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Abstract 
The study employed the exploratory sequential mixed method design involving semi-structured interviews with 
12 former and 18 current head teachers, and 4 directors of Education. Structured questionnaires were further 
administered to 390 former and current head teachers and 4 Directors of Education.  The findings of the study 
revealed that in the past basic school head teachers were mostly selected and appointed based on long service 
and experiences, while few became head teachers because of their religious affiliation. Currently, the study 
established that although long service and religious affiliation still remain a factor, however, academic 
qualification, leadership skills, and research publications are considered as an advantage. The study recommends 
that at least a basic school head teacher should possess a qualification in educational administration and 
leadership and a well-designed pre and in-service training should also be regularly organised for them based on 
their needs. 
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1. Introduction 
 
Undoubtedly, the educational history of Ghana as a country has evolved from a number of reforms since 1987 to 
present day. Over the years, the basic, secondary and tertiary levels of education in Ghana has seen major 
educational reforms from the Free Compulsory Universal Basic Education (FCUBE) to Free Senior High School 
Education (FSHSE). The main issues addressed in these reforms have been a reduction in number of years spent 
in formal education from 17 years to 12 years of schooling, increase access to basic education, improving the 
quality of teaching and learning and most significant is the free tuition to all Ghanaian child from the basic to the 
secondary level of education. Specifically, the FCUBE and FSHSE programmes were meant to ensure that all 
school going-age children receive free and compulsory quality basic education in Ghana. These policies helped 
to create motivation for a coordinated sector programme providing donor support to education and a drive for 
educational decentralisation with greater recognition of the important role of community and other stakeholders 
participation in school management for school improvement. Two of the major components of these 
programmes are: 
• Improving efficiency in management and 
• Improving access and participation in education at the basic and tertiary  levels 
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The FCUBE created the momentum for introducing the School Management Committee (SMC) and the Parent 
Teacher Association (PTA) with the intention to enhance stakeholders’ and communities’ sense of ownership 
and participation in all school decision-making. To deliver the objectives of the FCUBE, basic school head 
teachers needed skills in school administration and leadership to effectively manage basic schools in Ghana 
(Dampson, 2015).  
 
In accordance with section 12 and 13 of the Ghana Education Service (GES) Act 1995, section 504, the mandate 
is given to the Educational Council to advise the President of Ghana on the appointment of the Director-General 
of Education. The Director-General of Education, in turn, advises the appointment committee on the 
appointment of Regional and District Directors of Education. Through this Act, the District Directors of 
Education are mandated to select and appoint qualified basic school head teachers. 
 
Notwithstanding these Act, in Ghana, research (Afful-Broni, 2005; Afful-Broni & Dampson, 2008; Bush & 
Oduro, 2006) argue that in the past majority of the basic head teachers were selected and appointed based on 
long service, and most of them had no formal training in the field of Educational Administration and 
Management. Interestingly, a study conducted in Kenya and Uganda by (Oplatka, 2004; Hoy & Tarter, 2010) 
revealed similar results. In Ghana, Afful-Broni & Dampson, (2008) further posit that the 1987 Educational 
reforms brought to bare an important modifications where only basic school head teachers with the qualification 
of a Principal Superintendents or, at least Senior Superintendents who had passed through interviews and a week 
in-service training in school  leadership were selected as heads to run schools as a blander. Although Dampson 
(2015) posits that is a good beginning, on the whole, the major problem is that these head teachers lacked skills 
and knowledge in educational leadership and school management. 
 
Nonetheless, it is generally accepted by the Ghana Education Service, Ghana National Association of Teachers 
(GNAT) and among head teachers themselves that in spite of the successes which some of them have attained, 
they would admit that they initially had to experiment with several ideas, or leadership ideology and principles, 
some of which may have negatively affected the quality of their decision-making and the eventual misplacement 
of students and teachers in the country. They would most likely admit that they would have benefited immensely 
from more formal training in school leadership and management. 
 
A study conducted by Bush & Oduro (2006); Afful-Broni & Dampson (2008) and Dampson (2015) revealed that 
a survey at the basic schools in Ghana indicate that majority of the basic school headteachers were appointed 
based on long service and seniority. If the headteacher of a basic school went on transfer or retirement and 
another headteacher was not immediately available to be transferred to the post, one common criterion for 
replacement was the most senior teacher likely to be chosen for the position. If these circumstances hold, there is 
a substantial reason to assume that in most remote and deprived parts of Ghana, where few basic schools are 
scattered among communities, the teacher who gets to be the head teacher is mostly the only trained teacher at a 
post. It is further argued that in such isolated cases these selected headteachers may or may not go through any 
in-service training to equip them with the skills needed to manage basic schools. In such situations propensity of 
initial mistakes due to trial and error, ignorance, immaturity, and inexperience on the part of these headteachers 
cannot be overruled. 
 
Indeed, while scholars stress the importance of involving staff members and teachers in a shared decision-
making process for school improvement (e.g., Hoy & Tarter, 2010; Harris, 2012; Somech, 2010), head teachers 
ultimately control decision-making by initiating the process and ensuring the implementation of the resulting 
conclusion(s) (Lunenburg & Ornstien, 2000). Who should be involved in the decision-making process, how an 
administrator or committee arrives at a solution, and when or how that solution is put into place are, according to 
O'Sullivan (2011), all under the direct control of the school's headteacher. As a consequence of the head 
teachers’ position within the educational institution and because of the organisational authority granted to them, 
they make decisions on an almost continuous basis (Hallinger & Heck, 2010). Notwithstanding, the role of the 
basic school headteacher in Ghana as the key decision-maker, facilitator, problem-solver and an agent of change 
in the school and national development cannot be overemphasised. 
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Regardless of the benefits and importance of teacher preparation in school leadership and management,  Afful-
Broni & Dampson (2008) assertion made over a decades ago that, majority of the basic school head teachers 
were selected and appointed to lead schools without the required skills and certification is still relevant despite 
the implementation of various educational policies which calls for competency, skills and knowledge in school 
leadership. Additionally, the paucity of research, documentation and related literature regarding the selection, 
preparation and appointment of basic schools within the Ghanaian context which has created a gap in present 
understanding and process of how basic school headteachers should be selected and appointed for effective and 
efficient school leadership calls for the justification of this study. 
 
The complexity of managing and moving basic schools toward change and transformation within a dynamic 
Ghanaian environment can be overwhelming and calls for effective leadership approaches within basic schools 
in Ghana. Even though the concept of teacher leadership and preparation has been considerably explored within 
both basic and higher education sector, there is still no strict policy and process generally accepted and 
religiously ad heard to with regards to the selection and appointment of basic school head teachers in Ghana. 
Thus, this paper specifically seeks to explore the past and current practices in the selection and appointment of 
basic school headteachers into a leadership position. To collect data for the study, the following research 
questions guided the study: 
1. What has been the practice/process of selecting and appointing basic school headteachers in Ghana? 
2. What is currently practised by the Ghana Education Service with regards to selecting and appointing basic 

school headteachers in Ghana? 
3. At what level of leadership are the basic school headteachers managing their schools?  
4. What is the way forward in selecting and appointing basic school head teachers in Ghana? 

 
2. Literature Review 
 
Allotey-Pappoe (2017) argues that for an effective and quality school system, the roles of school heads cannot be 
veritably unheeded because school heads are considered pillars of the school, thus their actions and in-actions 
greatly influence its fabric. Similarly, With the quality of teaching being one of the major requirements of school 
improvement and the concern that an alarming number of teachers are underperforming as evidence from the 
2011-2013 Basic Education Certificate Examination (BECE) indicates poor performance of students (GES, 
2011; MOE, 2013; MOE, 2014), the role of school heads becomes a necessity for academic productivity and 
excellence in Ghanaian basic schools (Somech, 2010; Harris, 2012; Kuku & Taylor, 2002;). The Ministry of 
Education (1999) in trying to understand the reasons for low achievements among pupils in schools suggested 10 
key causes of which headteachers' knowledge and skills in school leadership and management were considered 
as key factors to school improvement. 
 
In this instance, school leadership is considered extremely influential in the success of a school, and it is, 
therefore, essential to give thought, care, time and attention to recruitment and selection processes. Similarly, the 
roles of those to be recruited should be carefully defined, and consideration should be given to flexible working 
arrangements, such as teacher empowerment and participative leadership in order to be as inclusive as possible 
and to improve the academic performance of students. From the on-going discussions, it is an undisputed fact 
that school leaders control human and material resources of the school, and that their position is so important 
that the school cannot exist without it (Babayemi, 2006). Furthermore, Ibukun, Oyewole & Abe (2011) argue 
that the success of school to a larger extent emanates from the administrative, supervisory, managerial and 
leadership qualities of school heads. Maintaining quality and standards in education depends largely on the 
extent to which heads of schools effectively carry out their leadership responsibilities. 
 
A decade and a half ago, Oduro (2003) differentiates recruitment from selection and argues that the former 
involves making an effort to attract the most suitable applicants from whom the most suitable person is chosen 
for the job, while the latter involves choosing the most suitable from among the attracted applicants for the job. 
This process means that selection takes place after recruitment, but Oduro goes on to say that both recruitment 
and selection have a common goal - ‘hiring the most capable to lead the school' (p.298). 
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However, different criteria are used for recruiting/selecting/appointing headteachers in different countries. 
Middlewood (1997) indicates that in a country like Canada, principals are required to undergo appropriate 
training and obtain relevant qualification, and be allocated to schools or colleges for a specific period before 
being re-posted to different schools or colleges. In England, the National Professional Qualification for 
Headteachers (NPQH) course has been introduced for aspiring headteachers – the aspiring headteachers are 
mandated to undertake the course. Candidates for headship positions are selected by the governing bodies in a 
competitive situation. The criteria for recruiting/ selecting/ appointing headteachers in Canada and England 
differ from those used in Ghana. Middlewood (1997) notes that the authority for appointing headteachers is 
vested with the Directors of Education (DoE) of various districts, although they manage education with the 
support of the Assistant Director in charge of specific schedules and the regional manager of education units of 
religious organizations. The governing bodies, thus, have no role in the recruitment/selection/appointment of 
headteachers.     
 
Another study conducted in Ghana by Bush and Oduro (2006) indicated two approaches used by the GES 
directors to appoint headteachers in Ghana. The first step is appointment through direct posting, which involves 
appointing newly-trained teachers to lead schools, especially in the rural areas. The unattractiveness of rural life 
appears to have made working in rural schools non-competitive among teachers, who might otherwise have had 
aspirations to be appointed as headteachers. The second strategy is appointment through selection interviews, 
which is largely associated with the appointment of urban school headteachers. Candidates for interviews are 
selected through recommendation. (Bush & Oduro, 2006). 
 
In the past, Ghanaian basic school head teachers were required to attain the position of  Senior Superintendent 
rank before they are considered for appointment as headteachers. During that level in their professional career, 
they are deemed to be experienced enough to manage schools. In 2008, a study conducted by Afful-Broni and 
Dampson revealed that in the majority of the rural schools the minimum requirement had been compromised to 
the extent that the majority of the head teacher lacked the minimum qualification of 5-year working experience 
as a senior superintendent.  
 
This is no different, as the OCED report in 2003 revealed that some countries, particularly the United States and 
Ghana, find it difficult to attract suitable candidates for what is seen as an increasingly onerous job.  In another 
study Grady et al., (1994) sampled all Australian government school principals and found that regardless of 
location, type, size or level of school, gender, or age, ninety-two percent of Australian principals expected to 
retire or resign from the principalship more than five years before they 'have to'. Similarly, Afful-Broni & 
Dampson  (2008) posit that because the majority of the head teachers were appointed based on long service, 
most of them were close to their pension during their appointment. The implication is that, in most basic schools 
where teachers find the heads position to be onerous, it will be difficult to attract the qualified personnel to fill 
the position, hence, breaching the required laid procedure and process. 
 
Generally, the selection, recruitment, and appointment of a basic school headteacher differ from country to 
country. For example in the United Kingdom, the arrangements for the appointment of a head teacher or deputy 
head teacher are in accordance with Section 35 and 36 of the Education Act 2002 and School Staffing (England) 
Regulation 2003, SI 2003, 1, 1963.   
 
More recently, as Ghana is part of the rapidly changing world, studies have shown that among the primary 
prerequisites for improving the quality of teaching in basic schools are effective school leadership and strategic 
thinking (Dampson & Edwards 2017) and full teacher participation in the school decision-making process 
(Dampson, 2015). In this regard, one of the programmes that have made a positive contribution to the training of 
basic school head teachers in Ghana is the Leadership for Learning Programme (LfL). The LfL, the Cambridge 
Network was established in 2001 as a value-based network concerned with learning, leadership and their 
interrelationship (Jull, Swaffield & MacBeath, 2014). In Ghana, the LfL partnership with the Institute for 
Educational Planning and Administration (IEPA) at the University of Cape Coast has been able to train and 
organised relevant workshops for an estimated 3000 head teachers throughout the country.  Additionally, the 
LfL's five policies: focus on learning; conditions for learning; shared leadership, dialogue; and shared 
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accountability has been adopted by the Ghana Education Service (GES) and included in the head teachers 
handbook. Such positive impact in policy implementation and training of head teachers in leadership and 
learning is regarded as an add-up to the selection and appointment of basic school teachers to headship positions.  
 
In 2010, the LfL reported that through their initiative in improving leadership in basic schools, the Ministry of 
Education had put in place a distance education programme in 2005 to provide untrained teachers in the country 
with the opportunity to study for a diploma in basic education. All these initiative are only an add-up for a 
teacher to gain the upper hand in the selection and appointment process but not a requisite. In this regard, it is 
imperative that existing requirements and processes of selecting and appointing basic schools to head teachers in 
Ghana need a re-visitation and amendment which would require basic school headteachers to possess a 
qualification in School Leadership and Management or its equivalent before their appointment. 
 
It is quite interesting to note that 18 years ago basic school headteachers in Ghana were selected and appointed 
based on the following criteria: 
1. Qualification: the applicant must possess at least a Certificate 'A' or a diploma in education from a 

recognised teacher training college. 
2. Rank: the applicant must at least be a Senior Superintendent. 
3. Experience: the applicant should not be more than 55 years of age, with a least 3 years teaching experience 

and must possess good leadership and interpersonal skills. For mission schools, the applicant must be 
affiliated to a religious body. (Ministry of Education, 2000) 

 
Bush & Oduro (2006) remarked that because of inadequately qualified staff the Ghana Education Service select 
and appoint basic school headteachers through direct posting and interviews. They concluded that headteachers 
in Africa are faced with daunting challenges due to the lack of formal leadership training and this has made basic 
school headteachers ill-prepared to meet the demands posed by the changing nature of their jobs as compared to 
their counterparts in developed countries such as Canada, United Kingdom and the United States of America. 

 
3. Methodology 
 
The study adopted the exploratory sequential mixed method design. This design begins with qualitative data and 
then collects quantitative information (Creswell, 2009). Typically in this design, the researcher conducted the 
study in two phases, with the first phase involving qualitative data collection using semi-structured interviews. 
Twelve (12) former headteachers were sampled through snowballing and 18 current headteachers through 
random sampling from 129 basic school in the Central Region of Ghana. Four (4) Directors of Education were 
also purposefully sampled. The second stage of data collection was followed by quantitative data collection, 
specifically, a structured questionnaire with 195 former and 195 current headteachers who were snowballed and 
censused sampled from the 129 basic schools.  The justification for using explanatory sequential mixed method 
design is to gather qualitative data to explore the past and current process of selection and appointing of basic 
school headteachers and then collect quantitative data to explain relationships found in the qualitative data. This 
was done through the identification of themes from the interview and from the findings, design an instrument to 
identify the relationship between what was and currently practised and suggest the way forward.    
 
Cape Coast metropolis and the Mfantseman municipality in the Central Region of Ghana was purposely selected 
for the study because of the variety of basic schools in the study area. The population for the study comprised of 
both former and current headteachers and directors of education, and all basic schools in the Cape Coast 
metropolis and Mfantseman municipality.   
 
Qualitative data collected from the 12 former and 18 current headteachers using a semi-structured were coded, 
categorized, and relevant themes were generated using Nvivo 10 software. To maintain confidentiality, 
participant identities, as well as their institutions, were concealed with pseudonyms. During the second stage, the 
themes that emerged from the analysis of the interviews were used to construct the structured questionnaire for 
data collection which included 394 participants  
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The intent of the researcher was to use quantitative data results to refine and extend the qualitative findings by 
classification that developed from the qualitative findings. Guided by the research objectives, questions and 
descriptive picture of the data obtained from the qualitative data, the quantitative data were correlated using the 
SPSS version 20. The data were analysed and presented in tables and charts using simple percentages, frequency 
distributions, and means. 
 
4. Results and Findings: 
 
Research Question 1: What has been the practice/process of selecting and appointing basic school headteachers 
in Ghana?  
Research Question 2: What is currently practised by the Ghana Education Service with regards to selecting and 
appointing basic school headteachers in Ghana? 
 
Research questions 1 and 2 were designed to find out the past and current practices in selecting and appointing 
basic school headteachers.  From the available literature, basic school headteachers in Ghana are selected and 
appointed based on long service, rank, qualification, experience, and religious affiliation to a school. These 
selection and appointment are mostly done through interviews. The analysis in table 1 indicates that there has 
not been any significant change in the past and the current appointment of basic school headteachers. 
 
Table 1: Selection and appointment of basic school headteachers. 
Item Former headteachers 

Mean 
Former headteachers 

St.D 
Current headteachers 

Mean 
Current headteachers 

St.D 

Long service 
 
Academic 
qualification 
 
Rank 
 
Religious affiliation 
to a school 
 
Advertisement  
 
Certificate in 
Leadership 
 
Interview 

2.33 
 

2.18 
 
 

2.31 
 

2.17 
 
 
 

3.44 
 

3.45 
 
 

2.30 

1.29 
 

1.162 
 
 

1.322 
 

1.147 
 
 
 

1.286 
 

1.30 
 
 

1.226 

2.31 
 

2.16 
 
 

2.33 
 

3.01 
 
 
 

3.64 
 

3.32 
 
 

2.41 

1.32 
 

1.164 
 
 

1.28 
 

1.23 
 
 
 

1.321 
 

1.210 
 
 

1.172 
Source: Computed from field data 2018, n=195: n=195 
Scale: 5= Strongly Agree, 4= Agree, 3= Neutral 2= Disagree, 1= Strongly Disagree 
 
A mean score below 3.00 indicates agree and above 3.00 (disagree). The findings of the study revealed in table 1 
indicate that the past practices of solely selecting and appointing basic school headteachers based on rank, 
qualification, experience, long service, and religious affiliation still exist in current times. The only major 
difference revealed in table 1 is a religious affiliation with a mean above 3.0 (3.01) signifying a disagreement. 
This finding indicates that currently, as it used to be in the past headteachers are not selected and appointed 
based on religious affiliation.  This finding is in disagreement with a study conducted a decade ago by Afful-
Broni and Dampson (2008) which found that 22.7% of basic headteachers became headteachers due to their 
religion to affiliation mission schools. Similarly, the findings of the study confirm that while countries such as 
Scotland, England, Australia, and the United States take into consideration professional and academic 
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requirement such as a certificate or a degree in school leadership and management, same is not given preference 
in Ghana. 
Interestingly, a different dimension emerged from the interview with past and current headteachers. Out of the 
12 former headteachers interviewed none of them agreed that the vacant position of headship that they applied 
for was advertised. However, 12 out of the 18 current headteachers interviewed indicated that they had circulars 
of the vacant position of headship for which they applied. Furthermore, 7 out of the 18 current headteachers 
confirmed that they had a masters degree in Educational Administration and school Leadership/its equivalent 
and had published some articles in local and international journals. These are some of the excerpts:  
 

'well, I think things are gradually changing with regards to how we are selected and appointed. In the past, 
it was solely on long service, but I was appointed because I had masters in educational leadership and I 
have published 2 articles. I think I also did well during the interview' (current headteacher 5) 

 
Current headteacher 2 echoed:  

 
'the interview was very competitive as the vacancies were also circulated to all teachers to apply. I think I 
had the appointment because of my rank, long service, publication and above all my masters in educational 
leadership.' 
 

These findings perhaps indicate that currently there is a paradigm shift from solely appointing basic school 
headteachers in Ghana based on long service, rank, and experience. A decade ago Afful-Broni and Dampson 
(2008) found that 59.1% of the basic school headteachers in Ghana were appointed based on long service and by 
virtue of their qualifications and experience although only 5% had certificates in educational leadership. The 
implication of this finding perhaps is that although some of the old practices such as religious affiliation, rank, 
experience, and qualification are still held in high esteem, current practices such as certification in school 
leadership, publication of articles and advertisement of vacant position for prospective applicant are the new 
directions in selecting and appointing basic school leaders.  These findings contradict Amezu (1990) assertion 
that the Ghana Education Service who select and appoint basic school headteachers seems to be working on the 
assumption that a successful classroom teacher with the rank of a superintendent or above and experience 
necessarily makes an effect headteacher has lost its basis in the current appointment of basic school 
headteachers.  
 
From the on-going discussions it worth noting that much emphasis in the selection and appointment of basic 
school headteachers is placed on the final stage which is the interview. This to a  large extent serves as the 
weakness of the whole process. It is important that the whole evidence for selection and appointing of basic 
school headteachers should include the original application, the references, feedbacks from panels, observation, 
other assessment methods, and the interview. In this regard, Middlewood (1997) argues that the process of 
selecting and appointing school leaders should be conducted centrally through assessment centres so that those 
who are successful can be nominated as having reached the required standard.  
 
Research Question 3: At what level of leadership are the basic school headteachers managing their schools?  
 
The findings of the study established that basic school headteachers selected and appointed to lead basic schools 
in the study area have been managing their schools at 5 levels of leadership as shown in figure 1. 
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Figure 1: Five levels of leadership 

Adopted from Collins (2007) 
 
Analysis from the quantitative data indicated that 92% of the basic school headteachers managed their schools at 
level 1 (highly capable individual) of the 5 levels of leadership. At this level of leadership, basic school 
headteachers make productive contributions through their own talent, knowledge, skills and good habit gained 
through long service in the teaching profession. The bio-data of these headteachers indicate that majority (85%) 
of them have been in the teaching profession for over 15 years, whiles 73% of them have been in headship 
position for over 8 years.  With regards to age, all of them were over 40 years. These are the excerpt from 2 
current headteachers. 
 

'Well as I said earlier, I am 55 and getting close to my pension, and I have been headteacher for over 15 
years. Since being appointed, I have been using my experience and knowledge gained on the job to lead my 
school' [headteacher 1] 
 
I think I possess certain talents and traits that put me into favourable position as a leader. Although I don't 
have any certificate in leadership, I have been able to lead this school to improve. I mostly rely on my 
talent and experience. 
 

District Director (A) confirmed that majority of the headteachers who have no formal certification and training 
in leadership manage their schools through their knowledge and experience gained on the job. 

'It is difficult to have a basic school headteacher with a qualification or formal training in School 
Leadership or Management. Only a few have such qualifications, so most of them rely on their experience 
and talent to manage their school'. 

 
At the second level of leadership (contributing team manager), the findings of the study revealed that 63% of the 
current headteachers were team players where they have contributed to individual staff members capabilities to 
the achievement of group objectives.   These basic school leaders indicated that through experiences and trial-
and-error they had worked effectively and efficiently to manage both human and material resources to improve 
their schools as indicated in the excerpt below.    
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'Well my first 2 years was filled up with trial-and-error coupled with isolation and individualism...., but 
now I have learned, and before I left my position as the head I was able to become a team player' (Former 
headteacher 7) 
 

In modern school leadership especially in Ghana where school cultures of collaboration in which decision-
making is the no longer exclusive preserve of headteachers, and yet heads remain responsible and accountable 
for the school's success, a key leadership skill that these heads displayed was their ability to manage the 
boundaries  of autocratic and democratic decision-making in their school. 
  
Competent school leaders are very scarce in the 21st century where school leaders are excepted to improve their 
schools with limited resources.  The third level of leadership displayed by headteachers in the study was 
competent school leaders. Surprisingly, in spite of cultural, geographical location of schools, experience and 
academic qualifications of the headteachers, the challenges faced by them had more commonalities than 
differences. The only difference lies within the new (novice) and old headteachers (veteran). At this level of 
leadership, the findings of the study revealed that 45% of the headteachers were able to organize teachers and 
resources towards the effective and efficient pursuit of the organisational goals. Collins (2007) however, argues 
that leaders at this level are faced with daunting challenges such as management of time, implementation of 
government policies and school improvement projects. Similarly, almost all the headteachers interviewed in this 
study echoed similar challenges. One of the current headteachers indicated that:   
 

'I have been a headteacher for the past 15 years, and I still face challenges in implementing new 
government policies as well as school projects.  (headteacher 1) 

 
Another former headteacher noted:  

 
'well when I was the headteacher, although I managed both teachers and material resource well I still 
found it difficult in improving my school' (headteacher 3) 

 
Perhaps, these challenges are encountered by the majority of the headteachers at the competent managerial level 
because of the way they are selected and appointed to lead basic school without any laid down formal training 
and qualification for the newly appointed headteachers. It can also be inferred from the findings of the study that 
most of the headteachers in the study area are ill-prepared to meet the demands posed by the changing nature of 
their jobs as compared to school heads in developed countries. This finding perhaps justifies the reason why 
none of the headteachers were found at the 4th (Effective Leader) and 5th levels (Executive leader) where school 
leaders are tasked to catalyse commitment, vigorous pursuit of a clear and compelling vision, and building 
enduring greatness through a paradoxical blend of personal humility and professional will.             
 
These levels according to Collins (2007) are the highest level in the hierarchy of leadership, and only a few are 
able to reach that level. From the on-going discussions, there is no doubt that majority of the basic school 
headteachers who are regarded as custodian and leaders of the school are seen as ‘helpless' in managing their 
schools. One major step towards improving their situation is by empowering them. However, Dampson (2015) 
argues that their basic challenge is how to tap teachers' expertise and experience to facilitate enlightened 
decisions and build better educational policies. It is believed that when regular in-service training and workshops 
that are tailored to address the needs and demands of basic schools heads are periodically organised by the GES 
in collaboration with the University of Education to train headteachers in school leadership and management, 
headteacher will become effective and executive leaders.   
 
Research 4: What is the way forward in selecting and appointing basic school head teachers in Ghana? 
 
To answer research question, 4 headteachers were asked to rank their challenges. These current headteachers 
were grouped into new (novice) and old (veteran) headteachers. The novice headteachers were those with 6 
months to 4 years, whiles the old (veteran) headteachers were those above 4 years experience as headteachers. 
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Table 2: Challenges are facing novice and veteran headteachers. 

Novice Rank % Veteran Rank % 

Adoption of leadership style 
 
Financial management 
 
Staff management 
 
Teacher empowerment 
 
Time management 
 
School improvement 
 
Technology   and paperwork 
 
 
Total 

1 
 

2 
 

3 
 

4 
 

5 
 

6 
 

7 

51 
 

25 
 

8 
 

6 
 

5 
 

3 
 

2 
 
 

100 

Technology and paperwork 
 
Financial management 
 
Time management 
 
Teacher empowerment 
 
School improvement 
 
Staff management 
 
Adoption of leadership style 

1 
 

2 
 

3 
 

4 
 

5 
 

6 
 

7 

55 
 

22 
 

9 
 

6 
 

4 
 

3 
 

1 
 
 

100 
Source: Computed from field data 2018, n=195: n=195 
 
No doubt the findings of the study has exposed that both novice and veteran headteachers are faced with 
daunting challenges. It is obvious from the rankings and percentages that majority (51%) of the novice 
headteachers are faced with the challenges of adopting a leadership style to suit their new environment, whiles in 
the same category only 1% veteran headteachers had such challenges. These findings confirm the study by 
Wildly and Clark (2011); Afful-Broni and Dampson (2008).   According to Wildly and Clark (2011), novice 
teachers encounter feelings of professional isolation and loneliness and eventually affect their adoption of 
leadership style. Contrary, Afful-Broni, and Dampson (2008) found that 73.5% of the veteran headteachers were 
able to adopt favourable leadership style due to the resort of past experiences and trial-and-error leadership 
methods.  
 
Similarly, the findings of the study that both novice (25%) and veteran headteachers (22%) are challenged with 
financial management concur with the findings of  Bush and Oduro (2006), Liang (2011) and Gamage et al. 
(1996). Financial management in Ghanaian basic schools according to Afful-Broni and Dampson (2008) has 
been the major challenge facing basic school headteachers in Ghana. They argue that the bureaucratic nature of 
the Ghanaian educational administrative system where power and decision-making are centralized makes 
headteachers fail in their financial dispensation. Perhaps the failure of these headteachers may be attributed to 
their inadequate knowledge and skills in school financial management rather than the bureaucratic nature of the 
Ghanaian educational administrative system.   
 
In addition to these challenges, technology and paperwork were ranked first by veteran headteachers (55%) 
whiles novice headteachers (2%) ranked the same item last. This finding may imply that the new generation of 
basic school headteachers is more computer literate than their older generation. Excerpt from the interview 
substantiate the findings. 
 
Veteran headteacher (3) narrated:  

'honestly, my major challenge over the 18 years I have been headteacher is in relation to the use of 
computers and other technology to be effective and efficient. You know I'm an old school. But I still did my 
best.' 
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Another veteran headteacher (8) echoed: ' 
I don't know how to develop power points or us other software on the computer to generate broadsheet or 
for the workshop. It keeps slowing me down so I always I to rely on other people' 
 

From these findings, the way forward for the selection and appointment of basic School headteachers is to 
develop the knowledge and understanding of the context within which each headteacher finds him/her herself 
and operate from. This is particularly important for both novice and veteran headteachers because as pointed out 
by Pinar (2014), understanding the particularity of the place meant understanding subjectivity's reciprocal 
relation to reality, simultaneously constructed by and contributing to the creation of place. With regards to 
context, Webber (2013) distinguished between two approaches for novice and veteran headteachers. One, a 
standardised programme designed for application in all settings regardless of the cultural context and 
characteristics of the group of leadership and two, design programmes for headteachers with regards to the 
context in which they operate from. Additionally, studies indicate that most human interactive which form part 
of the selection process, the interview, is particularly prone to prejudices. Norris (1993) and Riches (1997) argue 
that interviewers often make up their minds about a candidate within the first five minutes of the interview and 
consciously or unconsciously spend the rest of the interview trying to justify their judgement. This situation to a 
large extent affects the selection process. The need for consistency and objectivity in selecting and appointing 
basic school headteachers in Ghana is paramount. In moving forward, a structured approach which involves who 
will be involved in the process (personnel); the standard by which candidates will be assessed (criteria); what 
should be important in the criteria (weighing); how will the candidates performance be assessed (Instruments) 
and lastly, making the decision (matching) should be considered before an appointment is effected. It is equally 
important to include professionals and lay people such as students and other stakeholders in education to be part 
of the final decision.  
 
5. Conclusion and Recommendations: 
 
In conclusion, there is no doubt that looking back most of the practices and procedures for selecting and 
appointing basic school headteachers are still in use. Moving forward, the findings of the study indicate that 
although some of the old practices and procedures are still in use, new practices and procedures such as a 
degree/certificate in Educational/school leadership, attendance conferences, and publication of articles serves as 
an add-up in selecting and appointing basic school headteachers in Ghana. 
           
Based on the findings the researcher recommends that the Ghana Education Service invest much time and energy 
in the selection of appropriate candidates to lead basic schools in Ghana. For members of staff to be appointed 
they must subscribe to the school philosophy and ethos, have the commitment and potential to develop as 
individuals and make a valid contribution to the school community. No appointment should be made at any level 
without the candidate being observed in teaching and research. In addition, candidates should be subjected to a 
range of leadership activities such as mentoring, class management, leadership traits, presentation, group 
management, chairing of meeting and involvement in school and community activities. Outside the normal 
interview process, other methods that can be employed to secure high-quality staff for headship position include; 
formal and informal networking with colleagues within and beyond their locality, building links with local 
universities and colleges where appropriate. 
     
Once appointed, the school and the local education office should be committed in the professional development 
of basic school leaders. Much emphasis should be placed on promoting leadership and responsibility at all levels 
in order to create a team approach to school improvement. Additionally, increasing the amount of reflective and 
sharing of good practices among basic school headteachers will enhance their leadership skills. Basic school 
headteachers should be mandated to observe each other in their leadership role and form a networking platform 
and reflect among themselves their leadership roles. 
      
It is further recommended that the preparation programmes of basic school headteachers should reflect upon 
their the difficulties and strategies headteachers face when they challenge directives, policies or stakeholders that 
undermine their commitment. Lastly, the preparation programmes of basic school headteachers should include 
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the development of entrepreneurial skills to identify opportunities to learn in both public and private settings, 
embrace cross-cultural relationships,  especially in their Ghanaian communities and this to a large extent will 
enrich the leadership skills of both novice and veteran school leaders in Ghana. 
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