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The study entitltd A STUDY ON THE STATUS OF TEACHER MANAGEMENT IN
COMMUNITY SCHOOL IN NEPAL is an attempt to assess and overview the overall status of
existing teacher management system in public schools. It aimed to assess teacher selection,
recruitment, and placement policies and processes adopted by government of Nepal. Further, to
make an enquiry into deployment and redeployment situation of the teachers and analyze
provisions for teacher development including legal measures for teacher transfer and promotion
were the other objectives of the study. Identifying key issues and challenges related to teacher
management system in Nepal was also regarded as one of the objective of the research.

Descriptive, analytical and exploratory research design with the mixed approach of both
qualitative and quantitative inquiry was used in the study; however, the focus of the study was in
the qualitative methodology. The qualitative data were analyzed and interpreted in the narrative
style. Quantitative data were interpreted with the help of simple statistical tools like frequency
distribution, ratio and percentage. Questionnaire for the key informants, semi-structured
interview, focus group discussion, interaction, school survey, field notes, case study, and
document study were used as the tools and techniques to collect required data for the study. The
study was limited to primary-secondary level community schools in which 12 districts, 50
schools, 50 SMC representatives, 50 head teachers, 100 teachers, 10 DEOs, 10 school
supervisors, 20 RPs and some other local, district and central level stakeholders were involved

in. The study was completed within three months. The detail of sample was as below:

Dev. Region Zone Eco. Region Districts Schools | Teachers
Eastern Mechi Hill Ilam 5 10
Sagarmatha | Mountain Solukhumbu 5 10
Central Janakpur Hill Ramechhap 5 10
Janakpur Terali Mahottari 5 10
Bagmati Valley 3 Districts 5 10
Narayani Terai Parsa 5 10
Western Lumbini Hill Palpa 5 10
Dhaulagiri Mountain Mustang 5 10
Mid-western | Karnali Mountain Mugu 5 10
Far- western | Mahakali Terai Kanchanpur 5 10
5 9 3 12 50 100

Similarly, the following points were addressed and incorporated in the scope of the study:
e Whole spectrum of teacher management system at community schools
e Teacher's sample population from primary to secondary level
¢ Responsibility, accountability, and transparency of teachers in their performance
e Devolution, delegation and centralization of transfer authority of teachers
e Variety of teachers
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o Career path of teachers/professional development
e Time and tasks of teachers

e Options for non-functioning teachers

e Under- and over-staffed schools

e Head teacher management

¢ Role of teacher unions

The study found that Teacher Service Commission is responsible for the selection and
recruitment of teachers at central level. The study found that article 11 (kha) of Education Act,

2028 has made prevision of TSC for the recruitment and deployment of teachers for permanent
post. Based on the same, government of Nepal has launched Teacher Service Commission
Regulation, 2057 according to the delegated authority of the article 19 of the act. With these two
legal provisions, as an administrative wing of the ministry of education, TSC deserves the sole
authority of selecting and recruiting teaches for permanent post. However, it has not announced
the vacancies for permanent post of teachers for 17 years (since 2052BS) due to the decision of
GoN not to fulfill the permanent post of teachers for some years. Due to this, the seventh
amendment of Education Act has made provision of recruiting temporary and others teachers
through SMC. By this, SMCs are fulfilling the need of teachers on contract basis at school
according to the set rules and regulation. The recently practiced policy procedure of recruitment,
selection and deployment of teachers has diagrammatically been presented below for the

intelligibility of the procedure in way that is more comprehensive:

DEO
Approval
Approval pp

v

Recruitment | «—— SMC ——» Vacancy

announcement
Selection and A 4

certification Teacher selection committee

The study found based on its sample that there are only approximately 60 percent permanent
teachers working at community schools in Nepal. The schools have the following STR, which is
lower than the current national data:

* Primary-17.41

= Lower Secondary-22.42

Santwona Memorial Academy Pvt. Ltd. Educational Research and Consultancy Center —m



2012 Teacher Management in Community Schools in Nepal — A Study Report

= Secondary-30.95

= Total-23.59
According to the study, Government of Nepal, Ministry of Educations is recently practicing the
data based funding for teacher at schools. For this, the PCF teacher’s quota system has been
introduced and the recruitment of teacher has been based on the number of student enrolled at
schools.

The study found that there are two types of teacher deployment system practiced in the world as-
deployment with central authority, and deployment in market system. Nepal is practicing the
market system of teacher deployment at present. For this, the requirement set by Education
Regulation for the deployment of teachers at schools is as below:

Level of education Grade Required teachers
pre-primary - 1 Teacher
Primary 1-5 Minimum 3 Teacher
lower-secondary 6-8 Minimum 4 Teacher
Basic 1-8 Minimum 7 Teacher
Secondary 6-10 Minimum 8 Teacher
Secondary 9-12 Minimum 9 Teacher

As the process of teacher deployment in present context to Nepal is concerned, the teachers are
deployed in permanent, temporary, and contract (PCF, and Community Funded) quotas. The
study found separate processes for their deployment. According to the study, the deployment of
teachers in Nepal is affected by the following factors:

¢ Incapability of the SMCs for strong management

e Political pressure, intervention, and interference

e Nepotism and favoritism

e Geographical Complexity

e Low social and academic responsibility bearing by the teachers

e Least transfer of the teachers

The study also found that re-deployment of teachers is an effective way to solve the problems of
uneven deployment. However, re-deployment of teachers is also problematic due to some
obstacles like:

e Insufficient teacher quotas in relation to school and student ratio

e Unaware local stakeholders, especially the SMCs

e Weak school management: Low accountability and least capacity

e Lack of sufficient incentives

e Least focus in implementing the reward and punishment system

e Weak physical infrastructure

e Political influence and intervention
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e Nepotism and favoritism

e Seasonal migration

e Existing social structure

e Facility oriented life style of teachers

Further, the study found that different pre-service and in-service (Teacher Professional
Development-TPD, Backlog clearance, and Qualification upgrading) trainings as well as
teacher's transfer and promotion have been regarded as the key to teacher's development. For
this, Government of Nepal has launched educational programs in the universities and HSEB
board as I. Ed/ +2, B. Ed and M. Ed. as the level wise requirement of training for teachers. In
spite of this, HSEB is running '+2' and 'special-12' programs in faculty of education. Further, 99
private teacher-training centers affiliated with NCED have provided pre-service training for
primary teachers with required qualification. In addition to this, one-year additional training
entitled 'teacher preparation course’ as targeted by the SSRP is also conducting under the faculty
of education in TU for those teachers who are from non-education faculty. The TPC is found
available in Mahendra Ratna Campus, Tahachal and Gorkha Campus, Gorkha. The study also
found that NCED has a network of 29 educational training centers (both ETC-As and ETC-Bs)
along with other five sub centers. These trainings are conducted through 29 ETCs in 29 districts
and 46 lead RCs in rests of the districts all over the country. These trainings are of three different
types with three different packages as below:

e Teacher professional development- TPD

e Backlog clearance

¢ Qualification upgrading

The study based on its sample showed that 98 percent of the total teachers are trained at schools.
While 13 percent teachers have only the ‘academic qualification' as pre-service training, other 24
percent have 10 months training in which 20 percent of them have backlog clearance with TPD.
Rests of 61 percent teacher have both pre-services training with TPD.

During the study, different stakeholders pointed out that the incapability of SMC members to
handle overall management, least self-discipline and responsibility in teachers, and political
intervention in decision-making as the major threats for teacher management at schools. Further,
nepotism and favoritism in teacher selection, insufficient teacher quota at schools and least
effective monitoring, evaluation and supervision system are some other problems. By this, the
need of managerial and capacity development trainings for SMC members for better
management of teachers at school has been suggested.

Similarly, the study found the following major issues and challenges related to teacher
management system at community schools in Nepal:

e The weak status of TSC
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The study

The limited number of approved teachers' quota

Quantitative imbalance in teacher distribution

Academic qualification and specialization of teachers
Decentralization of teacher management: Weak SMCs

Devolution and delegation of transfer authority to local level

Political influence and intervention in education

Non-functioning teachers at schools

Over- and under-staffed schools: Teachers shortage in remote area
Teachers' absenteeism at school and class

Attracting and retaining qualified young teachers in school

Increase the share of women and other teachers from marginalized and
disadvantaged groups

Geographical complexity

Variation in service facilities for teachers

Decreasing responsibility, accountability and self-discipline in teacher
Head teachers' management and the management of MLE teachers

also explored that Nepal is currently facing the following consequences of poor

teacher management in schools:

(i)

(if)

Imbalance in teacher deployment (uneven deployment)

o Rural urban disparities

o Gender disparities

o Disparity in deploying teachers from marginalized and disadvantaged group
o Disparities in class size

Politicization and political intervention

o Political pressure

o Nepotism and favoritism

o Possibility of malpractices

(iii) Poor salaries and working conditions of teachers

o Variation in service facilities

o Poor living and working condition

o High teacher absenteeism

o Irregular attendance of pupil: high dropout, repetition and low achievement

(iv) Ineffective teacher training institutions

O

Poor quality of pre service training (mostly the academic degrees)
Poor quality of teacher's instruction

Over-crowed classes at universities

Theoretical training lacking practicality

©)
©)
(@)
o Shortage of skilled and highly qualified human resources

(v) Poor teacher motivation and morale

Santwona Memorial Academy Pvt. Ltd. Educational Research and Consultancy Center




2012 Teacher Management in Community Schools in Nepal — A Study Report

o Low self-discipline, responsibility and accountability
o Ineffective instruction
o Least application of training in class

(vi) Higher financial and quality cost
o High investment
o Low achievement
o Poor quality of product

The study has also made an attempt to explore the possible ways of teacher management at
upcoming federal system in Nepal. While dealing with this, the study has suggested the four-step
model of teacher management at upcoming federal system. According to this model, the TSC as
a constitutional organ of the country selects teacher in close coordination and collaboration with
the Federal Education Commission (FEC). Each federal state will have an FEC of its own.
According to the result of TSC, FEC will certify each of its DEOs for recruitment and
deployment of the selected teacher candidate at school within the federal state. Accordingly, the
DEOs will recruit and deploy the teachers at the schools. Rests of all the aspects of teacher
management will be the responsibility of the concerned SMCs. For the intelligibility of this
model, it has diagrammatically been presented below:

TSC_) ﬁ{ Teacher's Selection ]
A 4 Certification of Teacher's Recruitment
FECQ and Deployment within State

DE‘(') . Recruitment and Deployment of
EB - Teachers within District

Y | Overall Management of Teachers at
[ SMCs ] - Local Level

Based on these findings of the study, the study suggested for GoN to release a separate TSC Act
as soon as possible to solve the immediate problems of teacher management, especially, of the
selection and recruitment of the teachers at community schools. For the long-term solution of the
problems of teacher management in Nepal, it is necessary to make the TSC as an independent
and authorized constitutional organ like PSC so that it can decide its entire actions, plans,
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functions, and activities strongly with no affect and influence of any external (and/or internal)
power.

Similarly, the study recommended for TSC to announce the vacancy of teachers for permanent
post each year. Before that, GoN should maintain required legal provisions and should make
necessary decision to announce the vacancy. It is necessary to reduce the types of teachers only
as Permanent, Temporary, and Contract teachers. The temporary teachers should be managed
from the district wise standing list of alternative candidates of TSC (permanent post) for certain
period. The authority of selecting and recruiting contract teachers within the set criteria should
be given to the intermediate and local level. As SMCs are the managers of the schools, it is
necessary to empower the SMC members and develop their capacity to handle proper
management of teachers at school.

The study also suggested following the deployment system of teachers from central authority.
For this, the intermediate level of administrative authority of TSC (DEOs) can be the appropriate
authority for deployment and redeployment of teachers at school. To improve the current
deployment situation of teachers at schools, it is recommended to develop the managerial
capacity of SMC members and reduce the political intervention in deployment. Thus, the study
suggested adopting the following measures to overcome the problems related to deployment of
teachers at schools:

* Increment of teacher quotas at school

* Community awareness and capacity building of the local stakeholders, especially
managerial trainings for SMC persons
Establishment of a concrete and strict system
Different incentive packages for teachers, especially for them who deserve examples of
best practices and for them who serve in the remote areas
Strengthening physical infrastructures
Reducing political interference, nepotism and favoritism in decision making process
Strict supervision, monitoring and evaluation system
Effective redeployment and periodic transfer

I I

The study has further suggested GoON/NCED to make necessary provision to train the teachers
who are untrained yet. It is recommended to start the qualification upgrading voluntary classes as
soon as possible. Further, it is recommended to take necessary action to approve the 'HSEB
special-12 scheme' of qualification upgrading as equivalent to intermediate level by the
universities. As the study showed poor quality of pre-service training of teachers, it is suggested
to apply the following measures to improve pre-service training:

* Quota system for student enrollment in Faculty of Education

*  Application of modern and scientific teaching-learning methodologies

*  Self discipline in students and teachers
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Focused on practical rather than theoretical courses in graduation
* Implementation of laboratory school concept for effective teaching practice

Regarding transfer and promotion of the teachers, the study suggested that the transfer system of
teachers should be free from political influence and intervention. Transfer and re-deployment
should be the means to solve the problems created by uneven deployment. A periodic and
mandatory transfer system should be adopted. For teachers' promotion, 50/50% weightage for
both 'file promotion' and 'internal competition’ should be provisioned.

The study suggested to adopt subject wise, and grade wise need as well as number of student as
the base for teacher quota distribution. Similarly, to solve the problems related to lower academic
qualification, the study suggested implementing the qualification-upgrading program strictly. In
doing so, special focus should be given to the qualification of the teachers having English,
Mathematics and Science as specialization subjects. In the same way, to overcome the immediate
challenges created by the decentralized practice of teacher management, responsibility sharing
model of management among the central, district and local level authority is suggested to follow.
For this, teacher selection by TSC (central level) recruitment, deployment/redeployment and
transfer by DEOs (district level) and (other) management by SMCs (local level) should be
provisioned.

To increase the share of woman and other teachers from marginalized and disadvantaged groups,
the study suggested creating some special posts based on the principle of positive discrimination.
New provision is suggested to manage MLE teachers from the same language group. Some
flexibility may require in the selection criteria especially regarding teaching license and selection
procedure.

To solve the problem of schools created by geographical complexity and least number on
students at school, it is suggested to GoN to establish basic level boarding schools in such
specific places where the students from 3-5 different schools can be collected and educated with
full scholarship. Furthermore, the study suggested two types of teacher management practices
(cost effective and data based supply of teachers) in the places having least and more student
density respectively. According to the study, following interventions should be used for cost
effective supply of teachers in the schools having least number of student:

o Establishment of boarding school

o Increase class size

o Multi-grade classes in lower level

o Full fledge scholarship program for the students

Finally, the study suggested GoN to use the following interventions for improved teacher
management in Nepal
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e Strong management system

e Teacher's participation in decision making process
o Effective pre-service and in-service trainings

o Effective appraisal system
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CHAPTER ONE
INTRODUCTION
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1.1 Background of the Study

The interim constitution of Nepal has declared basic education as the fundamental rights of
people. The School Sector Reform Plan has different programs to implement the national
policy of education in the country. Nepal's commitment to "Education for AIll" and
"Millennium Development Goals" is based on the premises that education is a fundamental
right of all people. As per her commitment, Nepal has to ensure basic and primary education
for all children irrespective of their ethnic origin, religion, culture, language, economic status,
or disabilities.

Education is the light of every people in absence of this; people are compelled to live in
darkness of their life. Nepal has only a short history of its formal schooling. However, it has
in progress regarding the educational development. The people's movement of 1990 has
opened the door of educational development and within the twenty years of it, the country's
educational development has reached to some sorts of definite point. However, the result is
not so satisfactory. Our country is facing various challenges in the education sector in terms
of achieving the MDGs (Goal No.2: Achieve universal primary education), which is to
‘ensure that, by 2015, children everywhere including Nepal, boys and girls alike, will be able
to complete a full course of primary schooling’.

In this Endeavour, though the enrolment campaign (of 2005) raised the enrolment rate, it led
to the overcrowding of classrooms, thus adversely affecting the quality of education.
Teachers without adequate training and motivation are unlikely to help improve the quality of
education in Nepal. One of the main reasons for many children to be unable to enroll in
primary school is the lack of financial resources to cover the school uniforms, stationery and
examination fees. While 10 per cent of children were not enrolled in primary school, they
comprise a disproportionately large share of child population from the historically,
geographically, economically, and socially deprived and marginalized communities.
Currently 38 percent of our primary teachers are untrained (NCED, 2010). As most trained
teachers gravitate towards better schools in urban areas, the vast majority of teachers in rural
schools are effectively untrained and unskilled.

The Government of Nepal has handed over management of over 2000 schools to
communities; these schools remained without being properly monitored. However, the policy
of handing over the management of schools to communities has led to increased interest in
and ownership of schools by the community, the EFA documents do not focus on
empowering the communities. The large-scale program like the Basic and Primary Education
Program (BPEP) have in the past concentrated more on capacity building at the central level,
thereby increasing the gap between the centre and the grassroots level. The quality of
Education in the rural context of Nepal is very poor. In addition, the use of traditional
teaching methods, lack of effective learning environment, Different problems of teacher
management, untrained teachers, and stagnant technology impede the dissemination of
effective knowledge.
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It is hardly necessary to reiterate that education pioneers way to national progress. The
success and failure of social move depends on the quality of education as it helps produce
quality human resources and thereby increases the level of productivity. The technological
advancement, human development, and culture of responsibility of developed world signify
the role of quality education in social development. There might be lots of determining
factors for quality education. Nevertheless, teachers' management can be taken as a major
way to make the education effective. In addition, for the effective education teacher's
management has the prime role to be played. Moreover, the ability of teachers to organize
classrooms and manage the behavior of their students is critical to achieving positive
educational outcomes. Although sound behavior management does not guarantee effective
instruction, it establishes the environmental context that makes good instruction possible.
Reciprocally, highly effective instruction reduces, but does not eliminate, classroom behavior
problems (Emmer & Stough, 2001).

However, for the teachers to be effective in classroom teacher management in school is
essential as teacher management helps build strong chain of command among teachers. It
helps create synergy effect in the teachers' effort. On the contrary, the inability of teachers to
manage classroom behavior effectively often contributes to the low achievement of at-risk
students and to their excessive referrals for special education (Donovan & Cross, 2002; Harrell,
Leavell, van Tassel, & McKee, 2004).

These effects are exacerbated by the current pattern of teacher distribution, which reveals a
disproportionate assignment of less qualified and less experienced teachers to classrooms
with economically disadvantaged children (Clotfelter, Ladd, &Vigdor, 2005; Clotfelter,
Ladd, Vigdor, & Wheeler, 2007; Peske& Haycock, 2006). Thus, many of the least capable
teachers begin their careers teaching the most challenging students-with the predictable result
being low student achievement.

1.2 Statement of the Problems

Quality education for all is the motto of education in the present era. Due to the development
of science and technology in a great access, the quality of education is highly challenged. The
development of scientific technologies, in a great access, the quality of education is highly
challenged. The development of scientific technologies, in one hand, has made the world
narrow and has kept the access of every people to it. On the other hand, many people in the
world are out of the access of basic education. In context to Nepal, the government has
financing the highest amount of national budget in the field of education. It has formulated
different plans and implemented different programs to educate its people. Keeping the
concept of Education for All (UN), Nepal has also implemented different programs to
eliminate the illiteracy from the country by 2015 AD.

However, the achievements are not as satisfactory as it should be. There are still many things
to achieve. Government has to complete the private institutions opened for the sake of
providing educations. The annual result up to now has shown that despite of the huge
investment, government funding in education is not so strong enough to maintain the quality
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of education in comparison to the private institutions. In this context, the role of teacher plays
a significant value in providing the quality education to the pupils.

Teacher is the key personnel to provide quality education; however, government has not
announced the recruitment for teacher in the permanent post since a decade. Because of this,
government has made a provision of Rahat and PCF teacher in the schools where the student
number is high exceeding the determined student-teacher ratio. After analyzing shortcomings,
challenges, and weaknesses of the Rahat program, teacher management system in terms of
per capita funding has been started and implemented from 2064 BS.

As the real life practice of teacher management at community schools in Nepal is concerned,
it has not gone without problems. Deployment and reemployment of teachers as per the need
of the school is becoming a serious issue. Further, the rightful selection preceding the
deployment of teachers is also becoming the matter of major concern of both the government
and the other stakeholders including the donor agencies.

In relation to the delivery of quality education at school the availability of the capable and
skilled teaching forces/faculties as well as their retention at school is another problem. That
is, quality of education has been affecting from the lack of capable and skilled teacher in one
hand and in the other hand, such teachers do not stay long at schools. What is true is that
qualified teaching forces capable of discharging its roles and responsibilities up to the
desired level is expected to contribute directly to accomplish the goal of providing quality
education. This shows that no education system of the country is better than its teachers.

For better management of teachers at schools, government of Nepal has made some
significant initiatives. Among them, the acquisition of teaching license mandatory for all the
aspiring candidates to enter into teaching profession with the defined minimum level of
qualification is an appraisable action. It is helping for the selection, placement, and promotion
of the teachers at schools. Nevertheless, it also has many problems. The selected candidates
are not becoming strong to demonstrate their full potential with skill and capacity at class. As
the Teacher Service Commission only permits teaching license to the educational degree
holders, they are not finding so in all subject areas in real life practice.

There is another side of teachers and teaching profession in relation to the quality of
education. Some of the previous research studies have found that the teachers were less
prepared and weakly performed their expected roles to the satisfaction of the stakeholders.
Many of these issues are not only related to the performance of the teachers. The Issues
related to recruitment to retirement of the teachers, rightful placement during job time,
professional development opportunities and their utilization, retention as well as the capacity
of service providers are some of such issues that are demanding immediate attention from the
government. Thus, the management of teachers at schools along with the deployment and
redeployment of them to ensure the satisfactory delivery of education is fraught with
problems that need to be diagnosed well and addressed for making the quality education
possible and successful.
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As poor management of teachers, and education system can lead to overcrowded classrooms,
the children being turned away from school due to insufficient number of teachers and high
PTRs results from inequality in teacher deployment policies, and low teacher pay. These
problems can contribute to low teacher morale leading to teacher palliation, teacher
absenteeism and low quality of education delivered to children. Where teachers are not
regularly present in the classroom or de-motivated, this will have direct negative impact on
the quality of education, which will lead to high repetition and dropout rate. In fact, this has
threatened the completion of primary cycle and achievement of the Education for All agenda.
Thus, EFA goals can be attained in the stipulate time thought proper teacher management.
Hence, this research intends to explore the status of teacher management in school and seeks
to come up with strategic recommendations to address the problems related to teacher
management.

1.3 Key Research Questions
The study has answered the following key research questions:
a) What is the situation of Teacher Management at community school in Nepal?
b) How is the teacher recruitment, selection and placement policies and processes
adopted by the government of Nepal?
c) What are the provisions for teacher development including legal measures for teacher
transfer and promotion?
d) How do the concerned stakeholders perceive on the teacher management system?
e) What are the issues and challenges of teacher management system in Nepal?
f) How the issues and challenges of teacher management can strategically addressed?

1.4 Obijectives of the Study
The overall objective of the study is to assess existing teacher management system at the
school level. Specifically, it intends to accomplish the following objectives:
a) To assess teacher recruitment, selection and placement policies and processes adopted
by government of Nepal
b) To make an enquiry into deployment and redeployment situation of the teachers
c) To analyze provisions for teacher development including legal measures for teacher
transfer and promotion
d) To collect and analyze perceptions of stakeholders (teacher's union, SMC, PTA, DEO
officials, teachers, political parties, community leaders etc.) on teacher management
system
e) To identify key issues and challenges related to teacher management system
f) To recommend strategic measures to address challenges of teacher management
system

1.5 Scope of the Study

The following points addressed and incorporated in the scope of the study:
e whole spectrum of teacher management system at community schools
e Teacher's sample population from primary to secondary level
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e Responsibility, accountability, and transparency of teachers in their performance
e Devolution, delegation and centralization of transfer authority of teachers

e Variety of teachers: as change agents

e Career path of teachers/professional development

e Time and tasks of teachers

e Options for non-functioning teachers

e Under- and over staffed schools

e Head teacher management

¢ Role of teacher unions
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CHAPTER TWO
REVIEW OF RELATED LITERATURE
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2.1 Theoretical Background

Proper management of teacher at school is so crucial that it links with the quality of
education. The whole spectrum of teacher management includes the main themes like-
selection, recruitment, placement, deployment, re-deployment, development, transfer,
promotion and so on. The proper management of teacher of school cannot be exaggerated for
quality education, however, it one of the problems for most of the development countries.

According to UNESCO International Institute of Educational Planning (2000), in the present
context of budgetary constraints, ‘it seems hardly realistic for most of the developing
countries to aim of further expansion and a more equitable provision of formal education
irrespective of the costs involved.” These show that the most efficient way of using available
teaching staff at allocated post and cost efficient of manager of using additional staff to
require post are the strategies that the countries adopted for the management of teacher at
most of the development countries.

Mpokosa et al. (2008), state that ‘the role of teacher becomes increasingly pivotal for
achieving, consolidating and sustaining programs, as the world makes gains in providing
quality basic education for all children.” They further write that, ‘if all the children should
have quality basic education by 2015, it is estimated to have 18 million additional teachers to
educate them. As the financial constraints of many of the developing countries in the globe
are concerned, it is not so easy to achieve the expected goal.

Further, a good teacher management system expects highly qualified, trained, motivated and
dedicated professionals. The environment of time and financial constraints hit on the head of
the system, here too. The issues pertaining to teacher management and support to the quality
education system-the rights of the teacher in relation to system for appointment,
development, promotion and remuneration, as well as their working environment and
condition of service are some other issues that rise their heads in the process of good teacher
management.

Mpokosa et al.(ibid) further write that ‘there is often much tension between the need for
teachers’ union to safeguard government to scarce resources responsibly.” these are often the
stumbling blocks that need to be addressed through effective, efficient and fair systems for
teacher management and support.

Nepal is a signatory member of EFA and is committed to provide quality basic education to
all its children by 2015. According to Mpokosa et al. (ibid), ‘in order to achieve the MDGs
for education and the wider EFA goals, one of the critical inputs to the education system is
the school teacher.” That is, effective teachers are keys to delivering the education with
MDGs but good teaching is only able to thrive within a favorable environment.

Though Nepal has to fulfill and achieve its EFA goals by 2015, the progress made up to now
does not show the satisfactory result. That is, most of the strategies become failing and most

of the objectives will not be achieved if the same pace of development is followed for rest of
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the three years. According to EFA global monitoring report (2008), out of 149 countries with
available data (54 countries had no data available), 63 had achieved universal primary
education by 2005. Further, 28 were on the track with a high likelihood of achieving it by
2015. The report stated that 17 were moving towards achieving the goal of universal primary
education but had a low chance of achieving it by 2015. Rests of 17 countries were at risk of
not achieving UPE as their progress is too slow. The report quotes UNESCO (2007) and
writes further that eight other countries were at serious risk of not achieving UPE by the year
2015. As these data are concerned, Nepal can be categorized in the third group mentioned
above. By this, revision in implementation plan and a focused way of implementation of the
set programs seem needy.

As the national scenario is concerned, educational financing in Nepal is in the increasing ratio
by years. Government of Nepal is increasing the portion of her educational budge each year
and so do the foreign aids. However, these increments had not been accompanied by
improvements in educational management systems. Mpokosaet al. (2008) quotes Bennell and
Akyeampong (2007) and says that teacher management at school level is crucial for teacher
motivation and morale. That is, the management of the whole education system affects
teacher morale in that most decisions that affects teacher made outside the school with
minimal involvement of direct teacher managers.

As we know teacher management is a part of educational management, it encompasses many
different areas. That is, teacher management, EMIS, classroom management, school
(buildings) management, curriculum, community involvement, gender and inclusion
policy/practices all are the areas covered by educational managements.

Mpokosa et al. (ibid) argue that management is generally understood as comprising different
aspects of planning, organizing, resourcing, leading, coordinating, directing and controlling
an organization or an area with the objective of accomplishing a goal. According to them,
‘the management of education happens at various levels from system wide policy-making and
national decision-making through to local education management, inspection and
supervision, and then very importantly to what head teachers and other with management
responsibilities within schools undertake on a daily basis to ensure their schools function
effectively.’

Many different research studies have found that there is direct link between teaching and
school leadership. They both are related to the achievement of pupils. Mpokosa et al. (ibid)
make distinction between these two and write that the first is the role of leadership in building
knowledge and skills that, teachers and others staff need in order to accomplish
organizational goals, the second is the building of staff commitment, capacity and resilience
to persist in applying the knowledge and skills.

Referring back to the Conference of Commonwealth Education Ministers-Making Education
for All a Reality (2006), VSO international (2006) summarized the aspects of school-level
teacher management that their national survey of teacher motivation had highlighted as
needing attention, as follows:
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e Transparent and fair appraisal, posting and promotion system

e CDP of teacher and staff

e Effective distribution system for teacher’s salaries and teaching-learning materials

e Responsive decision-making processes involvement of students, teachers and parents

e Motivational management of teacher, other staff, actively working with staff to
develop their skills and enthusiasm

e School development including planning, budgeting, monitoring and evaluation

e Downwards and upwards responsiveness and accountability between the different
level of the education system

By this theoretical aspects of teacher management, Nepal has to adopt many of the good
international practices into its educational system to make necessary reforms and changes as
per the need of the present day era.

It is needless to say that Nepal is facing the problems of poor teacher management at schools.
The number of schools as well as students is increasing day by day but the Teacher Service
Commission has not announced the vacancy for the permanent post of teachers since 16
years. Government of Nepal, Ministry of Education has made an ad-hoc provision to address
the shortage of teacher at school by applying the PCF system. Government has made
devolution of authority of recruiting PCF (and all other) teachers to the school management
committee, with the essence of decentralization. However, the formation of SMC is not fair
and as per rule in one hand, and in the other hand, it is not capable enough to handle all the
devalued authority locally. By this, most of the recruitment of teachers is affected by political
intervention and halo-effect. As a result, not in all the cases, qualified, trained, dedicated and
skilled work forces are not being recruited as teachers at schools.

This is way, it is necessary to outline the present status, causes, consequences and costs of
poor teacher management so that it may provide a guideline for strengthening teacher
management system as a best practice in Nepal.

2.2 Empirical Review

Government of Nepal Ministry of Education (2012) has conducted the mid-term evaluation of
school sector reform plan (SSRP). In annex IV of the report, an attempt has been made to
evaluate teacher development and management aspects. The report suggests three major steps
as interventions to develop teacher knowledge and skills for facilitating students learning
process in the line to enhance the SSRP. According to the report, a comprehensive training
for novice teacher should be developed. There is the need to overcome flaws of the program
to enhance the effectiveness of TPD. The induction of lead school system to monitor and
support post training follow up of teachers may be a good attempt. According to the report,
teacher's uneven deployment remains as a major obstacle for teacher efficiency. Thus, the
report suggest for the need of guideline for inter-district deployment should be developed.
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The report suggests that mixed approach of various incentives packages, training, and status
rising of teaches in rural areas, hiring local teachers and introducing local calendar as
required can be used for solving deployment program.

The report raised many different issues related to teacher management and writes that a
comprehensive policy is require insuring appropriate number of quality teacher at each grade
with provision to deal with various types of teachers. The report pointed out 12 type of
teacher working at school in Nepal and sought for the possible measure to overcome the
teacher management problem. According to the report, the measure could include re-
deployment policy with capacity building for district and national level officials and incentive
packages for all teachers to be deployed in remote areas. Further, the report stated there
should be the provision of recruitment of qualified candidates through a district branch of
teacher service commission, with professional, capacity building of SMC to recruit
community funded teachers and functional evaluation system for frequent reward and
punishment to the teachers.

R & D Nepal (2011) has carried out a study entitled 'the problems of teacher management at
community schools in Nepal. The main aim of the study was to find out the indictors of good
teacher management at schools along with the discovery and analysis of the problems of
teacher management at Nepalese schools. The study found the following indicators of good
teacher management practice in Nepalese context:

e The base for creating the post

o Distribution procedure of teacher's quota

e Qualification of teachers

e Recruitment of teachers

e Placement of the recruited teachers

e Teacher's training

e Professional support agencies

e Monitoring and evaluation

e Performance measures

e Service facilities

e Transfer and promotion of teachers

The study has analyzed the problems of teacher management based on these indicators.
According to it, there are the following problems in teacher management in Nepal:

¢ Allocation and distribution of teachers quota
e Teachers' recruitment

e Transfer and promotion

e Academic qualification

e Lack of subject wise teachers

e Weak SMC

e Professional politics

e Least concern of the stakeholders
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e Political intervention

In this line, the report has pointed out the following remedial measures to overcome those
problems:

e Teacher service commission: an independent constitutional commission

e Recruit teacher from TSC each year

e Transparency in transfer and promotion

e Re-defining the qualification

e Provision of subject-wise teachers

e Strengthening the SMC

e Minimizing the politics in education

e Maximizing the participation of stakeholders

e Extra benefits for remote areas teachers

DOE (2010) has conducted a national level study entitled ‘a study on effectiveness of teacher
management system in terms of PCF'. The main aim of the study was to examine the
effectiveness of teacher management practice in terms of per capita funding system. The
study found that the teacher management practice in Nepal based on the PCF system is better
than that of previously practiced Rahat grant system.

According to the study, STR was regarded as the one and only criteria to distribute teacher’s
quota at school in the policy documents. However, in real life practice, only fifty percent
teacher quota had been found distributing based on STR. In rest of the cases, the quota had
been distributed to the schools in proportionate division. The report indicated some
mismatches between policy and practice of teacher management through PCF system.
According to it, PCF teacher quota had been distributed both in the decision of DECs and in
the single decision of DEOs. As the teacher quota is based on the number of students enrolled
at school, the schools were found submitting fake data of students to get teachers quota. The
report shows 13.52 percent increment in reported student’s number and the actual number of
students enrolled at school.

The study further found that there was no uniformity in the recruitment of teachers under
PCF system. That is, only 30 percent of the total PCF teachers were recruited based on the
determined procedure set in the education regulation, 2059. According to the report, the
reason behind the variability was due to the unclear provision and procedure of teacher
recruitment set in the policy documents including in the PCF Directory. Further, political
intervention, practical behavioral problems and lack of proper dissemination of all the
formulated plans, policies, rules, and decisions were regarded as the obstacles for proper
management of the teacher in PCF system.

The study had explored some pitfalls in recruiting the PCF teachers at local level and had
suggested to make necessary provision of teacher selection, and recruitment by the District

Santwona Memorial Academy Pvt. Ltd. Educational Research and Consultancy Center




Teacher Management in Community Schools in Nepal — A Study Report 2012

Education Office (in consultation with the District Education Committee) instead of
appointing teachers by the school management committee.

DOE's research (2009) entitled 'a Study on the Financial Management of Department of
Education, District Education Office, Schools, and Tracking of School Grants (especially,
SIP and Rahat grants)’ aimed to study and assess the financial management of DoE, DEOs
and schools especially in relation to the tracking of school grants of SIP and Rahat. The study
explored and assessed the status of expenditure in those items at school level.

The study found that community schools were not free from high rates of school dropouts,
class repetition, failure, low survival rate, primary circle repetition rate and so on. According
to the study, Government of Nepal has made various efforts to address this problem through
multi-donor supported EFA program.

According to the study, Rahat teachers were found as the backbone of the schools to
smoothly run the teaching-learning process at the time. Their presence at school cannot be
exaggerated, as many schools cannot be run in their absence. The major findings of the study
regarding Rahat teacher and the utilization of Rahat grants were as below:

e There was no judicial distribution of Rahat grants for teachers in the districts. External
influence was superior to the rule in those instances.

e More than 15 percent of Rahat teachers were not receiving their salary in full scale.

e Six percent of the Rahat teachers did not have the account of Rahat Teacher Welfare
Funds. In case of having bank account, 27 percent teachers’ account was not in their
own name.

e The schools had the 30 percent more students in the primary level having primary
school age. By this, the schools also had 30 percent more Rahat teacher than what was
necessary.

While analyzing these four key findings of the study, it shows that the distribution of Rahat
grants and the management of the teachers through that grants did not go fairly as per the
rule. It is mainly due to the dishonesty of the local level concerned stakeholders of education.

Ministry of education of the Republic of Rwanda (2007) has published a manual paper
entitled 'teacher development and management policy in Rwanda’ along with her educational
vision. Her high-level objectives in the education sector were as below:

e Assessment to EFA

e Quality education at all levels

e Equity in education at all levels

e Effective and efficient educational system

e Science and technology(ICT) in education

e Curriculum includes culture, peace, unity and reconciliation
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The policy paper focused on the role of the teachers to implement these objectives.
According to it, the teachers’ development and management policy shall help to mold teacher
training and management systems capable to produce and efficiently utilize teachers towards
achieving the above-mentioned objectives.

According to the manual, there are so many problems regarding teacher management in
Rwanda. Among them, academic qualification of teachers is one of the problems the country
is facing. As its education system is concerned; the issue of relevant curriculum is a priority
issue, which needs to be addressed. Further, the challenges that ministry of education in
Rwanda (MINEDUC) is facing are the production of sufficient number of trained teachers
who are motivated, committed and opting to stay in the profession. What is strength in
Rwanda is that out of 4,597 teachers required for secondary level (including technical and
professional teachers), only 8.3 percent have a bachelor’s degree with education and 28.4
percent have either degree without education, or ordinary diploma. What can also be seen is
that the remaining lot has only secondary schools educational qualification, or has dropped
out after two years in universities or colleges. The facts analyzed so far shows that the lack of
a teacher management and development policy has compounded the problems of teacher
shortage in Rwanda.

While analyzing the policy document, it has highlighted a number of strategies that have been
formulated (based on the identified objectives) to surmount the constraints reflected in the
current context of the Rwandans teacher training and management sector as given in points
below:
e Recognize the financing of teacher training through a new regulatory framework.
e Develop and install a framework for motivation that enhances the socio-economic,
professional status, and the career path of the teacher.
e Dewvelop and implement a well-structured program of continuous professional
development for teachers.
e Quality improvement and rationalization of budget for teacher education
e Prepare teacher appraisal scheme to streamline the license renewal system
e Implementation of cost-reduction strategy
e Develop sustainable system for professional support
e Provide mechanisms to facilitate equitable placement of the teachers

The EFA National Plan of Action (2003), in its theme wise strategies and action plan has
made different strategies for improving quality of basic and primary education. Among them,
teacher management system is one of the areas of input indicators.

The document has aimed to establish requirements for teacher accountability by 2005 along
with the upgrade of the minimum qualification required for primary school teachers. The
document has ensured that primary teachers have 12 years of schooling and one year of
mandatory teacher training. Provision has been made to train the teachers (of primary level)
to become generalists who are able to teach all the subjects of primary level effectively. It has
further made the following provisions for teacher management at school:
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e Implementation of the mandatory provision of teaching license by 2007

e Increase teacher’s participation in planning

e Provision to promote teachers to higher level

e A10 day’s refresher (TPD) training

o Full course training for one academic year

e Regular in-house training for teachers

e Teacher evaluation by peers, parents & students and record keeping by the head
teacher

The School Sector Reform Plan-SSRP2009-2015 has set clear and special plan for teacher's
professional development. As 71, 55 and 79 percent of the total teachers working at primary,
lower secondary, and secondary level respectively in 2008 were only trained, teachers’
training at schools was a prerequisite for both professional development of the teachers and
quality improvement of the school education. The plan aims to train all the schoolteachers by
2015 in which 0, 0, and 0 percent of the total teachers working at primary, lower secondary
and secondary level are trained respectively, now (DoE, 2011).

As the management of teacher at schools is concerned; recruitment, career paths and
minimum qualification are focused. Similarly, teachers’ preparation course and training are
set for teacher development. As the provision for teachers recruitment is concerned, the
following has been found it the SSRP:

e Teacher recruitment process will be decentralized to local level

e Teacher will be recruited from among the licenses

e Teaching licensing practices will further strengthened

e The SMC will continue to recruit teachers at the community schools

e Priority groups in recruitment females, Dalits, disadvantaged groups

SSRP has offered two separate career paths for teacher for and secondary levels. Each
professional career paths have four stages as beginners, experienced, master and expert. It has
also made provision of fast track career progression for highly qualified teachers and
indicator-based provision for other teachers. Talking about the minimum qualification of the
teachers, the SSRP provisions are as below:
e Higher secondary education or equivalent with relevant teacher preparation course for
basic level
e M. Ed. or equivalent with relevant teacher preparation course for secondary level
e Serving teachers with lower academic qualifications are eligible to teach at the initial
grades of their respective levels
e Incentive package for those who take voluntary retirement, instead upgrading their
gualification

Regarding teacher development, SSRP has made provision of teacher preparation course and

training of teacher and managers. A one-year teacher preparation course (TPC) separately for
foundation grades (1-3), basic education (4-8), and secondary education (9-12) has been
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designed. The government has remained responsible for teacher development functions. The
provision of one month in-service training (at least once in every five years) for teachers has
been made compulsory. Instead of these all, the following strategic interventions have been
set for teacher management at schools.

e Qualification upgrading program

e Backlog clearance of ongoing certification in-service training (10 months)

e L/RC based demand driven short training

e HT certification training

e Monitoring and post-training support to the teachers

e Capacity building activity packages

¢ Job induction training to novice teachers and officials

UNESCO international institute for educational planning (2000), in her working document
series entitled ‘the management of primary teachers in south Asia: a synthesis report® writes
about the management of primary teachers in the south Asia. She writes that-

In the present context of budgeting constrains, it seems hardly realistic for most

developing countries to aim at further expansion and a more equitable
provision of formal education irrespective of the cost involve. Making sure that
the teaching staff available is allocated and used in the most efficient ways and
that additional staff requirements be met in a cost efficient manner has become

a priority objective.

According to the report, from the perspective of individual teachers (not only from the system
perfectively), satisfactory staff management is a crucial importance as the morale and
commitment of teachers depend indeed to a large extent on the ways in which their
recruitment initial training, posting, in-service training, transfer, promotion appraisal,
administrative and professional supervision are administered.

The report has stated some promising policies and initiatives adopted in the developing
countries for teacher management. The main three are:

o Cost-efficient supply of teachers

e Increase the share of female teacher

e Address geographical imbalance in the distribution of teachers

Regarding the procedure and practice of planning, the report comments in Nepalese context
that ‘the phenomena of over-and under-staffing of schools and delays in the posting and
transfer of teacher late into the school year are at least partly due to considerable
shortcomings in the procedure and practices of staff planning. It comments that central
decision on (annual) teaching post allocation are taking (in Nepal) on the basis of irregularly
collected enrollment figures and staffing needs estimations-not of systemic annual
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programming of staff requirement- with the result that there is often at mismatch between
post allocation decision and school’s actual need.

The report makes a critical analysis of the procedures and practices of planning annual
teacher requirements and comments that shortcomings are frequent at each of the main stages
of the following three main planning processes:

e The collection of data on pupil enrolment, staff and vacant posts at school level

e The calculation of staff entitlements per school at district level

¢ Final decision taking on post allocation at the central level

According to the report, ‘the data on enrolment, teaching staff and/or vacancies transmitted
from the schools to the district level are often distorted; in particular, pupil enrolment figures
are frequently ‘inflated’ by head teachers in order to obtain additional teaching staff. Since
DEOs generally lack the necessarily means and incentives to undertake regular crosschecking
of such data, post allocation decisions are often taken in an erroneous basis.

Another source of inadequate post-allocation decisions lies in 'erroneous staff entitlement
calculations’. According to the report, many education officers have great difficulties in
calculating the staff entitlements, either because they do not have the official regulations or
because they do not understand how to apply them. By this, the need for more effective
monitoring and for better guidance and training of management staff clearly emerges.

Another comment that the report commented is 'the political interference in post and staff
allocation decisions’. That is, Nepal is suffering from political interference in post and staff
allocation decisions. The report writes that Nepal is trying to combat political interference at
local levels in attributing major responsibilities in teacher management to the autonomous
national body, irrespective of the degree of administrative decentralization existing ‘on paper'.

Though all the policy documents focus on school based management of teachers,
implementing this concept in real practice seems very difficult. The report of UNESCO
International Institute for Educational Planning (2000) comments that 'head teachers at
schools neither have the professional training nor the formal authority and (adequate) social
status required to expert supervisory and management functions in an effective way.' It
further writes that the post of head teacher in Nepal is reported to function as a simple teacher
post with some additional administrative tasks, and to hardly attract competent teachers.
Salary increments for head teachers are non-existent or too nominal to have any motivational
effect.

The report suggests the following four avenues for the improvement in teacher management
especially, in the developing countries like Nepal:
(i) Legal and regularity framework
e Teacher charter/code of conduct
e Well-functioning mechanism for control and defense of teachers’ rights and
duties
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e Development of independent teaching service management bodies
e Delimited and accountable community participation in teacher management
(i) Information system for teacher management
e The design and establishment of adequate and well-functioning information
tools for monitoring and functional management of information system
(iii) Devolution of responsibility
¢ Need of coherent planning and implementation of decentralization measures
e Fixing of arbitrary local management
e Check and balance mechanism to ensure accountability for management
practice
e Establishment of countrywide valid norms and standard
o Need of systematic organizational analysis and consultation before decision-
making
(iv)  Training and incentives for management staff
e Need of massive and appropriate management training of education officials
(at districts) particularly, in the areas of monitoring staff, assessment and
management information systems
e Work and political will require for the design and actual setting up of the
management tools

Mpokosa et al. (2008) carried out a research work entitled ‘managing teachers: The centrality
of teacher management to quality education-lessons from developing countries.” The study
gathers learning from primary research undertaken by CfBT education trust and VSO in
thirteen developing countries in the globe. It has used other available national level research
and international synthesis reports concerning the human resource aspects of quality
education and in particular the role of teachers.

According to them, the roll of head teachers is crucial for improving teacher management and
teacher motivation and ultimately for improving outcomes for students. Thus, management
training for school leaders should be introduced with priority to reap countless rewards. The
report writes that the management of education has many dimensions, but the biggest
investment of funds and human resources has always been and should always be in teachers.
According to the report, the quality of teacher training dictates the quality of teaching. That is
training is prerequisite to teaching. Thus, gender and inclusion should be addressed in teacher
management and training system.

The study found that 'government and donors that are supporting education in developing
countries cannot afford the deter-mental effects of poor management on the financing and
quality of education systems'. The report further writes that 'teachers’ rights have not been
consistently applied across developing countries.” As the 1966 ILO/UNESCO
recommendations concerning the status of teachers were reiterated in 2006, forty (40) years
after they were agreed, the recommendations have not been effectively implemented in all
countries.
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The report points out the ‘constrains' and ‘consequences' of poor teacher management. The
main constrains it discovered are as below:

e covertly tight fiscal management policies

e weak management of skills

o weak education system (where head teachers do not have the responsibility for

recruitment and deployment of teachers)

o weak management for the recruitment and deployment of teachers and administrators

e the poor quality of all types of training

e inconsistent appraisals for all these level of education staff

Similarly, the main consequences of poor teacher management have been pointed out as
listed below:

¢ inadequate teacher terms and conditions

e inadequate or absent administrative supports

e regional, gender, and disability related imbalances in teacher deployment mechanism

e poor living and working condition for teacher and school leaders

e weak capacity and quality of teacher training instructions

¢ high level of teacher attrition

¢ low motivation and morale of teachers and school leaders

In this context, the study suggests four main recommendations to improve the management of
teachers at developing countries. The recommendations are related to-
e stronger management system, better decision-making and clearer roles and
responsibilities
o more flexible fiscal management policies
e more sufficient and appropriate management of workforce skills
e more flexible partnership with developing country's government support

Hutchings et al. (2006) carried out a research entitled 'the recruitment, deployment and
management of supply teachers in England. The study was conducted by London
Metropolitan University. The study aimed to address the shortfalls and gaps in the data on the
characteristics, recruitment, deployment, management and development of supply teachers in
the Great Britain. It further aimed to identify good practice in the aforementioned areas for
dissemination. The focus of the study was the supply teachers undertaking placements of no
more than one term.

The study found that there were over 40,000 teachers who supplied teaching at same point of
Britain in a year. There were differences between schools sectors in the extent to which
supply teachers were used. Similarly, there was a considerable range of use within each
sector. According to the study, the number of supply days used was positively correlated with
size of school. It was also related to percentage of pupils eligible to free school meals in
primary schools and to GCSE results in secondary schools.
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According to the study, there was no definite list of private supply agencies. However, over a
hundred in operation with constantly changing nature were found. There was also a
considerable variation in the scale of operation. They were 56 percent direct supply teachers
from schools, 31 percent through private supply agencies and 9 percent through local
authority supply services.

The study shows that the supply agencies pay£114 outside London and £119 in London as
their remuneration. The teachers who were supplied through schools directly were getting
£132 outside London and £140 in London. The study further found that more than three-
quarters of the supply teachers studied so far were satisfied with their job fairly.

The teachers were found recruited by both private agencies and schools directly. As the study
is concerned, more than two third of the schools had recruited supply teachers directly. Both
the support staffs and the member of the management team were responsible for deployment
of teacher to schools. Generally, it was found that the supply teachers who were familiar with
the school made direct contact to the school for their deployment. Regarding professional
development of supply teachers, LEAs along with other majority of agencies provided some
professional development opportunity for supply teachers. However, 43 percent of them were
provided CPD and other 21 percent commented for payment of training cost. Overall, 34
percent of them had been supply teaching throughout the previous year and had some CPD in
the year.
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CHAPTER THREE
RESEARCH METHODOLOGY
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The study was conducted and completed within the following methodological strategies:

3.1 Conceptual Framework
The research was based on following conceptual framework:

Fig. 1 Conceptual framewor

Conceptual framework for  assessing
teacher management

X

-

Assessment  of GoN's Assessment on prior document
Legal Framework and research report

:

Assessment of Field visit/
Policy and Study

Consultativ Deliverables: Final
e Meetings report

/

v
Analysis, Empirical Findings,
Policy Implication, and

Conclusion

3.1.1 Clarification of the Conceptual Framework

Assessment of GoN's Legal Framework: This research assessed the policies, acts,
regulations, and directives governing teacher management in community schools of Nepal.
Assessment of prior research and document: In this section, the prior researches and
document focusing trends, impacts, problems and prospective of teacher management in
school level were discussed.

Assessment of policies and plans: Plans and policies of government related to teacher
management were assessed to analyze the current and future plan of the government.

Consultative meeting: Consultative meeting among concerned stakeholder was held to have
the discussion related to teacher management in community schools. The consulting meeting
at Central Level is not conducted due to some technical problems. It will be conducted very
soon.
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3.2 Research Design

Descriptive, exploratory, and analytical study design along with the both qualitative and
quantitative data were used in the study, however the focus of the study was in the qualitative
approach of inquiry. The qualitative data were analyzed and interpreted in a narrative style.
Quantitative data were interpreted with the help of simple statistical tools like frequency
distribution, ratio and percentage. The following theoretical framework has made the study
design some more comprehensive:

Theoretical framework for status of
teacher management in school

Review of related
documents and
field study

Success Review of
story previous study

Institutional Secondary
assessment

Quialitative and
Quantitative
Primary data analysis

3.3 Sources of Data

Both the primary and secondary sources of data were used in the study. Primary data were
collected from different primary sources. Some of the main primary sources were: Concerned
SMC persons, teachers, head teachers, PTA persons, DEOs, representatives of teachers'
unions and other professional organization, SS/RP, authorities of teacher service commission
and NCED as well as district and national level some other stakeholders. Research team has
used secondary sources of data as required. Secondary data were collected from different
related secondary sources through document study.
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3.4 Sample of the Study
The following districts were studied as sampled districts to collect the primary data for the

study:
Table No. 1 Sample of
Dev. Region | Zone Eco. Region | Districts Schools | Teachers
Eastern Mechi Hill Ilam 5 10
Sagarmatha | Mountain Solukhumbu 5 10
Central Janakpur Hill Ramechhap 5 10
Janakpur Terai Mabhottari 5 10
Bagmati Valley 3 Districts 5 10
Narayani Terai Parsa 5 10
Western Lumbini Hill Palpa 5 10
Dhaulagiri Mountain Mustang 5 10
Mid-western | Karnali Mountain Mugu 5 10
Far western Mahakali Terai Kanchanpur 5 10
5 9 3 12 50 100

3.5 Tools and Techniques for Data Collection

The following tools and techniques were used to collect data for the study:
» Questionnaire for the Key Informants

Semi-structured Interview

Focus Group Discussion

Interaction

School Survey

Field Notes

Case Study

Document Study

YVVVYVYYVYVVY

3.6 Limitations of the Study
The study had the following limitations:
» Incorporation of only the community schools
» Incorporation of only the primary, lower-secondary and secondary level schools
» Sample study of 12 districts,50 schools, 50 head teachers, 100 teachers, and some
other local, district and central level stakeholders
» Exploration of only the status of teacher management
» Time frame of total three months
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CHAPTER FOUR
ANALYSIS AND INTERPRETATION OF DATA
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AS the present scenario of teacher management in Nepal is concerned, it has adopted the
decentralized policy in managing the teachers of schools. However, the decentralization so
practiced in the sense of devolution of decision making power to the school, local and/or
intermediate administration (district) level in order to apply its strategies for improving the
provisions, utilization and management of school teachers. Different documents showed that
Nepal has adopted and adjusted a certain number of measures of decentralization of
educational management since the late 1980s. By this, decentralization practice on education
passed more than two decade however, it has not explored the expected result due to many
different reasons. The attempts of research, here, is to deal with all these spectrums of teacher
management at school.

4.1 The Selection, Recruitment and Placement of Teachers: An Assessment of Policies
and Processes

The selection 5 (ka), rule 22 (na) of education regulation, 2049 as well as the section 3, rule 9
and 10 of teacher service commission 2057 have made policy provisions for the recruitment
of teachers. Similarly section 3, rule 7 of the teacher service commission regulation 2057 has
defined the placement policies and procedures of the teachers at schools. According to these
rules school management committee announces the vacancies of teachers incorporating the
details of past and minimum qualification. The managing committee in the chair of SMC
forms a teacher selection committee in assistance and collaboration with the district education
office. After this public notice the selection committee selects teacher with the written and
practice examination of 150 full marks. Afterwards the committee certifies the SMC for the
recruitment of selected candidate as teacher. Accordingly, the SMC recruits the selected
candidate as teacher and make placement to the school. This decision is sent to the district
education office for necessary approval.

The recruitment, selection and placement procedure have diagrammatically been presented
below for the intelligibility of the procedure:
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Fig. 3 The recruitment, selection and placement procedure

After the fourth, fifth and sixth amendment of the Education Act, 2028 the article 11 (kha)
has made prevision of a central level teacher service commission for the recruitment and
deployment of teachers for permanent post. Based on the same, government of Nepal has
launched Teacher Service Commission Regulation, 2057 according to the delegated authority
of the article 19 of the act. With this two legal provisions, as an administrative wing of the
ministry of education, the teacher service commission deserves the sole authority of
recruiting teaches for permanent post in Nepal. However, it is seen that it has not announced
the vacancies for permanent post of teachers for 17 years (since 2052 BS). Due to this, the
seventh amendment of education act had made provision of recruiting temporary and other
(Rahat, PCF) teachers through the SMC. As the TSC is not announced vacancies for
permanent post of teachers yet, the SMC is fulfilling the need of teachers at school according
to the set rules and provisions.

4.1.1 Status of Teacher Recruitment

As the primary source of information, the study has collected required data from one hundred
teachers of 50 schools. As the status of their recruitment in school is concerned, it reveals the
following figure:
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Table No. 3 Types of sample
l SN Types of teacher

1 Permanent 60
2 Temporary 25
3 Rahat 10
4 PCF 2
5 Private 2
6 Other 1

100

Source: Field Survey, 2012

Fig. 4 Types of sampled teacher at school

B Permanent
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The data presented in the table and figure above shows that only 60 percent of the total
teacher understudy were permanently recruited. The second portion (25 percent) was of
temporary teachers, there were 10 Rahat two PCF, two private and one other types of
teachers at schools. By this, 40 percent of total teachers working at present are recruited by
SMCs. That is, only 60 percent of the teachers at schools are permanent recruited by the
teacher service commission as permanent teacher.

In the same line 50 schools from 10 different cluster (each 5 from one cluster) were also
visited and included in the study. According to the study, the status of total teachers working
at those schools was as below:
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Table No. 2 Type of teache

~ Permanent Temporary Rahat PCF Private Other Total
401 170 74 25 80 30 760

Source: Field Survey, 2012

Fig. 5Types of teacher by recruitment at
sampled school
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According to the data, there were 359(47.23 percent) teachers other than that of permanent
teachers at schools, which is there were only 401 (52.77%) permanent teacher at schools. By
the data presented at the both table above, there are less than 60% permanent teachers
working at schools at present. This shows that SMCs have recruited more than 40 % of the
total teachers at schools.

4.1.2 STR at Schools

Government of Nepal Ministry of Education is recently practicing the 'data based funding' for
recruiting teachers at schools. For this, the PCF teacher’s quota system has been introduced
and the recruitment of teacher has been based on the number of student enrolled at schools.
That is, according to the PCF directory 2066, teachers at schools is recruited according to the
number of students enrolled at school (i.e., the STR). As the field study for this research is
concerned, the following student teacher ratio (STR) was found at sampled school:

Table No. 4 STR a

Level Teacher Student STR
Primary 63 1097 17.41
L. secondary 104 2332 22.42
Secondary 597 18357 30.74
Total 764 21786 28.51
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Fig. 6 STR at sampled school
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The data presented in the table above show that the average student —teacher ratio at schools
is 28.51 pupil per teacher. As the level-wise STR is concerned the primary, lower secondary
and secondary level have 17.41, 22.42, and 30.74 pupil per teacher respectively. This is the
data only from the 50 sampled schools thus, may not be generalizable in the whole spectrum
of teacher management. However, it has presented a glimpse of the STR scenario at schools.

Quoting flash report (DEO, 2011/12), the mid-term evaluation report of SSRP presents the
following STR at schools in Nepal:

Table No. 5 STR at scho

Level Teacher Student

Primary 131671 4111679 31
L. secondary 34400 1546647 45
Secondary 22825 708154 31
Total 188896 6366480 33.70

Fig. 7 STR at schools in Nepal
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However, there is uniformity in the data of the secondary level in these two tables, the data of
Primary and lower Secondary level greatly varies between the national data and the data from
sample schools. What so ever the variations so, the national data shows 33.70 students per —
teacher at schools in average. This indicates that there is the need of teachers at schools.

4.1.3 Variation in Teachers Post

While TSC is not recruiting teachers for permanent post, government of Nepal has made
provision of recruiting temporary and contract teachers through SMC at local level.
According to an informant from TSC source, to solve the problems of teacher management at
schools, GoN has practiced different provisions like Rahat and PCF system. Due to this, there
are different types of teachers at schools in Nepal, now.

Shakya (2012) in the mid-term evaluation of SSRP notes 12 types of teachers working at
Nepalese schools as-Permanent teachers, Temporary teacher, Rescore person, Kaaj teaches,
Special school teacher, Rahat teacher, PCF quota teacher, Substitute teacher, Female teacher,
Community funded teacher, I/NGo funded teacher, and Voluntary teachers. The teacher’s
union claims that there are 18 different types of teachers working at Nepalese schools. During
the period of field study for this research, teachers were found categorizing into six different
types as permanent, Temporary, Rahat, PCF, Private and Others by the local level
stakeholders. While analyzing this, there found different types of teachers at schools
however, the classification does not find prompt and intelligible. As the nature of their
recruitment is concerned, the interaction with different district and national level stakeholders
revealed that they are mainly of the following three types:

» Permanent teachers
» Temporary teacher
« Contract teachers

As the base of their recruitment is concerned, almost all (except permanent and temporary)
the teachers categorized above are under contract basis. Not all the policy and legal
provisions also find conceptualizing other types of teachers more than these do. However,
whatsoever the variation of teachers at schools is, this has really created some problems in
teacher management. According to a teacher as well as a member of teacher's union, quality
of education cannot be upgraded until the variation of teachers can be reduced at school.
According to him, variation in teacher's post has created classes of teachers, which further has
resulted variation in the quality of service they delivered. Another teacher also argued that
variations of teacher has created various qualities and consequently has brought various
problems in teacher management. As there are two main types (government funded and
community funded) of teacher in terms of the payment they receive, only the permanent
teachers get grade wise hike and other service related benefits like provident fund and paid
leaves. The stakeholders from teacher's professional organization along with teacher's union
claim that teachers pay varies from 2,400-24,000 despite of the equal qualification and
workload. This is why, they said that different types of teachers working at schools
themselves are the serious problem for teacher management at schools.
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What is found in the study is that the underpaid teachers feel some psychological difficulties
to work along with the highly paid teachers. They are not only underpaid but also getting
least service facilities in comparison to the highly paid teachers. A sampled teacher said that
we were facing the psychological problems in service and facilities we received although
having equal responsibility, working load and qualification. This shows that due to the
variation in service and facilities, some teachers are not feeling work-friendly situation at
schools.

4.1.4 Policy and Process Analysis

By the aforementioned analysis of policy, process, and status related to recruitment, selection
and deployment/placement of teachers, SMC in found as a responsible unit/body for
appointing teachers at schools. According to Teacher Service Commission source there are
108,500 posts of teachers created by the government of Nepal in which approximately 18-20
thousand post are still vacant. However, flash report 2011/12 shows that there are 188,896
teachers working at schools in Nepal. The TSC has not announced vacancies for permanent
post of teachers for 17 years. 'lIt is in the paralyzed from'- all the stakeholders of education
argue during interaction with them.

The study found that the main reason behind this situation to occur, as indicated by the
informants, is the lack of appropriate policy and process that can help to overcome the
problems associated with teacher management. In one hand, government indicating the
financial constraint does not allow the TSC to announce the vacancies for permanent post of
teachers. In the other hand, the TSC does not have sole authority to conduct its entire
activities independently. Many of the district and national level stakeholders during
interaction pointed out that TSC should be an independent and solely authorized
constitutional body to solve the problems of teacher selection. Some of them argue in favor of
the need of separate TSC Act particularly to make it functional. However, the logic and
number of the informants in favor of constitutional TSC was stronger

and greater than that of the rest.

A central level interaction program on teacher management issues was conducted in the
participation of all the national level stakeholders of education. Similarly, the views of all
stakeholders from grass root level to the government level had also been sought regarding
teacher management issues during the study period. The study found uniformity in almost all
the stakeholders’ views regarding the independency of teacher service commission.

As article-11 of Education Act, 2028 defines about the formation of TSC, government,
following the delegated authority of article-19 of the Act, has released Teacher Service
Commission Regulation-2057. This shows that TSC is not an independent and rightful
separate agency in the lack of even its own separate Act. Thus, many teachers,
representatives of teacher union and other professional organizations of teachers, and other
national level stakeholders pointed out at least to release the separate TSC Act to solve the
problems related to teacher management not for all its spares but just to make work friendly
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situation and environment. It may help the commission to be functional. Secondly, according
to them it is necessary to make TSC an independent and rightful constitutional agency so that
it can work independently according to its own rules, regulations and law. One of the senior
personnel of TSC said that GoN herself is responsible to make TSC as a paralyzed institution.
This is due to the result of political influence and intervention. According to him, until it does
not become a constitutional organ, it cannot work efficiently and effectively even after a
century.

Above all, it is clear that the TSC has least enough and strong legal base and provisions to
solve all the problems related to teacher management, especially, in the selection of the
teachers. While analyzing the views of the concerned stakeholders from local to national
level, primarily, it is necessary to release a separate TSC Act to make it more active and
functional than what it is now. However, it only cannot solve the entire problems. For the
long-term solution of teacher management in Nepal, it is seen necessary to make the TSC as
an independent constitutional organ like PSC so that it can decide its entire actions, plans,
functions, and activities strongly with no effect and influence of any external (and/or internal)
power.

4.2 Deployment and Re-deployment of Teacher
Government of Nepal has formed the Teacher Service Commission as the central authority
for the deployment of placement quota of the teachers. For this, government has released
TSC regulation 2057, under education act-2028. However, there is no separate act for TSC.
As international system of teacher deployment is concerned there can be observed two
systems:

e Deployment with central authority

o Deployment in market system

According to Shakya (2012), teachers are hired by the central government and deployed over
the country in a system with central authority. In a market system, each school advertises and
recruits its own teachers. This system of teacher deployment has benefit of easy
administration and quick response to shortage however, it may not be free from local
pressure.

Thus, deployment of teachers with the central authority is a centralized practice of teacher
deployment. It basically, expects top-down approach to teacher deployment. Market system is
a mean for decentralization practice in which teachers are managed locally. Based on the
same background, government of Nepal has delegated its authority of teacher management to
the SMCs. However, there are many problems in the local level. As the local situation is
analyzed, the local authority (SMC) has many deficiencies:

* SMCs are formed more politically than academically

» The SMC members have low academic qualification

* They have no managerial trainings

* Local people are least aware and least capable of assisting proper management
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By this, according to almost all the teacher understudy, the SMCs are not able to handle the
overall managerial aspects of the school. In addition, teacher management for them is one of
the difficult areas. They suggested empowering and making aware and responsible the SMCs
before handing over the teacher management aspect to the local level. Until it is managed
well, they argued to manage teachers at school possibly from the intermediate body
(DEO/DEC) or from central authority (TSC). The Education Regulation, 2049 has set a
criterion of minimum requirement for teacher deployment. Some of the conditions set for
teacher deployment are as below:

« Distribution of STR based on geographical region

* District-wise STR

* Teacher demand projection

* Teaching license

* Availability of the candidates etc

Similarly, the regulation has set the following requirement of STR based level wise and grade
wise teachers' deployment projection:

Table No. 6 Deployment projection

Level of education Grade Required teachers
pre-primary - 1 Teacher
' Primary 1-5 Minimum 3 Teacher
' lower-secondary 6-8 Minimum 4 Teacher
Basic 1-8 Minimum 7 Teacher
' Secondary 6-10 Minimum 8 Teacher
Secondary 9-12 Minimum 9 Teacher
_ Source: Education Regulation, 2049

Further, educational regulation 2049 has put the ideal student teacher ratio of 50, 45 and 40
respectively in valley/terai, hill and mountains. As deployment of teacher with central
authority system is concerned teachers performance, composition and dynamics of teachers,
need of the society and the preparedness of the teachers are taken into consideration however,
market system has some more other local consideration (Shakya, 2012)..

As the process of teacher deployment in present context to Nepal is concerned, the teachers
are deployed in permanent, temporary, rahat, PCF, and community funded quotas. There are
separate processes for their deployment. While over viewing different provisions set in
different rules and articles of TSC Regulation, Education Regulation and Education Act, the
following stepwise process of teacher deployment can be observed:
a) For permanent quota
e SMC request and increase teacher quota to the DEO
e DEO checks and analyzes the need

e DEO forwards the need to MoE
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e MoE decides annual teaching post allocations based on available enrollment
figure and staffing need estimate

e MoE provides Quota to district

e DEO deploys teachers in school (the teacher is appointed as recommended by
TSC).

b) For temporary quota
e SMC with the permission from DEO, recruits temporary teachers in the vacant
post for 6 months
¢) For rahat quota
e SMC request DEO for rahat quota on the basis of high STR
e DEO checks and analyzed the need
e DEO forward the need to MoE
e MOoE decides on need estimate
e MoE distributes quota to district
e DEO through SMC deploys teachers at school (Note: the system of teacher
deployment was stopped from 2009).

d) For PCF quota
e PCF quota system is also based on the STR, as same as rahat quota. Thus, the
deployment of teachers follows the same procedures based on the STR. What
is difference between rahat and PCF teacher is that the salary for rahat
teachers are minority block grant equal to 13-month salary however, PCF
salary is based on the students number in the block grants. Thus, the salary of
PCF teacher may have fluctuation.

e) For community funded teachers
e SMC recruits this type of teachers with locally managed fund in case of the
requirement of additional teacher. Salary of these teachers is decided by SMC.

The deployment of teacher is affected by many internal and external reasons. Shakya (2007)
points out the following such reasons:

Internal reasons:
o Insufficient teacher quota

e Weak management
¢ No incentives to work at rural areas

External reasons:
e Political interference

e Nepotism and favoritism

o Facilitate life style of teachers
e Geographical deficiencies

e Weak infrastructure
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e Lack of security
e Seasonal migration
e Caste-based patriarchal society

As present study is concerned, the discussion, interaction and interview with many different
district and national level stakeholders as well as teachers and SMC members at local level
has helped to explore the following factors that are responsible to affect proper deployment of
teachers at schools:

* Incapability of the SMCs for strong management

* Political pressure, intervention, and interference

* Nepotism and favoritism

» Geographical Complexity

» Low social and academic responsibility bearing by the teachers
- Least transfer of the teachers

According to the study, many of the SMCs are found incapable of managing teachers at
school mainly due to low level of related knowledge. In most of the cases, they are least
aware of their duties and responsibility as well. In one hand, most of the SMCs are formed
politically. In the other hand, this incapability of SMC persons resulted the entrance of
politicization in the schools. The nepotism and favoritism underlying in teacher management
is one of the result of these two situations discussed above. In addition to this, many of the
teachers understudy were found bearing their social and academic responsibility in a least
deal. Their unwillingness in periodic transfer is one of its results. In case of mountainous and
hilly regions, the geographical complexity is also found as an affective factor to influence
proper teacher management at schools.

As redeployment of teachers is a mean to overcome the uneven deployment of teachers at
schools, it is also not observed so easy. Balance in teacher management should be created
through redeployment from over-staffed schools to under-staffed schools and also from urban
and facilitated area to remote places. According to the rule, District Education Committees
(DECs) are responsible for teacher redeployment. However, some previous studies and the
discussion/interaction with the district/ national level stakeholders during the field study point
out that DECs are completely passive due to local politics and central level political
intervention. According to official sources of DEO, DOEs and TSC, teacher redeployment in
recent years is affected by the lack of support from teacher union and politically affiliated
teacher's professional organizations. In the central level interaction, the representatives of
teacher's union also accepted it and argued that they sometimes did it to control the
unjustified actions against teachers and their profession especially through political
intervention. This shows that, some influence of union also lies in the redeployment process.
Especially, the study found that almost all the teachers had least willingness to work at
remote and village areas despite their home access.

In this regard, Shakya (2012) also suggests for the redeployment and implementation of
further guidelines for inter-district deployment of teachers. According to him, a long-term
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vision to deploy teacher is required for balanced deployment from the beginning of teacher
recruitment and placement. Capacity building of local authority as well as district and
national level staffs is required to monitor and deal with uneven deployment. Particularly, it
is required to monitor the resourcing school, including staffing, when they are in process of
upgrading their level.

As the overall situation of teacher's deployment in the country is taken into consideration, it
shows uneven situation based on level of school, geographical situation, ecological variation
and school wise variation within the same homogeneous situation. Discussion and interaction
with different stakeholder during field study as well as findings of some earlier studies show
the following reasons and remedial measures related to addressing the problems of teacher
deployment in Nepalese schools:

Major Reasons
* Insufficient teacher quotas in relation to school and student ratio
» Unaware local stakeholders, especially the SMCs

» Weak school management: Low accountability and least capacity
* Lack of sufficient incentives

« Least focus in implementing the reward and punishment system

» Weak physical infrastructure

* Political influence and intervention

* Nepotism and favoritism

+ Seasonal migration

* Existing social structure

* Facility oriented life style of teachers

Based on these reasons of improper teacher deployment at schools, the study indicates (based
on the same) the following ways to overcome the problem:

Remedial Measures
* Increment of teacher quotas at school

» Community awareness and capacity building of the local stakeholders, especially
managerial trainings for SMC persons

* Establishment of a concrete and strict system

« Different incentive packages for teachers, especially for them who deserve examples
of best practices and for them who serve in the remote areas

« Strengthening physical infrastructures development

* Reducing political interference, nepotism and favoritism in decision making process

« Strict supervision, monitoring and evaluation system

» Redeployment and periodic transfer

* Hiring local teachers and introducing local calendar (Shakya, 2012).

To sum up, the study found two types of systems generally used in teacher deployment in the

world as-deployment with central authority, and deployment in market system. According to
the study, Nepal is presently following the market system of teacher deployment. As the
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process of teacher deployment in present context of Nepal is concerned, the teachers are
deployed in permanent, temporary, and contract (rahat, PCF, and community funded) quotas.
The study found separate processes for their deployment. The study shows that the
deployment of teacher is affected by some factors like incapability of the SMCs for strong
management, political pressure, intervention, and interference, nepotism and favoritism,
geographical complexity, low social and academic

responsibility bearing by the teachers as well as least transfer of the teachers.

According to the rule, DECs are responsible for teacher redeployment. However, they are
completely passive due to local politics and central level political intervention. Further,
teacher redeployment in recent years is partly affected by the lack of support from teacher
union and politically affiliated teacher's professional organizations. There seems uneven
deployment of teachers based on level of school, geographical situation, ecological and
school wise variation.

4. 3 Training for Teachers
Training for teachers is one of the main interventions for teacher development as it is

conversely related to quality education at school. As a basic indicator of teacher management,
training plays crucial role in developing teacher's professional career. Here, the term 'teacher
development' refers to teacher's professional development, which is further related mainly to
training and partly to other pedagogical activities. As the SSRP targets to improve teacher’s
capacity, the pre-service and in-service training for teachers and head teachers are the main
interventions for teacher development in the country. Thus, an attempt has been made here to
analyze the status of training and other professional development activities for teachers,
mainly based on the sample of the study. While analyzing the related legal and statutory
documents related to teacher's professional development, government of Nepal has made
provision of pre-service and in-service training for teacher with separate packages.

(i) Pre-service Training

Pre service training, by name is training for teachers before entering into the service. For this,
government of Nepal has launched educational programs in the universities and HSEB board
as |. Ed/ +2, B. Ed and M. Ed. The degrees in these levels are recognized as the level wise
requirement of training for teachers. In spite of this, HSEB runs +2 Programs with faculty of
education.

According to NCED (2009), 99 private teacher-training centers affiliated with NCED have
provided pre-service training for primary teachers with required qualification. Further, NCED
itself has supported these centers with ToT, technical and materials support as well as access
to professional development opportunities for teachers.

A study by Shakya (2010) shows that 170,000 students were enrolled in faculty of education

in TU in its university (I. Ed, B. Ed and M. Ed) programs in 2008-2009. However, the
number is increasing year by year. According to him, the pass rate proved low efficiency
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(below 50%) of these institutions. His report pointed out the following four main causes
behind this:

» Overcrowded class

* Traditional chalk and talk method of teaching

* High absenteeism of both students and teacher

« Ineffective practice teaching program

As our study is concerned, the same scenario of the educational institution regarding the
status of pre-service training is found. Thus, the research team has attempted to search for the
solution of this situation. The stakeholders in different level (local to national) during field
study have suggested the following measures to improve pre-service training of teachers:

* Quota system for student enrollment in educational faculty

* Application of modern and scientific teaching-learning methodologies

* Developing culture of self-discipline both in students and teachers

* Focus on practical rather than theoretical courses in degrees

 Implementation of 'laboratory school concept' for effective teaching practice

In addition to this, one-year additional training entitled ‘teacher preparation course' as
targeted by the SSRP is also found conducting under the faculty of education for those
teachers who are from non-education faculty. The TPC is available in Mahendra Ratna
Campus, Tahachal and Gorkha Campus, Gorkha under Tribhuvan University. A study by
Shakya (2012) shows that the SSRP targets to improve competencies of 7,000 teacher
candidates from disadvantage group, however; there is no fellowship for them. According to
him, NCED has allocated a quota of 175 for teacher preparation class to empower women in
2011/12; however, it is not yet implemented. By this too, the status of pre-service teacher
training seem dissatisfactory and least expected.

(ii) In-service training
As school education in Nepal is concerned, NCED is responsible for training of teachers.
According to NCED source, it has a network of 29 educational training centers (both ETC-As
and ETC-Bs) along with other 5 sub centers. These trainings are conducted through 29 ETCs
in 29 districts and 46 lead RCs in rest of the districts all over the country. These trainings are
of three different types with three different packages as below:

e Teacher professional development- TPD

e Backlog clearance

e Qualification upgrading

TPD is a need/demand based in service training for teachers. Based on the reflection of
teachers, TPD has three-module structure, which the trainee must, finished attending.

e Training can workshop- 5 days

e Self study exercises — 3 days

e Instructional counseling — 2 days
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Shakya (2012) writes that the SSRP targets to train 750 master trainers for TPD, however
NCED has already trained 4243 master trainers, the interview with Mr. Bath Kumar Khanal
the under secretary of NCED shows that there are 110853 basic and 13646 secondary
teachers with the TPD experience by 2011. They are around 179746 basic and 24768
secondary schools however none of the teachers have completed all the 3 models of TPD yet.
That is, during the period of the study, only the second model of training was in operation. As
presented study is concerned, different stakeholder in different level have

pointed out some problems in conducting the trainings. Some of such problems are listed as
below:

e Training is not supportive to teachers in all dimensions

o It lacks specific needs

e Itisdifficult to cluster the need

e Difficult to conduct action research and self study

e No connection with national curriculum framework (Shakya, 2012)

The ten-month in-service training for backlog clearance with ‘in-out-in> model was another
training offered by the government to teachers. Education and development, professional
studies, subject teaching and practice teaching were the four main elements that were
completed with three module/phases in the training. As informed by the NCED source, this
training is phased down now with the phased out of Teacher Education Project (TEP) in
2009.

This training was particularly designed for primary teachers in which according to MOE
(2011), only 1.6 percent of Primary teachers remained untrained during the period with it.
Further, flash report (2011/12) states that 94.1 percent primary teacher have completed ten
months raining while 4.3 percent have attended only part of it. Rests of 1.6 percent had not
attended in the training. According to it, in addition to primary teacher training, 79.9 percent
of Lower secondary, 90.1 percent of Secondary, and 62.5 percent of higher secondary
teachers have completed this ten months training for backlog clearances.

As in-service training for teachers is concerned, qualification upgrading is another target of
SSRP. SSRP has redefined the qualification of teachers as intermediate for basic and master
for secondary level. While implementing this 46 percent of basic level teachers and 30
percent of secondary teachers only meet the redefined qualification criteria. That is if new
structure of education is implemented 56 percent basic and 70 percent secondary level
teachers become disqualified due to having lack of required minimum qualification.

According to NCED source, keeping this condition in consideration, NCED has made a
special effort to upgrade teacher's qualification. For this, Tribhuvan University, Faculty of
Education and NCED have signed (2011) a special collaboration document to upgrade
teacher's qualification voluntarily. However, the program is not found implementing yet.
Further, HSEB is also launching ‘special-12' program for those SLC graduates who have
completed ten month's in-service teacher training. These two academic efforts are for
qualification upgrading opportunities for the teacher by the earliest period of the
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implementation of redefined qualification strategies of the SSRP. As the field study for this
research is concerned, two different assessments were conducted for both sampled teachers
(100) and sampled school's teacher (760). The assessment shows the following status of
teacher training at school:

Table No. 7 Training status o
SN  Particular Number Percentage
1 Only pre service training 13 13
2 Pre service with TPD 61 61
3 10 months back log clearance 4 4
4 10 month training with TAD 20 20
5 Untrained 2 2
Total 100 100
_ Source: Filed Study, 2012

Fig. 8 Training status of sampled teachers
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According to the data presented in the table above, were untrained at schools. While 13
percent teachers have only the academic qualification as pre service training, other 24 percent
had 10 months training in which 20 percent of them have backlog clearance with TPD. Rests
of 61 percent teacher have both pre services training with TPD. Similarly, the assessment
with, sampled schools teachers have shown the following status of teacher training:
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Table No. 8 Training status of s

SN Particular Number Percent

1 Only pre service training 51 6.71

2 Pre service with TPD 463 60.92

3 10 months back log clearance 29 3.82

4 10 month training with TAD 204 28.85

5 Untrained 13 1.70

Total 760 100
_ Source: Field Study, 2012

Fig. 9 Raining status of sampled school teacher
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According to the data presented in the table above approximately two percent of the school
teacher are untrained yet. 60.92 percent teachers understudy were trained with pre-service
training along with the TPD. Similarly, other 28.85 percent were trained with 10 months in-
service training with TPD. The data shows that 6.71 percent school teacher have the
academic qualification only as the pre service training. Finally, 3.82 percent teachers have
only the 10 months backlog clearance training.

These data, though not generalizable due to small sample, show that approximately two
percent schoolteachers are yet untrained. Those who are trained are trained with both pre- and
in-service trainings, as 10 months backlog clearance is phased out, TPD is only a training
conducted for teacher development. Though government of Nepal has made provision for
qualification upgrading, TU has not started qualification upgrading voluntary classes yet.
HSEB is in practice of 'special-12' however, Tribhuvan University has not approved this
scheme as equivalent to intermediate level yet. Due tothis too, the academic certificate of the
'special-12' graduates has in challenge of equivalence and accreditation.



4.3.1 Teacher Transfer

Transfer of teacher is also a part of teacher development as it is directly related to the
professional issues and career path. Before the eighth amendment of the Education
Regulation, the transfer of teacher was only possible after the work of five years in remote
and seven years in urban areas but the amendment eased in transfer system. The regulation
permits transfer only for the permanent teachers. According to its new provisions, teacher
with less than one-year experience or teachers who are going to retire in less than one year
will not be transferred. Generally, teachers of public school will not be transferred opposed to
their will. Individual teacher who want transfer, can apply to transfer if both the SMCs agree
the transfer process. After the application, district education officer verifies the process and
make transfer of him/her. The transfer system of teacher has two different steps. Though
district education committees are responsible for teacher transfer DEOs are reported (Shakya,
2012) to be passive due to local politics. Thus, DoE and DEO are only the authority for
teacher transfer. According to the Education Regulation, DoE can transfer permanent
teachers nationwide while DEO can transfer teacher within the district only after the
permission from regional educational office.

As present study is concerned, an assessment of teacher transfer with 100 sampled teachers
was carried out. According to them, none of the teachers has the experience of unwanted
transfer. Among 100 teachers, only 60 percent were permanent. Among those permanent
teachers 18 of them have transferred, ones or twice upon their request application and rests of
other have not transferred yet form their first deployment.

4. 3.2 Teachers’ Promotion

Education regulation has set criteria for teacher promotion. There are two types of
promotions- file promotion and internal examination. However, the standard of teacher
promotion in district is complicated. The education regulation has the following standard for
teacher promotion in the district:

Table 9 Teacher promoti

Total seats Third class Second class First class
5 4 1 1
10 o Z 0
5 17 3 0
26 16 %4 v
2N 2/1 § A
35 23 Z 0
40 32 8 0
45 36 9 0
50 40 9 1
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The table shows that the total number of teacher by class in the districts is limited. Because of
this, not all the qualified experienced and eligible teacher s working at school are promoted.
There is another separate standard and content of file promotion. This content is as below:

Table No. 10 Content of file promo

Category Point
Minimum qualification - 2.5 point/year (up to 35)
- 20 point (more than 60% -15, more than 45%

-13, more than 40% - 11)
Level beside minimum | More than 60%-5, more than 45%-4, more than 40-3
gualification
In-service training 10 point (final result scoring more than 60%-10,
more than 45% - 8, more than 40% - 6)
Teacher evaluation 35 points (student achievement- 15, research- 5,
special responsibility- 5, external evaluation -10)

Source: TSC Regulation, 2057

As our field study is concerned, among 60 percent teachers from teacher sample, 6 of them
were found promoted to the upper class. Similarly, among 760 teachers from sample schools
48 of them were found promoted to the upper class. Although having limited numbers of
promotion quota the teacher are regularly promoted and were found satisfied with the
promotion.

The aforementioned presentation shows that there are three classes of teachers and promotion
form one class to another depends on the availability of the post in the district. According to
the rule, 75 percent of the promotion is based on ‘file promotion’ and 25 percent on ‘internal
examination'. However, many teachers understudy reported that this rule is just for rule’s
sake, as it is not implemented appropriately. Shakya (2012) writes quoting Devkota (2005)
that the difficulty of being promoted to permanent status is a major source of frustration for
many teachers, many of whom have waited years for a permanent position. At the same time,
mass promotion of teachers with certain teaching experience is criticized to be frustrating
factor for well performing teacher. This shows that due to the complexity in teacher's
promotion system, many teachers are not satisfied with their promotion.

To sum up this, DoE and DEO are the authority for teacher transfer. Though district
education committees are responsible for teacher transfer, they arepassive due to local
politics. DoE can transfer permanent teachers nationwide while DEOs can transfer teacher
within the district only after the permission from regional educational office. In relation to
teacher's promotion, there are three classes of teachers and promotion form one class to
another depends on the availability of the post in district. There are two types of promotion
systems-file promotion and internal promotion. According to the rule, 75 percent of the
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promotion is based on ‘file promotion’ and 25 percent on 'internal examination'. The contents
for file promotion are found as Minimum qualification, in-service training, and Teacher's
performance evaluation.

4.4 Perception and opinion of the stakeholders

Parents, SMC members, PTA members, teachers, head teacher, local political activist,
representatives of CSOs /CBOs, and resource persons were consulted and involved in the
study during the period of field visit at local level. Similarly, school supervisions, DEO,
district level political leaders, member of teacher union and other politically affiliated
professional organization of teachers, community leaders etc. were also consulted in the
district level. To collect their perceptions, district level interaction program were organized in
the all nine sampled districts. A central level discussion program was held between and
among the central level concern stakeholders at Kathmandu. The main purpose of these
discussions and interactions were to collect the perception of those concerned stakeholders in
different aspects, issues and spectrums of teacher management system at community schools
in Nepal.

These direct contracts with the stakeholders in different levels have made a significant
contribution to the study. By these interactions, it is found that the local level stakeholder are
known to be processes of the decentralized teacher management at schools, however, in many
respects, they are found not capable to handle the management. Government of Nepal is
planning to handover the school management to the local community viewing that it raises
the responsibility and accountability of the local level stakeholders to the school. However,
due to the degrading quality of education in the public schools, many of the educated, aware
and financially capable parents do not generally send their children to the community
schools. What is bitter is that many of the teachers and SMC members are not found
educating their children in the community schools. This raised the two serious and important
guestions:

* If the teacher and SMC members themselves do not believe on the quality of
education they provide, what type of quality education do Nepalese community
school provide to the children?

* What is responsible to have this situation at schools ?

This does not mean that quality of education at all the community school is completely
decreasing. However, lack of the responsibility and accountability of all the local level
stakeholders as well as their limited competencies and capability in school management is a
serious issue behind it. Further, self-discipline of teachers and adequate quality and capacity
of the SMC members are other issues as these appeared highly lacking. One of the SMC
chairperson said that teachers in Nepal are those government personnel who, by rule, work
least time in year. Further, teacher's absenteeism is very high in schools apart from this. He
noted that none of the teachers of his schools have worked more than 160 days in a year.
Education Act and Regulation do not delegate authority of any action to the SMCs despite of
certifying necessary action to the DEO. He said that DEOs are in high pressure of political
intervention and professional unionism. Due to this, s/he can take no action against the cases.
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According to the one of the student leaders, approximately 15 percent of the total teachers are
non—functioning at present. They either keep substitutes teacher or make over staffing
situation at school and do business or politics.

One of the teachers understudy said that the manager should always be superior and
competent to the workers to manage the institution properly and adequately. In relation to the
school education, SMC is the manager and teachers are workers. What is bitter is that it has
just opposite situation. Many of the SMCs are chaired and represented by least qualified,
experienced, competence and skilled members. Many of them neither know the rules,
regulations and provisions not have any managerial capacity. The teacher and the head
teachers of the school should guide the SMC in all the actions. He argued-how can their
management at schools be effective and influential in this situation?

While analyzing all these views of the stakeholders, teacher management at community
schools have many problems. Among them capacity development of SMC persons and
delegation of additional (action) authority to SMCs is a prime need. Variation in teacher post
should be reduced and teacher selection should be provisioned through central (or its district
branch) authority. Managerial training for capacity development to the SMC persons and
implementation of strong supervision, monitoring and evaluation system of DEOs seems
needy. In some cases, it is seen necessary to remind the teachers for self-discipline,
professional morality, academic responsibility and social accountability as well. government
should implement the provisions for career path, professional development, reward and
punishment as well as teachers' rights strictly and fairly. The following boxes also represent
some of the crucial and influential opinion and perception of the stakeholders which have
been presented here for further details of the stakeholder's understanding and perception in
teacher management at schools:

Perception and Opinion 0

"Permanent teachers enjoy

".....[the] relevancy of the student

security of employment and achievement on teacher promotion
other benefit backed by (is in question) due to the low
politicized unions. [Thus, there socio-economic status of children in

public school education..... as rich
and well off students are already in
private school, how can teacher be

is] high degree of teacher
absenteeism, poor timekeeping
and fne common practl(.:e of judged for low achievement of
teacher having second job." STl

-Pherali et al. (2011) -Shakya (2012)

|
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"To solve many of the problems in
teacher management, first, the TSC
should be an independent, rightful,
constitutional organ. Secondly, the
teacher should be recruited under the
single door policy/system by the TSC.
Thirdly, there should be 'no types' of
teachers in the country."

-A district president of teacher union

"Teacher  selection by TSC,
recruitment and deployment by
DEOs, and overall management by
SMC and local community may be a
good practice for proper teacher
management but the empowerment
of SMC is a prime need."

-A DEO

E

"The parents who are aware and financially little bit

sound do not generally send their children to the
government school. Even the teachers and SMC
members do not do so, why and how the aware
parents do so? Thus, many of the students in most of
the public schools are from lower class people who
generally are illiterate and least aware. The SMC is
also represented by the same parents. Thus, it is
necessary to lunch awareness and empowerment
programs for capacity building of the parents and
SMC members, first before providing them the
authority of school management. It would be better to
manage teacher from central or intermediate
administrative level until the local stakeholders cannot
develop management capacity."

- An Educationist

Perception and Opinion of the S

"Temporary and contract teacher
worked
teachers (at schools)".

better than permanent

-Shakya (2012)

"TSC is like the tusk of an
elephant for GoN, which is not
used for chewing. It is in
paralyzed form for a long time due
to (political, economic, union, and
donor) politics. What is only
lacking is the vision and
willingness of the government.
What can the commission having
weak (no) legal and statutory base
do? | hope to get separate TSC
Act and Regulation as a first step
to make it operational/functional."
-An undersecretary, TSC

GoN is as same as the parents who
give birth to too many children and
dam care them. Education is one of
the neglected sectors of government
not only financially but also in
visioning, planning, policy making
and implementing. If the government
is really responsible, she has to
double the education budget and
strengthen the M/E system.
-A Head Teacher of a
Secondary School
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Perception and Opinion of the S
' \

"We have 61 students and 2
teaching staffs at school. We did not

"As | feel, Nepalese education sector is
one of the main fields badly affected by the

get Rahat and PCF teacher quota dirty politics. It is mainly due to some
because, neither the SMC members lacking and incapability of the set system.
nor the teachers are the active Thus, further strengthening of system
followers of any political parties, mainly in managerial aspect is required for
teachers'  professional  political improvement. Nepalese education sector
organization, and union. We have no cannot be well developed/managed, until it
alternative to run the school in the has suffered from political intervention."

same form." - A National Level Political Leader

- An SMC Chairperson

-—

One of the reasons behind the degrading quality of education in public schoals is the
teachers having least qualification, least self-discipline and responsibility, and least
honesty. No good teachers are rewarded and no bad teachers are punished in reality.
Thus, the government has to delegate authority of reward and punishment to that unit to
whom the authority of teacher management is provided.

- A Student Leader

While analyzing the aforementioned views of different stakeholders there found some
problems in teacher management. Specifically, the limited capability of SMC members to
handle overall management, undesirable amount of self-discipline and responsibility in
teachers, political intervention in decision making, nepotism and favoritism in teacher
selection, insufficient teacher quota at schools and least effective monitoring, evaluation
and supervision system are some of the problems that lied in teacher management in
school in Nepalese context. This shows that there is the need of managerial and capacity
development trainings for SMC members for better management of teachers at school.

4.5 Key issues and challenges in teacher management
The aforementioned discussion shows that teacher management in community schools in

Nepal has some problems. Further, it is not free from different associated issues and
challenges. During the field study, different attempts have been made to find out what issues
and challenges are there in teacher management in Nepal. For this, the views of teachers,
head teachers, and SMC members were collected through questionnaire. Similarly, the views
of other district and national level stakeholders were collected from discussion, interaction,
and interviews. The research team also consulted different related literatures to find out the
issues and challenges in teacher management. These all efforts have helped to explore the
reality of this and showed that many different issues, situation and circumstances are
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responsible to make teacher management as a challenging task. Here, the major issues and
challenges explored by the study have been presented.

* The weak status of TSC

* The limited number of approved teachers' quota

* Quantitative imbalance in teacher distribution

» Academic qualification and specialization of teachers

* Decentralization of teacher management: Weak SMCs

+ Devolution and delegation of transfer authority

* Political influence and intervention in education

* Non-functioning teachers

* Over- and under-staffed schools: Teachers shortage in remote area

* Teachers' absenteeism

* Attracting and retaining qualified young teachers in school

* Increase the share of women and other teachers from marginalized and disadvantaged

groups

* Geographical complexity

* Variation in service facilities for teachers

* Decreasing responsibility, accountability and self-discipline in teacher

* Head teachers' management and the management of MLE teachers

As explored by the study, TSC has a weak status as having no separate Act of its own.
Further, as being an administrative body of MoE, it is not completely free and independent to
make necessary decisions regarding teacher management. The study showed that the main
reason behind not to announce the vacancy of teachers for permanent post for a long time is
one of the results of its weak legal status. Further, it is linked with the approved teacher's
guota as well. GoN has approved only 108,500 quotas for permanent post of teachers in
Nepal. However, according to the Flash report 2011/12 there is 188,896 teachers working at
community schools in Nepal at present. The humber of students and schools are increasing by
years although having the same approved quota. It shows the need of increasing the quotas of
teachers but GoN, showing the financial constrains, is not willing to increase the number of
teacher's quota for permanent post.

The study has found uneven distribution of teachers at districts. Geographical complexity is
found one of the main causes of this. Further, rural-urban disparities as well as some sorts of
political influence and pressure of teacher's union are also responsible to have this situation.
Due to this, over- and understaffed schools resulting teachers shortage in remote area are
observed. Politicization and unionism in education sector has also created some numbers of
non-functioning teachers at schools. Teacher's absenteeism is high in remote areas, due to the
lack of strong supervision, monitoring, and evaluation, the absenteeism situation is still
continuing. By this, some of the teachers at schools are found legging behind their academic
responsibility, accountability and self-discipline.

SSRP targets to upgrade the minimum qualification of teachers. It has provisioned
intermediate for basic and master degree for secondary level as minimum qualification of
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teachers. The study shows if this qualification schemes are strictly implemented, presently
working 56 percent of the basic and 70 percent of secondary level teachers become
disqualified due to having lack of required minimum qualification. Similarly, those who are
qualified have least specialization in the subjects like mathematics, and science. Further,
attracting the attention of the qualified young teachers to education and retaining them in
school is also not as easy as the government in the community schools cannot fulfill their
needs. Similarly, to make the justified deployment of teachers at schools, it is necessary to
increase the share of women and other teachers from marginalized and disadvantaged groups.

The management of head teachers and MLE teachers (wherever necessary) at the schools is
also a matter of challenge as it is associated with many problems and constrains. What is
most important is the decentralization of teacher management and devolution and delegation
of transfer authority to the local level. As not all the SMCs are equally capable of properly
managing teachers at school, their least performance has made weak management as the
result. This shows that it is not better to provide the authority of teacher management to the
SMCs until they are not capable enough to handle it. That is, before handing over the
managerial responsibility to the SMCs, it is necessary to develop

capacity of them and empower them up to the level they can do it properly.

These situation and circumstances show that teacher management at community schools in
Nepal has many issues and challenges. Until the means to address and overcome these
challenges are not searched and implemented, teacher management at schools cannot be well
and as expected.

4.5.1 The Consequences of Poor Teacher Management
The study along with the interaction and discussion with the national level stakeholders as

well as the reality of field from the school during the field study showed that the teacher
management at community schools in Nepal is poor and least well managed. According to
the study, Nepal is facing the following consequences of poor teacher management in schools
at present:
(i) Imbalance in teacher deployment (uneven deployment)

o Rural urban disparities

o Gender disparities

o Disparity in deploying teachers from marginalized and disadvantaged group

o Disparities in class size
(if) Politicization and political intervention

o Political pressure

o Nepotism and favoritism

o Possibility of malpractices
(iii) Poor salaries and working conditions of teachers

o Variation in service facilities

o Poor living and working condition

o High teacher absenteeism

o lIrregular attendance of pupil: high dropout, repetition and low achievement
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(iv) Ineffective teacher training institutions
o Poor quality of pre service training (mostly the academic degrees)
o Poor quality of teacher's instruction
o Over-crowed classes at universities
o Theoretical training lacking practicality
o Shortage of skilled and highly qualified human resources
(v) Poor teacher motivation and morale
o Low self-discipline, responsibility and accountability
o Ineffective instruction
o Least application of training in class

(vi) Higher financial and quality cost
o High investment
o Low achievement
o Poor quality of product

4.5.2 Strategic measures to address the problems and challenges
Review of different related literatures, plans, and policies as well as the discussion,

interaction and interview with different stakeholders of education in different level have
helped to explore the following strategic measures to address the challenges of teacher
management at schools:

e Teacher service commission should be an independent, rightful and constitutional
organ to address the problems related to teacher selection and recruitment. As it
requires legislative procedure, GoON/MoE should immediately release the separate
TSC Act and (TSC regulation based on the Act) to address the current challenges for
short-term solution. The commission should select and recruit the teachers for
permanent post each year through set procedures.

e GoN has to make judicial distribution of teacher's quota at all the districts without any
biasness, pressure and influence.

e It is necessary to reduce the teacher's types just as permanent and temporary. The
temporary teachers should be managed from the district wise standing list of
alternative candidates of TSC (permanent post) for certain period.

e To solve the problems related to lower/least academic qualification, qualification-
upgrading program should be implemented. Special focus should be given to the
qualification of the teachers having English, Mathematics and Science as
specialization subjects. The government should announce voluntary retirement with
golden hand-shake for those teachers who will be disqualified (under-qualified) in the
new structure of education and should recruit new candidates.
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To solve the challenges created by the decentralization of teacher management,
responsibility sharing model of management among the central, district and local level
authority should be followed. For this, teacher selection by TSC (central level)
recruitment, deployment/redeployment and transfer by DEOs (district level) and
(other) management by SMCs (local level) should be provisioned. As the study
pointed out the prime need of capacity development and empowerment of SMC
members, the devolution and delegation of entire teacher management authority to
SMCs should only be provided after their capacity development. Thus, it is necessary
to lunch ‘effective and objective’ capacity development packages to SMC persons for
their immediate empowerment. Thus, different trainings related to managerial skills as
well as workshops and interaction regarding educational administration and policy
procedures should be conducted for their capacity development.

To overcome the challenges related to teacher transfer, the study showed the need of
amendment in the education regulation to make necessary provision of
compulsory/mandatory transfer of teacher after certain (5-7) years of service. This
helps maintain the uneven deployment of teachers as well as the shortage of teachers
at remote area. For the proper transfer of teachers, some specific rights and
responsibilities should be provided to the DEOs.

Teacher management at community schools is affected by political intervention and
influence from local to central level. Thus, it is recommended to develop strict system
to minimize the politics in education. As nepotism, favoritism and political influence
are centered mainly in teacher selection, the provision of teacher selection through the
central level constitutional TSC can overcome this problem.

As the status of non-functioning teachers at schools is the essence of the lack of
professional morality and self-discipline as well as dishonesty towards duty and
responsibility, they should be dismissed from their duty after meticulous
investigation. However, the chance to put forward the clearance against dismiss
should be provided.

As the study shows the over- and under-staffed situation of schools resulting shortage
of teachers in remote areas, it shows the need of an effective redeployment and
transfer action. For this, GoN should consult teacher union for necessary assistance in
redeployment process. The provision of extra incentives and additional
marks/opportunity in promotion should be offered to the teachers who work at remote
areas. This will be an influential intervention to address teacher's shortage at remote
places.

Teacher's absenteeism basically, is the result of the lack of responsibility and self-
discipline in teacher and the weak supervision, monitoring and evaluation system of
the government. Further, the SMCs do not have any rights to take actions against it, in
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spite of just certifying action to DEOs. Thus, to face this challenge either SMCs
should be empowered and authorized to take actions or a local level supervision and
monitoring mechanism in the participation of all the local level stakeholders should be
formed.

To attract and retain qualified youths in the teaching profession, professional-friendly
environment should be created at schools. The provision of performance based extra
incentives, job security and additional career development opportunities can be some
of the interventions to attract their attention. If this happens, it may be a milestone for
improving quality of education at school.

GoN is implementing the mandatory provision of teaching license for teachers.
However, it also has created some challenges. Still, there is the problem of availability
of human resources in the country having science, mathematics and English
specialization. Furthermore, to teach subject of management and science in upper
grade of secondary level (class 11 and 12), the mandatory provision of teaching
license may create the shortage of work force. Thus, it would be better to follow some
flexible procedure to acquire license in such specific cases.

To increase the share of woman and other teachers from marginalized and
disadvantaged groups, some special posts should be created based on the principle of
positive discrimination.

Boarding school can solve the problem of schools created by geographical
complexity and least number on students. GoN should established basic level
boarding schools in such specific places where the students from 3-5 different schools
can be collected and educated with full scholarship. In fact, in comparison to
conducting 3-5 different schools having least number of students, this will be a cost
effective action for government as well.

It is necessary to make ease in providing effective pedagogical support to teachers at
school which further relates to the instructional effectiveness. Thus, school-based
pedagogical support can be relevant in the current situation of having insufficient
numbers of RCs. Lead school can support for the cluster schools along with their
performance raising and empowerment. For the proper dissemination of instructional
competencies, the supervision, monitoring and classroom observation (from RP/SS)
should be strengthened.

Variation in service facilities of teachers is created by the variation in teachers types
at schools. While the types of teacher are reduced to only two types (permanent and
temporary), the challenges created by 'variation in service facility' will automaticall y
be overcome.
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e Teacher's self-disciple is a key indicator of quality education at school. The teacher
him/herself is responsible and accountable to his/her profession. Thus, there should be
the need of professional morale in some respects.

e New provision should be made to manage MLE teachers from the same language
group. Some flexibility may require in the selection criteria especially regarding
teaching license and selection procedure.

e The role of teacher union should not only be limited to the advocate of the
professional career of the teacher but it should also be linked to quality improvement
of school education. Teacher Union should play crucial role of bridge in proper
management of teachers at school between the GoN and teachers.

e GoN has not increased the number of permanent teacher quota for a long time. The
number of schools and students are increasing year by year. Approximately 45
percent of teachers currently working at schools are other than permanent teachers.
This shows the need of teacher quota incrimination. Thus, GoN should increase the
guota of permanent post of teachers in close collaboration with MoE, MoF and
teacher union along with the meticulous need analysis survey.

e As far as possible, it is better to create separate post of head teacher at school. Head
teachers role can be that of administrator. Further, s/he can supervise, guide, support,
facilitate, train and monitor the teachers at school. S/he can also facilitate teachers in
preparing and implementing the plan, assess periodic achievement, create a
motivating school environment, work to improve quality and mediate to the
community. Head teacher can also play crucial role in recruitment and deployment of
teacher as a local agent of the DoE. However, a separate norms, standard and
procedure have to set to select the eligible personnel as head teacher. If this type of
HT management do not become immediately possible due to financial constrains of
the nation, currently, the working load of teaching can be reduced and some
managerial and quality related responsibilities can be assigned to them.

e Two types of teacher management practices (cost effective and data based supply of
teachers) can be exercised in the places having least and more student density
respectively. That is, not only the level wise but also class wise and subject wise
management of teacher can be practiced in the urban and town area where there is
high density of students at school. In contrary to this, in the remote places where there
are least number of students, cost effective teacher supply can be practiced. For this,
the following interventions can be used:

0 Establishment of boarding school

0 Increase class size

0 Multi-grade classes in lower level

o Full fledge scholarship program for the students
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4.6 Interventions for Improved Teacher Management
Review of many different related literatures (esp. previous research studies) as well as the

interaction and interview with different stakeholder at all local, district and national level
showed that the present condition of teacher management in practice could be improved if
certain interventions can be applied in it. For this, the study suggests the following
interventions to apply for improved teacher management in Nepal:

(i) Strong Management System
Clear and well-defined roles and responsibilities is one of the parts of good management. For

this, proper distribution of duties, roles and responsibility should be allocated to different
levels and stakeholders. Thus, responsibility sharing model of management among the
central, district and local level authority should be followed to make the management system
strong and effective. For this, teacher selection by TSC (central level) recruitment,
deployment/redeployment and transfer by DEOs (district level) and (other) management by
SMCs (local level) should be provisioned. For this, it is necessary to lunch ‘effective and
objective' capacity development packages of trainings to SMC persons and other local level
stakeholders for their immediate empowerment in one hand. Different trainings related to
managerial skills as well as workshops and interaction regarding educational administration
and policy procedures can be some of such intervention as discussed. In the other hand, the
amendment in Education Act, Education Regulation, and TSC Regulation can include the
responsibility-sharing model of management among the central, district and local level
authority so that the management system can be strengthened.

(if) Teacher's Participation in Decision Making Process
As an intervention to improve teacher management, it is necessary to make participation of

teachers at decision-making process. This in one hand, provides opportunity to put forward
their views in policy formulation, in the other hand, this will automatically increase the
responsibility and accountability of teachers towards their duties. Thus, GoN should consult
and make participation of Teacher Union in decision-making process to solve the problems of
teacher management at schools.

(iii) Effective Pre-service and In-service Trainings
As teacher's training is one of the indicators of appropriate teacher management, an effective

training can overcome some of the problems of teacher management related to teacher's
professional development. As there are the provisions of both pre-service and in-service
trainings for teachers in Nepal, they need some improvement for better service. As pre-
service training is concerned, the degrees in educational programs in the universities and
HSEB board (I. Ed/ +2, B. Ed and M. Ed.) are recognized as the level wise requirement of
training for teachers. However, the pre-service training is not found effective due to the
overcrowded class, traditional chalk and talk method of teaching, high absenteeism of both
students and teacher and ineffective practice teaching program. Thus, quota system for
student enrollment in faculty of educational, application of modern and scientific teaching-
learning methodologies, self discipline in students and teachers, focused on practical rather
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than theoretical courses in graduation as well as implementation of ‘laboratory school'
concept for effective teaching practice can be practiced. Further, teacher preparation source
(TPC) should also be brought into effective implementation. In relation to in-service training,
the effectiveness of TPD should be assessed and new intervention based on the result of
assessment should be launched.

(iv) Effective Appraisal System
Another intervention for improved teacher management in community schools in Nepal is an

effective appraisal system. The study has suggested applying the following appraisal system
for proper teacher management at schools:

Fig. 10 Stages of appraisal process

LN

Definition Pre service Selection & Competence Orientation Initial Performance Performanc
of work training recruitment assessment evaluation planning review

?

N

Pre-Hire New employee Currently working

Source: Adopted and edited form VSO and CfBT (2008)

4.7 Teacher Management at Federal System
During the period of study, an attempt has been made to explore the ways of managing

teachers at community schools in the upcoming federal system of Nepal. For this, views of
political leaders in the local, district and central level was collected for analysis. Further, the
views of the representatives of teacher union, teachers, head teachers as well as district and
national level personnel working in the field of education were also collected and assessed.

The information obtained from the field study revealed that the four-step model of teacher
management might be appropriate in the federal system. According to the collected data, the
TSC as constitutional organ of the country selects teacher in close coordination and
collaboration with the Federal Education Commission (FEC). Each federal state should have
a federal education commission of its own. According to the result of TSC, FEC certifies
each of its DEOs for recruitment and deployment of the selected teacher at school within the
federal state. Accordingly, the DEOs recruits and deploys the teachers at the schools. Rest of
all the dimensions of teacher management should be the responsibility of the concerned
SMCs.

Thus, TSC, FECs, DEOs and SMCs will be responsible for teacher management at schools in
the upcoming federal system of Nepal. However, there should be clear and transparent
allocation and distribution of rights, duties, roles and responsibilities of these four
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units/agencies by law. According to the informants, if this system is followed, it will kill two
birds at once by the single stone. That is, teacher selection by central body with 'single door
system’, recruitment and deployment by two intermediate bodies and management by local
body will be the effective management system for upcoming federal Nepal. For the
convenience and more comprehensiveness of the presentation, the concept has
diagrammatically been presented in the following chart:

According to the figure, TSC, FECs, DEOs and SMCs will be the four main and chief
organs/agencies responsible for teacher management at the upcoming federal system in
Nepal. They have their own and separate roles and responsibilities in their respective levels.
What is important is that this provision should be incorporated and approved by the rules,
regulations and law of the nation before implementing them.
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CHAPTER FIVE
FINDINGS AND RECOMMENDATIONS
OF THE STUDY
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This chapter deals with the findings and recommendations of the study driven from the
analysis and interpretation of the data. For the convenience of the presentation, findings and
recommendations have been presented in two different sub-headings.

5.1 Findings of the Study
The major findings of the study are as below:
5.1.1 While assessing teacher selection, recruitment, and placement policies and processes

adopted by government of Nepal, Teacher Service Commission is found responsible for
the selection of teachers at central level. The study found that article 11 (kha) of
Education Act, 2028 has made prevision of TSC for the recruitment and placement of
teachers for permanent post. Based on the same, government of Nepal has launched
Teacher Service Commission Regulation, 2057 according to the delegated authority of
the article 19 of the act.

With these two legal provisions, as an administrative wing of the ministry of education,
TSC deserves the sole authority of selecting and recruiting teaches for permanent post.
However, it has not announced the vacancies for permanent post of teachers for 17
years (since 2052BS) due to the decision of GoN not to fulfill the permanent post of
teachers for some years. Due to this, the seventh amendment of education act had made
provision of temporary and others teachers recruited through the SMC. As the TSC has
not announced vacancies for permanent post yet, the SMC is fulfilling the need of
teachers at school according to the set rules and regulation on contract basis.

The study found that section 5 (ka), rule 22 (na) of Education Regulation, 2049 as well
as the section 3, rule 9 and 10 of Teacher Service Commission Regulation, 2057 have
made policy provisions for the selection and recruitment of teachers at schools by
SMCs. Similarly section three, rule 7 of the TSC Regulation, 2057 has defined the
placement policies and procedures for the teachers at schools. According to these rules,
school management committee announces the vacancies of teachers incorporating the
details of post and minimum qualification. The managing committee in the chair of
SMC forms a teacher selection committee, in assistance and collaboration with the
district education office. After this public notice, the selection committee selects teacher
with the written and practical examination of 150 full marks. Afterwards, the committee
certifies the SMC for the recruitment of selected candidate as teacher. Accordingly, the
SMC recruits the selected candidate as teacher and deploys to the school. This decision
is sent to the district education office for necessary approval. The policy procedure of
recruitment, selection and placement of teachers as explored by the study has
diagrammatically been presented below for the intelligibility of this procedure in way
that is more comprehensive:
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Fig. 12 Procedure of recruitment, selection and placement of teachers

DEO
Approval
Approval pp
Recruitment SMC Vacancy
announcement

Selection and -
certification Teacher selection

committee

(a) As the status of teacher recruitment in the teacher-sample is concerned, the study found
that only 60 percent of the total teacher understudy were permanently recruited. The
second portion (25 %) was of temporary teachers, there were 15 percent contract (Rahat,
PCF, Private and Other) teachers at schools. By this, 40 percent of total teachers working
at present were not permanent and recruited by SMCs.

(b) Among the 760 teachers from all the sampled schools, there were 359 (47.23%)
temporary and contract teachers at schools. That is, there were only 401 (52.77%)
permanent teacher. By these two data, it can be generalized that there are only
approximately 60 percent permanent teachers at community schools in Nepal.

(c) The study found that the schools had the following STR which is lower than the current
national data of STR:
Primary-17.41
Lower Secondary-22.42
Secondary-30.95
Total-23.59

(d) The study found that Government of Nepal, Ministry of Educations is recently practicing
the data based funding for teacher at schools. For this, the PCF teacher’s quota system
has been introduced and the recruitment of teacher has been based on the number of
student enrolled at schools.
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2. While analyzing the deployment and redeployment situation of the teachers in schools, the
study found that there are two types of teacher deployment system practiced in the world.
They are:

Deployment with central authority
Deployment in market system

The study explored that Nepal is practicing the market system of teacher deployment at
present. According to the study, the requirement set by education regulation for the
deployment of teachers at schools is as below:

Table No. 11 Requirements for te

Level of education Grade Required teachers
pre-primary - 1 Teacher
primary 1-5 Minimum 3 Teacher
lower-secondary 6-8 Minimum 4 Teacher
basic 1-8 Minimum 7 Teacher
Secondary 6-10 Minimum 8 Teacher
Secondary 9-12 Minimum 9 Teacher

N

(2) As the process of teacher deployment in present context of Nepal is concerned, the
teachers are deployed in permanent, temporary, and contract (Rahat, PCF, and
Community Funded) quotas. The study found separate processes for their deployment.

(i) For permanent quota

* SMC request and increase teacher quota to the DEO

» DEO checks and analyzes the need

* DEO forwards the need to MoE

* MoOE decides annual teaching post allocations based on available enrollment figure
and staffing need estimate

» MoE provides Quota to district

» DEO deploys teachers in school (the teacher is appointed as recommended by TSC)

(ii) For temporary quota

* SMC with the permission from DEO, recruits temporary teachers in the vacant post

for 6 months
(iii) For contract quota

* SMC request DEO for different contract (rahat, PCF, private, community funded)
guota on the basis of high STR and necessity

* DEO checks and analyzed the need

» DEO forward the need to Mo

* MoE decides on need estimate

» MoE distributes quota to district

» DEO through SMC deploys teachers at school (Note: the rahat system of teacher
deployment was stopped from 2009). PCF salary is based on the student's number in
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the block grand. Thus, the salary of PCF teacher may have fluctuation. The salary of
community-funded teachers is decided by SMC.

(b) The study found that the deployment of teacher is affected by the following factors:
* Incapability of the SMCs for strong management
* Political pressure, intervention, and interference
* Nepotism and favoritism
» Geographical Complexity
» Low social and academic responsibility bearing by the teachers
« Least transfer of the teachers
(c) The study also found that re-deployment of teachers is an effective way to solve the
problems of uneven deployment. However, re-deployment of teachers is also
problematic due to the following major reasons:
* Insufficient teacher quotas in relation to school and student ratio
» Unaware local stakeholders, especially the SMCs
» Weak school management: Low accountability and least capacity
* Lack of sufficient incentives
« Least focus in implementing the reward and punishment system
» Weak physical infrastructure
* Political influence and intervention
* Nepotism and favoritism
+ Seasonal migration
* Existing social structure
* Facility oriented life style of teachers

3. The study found the following interventions currently using for Teacher Development:

(i) Teachers Training
a) Pre-service training
b) In-service training
* Teacher professional development- TPD
* Backlog clearance
* Qualification upgrading
(ii) Teacher Transfer
(iii) Teacher Promotion

() Government of Nepal has launched educational programs in the universities and HSEB
board as I. Ed/ +2, B. Ed and M. Ed. as the level wise requirement of training for
teachers. In spite of this, HSEB runs +2 programs with faculty of education. Further, 99
private teacher-training centers affiliated with NCED have provided pre-service training
for primary teachers with required qualification. In addition to this, one-year additional
training entitled 'teacher preparation course' as targeted by the SSRP is also found
conducting under the faculty of education for those teachers who are from non-education
faculty. The TPC is available in Mahendra Ratna Campus, Tahachal and Porkhara
Campus, Gorkha under Tribhuvan University. The study also found that NCED has a
network of 29 educational training centers (both ETC-As and ETC-Bs) along with other
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five sub centers. These trainings are conducted through 29 ETCs in 29 districts and 46
lead RCs in rests of the districts all over the country. These trainings are of three different
types with three different packages as below:

* Teacher professional development- TPD

* Backlog clearance

* Qualification upgrading
TPD is a need/demand based in-service training for teachers. Based on the reflection of
teachers, TPD has three-module structure which the trainee must, finished attending:

* Training cum workshop- 5 days

« Self study exercises- 3 days

* Instructional counseling- 2 days
The study found that SSRP targets to train 750 master trainers for TPD, however NCED
has already trained 4,243 master trainers. There found 110,853 basic and 13,646
secondary teachers with the TPD experience by the year 2011. However, none of the
teachers has completed all the three models of TPD yet. The study also found the
following problems in conducting the trainings:

* Training is not supportive to teachers in all dimensions

* It lacks specific needs
« It is difficult to cluster the need
« Difficult to conduct action research and self study

According to the study, 94.1 percent primary teacher have completed ten months training
while 4.3 percent have attended only part of it. Rests of 1.6 percent had not attended in
the training. In addition to primary teacher training, 79.9 percent of Lower secondary,
90.1 percent of Secondary, and 62.5 percent of higher secondary teachers have
completed the ten months training for backlog clearances.

The study found that qualification upgrading is another target of SSRP. For this,
Tribhuvan University, Faculty of Education and NCED have signed (2011) a special
collaboration document to upgrade teacher's qualification voluntarily. However, the
program is not found implementing yet. Further, HSEB is also launching 'special-12'
program for those SLC graduates who have completed ten month's in-service teacher
training. These two academic efforts are for qualification upgrading opportunities for the
teacher by the earliest period of the implementation of redefined qualification strategies
of the SSRP.

The study showed that 98 percent of the total teachers are trained at schools. While 13
percent teachers have only the ‘academic qualification' as pre-service training, other 24
percent have 10 months training in which 20 percent of them have backlog clearance
with TPD. Rests of 61 percent teacher have both pre-services training with TPD. These
data, though not generalization due to small sample, showed that approximately two
percent schoolteachers are yet untrained.

(b) The Education Regulation permits transfer only for the permanent teachers. As its rule is

concerned, teacher with less than one-year experience or teachers who are going to retire
in less than one year will not be transferred. Further, teachers of public school will not be
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transferred opposed to their will. The rule shows that individual teacher who want
transfer, can apply to transfer if both the SMCs agree the transfer process. After the
application, district education officer verifies the process and make transfer of him/her.
In the study with 100 teachers, 60 percent of them were permanent. Among those
permanent teachers, 18 of them have transferred, ones or twice upon their request
application and rests of other have not transferred yet form their first deployment. The
study found that none of the teachers had the experience of unwanted transfer.

(c) The study found two types of promotion system practiced in Nepal-‘file promotion' and

‘promotion based on performance level'. However, the standard of teacher promotion in
district level is complicated. There are three classes of teachers and promotion form one
class to another depends on the availability of the post in the district. According to the
rule, 75 percent of the promotion is based on “file promotion’ and 25 percent on ‘internal
examination'. According to the Education Regulation, among 50 teachers at district, 40
will be in third class, nine will be in second class and only one will be in the first class.
Because of this, not all the qualified, experienced and eligible teachers working at school
will be promoted. 'Minimum qualification’, 'level beside minimum qualification’, 'in-
service training', as well as 'teacher evaluation' are the standard and content of file
promotion. As the field study is concerned, among 60 percent of the permanent teachers
from teacher sample, six of them were promoted to the upper class. Similarly, among
760 teachers from sampled schools, 48 of them were promoted to the upper class.

4. The views of different stakeholders regarding teacher management showed that there are

some problems in teacher management system in Nepal. Specifically, they pointed out
that the incapability of SMC members to handle overall management, least self-
discipline and responsibility in teachers, political intervention in decision-making;
nepotism and favoritism in teacher selection, insufficient teacher quota at schools and
least effective monitoring, evaluation and supervision system are some of the problems
that lied in teacher management in school in Nepalese context. By this, they pointed out
the need of managerial and capacity development trainings for SMC members for better
management of teachers at school.

5. The study found the following major issues and challenges related to teacher management

system at community schools in Nepal:

* The weak status of TSC

* The limited number of approved teachers' quota

* Quantitative imbalance in teacher distribution

» Academic qualification and specialization of teachers
* Decentralization of teacher management: Weak SMCs
* Devolution and delegation of transfer authority

* Political influence and intervention in education

* Non-functioning teachers

» Over- and under-staffed schools: Teachers shortage in remote area
* Teachers' absenteeism
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« Attracting and retaining qualified young teachers in school

* Increase the share of women and other teachers from marginalized and disadvantaged
groups

» Geographical complexity

* Variation in service facilities for teachers

* Decreasing responsibility, accountability and self-discipline in teacher

* Head teachers' management and the management of MLE teachers

6. The study found that Nepal is facing the following consequences of poor teacher
management in schools:
(i) Imbalance in teacher deployment (uneven deployment)
o Rural urban disparities
o Gender disparities
o Disparity in deploying teachers from marginalized and disadvantaged group
o Disparities in class size
(i1) Politicization and political intervention
o Political pressure
o Nepotism and favoritism
o Possibility of malpractices
(iti) Poor salaries and working conditions of teachers
o Variation in service facilities
o Poor living and working condition
o High teacher absenteeism
o lIrregular attendance of pupil: high dropout, repetition and low achievement
(iv) Ineffective teacher training institutions
o Poor quality of pre service training (mostly the academic degrees)
o Poor quality of teacher's instruction
o Over-crowed classes at universities
o Theoretical training lacking practicality
o Shortage of skilled and highly qualified human resources
(xi) Poor teacher motivation and morale
o Low self-discipline, responsibility and accountability
o Ineffective instruction
o Least application of training in class
(xii) Higher financial and quality cost
o High investment
o Low achievement

o Poor quality of product
7. Regarding teacher management at upcoming federal system in Nepal, the study has

explored the four-step model of teacher management. According to this model, the TSC as
constitutional organ of the country selects teacher in close coordination and collaboration
with the Federal Education Commission (FEC). Each federal state will have a federal
education commission of its own. According to the result of TSC, FEC will certify each of
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its DEOs for recruitment and deployment of the selected teacher at school within the
federal state. Accordingly, the DEOs will recruit and deploy the teachers at the schools.
Rest of all the dimensions of teacher management will be the responsibility of the
concerned SMCs. This has diagrammatically been presented in the following figure:
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5.2 Recommendations of the Study
Based on the aforementioned findings of the study, the following recommendations
with action steps have been suggested for the solution of the identified problems:

Table No. 12 Recommendations of the study with action steps

S.N. Recommendations Action Steps
1. It is suggested for GoN to release a separate ¢ GoN, through cabinet
TSC Act as soon as possible to solve the| decision should
immediate problems of teacher management,| immediately release the
especially, of the selection and recruitment of| TSC Act.
the teachers at community schools. For thele GoN, through cabinet
long-term solution of the problems of teacher| decision should make
management in Nepal, it is necessary to make| necessary provision to
the TSC as an independent and authorized| amend the constitution of
constitutional organ like PSC so that it can| Nepal to enlist the TSC
decide its entire actions, plans, functions, and| as a constitutional organ.
activities strongly with no affect and influence| It should be done through
of any external (and/or internal) power. valid legislative
It is recommended for TSC to announce the| procedure.
vacancy of teachers for permanent post each|e GoN has to increase the
year. Before that, it is necessary to reduce the| number of teacher quota
tyoes of teachers only as Permanent,| for permanent post and
Temporary, and Contract teachers. The| should support TSC for
temporary teachers should be managed from| maintaining required lega
the district wise standing list of alternative| bases and announcing the
candidates of TSC (permanent post) for certain| vacancy.
period. The authority of selecting and|e GoN/MoE should launch
recruiting contract teachers within the set| awareness raising
criteria should be given to the intermediate and empowerment and
local level. managerial capacity
It is necessary to empower the SMC| development program for
members and develop their capacity to handle| SMC members and other
proper management of teachers at school. concerned  local  leve
stakeholders  immediately
so that they can handle the
proper  management  of
teachers at local level.
2. e It is suggested to follow the deployment ¢ Teacher union should
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system of teachers from central authority. For
this, the intermediate level of administrative
authority of TSC (DEOs) can be the
appropriate authority for deployment and
redeployment of teachers at school. To
improve the current deployment situation of
teachers at schools, it is recommended to
develop the managerial capacity of SMC
members and reduce the political intervention
in deployment.

It is suggested to adopt the following
measures to overcome the problems related to
deployment of teachers at schools:

* Increment of teacher quotas at school
Community awareness and capacity
building of the local stakeholders,
especially managerial trainings for SMC
persons

Establishment of a concrete and strict
system

Different incentive packages for teachers,
especially for them who deserve examples
of best practices and for them who serve in
the remote areas

Strengthening physical infrastructures
Reducing political interference, nepotism
and favoritism in decision making process

*

* Strict  supervision,  monitoring  and
evaluation system

* Effective redeployment and periodic
transfer

play crucial role to solve
the problems of
deployment and
redeployment of teachers

at schools by facilitating
the GoN in its related
tasks.

e GoON should work with
close collaboration and
consultation with teacher

union to address the
deployment/redeploymen
t problems.

e GON should be honest to
implement the decisions
and contracts that were
held with teacher union in
the past.

o |t

is suggested to GON/NCED to make
necessary provision to train the teachers who
are not trained yet. It is recommended to start
the qualification upgrading voluntary classes as
soon as possible. Further, necessary action
should be taken to approve the 'HSEB special-
12 scheme' of qualification upgrading as
equivalent to intermediate level by the
universities.

e TU has immediately start
the qualification
upgrading classes and
should make necessary
provisions to approve the

'HSEB special-12
scheme' of academic
qualification  upgrading
as equivalent to
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e The following measures should be used to
improve pre-service training of teachers:
* Quota system for student enrollment in
educational faculty
* Application of modern and scientific
teaching-learning methodologies
* Self discipline in students and teachers
* Focused on practical rather than theoretical
courses in graduation
* Implementation of laboratory school
concept for effective teaching practice
e The transfer system of teachers should be free
from political influence and intervention.
Transfer and re-deployment should be used as
means to solve the problems created by
uneven deployment. A  periodic and
mandatory transfer system should be adopted.
e For teachers' promotion, 50/50% weightage
for both file promotion and internal
competition should be provisioned.

intermediate level
immediately.

TU should further revisit
and strengthen the

admission, teaching-
learning (training), and
practicum program

recognized as pre-service
training of teachers.

e The DECs should play
active and crucial role in
districts regarding
teacher's transfer.

e Teacher union should
play facilitating role in
assisting GoN for
redeployment of teachers.

e Amendment in TSC and
Education Regulation to
include 50/50%
weightage for both file
promotion and internal
competition.

4. e As the stakeholders' views on teacher
management ~ showed the need  of
strengthening the SMCs for proper
management of teachers at school, teacher
selection should be provisioned through the
district branch of  government authority
(DEO) for short term solution before
providing managerial training for capacity
development to the SMC  persons.
Implementation of strong  supervision,
monitoring and evaluation system of DEOs
seems necessary. It is necessary to remind the
teachers for self-discipline, professional
morality, academic responsibility and social
accountability. Further, government should
implement the provisions for career path,
professional  development, reward and

e Teachers should bear the
professional honesty and
responsibility with self-
discipline.

e SMC members should
develop their capacity
related to their roles and

responsibility by
themselves as much as
they can.

e GoN should make
provision of some sorts
of incentives and
financial support to the
SMC  members  who
actively participate in the
school management
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activities.
e GoN should announce

punishment as well as teachers' rights.
S e GoN has to make judicial distribution of

e To maintain

teacher's quota at all the districts without any
biasness, pressure and influence. The subject
wise, and grade wise need as well as number
of student should be the base for teacher quota
distribution.

To solve the problems related to lower
academic qualification, qualification-
upgrading program should strictly be

implemented. Special focus should be given
to the qualification of the teachers having

English, Mathematics and Science as
specialization subjects.
To overcome the immediate challenges

created by the decentralization of teacher
management, responsibility sharing model of
management among the central, district and
local level authority should be followed. For
this, teacher selection by TSC (central level)
recruitment, deployment/redeployment and
transfer by DEOs (district level) and (other)
management by SMCs (local level) should be
provisioned.

the uneven deployment of
teachers as well as the shortage of teachers at
remote area, re-deployment of teachers should
strictly be followed.

Local level supervision and monitoring
mechanism in the participation of all the local
level stakeholders should be formed assist the

government to strengthen the existing
monitoring, evaluation and  supervision
system.

To increase the share of woman and other
teachers from marginalized and disadvantaged
groups, some special posts should be created
based on the principle of positive
discrimination.

e New provision should be made to manage

voluntary retirement with
golden handshake for
those teachers who will
be disqualified (under-
qualified) in the new
structure of education
and should recruit new
candidates.

GoN should amend the
related Acts and
Regulations to
incorporate the suggested
measures in the existing

legal system of the
nation.
e For the proper re-

deployment of teachers,
DEOs should bear some

specific rights and
responsibilities.
GoN should make

necessary provision of
compulsory/mandatory
transfer of teacher after
certain (5-7) years of
service at a place.

GoN through ministry
level decision should
make a strict provision to
dismiss the non-
functioning teachers
from their duty after
meticulous investigation
providing the chance to
put forward the clearance
against the dismiss.
Amendment in  the
related rules, regulation,
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MLE teachers from the same language group.
Some flexibility may require in the selection
criteria especially regarding teaching license
and selection procedure.

Boarding school can solve the problem of
schools created by geographical complexity
and least number on students. GoN should
established basic level boarding schools in
such specific places where the students from
3-5 different schools can be collected and
educated with full scholarship. In fact, in
comparison to conducting 3-5 different
schools having least number of students, this
will be a cost effective action for government
as well.

Two types of teacher management practices
(cost effective and data based supply of
teachers) can be exercised in the places
having least and more student density
respectively. For this, not only the level wise
but also class wise and subject wise
management of teacher should be practiced in
the urban and town area where there is high
density of students at school. In contrary to
this, in the remote places where there is least
number of students, cost effective teacher
supply should be practiced. For this, the
following interventions can be used:

o Establishment of boarding school

o Increase class size

o Multi-grade classes in lower level

o Full fledge scholarship program for the

students

e As far as possible, it is better to create
separate post of head teacher at school. Such
head teacher's roles should be that of
administrator. Further, s/he should supervise,
guide, support, facilitate, train and monitor the
teachers at school. S/he should also facilitate
teachers in preparing and implementing the
plan, assess periodic achievement, create a

and act to make
necessary provision of
recruiting MLE, female
and other teachers from

disadvantaged group
should be made.

e DOE should set a
separate norms,

standards, provision and
procedure to select the
eligible  personnel as
head teacher.
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motivating school environment, work to
improve quality and mediate to the
community. Head teacher should also play
crucial role in recruitment and deployment of
teacher as a local agent of the DoE. If this
type of HT management do not become
immediately possible due to financial
constrains of the nation, currently, the
working load of teaching should be reduced
and some managerial and quality related
responsibilities should be assigned to them.

6 e |t is suggested for GoN to use the following ¢ GON should make
interventions for improved teacher | necessary legal provision
management in Nepal to incorporate and

e Strong management system implement the suggested
e Teacher's participation in decision| appraisal system  for
making process proper management of
e Effective pre-service and in-service| teachers at school.
trainings
o Effective appraisal system: The study has
suggested  applying the  following
appraisal system for proper teacher
management at schools in Nepal:
Appraisal Process
Definition Pre service Selection & Competence Orientation Initial Pem
of work training recruitment ElssessmentH }.’[evaluation Eilanning };Eewew
Pre-Hire New employee W

Source: Adopted and edited form VSO and CfBT (2008)
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APPENDIX A : CASE STUDIES

A Case Study of Balambu Secondary School, Kathmandu, Nepal

Balambu secondary school was established in 2010 BS at Balambu, Kathmandu. The
location of school was not learning friendly due to the lack of enough space, although
having situated at the eastern part of Kahmandu valley, the capital city of Nepal. Due
to the lack of enough space, it has congested physical situation. However, the school
has tried her best to maintain physical infrastructures that facilities students' learning.

According to Mr. K.P. Paudel, a teacher of the school, the SLC examination of 2058
BS was one of the terrible examinations for both students and school in terms of
result. After this hindrance, the head teacher and all other teachers teaching at school
made a common commitment to improve the quality of education at school. Fostering
the golden future of their pupil was their main responsibility-they felt so.

A teacher was come to the school in 2045 BS transferring his job form Ramechhap
district. He was an intermediate level leader of a big political party as well. Party
system was prohibited during the then Panchyat system. Thus, he was warranted by
the police for arrest. However, police administration was unaware and unknown of his
transfer to Kathmandu. Although being a political figure, he was fully against the
politicization in the education and educational institution. He was dedicated towards
his duty and responsibility so that school administration should never make him alert
of his duty. Instead, he urged other co-workers for better service delivery.

At the same time, the school got approval of conducting secondary level by GoN.
When the classes of secondary level started, the school faced a serious problem of
lack of sufficient classroom for students. As a result, the school started to run in two
shifts-morning and day. When this happened, he was appointed as assistant head
teacher for day shift.

When he become assistant head teacher and started his administrative duties, he took
some immediate action for reforms in both academic and administrative field.
According to Mr. K.P. Paudel, he took the following main actions for reforms at
school:

e Reduce politicization at school
e Take actions to absent teachers
e Make the parents aware to take responsibility
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e Coordinate and discuss with SMC

o Create learning friendly environment at school

e Warn and make alert the non-functioning teacher

o Create opportunity of training and material support for teacher

e Conduct unit test and monthly test

e Make teachers to check home work daily

e Provision of quarterly staff (teacher) meeting

e Conduct fair administration

e Oblige all the teacher to educate their own children at the same school

e Implementation of internal extra incentives, reward and punishment provisions
to the teacher

e Fair examination and transparent result

e Extra coaching classes for students for difficult subjects

When these actions are implemented, the school improved its degraded educational
condition within two years. After two years of these continuous efforts, the school was
rewarded as a best and first community school in the country by the Government of
Nepal. After this too, the school is rewarded by the government as a first school in the
country for more 6-7 times till now.

Due to the established system, the school is getting continuous success. This shows
that it is the teacher who is directly related to quality of education at school. If there is
proper and well-managed teacher management at school, it will certainly help foster
the educational quality. This school is one of the examples of good management.
Many other schools can learn many things from this school. What it also shows is that
the effort of even a single person can also be the milestone for the overall change and
reform of any institution.

A Case Study of Shanta Secondary School, Ilam, Nepal

Shanta Secondary School, Pashupatinagar, Ilam was established in 2012 BS as a basic
level primary school. It became primary school after 10 years of its establishment. The
school started to launch lower secondary level classes from 2055 BS and secondary
level classes from 2066 BS after getting necessary permission from Government of
Nepal.

Now the school has 260 students and 13 teachers. However, among the 13 teachers
only five of them are permanently recruited. Accordingly to Mr. Hom Nath Sharma,
the head teacher of the school, the school has three quota of Rahat teacher. Rests of
other five teachers are managed privately through community fund. As the view of a
teacher, Mr. Govinda Prasad Sharma is concerned; the school is one of the best
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schools in the VDC in all academic result, extracurricular activities, students'
discipline, community participation and teacher's contribution to the school.

The school record showed that the teachers who are permanent are just for the primary
level. That is, all the lower secondary and secondary level teachers are hired on
contract basis with the fund managed by the parents and community as well as by a
few government donations.

The head teacher claimed that good and proper management of teachers at school as
well as social responsibility of the community people is the key to their success.
Further, the teachers have high professional and academic morality. They have
honesty, responsibility and accountability of their duty and service they provided.

According to Laxmi Kumar Rai, the chairperson of the SMC, the cooperation and
coordination of SMC, head teacher and teacher at school is the main essence of their
success. Further, collaborative efforts of SMC, teacher/head teachers, parents, and
other stakeholders are resulting better achievement. Although having lack of
permanent teachers at school, the school has progressed a lot only with the contract
teacher who are managed with community fund and government grants. What lesson
is to be learnt from here is that, in the lack of permanently recruited teachers too, the
school can do best and can achieve better result, if all the stakeholders are responsible,
accountable, honest and self-disciplined towards their respective duty, role and
responsibility. That is, if the SMC and head teacher are strong, capable and well
known to the basic facts related to educational quality at school, it will be the first and
basic steps to move ahead towards the destination of success.
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APPENDIX B: RESEARCH TOOLS
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Y%, TATTHT AR e A fetd aearae qer JHifdes & & g 7

¥, TN FANEEHT GIEAT HG T Glehesg, 7 TR a2 |

¥5. ATl JaTATATIFRS AT AT FE T Al ?

¥R, HAYT [GATATETHAT Hel RILTHEs ATHAT UMUTT W IAEAl WUHET T HIAI(T

fTF e A9TET Ui 9IS | JUTSHT [G9RAT U AR &1 A7 RIeTHesag & 9 IS,
?

YO, IHRA HITHATIHT TATHE Tehl RTET Y3\ T FAHA 8 an TMReH G | I9
TRHAT (AT AT AITATHT RTeTdhe s Sqaead Fial wa<l T Alhes, 7

FEA[THT AT Blfedh gvrare |
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TITART ATHRNTF [TATATEEH T RTeTh SHaTATIA R AqTAT AT
A= @He gawa faafere

o Tl [Ho(ATh ATIR ¥ fadqeurer grmar
o furersh fyfcherr amame
o {T&TehepT TETATIH

L] Hbql/QQ‘gqlchl AT / PRIT

o WTA faehTe ¥ YT Wear faera

o ferheRr Aferd Frgar

o rerehepT FEFTATET ATIH, MHeor, qearsd qar Fae

o TeTeRT ATAITHAT T ﬂﬂﬁm FYHT>STYAT (Over/Under Staffed)
o [irereh ATATET e

® TS IANTIH fT&T& (Non- functioning Teachers)

o TUTATATIHH AL (BTHAT, AMAAT, FEEF T FaT radn)
o U HATITHT etk HTTATIT (Fslehd (F fabeared)

o [T&Th HFTITYTHT THT JHEES

o fureTeh HFARATIHAFT FH(TET

o IHHT FHHMH! IUTIES
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APPENDIX C: PHOTOS RELATED TO THE STUDY
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Library at Sharada Secondary School Interaction with the Teaching Staff at
Gelu, Ramechhap Sharada Secondary School

School Building of Sharada Secondary
School Gelu, Ramechhap
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Students of Balambu Secondary School, Balambu S. School, Kathmandu
Kathmandu Receiving National Award for Excellent SLC
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Research team at Yasodhara Bauddha Sec. School, Lalitpur

Interaction with Head Teacher at Madan Teaching Staff of Shiva Gyaneswor LSS
Bhandari Memorial Primary School Kanchanpur, Taking Photo with Research Team

Discussion with Guardians and Students Stud%s are playing at
At Shiva Gyaneswor LSS, Kanchanpur Sen Higher Secondary School, Palpa
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Saraswati Higher Secondary School Kathmandu

Questionnaire in Palpa

Name List of the Teacher
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Mukti Namuna Lower Secondary School Mustang
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Kanchanpur

Researcher with Rastria Lower Secondary Jomsom village, Muktinath
School.Dekhatbhuli

Jwalamukhi Primary School Mustang Fill Visit in Nepal Band,Palpa
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Yasodhara Secondary School Lalitpur

ts

Devbani Sansrikt Secondary School, Palpa

Teachers of Balambu S.S. Balambu S.S Santwo LibraryKTM
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