MBEFBITENSNT 2EREESECHEBIE A2 L, @EIEBOMESZFIH LT
PTPDM BURDJE M ZIT > TW\WH Z &
%VB\?Vﬁ\%%%%ﬁﬁx%47miéPWDM&%@K%&@%ﬁofwé*k
BELATIE, 7oy =l FORRTHLIA KT U728 %, HEILE o@mEkic, E5H
H (L) IZ&05TETHY, Zhicky, 2EERORERYFG T L
AIHHEIZ L0 | BRCEBRE & GES#HRED TP = 7 MR+ 2HMNEE Y L M
ool Z &
TED D NBHENRES L, 3ENTHRA v a2 &

6—4—4 WEERHE

(1) IEDA 237 b
EDA LT N LT, X HADNEEEDLOREHDOZANNH T oD, [FREH
%, HEEORSCHEB BB T )DL O W TRET —F OFFIN L, BEBOREES
BB RO 352 L2 HME LT, 2016 4F 3 HIZRA L7232,
F72, 2016 £ 4 HOT 7 U ABEERBEHRANSAIC, V—F0»bd TED BEZIILH T 1
T MERENHNE LS, ASGITHEERBEL THET 20 THLN, Frny=s b
DODHBIZHONWTHERT ML B ERIEAER RSN,

(2) ADA X7 bk

ADA X7 NI, BFES TR IR, A7 a Y/ MERRFICEEREE & O
%k@ﬂ%@%%@bfwt#\ﬁ%%ﬁa_ﬁﬁéﬁmﬁ_owf%PWDM&%@ﬁ@ﬁ
A RIA4 NTEENT,

Fo. AL ERT 5 & PTPDM BUR O FEHER R IZ I W TiX, #4200 INSET ~D SN 5
DOV L5700, BESCEORY - MBOREIC L > THER., BBFICAAERAT
HZEBELELEDBELH -T2, ZORIZOWTIASHE S 1y b EiE U CEYNISHREA
72Ei., PTPDM Bk, A RIA4 v, KN R v 7% 7T ay 7 bR g o B
T, TOREPEVIAENTHDLERD S,

6—5 ik
Bk, GES/TED OHAmEIZOWTIEEWERRMEN RIAEN D, 772 L, MG oML R L

32 HURENE, ~ X HAUNBEE 44, ICA < X T ZANELIT 2 £ DRSNS, 20164E3 A 6 H~3 [ 12 Az, #HEBE®
kBEHE (Teacher Competence Framework) OHUIR &8, FriehlkaEa R (Continues Professional Development) (INSET & Jikngil
B EEHE LWHEIC K D EERAE) . BERHN & AFBHIEE R I OWTIHRE AT o T,

33 2016 4F3 A 15 H~3 A 17 AIZ/ =7 THifi,



HgL /B HLE LU T2 D GES D& N BHIR M T 1258 O EA~DORGR 25 U T
BLMLENRSH D, £7-. PTPDM BORKDOEH Z FEHFT XX HEFH O EROEI G NTC OFGREE S 72
OO 2 E R LB 7 TR E SR,

6—5—1 BOK - HlEi

ZEMEOH TR O & B0 | PTPDM BURBHBEAIC L > THBR BELEOEWEBIRCH 5 AlHE
HiEE, 72, 7V =2 FORETHLINA KT N RT v o Th—~<v MEZOW
TIE, HEERZEBZRIESHI (L) & L TOERT 258 Th o780, #ilEm CTORMMERIED
M T 5,

fth 5. HBEIEROWEE - {ifT & MELIC L 5 PTPDM BE F20i~D 28 X IEA MRS RIAE
Bo 1IE (AU v b)) ORET BN L TRRNRAMBERICIOHD D Z L Thy A (T
AU b)) OFBL, BBTA 7T, BBEBITOTEHITIE) . MBU: 812 X 0 ZEIER OB
NHDHZETHD, ZNHEEHI, A RT7A EOEKEZ S ONC 2GR E %17 5 &
EWRH D,

6—5—2 FHfk- AMim

NTC IZHE OHEMIk L L TORMELRE L, 2ERAE DOER LA#fFr+ 2 &5 PTPDM B
RIZBT 2 EEREENCD DI, NTC OMMR(E N LETH H, HERIHE (71 72 21k)
IZ2OWTH, NTC OFEHDBHEICSNDLERNH 5,

1553 HEAL DARHEIZ LV |  GES O & TED A B DOHIE NTC ~DOWIHE S RIAE N5,
FROEEIIH ST BIGE ~BE S, BEEFEITOKEINRKRELS 2D L L bic, BEEFEETO
District Assembly ~DWRIXDF[REME S H VD . NFLTRIGEDHMANED D Z ENFHEIND,
B, BEORH, BESLMAFOERB LRI TETHDL, A7uy=7 M TIEIIHHIGTHHEL
DEATEGETHRENTRWE YEET DM, GES OfEESEE° TED ABHIKIZ X 1=k &
TR ED Y 2V ERTH B,

PTPDM BUR A DRE R &) 2 BLE TlL, HBEAOEERPIBEEP RO 5N DRI TH D,

6 —5—3 il

TED/NIU [ZOWTIEAMBE->TEY., ToT OEMITIAY.LCAfETH D, =72 L. FtEAM
DEMREBSVEND D, BILNVOHHEIZ DWW T, fT7eyes ha2@l, #BiL-~ULd kL
— =AM BREREN TS Z L LERICATREE BN D,

T —HRX—=RZONWTIE, GESICT IC L AT —F _X—2EFHLEIWICAIRETH D, Fo, F
KL~y (v 77y 7)), MLV (FRIEROER, A EH) . v~ (GEH) 122501 T
. HINMICEER b OENLEL LT RN RAFEE B D 03, FhiE Al e O MEECERE ~
OIFTZ N B EEIND,

6 —5—4 MEm

BEARE S0 MBOr O L7258, HEERH CTH D, 5% 132 B ToT EHIZOWTiX, H
WAL TR, BIEVEL S H Y | ZHEE DD O PTPDM BURIC ) HAHMEE: i 72 EIREN TR 1X
TIBEE ST FEEINTWARNWT &R0, GPEG 1% 2016 4F 8 H TR T LR EIEL TESNT



UNRUN,

F 7, BIEELTE L 72 DR RINETHEE HIZ WL, BEFEOHEESDIEH., 2 =~ A7 0HE
AR, £EMEOLEEOKRFHE L ED, B THREEMNERATRETH D L O RMETHE %
THA LT HZENETERER D, TDH 2T, MEIIFHEIEMR OO, Bix 72 TEIROB
KEEATHOMLER D DY, Tu vzl NORPETIE, BEE FESITCRMEF~O@Z 0T iXdb £
TN T IRz, 7avaZ MEETRINOZE U THRESSXENEENS, 724K
T ODIRIZONT S, GlER S EEEDO WM ZRETT 5 Z LA HIfF S D,

FWERE T, REOEBTx v U 7R A 1 = XA MAT - ikt SN 572 OBl a A |k
HAS2=y ha X NERELGLAZMERDH D, £0 5 2T, MEm b 5 D 7 A E B I 51 235K
EINDVNENRD D,

34 BIZIX, 2015/16 FFEEED /A 1y N THLAZ L 1T, BBUF > 5 O34ES° Capitation Grant F PR TR EHZED 1 O TH 5,
USAID-Learning THE., #HFELIE (CL). HEEZXGIC, 2F 165 A CHHEEM O FENH H = L5, PTPDM BUREMOMES
LLTHEOWREN L H 5, £-, RIRVELFEHLHREITE 5,



7—1
7 —

7—2

FTE EW - HEER

MREBICEMLE-ER

1—1 FrEiciEsTs2E

FATT 0T =7 FOSREZEE 2 TBUR « HIEMHEICHATZZ LT, ZEOX ¥ U 7 A
1 =X LOBAFE & D 8 LW SR iEIk A B L7z,

1—2 FHEFetvxcflTs e

PSC 74—~ v N&IEH LIZHEF M~ K7 > 7 OFERRIX, A% B O R g o 9]
DM CHELZB LI TTa Y= hOAEE DT,

FTATRIFOT 'y b (BB, AM, $lE, x>y NU—27 BEME) 2H5HNIEM L2 LT,
Iavxl FORFEEE ‘DI,

2016 - 8 H CTHIEM ¥ 5D GPEG E&DIEHIZ LV | WHETEEIZ M35 Z LN TE 7,
AFHHHE X, BEEFBERELXIILO LT L5BMEORIMIIL, oI rY =7 FOM
fift & ZHRARHE D T H AT,

FEARUVEEZEELEFLIER

2—1 FrEicE+s2L

TuY =y b HEN FRRHMEE & HSCPDM & TR - Tz 2 &0, BiAT PDM O,
FEEE, WEENZOW T AEY] - A5y - ARG S —Hb o2 &1k, 7rd=7 O
A a—7R BHE T RS H ) 5 BRE O 3@ B 2 15T - "TRe D 8 % o

B - IR AT ) 2O TED O~ F— FE A2 TVWAH Z &0, NTC Offfk e L
TOMEN TS TRV ERENL, TuY s b F—2IZ & HMEIRHERT & O ELE N
%<, IV EBE 272, -, HEAIC PTPDM a—F 4 13— ¥ —S5@yla v o4
—R— FOEENRNZ LN, Ty N OMIERIEEER-SCEHEIC b A MIEL T
W5,

2—2 FEiiTokwAIETHZL

VHEIHZ RO ToNf ey b LML L2 Licky, #EnEbnwfh Tt/ f oy b
ERRBESH 5T, SAry FEWATUCHIEMEZERT L NI ATV a— LICER
DGV RILE oo TofER, My MEBIR —HIZR> THSNTLE -, £
7o, HIEREEICOREMN I ND e bl ey MEEERICRELZ H 272,
(XA ay "B TMEEDXIITKRIET D00 Lol iz >\, vy M
FREOMICILHDOMEREN R INTE LT, /XA 72y b PDSI B 7 A0 EE LT
ZEICEY, NMuy MEBULEER A THY, Ao, ZhERMEE2HE L,
HHOTHERAEND, My MEBIOBNRLE=X U VT ORERE, BEROERIC R
hHz7,

A 1 ClE PTPDM BURIC A5 2 L B — % o N IR DI EERR 2 7 S —F 2 MR BH 1 |
FIFFIZ, 20 ZBRE & OARBIEKEZ I R D TN 7o, BHAEE L Tzl
FOEERRZE LT,



8—1 #

K7vT =7 NI, BEIOx v U 7REBS, FEAM. A, BEERINHE (WUEE T, BREBEMHE M)
72, PTPDM sk D FEE 2R L. T BICHESE TR T A RF 4 ) 2 [HE
N RT w7 | B L CE T, BEERIHEL 5 B CRlAT S 41, AFHMEDSERD AT X 2 Fhi<e, iF
EREOAC,/BBUF (DA) /FARAMIC L DN IR 2 & 2Rt e DIIRE R TH D,

L L., BUEE TOEFERNRIL PTPDM Ji R EHIROMIK DO —IZIR B, a0 87 v —Ftilic i
SLHBEOFMCHED EEDOEH, £72 GHEEAICIX PDM ORI CIEH 508 ToRRE LT
DB REOREBUIRMGR TH L. AT 0P =7 MI A 1y b Z@ U CeEwE ISz 5 5o B
HAEANETHD, HIZERIIIREROFEIRAZ UL L 2R EHRGEL TV 2 ERRAIRTH D,

R/D H#EAERFIZIZ, 2015/2016 “F4FEE J 8 2016/2017 “FAEE 234 1y MEBIZ 2 [Aiisd 5 2 & & T
TE LTV, H—THEE OB IV BAAE 1AFF1E S v, 2014/2015 4% KUY 2015/2016
SAEREIZ 2T D Dk bl oTn, MR, T —FHEEIT 2017 FELE, H— T AR TEERER A
Blth4 52 L2 TEL TS, KAKOFTETHIUTSHO TR L E 2 —FERRFC T3 v v MEB)
KTLTWAIETTHLIN. AROLE2—IZBWT3EAE O/ vy MNEBZ Ei+ 5 LEMENR
NI, TOHEBE LE, SETHAE T + — 20T —F _NR—A T AT AORIT &R
FEREOIFE N DD Z L, A vy NORMGER AR+ THDHZ &, eV —FORFEMIC L 2EE
BOBHBNEL o TN ERH D, S, D7 & 20162017 FAEEIZB N THE=F Y
T @iz Aoy MEBNEE T ILERD L HICONT, I—FTHELALEEL WD,
Wk, PR %E U, PDM, PO OEHZE, /A 7 v MEBIOJHERFE OFREPMT S =0

T, INEREFITHRM LT,

8—2 & &

(1) WHEZHhE L7 PTPDM fisR D Ehirlrgtt, = O2hR (BURIREMR IR K ORI & fRRE
THOORERMEBRL, XMy MEBNIBWTEDOMRGELZ A S, PTPDM BUR M
SBI/CBI/DBI OEESCHB ORE M EIZFHE N2 &, OWTIAEEOF OO U/ FHE M EOUGE
ICEBNT 2 Z &N, B0V MADRNTHIESND Z ENEE L,

(2) BEERDRALT DI L2 RIEA T, ROBUENH /A vy MEEZ FA8K - 57 2,
1) 2018 4ELIKE, EF#EBEF#PT (District Education Office : DEOQ) MWHFEMICIRAETE 2HHEDH
FESLCNBE~D/RIB G B D )
2) NTA® (BED NTC) Ofhe & G350
3) RHXfHGHTHYHDOL, ENPHFTE D0
4) EEREBICHT T vy MEBNZE T 2RSS E R ERDINETE 50

(3) /A =y FORRICESE | BEESRGATH 2 ETE 5 5 5. BRIIC PTPDM B
HHAASCER N KT w2 R IET 5, £72. LD/ By MEBIR SO SR HFEIC N2,

35 NTC (I National Teacher Authority (NTA) (C4FRAEE T 1E,



DI EBUTOEIBRNENSL b HA RT A Otk %z ST 5,
5 DHALIZ I D BB LR L OBV EA R T HZ &
A RTGA RN RT w7 ODFEHFIZE S THERDND TN &
VA DTER) & BRO FALIZ I T PTPDM D it 5K 0 BH 23 AT HE 72 TG Bh & Bt L2 el LR 3 2 &
TRTOHEB T 7 OUENHEIZ DN T, HHEDO B2 Z D BEF L & bR L, BN AT A
RIA RN RT w7 BB L OO RRIWHEZHEGI CTEH L2 RTHI L
BB EMEDWHE ~DSIIBIED TN - AE TR SN2 51T, U TOHEBICEETLHZ &
TEHRTEMaA MBI DZ &
BRI L D HER B A AR LT 52 &
WHES NG Pk 2 AT 2551008, FROMEBUFIC L 2RE LT L, ZEH
X D2EMEIREZEOFELE LTIRRTH I &,

- BRI kféPWDMm%ﬁﬁ%&ﬁﬁmgii%%wﬁé &

- S ey MIBWTREERN Y &l S nzga. 50 o Ra 72 2 EEREA
RERTZE

(4) HI7 3 HALIZBE LER L~ LZ BT 28 LWEBBRAO HIEICHEETH L 9. A RTA4 o
v RT w7 BERT D,

(5) 7uv=7 MIBIBRHEE 250 E L TWDHH, PTPDM it 3R IZ 13805 28 S O B2 AEI 2 B %2
ENDIVENDH D Z L ETRT,

6) V=7 METET/ & TH%EZ P /3= 25 PTPDM Jiti R BB FHE 2 5K E L, 2018 FE D D4
T CHE 5, BEEORRNLE T, PTPDM i KIZARDO HEIEIZFEIA 54, GES-TED 1%
RROMERER 2 388 - IS T 635 Th D, ZHERIIC, REHEICITDREBUTEED D
ZERHEREIND

(TrY=7 METET)
PTPDM BEURIZHI1T % NTC O&E|I DL
GES I2351F % PTPDM BURE(-H D4
NGB == E~DFEEBERA Y 2 —)b
GES-TED |2 L 5 /31 1 v MEB)OHERE B
RA By BRBHIELSA~D T A BT A OFiAf
PHERHMEi N KT v 7 - AT +— O
GES. DEO IZ L& % PTPDM fifi PR 2k
2[E D DEO £~ JE%n

(Fuyxl METH)
Tuvxl METHR3I~5FEEHiRE T 5 R



B & B

SV Ea—E I =Y (BRVE 2 —fEREELET)
. WHESHEZR (2016 458 A 1 H BHR)

o vy MBI LIZD D2 BEEN LD L X —

. BUATHA K74 > (PTPDM Policy Framework Guideline) %%
ey MREEEEB R

. WHEBREDTIE - BAABORSR






PRILEL—HEI= Y BRLEL—REREEEEL)

MINUTES OF MEETING
BETWEEN
JAPANESE MID-TERM REVIEW TEAM
AND
THE GOVERNMENT OF THE REPUBLIC OF GHANA REPRESENTED BY MoE/GES
~ ON
JAPANESE TECHNICAL COOPERATION
FOR
PROJECT FOR SUPPORTING INSTITUTIONALIZATION OF THE PRE-TERTIARY
TEACHER PROFESSIONAL DEVELOPMENT AND MANAGEMENT POLICY

The Mid-term Review Team (hereinafter referred to as “the Team™), organized by Japan International
Cooperation Agency (hereinafier referred to as “JICA™) and headed by Mr. Shinichiro TANAKA,
visited the Republic of Ghana (hereinafter referred to as “Ghana”) from 4™ to 22™ July 2016 in order
to conduct the Mid-term review of the Project for Supporting Institutionalization of the Pre-Tertiary
Teacher Professional Development and Management Policy (hereinafter referred to as “the Project™).

During its stay in Ghana, the Team exchanged views on the progress of the Project with the Ghanaian
authorities (hereinafter referred to as “the Ghanaian side”) through a series of discussions. .

As a result of the discussions, both the Ghanaian side and the Japanese side agreed upon the matters
referred in the document attached hereto.

Accra, 21% July 2016

e

M. Eg6ch H. Cobbinah Mr. Shinichifo Tanaka

Chief Director Leader

Ministry of Education Japanese Mid-term Review Team

The Republic of Ghana Japan International Cooperation Agency
Japan
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1, INTRODUCTION (OUTLINE OF THE MID-TERM REVIEW)
1-1 BACKGROUND AND PURPOSE OF THE REVIEW

The review is to assess the progress of project activities and its achievements afier two years and three
months since its commencement in April 2014. The Project is scheduled to end in March 2018,

The objectives of the Mid-term Review are:

(1) To review the implementation of activities under the Project according to the Project Design Matrix
(PDM) {(Amnex 1) and the Plan of Operation (PO) (Annex 2);

(2} To gain common understanding on the progress of the activities and issues related to the project
mmplementation among members of Ghanaian and Japanese parties; and

(3) To ensure common vision for achieving targets of the Project among Ghanaian and Japanese parties.

1-2 SCHEDULE

The Mid-term Review was conducted from 4th to 22nd July 2016. See Annex 3.

1-3 MEMBERS INVOLVED IN THE REVIEW

Ghanaian party:
Ministry of Education (MoE)
+  Enoch H. Cobbinah, Chief Direcior

Ghana Education Service (GES)
»  Jacob A. Maabobr-Kor, Director General

Teacher Education Division (TED)

*  Evelyn Owusu Oduro, Director, TED

¢ Gershon K. Dorfe, National INSET Coordinator, TED
¢ Gideon Ahoholu, NIU member, TED

¢  Francesca Haizel, NIU member, TED

s Grace Agyeman Duah, NTU member, TED

¢ Francis Addai, NIU member, TED

*  Lawrence Sarpong, NIU member, TED

*  Hazel Konadu- Sarpong, NIU member, TED

National Teaching Council (NTC)
¢ Augustine Tawiah, Executive Secretary
+  Emmanuel T. Aboagye, Deputy Executive Secretary

Japanese partv:

Mid-term Review Mission Members

s Shinichiro Tanaka, Team Leader, Senior Advisor (Education), JICA

+  Shiori Tokugawa, Team Member (Cooperation Planning), Deputy Director, Basic Education Division
11, Basic Education Group, Human Development Department, JICA

*  Yuko Ogino, Team Member (Evaluation Analysis), Senior Consultant, Koei Research Institute
International Corporation

Vi
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JICA Ghana Office

*  Koji Makino, Resident Representative

»  Yuko Ishizawa, Deputy Resident Representative
¢ Taro Kakehashi, Representative

PTPDM Project

*  Kenichi Tanaka, Team Leader/Human Resource Management 1

*  Kenji Ohara,

Deputy Team leader/Human Resource Management 11

*  Kenichi Jibutsu, Planning/Implementation of Training
*  Kyoko Yoshikawa, Project Coordinator/Local Government
s  Paul Buatsi, Senior Education Consultant

1-4 METHODOLOGIES

The MTR team reviewed documents related to the Project and interviewed the persons concerned with the

Project.

The review is designed to verify the following aspects of the Project based on the PDM and Plan of

Operations (PO}

1) Achievements of the Project based on the PDM indicators
2} Implementation Process
3) The Five Evaluation Criteria of DAC (Development Assistance Committee), Organization for Economic

Co-operation and Development (OECD)

Definitions of the Five Criteria as follow.

Relevance

Relevance of the Project is reviewed in terms of the validity of the Project purpose and
the Overall goal in connection with the development policy of the Government of Ghana,
aid policy of the Government of Japan, needs of beneficiaries, and by logical consistency
of the Project plan,

Effectiveness

Effectiveness of the Project is assessed by evaluating the extent to which the Project had
achieved its purpose and outputs.

Efficiency

Efficiency of the Project is analyzed to what extent the outputs are yielded in terms of
quality, quantity, and timing of the inputs.

Impact

Impact of the Project is assessed on the basis of both positive and negative influences
caused by the Project.

Sustainability

Sustainability of the Project is assessed in terms of policy, institutional, financial and

technical aspects by examining the extent to which the achievements of the Project

would be sustained or extended after the Project period.

Evaluation Grid is attached as Annex 4,

Conclusions are drawn from the results of the Mid-term review and recommendations are jointly made by
both Ghanaian and Japanese sides.




2. ACHIVEMENTS OF THE PROJECT
2-1 INPUTS

2-31-1 Japanese Side
The following inputs have been provided. (See Annex 5)
1) JICA Expert Team: A total of 8 experts during May 2014 — Aug,. 2016 (50.6 P/M)
2) Local Consultant: 1 senior consultant (Education Policy)
3) Training: A total of 7 Ghanaians participated in the training in Japan (June 2016)
4) Equipment:
- Atotal of USD 41,443 worth of equipment has been provided by the Project.
- Atotal of GHS 218,115 worth of office equipment has been provided by JICA Ghana Office.
5) Local expenses: ‘
- A total of JPY 37,629,722 has been spent by the end of May 2016 (including costs of
workshop and training for central government and district amounting JPY 7,889,933).

2-1-2 Ghanaian Side

The following inputs have been provided

1) Counterpart Personnel (C/P): A total of 14 personnel has been appointed.(See Annex 6)

2} Administrative Personnel: 1- Secretary, 1-Driver

3) Facilities and equipment: Office and office facility

4) Other expenses (Training/orientation/workshop/meeting, travel, printing, etc.): Basically they are
planned to be borne by Ghanaian side. However, Ghana government was not able to fund some
aspects of the Project. Therefore JICA partly financed some of the costs of Workshop and Training for
NIU and district as well as printing costs.

2-2 ACHIEVEMENTS OF THE PROJECT

2-2-1 Outputs .
| The draft PIPDM policy implementation plan, including framework of the career

progression, is reviewed and modified for operationalisation.

1-1. The draft framework for piloting is designed by GES.

1-2. Appraisal forms for promotion are modified.

Indicator 1-1.The draft framework for piloting is desigpned by GES.
Final draft framework (L.e. PTPDM Policy Framework Guideline) for piloting and competency based

standard for in-service teachers to be finalized before next pilot activity during 2016/17.

¢ Modification of the draft framework of implementation plan was originally planned for
the first 10 months of the Project. However, due to the change of the original schedule
upon the request made by MoE, the Project quickly modified the Framework of Implementation as
well as the Teacher Career Competency Framework Plan and begun piloting a year ahead in the 3 pilot
districts in the south'. After the 1% pilot 2014/15, Implementation Plan of the PTPDM Policy including

! Five pilot districts were selected each from 5 regions: 1) Upper Manya Krobo District , 2) Ajumako / Enyan / Essian
District and 3) Shai-Osudoku District in the southern regions, and 4) Savelugu-Nanton District, 5) Kassena Nankana East
District in the northern regions. Pilot was commenced in the 3 districts in the south from 2014/15 (1% year of the project)

and in the north from 2015/17 (2% year of the project).
3 %/é “ 5 (7



Teacher Career Competency Framework was modified again and it is attached in Annex7,
Subsequently, the draft Policy Framework Guideline covering relevant components of PTPDM
Policy has been developed to elaborate implementation of the above-mentioned frameworks since
November 2015 based on the extensive discussions and consultations with NIU, TED, NTC, GES,
MoE, Colleges of Education (CoE), T-TEL Project’ and Teacher Unions. The latest review workshop
of the Guideline was held from 16™ to 18" May 2016. All the chapters of the Guideline listed below
need to be agreed as the final draft for pilot, well in advance before next pilot activity during 2016/17,
{See Annex 8 for Career Progression and Annex 9 for The Table of Contents)

1. PTPDM Policy

2. Teacher Rank

3. Career Progression

4. Teacher Competency

5. INSET Programme

6. Promotion

7. Teacher Performance Appraisal

8. Licensing

9. Appointment to Positions with Additional Duties -
10. Database

The Teacher Career Competency Framework has also been revised in the process. The latest version as
of May 2016, currently named as “competency based teacher standard (i.e. standard for in-service
teachers)” is attached in the Annex 10. It needs to be further revised and finalized in consultation with

 all stakeholders, as it is the basis for guiding competency-based appraisal and promotion of PTPDM
policy.

Indicator 1-2. Appraisal forms for promotion are modified.
Appraisal handbook is prepared to be compatible with the PSC format and a draft handbook is already
published on GES website. Al GES employees are to utilize the handbook as a guide, while it is still

being revised.

Appraisal handbook for teachers (i.e. Handbook for Teachers on Performance Management) was
developed referring to the handbook of Public Service Commission (PSC)® for teachers to be able to
use PSC form, taking educational aspects into consideration. PSC form is attached to the latest version
of the Handbook for Teachers.

The Handbook has been published on GES website and all the employees are directed to utilize it in
teacher appraisal from academic year 2015/16. The Handbook is still to be revised to become more
user-friendly and aligned to the competency based standard for in-service teachers.

Review Results: Output 1 is on right track, yet needs to be accelerated to finalize the Guideline and
competency based standard for in-service teachers before next pilot activity begun during 2016/17,

Z T-TEL {Transforming Teacher Education and Learning ) is a project funded by DFID to support implementation of PTPDM
policy in pre-service level.
* Human Resource Management Policy Framework and Manual for the Ghana Public Services, Public Service Commission

4
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Existing database of teachers is reviewed and refined to administer career

| progression.

2-1. Comprehensive database is capable of generating necessary information for career
progression.

Indicator 2-1.Comprehensive database is capable of generating necessary information for career
progression.

Database framework developed for management of teacher appraisal and training records for decision
making pertaining to licensing and career progression

e  What have been identified so far are summarized as follows:;

- Existing databases (e.g. IPPD?, EMIS) were reviewed and found that they contain inadequate
information for the database of teacher appraisal and ftraining records. Initial data entry
including scanning data of all the certificates and pictures of all in-service teachers is too huge,
and therefore, not feasible’ due to limited resources available to the Project.

- Database system of all teacher applicants has been functioning at GES-ICT, where applicants
pay registration fees and enter data through website by themselves.

- Considering above situation, database development strategy was changed and now the Project
attempts to utilize cloud system that has been developed by GES-ICT section. Data entry
system using SMS developed by the Project were found technically feasible. Test was
conducted by inputting dummy data, which was properly transmitted using microsoft
share-point. :

- Now, data generation is designed by way of utilizing “teacher logbook” that records training
history. Logbook was distributed to participants during Induction Training for Beginning
Teacher (BT) in the 3 pilot districts in 2014 and 2015, and actual data entry was tried in one
pilot district. '

- The overall concept of the database is in Annex 11. The status of development at each level is
explained below.

Level Responsible . Status
. persons ‘ ‘ ‘
+  Teacher Logbook developed and distributed to all BTs who
Teacher participated in the 2014 and 2015 trainings in 3 pilot
School districts
+  School Logbook developed
Head Teacher | + School Logbook to be distributed based on the status of use
of teacher loghook by BTs
Data entry format developed
Data entry testing in 1 pilot district for progress of 1-year
Distriot Dig;i‘;g;an induction, and to be done in other pilot districts
Training on data management to be conducted
Existing database to be reviewed
Prototype database framework developed wusing cloud
Central Currently at system and share point
GES-ICT *  Data entry and transmission using dummy data through
SMS tested and found feasible

e  Pilot of database is planned for all BTs in the pilot districts, from school to district and to central.
Test will be conducted to see if appropriate data is generated in the schools using the logbooks, if data

4 Integrated Personnel Payroll Database is the database of Human Resource Management Division (HRMD), GES
% PSC s planning to develop comprehensive database for all public service officers including teachers. Database framework
developed by the Project may be included into the PSC database in the future.
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is gathered and entered at the district level, and if such data is upleaded in the database for retrieval at
the central level.
¢  What to be done in the next pilot activity during 2016/17 are as follows:

Distribution of teacher and school logbooks for all teachers and schools

Training of relevant personnel on data entry

Iziputting data of BTs at district level - appraisal, iraining recommended and completed,
INSET information, utilizing existing database at district

Data transmission from district/region to GES and NTC

Retrieving data for decision making (district, GES, NTC)

Training of relevant personnel at the district/region, GES, NTC on the use of database

Cost implications to implement database nationwide

Retrieving data from CoE

+  In addition, small scale pilot is also planned for in-service teachers in selected schools/districts to see
how far it is possible to manage data by utilizing existing database at the district level. Teacher
logbock needs to be distributed to the in-service teachers for this purpose.

Overall Review Results: Quiput 2 needs to be accelerated in the next pilot activity during 2016/17.

Output 3

Mandatory training courses are revised and developed.

In'diéator

3-1. Mandatory training course curricula and materials are developed.

Indicator 3-1. Mandatory training course curricula and materials are developed.

Curricula and materiais for BT & HT/ST developed and revised, and to be finalized to be consistent
with final competency based standard for in-service teachers

s  All the necessary curricula and materials for mandatory training courses for Induction Training for BT

and HT Aspirant (HTA) have been developed based on the training needs survey conducted in August
2014, and utilizing resources developed in the precedent INSET projects. The list of training activities
conducted to date is attached in Annex 12. Two cycles of pilot were conducted in the 3 pilot districts in
the south (2014/15 and 2015/16), while 1* pilot by way of TOT has just started in April 2016 in the 2
pilot districts in the north.

The Induction Training Programme for BT consists of four components: 1) Orientation, 2) Induction
Training, 3) School-Based, Cluster-Based, and Department-Based INSET (SBI/CBIDBI), 4)
Professional Certificate Training (only for Non-Professional Beginning Teachers). The 2) Induction
Training for BT was conducted, and 1) Orientation and 3) SBYCBI/DBI were expected to take place at
school, circuit or cluster levels. Meanwhile, some DEOs conduct orientation for BTs occasionally.
Whether to accredit those existing trainings at district level and how to accredit them need to be
considered and included in the Guideline.

In order to develop mandatory training for HTA, training for existing HTs have been conducted so far
with multi-purposes: to confirm competencies required for HTs, to provide necessary training for
existing HTs to be able to provide proper Induction Training Programme for their BTs, and to conduct
appraisals in their schools based on the appraisal handbook developed by the Project. Training for
HTA (i.e. Senior Teacher (ST)) as originally targeted will be piloted in the next pilot activity during
2016/17. How to accredit the training for existing HTs conducted so far on pilot basis needs to be
agreed.

The outline of training course, curricula and material developed and piloted are as follows.
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Training course and materials developed and pilot_ed

" Days

Participants

. FEE L Materials- Trainer
TOT for BT -Guidelines for the Induction Training 15 per District
Programme for Beginning Teacher
ToT for 31 Handbook for Principal Teacher Aspirants NIU
HTA P . ;
- Power point presentations
?aqmuﬁtlmn for 5 -BT’s Handbook AllBTs
g E - SBI/CBI/DBI Handbook
District —
. All existing
Training for 3-5 | -Handbook for Principal Teacher Aspirant frainers Head Teacher
HTA (ST) P pirants (not HT
Aspirants)

The training program for TOT (5 days) in the 2™ pilot and Induction Training for BT (5 days) piloted
are attached in Annex 13 and 14. The duration of the training and its mode of implementation should
be reviewed to see the extent of flexibility to be allowed to the districts. Training program for HT is
expected to be designed by district based on the HTA Handbook, and therefore, a sample program is

not available as the program varies from district to district,

Overall Review Results: Output 3 is right on track and yet to be finalized to be consistent with final
competency based standard for in-service teachers before pilot activity during 2016/17.

Quitput4

Above outputs are refined reflecting results of pilot.

4-1. xx% of teacher promotions is done, linking to training history and SBI/CBI
practice in PTPDM policy in pilot districts.

4-2. The framework is refined reflecting results of pilot.

4.3. The database is refined reflecting results of pilot.

4-4. Mandatory training course curricula and materials are refined reflecting results of
pilot.

Indicator 4-1.

xx% of teacher promotions is done, linking to training history and SBI/CBI practice

in PTPDM policy in pilot districts.
Procedures of promotion based on PTPDM policy to be piloted in the next pilot during 2016/17

In the context of pilot, procedures of promotion based on PTPDM policy will be piloted during
2016/17. The existing GES form for promotion will be revised and tested in the pilot districts.

Indicator 4-2 The framework is refined reflecting results of pilot.
Indicator 4-3 The database is refined reflecting results of pilot.

Indicator 4-4 Mandatory training course curricula and materials are refined reflecting results of

»

pilot.
Some components of the framework piloted and refined but based on limited information

So far, pilot has been implemented for 2 cycles in the 3 district in the south, and the 1% cycle has just
started in the 2 districts in the north. Below shows pilot implementation and surveys conducted so far.

In addition, a review workshop was organized in September 2015° as well.

6 Workshep to review BT Handbook, HT Handbook, SBI/CBI/DBI Handbook and Appraisal Handbook was held in
September, 2015 after 1st pilot in 3 districts, which was attended by officers and trainers from 5 pilot districts.
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3 dlstncts inthe south. 2 districts in the north

o . I pilot: 2014/15 1% pilot: 2015/16
Pilot “nplel?enta“°n 2™ pilot: 2015/16 (TOT is conducted in 2016) _
- Surveys . _
. Nov. 2014 before starting 1* pilot
DEO Timing {conducted as Base Line Survey) (To be conducted)

Data collection ¥ AR v APR
¥ Questionnaire to DEQ and CS | v/ Monitoring
Oct. 2015 after 1* pilot

Timing {conducted as Monitoring Survey) April 2016
School v questionnaire to HT and [ v questionnaire to HT and
Data collection Teachers’ Teachers
' v EMIS ¥ EMIS

e  MTR identified that there is no common ideas of “what and how to verify” through pilot despite that
Base Line Survey conducted in 2014 for DOEs in the 3 districis already set a set of research questions.
Information to verify feasibility, effectiveness and sustainability of the piloted activities therefore is
limited to date. During MTR, a set of questions to be answered through pilot were discussed and
drafted (Annex 15), which needs to be further refined and fed into the whole process of
Plan-Do-See-Implement (PDSI) cycle of pilot. In this sense, a “full-scale™ of pilot is yet to be started
from 2016/17.

e It is also noted that it is difficult for GES/NIU and NTC to visit districts for monitoring because of
non-availability of budget.

Overall Review Results: Output 4 needs to be accelerated foliowing Plan-Do-See —-Improve (PDSI) cycle
of pilot in order to refine Outpuis 1~3.

2-2-2 Prolect Purpose

Career progress mechanism good for nationwide replication is formed, utilizing
training records and SBI/CBI practice of pre-tertiary teachers.

1.  The career progression framework, database, and training courses are endorsed for
nationwide implementation by NTC/GES.

2. Career progression linked to training history and SBI/CBI practice in PTPDM
policy is known by xx% of teachers in pilot districts.

3. Mandatory trainings are included in all of district pilot education plans of pilot
districts.

Indicator 1.The career progression framework, database, and training courses are endorsed for

nationwide implementation by NTC/GES®,
In progress with issues on full consent on PTPDM Policy Framework Guideline from all stakeholders,

Junds for training and PDSI cycle

s  Preparation for nationwide implementation is in progress as explained in Output 1~4.

® A present issue is full consent on the draft PTPDM Policy Framework Guideline including career
progression framework, database and training courses. The Guideline needs to be agreed before next
pilot 2016/17 as a draft final for pilot.

e  Another issue is funds for training, which needs to be addressed in the pilot activity, as well as in the

7 The survey (Monitoring Survey) was conducted in 30 schools (10 per dnstnct), 300 teachers (10 teachers per school). Data

were collected from 29 HTs and 239 teachers.
%’gf s,

% To be endorsed by NTC/GES Council



process of preparing nationwide roll-out plan if pilot is successful and all challenges are addressed, to
- come with financially feasible and sustainable training component under the PTPDM policy.
¢ The next pilot 2016/17 needs to be implemented following PDSI cycle to verify feasibility,
effectiveness and sustainability of PTPDM policy for nationwide implementation.

Indicator 2. Career progression linked to training history and SBI/CBI practice in PTPDM policy is
known by xx% of teachers in pilot districts.
46 % of teachers surveyed in October 2015 (3 districts) after the 1st pilot have knowledge on the carrier

progression in PTPDM Policy

e According to the Monitoring Survey conducted in 3 pilot districts (in the south) in October 2015, 46%
of teachers who responded9 have good understanding of PTPDM policy. This is an achievement as
PTPDM policy was unknown to public before the implementation of the pilot.

e At the same time, PTPDM policy outline was sensitized by TED utilizing existing annual conference
of all directors from DEO and REO in 2015, and has planned to de the same in 2016 and onwards, In
addition, various promotional activities have been carried out using several media such as TV, Radio
and Newspaper. A newsletter was also distributed to all pre-tertiary schools in the country through
DEOs and REQOs. With such efforts combined with pilot activities, it is expected that percentage of
teachers who know PTPDM policy will increase in due course of time.

Indicator 3. Mandatory trainings are included in all of district pilet education plans of pilot

districts.

Not confirmed

e  First, “mandatory trainings” needs to be defined as to whether it refers to Induction Training Program
for BT and Training for ST, or all the mandatory trainings for all the ranks included .

¢ In case of Induction Training for BT and Training for HT/ST, it is not confirmed through monitoring
that they are included in district education plans (i.e. Annual District Education Operation Plan
(ADEOP)). According to the interviews with one district by MTR team, the district officers mentioned
that they did not include them in their education plan neither in 2015 nor 2016.

e  Although inclusion in their education plan does not necessarily guarantee the budget appropriation, it
is the first and inevitable step for training management at district level to be financed.

e Actions to be taken at proper timing following budget preparation process. In addition, various
funding sources including District Assembly (DA) need to be explored.

Overall Review Results: Project purpose shall be achieved by the end of the Project (March 2018) if the
Jollowing issues identified during MTR are addressed.

v’ The PTPDM Policy Framework Guideline - final draft to be agreed on by all stakeholders
before pilot activity during 2016/17  (Output 1-3)

v Qutput 1-3 fo be piloted comprehensively, and properly monitored and finalized for
nationwide implementation. (Output 4)

v Feasible mechanism for funding training at district to be identified

Budget for monitoring by GES/NIU and NTC to be resolved

v' PDM and PO to be revised to clearly capture the purpose and scope of the Project, and to
be shared among all concerned. (See draft revisions of PDM and PO in Annex 16 &17}

AN

® 109 out of 239 represents 46%
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2-2-3 Overall Goal

Career progression mechanism is enacted in non-pilot districts.
1. Career progression mechanism is enacted in xx non- pilot districts.

*  Handbook for Teachers on Performance Management has been on GES website for nationwide use
since 2015/16. ’

e  Training activities already commenced in non-pilot districts funded by Ghana Partnership for
Education Grant (GPEG)'® and UNICEF in 2016. (See Annex 12)

- In 73 districts, with GPEG funds, TOT was conducted in May and June 2016. Funds for
Induction for BT and orientation for HTs have been disbursed and they have been already
condueted at some districts. No budget is available for the Training for HT"".

- In 6 districts, with UNICEF funds, TOT was conducted in June 2016. Funds for Induction
Training for BT and Training for HT fogether with monitoring budget are confirmed available
from UNICEF. The Induction Training for BT is planned to be implemented in August 2016.

¢  No specific plan tc finance TOT for remaining 132 districts is prepared yet. Also, recurrent financial
mechanism to budget mandatory frainings for BT and ST and other trainings is yet to be prepared.

Qverall Review Results: Achieving Overall Goal is subject to the following: '
v achievement of Project Purpose
v funding for TOT for non-pilot districts
v strong inifiative and commitment from MoE for preparation of PTPDM nationwide
roll-out plan including financial measures

3. IMPLEMENTATION PROCESS
3-1 PROGRESS OF ACTIVITIES

By involving wide range of stakeholders, many activities have been implemented. However, there were
difficulties in handling the Project and it eventually blurred the concept of the Project.

e Overall, project activities have been implemented based on the extensive discussions and consultations
with relevant stakeholders, Since the Project has been working on PTPDM policy impacting on the
pre-tertiary teachers nationwide, all the efforts paid by the Project should be highly acknowledged.

e  Confribution of the Project to develop Appraisal Handbook was made in a timely manner when PSC
wanted to introduce PSC form to all public servants. Project helped contextualizing PSC form by
developing Handbook for teachers, facilitating their easy understanding and made it consistent with
PTPDM policy. )

¢ It is noteworthy, however, that there have been difficulties in handling dynamic and changing situation
of developmental process of the Project. The Project commenced the first cycle of piloting one year
ahead of the original plan, as per the request from MoE. As a consequence, it seemed that the concept
of “pilot” was narrowly understood as “to conduct training” in 5 districts. For the remaining period of
the Project, it is important to clarify “what and how to verify” and other components of the Project
(e.e. appraisal, promotion and licensing) are verified to prove feasibility, effectiveness and
sustainability of the PTPDM Policy.

e  Another factor which affected the progress of activities is budget, which was not provided on time for

1% GPEG funds to be used by April 2016 as the funds will be expired.
' GPEG funded HT Training and Induction Training for BT in 1 pilot district in the north in June 2016,
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pilot and caused some delays (e.g. TOT in 2 pilot districts in the north were planned to start in the
beginning'of 2015/16, but were delayed and actually conducted in April 2016.)

e Such situation alarms that it is needed to reconfirm the pilot scope, and prepare revised PDM and PO
for the 2™ half of the Project. (See Annex 16 and 17 for draft revisions of PDM and PO.)

3-2 CAPACITY DEVELOPMENT

Capacity development has been in good progress for TED/NIU and GES-ICT (database). Capacily of
Newly appointed members of NIU needs to be well accommodated into PTPDM policy implementation.
Further capacity development of NTC is an issue.

e  TED/NIU has been able to implement training activities independently including coordination with
GPEG and UNICEF for mobilizing budget.' However, NIU is understaffed; Number of NIU staff has
been decreased from initial 6 members (2014/15) to 4 members (2015/16), and just recently increased
by 3 more members. Human resources of NIU need to be further enhanced considering its roles and
responsibilities to perform a wide range of duties including PTPDM project. Capacity development of
newly appointed personnel at NIU is also important,

¢  NTC has been gaining its functionalities with currently staffed with 10 personnel and on the process
of further enhancement. NTC has made a proposal to increase its staff up to 30 personnel and
opening field offices.

¢  GES-ICT in charge of database development is capable to work on databases, however, TED/NIU and
NTC need to be well informed of the process of database development, and trained on how to use the
database.

3-3 PROJECT MANAGEMENT

JCC and SC have been effectively instrumental in the project management structurve. Time and efforts
are required to reach agreement by all stakeholders. Gaining common understanding about “pilot” and
leading to the consensus among variety of stakeholders on the guidelines are the on-going challenges to
the management.

e Joint Coordinating Committee (JCC) has been conducted once a year as scheduled: August 2014
and September 2015. JCC is functional to discuss and make decisions on PTPDM related matters with
attendance of wide range of stakeholders from high-ranking officers of MoE, government institutions,
local governments, teachers unions, development partners etc.

¢  Steering Committee (SC) has also been held for 5 times to date chaired by GES-Director General to
discuss substances of the project activities, Related divisions and units of GES including ICT, HRDM,
NIU and counterparts at TED and NTC are the members.

s  Project management on overall progress needs to be improved. In particular, a comprehensive
monitoring should be conducted to verify the feasibility, effectiveness and sustainability of the
appraisal and promotion system that PTPDM is introducing. Monitoring visit by team of NIU, NTC
and project experts was only conducted in January 2016 in 3 districts due to non-availability of budget
for counterparts. Communication among project team and counterparts also needs to be enhanced to
have common understanding about concept of “pilot” and overall project approach and progress.
Counterparts of TED and NTC commented that information needs to be updated among project team
and counterparts, particularly about database management as it has been done mainly at GES-ICT.

%Cé -
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3-4 OWNERSHIP

Ownership is very firm with GES-TED/NIU as well as NTC and MoE. Organizational ownership from
MoE and NTC are expected to be enhanced.

¢ Involvement by TED, HRDM and ICT of GES in the Project has been good with high ownership.

¢ NTC is also involved in the project management and in the process of developing appraisal handbooks
and TOT as trainer. However, functionalities of NTC is on the process of enhancement,

*  Preparing nationwide roll-out plan of PTPDM policy and implementation might be beyond the
mandate of TED as PTPDM Policy is not confined only to training. As understood, NTC sets teachers
professional standards and GES/TED has an implementation role. MoE’s initiative in coordination and
preparation of nationwide roll-out plan including budget is needed.

. Acbording to the record of discussions (R/D) of the Project, the Ghanaian side is responsible for costs
of training/orientation/workshop/meeting, travel, printing, etc. Efforts to respect such basic principle
has been confirmed in aspect of mobilizing training funds from Internally Generated Funds (IGF) of
GES/TED and various funding sources at district level. However, some training activities have been
delayed due to lack of sufficient budget on time. Monitoring visits by GES/NIU/NTC are limited due
to unavailability of budget and JICA parily financed costs of workshop and training for central level
and district as well as printing costs for training to get project activities going.

4. RESULTS OF THE REVIEW BY THE FIVE EVALUATION CRITERIA
4-1 RELEVANCE

The Project is velevant in terms of pelicies, needs and praject approach. No factors confirmed through
MTR negatively affecting the relevance of the Project.

Consistency with Policies
e  The Project is consistent with policies of Ghana.
- PTPDM policy of MoE was developed based on the Education Act 778 (2008). The PTPDM policy
provides visions including teacher’ career advancement in which evidence of professional growth

and achievement shall become the basis for career progression.

- Education Bill (2015) was prepared to revise and update the legal framework for the pre-tertiary
regulatory bodies stipulated in the Education Act 2008, (Act 778). The object of the Bill is to
provide for a decentralized pre-tertiary education system. The Bill has been submitted to the
Parliament, and is expected to be enacted soon.

- In Education Strategic Plan {ESP) 2010-2020, it is reported that the PTPDM policy is included as
one of the sub-sector policies, recognizing the importance of continuous professional development
via school-based INSET etc. In the coming ESP covering up to 2030, PTPDM pelicy is expected to
be included.

s The Project is consistent with Japanese ODA policy. The Project is to improve educational
administration and management as well as to contribute to materializing upgrading eacher capacity
which is emphasized in the Japan’s country assistance strategy for Ghana (April 2012).

Needs

The Project is in line with the needs of all the stakeholders like teachers, children and policy makers
because improving quality of education is 2 major remaining issue in Ghana. As has been demonstrated by,
for example, the results of the West African Senior School Certificate Examination (WASSCE) 2014, pass
rate of students in Math (48%) is much lower than other subject (e.g., Social Studies 71% and English
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64%). The Project caters for the needs of teachers in having career progression mechanism for CPD, the
needs of children in receiving quality education and the needs of policy makers in enhancing image of
teaching profession, which will lead to improving quality of education.

Project Approach
Project approach as defined by “Contributing to student learning by developing competent teachers through

competency-based performance management” and “Materializing policy implementation and

institutionafization utilizing the outputs of the precedent INSET projects” has been appropriate for the

foliowing reasons:

*  One of the aims of PTPDM policy is "providing the framework for developing standards, core values
and ethics for the teaching profession in order to foster the development of a world-class teacher
capable of contributing significantly to student learning and achievement". In response to such aim,
Project was designed to develop career progression mechanism to sustain continuous professional

. development of teachers through competency based appraisal and promotion. ‘

®  Among career ranks, it is also appropriate for the Project to develop training curriculum and materials
for mainly BT and Heads of School (HoS). BT is an entering point of teaching career and needs proper
induction for continuous professional capacity development: HoS is a key position for overall school
management and those who intend to become HoS need to have appropriate competencies. However,
requirements for promotion in terms of training history in the overall career progression mechanism
other than the BT and HoS also need to be clearly specified.

e  The Project coordinates with relevant assistance in maximizing the outputs of the Project. Examples
are as follows : .

- Basically, other relevant projects and DPs (UNICEF, DfID-funded T-TEL, USAID-Learning
etc.) have been invited to meetings and workshops to share information and exchange
opinions.

- Training in non-pilot districts in support of GPEG and UNICEF have been conducted.

- In developing competency standard for in-service teachers, the Project is coordinating with
T-TEL which has developed teacher competency standard mainly for pre-service teachers.

¢  The Project has effectively and efficiently utilized relevant experiences, system and human resources
and materjals of SBI/CBI/DBI introduced through precedent INSET projects.

4-2 EFFECTIVENESS

Effectiveness of the Project is mainly assessed by the attainment of Project Purpose, and is hkely to be
achieved if issues identified during MTR are addressed including budget allocation.

e  Achieving Project Purpose is subject to the issues identified in MTR as explained earlier in the
Achievement of the Project below:

- The PTPDM Policy Framework Guideline as a final draft before pilot activity during 2016/17
to be agreed by all stakeholders (Output 1-3)

- Output 1-3 needs to be piloted comprehensively, and properly monitored and finalized for
nationwide implementation. (Qutput 4)

-« Feasible mechanism to finance training at district to be identified

- Cost of monitoring for GES/NIU and NTC {0 be resolved

- PDM and PO to be revised to clearly capture the purpose and scope of the Project, and to be
shared among all concerned personnel. (See draft revisions of PDM and PO in Annex 15 and
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s  Early detection of the reform of the civil servant appraisal also contributes to effective implementation
of the Project. Aligning to PSC practice is a strategic, effective, and practical option to ensure
continuous practice of teacher appraisal.

¢  Major risk factor is fiscal condition at GES/TED/NIU and DEO/REQ and NTC. As observed in recent
years, budget allocation has been very limited, which would negatively affect the achievement of the

project purpose.

4-3 EFFICIENCY

Utilization of outputs of the precedent INSET projects contributed to an efficient Project progress.
However, starting “partial” pilot in 2014/15 without setting outlines of the entire pilot has negatively
affected on efficiency.

Factors that increased efficiency

e Utilization of outputs of precedent INSET projects increased efficiency and even enabled 1st pilot to
start in 2014/15, one year ahead of originally planned schedule.

* A good amount of time for reaching agreement by all stakeholders has been utilized. However, it is
necessary and highly acknowledged to increase effectiveness.

Factors that decreased efficiency

e  Piloting started from the 1st year of the Project without setting outlines of the entire pilot of PTPDM
policy. Such process eventually resulted in a narrowed vision of pilot being just to conduct training in
the 5 districts, and concept of what to and how be verified left unclear.

® As a result, feedback and monitoring information have also been limited to verify feasibility,
effectiveness and sustainability of PTPDM policy implementation.

e  Budget issue also delayed pilot activities starting on time.

4-4 IMPACT

Overail Goal is likely to be achieved, subject to achievement of Project Purpose and funds for training,
Widening gaps among districts in delivering necessary training and other services is anticipated in the
decentralization therefore some mitigation measures are further needed. Yet, activities already started in
non-pilot districts with support of GPEG and UNICEF. Further appointment of focal persons from MoE
Jor preparation of PTPDM roll-out plan is alse positive movement.

Prospect of achieving Overall Goal
e  Overall Goal is achievable subject to the achievement of Project Purpose and funds for particularly
TOT. Financing mandatory training is another issue to be addressed through pilot.
o The following are some of the facts that demonstrate how the Project have been making impact
beyond its boundary:
- Teacher appraisal handbook already used by MoE/GES from 2015/16
- Training activities commenced from 2015/16 in 73 (GPEG) & 6 (UNICEF) non-pilot districts
- Appointment of focal persons by MoE to prepare roll-out plan
- Sensifization through various regular events such as annual and zonal conferences of all
directors from DEO and REO to disseminate PTPDM policy
- PR activities to sensitize stakeholders to promote implementation of PTPDM Policy through
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mass media such TV, Radio and newspapers
e MoE intends to include PTPDM Policy Framework Guideline and other outputs of the Project as part
of Legislative Instruments (LI) of Education Bill after it is passed. This is a promoting fact for
nationwide implementation.

Ripple Effects
»  No negative effects of the Project have been confirmed. Measures for non-professional teachers are

also addressed in the Guideline. However, inequitable effect of PTPDM policy implementation in
decentralized setting is needed to be discussed and properly reflected in finalizing the policy,
guidelines and handbooks etc.

4-5 SUSTAINABILITY

High sustainability is expected in terms of policy and technical aspects of GES/TED, but measures are
expected to be taken to respond to possible negative impact of decentralization at districts/regional levels
and GES/TED. Capacity of NIC and finance are also issues for nationwide roll-out.

Policy and institutional aspects

®  As explained in Relevance section above, it is anticipated that PTPDM remains as a priority policy of
MoE.

e  Anidea is expressed to utilize the guidelines, handbooks, forms, etc., as the legisiative instruments for
the Education Act once current bill is approved by Parliament. This is worth considering option to
strengthen sustainability of the PTPDM policy implementation.

¢  Anticipated impact of enactment of Education Bill (2015) and decentralization can be both positive
and negative. These need to be considered in finalizing PTPDM Policy Framework Guideline,
handbooks, etc., as well as in preparing nationwide roll-out plan.

- Positive: Coherent and efficient teacher recruitment, appraisal and promotion at
district/regional level

- Negative: Widening gaps in delivery of related services provided by districts depending on
their administrative and financial capacity

Organizational aspect including human rescurces
¢ NTC needs to be strengthened to continuously play an important role in PTPDM policy as it sets

teachers professional standards at national level to maintain and improve teacher quality nationwide.
»  Anticipated impacts of decentralization on GES/TED in terms of organizational restructuring also
need to be responded and to be reflected in the guidelines and handbooks.

Technical aspect
¢  GES/TED is already technically equipped in conducting TOT in non-pilot districts and can manage

training activities under PTPDM policy.

Financial aspect
e  Fund for training is an issue. One aspect of funding is for TOT for the remaining non-pilot districts

(132), and another is for mandatory training for all the career ranks which is to take place every year.
Mandatory trainings need to be designed to be financially feasible for nationwide roll-out in the future.

EE S D
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5. CONCLUSIONS AND RECOMMENDATIONS
5-1 CONCLUSIONS

The Project has developed major components of PTPDM policy implementation including teacher ranks,
standards, competency statements, appraisal, promotion, fraining programs (for BTs and STs), etc., and
these have been documented in the draft PTPDM Policy Framework Guideline and the teacher appraisal
handbook. Tt should be noted that all the documents have been prepared through an extensive discussions
and collaboration process with various stakeholders with a variety of concerns.

Training programs have been piloted in the 5 districts and it has been demonstrated that the trainings
are feasible to be conducted with the locally available personnel at DEQ/DA and training cost can be shared
by teacher/schools/DA. Further, the Project is making good impact as described in the sections above.
These are remarkable achievements and impacts made by the Project to date, which demonstrate high
performance of the Project in this regard.

The achievements made so far, however, is not sufficient to verify if the piloted intervention is good
enough for nationwide replication. Criterion to verify readiness for the nationwide replication is vet to be
clarified. To add, there are areas for further improvement in the guidelines and handbooks for smooth
comprehension by the readers.

Therefore the MTR concludes that it is inevitable that these challenges should be addressed toward and
through piloting during the remaining period of the Project to achieve the project purpose.

Meanwhile, through the review process, revision of PDM and PO has been discussed alongside with a
set of research questions to be answered in the forthcoming pilot activities, These drafts are attached to the
review report.

5-2 RECOMMENDATIONS

Upon the conclusion and other statements described above, the MTR team recommends the following:

(1) To continue pilot activity while develop questions to be answered to verify feasibility, effectiveness
and sustainability (esp. financial feasibility) of the PTPDM policy implementation. It is recommended
to consider if SBI/CBI/DBI can gain student learning, and it PTPDM can boost SBI/CBIY/DBI practice.
The characteristics of PTPDM policy eventually can be enriched and geared towards improvement of
students learning in general. Learning gap of students needs to be mitigated by promoting competent
teachers who can contribute to students learning especially those with learning difficulties.

(2) To check the pilot activities with the following points while anticipating the Education Bill to be
enacted soon; (a) if it will have good implication for realistic training size and contents to be carried
out by DEQ; (b) if it will be consistent with future operation of National Teaching Authority
(currently NTC); (¢) if it is doable and easily implementable, and {d) if information are to be collected
sufficiently to verify the pilot practices if they are good enough for nationwide replication,

(3} To describe PTPDM Policy Guideline and handbooks concretely as much as possible in a way that
readers can easily comprehend the contents and know actions to take. In preparation of the guidelines
and handbooks, the following points would be worth mentioning while points made in (2) above be
reviewed once again here ‘

Consistency of the guidelines and handbooks to the education bill and other related regulations
Presentation of the guidelines and handbooks shall be concise and simple

*+  The guidelines and handbooks shall clearly state areas where DEOs strictly follow {especially in
issuing license), and where DEOs are allowed to be flexible in managing appraisal and promotion
Definition of “mandatory”(e.g. mandatory training). needs to be further specified in this context

PAVTEESS
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too.

Sufficiently and flexibly set training requirements for every rank. For example, it would not be
necessary for DEO to set mandatory training organized by DEO for every rank considering
pedagogical requirements to foster teacher and fiscal consirain, while SB/CBI/DBI can be
emphasized more as mandatory for certain rank.

Where participation to training organized by DEOQ is considered, the following items should be
examined but not limited to;

¥  Minimize cost of the training

»  Cost of such training shall be covered by DEO/DA

»  DEO shall request school, DA, etc., to cover the training fee to be paid by teachers

> Hence direct payment of fees by teachers shall be regarded as the last and exceptional option
Clarify relationship between activities stipulated in the guidelines and current practices for
in-service teachers conducted by DEO '

Clearly describe which planning document (e.g., ADEOP, SPIP, etc,.) schools and DEQ/DA to
stipulate related activities of PTPDM policy implementation (e.g., training, SB/CBY/DBI, etc.).
Nationwide replication to be scheduled after project completion should be regarded as a
minimum but an effective one. If any areas deemed to be unfeasible are included in the initial
nationwide replication envisaged in 2018, then staged nationwide replication may be a worthy
option.

(4) To design guidelines and handbooks to be consistent with the new way of teacher recruitment where
DEQO/DA are responsible for the recruitment while fresh graduates of the colleges of education and
universities choose which DEQ/REQ to apply to

(5) To reaffirm that areas captured by PTPDM contains in-service, pre-service and other elements related
to teacher professional development. Hence PTPDM coverage is broader than the scope of the
Project that mainly focuses on in-service teachers,

(6) To prepare a plan: (a) foster readiness of MOE/GES/DEO toward the end of the Project, and (b)
conduct roll-out after the project completion scheduled in March 2018. Once Education bill is
enacted, DEO will be primarily responsible for the policy implementation while TED-GES will be
responsible for supporting and advising the DEO based on the standards set by NTC. The followings
are worth considering in preparing such plans.

Towards the end of the Project

*  Appoint responsible person for PTPDM policy at MOE/GES

+  Schedule to fully transit functions of the Japanese expert team to CP
Pilot activity managed more by Ghanaian counterpart
Print and distribute the guidelines and handbooks beyond the pilot district

+  Replace appraisal and promotion section of the head teacher handbook in accordance with the
PTPDM policy guidelines and handbook
Sensitization of PTPDM Policy and its budget preparation by GES and DEQ/REQ nationwide to
start implementation from 2018/19 of which budget preparation should starts January 2017

Beyond the end of the Project
*  Roll out to all of the DEO/REO within 3-5 years from 2018/19.

17
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Project Design Matrix (PDM)

Project Title : Project for Supporting Instituticnalization of the Pre-Tertiary Teacher Professional Development and Management Policy

Date : Janwary 13, 2014

Target Area: 5 pilot districts

ANNEX 1

Project Period : April 2014 — March 2018 (4 years)

Version : No. 1

Narrative Summary Objectively Verifiable Indicators Means of Verification Important Assumptions
Super Goal
1. xx% of teachers think that teachers’ progress is done 1. NIU Annual Report/AIPR,
Pre-tertiary teachers acquire competency, by progressing in their based on competency. including interview results
career.
Overall Goal (to be achieved 3-5 years after the end of the
project) 1. Career progression mechanism is enacted in xx non- L. NIU Annual Report/AIPR (using 1. The rate to leave jobs of
pilot districts. data from the database) teachers and staff do not
Career progression mechanism is enacted in non-pilot districts. become worse of
drastically.
Project Purpose (to be achieved in the end of the project)
1. The career progression framework, database, and 1. NIU Annual Report/AIPR 1. Districts secure finds.
training courses are endorsed for nationwide 2. NIU Annuai Report/AIPR, GoG determines salary
Career progress mechanism good for nationwide replication is implementation by NTC/GES. including interview results scale in accordance with
formed, utilizing training records and SBI/CBI practice of 2. Career progression linked to training history and new career levels of
pre-tertiary teachers. SBI/CBI practice in PTPDM policy is known by xx% teachers.
of teachers in pilot districts.
3.  Mandatory trainings are included in all of district
pilot education plans of pilot districis
Outputs
1. The draft PTPDM policy implementation plan, including 1-1. The draft framework for piioting is designed by GES. | 1-1. NIU Annual Report/AIPR (using | 1. The related policy and
framework of the career progression, is reviewed and 1-2. Appraisal forms for promotion are modified. data from the database of each personnel system is not
______ modified for operationalisation. e o istre) changed drastically.
2.  Existing database of teachers is reviewed and refined to 2-1. Comprehensive database is capable of generating | 2-1. NIU Annual report/AIPR (using 2. The sitvation of district
administer career progression. necessary information for carcer progression. questionnaire by the Project at the management is not
__________________________________________________________________________________________________________________________________ endof the trafning) changed drastically.
3. Mandatory training courses are revised and developed. 3-1. Mandatory training course curricula and materials are | 3-1. NIU report/AIPR
‘ developed.
"4-._";\bovc outputs a:r:e;éﬁl-'n'eti- ;'eﬂecting results of pilot. 4-1. xx% of teacher promotions is done, finking to training | 4-1. NIU report/AIPR (Interview to
history and SBI/CBI practice in PTPDM policy in stakeholders)
pilot districts.
4-2. The framework is refined reflecting results of pilot.
4-3. The database is refined reflecting results of pilot.
4-4, Mandatory training course curricula and materials are

9 7%7
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for operationalisation. 1. Personnel 1. Counterpart personnel project/PTPDM policy are
i-1. Clarify roles of key stakeholders (e.g. NTC, GES, TED, Experts Director General, GES provided by the Government of
NIU, HRMD, PSC, REO/RIU, DEO/DIU) Chief Advisor /INSET Policy (Programme Directar) Ghana,
1-2.  Collect information of existing INSET practices. Teacher Education/Human Resource Management Director, TED
1-3. Define requirements for promotion (mandatory, optional Database (Programme Manager)
training, and conditions) Training design Programme Coordinator (NIU)
1-4. TImprove appraisal criteria and process of teacher career. Lacai Consultants Assistant Programme Coordinator
progression, reflecting 1-2 and 1-3 (N1LS)
1-5. Sensitize key stakeholders (¢.g. GNAT, GNAGRAT, COE, | 2. Training of counterpart personnel in Japan and the third NTs (NIU)

MMBDDEs etc.) and general public about career progression
in PTPDM policy.

2. Existing database of teachers is reviewed and refined to
administer carger progression.

2-1

2-2
2-3

Coordinate key stakeholders (SRIMPR, HRMD, IPPD eic,)
to draw a plan to review and refine the existing database
system,

Identify requirement to refine database.

Modify and test database accordingly.

3. Mandatory training courses are revised and developed.

3-1
3-2.

3-3.

Assess induction training needs

Develop induction training courses and materials(beginning
teacher and principal teacher II)

Develop TOT courses and materials for district personnel.

4. Above ouiputs are refined reflecting results of pilot.

41,

4-2.

4-3.

4-4,

Sensitize district personnel or career progression, including
licensing.
Train district personnel on mandatory training, teachers’
performance appraisal and record keeping.
Support districts to identify participants for mandatory
training.
Support districts to:
Implement training.
Issue certificates/license.
Monitor districts® monitoring of trainees.
Monitor districts to promote teachers (e.g. check
database),
Budget INSET related activities in their plans.

4-5. Analyse and report pilots” progress
4-5. Improve outputs 1,2, and 3, in accordance with pilot results.

countries (if necessary)

Machinery and Equipment (As necessary)

2. Administrative personnel
Secretary
Driver
Other staff necessary for the
implementation of the Project

3. Facilities and Equipment
- Office and equipment necessary for
the Project (including the experts)

4. Other expenses
(training/orientation/workshop/mee
ting, travel, printing, etc.)

Pre-conditions




Plan of Operation ANNEX 2

[ § Pilot1 | Pilot2
| X
2014 2015 2016 12017 12018 | 2019
Imple ion Months| 1] o] s[ af s| el 7] 8] o 10] 13] 12] 13| 14] 15] 36| 17] 18] 19] 20] 21; 22] 23] 2] 25 26 7] 28] 28] 30] 21] 32] 33: 34| 35] 36] 37] 38] 39| 4] 41] 42| 43] 41| as+ 45| 47] 28] 48] 50 51] 52| 53] s4] 55] 5] 57 58 59E|
CalendarMonth| 4 5| 6} 7] 8| 9]10/12] 120 1l 3| 3} 4] s| el 7] sl ol10[ 11|12 1| 2] 3]l 2 s 6| 7] & 9101112:1234.2'_6789 12-1_2_3
School Term [] ] h [] EIEESI: U T R R RN z H
1. 1. The framework of the career progression |-
Y ing and registration). is reviesed H
and modified for operationalisation.
1-1.Clarify roles of key stakeholders (e.g NTC,
GES, TED, NIU, HRMD, PSC, REO/RIU, ]
DEO/DIL) i
1-2. . Collect information of existing INSET H
practices. H
1-3, Define i for i datory,
optional training, and conditions)
I-4. Improve appraisal criteria and process of]
teacher career progression, reflecting 1-1 and 1-2
1-5. Sensitize key stakeholders (e.g. GNAT,
GNAGRAT, COE, MMDDEs etc) and gencra!l F
public about career progression in PTPDM 5
2. Existing database of feackers is reviewed and
refined to administer career progression.
2-1 Coordinate key stakeholders (SRIMPR, HRMD,
IPPD ete.) to draw a plan to review and refine the
existing databage systerm. 1
2-2 Identi] uirement o refine database. H
2-3 Modifv and test database accordingly. H
3. Mandatory iraining courses are revised and i i
developed. : H
3-1, Assess induction training needs H 1
32, Dewelop induction training courses and :
materials(beginning teacher and principat teacher 1Ty i
3-3. Develop TOT courses and materials for district
personnel,
4, dbove outpxss are refined by results of pifot.
4-1. Sensitize district personnel on  career
progression, including licensing
4-2. Train district personnel on mandatory training,
teachers’ performance appraisal and record keeping.
4-3. Support districts to identify participants for
mandatory training.

pilot results.

Support non-pilet district whenever budget is made
available by GOG to replicate

[4-4, Support districts to:
Implement training.
Issue certificates/license.
Monitor districts” monitoring of trainees.
Monitor districts fo promote teachers
database}.
Al Budget INSET related activities in their plans.
4-3. Analyse and report pilots’ progress
46, Improve outputs 1,2, and 3, in accordance with,
™



ANNEX 3

Schedule of Mid-term Review

712 Sat (Ms. Ogino)
22:00 Departure from Tokyo
713 Sun 11:35 Arrival at Accra

7i4 Mon | AM | Meeeting at JICA Ghana Office
Interview to TED(Project Manager)

PM | Interview to NTC

7/5 Tue | AM | Interview to DEO, DIC and DTST in Shai- Osudoku District (pilot)

PM | Interview to Principal teacher & teachers in Declowa Prsby Basic
School B and Dedowa Newtown D/A Basic School “A” in Shai-
Osudoku district

7/8 Wed | AM | Meeting with Project Expert

PM | Meeting with Project Expert

7 Thu | AM | Interview to Teachers Unions

Interview to NIU (Project Coordinator and members)

PM | Interview to REO in Greater Accra Region
Interview to T-TEL (DFID)

778 Fri | AM | Interview to NTC (Deputy Executive Secretary)

PM | Interview to ICT/GES
Interview to Learning Project (USAID)

719 Sat (Mr. Tanaka, Ms. Tokugawa) {Ms. Ogino)
22:00 Departure from Tokyo Classifying Data

7/10 | Sun |. 11:35 Arrival at Accra Classifying Data
Meeting with Ms. Ogino Meeting

7/11 | Mon | AM | (Mid-term Review Team)

Meeting at JICA Ghana Office
Meeting/Discussion with NTC

PM | Courtesy on MoE (GES) (Chief Director)

7112 | Tue | AM | Interview to DEO and DTO in Accra metro district (non-pilot) in

Greater Accra Region

PM | Interview to Principal teacher & teachers in Abossey’ okai b’

primary & secondary school in Acera metro district

P S



ANNEX 3

7/13 | Wed | AM | Meeting/Discussion with TED(Project Director)
Meeting/Discussion with NIU

PM | Interview to DA in Accra metro district

7/14 | Thu | AM | Internal meeting

PM | Meeting at JICA Ghana Office

7/15 Fri | AM | Discussion on summary of the Mid-term review (TED, NIU, NTC)

PM | Discussion on summary of the Mid-term review ( TED, NIU, NTC)

7/16 Sat Revising M/M

7117 Sun Revising M/M

7/18 | Mon | AM | Meeting/Discussion with DG/GES{(Project Director)

Discussion on revised PDM (GES, TED, NIU, NTC)

PM | Attending the report of the training program in Japan at JICA
Ghana Office

719 | Tue | AM | Steering Committee

PM | Interview to the Director of SPIMPR
Discussion on M/M, PDM (TED, NIU, NTC)

7120 Wed | AM | Discussion on M/M, PDM (TED, NIU, NTC)

' Lunch with participants in the training program in Japan
PM | Discussion on M/M, PDM (TED, NIU, NTC)

Interview to fhi 360 (Learning Project, USAID)

721 | Thu | AM | JCC (agreement on M/M, PDM, PO)

PM | Meeting with Experts

7122 Fri | AM | Report at Japan Embassy

PM | Report at JICA Ghana Office
17:50 Departure from Ghana

7/23 | Sat 22:45 Arrival at Tokyo

S ST



Evaluation Grid: Mid Term Review on The Project for Supporting Institutionalization of the Pre-Tertiary Teacher Professional Development and Management Policy

ANNEX 4

Evaluation Grid
Implementation Process
Main Question lrerns Sub Necessary Information/Data Sources Datidif;izm_"
Progress of activities *  Have project activities been carried out as PO PO, Project reports, | Document review
planned? Progress of Activities Expert, C/Ps Questionnaire/interview
*  Ifnot, what are such activities and why? Contributing/hampering factors and how they have been
* What are the contributing/hampering coped with (eg. Commencement of pilot activities from
factors? the 1st year ahead of PQ)
Capacity development * Have the methods of capacity Methods, contents, levels, adjustments of technical transfer | Project reports, | Document review
development been appropriate? Progress of capacity development of C/P s (TED, NIU and | Expert, C/Ps Questionnaire/interview
- How far has capacity development NTC)
progressed ?
Project management * Has the project management system been Project management structure (e.g. JCC), including | Project reports, | Document review
appropriate? monitoring, decision making process (e.g. modification of | Expert, C/Ps Questionnaire/interview
plans, staff/budget allocation etc.) .
Monitoring mechanism and status of function Project reports, | Document review
' Expert, C/Ps Questionnaire/interview
Management functions of JICA Country Office and HQs Project reports, | Document review
Expert, C/Ps Questionnaire/interview
Communications among C/Ps and related organizations, | Project reports, | Document review
Experts, JICA and relevant development partners Expert, C/Ps Questionnaire/interview
Ownership *  Have C/Ps been assigned appropriately? Status of allocation of C/Ps (numbers, posts/responsibilities, | Project reports, | Document review
timing of assipnment) in TED Expert, C/Ps Questionnaire/interview
* Do C/P and related organizations and Degree of participation of C/Ps  (e.g. meetings, cvents, | Project reports, | Document review
.\ personnel have a good understanding and activities, contents of discussions, etc.), sense of ownership | Expert, C/Ps Questionnaire/interview
the sense of ownership about the Project? Degree of performing their responsibilities
+  Have necessary expenses stipulated in Status of budget appropriateion Project reports, | Document review
PDM been met by Ghana side? Expert, C/Ps Questionnaire/interview

\};\\_
N
,
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Evaluation Grid: Mid Term Review on The Project for Supporting Institutionalization of the Pre

Evaluation based on the Five Fvaluation Criteria

~Tertiary Teacher Professional Development and Management Policy

ANNEX 4

Criteria Main Question: | - Sub Question’ 0 Necessary Information/Data Source Data Collection Method

Priority Is the project consistent | Consistency with Education Act 778 (2008) Document review
with the policies in Education Act 778 (2008) Education Strategic Plan (ESP)

Ghana 7 *  Education Strategic Plan (ESP) 2010-2020 2010-2020
*  PTPDM (2012) +  PTPDM (2012)
*  Education Bill 2015 +Education Bill 2015
Is the Project consistent | Consistency with + Country assistance strategy for | Document review
with the Japanese ODA, . the country assistance strategy for Ghana (April 2012) Ghana (April 2012)
policy?

Necessity Is the Project in line with | Reconfirmation of the needs of introducing PTPDM for MoE, | Ex-ante evaluation report, policy | Document review,
the needs of the target DEO, Pre-Tertiary Teachers documents, C/P, Experts, teacher | Questionnaire/Interview
groups? unions

Appropriateness | Has the project strategy | Project approach: Ex-ante evaluation report, policy | Document review,

as means been appropriate? *  Developing and operationalization of career progression documents, C/P, Experts, teacher | Questionnaire/Interview

mechanism to ensure active SBI/CBI for continuous | unions
capacity development of teachers
-+ Supporting to policy implementation and institutionalization
(1) Relevance bas[::d on previous support to INSET program
*  Selection of pilot districts
Status of coordination, linkages and synerpy effects with Project reports, C/P, Experts, DPs Document review,
assistances from other development partners (GPEG, UNICEF, Questionnaire/Interview
DAID, USAID ete.) ‘
Status of coordination, linkages and synergy effects with other Project reports, C/P, Expetts, Document review,
Japanese assistances Questionnaire/Interview
Does Japan have a *  Status of utilizing Japanese technical expertise for technical | Project reports, C/P, Experts, Document review,
technical advantage? assistance. Questionnaire/Interview
* Whether relevant experiences of the precedent projects have
been effectively utilized

Environmental Have there been any Information on any changes (policies, economy, social efc.) Project reports, C/P, Experts, Document review,

change changes in the project - Questionnaire/Interview
environment since

N ex-ante evaluation was

l conducted?
N N @) Achievementof | Is the Project Purpose | *  Actual and prospect of achieving Project Purpose Project reports, C/F, Experts, teacher | Document review,
(\Effectiveness | the Project likely to be achieved? Project Purpose: Career progress mechanism good for | unions, DPs Questionnaire/Interview
o Purpose nationwide replication is formed, utilizing training records and

A
~J
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Evaluation Grid: Mid Term Review on The Project for Supporting Institutionalization of the Pre-Tertiary Teacher Professional Development and Management Polic'y

-

ANNEX 4

Criteria - - | .. Main Question” - Sub Question . Necessary Information/Data Source Data Collection Method
(prospects) SBI/CBI practice of pre-tertiary teachers.
Are there any hampering | - High turnover of academic staff Project reports, C/P, Experts, teacher | Document review,
factors in achieving the | -  Any other factors unions Questionnaire/Interview
Project Purpose?
Are there any promoting | Any promoting factors Project reports, C/P, Experts, teacher | Document review,
factors in achieving the unions, DPs Questionnaire/Interview
Project Purpose
Causal Whether Project Purpose |« Verification of logics between Project Purpose and Outputs | Project reports, C/P, Experts, Document review,
relationships is to be achieved as a +  Actual and prospect of achievement of Project Purpose and Questionnaire/Interview
(Contribution of | result of Outputs
Outputs to Outputs.{Whether the
achieving Praject | Outputs in the PDM are
Purpose) sufficient enough to
achieve the Project
Putrpose.) N .
Are the important * Information on any risks Project reports, C/F, Experts Document review,
assurnptions set out in Important Assumptions: Questionnaire/Interview
the PDM likely to be 1.The related policy and personnel system is not changed
fulfilled? drastically.
2.The situation of district management is not changed drastically.
Achievement Have the Qutputs been Achievements of Outputs Project reports, C/P, Experts Document review,
level of Outputs | produced as planned? Questionnaire/Interview
Have there been any Information on hampering factors Project reports, C/P, Experts Docurnent review,
hampering factors in Questionnaire/Interview
producing the Outputs?
Causal Have the activities been Verification of logic of PDM PDM Document review,
\ 3 relationship appropriate for Actal achievements of inputs, activities, Qutputs, and Questionnaire/Interview
Efficiency producing the Outputs ? prospect of Project Purpose .
\ Do the important +  Information on any risks Project reports, C/P, Experts Document review,
\S assuriptions cause any | Important Assumption: The budget and human resources Questionnaire/Interview
\ influence? necessary for the project/PTPDM policy are provided by the
}\ Government of Ghana.
o~ Quantity, quality | Have inputs from Japan | Appropriateness in terms of quantity, quality and timing, and any | Project reports, C/P, Experts Document review,
and timing of and Ghana been problems and how to cope with them Questionnaire/Interview
inputs appropriate in terms of

\N
NJ
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Evaluation Grid: Mid Term Review on The Project for Supporting Institutionalization of the Pre-Tertiary Teacher Professional Development and Management Policy

ANNEX 4

Criteria- - .| - Main Question. - Sub Quﬁtion- Necessary Information/Data Source Bata Collection Method
quantity, quality and
timing?

Cost efficiency Are there any | Any evidence to reduce the costs and increase efficiency of the | Project reports, C/P, Experts Document review,
measurements taken to | Project (¢.g. utilization of existing resources, cooperation with Questionnaire/Interview
enhance cost efficiency? | relevant support from other DPs etc.)

Policy aspect Are relevant national Information on Policy documents, project reports, | Document review,
policies/institutional » relevant national policy C/P, Experts, teacher unions, DPs Questionnaire/Interview
settings likely to institutional settings '
continue favorably?

Organizational Is TED/NTC able to Information on Project reports, C/P, Experts, DPs Document review,

and institutional | implement PTPDM + NTC Questionnaire/Interview

aspect policy nation-wide after + GES
the project completion? + TED
' NIU
human resources
(5) financial aspects | Have C/Ps organizations | Prospects for budget allocation and whether Ghanaian side can | Project reports, C/P, Experts, DPs Document review,
Sustainability undertaken measures to bear necessary expenses after the project Questionnaire/Interview
{Prospect) secure sufficient funds + TOT
for +  Induction Training for BTs
continuing/scaling-up +  Training for HT Aspirants
the project outputs and = Others
effects?

Technical aspect | Can C/Ps be technically *+ Degree of capacity developed in C/Ps personnel in terms of | Project reports, C/P, Experts Document review,
independent to the following: Questionnaire/Interview
continue/scale-up the - Facilitating and materializing PTPDM Policy Implementation
project outputs and - Conducting TOT for by NIU
effects after the Project? | - Database operation and management at district and central

- REO, DEO to implement _induction training

Evaluation Grid - 4




ANNEX 5

Input by the Japanese Side
1. Assignment of Experts

JICA Expert Team

B ,
Team Leader /
1 | Kenichi TANAKA Human Development 9_5 ‘ 6_0 1§5 5;2
Management (1)
Deputy Team Leader/
2 | Kenji OHARA Human Development (ig)*s . 2?0 2)6 (1:42)
Management (2) )
5| Albert Kwame ;z*ffcf;jr Training 27 13 40 13
AXYEAMPONG Teacher Education (22) (20) (42) 0.1)
s Database (Analysis 35 31 66 22
4| Yuji OZAKI and Design) (25) 24) @) | @5
o Planning/Implementa 110 165 275 9.2
3 | Kenichi JIBUTSU tion of Training @ - (€))] 0.2)
6 | Ryusuke YAMACHIKA Project Coordinator/ 192 93 285 9.5
Local Government - - - -
. Project Coordinator/ - 30 30 1.0
7| Megumi SHIOTA Local Government - - - -
Project Coordinator/ - 67 67 22
‘ Local Government ) - ) (0.1)
8 | Kyoko YOSHIKAWA
Training in Japan ) (15) (15) (0.8)
. 665 679 1,344 44.8
Total: | 57 (59) a) | .8
* PFY: Project Fiscal Year
Ist Fiscal Year (PFY2014): May 2014 — June 2015
2nd Fiscal Year (PFY2015): August 2015 — August 2016

**{ )}  Assignment days out of Ghana

Source: Project Report

2. Assignment of Local Consultants

Coordination and revision of

(Education Policy) PTPDM Policy
Implementation Plan

Paul N. BUATSI

Source: Project Report



3. Training in Japan and Third Countries

(1) Counterpart Training in Japan on PTPDM Policy

Year | i intry) - Nam D
2016 Teacher Professional Strengthening Mr. Enoch Cobbinah I
Development and skillsto revise | (Chief Dierctor, Ministry of Education)
Management Syst'em PTPDM Policy Mr. Jacob AAworb-Nang Maabobr Kor 2
53353)" and Kochi, (Director General, GES)
Mr. Emmanuel Tawiah Aboagye 3
{Deputy Executive Secretary, NTC)
Ms Judith Esther Ofeibea Donkor 4
(Director, Human Resource Division, MoE)
Dr, Evelyn Owusu ODuro 5
(Director, TED, GES)
Mr. Yakubu Alhassan
(District Director of Education, District | 6
Education Office, Sevelugu, Tamale)
Ms. Grace Agyeman Duah 7
(National Trainer [Science], TED, GES)
(2) Other training in Japan and in the third countries from 2014 to 2016
YEAR DURATION TYPE OF TRAINING NO.
29% Sept - 17
2014 27th Third Country Training in CEMASTEA, Nairobi-Kenya 5
' Oct. 2014
JFY 19th Nov - 20th R S ' :
INSET Management in Aftrica (Anglophone Countries), Japan 1
2014 Dec, 2014 - B :
19th Jan - 6tk | TCTP Training  Programme on. Mathematics and Scierice.|

2015

Pev,2015 |

ap; !

28th Sep - 16th

30th Third Country Training on Mathematics and Science

2015 6
Oct, 2015 Education, Nairobi

2015 | T |

7 | Dery 2015 R

2016 11th Jan - 6th | Strengthening of Local Education for SMASE-WECSA in )
Feb, 2016 Sub-Saharan Africa

2016 6th Jun - 24th | Enhancing Teacher Professional Growth through the Practice of 3
June, 2016 Lesson Study in Zambia

Total Number of Participants of Training in Japan: 9

Total Number of Participants of Third Country Training: 21



4, Provision of Machinery and Equipment

(a) by Project
Data of - . .
. . . . . " Unit Price Total Price Place to | Condi
No. Regﬁsﬂtr;;:mn Item Specification Qty Unit Price Total Price @sD) (USD) Keep - | tion Usage
1 2014/12/17 4x4 Vehicle Toyota Fortuner 1 - - USD 32,823.99 | USD 32,823.99 TED A A
2 2014/10/30 Multipurpose Photocopier | KONICA MINOLTA C364 1 GHS 28,000.00 | GHS 28,000.00 - - TED A A
Processor i7, RAMSGB,
2014/11/21 Laptop Computers HDITB, WINS 8 TED A A
: Colour, A4-A3, Duplex

4 2014/11/21 L ’ ’ - -
aser Printer unit, 25 ppm ! GHS 55,580.00 TED | A A
5 2014/11/21 Projector ANSI Lumen 3000 1 - - TED A A
6 2014/11/21 Screen for Projector - 1 - - TED A A
7 2014/11/21 Digital Camera 14.1 Mega pixels 2 - . - - TED A A
8 2014/6/3 Air Conditioner CS-PC 18MKH 1 GHS 1950.00 GHS 1950.00 USD 649.67 USD 649.67 TED A A
9 | 2014626 (Innz*‘]]‘;‘l?;'ﬁgy) DELL-OPT 70101531500 | 1 | GHS3865.17 | GHS386517 | USD1287.74 | USD1287.74 | TED | A A
10 2014/713 Video Cam SONY HDR-PJ340 BJE3 1 JPY 6458.00 JPY 64580.00 USD 637.18 USD 637.13 TED A A
11 2015/3/2 Air Conditioner Daikin Split 2.5HP 1 GHS 2400.00 GHS 2400.00 USD 688.42 USD 688.42 TED A A
12 2015/3/10 UPS Vision Budget 1200 UPS 1 GHS 883.81 GHS 883.81 USD 253.51 USD 253.51 TED A A
13 2015/5/20 Ring Binding Machine Combinder C250 Pro 1 GHS 1702.13 GHS 1702.13 USD 442.26 USD 442.26 TED A A
14 2015/5/28 Conference Table FM2412 1 GHS 5617.02 GHS 5617.02 USD 1702.13 UsD 1702.13 TED A A
15 2015/6/10 Generator 5.8KVA, Petrol engine 1 GHS 5974.00 GHS 5974.00 USD 1474.32 USD 1474.32 TED A A
16 2016/3/31 Notebook PC HP 8570W, Intel Corei? 1 GHS 5904.36 GHS 5904.36 USD 1484.31 USD 1484.31 GES A A

Total USD 41443.48

*items 1-7 are procured by JICA Ghana Office
**Fxchange rate of this time of purchase

Category of Condition (Annual average)
A Excellent BFair C'Poor D:Unable to Use

Source: Project Report




(b) by JICA Office

S A s
4x4 Vehicle (1) UsD 32,823.99 | GHS 104,169

Video Camera (1) ‘ UsD 637.13 | GHS 2,070

Air Conditioner (2)

Desktop PC (1)

UPS (1)

Ring Binding Machine (1)

Conference Table (1)

GHS 2239213

PFY2014
Generator (1)

Multipurpose Photocopier (1)
Laptop Computers (8)

Laser Printer (1)

Projector (1) GHS 83,580.00
Screen for Projector (1)
Digital Camera (2)
PFY2015 Notebock PC (1) - GHS  5,904.36
Total GHS 218,115
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5. Local expenses

Unit: JPY

. Salary, Allowance for
1 | Assistant, Secretary Assistant, Secretlary, etc. 382,169 1,318,562
Remuneration (except Salary, Allowance for Local
2 Assistant and Secretary) | Consultant, etc. 7,222,631 9611,576
3 | Car related Expenses Rental car, Fuel, Drivers 2,428,340 1,207,137
salary, etc.
4 { Rental Fee Conference Room, etc. 383,700 1,021,732
5 F aC}llty and Equipment Mamt‘enance of Copy 169,886 497,235
Maintenance machine, etc.
6 | Consumables Paper, Copy, Stationary, Ink 2,086,468 434,245
for Printer, etc.
Travel Accommodation, Per Diem,
7 (excluding ToT) ete. 218,174 )
8 | Communication iﬁemet fee, Recharge card, 329,242 79,561
Photocopy, Printing and | Printing materials,
9 Binding Advertisement, etc, 1,775,335 56,222
11 { Others Snacks for meeting, etc. 487,611 29,963
Total 15,483,556 14,256,233
Total (a) 29,739,789
Unit: JPY

Worlkshop/Training for Central Gov./District

Training for Trainers Accomodation, Per Diem, 2.996.436 }
8 (2014/11 and 2015/4) ete. for ToT e
‘5 | Training for Trainers Accomodation, Per Diem, } 856.300
-’é’ (2016/4) etc. for ToT ’
CoE Workshop (2015/6) Qﬁc"m"da“"“’ Per Diem, 3,168,409 ]
Workshop for Career Accomodation, Per Diem, 301.478 )
_. | Progression (2014/7) efc, ’
= . .
£ Wor'kshop for PTPDM Accomodation, Per Diem, i 1,127,643
3 Review (2015/9) efc.
Workshop for PTPDM Accomodation, Per Diem, ) 139.667
Review (2016/5) etc. ’
Total 5,766,323 2,123,610
Total (b) 7,889,933
Grand Total (a) + (b) = Unit: JPY 37,629,722

o=t



Input by the Ghanaian Side

Assignment of C/P Personnel

ANNEX 6

Name Title Organisation From To
Charles Aheto Tsegah Director General GES May-2014 | Jan-2015
(Project Director)
Jacob A. Maabobr-Kor Director General GES Jan. 2015 | Present
(Project Director) .
Samuel ANSAH Director TED, GES May-2014 | Dec-2014
(Project Manager)
Director
Evelyn Owusu ODURO (Project Manager) TED, GES March-2015 | Present
Gershon K, DORFE INSET Coordinator TED, GES May-2014 | Present
Gideon AHOHOLU NIUJ Member TED, GES May-2014 Present
Francesca HAIZEL NIU Member TED, GES May-2014 | Present
Nana Yaw Safo-Kantanka NIU Member TED, GES May-2014 | Aug-2015
Grace Agyeman Duah NIU Member TED, GES Jan-2015 Present
Francis Addai NIU Member TED, GES July-2016 Present
Lawrence Sarpong NIU Member TED, GES July 2016 Present
Hazel Konadu Sarpong NIU Member TED, GES July 2016 Present
Augustine Tawiah Executive Secretary | NTC May-2014 | Present
Emmanuel T. Aboagye Deputy Executive NTC May-2014 | Present
Secretary




'ANNEX 7

Implementation Plan of the PTPDM Policy

Component 1: Disseminate Key Stakeholders

The TED/GES in collaboration with the NTC shall brief the PTPDM policy, emphasizing on
role & responsibility of key stakeholders, licensing, registration, new career path and

implementation schedule to the following key stakeholders:

216 District Directors of Education (DDE)
10 Regional Directors of Education (RDE)
38 Principals of College of Education (COE);
- 3 Representatives from Each Teachers Association (GNAT, NAGRAT);
2 Representatives from Each Subject Teachers Association (GAST, MAG);
5 Representatives from Each Conference (CODE, PRINCOF) ‘
2 Representatives from National Council for Curriculum and Assessment (NACCA),
National Inspectorate Board (NIB), National Council for Tertiary Education (NCTE),
University of Cape Coast {UCC), University of Education, Winneba (UEW) and

" Public Service Commission (PSC)

A N N N N SN

Component 2: Institutionalizing Record of INSET, Licensing and
Registration System
2-1: Develop a Framework of Record of INSET, Licensing and Registration
The framework shall include;
v" List up all mandatory INSET and optional INSET for teacher, headteachers and GES
oﬁicial with framework.
v' Develop a framework of recoding INSET for each person.
v"  Licensing
< Develop a Criteria of issuing license. The draft criteria are; 1) the teacher has at
least one year teaching experience at basic school after obtaining diploma or
higher qualification; 2) the teacher has a record of receiving induction course
issued from histher head of school; 3) the teacher has a record of receiving
induction course issued from his/her district education directorate; and 4) his/her
headteacher issues a recommendation letter with endorsement of circuit
supervisor and district directorate.
v"  Registfation Database
< Identify necessary data of Registration Database

B0



< Develop a plan to integrate databases;: EMIS, IPPD, registration database and
human resource database (handled by HRMD).
« Criteria of updating database
v Flow chart of record of INSET, updating database and Licensing

2-2: Develop Registration Database

2-2-1 Develop detailed design of flow chart

2-2-2  Develop registration form at district and national level.
2-2-3  Select Computer Application

2-2-4  Develop database

2-2-5  Train database manager and operators.

2-3: Develop Guidelines for Record of INSET, Licensing and Registration
2-3-1 Draft guideline on posting, monitoring beginning teachers, record the
monitoring data and judgment of promotion to licensed teacher.

2-3-2. Develop manuals on the above said guidelines.

Component 3: Develop Grand Design of Career Development

3-1: Develop a Framework of Grand Design of Training and 3-2: Develop a
Detail Design of Each Training

The draft is as follows;



Teacher Career Competency Framework

Min. Years
of Service

on rank

-
pg

Career Level /

Position

Professional
beginning
Teacher
(Diploma)
Professional
Beginning
Teacher
(Graduate)[1]

Career Level Description

basic
knowledge and skills in
teaching
accredited

institution and capable of

Has acquired

from an

training

performing basic functions
of a classroom teacher
under supervisibn and
guidance, such as
lesson
notes, TLMs for effective

lesson

preparation  of

delivery and
classroom management.
In addition,

Teachers are to pass a

Beginning

prescribed assessment to
satisfy an appraisal from
their Heads.

Competency Statements

Knowledge and skills expected to

be exhibited

» Demonstrates knowledge of

health and life skills and
gender issues that leads to
changes in behaviour in all

pupils/students.

* DPrepares appropriate

lessons to improve
students/pupils’ learning

outcomes.

+ Identifies the learning and

psychological needs of all
children and prepares

lessons to address them.

¢ Preparves professional

portiolio and log-baok for

self- assessment.

*» Demonstrates use of

formative and summative
assessment to enhance
pupils and students’

learning.

o Demonstrates knowledge of

1. Induction

. Conditions and

Training Needs

Training
(Mandatory): '

a. Coping strategies (managing

relationship)
rights of

employment

. Classroom and school facility

management

. Time management
. Use of ICT in teaching and

learning

. Introduction to INSET
programme
School and Cluster Based
INSET (Mandatory)

. Must be able to attend at least

4 8BI and 2 CBI within a year

. Facilitate at least 1 SBI in

their school within a year
Orientation for New Teachers
by Head of Schools, HoD and
CS

2. Basic report writing

6. Portfolio preparation

Further

Training Needs

1. Child Rights and
Responsibilities
including Inclusive
Education/gender

3. Basic ICT Skills
Classroom and school
facility management

5. Teaching techniques

(as a method of
teacher preparation,
professional
development, and
teacher assessment).

7. Classroom Assessment

3



pupils/students

Non-Professio | Has acquired some passes Demonstrates knowledge of | 1. Induction Training 1. Teaching Methods.
nal Diploma in WSSCE the school as a community | 2. Teaching Methods Special and inclusive
Non-Professio | /CERTIFICATE II and school-community 3. Special and inclusive education education.
nal Graduate | examination. At least relationships 4. Lesson Plan Preparation . Lesson Plan
Non-Professio | credit passed in English 5. Classroom and School Facility Preparation,
nal Technjcal | language - and Management ] Classroom and School
Mathematics and twe 6. Educational Psychology Facility
passes in elective subjects 7. Introduction to Assessment Classroom
including higher management
certificates. . Psychology of learning.
. Introduction to
assessment for
learning.
Licensed Has met requirements for Demonstrates professional 1. Basic Management Skills Curriculum analysis.
Teacher (LT) | licensing after completing duties and responsibilities Training . Working conditions of
(Diploma) an accredited programme as enshrined in the working Assessment Training service
Licensed of induction and can conditions of the Ghana Basic Teaching Methods and . Reflective practice.
Teacher (LT) | perform professional Education Service. Managing Challenging Topics | 4. Instructional
(Graduate) responsibilities such as Demonstrates enhanced 4. Communication Skills Management; (Record
managing classrooms, reflective practice in Basic ICT Training keeping and
\ good lesson delivery and teaching and learning. 8. Subject Contents Training utilization)
2N design, prepare and use Applies appropriate (KG, Prim., JHS and Sec/Tech | 5. Planning for
TLMs to enhance learning technology in lessons to schools differentiated
outcomes under minimal ensure pupil/student Instruction
i supervision and guidance. learning and achievement. . Further ICT training

S

4




Develops effective growth
plan to address professional
needs.

Maintains accurate records

on students/pupils’ learning.

=

Basic communieation
skills
(Teacher-Teacher,
Teacher-
pupil/student, teacher-
head of schoal,
teacher- parents,

teacher- circuit

supervisor).
Performs professional Demonstrates capacity to Guidance and Counselling 1. Facilitation skills
responsibilities appraise other teachers. Training 2. Managing People,
confidently. Is capable of Demonstrates capacity to Basic Mentoring and Coaching Time, Material
offering guidance, motivate Skills Training Resources
mentoring and coaching to teachers §51))] to {3. Managerial and Leadership 3. Analytical Report
other teachers at School, improve teaching Skills Training (including writing
Cluster and Circuit level. proficiency. Educational Policies, 4, Management of
Senior Has mastery of subject and Demonstrates knowledge in Introduction to Financial INSET (SBI/CBD.
Teacher is effective in managing school level curriculum Administration and Appraisal 5. Guidance and
(Diploma & | school and community design. Skills) Counselling Training
Graduate) relationships Demonstrates high level . ICT in Teaching and Learning 6. Mentoring and
proficiency in teaching . Data Collection, Interpretation Coaching Skills
Demonstrates capacity to and Analysis Training Training. 7
coach and mentor other Subject Contents (Curriculum 7. Managerial and
teachers to improve Issues) Leadership Skills
professional skills. Training (including
Demonstrates clinical Educational Policies,
supervision skills at school Introduction to

CS




level
Demonstrates capacity to
organize and lead in service

education and training
(INSET).

Financial
Administration and
Appraisal Skills).

8. School data analysis

and interpretation.

Principal
Teacher
(Diploma
Graduate)

&

Can serve as a head of

| basic = schoolhead — of

department of SHS and /or
a resource person, coach
senior teachers - and
implements strategies that
lead to school
improvement. Has ability
to mobilize resources for
school improvement and

writes good proposals.

Demonstrates supervision
skills to support teachers to
work effectively.
Demonstrates knowledge
and skills of procurement
laws and audit régulations
in schools.

Applies good practices of
school governance to ensure

quality education delivery.

Understands and

- appropriately interprets

education policy for school
improvement.
Demonstrates ability to
work collaboratively with
school and community to
improve student/pupil

learning and performance.

. School Leadership and

Management Training
(including Monitoring and

Evaluation)

. Management of INSET (SBI /

CBI, etc.)

. Mentoring and Coaching Skills

4. Financial

Administration

Training

. Leadership for Change

1. Managing People,
Time, Material
Resources

2. Monitoring and
Evaluation

3. Clinical supervision

4. School Finance
Management

5. School Leadership and
Management Training.

6. Training in Education

policies.

Senior

Principal

Can serve as Assistant
Head of a School (Basic

Demonstrates supervision

skills to support teachers

1. Legal regulatory framework

2. School Financial Management

1. Leadership for change

and learning

6




Teacher

and Senior
Highftechnical). Able to
initiate school level change
and create an environment
that promote learning for
all pupils/students and
staff

and non-teaching staff to
work effectively

Plan and review
school-based curriculum and
assessment
Demonstrates high level
capacity in developing
teaching and learning
materials

Demonstrates innovative
pedagogical, content and
technological knowledge
Demonstrates school
leadership and resource

management skills

Human Resource Managment
Skills in evidence-based

research

. Mentoring and professional
- skills
. Proficiency in ICT.

2. Curriculum and
assessment
enrichment

3. Inﬁ:oductory Action
Research

4. Further ICT training

-

Chief
Principal

Teacher . -

{Graduate)

Can serve as Head of a
School (Basic and Senior
High/Technical/Vocational)
Has ability to coach
teachers in Senior High
Schools and
technical/vecational
institutions.

Demonstrates
understanding of finaneial
administration for effective
school management.
Demonstrates collaborative
leadership skills for school
improvement programmes.
Demonstrates school
management skills.
Demonstrates capacity to
model effective teaching for

. Training on

ICT training

Financial Administration and
Management Training

Resource  Mobilization and
Management Training
including Proposal Writing.
Communication Training.
Educational
Policies.

Training on Monitoring and

Evaluation.

1. Resource mobilization
and utilization

2. Conflict Management
in Education.

3. Education data
analysis and planning.

4. Action Research

5. Community
mobilization

7




mentorship training.
Demonstrates capacity to
utilize information from
EMIS data, research-based
data to improve school
performance.
Demonstrates capacity to
promote participatory
approaches with
stakeholders for school
improvement,

Applies team building and
management techniques to
motivate teachers to

improve their practice.




el
e

Director

Can manage schools and
education staif at district
level to secure qualitative
improvements in schools.

Can coordinate academic

programmes In a School; |.

Plays significant
leadership role in
community development

within area of jurisdiction.

Develops plans to meet
commitments, goals and
deadlines.

Sets appropriate
professional performance
contracts in line with GES
goals.

Demonstrates ability to
evaluate own performance
and act on changes
required.

Demonstrates capacity to
Initiate research and
consultancy for education
improvement at district
level.

Implements best practices
to improve education
delivery at district level.
Understands and
appropriates local
government laws and
policies to improve
education standards at
district, municipal or
metropolitan levels.
Demonstrates ability to

Tactics for Becoming an
Empowering Leader
Creative Problem Solving:
Innovative and Creative
Leadership

Conflicts Management
Strategic Leardership:
Knowledge Management and
the Learning Organization

ICT Training

Public Relations

Critical thinking skills
Public Speaking

Social accountability in
education

Performance Monitoring
Advanced ICT Training




mobilize school community
for collective action to
improve education.
Contributes to public debate

on education through a

. variety of public media

platforms

S5 o

Senior

Director

Highly skilled manager of
education with capacity to
develop and implement
sector-wide strategies for
school improvement at
pre-tertiary level. Has
strong collaborative
leadership skills for
sector-wide management.
(including the
community/nation)

Has responsibility

for managing

Develops professional work
plans to achieve required
results at regional and
district levels.

Utilizes education
standards and criteria for
measuring success in v
education delivery at
regional and divisional
levels.

Solicit and implements
stakeholder contribution for

education improvement.

=

4.

Leadership and Motivation
Effective Leadership
Behaviours and Attitude
Contingency and Situational
Leadership Skills

Global
Management
ICT Training

Human Resource

Education sector
—wide planning

Policy formulation and
impleméntation
Stakeholder analysis
and partnership
Whole school strategic

management

. Advanced ICT

Training.

10




schools

regional level

at

Provides best practices in
performance management
to improve education at
regional and national level.
Has knowledge of
technology and information
systems to monitor and
enhance education

management.

e

11




3-3: Develop Training Materials and Training Guidelines
v' Develop training guidelines for Beginning teacher, Licensed Teacher and
Senior Teacher (Principal Teacher Aspirants).
v Develop training materials for Beginning teacher, Licensed Teacher and Senior

Teacher (Principal Teacher Aspirants).

3-4: Piloting. ‘
v Conduct Pilot implementation in 3 districts in 2014-2015 academic year and 5 districts
from 2015-2016 academic year.

3-5: Finalizing The Materials.
v Request written consents from the NTC en finalization of this materials

3-6: Printing and Distributing the Materials.
v" Request written consents from the NTC on finalization of this materials
v" Carefully examine which options shall be taken, offset or photocopies.
v If offset, bidding process takes around 6-12 months

P Aty
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Career Progression

Principal
Director
| Senior Master Teacher Senior Director

re

Master Teacher Associate Director

Senior Principal Teacher
Principal Teacher
Senior Teacher

hd .
JuniorTeacher Junior Teacher

i Principal
Master Teacher

Senior Master Teacher

Master Teacher

ANNEX 8

Principal
Director
Senior Director
+

Associate Director

Senior Principal Teacher

Principal Teacher

Senior Teacher

Senior Teacher

Figure 3-2: Teacher Career Progression (Graduates)???




ANNEX 9

PTPDM Policy Framework Guideline

Table of Contents

1. Pre-tertiary Teacher Professional Development and Management Policy (PTPDM Policy)
1-1. Outline of PTPDM Policy

1-2. Concept Map of PTPDM Policy

1-3. Focus of PTPDM Policy

1-4. Components of the PTPDM Policy

1-5. Responsibility for the Components of the PTPDM Policy

2. Teacher Rank

2-1. Key Changes in Teacher Ranks
2-2. Pefinition of Teacher Ranks
2-3. Classification of Teachers

2-4, Salary Level

3. Career Progression

3-1.Career Structure for Teachers
3-2. Process of Career Progression
3-3. Process of Career Progression
3-4, Career Path

4. Teacher Competency

4-1, Target

4-2. Flow of Competency Building

4-3. Teacher Competencies Framework
4-4, Teacher Competencies

5. INSET Programme

5-1.The Focus of the INSET Programme

5-2. Roles and Responsibilities in the INSET Programme
5-3. Structure of INSET Programme

5-4. Types of INSET Programme

5-5. Training Courses

5-6. Annual Schedule of INSET Programme

5-7. Training Record

6. Promotion

6-1.Key Changes of Promotion

6-2. Process of Promoticn

6-3. Responsible Personnel/Organization
6-4. Requirements for Promotion

6-5. Timing of Promotion

6-6. Procedure of Promotion

6-7. Criteria for Promotion

7. Teacher Performance Appraisal

7-1. Target of Teacher Performance Appraisal
7-2. Appraisal Periods

7-3. Process of Teacher Performance Appraisal
7-4. Key Result Area and Targets for Appraisal
7-5. Appraisal Rating and Definition

<l 50



ANNEX 9

8. Licensing

8-1. Target of Licensing

8-2. Responsible Organization
8-3. Types of License

8-4. Process of Registration
8-5. Process of Licensing

8. Appointment to Positions with Additional Duties

9-1. Key Changes in Positions with Additional Duties

9-2. Process of Assigning Additional Duties

8-3. Responsible Personnel/Organization

9-4. Requirements for Appointment to Position with Addltlonal Duties
9-5. Timing of Appointment to Position with Additional Duties

9-6. Procedure Appointment to Positions with Additional Duties

9-7. Criteria of Appointment to Positions with Additional Duties
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Baglnalng Toocher {induelion)

Competency-based Teacher Standard

_ANNEX 10

ASAstoni Diroctor |

Deputy Diacior

~ Dicacior Il

Sanlor Prineipa) Toachor

House Master, HoD, Chagtein , Imam,
Guidence and Counsell

Wasier Teaches / At3acisle Direcior

s-wMuurTmlsworumdnr

Diracior |
PelrCIpal Maslor Teache [ Principal
Ditacior

House Master, HoD, Chapiain , Imam,

Atdudes

Reniann 1 Pro

Atans

HoD, Guidonc
axample of positions {proposed) . g Guidance and Gowseliing Goordinator,
+ School Toachet eacher Goordinalor Resistant Hoad of Schoot. | ™ assistant Waag of Schodt. Homdof ' | asalton Haad of Schos, Hova o
+ Divtrict, Reglor, HQH| Circull Supendsor, Assistant Diroctor Unii Head Supervision, HR, plsnning and Statsles

Professiona! sinlea [Gtzens sod

snd responsibilities

Comply with fogal and eXhical Teacher coda of conduet

{Fufill obiig ation, dulies and responsibiities Lo gevemment,
society

[Activety pBriicipate In sducationa! actvities coganized by the:
govamment

[Contributs 16 the developmen of cucation and the proMEson
ol 1aachers' well-being a3 wedl s studants” al school, ocal
Jcommunity, segionsd, netional, and global levels.

Demonstrale high tolerance and non-discrimination to
students in terms of sociceconons< sistus, disabllity,
institulions, sexdualily, gendar, refigion, abilily, culture and

enihoicily (disorace),
[Demonatrate lova morsdy, care,
studants 5nd their welisre and be willing to offer their secvica,

and concam for their

Behmviour  [chllenge.

trong will and

in times. of

|Derbasteta & sense of pada.

[Be a good role model and be prepered {o lsam,

- Moot biigeons to Students by hutNing

+ Moet obiiqailons 10 schoal by fulfiicg
roles and

|+ Mesl obiigniions i commurty by

Competencies In Eagh Rank

15162105

- contibiLa 1o Iimpitve educabional

Disirict Drector, Division Dérecloc (HQs)

- Contrinde Lo improve educetion beyond

Ibenavicurs that upbols the dignity of
tanching.

ity
school and bo prepared to team.

needs ol ealf, :

o

jof multi-medLa to ensure quality
leaching and learming.

{Flan

Activitios Jo

ischool based on the [deniified needs.

mpiamant peolassional development activiies and apply
llessons eamed
Iptanning and delivery.

rom thesa ackivilies for tha Imeroved (esson

[cosching.

|Support and cooperale with other oolisagues o overconms
[ihelr dificuities In banding challanges through mentoring snd

Kaep records of professional developmant activilies and
[ropart them to soek advics for improvement.

advice for further Improvemsnt.

nd give

Mﬁlltnq mies and mporw‘hmllm daibvery I their schaol, cfusiar and cirtult. |+ Sets challenglng and reslislic: » Demonstrale understanding of local |Ghana.
Cofmmalolmmﬁdndlﬂw [+ Conlrituta lo edueation Inline policies andworking |- lnvosly 5 and effort kx onsuna Jong-
lin school. el mgulaunm Inal Ioghlil:ﬁ nm with GES goals. [principles in educalion and [
P-mdp-m in acthvities ipal activitles isupplies’ activil [improvement infomalion for schonls and at J« of working
organized by school ectively. ovvarizad by school and community - Damonsirele und-uunmg o scucation diveciorales to implemenl. district, municipal and metrogolian tavels. Ipriacipies, policies, plans and reguiations
voluntadily. feducational policy planning and - Supports senools end directorates to of Intsmational re:ations 2nd
implementaton. draw action plans for davelopment .
« Contribule o improve educatlan In programmes.
school, cluster and circul. + Apply participatory moniloring
| Organize educalionar achivitles in
jschodt. involvement in developmenl programme:
implemenaion,
* Treat shuden respect fo with respect |+ [+ Slays focused on goals desplle - Stays locused on goals despile [» Ireract wilh alf siakehoiders in ensure
and consigeration, and be coocamed for nnd and and obstacles and disnuplions. obslacles and clsniptions. el fforis s gaared lowands quality
[their development as leamers. thekr development as leamers. ouns]dﬂﬁm. Illd are be concemed for 1 teachir
Pamuinﬁmddlaﬁﬂm keeping]* Mamh’n.allwm and exhibit their as leamers. jadwcalion and sducationd joumals .
|4 positive dlsposition. il uphaoi the dignity of | Contritmets o public dpbate.
[+ Malntain & stature and exhibit lanching.

Istandands In Leaching through the use |

« Prepara a professicnal growth plan end
executes It
« Prepares

E

Raswdlul&aﬁm mklvation and

ammmnuwmwmm

become high achievers. in education,

[+ Conduct action research In his o her

aron of speci alisalion

» Publish pagers and books In hls or her
subject area.

support.
swpmw platform B4 structures for
Ca|||rmous Profsssional Developmant

necessary. j*« Conduct formal o el feachers in the school

= Implament improved teaching and jonJT [have oppoctanities for mentoring,
lsamning aclilies. from SBVCH), [» Suppo teachers Lo prepare portfolios  [ogaching and mulual learning,

+ Support new lsachers by familiarising |+ Idenlify the teaching requirements of JT |« Ensure thal recards of all SBUCBI
Iherm wilh the school envirpament. mmummm including atlendanca are kept.

*Keeg record of leaming crilical |+ Provide expert knowtedge in cumicutum.
acthites. Wnldng EXfis and problem - solving reforms and design,

[+ Support JT 1o prepare professienal
[riwih plan 8nd monitors JE to executa it

uy Teniiy Gwn prolessronal leaming 1/eeds |- [Genify chalienges Bl fellow (oachers. |- SeI6a CL In BGooraancs wiih e - Conduct needs assessmen [~ Sopervive all scivties 61 e GRuidl - bk cepesity 20 spporiio
s personal  fand cort persocal  {ere facing and develop & tmely acion  juricria. - Provi i bject arsa fih regards jon fimplement INSET CPD sctvitirs i dlstict
leaming otan for SBUCE] biased on them. - Apply team building and managemenl | Assist schools in oeganizing and and Instructionsl delivery of INSET,  {level
'+ Idenufy cwn professional leaming needs §- Organize SBICBI es a facilitator, * Serve as a resounce person In SBUCB). ftechniques 1a support colleagua teachers [dellvering INSET, [Conlinyes Professional Development j» monitor and evaluste the status of
and conibule in preparing action gian for fincluding s pregaration. - Propara an action plan for SAUCEIwith fand education praciitioners. - assess the perfomance of HTs / cro). INSET CPD activities at district level, and
| School Base lnsert/Cluster Based Insert [+ Helo olher feachers to overcome thair  1CL and staff members. = Supports district level school leachers through the monfloring of lesson |« Co-ordinals and supervise il Jthe qulity of INSET CPD progrinie and|
(SBUCEN In collaborzion wilh Cussicutum Jditiculies in hendiing chatlenging fopics 1= Sensitise stefl oathe CL taining dsion by working with Lhe anpraved [planeing and Inlesventions for promoting
Leaders {CL). in the primary sytabwss. Jconcept, its implications and the [structures and procedures. - assist greparation for DIE. INSET. CPD- - assess common INSET CPOInesds
Pmpwv-llassmplanlndhadum j» Keep racond of Tearning f the SBICE! |» Ensure thal districl ofica parsonnal ihrough AIPR and plan for action.
Leaning Materials (TLMs) for SBUCBL,  {activities. | Ensuze al leasl two SBI and one CBI (MT) jcharged with axsisting and moniloring + Duwlnp pm!!s!lu!a‘l work plans o
give professional l« Respond to teacher appraisal needs  lprogrammes are organised every tem « review schemes of werks of INSET £ePD 10 tesulls
suggeslions and faciitale SBUCRIwhen land thal teachers have lime for them, subordinales. jensura their effectiveness. d HHIIIT, [ va!uas stakehaldors’ attach

1o £ducation and designs measures o

[« Eerisure that tachers” parformance is

tesson pisnning and presenuation.
+ Develops systems ta engage, track

irack tesr

durations? programmes.

(MT)
» bty to superdsa or ecit local
L ioumals.

M)

» Ability 15 eganise regi

CPD.

- Plon and oeganise worshops and
|seminars for ioachers.

» Advisa on general educational {ssves
* implament aducational policies
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Concept of the Database system

ANNEX 11
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South: 3 pilot districts

List of training

ANNEX 12

sz

Training District Implemented Days No. of participants Source of Funds
ToT on Induction Upper Manya Krobo 15
Training for Ajumako / Enyan / Essian 17-21 November, 16
Beginm 5 46 Jca
cgtning Shai-Osudoku 2014 15
Teachers
.. Upper Manya Krobo 16 Participants from
oron E;f;ﬁtgs Ajumako / Enyan / Essian | 27-30 April 2015 4 15 45 JICA and NIU from
Shai-Osudoku 14 TED
Uppet Manya Krobo 55
Induction Training . . 45
for Beginning | “3vmako /Enyan /Essian | 10 0 petruary, 2015 5 (BTs: 45 + HT:33, Facilitators:15) TED (IGF)
Teachers 2015 Shai-Osudoku .57
sy (BTs: 57 + HT: 20, CS: 7,Facilitators: 15)
Upper Manya Krobo 4 50 BT paid 30 GHS
. .. . BT paid 20GHS
Induction Training Ajumako / Enyan / 40
for Beginning Essiam 9-11 March 2016 3 (BTs:40 -+ Facilitators: 6) and D;:rilelpport
Teachers 2016 3
Shai-Osudoku 14-18 March 2016 5 (BTS: 49 +HT: 13,CS: 1, Facilitators: 14) BT Paid 50 GHS
85
(HT: 55, Re tatives for Assistant
Upper Manya Krobo 25-29 May 2015 5 HT (SHS): fﬁ‘“(’)egsa(é‘ﬁs): 16, Circutt TED (IGF)
Supervisor 7)
42
HT Training for SHS 5 HT Training for SHS TED (IGF)
Training for HT 22-23 June, 2015 (HT: 3,Asst HT Academic: 4, Asst HT -+ Capitation Grant
2015 Ajumako / Enyan / Essian Domestic: 1, HODs: 38 +Facilitators: 4)
HT Training for Basic 103
Schools 2 HT Training for Basic + Szi}i) ]ilngﬁé ot
24-25 June, 2015 (HT: 103 +Facilitators: 4) g
85
Shai-Osudoku 1-5 June 2015 5 (Heads (Basic): 55, Asst Heads (SHS): 4, TED (IGF)

HODs (8HS): 19, CS: 7 +Facilitators: 15)
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List of training

ANNEX 12
Upper Manya Krobo - -
Ajumako / Enyan / Essian - -
Training for HT 147
Aspirants 2016 . {Basic Heads: 57,Asst Head Basic: 50,
Shai-Osudoku . 3 -5 May, 2016 Aspirant Head: 30,Private School Heads: 10
+Facilitators: 7)
North: 2 pilot districts
Training District Implemented Days N.O'. of Source of Funds
participants
ToT on Induction Savelugu-Nanton District 15
Training for Kassena Nankana East 13
Peginning Teachers District ____ 18-22 April 2016 5 28 nca
.. Savelugu-Nanton District i5
ToT on Training for
HT Aspirants Kassena Nan'kana East 13
District
Induction Training Plan to hold training
for Beginning Savelugu-Nanton District within the academic - - -
Teachers - year 2015-2016
HT Training and
Induction Training | o o"3 ankana Bast 6-10% June, 2016 5 62 GPEG
1strict
for BT
Non-pilot distriets
Training District Implemented Days No. of participants § %u‘ﬁgs()f
[Tamale] 5
1% batch: 23-27 May 365 in total
2016 5 5 per each district
ToT on the PTPDM . - 28 batch: 30 May — 3 (1 District Training Officer, 1 Human
Policy Workshop 73 deprived districts June, 2016 Resource Management Officer, 1 District GPEG
[Kumasi] 5 Master Trainer, 1 Teacher from SHS in the
1% batch: 20-24 June 5 district, I Deputy Director (Supervision))
2016

S o
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List of training

ANNEX 12
2" batch: 27 June — 1
July 2016
6 UNICEF pilot districts .
: 66 in total
ToT on Leadership (Izoll?enssggfkl?"fg‘;:g} 11 per each district
for Learning and Es ;kug'f)a. o dobenyBr akwa,i, 6-10 June, 2016 5 (2 Circuit Supervisor, 2 District Master UNICEF
PTPDM Policy Upper West Akim, North Trainer, 4 DIC mgmbers, 3 DTST

Dayi, Ga East) members)

BT training 6 UNICEF pilot districts July 2016 (TBD) ? BTs UNICEF

2




ANNEX 13

PTPDM TRAINER OF TRAINERS (TOT) WORKSHOP,
BAGABAGA COLLEGE OF EDUCATION RESOURCE CENTRE,

TAMALE
APRIL 18-22, 2016

___TIME TABLE

Fime Eacilitator

Opening and Registration
1. Registration

2. Opening Ceremony:

-  Opening Prayer

- Self Introduction

- Welcome/Opening Address
3. Participants Expectations
4. Objectives of Workshop

5. Administrative Briefing

8:00-9:30 | NTC / Dorfe
IGideon

PTPDM Policy overview

9:30 - 10:00 Gershon / Ohara

The New Career Structure of teachers and required
competencies/
Alignment of New and Old Career paths

10:00 - 11:00 Gideon/Grace

Break 11:00 - 11:15
Induction Programme for the Beginning Teacher (BT) (1) 11:15 - 12:00 Francesca/
1. Definition of Beginning Teacher Aboagye
2. OQverview of Induction Training Programme
Induction Programme for the Beginning Teacher (BT) (2) 12:00 - 13:00 Francesca/
(Group work & Presentation) Aboagye
1. Types of Training Courses
2. Training schedule
3. Roles and Responsibilities of Stakeholders in the Induction
training pregramme
Lunch’ 13:00 - 14:00
Induction Programme for the Beginning Teacher (BT) (2) 14.00 - 16:00 Francesca /
(Group work & Presentation) (Cont.) Aboagye

1. Types of Training Courses
2. Training schedule
3. Roles and Responsibilities of Stakeholders in the Induc_:tion

training programme

Appraisal Systems for Beginning Teachers (Brief
Infroduction) :

1. Overview

2. Process and Timeline for Teacher Appraisal

3. Roles and responsibilities in Teacher Appraisal

4. Procedure to apply for promotion

16:00 - 17:00 Gideon / Grace

—103—
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8:30 - 9:00

Conditions for Promotion of BTs

1. Professional Teacher Competencies

2. Standard and Criteria for 4 main Competencies

3. Conditions of Service for Teachers

4. Code of Professional Gonduct for Teachers
(Group Work & Presentation)

9:00 - 13:00

Aboagye /
Francesca

Lunch

13:00 - 14:00

What the BT Needs to Know and Do for Professional
Development

(Group Work & Presentation)
Teaching and Learning
Classroom Management
Communication and Relationship- huilding
Professional Development and INSET
School-Based, Cluster-Based and Department-Based

AN~

14:00 - 17:00

Gershon /
Grace

INSElTS _

Recap of day two (2) activities

8:30-9:00

Guidelines for the Induction Programme for BTs
1. How to use the guidelines.
2. Roles and responsibilities of all stakeholders in the induction
programme.

2:00- 11:00

Gideon/
Gershon

The Study of the SBI/CBI/DB! INSET Handbook for BTs and
how to organize Department-Based INSET(DBI)
(Group Work and Presentation)

11:00 - 13:00

Francesca/
Grace

Lunch

13:00 - 14:00

Performance Management (Appraisal System)
1. Background of New Appraisal System

2. What is performance appraisal?

3. Structure of New Appraisal System

14:00 - 17:00

Gideon /
Francesca

2o S
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Recap of day four (3) activities

8:30 - 9:00

Overview of PSC Appraisal Form 9:00 - 11:00 Aboagye /
1. Key Result Areas ~ Overview Gideon
2. Competence and Targets - Ovetview
Procedure for Completing PSC Appraisal Form 11:00 - 13:00 Aboagye /
1. Targets Gideon
2. Competences
3. Examples Of Key Results Areas, Targefs and competences
4. Weights
Lunch 13:00 - 14:00
Procedure of Appraisal 14:00 - 17:00 Francesca /
1. Schedule of Appraisal Grace
2. Performance Planning
3. Gathering information for teacher appraisal
4. Multi-source Appraisal System
5. Sample of summary report form of teacher performance
appraisal
T Day 5

1. Recap of day five (4) activities 8:30-9.00
Data Management 9:00 - 11:00 Grace / Gideon
1. Types of Data ‘

(). INSET Record (SBI, CBI, DBI, etc.)

(ii). Induction Training

Ciii). Ortentation

{iv). Personal record on the teacher
2. Logbook for Teachers
3. How to Keep and Report Data
Study of HT Handbook 11:00 - 13:00 All
Group work

Lunch 13:00 - 14:00

Development of a training Guide(Topic, Time Table and 14:00 - 16:00 All
Presentation Outline)
Open Forum / Closing 16:00 - 17:00 All

G S
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PTPDM POLICY
STANDARD OF PROGRAMME FOR INDUCTION TRAINING
Proposed by National INSET Unit (NIU)/TED

INTRODUCTION

This document provides the standard of programme for induction training. Therefore, each
district must cover at the contents that are introduced in this document. However, each district

can modify and improve the training programme based on the needs of stakeholders in each

district.

1. USERS
- District Education Office (DEQ)
- District INSET Committee (DIC)
- District Master Training (DMT)
- District Teacher Support Teaiﬁy-(DT.S\T)

2. PROGRAMME

-
2

< Explain th yasic ﬂ%mework of PTPDM policy.

Methodology:
< Lecture & Discussion Style

< Power point presentation

Preparation:
< Beginning Teacher s Handbook, Computer, Projector, etc.

Facilitator: DIC/DEO
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Duration: 30 min

Contents:
< Discussing the topics with participants by using with power point presentation
1) What is PTPDM Policy?
2) Vision
3) Core Values
4} General Philosophy
5) Goals
6) Career Structure of Teachers
7) Appraisal and Promotion of Teachers

< Question and Answer

+~ Session 1-3:
“Induction trammg Programme”

Objectives: By the end of the session, the beglnnmg teache1 w1ll be able to:
< Explain who a begmnmg teacher i 1s ' g &
< State the types of mandatory tralnlng cou.rse in mductlon training programme.

< Identify the ro‘__lc‘s‘ and responsibilities of stakeholders.

Methodology. s :
4 Lecture & Dlscussmn Ster

Facilitator: DIC/DEO

Duration: 90 min

Contents: _
< Discussing the topics with participants by using with power point presentation
1) Who is a Beginning Teacher?
2y Overview of Induction Training Programme

3) Types of Training Courses

%//}/ <
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4) Training Schedule
5) Roles & Responsibilities of Stakeholders
< Question and Answer

+ Session 1-4:
“Teacher Appraisal System for Beginning Teachers”

L

ol N-9os PP <. 41
Ubjectives: Dyt

JRPRRRPRE, RPET 37 TSP RPPL SPUTF: FUUU AL PN RN, | [ NP 1 PRI
1 10€ S€S81011, tne Ut:glIl.IllIlg LCACIICT W1l DT d0IC 10,

1€ €114 O
< Explain the new career structure 'of teachers.

« Identify the professional competencies that required for beginning teachers.
< State the essential conditions of promotion for beginning teachers.

< Explain the process and procedure for teacher appraisal.

Methodelogy:
« Lecture and Discussion Style

< Power point presentation

Preparatmn

<& Beginning Teacher 5 Handbook Computer, PI‘Q] ector, etc
Facilitator: DIC/DEO,;
Duration: 120 min

Contents: : W
4 stcussmg the ‘ ;plcs w1th pal'tlclpants by using with power point presentation
i ! .11ne for Teacher Appraisal
3) Roles and Respons1b111tles of Stakcholders

4) Procedur for 'Promotlon

5) Conditions for Promotion
6) Professional Teacher Competencies
7} Question and Answer

< Question and Answer

¢
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“ Session 2-1:
“Conditions of Services and Code of Professional Conduct”

Objectives: By the end of the session, the beginning teacher will be able to:
< State the conditions of service for teachers.
< List at least three vital issues on the professional conduct to the teacher’s life.

Methodology:
< Lecture/Discussion Style
« Power point presentation

Preparation:
< Beginning Teacher s Handbook, Computer, Projector, etc.

Facilitator: DIC/DEO
Duration: 90 min’

“Contents: ‘ T ;
< Discussing the toprcs wnh partlmpants by usmg w1th power point presentation

1) Cond1t1ons of Serv:ce
2} Code of Professmnal Conduct
< Questlon and Answer AN

% Session 22 o
_,_:llass"g:ébm Management”

Objectives: the end of the session, the beginning teacher will be able to:
< State the ii‘fijj'ortangé'bf classroom management.
< Recognize the ways of good classroom management.

< Participate in discussion actively.

Methodology:
< Lecture Style & All-hands Discussion

< Power point presentation

Preparation:
< Beginning Teacher s Handbook, Computer, Projector, etc.

AR

4
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Facilitator: DIC/DEO, DMT, DTST
Duration: 30 min

Contents:
< Discussing the topics with participants by using with power point presentation
1} Importance of Classroom Management
2) Ways of Good Classroom Management
< Organizing all-hands discussion on:
1} Sharing the Challenges in Classroom
2) Strategies to Address the Challenges

< Question and Answer

Note:

< Facilitators should encourage beginning teachers to participate in the discussion.

4+ Session 2-3:
“Communlcatlon and Relatlonshap -Building”

Objectives; By the end of the session, the begmnmg teacher w1ll be able to:
< Communicate with stakeholders in s¢hoal. ‘
< Explain how to build a good relationship.
< Comprehend the soc1a1 norm and cuIture in their communities.

< Reahze what good moral behavmur is.

Methp‘do‘ ogy:
" < Lechire/Discussion Style
< Pow i

Preparation:
< Beginning Teacher s Handbook, Computer, Projector, etc.

Facilitator: DIC/DEO
Duration: 30 min

Contents:
< Discussing the topics with participants by using with power point presentation

1) Stakeholders
LSS
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2) Involvement in Community Activities
3) Adjustment to Social Norms and Culture
4) Observance of Taboos and Customs
5) Non-Involvement in Local Politics
6) Good Moral Behaviour
7) Survival Skills
< Question and Answer

4+ Session 2-4:
“Gender Issues”

Objectives: By the end of the session, the beginning teacher will be able to:
< Explain what gender is. “
< Identify the solutions to gender issues.

Methodology:
< Lecture Style and All-hands Discussion

< Power point presentation

Preparation: R L e
< Beginning Teq_c;h'é}; &Hézziiibook, Computer, Proj éjf;tdr, etc.

Facilitator: DIC/DEO

Duration: 60 min: -

< Organizing all-hands discussion on:
1) Sharing the Challenges of Gender Issues
2) Strategies to Address the Challenges

< Question and Answer

Note:
< Facilitators should encourage beginning teachers to participate in the discussion.

%/9( 6(7
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“ Session 2-5:
“Professional Development and INSET”

Objectives: By the end of the session, the beginning teacher will be able to:
< Explain what Continuing Professional Development is.
< Realize the importance of Continuing Professional Development.

< State the relationship between Professional Development and INSET.

Methodology:
< Lecture Style
< Power point presentation

Preparation:
< Beginning Teacher s Handbook, Computer, Projector, etc.

Facilitator: DIC/DEO
Duration: 30 min

Contents:

1) Whatis Contmumg Professmnai Development‘?
2) Concept of Contmumg Professmnal Deve[opment
3) Concepts of Upgradmg ancl Updatlng

4) ; Con’unumg Professmnal Development Avenue

4 Questlon and: Answer RN

~ Sessw 2-6:
“SBI/ICBI/DBI”

Objectives: By the 3 gf the session, the beginning teacher will be able to:
< State what INSET is.
< Identify the types of SBI/CBI/DBI activities.
< Comprehend the importance of SBI/CBI/DBI.
< Explain the three stages of SBI/CBI/DBL

Methodology:
< Lecture Style
< Power point presentation
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Preparation:
< Beginning Teacher 5 Handbook, SBI/CBI/DBI Handbook for Beginning Teachers,

Computer, Projector, etc.
Facilitator: DIC/DEO, CS, DMT, DTST
Duration: 150 min

Contents:
< Discussing the topics with participants by using with power point presentation
1} Overview of SBI/CBI/DBI showing similarities and differences
2) Importance of SBI/CBI/DBI
3) SBI/CBI/DBI Activity

< Question and Answer
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“ Session 3-1:
“Teaching and Learning Process”

Objectives: By the end of the session, the beginning teacher will be able to:
< Recognize the basic knowledge of teaching and learning process.
< Apply the knowledge of teaching and learning process to lesson practice.

Methodology:
< Lecture/Discussion Style

< Power point presentation

Preparation:
< Beginning Teacher s Handbook, Computer, Projector, etc.

Facilitator: DIC/DEO, CS, DMT, DTST
Duration: 210 min

Contents: o _
< Discussing the t0p1cs wuh part1c1pants by using w1th power point presentation

1} Good Pracuces for Effec’uve Teachmg and Learmng Activities
2) Plannmg Lesson

3) Questlomng Sk]lls

’:""Effectrve Use of Chalkboard

Assessmg Students and Lessons
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+ Session 3-2:
“Lesson Designing”

Objectives: By the end of the session, the beginning teacher will be able to:
< Design the lesson plan by using the knowledge of teaching and learning process.
< Communicate with other beginning teachers.
< Participate in the group activity with respect to others.

Methodology:
< Group Activity
Preparation;
<« Beginning Teacher 5§ Handbook, paper, pens, textbooks, syllabus, etec.

Facilitator: DMT, DTST
Duration: 210 min

Contents:
« Development of Lesson Plan

< Question and Answer

Procedure: . . ‘
1) Divide begmnmg teachers mto some groups (Maximum 10 people each group)

2) Each group selects one toplc for de51gnmg alesson.
3) Prov:de the matenals nccessary for lesson planning to each group.

on plan in a group.

4),;1".:‘;Beg1nn1ng teacher
5) Faclhtators should'provide support and adv1ce to groups.
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= Session 4-1:
“Presentation and Discussion on Lesson Plan”

Objectives: By the end of the session, the beginning teacher will be able to:
< Make a presentation on the lesson plan logically.
< Make a supportive comment on the lesson plan with respect to presenters.

< Participate in the discussion actively.

Methodology:
« Presentation and All-hands Discussion

Preparation:
< Beginning Teacher s Handbook, presentation materials, etc.

Facilitator: DMT, DTST
Duration: 180 min

Contents:
< Presentation on Lesson Plan .
1) Each group makes a presentatlon on their lesson plan. (15 min for each group)
2) Other gloups never “make a statement during the preseatation, but should
concentrate on: the presentatmn
< Dlscussmn on'»Lesson Plan '
Begmmng eachers dlscuss on the lesson plan.
1 "ake a; comment on the lesson plan. DO NOT criticize the

pre nters and the presentation.

< Selection of" op2, Lesson Plans

AT
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% Session 4-2:
“How to Use Lesson Observation Sheet”

Objectives: By the end of the session, the beginning teacher will be able to:
< Explain the basic concept and features of lesson observation sheet.
< State the procedure of lesson observation and assessment.

< Realize how to use lesson observation sheet.

Methodology:
< Lecture/Discussion Style

< Power point presentation

Preparation:
< Beginning Teachers Handbook, SBI/CBI/DBI Handbook for Beginning Teachers,

Lesson Observation Sheet, Computer, Pfojcctor, etc.
Facilitator: DIC/DEOQ, CS, DMT, DTST
Duration: 180 min .

Contents: e, L
< Discussing thei'fibpics with participaﬁfé by using with power point presentation
1) Introdiiction | |

2) Features of LOS. =

3)” Procedure.
‘. 4), Case Study’”
< Qﬁé&'tion and An

i

? %//5( D
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% Session 4-3: (not mandatory)
“Lesson Preparation for the Next Day”
Objectives: By the end of the session, the beginning teacher will be able to:
< Modify the lesson plan based on the comments from “Session 4-1”.

< Prepare the lesson in cooperation with colleagues.

< Communicate with colleagues.

Methodology:
< Mentoring

Preparation:
< Beginning Teacher'’s Handbook, SBI/CBI/DBI Handbook for Beginning Teachers,

materials for lesson preparation, etc.
Facilitator: DMT, DTST
Duration: - min

Contents: . -
< Preparing the lesgon for, the next ciéy_:".,:‘ S
1) Modification of Lesson Plan

2) Development of TLM:'\ ,
3) Developmentof Chalkboatd Plan

Note:
g Th1s session targef
2 Ij‘e‘s:'r S
< Begmmﬁg gachers of two groups are to deliver the lesson in “Session 5-1 & 5-2”

£

n Plans™.
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+ Session 5-1 & 5-2:
“Lesson Study”

Objectives: By the end of the session, the beginning teacher will be able to:
< Assess the lesson by using lesson observation sheet.
< Provide the comment and advice to teachers based on lesson observation sheet.
< Demonstrate three stages of lesson study. .
< Develop collegiality among beginning teachers

< Partlclpate in discussion actively.

Methodology:
< Practical Style
< Presentation and All-hands Discussion

Preparation:
< Beginning Teacher s Handbook SBI/CBI/DBI Handbook f()r Beginning Teachers,

Lesson Observation Sheet, presentatmn materlals etc
Facilitator: DIC/DEO, CS; DMT, DTST
Duration: 180 min :

Contents: Lo A
< Implementmg three stages of lesson study

< Quesuon 'an : -Answer

Note:
< Facilitators should facilitate lesson study.

o C
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Questions to be answered through pilot (draft)
ANNEX 15

The objective of pilot: to clarify the feasibility, effectiveness and sustainability of appraisal and

promotion system developed under the Project. Concrete questions to be addressed are...

Does the appraisal and promotion system developed under the Project contribute to achievement
of the goal of PTPDM policy?
Can Ghanaian teacher use the system?

Is the system suitable and effective in Ghanaian context?

Specific items to be clarified:

Output 1: Are teachers able to properly conduct appraisal using the Performance Appraisal

Handbook?

Is the teacher standard appropriate for each rank of teachers (isn’t it too ambitious?)
Is the teacher standard easy to use?

Is Performance Appraisal Handbock easy to use?

Is the appraisal conducted properly using the Handbook?

Is schedule of appraisal workable in terms of teachers’ workload and academic year?
Can they use PSC form?

Are teachers satisfied with content and presentation of Handbook?

Are teachers happy with the appraisal result using new appraisal system?

Output 2: Are teachers promoted properly using the Promotion Handbook?

Is appraisal result taken into account in the promotion?

Are promotion forms user-friendly?

Are teachers likely to get promoted in accordance with the Handbook?
- I; process appropriate?

-Is necessary requirement for promotion easy to check?

-Can they use Handbook?

-Are DEQ, HT and teachers likely to process promotion appropriately?

Output 3: Is training record properly collected and managed?

Do teachers properly record necessary information in the logbook?
Do HTs propetly record necessary information in the school logbook?
Are school logbooks submitted to the DEQ at appropriate timing?

Do DEOs input information in the school logbook accurately?

OQutput 4: Are the trainings conducted appropriately using the training materials developed?

Are the training contents appropriate for the level of BT and ST?

Ao
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Questions to be answered through pilot (draft)
ANNEX 15

Are the materials easy to use?

Are the trainers able to provide trainings of expected standard?

Is the curriculum appropriate? (schedule, implementation environment, facility)
Are trainings effective?

Can DEO plan trainings?

Can DEO ensure training budget?

Can DEO implement training?

Can DEO plan training based on the training record?

Output 5: Is PTPDM known to stakeholders?

To what extent PTPDM is known to the stakeholders?

Overall: Is PTPDM effective in enhancing teacher competencies?

Are teachers implementing more SBI/CBI?
Is it improving teaching skill?

Is it enhancing teachers’ capacity?

Is school management getting better?

Is students’ performance improving?

%
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ANNEX 16

Revised Project Design Matrix (draft)

Project Title: Project for Supporting Instltutlonallzatlon of the Pre-Tertiary Teacher Professional Development and Managemem Policy Version 2
Implementi E i i ivigi Dated 21, July, 2016

Target Group: All gre-tertlam teachers in pilot districts
Pertod of Project: April 2014 - March 2018 {4 years)

Narrative Summary Objectively Verifiable Indicators Means of Verification Important Assumption Achievement Remarks
Super Goal
Pre-lertiary teachers acquire competency, 4. Teachers' self evaluation of their
by progressing in their career.(*1) competency is enhanced. 1. Sample survey

2. The average of result of Basic Education . . . -
Certificate Examination (BECE) is increased. |2 CaSi¢ Education Certificate Examination

Overall Goal (to be achieved 3-5 years
after the end of the project)

Career progression mechani§m ("2)is 1. (3 years) xx(*4)% of HTs in non-pilot district
enacted (*3) in non-pilot districts.

implement compatency-based teacher 1. Sample survey
appraisal.

2. (5 years) xx(*4)% of HTs in non-pilot district .
implement competency-based teacher 2. Sample survey
appraisal.

3. (5 years) Data on teachers’ competency is
utilized in the promoticn process at district 3. Sample survey

level.
Project Purpose (to be achievad by the
end of the project) .
Appraisal and promotion system based on " - 1. GoG ensures the budget for
PTPDM policy is developed for nationwide ::'.dRD"tPUt P‘?n of T'I;FSM Policy of Ministry of |, o v out plan PTPOM introduction and
expansion. ucation s formulated. implementation.
2. The ratio of BTs who complete induction 2. The related [:jo:;cy and i?cts
programme exceeds xx%(*4) in the 3 pilot are not changed drasticaily.

districts in the South and xx%(*4) in the 2 pilof |2~ @t@base in pilot districts

districts in the Narth.

3. Submission rate of appraisal form exceeds -
70% in the 5 piiot districts. 3. Sample survey / monitoring records
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4. The ratio of teachers who properly fills

important parts (te be specified) of appraisal
form increases 20% compared to the first
cycle of monitoring in 2016,

5. The ratio of schools which increase the
number of SBI in 5 pilot districts is increased.

6. The ratio of primary schools which increase
the number of GBI in 5 pilot districts is
increased.

4. Sample survey in the pilat districts

5. AIPR

B. AIPR

ANNEX 16

Qutputs

Qutput 1: Teacher appraisal and promiotion
mechanism based on competencies is
developed.

Output 2: A mechanism for data collection
and management of teacher training
record is developed.

Output 3: Training materials for BT/ST(*5)
training courses are developed.

Output 4: Enabling environment for the
implementation of PTPDM Policy is
created.

1. The Appraisal Handhook and promotion
forms are approved by MoE for naticnwide
expansion.

1. xx%(*4) of beginning teachers in the pilot
districts utilize the logbook.

2. 5 pilot districts enter data on teacher
training record of BTs in the Database.

1. Materials for BT/ST training courses are
approved by MoE for nationwide expansion.

1. Revised PTPDM Policy document is
approved by MoE

2. PTPDM Policy Framework Cuidefine is
approved by MoE.

1. Letter of MoE and approved Handbook
and promofion forms

1. Database in pilot districts

2. Database in pilot districts

1. Letter of MoE and approved curricula and
materials

1. Letter of MoE and approved Policy

2. Letter of MoE and approved Guideline

1. NTC Councit approves
Teacher Competency Standard
Framework.
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Activities Inputs Important Assumption
0-1 Conduct Baseline Survey. The Japanese Side The Ghanaian Side
0-2 Conduct a survey to collect good 1. Personnel 1. Counterpart personnel

practice and to show effectiveness of
PTPDM policy.
0-3 Conduct Endline Survey.

1-1 Define teacher ranks and develop
Teacher Competency Standard
Framework.

1-2 Prescribe mandatory trainings for each
rank.

1-3 Stipulate criteria and procedure for
teacher appraisal and promotion.

1-4 Develop teacher appraisal Handbook.
1-5 Support HRMD to revise promotion
form.

1-6 Brief pilot districts on competency-
based teacher appraisal and promotion
using occasion of review meeting.

1-7 Support DEOs of pilot districts to
conduct training for HTs on competency-
based teacher appraisat and promotein for
pilot districts.

1-8 Moitor teacher appraisal and
promotion in pilot districts.

1-9 Finalize Teacher Appraisal Handbock
and promotion form based of the pilot.

2-1 Analyze existing databases.

2.2 Consider how to collect and manage
data appropriately.

2-3 Define specification of the database.
2-4 Develop and pilot Database.

2-5 Develop loghook.

2-6 Test data collection and management
in pilot districts.

2-7 Develop & brief on collecting and
managing data on teacher training record.
2-8 Train GES/AICT/NIU /NTC and DEOs in
pilot disfricts on collecting and managing
data.

2-0 Sensitize central level on data
ufilization.

2-10 Conduct monitoring on data collection
and management.

2-11 Revise database and data collection
and management based on piloting.

Experis

Chief Advisor /INSET Policy

Teacher Education/fHuman Resource
Management

Database

Training design

Local Consultants

2. Training of counterpart personnel in Japan
and the third countries (if necessary)

3. Machinery and Equipment (As necessary)

Director General, GES
(Programme Director)
Director, TED

- {(Programme Manager)

Programme Ceordinator (NiU)
Assistant Pregramme Coordinator {(NIU)
NTs (NIU)

2. Administrative personnel

Secretary

Driver

Cther staff necessary for the implementation
of the Project

3. Facilities and Equipment
Cffice and equipment necessary for the
Project (including the expents)

4. Other expenses
(training/orientation/workshop/meeting,
travel, printing, ete¢.)

1. The budget and human
resources necessary for the
project/PTPDM policy are
provided by the Government of
Ghana.

Pre-Conditions

el

<lssues and countermesures>

ANNEX 18

<
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3-1 ldentify training needs.

3-2 Collect information on existing INSET.
3-3 Develop programme and training
material for Beginning Teachers (BT) and
Senior Teachers (ST)("5).

3-4 Implement ToT on BT/ST training in
pilot districts.

3-5 Provide technical support to pitot
districts in impiementing BT/ST training,
3-6 Revise BT/ST training programme and
materials based on monitoring of BT/ST
training.

4-1 Develop PTPDM Policy Framework
Guideline.

4-2 Revise PTPDM Policy document.

4-3 Support NTC and pilot districts to
identify BTs who have completed
induction training and met other
requirements for licensing.

4-4 Support NTC 1o fest procedure for
igsuing license to those BTs who qualify to
be licensed in the future,

4-5 Formulate PTPDM policy rell-out
plan{*6) inciuding financial measures for
the staged infroduction of PTPDM

4-6 Sensitize stakehoiders through
workshop, newsletter, PR activities and
distributing handbooks and standards).

ANNEX 16

*1 PYPDM policy aims to "provide the framework for developing standards, core values and ethics for the teaching profession in order to foster the development of a world-class teacher capable of contributing

significantly to student learning and achievement",

*2 Essentiat parl of the "Career progression mechanism” is competency-based appraisal and promotion, which involve a ranges of areas such as teacher rank, database, mandatory training cources for
Beginning Teachers and Head Teachers aspirants.

*3 "enacted" means implemented/excuted.

*4 to be set based on the result of the monitoring in 2016,

*5 BT: Beginning Teacher, ST: Senior Teacher (a rank below the Principal Teacher who is able to assume the position of Head Teacher of Basic School.

"6 including roles and responsibilities
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South: 3 pilot districts

Training District Implemented Days No. of participants Source of Funds
ToT on Induction Upper Manya Krobo 15
TPr)aélrﬁlng\iril'or Ajumako / Enyan / Essian 17-21 ;\z)ol\;rember, 5 16 46 JICA
& £ Shai-Osudoku 15
Teachers
ToT on Trainin Upper Manya Krobo 16 Participants from
for TIT As iranli Ajumako / Enyan / Essian 27-30 April 2015 4 15 45 JICA and NTU from
P Shai-Osudoku 14 TED
Upper Manya Krobo 55
Induction Training A ko / B J Basi 45
for Beginning JUMAko fENYan f ESSIA0 | 6 50 February, 2015 5 (BTs: 45 + HT:33, Facilitators:15) TED (IGF)
Teachers 2015 . 57
Shai-Osudoku (BTs: 57 + HT: 20, CS: 7, Facilitators: 15)
Upper Manya Krobo 1-4March 2016 4 50 BT paid 30 GHS
Induction Training Ajumako / Enyan / 9-11 March 2016 3 40 ]:gdpgﬁ SZSGIjrSt
for Beginning Essiam (BTs:40 + Facilitators: 6) PP
some
Teachers 2016 =1
Shai-Osudoku 14-18 March 2016 5 (BTs: 49 +HT: 13.CS: 1 Facilitators: 14) BT Paid 50 GHS
85
(HT: 55, Representatives for Assistant
Upper Manya Krobo 25-29 May 2015 5 HT (SHS): 4, HODs (SHS): 19, Cireuit TED (IGF)
Supervisor 7)
42
Training for HT HT Training for SHS 5 HT Training for SHS TED (IGF)
2015 22-23 June, 2015 (HT: 3,Asst HT Academic: 4, Asst HT + Capitation Grant
Ajumako / Enyan / Essian Domestic: 1, HODs: 38 +Facilitators: 4)
HT Training for Basic ‘ !03 ‘ TED (IGF)
Schools 2 HT Training for Basic + Schools’ budeet
24-25 June, 2015 (HT: 103 +Facilitators: 4) £
Shai-Osudoku 1-5 June 2015 5 85 TED (IGF)

(s H | H 83 9100) EHESM ¢
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(Heads (Basic): 55, Asst Heads (SHS): 4,
HODs (SHS): 19, CS: 7 +Facilitators: 15)

Training for HT
Aspirants 2016

Upper Manya Krobo

Ajumako / Enyan / Essian

147

. (Basic Heads: 57,Asst Head Basic: 50,
Shai-Osudoku 3 -5 May, 2016 Aspirant Head: 30,Private School Heads: 10
+Facilitators: 7)
North: 2 pilot districts
Training District Implemented Days N,O'. of Source of Funds
participants
ToT on Induction Savelugu-Nanton District 15
Training for Kassena Nankana East
Beginning Teachers District 13
— 18-22 April 2016 5 28 JICA
. Savelugu-Nanton District 15
ToT on Training for
HT Aspirants Kassena Nankana East 13
P District
129 HTs (94
HT Traning and Primary, 35
Induction Training JHS)
for Beginning Savelugu-Nanton District 18-22July 2016 4 86 BT (in GPEG
Teachers addition, 6
Vocational and
10 CS)-
HT Training and
Induction Training Kassena Nankana Hast 6-10th June, 2016 5 62 GPEG
District
for BT
Non-pilot districts
Training District Implemented Days No. of participants Sc%urm:;clsof
ToT on the PTPDM . o [Tamale] 5 365 in total
Policy Workshop 73 deprived districts 1% batch: 23-27 May 5 5 per each district GPEG
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2016 (1 District Training Officer, 1 Human
27 hatch: 30 May — 3 Resource Management Officer, 1 District
June, 2016 Master Trainer, 1 Teacher from SHS in the
[Kumasi] district, 1 Deputy Director (Supervision))
1% batch: 20-24 June
2016
284 hatch: 27 June — 1
July 2016

6 UNICEF pilot districts
(Komenda-Edina-Eguato-

66 1n total

ToT on Leadership AU Denkiva West 11 per each district
for Learning and » PPl Lehklya YWest, 6-10 June, 2016 (2 Circuit Supervisor, 2 District Master UNICEF
. Esikuma Odoben Brakwa, .
PTPDM Policy . Trainer, 4 DIC members, 3 DTST
Upper West Akim, North members)
Dayi, Ga East)
BT training 6 UNICEF pilot districts July 2016 (TBD) BTs UNICEF
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4.

IR{THA K>« > (PTPDM Policy Framework Guideline) ZE
PTPDM Policy Framework Guideline

Table of Contents

5-2. Roles and Responsibilities in the INSET Programme
5-3. Structure of INSET Programme

5-4. Types of INSET Programme

5-5. Training Courses

5-6. Annual Schedule of INSET Programme
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5-7. Training Record

6. Promotion
6-1.Key Changes of Promotion

9-5. Timing of Appointment to Position with Additional Duties
9-6. Procedure Appointment to Positions with Additional Duties
9-7. Criteria of Appointment to Positions with Additional Duties
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1. Pre-tertiary Teacher Professional Development and

Management Policy (PTPDM Policy)

1-1. Outline of PTPDM Policy

dehvery m Kindergarten, Primary, Junior High, Seémior High dchools and lechnical and
Vocational Institutions;

Motivating excellence in teacher performance and commitment to lifelong learning;

Ensuring that teachers’ work is governed by professional standards and conditions of service.
Fostering evidence-based career advancement and promotion; and

Raising the value and social status of pre-tertiary teachers in Ghana.
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appraisal and licensing shall be based on defined competences and evidence of teacher proficiency.
(3) Effective Professional Teachers

The intention of the PTPDM policy is to ensure that every teacher in Ghana has the requisite

qualifications and professional training to meet high standards of teacher professionalism. The

—134—



application of Competency and Evidence-based Approaches shall ensure the production of effective

teachers capable of promoting quality education in Ghana.

1-3. Focus of PTPDM Policy

Tha DTDMNMA DAliac: Fanmrnnn snsmisnnnmiler asa Hlan CAllaccioan.

Licensing v v v A
INSET v v v A
Position Advancement v v - -
Salary Level v v - -
Database v v v A
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@: They shall follow PSC Performance Appraisal, but if they change their career path from non-teaching to teaching,
they have to use the Teacher Performance Appraisal (TPA) Guidelines to complete the PSC Form.
A If they teach in a school, they are required to use the PTPDM Teacher Performance Appraisal Guidelines.
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1-4. Components of the PTPDM Policy
The components of the PTPDM policy are the following:
() Teacher Professional Standards and Competencies

(i) Teachers’ Welfare and Working Conditions

Y MAdA AL Duvnntinan and Dualancinnal Thaadlan
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1-5. Responsibility for the Components of the PTPDM Policy

Table 1.2 below shows the relevant Bodies and Organizations responsible for the different

components of the PTPDM Policy.

(i) Provide oversight for the review of pre-service teacher education curriculum.

(iiy Provide oversight for assessment standards of teacher-trainees.

INSET Programme
(i) Provide a set of standards for regulating the provision of INSET

(i) Provide oversight of induction training of Beginning Teachers.
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(iiiy Set guidelines for teacher development programmes including sandwich courses and

Distance Learning programmes.

Professional Standards and Competencies

iy A snsnvnrin tha smsennamlhAad Andaaaan A ran v hannd +nnnhne ddbandavda and Habsen wasrime s

pre-tertiary education institutions.

(2) GES (Ghana Education Service)
GES shall have the following responsibilities:
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Code of Practice and Professional Duties

(i) Prescribe and review teachers’ code of practice
(i) Appoint teacher education and curriculum experts to develop and periodically review

detailed specification of duties

[N Dundican cmnnifinntina AL ditina mad vcnmmnasihilitiasg Lave tnnnlhinvas hand AL Anlaal

(4) DEO (District Education Office)
DEO shall be responsible for:

INSET Programme
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Organising INSET in accordance with a schedule of courses including induction, prescribed
by the NTC.

Issuing certificates on behalf of the NTC for Heads of Schools and Curriculum Leaders on
their district based INSET.
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(6) NAB (National Accreditation Board) and NCTE (National Council for Tertiary
Education)
NAB and NCTE shall be responsible for:

Standards and Competencies

(i)  Setting quality standards for all teacher training institutions.
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2. Teacher Rank

Target:
® The new teacher ranks shall apply to all public teachers in classroom and in

adminictration for the nirnose of resistration licencino and nrooression hv the

The new designations are meant to make it possible to interpret concretely the capacity
required for teachers at each rank. It also demonstrates the increasing competencies

required for each incremental level on the career ladder.
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Under the policy, all teachers are expected to meet the definition of teachers in each
rank through continuing in-service training (INSET) and other professional

development programmes.
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Associate

Director

1.

Mentoring Principal and dSemior Principal 1eachers to high Ievels ot

professional proficiency

A teacher ranked as “Associate Director” shall be capable of:

2.

Demonstrating comprehensive management skills that improve the
quality of education in schools or institutes
Demonstrating ability to enhance school-community relations for

community development.
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4. High level of instructional and administrative leadership, and provide
a clear vision and specific strategies for comprehensive school

improvement.

Senior Master | A teacher ranked as “Senior Master Teacher”, in addition to capabilities

2-3-1. Beginning Teachers

(1) Who is a Beginning Teacher?

“A Beginning Teacher” is a newly appointed teacher who has completed a prescribed
programme of study at a pre-service teacher education accredited institution and has
been issued a provisional license by NTC to teach in a pre-tertiary education school or

institution.
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The Beginning Teacher shall be expected to:
1. Possess a minimum set of essential knowledge and practical skills at a level
deemed appropriate to start teaching.
2. Be capable of performing basic functions of a classroom teacher under the

anervicion and onidance of a mare exnerienced teacher of Princinal Teacher or

3. Obtained two passes in elective subjects, including higher certificates such
as HND and RSA.
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Each type of Beginning Teacher can be further classified into three types such as:
» Professional Beginning Teacher 1
» Professional Beginning Teacher 2

» Professional Beginning Teacher 3

(3) Ranking of Beginning Teachers

All professional beginning teachers shall be required to undertake a one-year induction
programme. Non-professional beginning teachers shall be expected to undertake
one-year induction into teaching and in addition expected to obtain a teaching

qualification in education within 3 years of entering the service.
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All Beginning Teachers shall be on probation and issued with “Provisional License”.
During the probation period, all Beginning Teachers will not be ranked but there will
be differentiation in salaries. After successfully completing the one-year Induction

Programme, they shall be issued with a “Teaching License”.

LIICY Slldll DO COULLVOLLCU U1 1C-UCSIZIIAaLCU aululllaucdlly OO UIC 1ICW CdlCClL
structure with its new levels. However, to be promoted to the next rank of

the career ladder, they must satisfy the requirements as stated in the

PTPDM policy document.

Non-Professional Teachers

—149—



» These are teachers without any Professional Certificate in Education. They
shall also be converted or re-designated automatically onto the new career
levels or ranks. However, they shall be given a maximum of three years to
obtain a Professional Certificate in Education or risk being withdrawn from
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2-4. Salary Level

(1) Alignment of Salary Level of Old and New Rank
The PTPDM policy provides the basis for mapping salary levels linked to job

resnongihilities and comnetencies at the different levele of each teacher rank The tahle

Director I 23H Teacher / Principal 23H
Director

(2) New Job Titles
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Job responsibilities are one of conditions that prescribe the salary levels of GES
Professional Classroom Teachers and Professional Teachers in Administration. Job
titles are given based on the nature of job responsibilities, so it is important that the

new titles provide indication of the nature of job responsibilities.

Senior House Master Senior House Master

Head JHS Head of JHS

Assistant Head of SHS Assistant Head of SHS

House/Form House/Form

Master/HOD/Chaplain/ Master/HOD/Chaplain/Imam/
10
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Imam/G&C Cord* G&C Cord*

Teaching Staff HQ, Teaching Staff

Region, District

Base Grade Base Grade (777)

ensure that those with job titles outside those described in table 2-6, can be advised
where they fit in the new career structure and progression. Therefore, each
organization shall set up job titles in consideration of its situation if there are no
defined job titles on the list in the table above. Organizations may only set up their job

responsibilities and job titles in consultation and agreement with, NTC/GES.

11
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3. Career Progression

Target:
»  This shall apply to all GES serving teachers in both classrooms and administration.
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3-2. Process of Career Progression

The figure below shows the basic process of teacher career progression under the PTPDM policy.

The PTPDM policy provides the framework for INSET Programmes to develop teacher
competencies, leading to performance of the teacher’s duties and responsibilities in each rank.
As part of the pre-requisites for promotion, a teacher must complete all the relevant training

courses of INSET prescribed for each rank before they can submit an application for promotion.
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Step 2: Teacher Performance Appraisal
Performance appraisal is critical for teacher improvement. Teacher performance appraisal

is the process of evaluating how well serving teachers perform their jobs and which areas

)

they might need support to improve their performance. It is important that teachers

PRI /. LR S JRVEE: DAURVIE [ S R | e [

PR PR
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3-3. Process of Career Progression

(1) Beginning Teacher
The levels at which Beginning Teachers are placed shall be according to their types*. They shall

remain on these levels until they satisfy Induction and Licensing requirements which include passing
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Professional Beginning Teacher 1 (PBT1)

»  After getting a Teaching License, Professional Beginning Teacher 1 starts their career in
the Education Service from the rank of “Jumior Teacher”, and they can rise to the

terminal rank of “Principal Master Teacher” or “Principal Director”.

Prnfaccinnal Raninninn Taarhar 2 (PRT2)

As discussed in Chapter 2, all serving teachers m the Education Service shall be converted from the
current to the new career structure. However, before they can be promoted to the next rank, they
must satisfy the competency requirements of the rank, i.e. satisfying the various training needs and
competences.

The table and figure below shows the new starting ranks and terminal ranks of serving teachers.
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Teachers ranked as Senior Superintendent I

»  Teachers ranked as Senior Superintendent II shall be converted to the new rank of
“Junior Teacher”, and their terminal rank shall be “Principal Master Teacher” or

“Principal Director”.

Taarhare rankad ac Qaninr Qunarintandant |
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3-4. Career Path
There are two career paths for teachers such as:
»  Teaching Career as School Teacher

» Management Career as an Administrator

Tearhare ran rhance their rareer nath denendina an their auwm antitnde  interect ar charactarictice
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4. Teacher Competency

A “competency” is defined as a combination of knowledge, skills, attitudes, and values which, when
acquired, allows a person to perform a task at a specifically defined level of proficiency.

Therefore, “Competency” must be one of the key words to provide competent teachers to education
in Ghana. Teachers who acquire a wide range of competencies shall have potential to lead to the
quality education.

For that reason, PTPDM Policy introduces Competency-Based approach to Pre-Tertiary Education.
This means that promotion, appraisal, licensing and position advancement for all teachers shall be
judged based on the competencies to see if they acquired desired competencies as professional
teachers or not.  In other words, all teachers who have required competencies have a chance to get

promotion and positions.

4-1. Teacher Competency Building
Competency building cannot be achieved in a short space of time. All teachers are necessary for

day-to-day effort to acquire desired competencies through their teacher lite.

The figure below shows the model of competency building for all professional teachers in Ghana

through Teacher-Life Cycle.

Phase 1:
Teacher Training Courses in UoE & CoE
Pre-Service Period

Phase 2:
Induction Training Programme for Beginning Teachers
Transition Period

Phase 3:

In-Service Period INSET Programme

Figure 4-1: Model of Competency Building Flow through Teacher-Life Cycle

There are three phases of competency building for teachers through Teacher-Life Cycle.
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Phase 1: Pre-Service Teacher Period
Pre-service teachers are required to acquire the minimum essential competencies eligible for
Beginning Teachers through teacher training courses in University of Education or College of

Education.

Phase 2: Transition Period from Pre-Service to In-Service Teachers
Beginning Teachers acquire the essential competencies eligible for Professional Teachers through

Induction Training Programme for Beginning Teacher.

Phase 3: In-Service Teachers Period
Professional Teachers undergo the training courses in each rank step by step, and acquire the desired
competencies eligible for Professional Teachers through continuous INSET Programme in their

teacher life.

4-2. Teacher Competency Framework

This section introduces the basic concepts of Teacher Competency Framework in PTPDM Policy.

4-2-1. Types of Teacher Competency
Teacher Competency Framework can be comprised of two types of teacher competencies such as:
» Common Competencies

»  Competencies in Each Rank

(1) Common Competencies
A “Common Competency” is the essential competency that describes the knowledge, skills,
attitude and values found in all teachers in Pre-Tertiary Education in Ghana. Common
Competencies in the framework indicate the munimum standard of competencies that all
teachers are required to acquire through continuous professional development.

(2) Competencies in Each Rank
A “Common Competency” can be further broken down into the level of teacher rank in
accordance with the teaching experience, job duties, and responsibilities of teachers in each
rank.  Competencies categorized into each rank indicate the minimum standard of
competencies that all teachers must acquire through the training courses of INSET Programme

in the rank that they are positioned.
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4-2-2. Domains of Teacher Competency

Teacher Competency consists of three domains such as:

(1)

(2)

»  Professional Values and Attitudes
»  Professional Knowledge
»  Professional Skills

Kn owledgé

Figure 4-3: Three Domains of Teacher Competency

Professional Values and Attitudes

The competence of “Personal Values and Attitude™ means that:

» “Teachers behave in a personally and socially correct way and take an appropriate
action as profession.”

» “Teachers make a contribution to continuous change and development of their

profession.”
This domain includes the Areas of commitment, ethic, moral, good role model, following
legislations, self-managing, responsibility, passion, educational affection, cooperativeness,
professionalism, continuing lifelong learning, self-reflection & self-cultivation, etc
Professional Knowledge
The competence of “Professional Knowledge™ means that:

»  “Teachers possess professional knowledge and its deep understanding”.

This domain includes the Areas of students, curriculum, pedagogies, methodology for teaching
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& assessment, subject matter, characteristics of students, well-rounded culture, education

policies and legislation, etc

(3) Professional Skills
The competence of “Professional Skills” means that:

»  “Teachers apply professional knowledge to the effective practice”.

This domain includes the Areas of teaching & learning, assessment, management, counseling &

guidance, communication, leadership, relationship-building, etc

4-3. Teacher Competency-Based Standard

(1) Competent Professionals

PTPDM Policy aims to grow “Competent Professionals”, who are able to contribute significantly to
the improvement of students” learning and performance and the assurance of quality education in
Ghana. To capture multi-faceted characters of teachers’ jobs and responsibilities, the Competent

Professional in Ghana can further be described by following characters:

Dedicated Educator
Continuous Learner

Transformational Leader

Y ¥V ¥V ¥

Effective Collaborator

PTPDM Policy shall set the National Standard for Teacher Competency to grow teachers with the

characters described as above.

(2) National Teacher Competency-based Standard

The National Teacher Competency-based Standard (NTCS) i1s an integrated theoretical framework
that defines the different dimensions of effective teachers. The standard defines the minimum level
of competencies expected of teachers from the poimnt of being awarded “Competent Professionals™.
In other words, the standard describes what teachers are expected to believe, know, understand and

are able to do.

The standard has been designed to provide single framework that shall define effective teaching in
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all aspects of a teacher’s professional life and in all phases of teacher development. The single
framework should provide a better guide for all teacher development programs from the school-level

up to the national level.

Therefore, teachers can use the National Teacher Competency-based Standard (NTCS) in many
ways:

As a guide to reflect on their current teaching practices

As a framework for creating new teaching practices

As a guidepost for planning for professional development goals

¥ V¥V ¥V Y

As a common language for discussing teaching practices with other teachers
National Teacher Competency-based Standard (NTCS) consist of:
»  Standard for “Common Competencies” for all teachers

»  Standard for “Competencies in Each Rank”

For more information, refer to the documents of “National Teacher Competency-based Standard”.
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5. INSET Programme

For any educational system to flourish and achieve its goals the role of teachers 1s very paramount.
The quality of training that teachers recerve and the systematic support for their professional growth
are what would ensure that education systems reap the full potential of teachers® contribution to
quality education. PTPDM policy has introduced a new INSET programme framework for
Pre-tertiary education to foster the professional development of teachers that can assure the quality
of education in Ghana.

This system shall apply to all GES teachers in public and private education sectors.

5-1.The Focus of the INSET Programme
The following show the focus areas of the INSET Programme.

(1) Sector
The INSET Programme shall focus on all Pre-Tertiary Education Sectors such as:
1) Public Pre-Tertiary Education
2) Private Pre-Tertiary Education

{(2) School
The INSET Programme shall focus on all in Pre-Tertiary education sectors such as:
1) Basic school level
2)  Second cycle level which consists of Senior High School, Technical/Vocational Institutions

3) Special schools

(3) Teachers
The INSET Programme shall apply to all Teachers in Pre-Tertiary Education sectors such as:

1) All teachers in Teaching Career in GES Public Schools/Institutes
2) All teachers in Private Schools/Institutes
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5-2. Roles and Responsibilities in the INSET Programme

(1) National Teaching Council (NTC)
The National Teaching Council (NTC) shall be responsible for setting standards for regulating the
provision of INSET and other forms of teacher development programmes such as sandwich courses

and Distance Learning programmes for upgrading teachers qualifications.

(2) National INSET Unit (NIU)

The NIU shall be responsible for INSET at NTC Secretariat, and collaborate with all other GES
Divisions, NGOs, Subject Associations, Donor Partners, Teacher Unions and the Districts to ensure
harmonised implementation of INSET according to pre-determined standards and schedules set by

the National Teaching Council.

(3) National Centre for Teacher Training (NCTT)

There shall be National Centre for Teacher Training (NCTT) eg. Ghana Education Staff
Development Institute (GESDI) providing physical facilities for staff development programmes of
the GES/MOE. Three NCTT must be established in Northemn, Central, and Southem zones to cater
for the country.

(4) Regional Education Office (REQO)
Regional Education Offices (REO) through the Regional INSET Committee (RIC) shall coordinate,

monitor and support INSET activities in districts.

Regional INSET Committee (RIC)

#  Regional Director

# Regional Training Officer

» Regional Coordinators of Programmes
1. Early Grade Coordinator
2. Basic School Coordinator

3. STMIE Coordinator

(5) District Education Office (DEO)
District Education Offices (DEO) through the District INSET Committee (DIC) shall plan,
coordinate, arrange and implement INSET Programme, and monitor and support INSET activities in

schools/institutes.

District INSET Committee (DIC)
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The DIC is a steering committee in DEO that handles INSET in the district. The members of
the DIC shall be:

»  District Director;

Deputy Director Planning & Statistics,

Deputy Director Supervision,

Deputy Director Human Resource;,

District Training Officer; and

Budget Officer

YV V ¥V V

The District Director of Education shall formally appoint the members occupying positions listed
above as members of the DIC. The members of the DIC shall be required to play a lead role in

planning, budgeting, implementing, monitoring and evaluating all district INSET programmes.
The DIC shall be responsible for ensuring that teachers meet NTC licensing requirements at the

district level and also keep records on INSET attendance by teachers in the district.

District Master Trainer (DMT)/ District Teacher Support Team (DTST)
The DIC shall identify and select the members of DMT and DTST for key subjects. Both DMT

and DTST are to provide their subject expertise during training and monitoring when DIC need
their expertise. The number of DTSTs shall be based on the total number of schools in the
districts. For details refer to “INSET Sourcebook: Module 1&2”.

The DMT should receive periodic training from the NIU and transfer the knowledge and skills
acquired to their DTST through training.

Circuit Supervisor (CS)

CS shall visit their respective schools to collect necessary information on INSET and report to
his/her respective DIC. CS shall also advise on planning and implementing of SBI/CBI/DBI to
heads of schools and Curriculum Leaders (CL).

(6) District Training and Resource Centres
Districts shall establish training and resource centres for district level INSET to provide training for

teachers, trainers and education managers.

(7) Schools/Institutes
Schools/Institutes shall be responsible for planning, arranging and implementing INSET at school
level. Head of School and Curriculum Leaders are key players of INSET at school/institute

Heads of Schools
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Heads of schools, with certification by the NTC, shall supervise and appraise the performance
of teachers, support them and provide opportunities for teachers to improve upon their

professional practice through SBI/CBI/DBI in first and second cycle schools/institutes.

Curriculum Leaders (CL)

Under the leadership of the Head of school, Curriculum Leaders (CL) shall sensitise their
colleague teachers and organise effective SBI/DBI at least twice a term and CBI once a term.

CL shall be appointed by the head of a school and he /she shall coordinate SBI/CBI/DBI

activities.

The figure below shows stakeholders responsible in the INSET programme at each level under the

PTPDM policy.

GES

National Level NTC

NIU/TED

REO
Regional Level
RIC

DEO

District Level DMT District Training and

DIC, CS Resource Centres

DTST

School/Institute

School Level

Figure 5-1: Stakeholders involved in the INSET Programme
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5-3. Structure of INSET Programme
The figure below shows the structure of the INSET Programme under PTPDM Policy.

INSET Programme

INSET Programme for Licensed
INSET Programme for INSET Programme for
Teachers in Teaching/Management ) ) )
Beginning Teachers Teachers with Specific Titles
Career
Training Courses Training Courses Training Courses

Figure 5-2: Structure of the INSET Programme

INSET Programme consists of three components such as:
» INSET Programme for Beginning Teachers
» INSET Programme for Licensed Teachers in Teaching/Management Career
» INSET Programme for Teaches with Specific Title

Under each component of INSET Programme, prescribed training courses shall be prepared for all

teachers in Pre-Tertiary Education.
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5-4. Types of INSET Programme

There are three types of INSET Programme under the PTPDM Policy:

n

@

3

» INSET Programme for Beginning Teachers
» INSET Programme for Licensed Teachers in
» INSET Programme for Teaches with Specific Title

INSET Programme for Beginning Teachers

This training programme is called “Induction Training Programme for Beginning Teachers™.
This training programme shall target all Beginning Teachers. All Beginning Teachers are
required to go through this training programme within the prescribed years. Completing and
meeting the necessary requirement of the training program is one of the conditions for

Beginning Teachers to be issued with a “Teaching License”.

INSET Programme for Licensed Teacher in Teaching/Management Career

This INSET Programme shall be continuous. This means that all Licensed Teachers in both
Teaching and Management Career are required to undergo this training programme throughout
their life in the educational service. It is therefore referred to as Teacher Continuous
Professional Development. This training programme shall target all Licensed Teachers who are
engaged in Pre-Tertiary Education. All Licensed Teachers are required to undergo this training
programme according to the prescribed training courses in each rank. Therefore, this training
programme 1s called Rank-based INSET Programme. Completing and meeting the necessary
requirement of the training program is one of the conditions for Licensed Teachers to apply for

promotion to the next rank.

INSET Programme for Teachers with Specific Titles

This training programme shall target the teachers who have specific titles such as Head of
School, Circuit Supervisor, District Director or Regional Director. All teachers with specific
titles in school/education office are required to go through this special training programme prior
to assuming that role. Therefore, this training programme is called Title-based INSET

Programme.
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Table 5-1: Types of INSET Programme & Its Targets

Types of INSET Programme Targets
Induction Training Programme for | All Beginning Teachers:
Beginning Teachers »  All Professional Beginning Teachers in Public/Private
Schools/Institutes
»  All Non-Professional Beginning Teachers in Public/Private
Schools/Institutes
Rank-based INSET Programme All Licensed Teachers:
% All Licensed Teachers in Teaching Career in Public/Private
Schools/Institutes
%  All Licensed Teachers in Management Career in

Public/Private Schools/Institutes/Education Office

Title-based INSET Programme

All Teachers with Specific Titles such as:

»

>
>
>

Head of School
Circuit Supervisor
District Director

Regional Director, etc

—175—




This guideline indicates the mandatory training courses for each INSET Programme. This means that
Nation/Regions/Districts have to cover all mandatory training courses when they design and develop
the training courses for each INSET Programme. However, the training courses indicated in this
guideline shall be minimum standards for each INSET Programme. Therefore,

Nation/Regions/Districts are required to design and develop their own training programmes taken

~

They must complete three types of mandatory training courses within the First Year of probation
period as shown below:

1) Orientation

2) Induction Training

3) School-Based, Cluster-Based, and Department-Based INSET (SBI/CBI/DBI)

(2) Non-Professional Beginning Teachers
Non-Professional Beginning Teachers are required to undergo a three-year Induction Training
Programme and to complete four types of mandatory training courses during their probation period
as shown below:

1) Orientation

2) Induction Training

3) School-Based, Cluster-Based, and Department-Based INSET (SBI/CBI/DBI)
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4)  Undertake training to acquire a Professional Certificate

Table 5-2: Training Courses of Induction Training Programme for Beginning Teachers

Training Name Minimum Training Period Training Courses
Induction Training Professional Beginning Teacher: ¥ Orientation
Programme for Beginning » One Year ¥ Induction Training
Teachers ¥ SBI/CBI/'DBI
Non-professional Begirming Teacher: ¥ Orentation
» Three Years ¥ Induction Traiming
¥ SBI/CBI/DBI
¥ Professional Certificate Training

§-5-2. Training Courses: “Rank-based INSET Programme”
The training courses of “Rank-based INSET Programme™ target all Licensed Teachers in both

“Public” and “Private” education sector.

The training courses shall be prescribed on the basis of job duties and responsibilities, and the

required competencies of Licensed Teachers in each rank.

PTPDME Policy also provides two types of the training courses in consideration of the
characteristics of teacher’s career path such as:
»  Training Courses for Licensed Teachers in Teaching Career

»  Training Courses for Licensed Teachers in Management Career

Each training course consists of “Common Trainings”™ and “Specialized Trainings” in each rank.

» A “Common Training” is a fundamental training for all Licensed Teachers. It provides the
training contents that cover the essential competencies required for all Licensed Teachers in
Ghana to acquire. Therefore, all Licensed Teachers must take this “Common Trainings” in
accordance with their rank even though they are in “Teaching Career” or “Management
Career”.

» A “Specialized Training” is a career-based training for Licensed Teachers. The job duties,
responsibilities, and the competencies required for Licensed Teachers are different from
“Teaching Career” to “Management Career”. Therefore, a “Specialized Training” aims to
develop practical competencies of Licensed Teachers so that they can do their best job

performance in their career. All Licensed Teachers must take this “Specialized Trainings” in
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each rank in accordance with their career.

Table §-3: Structure of Training Course of Rank-based INSET Programme

Types of Licensed Teachers Training Courses

-

Licensed Teachers Ranked as “Junior . “Common Trainings” for all Licensed Teachers

Teacher” & “Senior Teacher”

—

Licensed Teachers in Teaching Career . *Common Trainings” for all Licensed Teachers

2. “Specialized Trainings” for Teaching Career

-

Licensed Teachers in Teaching Career . “Common Trainings” for all Licensed Teachers

2. “Specialized Trainings” for Management Career

However, as described in “Chapter 3: Career progression” teacher career paths start from the rank of
“Principal Teacher”. Therefore, Licensed Teachers ranked as “Junior Teacher™ and “Senior Teacher”

are required to undergo the training courses of “Common Trainings” in accordance with their rank.
All Licensed Teachers in public and private education sector must undergo the training courses in

accordance with their “Rank™ and “Career Path™.

(1) Public Education Sector
All Licensed Teachers in public education sector must undergo this kind of training courses based on

their ranks and career paths.

A. Training Courses for Licensed Teachers Ranked as “Junior Teacher” & “Senior Teacher”

These training courses target all Licensed Teachers ranked as “Junior Teacher” and “Senior Teacher”
in public education sector. The training courses consist of only “Common Trainings” that are

expected for them to accumulate teaching experience and essential competencies as school teachers.

The table below shows the mandatory training courses in each rank for all Licensed Teachers ranked

as “Junior Teacher” and “Senior Teacher”.

10
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Table 5-3: Training Courses of Licensed Teachers Ranked in “Junior Teacher” & “Senior Teacher”

Rank Mandatory Training Courses

Junior Teacher A. Common Trainings
SBI/CBI/DBI

Lesson Study

Pedagogy (Basic)

Teaching & [.earning (Basic)
ICT (Basic)

Subject Pedagogy

Y V. ¥V ¥ V¥V VY VY

Classroom Management (Basic)

Senior Teacher A. Common Trainings
SBI/CBI/DBI

Lesson Study

Pedagogy (Advanced)

Teaching & Learning (Advanced)
ICT (Advanced)

Subject Pedagogy

Classroom Management { Advanced)

School Management (Basic)

v ¥V ¥V ¥V ¥V ¥ V¥V V¥V ¥

Communication (Basic)

B. Training Courses for Licensed Teachers in Teaching Career

These training courses target all Licensed Teachers in public education sector who choose their
career path as a “Teaching Career”. The training courses consist of “Common Trainings for all
Licensed Teachers” and “Specialized Trainings for Teaching Career” from the rank of “Principal

Teacher” to “Principal Master Teacher”.

The table below shows the mandatory training courses in each rank for all Licensed Teachers who

choose their career path of “Teaching”.

11
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Table 5-4: Training Courses of Licensed Teachers in Teaching Career

Rank Mandatory Training Courses

Principal Teacher A. Common Trainings

Guidance and Counselling Training (Basic)
Leadership Training (Basic) : Leadership for Change
Mentoring and Coaching Skills Training (Basic)
School Management (Advanced)

v ¥ v v v

Communication (Advanced)

B. Specialized Trainings
»  SBI/CBI/DBI
¥  Lesson Study
¥  Subject Pedagogy
»

ICT in Teaching

Senior Principal Teacher A. Common Trainings
¥ Guidance and Counselling Training (Advanced)
¥  Leadership Training (Advanced) : Leadership for Change
»  Mentoring and Coaching Skills Training (Advanced)
B. Specialized Trainings
SBI/CBI/DBI
Lesson Study

»

»

»  Subject Pedagogy
»  ICT in Teaching
»

Subject Curriculum Development (Basic)

Master Teacher A. Common Trainings
¥ Wriiting Technique (Basic)
¥  Local Administration (Basic)
¥ Monitoring and Evaluation (Basic)
¥ Project Knowledge & Management (Basic)
B. Specialized Trainings

SBI/CBI/DBEI

Lesson Study

»

»

»  Subject Pedagogy
»  ICT in Teaching
>

Subject Curriculum Development (Advanced)

Semor Master Teacher A. Common Trainings

Writing Techmque (Advanced)

12
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Local Administration (Advanced)

Monitoring and Evaluation (Advanced)

Project Knowledge & Management (Advanced)
Comprehensive Leadership (Basic)

Educational Policies (Basic)

B. Specialized Trainings

SBI/CBI/DBI

Lesson Study

Subject Pedagogy

ICT in Teaching

v VvV Vv VvV V¥

School Curriculum Development (Basic)

Principal Master Teacher A. Common Trainings
»  Comprehensive Leadership (Advanced)
»  Educational Policies (Advanced)
»  Education Governance
»  Programme Knowledge & Management
»  Comprehensive Management
B. Specialized Trainings
SBI/CBI/DBI
Lesson Study

»

»

»  Subject Pedagogy
»  ICT in Teaching
»

School Curriculum Development (Advanced)

C. Training Courses for Licensed Teachers in Management Career

These training courses target all Licensed Teachers in public education sector who choose their
career path as a “Management Career”. The training courses consist of “Common Trainings for all
Licensed Teachers” and “Specialized Trainings for Management Career” from the rank of “Principal

Teacher” to “Principal Master Teacher”.

The table below shows the mandatory training courses in each rank for Licensed Teachers in

Management Career.

13
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Table 5-5: Training Courses of Licensed Teachers in Management Career

Rank Mandatory Training Courses
Principal Teacher A. Common Trainings

>
>
>
>
>

Guidance and Counselling Training (Basic)
Leadership Training (Basic) : Leadership for Change
Mentoring and Coaching Skills Training (Basic)
School Management (Advanced)

Communication (Advanced)

B. Specialized Trainings

>
>
>

Data Collection, Interpretation and Analysis Training (Basic)
Financial Management (Basic)

Human Resource Management (Basic)

Semor Principal Teacher

A. Common Trainings

S
b
b

Gudance and Counselling Training (Advanced)
Leadership Training (Advanced) : Leadership for Change
Mentoring and Coaching Skills Training (Advanced)

B. Specialized Trainings

b
b
b
b

Data Collection, Interpretation and Analysis Training (Advanced)
Financial Management (Advanced)
Human Resource Management (Advanced)

Bookkeeping (Basic)

Associate Director

A. Common Trainings

>
>
>
>

Writing Technique (Basic)
Local Administration (Basic)
Monitoring and Evaluation (Basic)

Project Knowledge & Management (Basic)

B. Specialized Trainings

>
>
s

Data Base Management (Basic)
Bookkeeping (Advanced)

Education Planning at Local Level (Basic)

Senior Director

A. Common Trainings

v ¥V ¥V Vv ¥

Writing Technmique (Advanced)

Local Admimstration (Advanced)

Monitoring and Evaluation {Advanced)

Project Knowledge & Management (Advanced)

Comprehensive Leadership (Basic)

14
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»  Educational Policies (Basic)
B. Specialized Trainings
»  Data Base Management (Advanced)
»  Education Planning at Local Level (Advance)
»  Educational Policies (Basic)

Principal Director A. Common Trainings
Comprehensive Leadership (Advanced)

3
»  Educational Policies (Advanced)
»  Education Governance
»  Programme Knowledge & Management
»  Comprehensive Management
B. Specialized Trainings
»  Educational Policies (Advanced)

»  Education Planning at National Level

All Licensed Teachers in both Teaching and Management Career must undergo and complete the
training courses designated for their rank. For example, teachers ranked as “Senior Teacher” must
complete the training courses in the rank of “Senior Teacher”.

In addition, training courses listed in each rank shall be considered minimum training required for all
Licensed Teachers. Licensed Teachers can and will be encouraged to undertake other training
relevant to their professional development and for their career advancement.
Nation/Regions/Districts are also required to prepare various types of training courses according to

their needs.

(2) Private Education Sector

All Licensed Teachers in private education sector are also required to undergo and complete the
mandatory training courses. However, Teachers in private sector are not given “Teacher Ranks” but
will be licensed. Therefore, the training courses required for teachers in private sector shall be

defined on the basis of their years of teaching experience in education service.

The table below shows the relationship between the years of teaching experience of teachers in

private sector and the “Teacher Rank™.

15
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Table 5-5: Experience Years of Teaching corresponding to Teacher Rank

Experience Years of Teaching Teacher Rank

From 1 year to 4 years Junior Teacher

From 5 years to 8 years Senior Teacher

From 2 years to 12 years Principal Teacher

From 13 years to 16 years Senior Principal Teacher

From 17 years to 20 years Master Teacher / Associate Director

From 21 years to 24 years Senior Master Teacher / Senior Director
From 25 years - Principal Master Teacher / Principal Director

All Licensed Teachers in private education sector must choose the mandatory training courses based
on the years served in the education service according to the mandatory training courses in each rank
and the career. For example, Licensed Teachers in private sector with 15 years teaching experience

must go through and complete the training courses listed in the rank of “Principal Teacher”.

56-5-3. Training Courses for Teachers with Specific Title

The training courses shall not applied to all teachers. This training course is only for Teachers with
administrative and statutory supervisory positions such as Head of School, Circuit Supervisor,
District Director or Regional Director. The training course shall correspond to job duties and
responsibilities prescribed for the relevant position.

The table below shows the standard of training courses for Teachers with Specific Title.

Table 5-6: Training Courses for Teachers with a Specific Title

Types of INSET Programme Training Courses and INSET (SBI/CBI/DBI)

Head Teacher Training Orientation (Job Duties & Job Responsibilities)

(Public and Private School/Institute) School Management (Human, Environment, Budget, Time, etc)

Administration (Recording, Reporting, etc)

Leadership Training

>

3

%

»  Communication
>

»  Curriculum Development
>

Mentoring, Coaching & Counseling

16
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Circuit Supervisor Training

{Public Sector)

Orientation (Job Duties & Job Responsibilities)
Management

Assessment

Communication

Mentoring, Counseling & Coaching

District Director Training

(Public Sector)

Orientation (Job Duties & Job Responsibilities)
Management

Local Administration

Leadership Training

Education Policy & Regulation

Assessment

Curriculum Development

Regional Director Training

{Public Sector)

¥ ¥ V¥V Vv ¥V ¥V V|V ¥ V¥V ¥V ¥ ¥ ¥ |V Y VYV V¥V VY

Orientation (Job Duties & Job Responsibilities)
Management

Local Administration

Leadership Training (UNICEF)

Education Policy & Regulation

Assessment

Curriculum Development

17
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5-6. Annual Schedule of INSET Programme
PTPDM Policy places an emphasis on “Decentralization”. This means that each district is required
to make an annual plan of INSET training schedule according to the prescribed standard of training

schedule every year.

(1) Induction Training Programme for Beginning Teachers
The annual schedule of the Induction Training Programme shall begin in late August before students

come to school and end in July of the next year in accordance with the academic year.

(2) Rank-Based INSET Programme for Licensed Teachers
Basically, the annual schedule of this training programme shall begin in September of the vear and
end in August of the next year. Therefore, each district 1s recommended to set up one cycle of annual

training programme for Licensed Teachers in an academic year.

(3) Title-Based INSET Programme for Teachers with Specific Titles

This training programme is on a needs basis with no prescribed standard of annual schedule of
training programme. Therefore, this training programme shall be organized on a case-by-case basis
when professional classroom teachers and professional teachers in administrative positions take up

additional duties with a new job title.

Annual Time Schedule of INSET Programme

Types of INSET Programme Aug | Sep i Oct + Nov | Dec + Jan i Feb  Mar ' Apr . May + Jun 1 Jul

Induction Training Programime

Rank-Based INSET Programme

Title-Based INSET Programme

5-7. Training Record

Completing and meeting the necessary requirement of the training program of the mandatory
training courses in each INSET Programme shall be one of the conditions for licensing, appraisal,
and promotion. This requires keeping a training history of all teachers in classroom and in

administration.

(1) Recording Forms

All teachers in classroom and administration are required to keep a record of their training history in

18
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the “TEACHER LOGBOQOK” and “Training History™.

TEACHER LOGBOOK
“TEACHER LOGBOOK™ is an official document that records information about teachers. The

Logbook contains the official record of all teachers either in the classroom or in administrative
positions and includes information such as name, personal information, Registered Number, current
rank, Academic history, Employment history, and Training history. This Logbook can be used in a

variety of ways including for appraisal, promotion and application for position advancement.

Training History

The Training History form contains two sections: “Training Description and Self-Evaluation™ and
“Trainer's Part”. After completing each training course, teachers have to personally fill in the section
on “Training Description and Self-Evaluation” and then ask trainers to fill in the section requesting

“Trainer's Part”.

(2) Process and Procedure of Training Record

The steps below show the general process and procedure of training record.

Step1: Attendance of Training Courses

¥ Teachers attend a training course.

Step 2: Filling up of Section of “Training Description and Self-Evaluation” in the
“Training History” Form
v'  After a training course, teachers fill in the section of “Training Description and
Seltf-Evaluation” in the “Training History” form. .
¥"  In the section of “Training Description and Self-Evaluation™, teachers are supposed to
write the comments on the training course such as Training Description, What you learned

in training, how you utilized the lesson in classroom, etc.

Step 3: Filling up of Section of “Trainer's Part” in the “Training History” Form
¥ After completing the section of “Training Description and Self-Evaluation”, teachers shall
ask the trainers to fill in the section of “Trainer's Part”.
¥ Trainers shall fill in the following sections of the “Trainer's Part” in the “Training History”

Form: Trainer Name, Signature and Date, and Trainer's Comments

19
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Based on the “Training History™ form, teachers fill in the part of “Training Received™ in
the “TEACHER LOGBOOK”.
Teachers shall file “Training History” and “TEACHER LOGBOOK” Forms as “Personal

File™ to be considered as a Teaching Portfolio.

20
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Ghana Education Service / National Teaching Council
Training Code Table
Mi\?im"m Career Level Necessary Trainings for Each Level Training

ears Code
1. Induction Training (Mandatory): BTO1

2. School Based INSET (Mandatory) X 4 BT02

1-3 Beginning Teacher 3. Cluster Based INSET (Mandatory) x 2 BTO3
[2] 4. Orientation by CS BT04
5. Orientation by Head of Schools and HoD BT05

6. Boot Camp (to be discussed) BT06

1. Basic Management Skills Training 5501

2. Assessment Training 5502

3 Junior Teacher 3. Basic Te.achi_ng Me_thods and Managing Challenging Topics S503
4. Communication Skills 5504

5. Basic ICT Training 5505

B. Subject Contents Training (KG, Prim., JHS and Sec / Tech 5506

1. Guidance and Counselling Training PS01

2. Basic Mentoring and Coaching Skills Training F502

5 Senior Teacher 3. Man.agerial alnd Leadershi.p Skills Training (including PS03
4_ICT in Teaching and Learning PS04

5. Data Collection, Interpretation and Analysis Training PS05

6. Subject Contents (Curriculum Issues) P506

1. School Leadership and Management Training (including STO1

2. Management of INSET (SBI / CBI, etc.) ST02

5 Principal Teacher 3. Mentoring and Coaching Skills STO3
4. Financial Administration Training 8T04

5. Leadership for Change 5T05

1. Legal regulatory framework PTO1

2. School Financial Management PTO2

5 Senior Principal Teacher 3. Human Resource Managment PTO3
4. Skills in evidence-based research PTO4

5. Mentoring and professional skills PTO5

1. Financial Administration and Management Training 5P01

2. Resource Mobilization and Management Training including 5P02

4 Master Teacher 3. Communication Training. SPO3
4. Training on Educational Policies. SPO4

5. Training on Monitoring and Evaluation. 5P05

1. Tactics for Becoming an Empowering Leader DRO1

4 Senior Master Teacher 2. Creat_ive Problem Solving: Innovative and Creative Leadership DRO2
3. Conflicts Management DRO3

4. Strategic Leardership: Knowledge Management and the DRO4

1. Leardership and Motivation 5001

) Principal Master Teacher 2. Effec?tive Leardership 3ehav10urs and.Atitu.de sSD02
3. Contingency and Situational Leadership Skills 5003

4. Global Human Resource Management SD04

24
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Teacher” gets promoted to the next rank as “Senior Principal Teacher”. This system shall apply to all
of GES teachers in classrooms and in administration but not to the staff in the private education

sector. This promotion system does not apply to Beginning Teachers because they are still “teachers

on probation”.

6-1. Key Changes of Promotion
Under the PTPDM Policy the following changes have been introduced:

1. Process of Promotion
1. Requirements for Promotion
1ii. Criteria of Promotion
iv. Documents necessary for applying promotion

Figure 6-1: Process of Promotion
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Step 1: Satisfying the Conditions for Promotion

For promotion to the next rank, Professional Classroom Teachers (PCT) and Professional
Teachers in Administration (PTAd) are required to have satisfies the following conditions: 1)
Minimum Years of Experience in education service, 2) Completion of Required Training Needs,

and 3) Acquisition of Desired Competencies in each rank.

Step 2: Applying for Promotion
After satisfying the conditions to apply to the next rank, the teacher has to prepare the

necessary documents and submit them to appropriate personnel or organizations officially.

Step 3: Getting Promotion

After submitting the necessary documentation, assessment process is performed by going
through the prescribed checks and interviews to see if applicants are satisfied with the
criteria for promotion or not. The successful applicant is promoted to the next rank, but

unsuccessful applicants need to meet the gaps in their competencies before re-applying for

promotion.

6-3. Responsible Personnel/Organization
The following personnel or organizations have direct responsibility for the promotion
process:

i. Heads of Basic Schools, Second cyele Schools and Institutes

il. Human Resource Personnel at District and Regional Education Offices

ii. Human Resource Management Division, GES HQ, and Public Services

Commission

6-4. Requirements for Promotion

(1) Minimum Years of Experience in Educational Service
Table 6-2 shows the prescribed minimum vears of experience in each rank before qualifying to

apply for promotion to the next rank:

Table 6-2: Minimum Years of Experience in Educational Service Required for Promotion

Rank Minimum Years
Junior Teacher Four {4) years
Senior Teacher Four (4) years
Principal Teacher Four (4) years
Senior Principal Teacher Four {4) years
Master Teacher / Associate Director Four {4) years
Senior Master Teacher / Senior Director Four (4) years
Principal Master Teacher / Principal Director Four {4) years
2
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(2) Completion of Required Training Courses

Professional Classroom Teachers (PCT) and Professional Teachers in Administration (PTAd)
shall be required to complete mandatory training courses in each rank before applying for
promotion.

All Beginning Teachers shall undergo an “Induction Training Programme for Beginning
Teachers” during the first year of service. Thereafter, Beginning Teachers who are officially
employed by GES shall go through mandatory training courses at their entry rank as either

Tunior or Senior Teachers.

(3) Acquisition of Required Competencies in Each Rank

Professional Classroom Teachers (PCT) and Professional Teachers in Administration (PTAd)
are required to acquire the prescribed competencies for their current rank before applying for
promotion. The competencies to be acquired through INSET in each rank are described in the

“Chapter 4. Teacher Competencies” in detailed.

6-5. Timing of Promotion

The GES processes employee applications for promotion every year. The promotion process starts

from September and ends in June or July the following year. The schedule of the promotion process

orLUINIU LyLie A MV @ Ci
Education Approval
District/Regional/ Application Interview by GES
Divisional Director - HQ and Final
Approval

(1) Teachers at Schools/Institutes and Heads of Department

Professional Classroom Teachers (PCT) at Schools and Institutes and Heads of Department are
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(2) Head of Basic School and Professional Teachers in Administration (PTAd) at District

Level
Heads of Basic Schools and Professional Teachers in Administration at the District Level shall
submit their application forms and necessary documents in October. Prescribed checks and
interviews will take place from November to April. Final review and approval shall take place

from May to July.

(3) Head of School in Second Cycle Education

Heads of Schools in Second Cycle Education shall submit their application forms and necessary

documents from November to January. Prescribed checks and interviews shall take place from

February to April.  Final review and approval shall take place from May to July.

(4) District/Regional/Divisional Director

District/Regional/Divisional Directors are supposed to submit their application forms and
necessary documents from February to April. After that, screening process, several interviews,

final review and approval will take place from May to July.

6-6. Procedure of Promotion

Process and procedure of promotion is different from person to person according to its position.

(1)

Professional Classroom Teacher at Schools/Institutes and Head of Department

The following steps show the procedure of promotion for Professional Classroom Teacher and Head

of Department at Schools and Institute.
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appraisal for years in series, and Teaching Portfolio to see if the applicants satisfy the
minimum conditions or not.

Head of School or Institute interviews the applicants and fills in remarks on the application
form.

If the applicants satisfy the requirements, Head of School or Institute submits the

Human Resource Personnel at DEO submits the application documents of the applicants

who pass the screening and interview to REQ.
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the applicants meet the minimum requirements.
1l. Human Resource Personnel selects the applicants who are eligible for promotion.
1il, Human Resource Personnel interviews the selected applicants and fill in remarks on the
application form.
1v. Human Resource Personnel at REO submits the application forms of the applicants who

pass the interview to GES HQ.

v" Head of Basic School and Professional Teacher in Administration prepare the application forms

and necessary documents, and submit them to DEO.
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Step 2:

1.

1.

v

Step 3:

111,

v

Step 5:

1i.

Processing and Interview at DEO
Human Resource Personnel at DEO checks the application forms and documents to see if
the applicants satisfy the minimum requirements.
Human Resource Personnel selects the applicants who are eligible for promotion.
Human Resource Personnel conducts an interview with the selected applicants and provide
remarks on each applicant.
Human Resource Personnel submits the application documents of the applicants who pass

the screening and interviews to the REO.

Screening Process and Interview at REO

Human Resource Personnel at REO checks the application forms and documents to see if
the applicants meet the minimum requirements.

Human Resource Personnel selects the applicants who are eligible for promotion.

Human Resource Personnel conducts an interview with the selected applicants and with
remarks on each applicant.

Human Resource Personnel submits the application documents of the applicants who pass

the interview to GES HQ.

Processing at GES HQ
Human Resource Management Division (HRMD), GES HQ checks the application forms
and documents to see if the applicants meet the minimum requirements.
If the applicants meet the requirements for promotion, HRMD approves the promotion of
the applicants who pass final review.

HRMD issues and sends letters of promotion to the successful applicants.

{3) Head of School in Second Cycle Education

The following steps show the procedure of promotion for Heads of Schools in Second Cycle

Institutions.

Step 1:

1i.

Preparation and Application of Documents
Head of School in Second Cycle Education completes the application form and necessary

documents, and submit them to REO.

Screening Process and Interview at REO

Human Resource Personnel at REO checks the application forms and documents to see if
the applicants meet the minimum requirements.

Human Resource Personnel select the applicants who are eligible for promotion.

Human Resource Personnel conducts interviews with the selected applicants and with
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remarks on each applicant.
v. Human Resource Personnel submits the application documents of the applicants who pass

the interview to GES HQ.

Step 3: Screening Process at GES HQ
1. Human Resource Management Division (HRMD), GES HQ checks the application forms
and documents to see if the applicants meet the minimum requirements.
il. If the applicants meet the requirements for promotion, HRMD approves the promotion of
the applicants who pass final review.

11l. HRMD issues and sends a letter of promotion to the successful applicants.

{4) District/Regional/Divisional Director

The following steps show the procedure of promotion for District, Regional, and Divisional

Directors.

Step1: Preparation and Application of Documents
i District/Regional/Divisional Director submits completed application form with necessary

documents to GES HQ.

Step 2: Screening Process and Interview at GES HQ
i. Human Resource Management Division (HRMD), GES HQ screens the application forms
and documents to see if the applicants meet the minimum requirements.
11. HRMD selects the applicants who are eligible for promotion.
1il. HRMD conduct an interview with the selected applicants.
. If the applicants meet the conditions for promotion, HRMD approves the promotion of the
applicants who pass final review.

V. HRMD issues and sends a letter of promotion to the successful applicants.

6-7. Criteria for Promotion

The process of promotion is implemented by evidence-based and competency-based approaches.
Responsible personnel at all levels within GES are guided by established criteria and procedures to
ensure fairness and equal opportunities for all applicants.

This section describes the references and criteria for promotion from the aspects of: Competency,

Experience in education service, Training History, Certificates, and Applicant's Character.

{1) Competency

References
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»  The result of Performance Appraisal Forms in a current rank for years in series
Criteria

¥  Average Score of appraisal is over 70%

(2) Experience in education service
References
» EMIS, Database
Criteria

»  Applicants satisfy minimum years of experience in education service in a current rank

(3) Training History
References
»  Teaching Portfolio, EMIS, and Database
Criteria

» Required Training Courses in a current rank is completed

(4) Certificates
References
»  Acopy of certificates, EMIS, and Database
Criteria

» Coertificates that the applicants hold are eligible for promotion

(5) Applicant's Character (Humanity, Personality, Professionalism, Value and Ability)
References
» Interview Evaluation Sheet
Criteria

» Total score of Evaluation sheet is over 60 %
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7. Teacher Performance Appraisal

The teacher performance appraisal is a process in which a head teacher collaborates with each
teacher in evaluating that teacher's work as a professional person. A head teacher is required to study
teachers' performance and gather reliable information on them over a period of time. Assessment of

teacher nerformance is reallv imnortant to imnrove their work. bv comnarine a teachers'

The teacher performance shall be appraised according to the PSC appraisal system, except that the
assessment schedule shall be according to the school year'. The appraisal process includes regular

mformation gathering, periodical discussions with teachers, and a written assessment in mid-year

1 Under the public service staff performance appraisal system, mid-year review takes place in June, and end-of-year in
December. The appraisal in schools/institutes shall begin during School Term 1, with Mid-Year Review in Term 2 and
End-of-Year Review in Term 3.
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meeting and end-of-year a meeting. As for the written assessment, the Staff Performance Review and
Appraisal Form (SPRAF) is usually used.

The teacher performance appraisal process is prescribed by NTC as follows.

‘ | Head Teacher | | Teacher | |

{Annraicar) {Annraicean)
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There are various ways of gathering information for teacher appraisal that the Head
teacher/Principal/HOD/Unit head is provided in the "Handbook for Teachers on Performance
Appraisal System".

The Head teacher/Princinal  HON/T Tnit head ran ack learnere ta ramnlate a amactinnnaire recarding

neview, reriormdiice Apprdalsdl a4l UecCision ividKing.
4. PSC. (2014). Staff Performance Planning, Review and Appraisal Form
PSC. (2015). Human Resource Management Policy Framework and Manual for the

Ghana Public Services.
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8. Licensing

The PTPDM Policy introduces a new system of “Licensing” for teachers in Pre-tertiary Education

towards improving the quality of personnel and performance within the education sector in Ghana.

A miv AAUAMESA VA W & AU T AMAVAIWNA A WANWALAAAL, ACAV ALY MALWMAA WUARAJUAW VY LA wMWAAY WA W Ak SeAiiiiaps A AN Da weaiiiiiw ves

obtain the minimum qualification for licensing by a period of time as determined by the NTC and

GES. The Provisional License shall be revoked if the provisional license holder fails to obtain the

required training by the end of the defined period.

—206—



(2) Teaching License
A Teaching License is a formal permission from the National Teaching Council (NTC) that allows
teachers to teach at schools and institutes at the Pre-tertiary level in Ghana.

It shall be issued to all teachers in classrooms and teachers in administration as proof of professional

POAPIPN, RISV B . PRSI . AR PREEURRR S o) NP

Ministry of Education Appointment Letter

(NTC) Letter of Introduction

Payslip ] Teacher Student

——Y Y —

Diploma Certificate
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Figure 8.1: Process of Registration for Persons with Diploma in Education
Step 1: The College of Education shall send a list of teacher students who successfully

passed the final exam and completed the curriculum to the National Teaching Council (NTC).

Step 2: NTC will issue a "Provisional License" to each certificated teacher on the pass list to
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8-4-4. Persons with Non-Education Degree (who completed 4-year university)
The process is almost same as that of persons with degrees in education except that , in addition,
they are required to  ensure that they provide proof of completion of the certificate in education

programme to the NTC during the prescribed period of employment as Beginning Teachers at the
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8-5. Process of Licensing
The licensing process is prescribed by NTC depending on the types of teachers. This section

describes the basic process of licensing for each type of teacher.

QWP 1. KReyistrauon

Step 2: Licensing: Provisional Teaching License

NTC issues “Provisional Teaching License to all Beginning Teachers who have been registered.
Step 3: Induction Training Programme for Beginning Teacher

After registration and getting Provisional Teaching License, the candidates become Professional

or Non-Professional Beginning Teachers. All Beginning Teachers are required to undergo an
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“Induction Training Programme for Beginning Teacher” and to acquire the desired

competencies as a Professional Teachers.

Note: Professional BTs are required to complete Induction Training Programme and pass the

Figure 8.6: Process of Licensing for Professional Teachers
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Step 1: Licensing: Teaching License
As for Professional Teachers in active service, there is no special process for licensing.
Teaching License shall be issued to Professional Teachers in active service automatically by

NTC.

Provisional Teaching License shall be issued to Non-Professional Beginning Teachers by NTC

automatically.

Step 2: Professional Certificate Training Programme

After a Provisional Teaching license is issued, a Non-Professional Beginning Teacher are
required to undergo a “Professional Certificate Training Programme™ such as PGCE/Sandwich
Programme and to acquire professionalism and the desired competencies as a Professional

Teacher.
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Note: Non-professional teachers in active are required to complete Professional Certificate
Training Programme such as PGCE/Sandwich Programme and pass the programme within

maximum 4 years after becoming Provisional Teaching License holders

Step 3: Performance appraisal of Induction Training Programme

—214—




9. Appointment to Positions with Additional Duties

“Additional Duties” means being assigned more duties by an employer. For example, a school

teacher being appointed a “Head of School” by GES.
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9-2. Process of Assigning Additional Duties
The Process of Assigning Additional Duties is different from the process of Career Progression. The

figure below shows the basic process of advancement by the assignment of additional responsibility

under PTPDM policy.
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An applicant (classroom teachers and teachers in administration) who meets the requirements,
including interviews, may be appointed to the new position. An applicant who fails to meet the
requirements for appointment may apply whenever vacancies are announced but would be

expected to meet the prescribed requirements for appointment.
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9-3. Responsible Personnel/Organization
The following personnel or organizations shall be responsible for appointment to positions with
additional duties:

»  Human Resource Personnel at District and Regional Education Offices

1he positions 1 each rank are set up i accordance with job dutics and competencies that are

required for classroom teachers and teachers in administration in each rank.

(2) Completion of Required Training Courses

Classroom teachers and teachers in administration have to complete the mandatory training
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courses in each rank before applying for the position. The mandatory training courses are the
same as that for Career Progression as shown in “Chapter 4: 4-4. Requirements for Career

Progression”.

12\ A rrivinn Camnatnancine in Earnh Danls

prescribed supporting documents.
v Applicants submit completed application forms and supporting documents to authorized

organization.
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performance appraisal for years in series referring to Database?? EMIS??7? to see if the
candidates meet the minimum conditions or not.

Authorized organization selects the candidates who are eligible for the position.
Authorized organization interviews the selected candidates using the interview evaluation

sheet.
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»  Total score of Evaluation sheet is over 60 %???? (Pass/Fail?)
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10. Database

In this chapter, ‘Database’ is one of key elements of information management systems; means

‘structured set of data held in computer systems, especially one that is accessible in various ways’.

1 Each administrative body set their own administrative code to Districts or Regions,
and most of coding systems lack of temporal stability (e.g. The Ghana Statistic Office
changes District code in every Census). This is a big obstacle against interoperability

and integration of plural databases.
2 For example, "La Dede-Kotopon" and "LA DADE-KOTOPON MUNICIPAL" in Grater

Accra Region, "Krachi Ntsumuru" and "KRACHI NCHUMURU" in Volta Region, etc.
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gaps current situations and attamment target levels, ettective mterventions shall be selected.

3 Original Source: Health Information System in Developing Countries-A Landscape
Analysis, VITAL WAVE CONSULTING, May 2009

4 Systematic business process: conduct comprehensive analysis on medicine and
medical supplies, clinical examination, human resources and medical financing
management and find out appropriate amount of activities and service supply
effectively and efficiently.
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10-5. Principle of disclosure
Basically, information in the Teacher Database shall be opened to the public, as both of

human-readable and machine-readable formats. But sensitive personal information of individual

teachers shall be restricted.
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5. M/ 0Oy MREERE
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6. FHERMEL - BERRBORE
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