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ABSTRACT 

Th~ purpose of this study is to assess the management capacity of WEOs and to identify the 
major problems of management at WEOs in the Amhara Region. 

Orga~zational stru~ture, qualification and experience of educational managers and staff 
au.t~on~ and funchons of management such as planning, decision making, allocation and 
uhlizahon of resource and information flow were used as indicators to assess the management 
capacity of WEOs. 

To this end, the study was conducted in 5 zones, 22 WEOs and 105 schools. 20 ZED and 88 
WEO officials and experts and 105 school principals were used as the subjects of the study to 
obtain the necessary data. Questionnaire, document analysis and unstructured interview were 
the instruments used for data collection. The data collected through the questionnaire were 
analyzed using percentage and mean rank statistical instruments. 

Findings from the data analysis revealed that no attention was given to educational 
management as a discipline even though every manager at all levels of the educational system 
should have been equipped with the necessary managerial skills in order to manage the system 
efficiently and effectively. In most cases, the less qualified persons are assigned as heads of 
WEOs. WEOs' education managers as well as other employees lack skills in and insights in 
to planning and management. Regarding the organizational structure, many of the positions in 
the WEOs are low graded and there is only one position for graduates in each WEO. There are 
2 to 13 vacancies in each woreda. Besides, the authority delegated to them is not adequate 
enough for doing the job. Not only are the resources in the education sector inadequate, but 
also the available scarce resources are not properly utilized. Unfair distribution, late arrival, 
improper utilization and poor handling of instructional materials, following the wrong trend of 
budget allocation, failure to release budget on time, procuring poor goods and services, 
inability to utilize the allocated budget and to handle conflicts are exactly attributed to 
inefficient management. In sum, these findings indicated that WEO has no capacity to manage 
the education system. 

Following the findings and conclusions drawn, it is recommended that the REB in 
collaboration with the concerned sector bureaux- Regional Planning and Economic 
Development Bureau, Regional Finance Bureau, Regional Civil Service Commission and 
ANRS council need to reclassify positions in the WEOs, develop new organizational structure, 
make wider study and revise the criteria used for selecting and appointing heads ofWEOs and 
school principals, and develop different training packages in the area o~ educational planning 
and management to train employees that work in all levels of the educatIOn system. 
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CHAPTER ONE 

THE PROBLEM AND ITS APPROACH 

1.1 BACKGROUND OF THE STUDY 

Nowadays, decentralization of education is being practiced both in developed and developing 

countries (Govinda, 1997). According to Forojal\a (1993), in a decentralized system, local 

educational organizations have authority to make decisions on various educational managerial 

functions such as recruiting, training, staffi ng, promoting, fi nance generating and utilizing and 

curriculum material development depend ing on the natu re of decentralization a country 

adapted. It is because "decentralization is dispersa l of authority through delegation that gives 

successively lower-level managers greater decision making responsibility" (Holt, 1993:298). 

In Ethiopia, too, with the fonnulatio n of the new Education and Training policy (ETP), 

educational management has been decentralized since 1994 (TGE, 1994). As per the policy, 

the intention of decentralizing the educational management is to make it democratic and 

professional so that problems of relevance, qua lity, access and equity of education and training 

will be alleviated. Accordingly, in the Amhara National Regional State, " Woreda Education 

Offices" (WEOs) were establ ished and started carrying out educational manegerial tasks in 

1994. As per the Ministry of Education (1988) stipulations, the WEOs are responsible for the 

overall management of primary and secondary schools. They are also accountable to the 

Woreda Education and Training Boards (WETBs). 

Prior to the 1991 government change in Ethiopia, the educational management system had 

four levels i.e the Ministry of Education (MOE), Regional Education Office, 'Awraja' 

Education Office and the school. Soon after the fomlulation of the new ETP in 1994, the 

education management system was reorganized into fi ve levels which are Ministry of 

Education, Regional Education Bureau (REB), Zonal Education Department (ZED), "Woreda" 

Education Offi ce and the school. This shows that the "Awraja" Education Office which was 

the former immediate responsible body for schools was replaced by "Woreda" Education 

Office. 



Earlier, 'Woreda' was the 10 d '" 
wer a mmlstratlve echelon which came next to 'Awraja'. In those 

days educational manageme t . 
n was not takmg place at woreda level. Educational management 

at WEO is thus a new event th t t k I . . .. a 00 p .ace as a result of decentralIzatIOn. It IS saId to be a new 
event because of the funcf . . . . .. . 

Ions gIVen to It and ItS locahon which IS geographically nearer to 
schools than the former "awra' " I . . . Ja . n an attempt of decentra lIzmg the educahonal management 

system new tasks were given to WEOs. These new jobs will also lead to the development of 

new organizational Structure th t . d . a IS assume to serve as a means to an end. According to 

Brown and Moberg (in Ayalew 1991: I), "management is marshaling both human and material 

resources towards common organizational goals". Every organization is also formally 

established for the explicit purpose of achiev ing certain goals. In this case, organizations differ 

from one another in the functions they carry out which call for special technical skills. 

Likewise, educational management has distinct features which make it different from other 

areas of management (Ayalew, 1991). 

In support of this, Hanson (1996) pointed out that since everyone in a community be it an 

individual or institution is considered a stakeholder in education, management in education is 

becoming exceedingly more complex than other organizations. Because of its complexity and 

uniqueness, educational leaders need to have training in educational management to carry out 

their managerial tasks properly. Similarly, woreda education offices need to have educational 

managers and other staff who are trained in educational management as well as effective 

organizational set up so that they can properly utilize the resources in order to maintain 

desired change in schools. Ahuja (1983) noted that though various resources such as human, 

material and financial are important to make the educational organization productive, the 

human asset is especially the one that changes those resources into productive ones. This 

makes clear that the WEOs need to have the capacity to manage the educational system in 

order to encourage desirable perfo rmance in schools. Otherwise, it is hardly possible to 

achieve the intended objectives because incapaci tatcd management of the educational system 

is one of the major constraints to attain educational goals (Fuller, 1985). 

Though the overall intention of decentTaliza tion of educational management is to create 

efficient educational management, it will not materialize unless capacitated WEOs are 

established. The capacity of educational management at WEOs influences the performance of 

schools. The more efficient the management of WEOs, the better the performance of schools 

will be. For the last six years, with the introduction of the new ETP, large-scale reform of the 
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education system has taken place. Many of the reforms are attached to the schools where the 

actual teaching learning proc . d . ess IS con ucted. So, the WEOs need to be able to gIVe the 

necessary technical and administrative support to schools so that each school can successfully 

implement the reforms because "imposed change is unlikely to enhance the learning process 

particularly in an educational context" (Lomax, 1996:48-49). The WEOs can do this only 

when they are able to establish effective organizational set up and a kind of management that 

can promote greater efficiency in the use of scarce resources. However, since the current 

status of the management capacity of WEOs is not known, the question of whether the WEOs 

have the capacity to manage the educational system or not remains open for investigation. 

Hence, a study on this issue seems to be timely and relevant. 

1.2 Statement of the Problem 

As it has been indicated in the preceding pages, educational management at WEOs is a new 

phenomenon in the country. Management can be affected for different reasons. It has become 

a sensitive issue in the region because WEOs are the immediate responsible bodies for schools 

where the actual teaching-learning process takes place. Besides, to the best knowledge of the 

present writer studies on management capacity of WEOs have not been carried out in the 

Amhara National Regional State. 

The purpose of this study is therefore, to assess the management capacity of the WEOs and to 

identify the major problems of management therein. The study also attempts to forward 

possible solutions by way of recommendations. In so doing, it tries to answer the following 

basic questions. 

1. Organizational Structure 

a. Do WEOs have authority, which is commensurate with responsibility? 

b. Are procedures, rules and regulations clear? 

2. Staffing 

a. Are the various positions in the WEOs filled? 

b. Do the educational managers and staff of the WEOs have the requisite qualifications? 

3. Performance ofWEOs 

How well do the WEOs staff perform in: 

planning? 

provision of instructional materials? 
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allocation of finance? 

assignment of employees? 

provision of information? 

conflict resolution? 

provision of pedagogical assistance? 

1.3. Significance of the Study 

The study is important in the following respects. 

1. It will reveal the status of the managerial capacity of WEOs to manage the educational 

system. It will also pinpoint the major problems that affect educational management at 

WEOs. These might help the concerned authorities to take timely measures to minimize 

the problems if not possible to avoid. 

2. The recommendations made may be used for improving the educational management 

system at WEOs in Amhara Region in the future . 

3. The study may also add to the literature on the area and open ways for further research. 

1.4. Delimitation of the Study 

Though management is carried out at various levels of the educational system and can be 

analyzed from different angles such as process, approaches and effects, the emphasis of this 

study is delimited only to assessing the management capacity of WEOs to manage the 

educational system. Taking into account the time and other resources required for the data 

collection process, the study covers only the Amhara Region. The Amhara Region has 11 

zones with a total of 105 woredas. It was not manageable to conduct the study in all zones and 

woredas of the Region. Thus the study is delimited to five zones and 22 woredas of the 

Region. 

1.5 Limitations of the Study 

Since the study was not conducted on nation-wide, the findings which are the basis for 

generalization are not supposed to be free from some lim itations which are likely to appear on 

other same studies. In fact, the basis taken into consideration for not undertaking a nation­

wide based research was due to time constraints and unmanageability of the size. 

4 



Due to shortage of reference t· I . . ma ena s, wluch are based on exhaustive research work ill 

Ethiopian context related to th tud I . . e s y, ( le researcher has ma1l11y depended on foreIgn sources. 
Few respondents were also reI t t fil . . .. uc an to I lout and return the questionnarres wIthin the 
expected time frame The resea I h d . . . rc ler a to make relentless effort to come up Wlth this out 
come. 

1.6 Methods and Procedures 

This study used descriptive survey method. This method was found to be sound for assessing 

the management capacity of the existing WEOs in the Amhara Region because the focus is on 

identifying the general features of the issue. 

1.6.1 Sources of Data 

To accomplish the purpose of the study, relevant literature review was made. Besides, primary 

data was gathered from related area personnel, i.e. 20 ZED and 88 WEO officials and staff, 

110 primary and secondary school principals. Apart from these sources of data, documents 

related to qualification and experience of the WEO officials and staff as well as the positions 

which were not filled were examined. 

1.6.2 Measures Nariables 

Organizational structure, qualification and experience of educational managers and staff, 

authority and functions of management such as planning and decision making are measures 

(variables) of the study. 

1.6.3 Instruments for Data Collection 

Three basic instruments were used in the process of gathering the necessary data for the study. 

These were two sets of structured questionnaires (one set for ZED and WEO officials and 

experts, one set for primary and secondary school principals), unstructured interview and 

document analysis. 
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1.6.4 Procedures of Data Collection 

As it is indicated in the del" ·t t· f ... 
11111 a Ion 0 the study, It IS dIfficult to assess the management 

capacity of all WEOs in the Reg· Th· c: • • Ion. IS lorced the researcher to conduct the study on limIted 
zones woredas and schools of th R . . , e eglOn. In dOing so, five ZEDs (45.45 percent) were 
selected as sample zones of tl tud · . . . Ie s y uSing stratified samplmg technique. The Zones of the 

Region were stratified based 011 their geographical location (zones located in the East and 

West of the Region). 

From the five Eastern Zones, two zones (North Showa and South Wollo) and from the six 

western zones, three zones (East Gojjam, Awi and North Gondar) were selected as sample 

zones of the study using random sampling technique. From the sample zones, 22 woredas ( 

five woredas from each of the four zones and two woredas fro m one sample zone- Awi ) were 

also selected as sample woredas of the study using the random sampling technique. After the 

sample zones and woredas were identified, 110 ample schools (five schools from each 

sample woreda) were randomly selected. Sixteen of them are secondary schools. 

Accordingly, 22 WEO heads (one from each sample woreda) and 110 school principals (one 

from each sample school) were selected as the sample popUlation of study using availability 

sampling technique. Besides, 20 ZED officials and experts ( four from each sample zone) and 

66 officials and experts (three from each sample woreda ) were randomly selected as the 

sample population of this study. Thus, a total of 218 respondents were used in the study. 

The respondents of the study were also categorized into two groups. One group of the 

respondents consists of ZED and WEO officials and experts. On the other hand, the sample 

school principals were taken to be the other group of respondents of the study. Two sets of 

questionnaires were prepared for the two groups of the study and pretested in two woredas 

(Mecha and Bahir Dar) in order to avoid errors related to language, ideas, logic, etc, and to 

enrich the framed items. The selection of the woredas was arbitrary as the purpose of this 

stage was to confirm the applicability of the instrument. As a result of the pilot test, changes 

were made on the questionnaires. Then, the final copies were distributed to the respondents as 

depicted in Table 1. 
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Table 1. Number of Respondents by Type and Zone 

Zone 

Respondents Nonh SOllth East North 

Showa Wollo GoJiarn Awi Gondar Total 

ZED officials and experts 4 4 4 4 4 20 
WEO officials and experts 20 20 20 8 20 88 
School principals 25 25 25 10 25 110 

Total 218 

1.6.5 Methods of Data Analysi 

The data obtained through the sets of questionnaires were tallied, tabulated and the frequency 

counts were changed into percentage. Then, the two statistical tools- percentage and mean 

rank were employed for analysis . The data were also processed by a computer. On the other 

hand, the information which was collected using unstructured interview was reported through 

narrative description as obejectively as possible to complement those data which were 

obtained through questionnaires. 

1. 7 Operational Definitions 

Management is " planning, organizing, leading and controlling the work of 

organization members and of using all available resources to reach stated 

organizational goals"( Stoner 1., R.Edward Freeman and Daniel R.G., 1998:7). 

Organizational Structure is "the way in which an organization's activities are divided, 

organized and coordinated ... to achieve goals" (S toner J. , R. Edward Freeman 

and Daniel. , R.G. 1998:7). 

Capacity is " the ultimate limit to which an individual could develop any functions, given 

optimum training and environment" (Good, 1973:78). It is operationalized in terms 

of the scope of organizational structure. the number, education level, experience 

and relevant training of the personnel of the Woreda Education Office to manage 

the educational system. 
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OfficiaJs-
ill this context, refers to those heads of ZEDs and WEOs, team leaders, 

service heads, main section and section heads in both ZEDs and WEOs. 

Autbority- is the right to make decisions on resources and activities for which one is 

responsible (Holt, 1993). 

Responsibility is" the accountability (obligation) for reaching objectives 

resources properly and adhering to organizational goals" (Rue and Byars, 

1990:24). 

Zone" is an administrative locality, and hierarchy next to the region consisting 

oflimited woredas under it" (ANRS, 1995:35). 

Woreda is the lower administrative hierarchy next to the zone consisting ofa 

certain number of kebeles under it ( ANRS, 1995). 

1.8 Organization of the Study 

using 

The study consists of four chapters. The first chapter contains the background of the study and 

its approach. The second chapter deals with the review of tbe related literature. The third 

chapter provides the presentation and analysis of the data. Lastly, the fourth chapter presents 

the summary, conclusions and recommendations of the study. 
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CHAPTER TWO 

REVIEW OF THE RELATED LITERATURE 
In this chapter, the conceptual r k f " . . 

ramewor 0 management, the skIlls and qualIties requIred of 

educational managers, the roles and functions of WEOs are presented. 

2.1. What is Management? 

Different authors define management in different ways. Paisey and Alan (1987:3) define 
" 

management as the process of marshalling and combining resources of all kinds ... to ensure 

that set objectives are reached ." For Adesina (1990:7)," management is the 

organization and mobilization of all human and material resources in a particular system." 

According to Brown and Moberg (in Ayalew 1991:1), management is basically " ... marshalling 

both human and material resources towards common organizational goals." 

Management is also defined as ., the process of planning, organizing, leading and controlling 

the work of organization members and of using all available organizational resources to reach 

stated organizational goals" ( Stoner, Edward and Daniel, 1998:7). Though different authors 

define management in different ways, these definitions denote that management is not a 

simple task. It is rather a complex task that deals with the manipulation of time, human, 

material and financial resources in the attempt of attaining the goals of any undertaking. From 

these definitions it can also be clearly seen that the main purpose of management in any 

organization is directing and utilizing the available resources in a manner that can help to 

attain the objectives for which the organization is established . 

2.2. Similarities and Differences in Executing Functions by 

Organizational Level 

Management functions are similar at all levels of a system or organization because every body 

is a manager for the task assigned to him, except may be those at the grass roots level. 

H th f authol'ity the level of responsibility and the nature of the task to be owever, e scope 0 , 

rfi d d 'ffi b of the difference of the tasks to be performed at each level of an pe ocme I er ecause 

. . (Ad ' 1990) It is also not deniable that job specifications vary from one orgamzatlon esma, . 
. . t ther Circumstances too can affect managerial functions managerial pOSItion 0 ano . " 
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differently; what is similar to II' h . 
.. a IS t at they Invol\'e broad managerial functions. Moreover, 

management is inescapable d b" . . 
an u IqUltOUS; 1l eXI ' ts becau e diverse human beings have to 

work together in organizations" (Paisey and Alan, 1987:3). 

As a manager everyone makes decis' Th d " ... 
IOn. e eClslon could be either routine or umque. 

Routine decisions deal with ope f d 
ra Ing proce ures and are made through a thorough knowledge 

of rules, regulations and policies of organization. Mostly, it is carried out by the lower level 

managers who are managers of their work. On the other hand, unique or innovative decisions 

deal with new decisions which go beyond established procedures. In such a case, those top and 

middle level managers who are involved in making unique decisions deal with exceptional 

problems which usual\y require creativity. To bring about creativity, managers need to 

develop manegerial skilIs which enable them to examine the problem from every angle and to 

think as many solutions as possible for the particular problem so that they will be successful in 

influencing the work group to accomplish the task as desircd (Carr, 1995). 

2.3. The Characteristics of Educational Management 

According to Blue and Scott (in Morphet, Johns and Reller 1982), every organization is 

formally established for the explicit purpose of achieving certain goals. In this case, 

organizations differ from one another in the functions they carry out which requires special 

technical skil\s and abilities. However, this does not mean that there are no similarities among 

formal organizations. They are similar at least in having basic categories such as participant, 

managers, clients and the public at large. Katz (in Ayalew, 1991) also points out that human 

and conceptual skil\s which are required of managers are common to alI managerial activities 

in al\ organizations. 

Though there are some similarities between the management of educational and other 

organizations, educational management has distinct features which make it different from 

other areas of management. As Bush et al (in Ayalew 1991) stated, the following are the major 

distinctive features that make educational management different from that of other 

organizations. 

It is more difficult to define educational objectives than defining objectives of industrial 

plants or other service giving organizations. 
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The inputs in education are diffi I. . 
cu t to process In the same way as other raw matenals are 

processed in a factory. 

Unlike other organizations tl ' . 
1ere IS no much dIfference in qualification between managers 

and subordinates. 

Evaluation of output in education is difficult. 

2.4. Decentralized Educational Management Versu Centralized 

Educational Management 

Nowadays, decentralized and centralized educational management systems are being practical 

in different countries. Each has got its own melits and demerits depending on the situation 

because the functions of the education system are affccted differently by the degree of 

centralization at different levels of the system (Faustor and Carlos 1995). Highly centralized 

system will force top level managers to involve in routine administrative duties which can be 

delegated to lower levels. In such a case, they cannot effectively perform the major managerial 

functions such as planning broad policies, designing strategies and the like. Moreover, in some 

cases, decentralization-devolving certain function wi th appropriate authority, responsibility 

and resources to lower levels will make the system efficient. "A more decentralized 

governance structure is needed so that schools, ., ' can offer their local communities the 

services, programs and activities which they desire" (Sander and Peter, 1984:41), On the 

other hand, centralization may be efficient for some purposes "such as producing textbooks 

and training teachers because it achieves economies of scale which are practically important 

when financial and managerial resources are scarce" (Lockheed and Adriaan, 1991: 119), 

2.5. Determinant Factors of the Management Capacity of An 

Educational Institution 

In any educational organization, for plans and programs to be successfully implemented, there 

must be an ideal management capacity, The management capacity need to be raised to a level 

h ' b 'l' esources respond to various requests and handle challenges effectively were It can mo 1 lze r , 

(Sack and Mahieddine, 1997) , Unless effective management is seen as a top priority by policy 

I 'ch are aJlocated for education will not be utilized properly, In makers, the scarce resources W 11 

. '11 b d'ffi It to do the J'ob as intended, If the job is also not properly done it such a case, It WI e I cu 
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will have a negative effect on the fu 
ture development of a country because education and 

development are interdependent (R 
ogers, 1992). TIle uccess or failure of any organization 

largely depends on its structure ma 
. . ' nagers and staff competence, resources, legal, regulatory 

and pohncal environment (Prokopenko, 1998). 

2.5.1. Organizational Structure 

According to Hicks (in Foroialla 1993 ' 146) " . 
J " structure refers to the arrangement of authonty, 

accountability relationships actl'v't ' d " . . .." , ,l Ies an commUl1lcatlOn channels Wlthm an orgaruzatlon. It 

is a deliberate patterning of relationships as well as a means for grouping the activities and 

assigning them to specific positions and people to realize organizational goals (paisey, 1992). 

This shows its importance in getting the work of an organization accomplished. However, all 

organizations cannot have the same type of Structure because each has got its oW11 particular 

purpose. This particular purpose undoubtedly necessitates the designing of a structure that can 

serve the specific purposes of the organization. Therefore, since it is an instrumental device 

serving as a means to achieve organizational goals, ca reful consideration has to be given to it. 

Organizational structures can be either effective or ineffective depending on the way how 

jobs, authority and positions are distributed in the organization or at all management levels of 

the education system (Lockheed and Adriaan, 1991). People in an organization may not do 

their jobs properly for one reason or another. One of the causes could be attributable to the 

structure where responsibili ty is not coupled with authority and resource ( Knight 1993). They 

fail to do their jobs effectively when they have no the authority or resources to do the job. The 

responsibility given to one person or a group of people in any organization must be 

commensurate to authority delegated . Otherwise, it is hardly possible to perfonn the task as 

desired. If the delegation of authority does not match with responsibility, organizations will be 

affected adversely (Organ and Thomas, 1991). 

Rules and procedures regulate behavior in an organization (Owens, 1998). These rules and 

procedures clarify issues as how to proceed in the organization in the course of carrying out 

d .. d 'b'I't'" Each person should know exactly how and when he or she will unes an responsl Illes. .., 

. 'th th t aclll'eve the mission and move ever closer to the ideal vision " mteract W1 0 ers 0 

(Kaufman, 1995:95). This helps to minimize, if not to avoid, duplication of efforts and 

. ffi' I dd'''; to tllis (hey contribute in raising staff security and sensitivity to me ectlveness. n a ilion , 
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duties and responsibilities by showing as ho'" 
w various i sues can be tackled (Davies and 

Linda, 1994). 

Understanding rules and procedure f '. 
Soan orgaruzallon means understanding the system. So, 

managers need to give due attentio t . . n 0 onentmg mles and procedures particularly to the newly 
recruited and assigned personnel It '" . . mmlmlzes adjustment problems (Adesina, 1990). If those 
newly recruited and assigned pe s I . r onne are not adequately Informed as how to handle the new 

J'ob in the new system they may fa'lt d ' . . . I 0 0 It as per the mterest of the organizatIOn. 

2.5.2. Personnel 

The success of educational organizations largely depends on the type and adequacy of 

personnel they have. Hence, "employees must be selected and placed on those jobs \vith care" 

(Bittel, 1985:160). Each position has to be filled with appropriate type of personnel. 

In any organization, both managers and other employees can contribute best to the success of 

the organization when they possess the required skills. TIle level of education and training of 

individuals can have direct influence on the quality of their performance and consequently on 

the attainment of organizational objectives (Lockheed and Adriaan, 1991). Therefore, there is a 

need to staff organizations with people who have the appropriate type and level of education 

and training. 

Nowadays, the initial training each personnel has for the position he/she holds is becoming 

inadequate because our contemporary world is characterized by rapid development of science 

and technology which affect many jobs and modify the corresponding qualifications and skills 

required (Bertrand, 1992). This development brings about changes in all spheres of human 

activities. Employee's past expeliences, tools, attitudes, needs, and interests become obsolete 

and no more serve them. This shows that continuous on the job training is of paramount 

importance to cope up with the changing world in carrying out duties and responsibilities as 

per the organization's new interest. In addition to this, the initial training may not be 

h
· gh to encompass all the knowledge and ski lls required for the job (Hallak, com pre enslve enou 

1990). 
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Similarly, the change in educatl'ol d '. 
1 an tralnmg I' . 

TIl 
. b po ICY reqllIfes the performance of new jobs. 

ese new JO s may also require reI r I . 
a Ive y ne\v skIlls that veteran employees in the WEOs, 

ZEDs, REB and MOE do not have I h 
. . . . n suc a case there is a need to organize short term on-

the-Job trammgs so that employees ca h . 
. . . n ave the necessary skills needed to the jobs. Therefore, 

contmuous trammg and education are . 
. requlIed to enable employees cope up with the changing 

enVlfonment. 

2.5.3. Finance 

Finance is needed for the proper ope ti f '" ra on 0 any orgalllzahon. It IS unimaginable to attain the 
goal with out money. This is true of th d'l " . e e ucatlona orgamzahons too. The managenal and 

instructional personnel of all levels and programs, materials to be used and all other essentials 

need money (Adesina, 1990). It is of paramount importancc specially, at a school level where 

the actual teaching-learning activity is carried out. The amount of finance that is available to 

schools and the way it is utilized influences the quality of their performances. So, this resource 

need to be managed wisely in order to increase its contribution to the betterment of the quality 

of education ( Lockheed and Andriaan, 1991). 

This requires the establishment of a good system of financial management. In order to 

establish good system of financial management, educational managers at all levels must be 

equipped with pertinent information that will enable them to answer the basic questions which 

can enhance the proper utilization of fmance (Frith, 1988). The questions that must come to 

the minds of those managers are: for what purpose to use? How much to use? When to use and 

through whom to use it? 

In addition to this, clear long ten11 plans and priorities as well as operational plans which need 

to be linked to the budget contribute to the establishment of effective financial management 

system (Knight, 1993:25-35). Budget, which is expressed in monetary terms is a quantitative 

statement of the resources set aside for planning, carrying out and controlling activities for a 

given period of time at all levels of the organization (Stoner, Edward and Daniel, 1998:568-

569). Therefore, several factors have to be considered and critically examined in budgeting at 

all levels to properly allocate and utilize the scarce financial resource in the management of 

education. 
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2.5.4 Instructional Materials 

Education was conceived as a r f . . 
. . . . p ocess 0 transmitting factual knowledge and the teaching 

learnmg actIvlhes were verbal 0 . d 
- nente and not activity-oriented. Memorizing facts was 

considered as sufficient and succ ful I . 
ess earnmg. The learners were discouraged not to be 

inquisitive and little attention was g. t h· .. 
Iven 0 t elr abilIty. In general, it was teacher-centered; the 

teacher is authoritarian· whateve I / h . , r le s e says IS correct and accepted by the learners who are 

passive listeners (Romi Zomski, 1989; Sampath K. et al 1984). 

However, nowadays, the leamer-centered approach which encourages the active participation 

of the learners with optimum use of instructional materials has been on use, and the teacher is 

intended to playa facilitating role ( Nunan, 1993). This can materialize when instructional 

materials such as text books, teacher guides, books, work books, reference materials, science­

kits, and other relevant teaching aids that can contribute to the enhancement of learners' 

achievement are available. 

In Ethiopian context, too, as per the standard set, the availability of adequate and appropriate 

instructional materials to any educational program is one of the prerequisites to be fulfilled 

(MOE, 1987). Instructional materials that can facilitate the teaching learning process need to 

be easily accessible to both teachers and learners. Although shortage of instructional materials 

makes the lessons abstract and meaningless, Carron and Ta (1996) noted that availability and 

adequacy alone is not enough. It has also to be the appropriate ones. When the right type of 

instructional materials are used by teachers and students at any level of the education system, 

the teaching- learning process is facilitated and a sense of working together is developed. 

According to Lockheed and Adriaan (1991 :47), " instructional materials are critical ingredients 

in learning, and the intended curriculum cannot be easily implemented without them." 

Teachers' effectiveness is also increased in an environment where instructional materials are 

available and properly selected and utilized. Moreover, all materials should be relevant to the 

experience of learners of each level because a level too advanced discourages and a level that 

is low lacks challenges and creates loss of interest. 
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2.6. The Skills and Qualities R' . 
eqUlred o( an Educational 

Manager as a Leader 

All managers at various levels of the d . 
e ucatlOn sy tern have a definite task to perform as 

managers though they may use different skills because of the difference in the nature of the 

task, competence and skill they have (Lockheed and Adriaan, 1991). They can do their jobs 

effectively when they have the . d . 
requIre skIlls and competence. The unqualified and 

inexperienced individuals cannot rna th . 
nage e overall educatlon system. They can also have the 

required skills such as planning 0 g " d' . . . . . , r amzmg, eClslon makmg, supervlsmg, evaluahng, 

communicatirtg motivatin<:t and co fl t I ' . , "" n IC reso vmg when they have at least the baSIC level of 

education and training in the fundamentals of managerial practice. 

2.6.1. Planning Skills 

Planning is the foundation upon which other management functions are based because it 

logically precedes the execution of all other manegerial activities (Kemmerer and Doguly, 

1997). Planning is a means of providing alternative ways of achieving the same objectives. It 

is also means of determining priorities which help to determine how to make the best use of 

available resources. If educational managers are to manage the education system properly, 

there is a need for plarming because" school improvement is the result of careful planning, 

particularly in the use of scarce resources" (Poston,Paula and Connie, 1992: 156). 

Since resources are scarce, planning helps to use the available resources efficiently. Planning 

should also be based on reliable data. Because careful planning can address problems like the 

gap between demand and supply of education, the imbalance in educational achievement 

among different woredas, the low social demand for schooling and the like. Since the whole 

idea of management is to bring about efficiency and effectiveness, the aim of educational 

planning is to make " ... education more effective and efficient in responding to the needs and 

goals of its students and society" (Coombs, 1975: 14). So, education managers as plarmers can 

contribute to the betterment of the system when they have the skills in and insights into 

educational plarming (Cohen and Geske, 1990). 
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2.6.2. Organizing Skills 

Good plans can do nothing unless ' .. 
aChvlt\es are I' . ., . proper y orgaruzed. The activIties III an 

orgamzahon are mterrelated; they are t d '. . 
. " no one III IsolatIOn. However, specific activities need 

to be aSSigned to mdlViduals on the basis . . . 
. of their quahficatlOn, experience and interest. They 

are to be orgaruzed in such a wa that h . 
. " Y t ey can bnng out desired results. This requires 

effective orgarnzatlOn. Effective orga" . •. . 
. ., mzatlOn wtll al 0 reqll1re a lot of wIsdom, maturity and 

objectiVity on the part of the manager .. (Ad . . 
eSll1a, 1990: 11). Educational programs of an types 

or levels can be carried out proper! I h' . 
Y w 1en t mgs are orgamzed properly. In an environment 

where there is proper organization, .. everybody would be great at all the jobs • (Carr, 

1995:35). Therefore, education managers need to ha " kill h I b ve orgamzll1g s s so t at pans can e 

implemented and educational establishments can properly function. 

2.6.3. Decision Making Skills 

Decision making is the process of defining problems, generating alternative solutions, 

choosing one alternative and implementing it (Holt, 1993). It is central to management and a 

key factor for success or failure in the process of accomplishing tasks for the attainment of 

organizational goals . It is also key because all other managerial functions can be interpreted 

best interms of decisions made (Cunningham, 1982). For effective decision making in 

educational organization, better educational managerial capacity and participation in decision 

making of all that will be affected by the decision is very important because no individual bas 

sufficient expertise and knowledge to make good decisions (Owens, 1998). 

However, making a good decision alone is not enough. It has to be implemented. Hanson 

(1996) indicates that a decision is complete only when it is put into action. Nowadays, 

decentralization of education is being practiced both in developed and developing countries. 

According to Forojal\a (1993), in a decentralized system, local educational organizations have 

authority to make decisions on various educational managerial functions such as recruiting, 

tr . . taffi t' g finance generating and utilizing and curriculum material ammg, s ng, promo III , 

development, depending on the nature of decentralization a country has adapted. 

Th fi h 
. tl t agers have to make sound decisions win increase the level of ere ore, t e capacIty la man 

'd th attainment of organizational goals. efficiency in managing resources towar s e 
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2.6.4. Supervisory Skills 

supervision is an integral part of mana 
. gement lhat helps education managers and planners to 

manage educational organizations u " " 
. pervlslon covers ... all those services whose main 

function is to inspecl, control eval I d/ . . 
" ' ua e an or advise, assist and support school heads and 

teachers (Carron G .and Anton, 1997: I ). It is an instrument with which authorities maintain 

a necessary contact with organizations t h .. . 
o ensure I at the system IS working satisfactonly and 

efficiently. It also helps to establish posilive relationship between the leader and subordinates 

(Adesina, 1990). 

Teachers who are the most important actors in the proper operation of any educational system 

have needs that cannot be satisfied either by their own efforts or efforts of colleagues with 

similar experience which seek the support of professionals with high level skills (Buckley and 

David, 1990). So, those new teachers particularly who are assigned in the periphery are to be 

assisted to understand the purposes, responsibilities and relationships of their positions and the 

directions of their efforts in order to facilitate the teaching learning process (Nielsen and 

William 1997). This seems to be true because what matters is not only adequacy and quality of 

resources provided to schools but how they are used in the classroom. Similarly, the new 

admirtistrative personnel need professional support from within or outside the organization in 

which they work because they are expected to perform several tasks of which some could be 

new to them. As Carrion and Anton (1997) pointed out, in an era of increased decentralization 

and school autonomy, there is a need to strengthen the skills of personnel involved in 

supervision. In general , supervisory skills will enable managers of all levels in the educational 

system to provide the right type of support to organizations. Employees cannot be successful 

in attaining organizational objectives if they don't get the support they need such as technical 

assistance, the right tools or supplies (Carr, 1995). 

2.6.5. Communication Skills 

C 
.., f th ost vI'lal ski lls that managers need. It is said that education and 

ommurucanon IS one 0 e m 
. . h d' I d because managers planners and other experts at all 

commurucatlOn must go an In 1an ' 
. t m are expected to be good cOrnn1unicators in order 

management levels of the educatIOn sys e . . 
. ..' dation (Tedesco and Rosa, 1999). An orgaruzatIon cannot 

to tntroduce the mnovatlOns m e uc 
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survive unless a means of com . ' " .. . 
mUI1lcatlOn IS establtshed among Its vanous operatmg levels. 

Managing people who are engaged' d'fli .. " f' . 
111 I erent aCll\'ltles at dIfferent levels 0 an orgamzatlOn, 

too, requires an understanding of several behavioral factors . Communication as one of the 

central aspects of managerial activities is an important tool for achieving coordination and 

control (Davies and Linda, 1994). Without communication there cannot be organized 

activities. 

At all levels, strong management is based on good communication systems because 

management " could not take place without communication, and organizations could not exist 

without it " (Bush and John, 1994:245). Like any organization, educational establishments, 

too, can function properly only if they have effective communication systems. Otherwise, 

resources will be misused, directives will be misunderstood, distorted and misinterpreted. 

Employees, too, will not understand their duties well , nor can they accomplish them 

effectively. Moreover, educational managers can do better at resource allocation, planning and 

program management when effective system of information flow is established because they 

will be more realistic in doing those managerial fu nctions when reliable information is 

available to them. That is why it is said " managers rarely work with things but rather with 

information about things" (Donnelly, et al. 1992:420). 

2.6.6. Motivating Skills 

Riches and Colin (1994: 1) stated, "of all the resources at the disposal of a person or 

organization, it is only people who can grow and develop and become motivated to achieve 

certain desired ends ". Motivating people is also central to the purposes of management to 

enable organizations maintain people who are: 

- attracted to staying in organizations, 

_ to perform their tasks in a dependable manner, and 

_ to go beyond this to engage themselves in creati ve and innovative behavior (Bush and 

John, 1994:223). The way organizations respond to peoples' needs and interests 

determine the degree of attaining the targets of an organization. 

. . Id b onetalY or nonmonetary. However, " .. . people work at their best 
Motivatmg factors cou em. . 

. . th eatest satisfaction from their work" (DaVies and Lmda, 
when they are achlevmg e gr 

1994:67). 
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2.6.7. Evaluating Skills 

Evaluation is the process of judging the value or worth of something. It could constitute the 

evaluation of the system itself or the evaluation of all the individuals within the system 

(Adesina, 1990). According to Glueck (1982:368), .. evaluation is personnel decision that 

affects the status of employees regarding their retention, termination, promotion, demotion, 

transfer, salary increase or decrease or admission into a training program." It also helps to 

know the actual operation of the programs and to determine the degree of effectiveness 

(Heneman et ai, 1996). 

Evaluation could be of two types namely summative, and formative (Lewy, 1991). Summative 

evaluation is conducted at the end of implementing a certain program. It often leads to a final 

report which may be used to repeat or not to repeal certain activities in another project or 

program, whereas, formative evaluation is conducted during implementation to take the 

necessary and corrective measures and adjustments at the right time. Therefore, in the course 

of management, since it is essential to know what has been achieved, evaluation scheme or 

system needs to be well planned and effectively managed so that it can serve as a means of 

achieving goals. 

2.6.8. Conflict Management Skills 

Conflict, which can be constructive as well as destmctive depending on the way it is handled, 

is an inevitable and integral part of everyone's life (Newton and Tony, 1992, Owens, 1998, 

Bittel, 1985). The main sources of conflict in an organization are: 

insufficient resources to meet the requirement of the sub-units to do their work, 

desire to control the activities of other units, and 

difference among groupS of employees in what to do and how to do (Owens, 1998). 

.. I d ' t can contribute many useful things to an organization by If COnflict IS proper y manage I . 

. . . 1 t' t problems However there is no one best way of managmg stimulatIng creative so u IOns 0 . , 

conflict, it depends on the nature of the conflict. 
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2.7. The Roles and Functions of Woreda Education Offices 

In Ethiopia, prior to the 1991 cha f . 
nge 0 government, the educational management system was 

highly centralized (TGE 1994) R II . . , . esources a ocated to educatIOn were very Inadequate and 
mismanaged. With the intention of add . h ., ressmg t ose problems, new strategy which emphaSIzes 

the importance of decentralization was devised in 1994. However, centralization may not be 

the only cause of the problems of the education management system because "both 

centralization and decentralization '" have potential benefits and liabilities" (Fiske, 1996:8). 

Nowadays, decentralization of education is also becoming a global issue and several countries 

(both developed and developing) are practicing it (Malpica, 1995, Fiske, 1996, Govinda 

1997). In a decentralized education management system, local educational organizations have 

authority to make decisions on various management functions. The overall purpose of 

decentralization is to make educational organizations of all levels more effic ient in making 

decisions locally and carrying out the day to day activities. 

Similarly, in Ethiopia, educational management has been decentralized since 1994 with the 

formulation of the new Education and Training Policy (TGE, 1994). Its purpose is to make the 

organization and management of the education system democratic, efficient and professional 

so that problems of relevance, quality, access and equity of education and training will be 

alleviated. 

2.7.1. Stated Roles and Functions 

In 1994, the educational management system had been restructured to operate under a 

decentralized system. As a result of this restructuring, now the educational management 

system has five levels, i.e. the MinistIy of Education, Regional Education Bureau, Zone 

Education Department, "Woreda" Education Office and the school. The actual teaching­

learning process takes place at school level. 

f fi f th ducatI'on system that took place after the introduction of the 1994 Most 0 the re omlS 0 e e 
. T ., P I' are attached to the schools. The WEOs, as the responsible body EducatIon and rammg 0 ICY 

les and functions. The roles and functions of WEOs are 
to manage schools, have many ro 

I d b MOE ARC and AREB. So, according to 
mainly extracted from documents re ease Y , 
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(MOE, Tahsas 1988, MOE, Megabitl988, REB 1989, REB 1993, ANRS 1992), the following 

are roles and functions of the WEOs. Their main role and functions can be broadly 

categorized into two main categories as management function and pedagogical functions. 

Management Functions 

Planning 

WEOs: 

- plan the implementation of universal basic education programs in the woreda, 

- make projections on enrolment and resources (financial, material and human), 

- identify, select and propose sites where schools and training centers can be 

constructed, 

- prepare maintenance and rehabilitation schedules, 

- prioritize the implementation of all educational activities in tenns oftirne and space, 

- organize the annual plan of schools and participate in the preparation of the 

five year education sector development plan (ESOP). 

Human Resource management 

WEOs: 

recruit, assign and transfer I SI cycle primary school teachers from school to school 

within the woreda, 

facilitate teachers promotion as per Teachers Career Structure (TCS), 

check teachers' perfonnance evaluation (TPE), 

screen those employees who can get salary increment which is to be based on 

individual employee's perfonnances of two years time, 

handle disciplinary cases, 

facilitate retirement process. 

Project Management 

They: 

organize the annual plan of schools and participate in the preparation of the five 

year education sector development plan (ESOP), 

pilot new programs and projects, 
. h th sectors institutions, associations and create inter-relationships WIt 0 er , 

. . d d . strategies to obtain support for the education sector, COrnn1Ul1ltles an eVlse 
. NGO 10 are involved in education sector within the woreda. coordll1ate s w 1 

Information Management 
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They: 

collect and transmit data. 

monitor and evaluate the implementatl'on 

progressive (timely)report. 

Financial Management 

They: 

prepare annual budget request document , 

of different programs, and prepare 

allocate budget to scho I d .. . . o s an commumty skill trammg centers, 

audit school accounts. 

Civil Works Management 

They: 

involve in supervision add .. . f' . n a I11lmstratlOn 0 pnmary school constructIOn, 

maintain and rehabilitate school buildings, furn iture and equipment. 

Procurement Management 

For small scale maintenance and rehabilitation works and for the supply of stationeries 

and services, they: 

prepare specification and bid documents, 

tender, 

select bidders, 

make contract agreement with the winner bidder, 

procure and distribute stationeries and other materials to schools and CSTCs. 

Pedagogical Functions 

They: 

check the proper implementations of both primary and secondary school curricula 

and co-curriculum activities, 

coordinate pilot schools to by out new curriculum materials, 

distribute the curriculum materials to schools, and check whether instructional 

materials are properly utilized or not, 

coordinate schools to evaluate the curriculum materials, organize the evaluation 

report and submit to ZEDs, 

encourage research work and select the best research works of the year, 

organize yearly symposium to popularize research works, 
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establish school clusters a d 
. n strengthen the cluster re ource center (CRCs). 

orgamze school based trainin Ii . . g or both IllstructlOnal and administrative personnel at 
the CRCs. 

select centers for the national '. examlJ1ahon , 

carry out basic adult educati . on and commumty skill training programs. 

work towards ensuring that th' . e quality of educahon provided complies with the 
approved standard • 
strengthen school based su " . perVISlon and services to areas that need special support 

and to increase girls' participation in education . 
make the necessary effort t . " o lJ1tegrate educahon With development. 

2.7.2. WEOs Organizational Structure 

The kind of activities, duties and responsibilities to employees in the WEO are identified and 

attached to 27 positions ( See appendix A) . Pedagogical functions are attached only to six of 

the 27 positions (ARCSC, I 987). The grade given to each position is not attractive to assign 

well qualified personnel who can give supervisory service to both primary and secondary 

schools. The .grade classification given to the WEOs organizational structure can attract only 

the less qualified ones while they are supposed to supervise schools which are staffed with 

better qual ified personnel. 

2.7.3. Requisite Qualifications for the Positions 

Every position is to be filled by a person who has a certain level of qualification because 

everyone can do his/her job effectively when he/she has the required skills (Govinda, 1997). 

The skills can be acquired through education and training. Likewise, the positions in the 

WEOs demand different levels of qualifications which range fTom grade four up to BA degree . 

The positions are classified into five categories as professional science, sub-professional 

science administration clerical and financial service and cu todial and manual service , , 
(ARCSC, 1987). Though the civil service commission classified the positions into five 

categories, the major activities being carried out by the WEOs can be grouped into two broad 

areas as pedagogical and management functions . Those activities can be performed as desired 

when the personnel in an organization have the required skills to perform the tasks assigned to 

them ( Chapman, Lars and Anna, 1997, Carron and Ta soc, 1996). Both categories of 
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personnel need to have pedagog· I d .. 
Ica an management know-how requued for the respective 

positions they hold and for the proper operation of WEOs. A it is hardly po sible to assign a 

non- qualified person as a nurse, laboratory technician, engineer and the like, it is not 

recommendable to staff an educational organization with non-qualified personnel. 

Duties and responsibilities of employees in an organization change as a result of political, 

social and economic changes that take place in a country. For example, in those countries 

where decentralized education system is practiced, functions of teacher management­

recruitment, assignment, training, salaries and the like are in the hands of local authorities 

(Bengrehi, 2000). In most cases, in a decentralized management system, decision making 

authority on educational functions is transferred from the central government to local 

institutions (Bray, 1985; Kai-Ming, 1994). Similarly, when a change from centralized to 

decentralized education system takes place, the distribution of responsibilities across levels of 

the education management system becomes different from that of the previolls one (Chapman. 

Lars and Anna, 1997; Faustor, 1995). 

Likewise, with the decentralization of the education system in Ethiopia that took place in 

1994, the roles and responsibilities across all levels of the education management system 

changed. 

Thus, each employee need to be introduced with the new methods and techniques required to 

perform the new tasks. This makes clear that the WEOs can operate efficiently and effectively 

when their personnel have both managerial and pedagogical skills required to perform the 

given tasks . 
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CHAPTER THREE 

PRESENTATION AND ANALYSIS OF THE DATA 

TItis chapter deals with the description of the sample population, analysis and interpretation of 

the data. 

3.1. Characteri tics of the Sample Population 

Based on the sampling procedure described in chapter one, five ZEDs, 22 \yEOs and 110 

schools were included in the study. A total of 218 respondents (20 ZED and 88 \YEO officials 

and experts, and 110 school principals) were selected to fill the questionnaires. All 

questionnaires distributed to the three groups were returned. However, seven questionnaires 

from the WEO officials and five questionnaires from that of the school principals were 

discarded because they were not properly completed. Thus, the analysis was made on the 

basis of information obtained from the properly completed 206 questionnaires (93.3 percent of 

officials and experts, and 95.4 percent of school principal responses) . 

The general characteristics of the respondents are presented here under. 
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Table 2. Cbaracteristics of tbe Respondent 

ZED officials 
Respondents 

WEO offiCials School 
& experts & experts principals Total Characteristics No. % No. % No. % };o. % Sex : 

Male 
20 100 S I 100 103 98.1 20~ 99.02 

Female - - - 2 1.9 2 0.98 -
Total 20 100 

Age: 81 100 105 100 206 100 

20 and Below - - - - - - - -
21 - 25 - - - - 3 2.9 3 1.5 
26 - 30 2 10 12 14.8 63 60 17 37.4 
31 - 35 4 20 14 17.3 18 17.1 36 17.5 
36 - 40 9 45 36 444 16 15 .2 29.6 61 

41 and above 5 25 19 23.5 5 4.8 29 14.0 
Total 20 100 81 100 105 100 206 100 

Level of Education 

Below grade 12 - - - - - - - -
12th complete - - 11 13.6 4 3.8 15 7.3 

12 +TTI - - ~2 51.8 55 52.4 97 47.1 

Diploma - - 28 34.6 31 29.5 59 28.6 

I st degree 19 95 - - 12 11.4 31 15 .1 

2nd degree I 5 - - 3 2.9 ~ 1.9 

Total 20 100 81 100 105 100 200 100 

Specialization 

Educational administrauon 1 5 2 2.5 2 1.9 5 2.4 

Pedagogical science 7 35 - - 5 4.7 12 5.8 

Subject major 12 60 26 32 1 39 37.2 77 37.4 

No Specialization - - 53 65.4 59 56.2 11 ~ 54.4 

Total 20 100 81 100 105 100 20(' 100 

Experience (service) 

I - 5 years - - - - 13 12.4 13 6.3 

6 - 10 1 5 9 11.1 16 15 .2 2(, 12.6 

I I - 15 5 25 16 19.8 39 37 .2 (,1 29.1 

16 - 20 II 55 21 25 .92 24 22.8 :6 27.2 

21 - 25 3 15 23 28.4 7 6.7 3' 16.1 

26 and above - - 12 14 .8 6 5.7 1 8.7 

Total 20 100 8 1 100 105 100 20 I 100 
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As shown in Table I, of the total re 
spondents, almo tall (99.08 percent) are maks. Only 1.9 

percent of school principals are fen 1 
. 1a es, but none among ZED and WEO officiaL and experts. 

This shows that female participati h .. 
on as sc 001 pnnclpals is very low and compktdy inexistent 

in the leadership as well as exp rt . . . 
e posItions In both ZEDs and WEOs. This 10\\ participation 

of females might be the result of ltu · 1 
cu la contexts because even their participation in teaching 

profession is low. According to the 1999/2000 .. . arulUal educatlonal statistics abstract of AREB, 
only 38.01 percent 14.3 percent d 5 - . , an .) percent of the teachers In the first cyc le, the second 

cycle of primary schools, and secondary schools respectively are females. 

Regarding the age distribution, ZED and WEO officials have similar concentration in almost 

the same intervals. Nearly the majority (45 and 44.5 percent) of ZED and WEO officials and 

experts are between 36 and 40 years whi le 60 percent of school principals are between 26 and 

30. This shows that in most cases employees are promoted to WEO and ZED levels on the 

basis of service, not competence. This seems to be true because the current civil service 

regulation favours service more than performance. 

As depicted in Table 2, all WEO officials, and expert respondents who are currently working 

in the WEOs are under graduates even though they are supposed to give both managerial and 

pedagogical assistance to primary and secondary schools. This is also true for other employees 

in all sample WEOs except one person in Dessie WEO (see appendix B). The main reason for 

this is the organizational structure itself. Of the 27 positions in the WEOs, only one position 

can accommodate graduates (see Appendix-A). 

Concerning the qualification, only negligible size of the total respondents, (2.4 percent) were 

trained in educational management. Moreover, in 1992 (E.C.) it was found that out of those 

employees who were qualified in the field of educational management at diploma, BA and 

MA levels, a significant number of them - III (39.5 percent) were assigned to teach in 

schools (see Appendix C). On the other hand, in most cases, schools and WEOs are being 

headed by those who have no formal training in the area of educational management. 10 that 

same year there were 2882 primary and 81 secondary schools in the region (REB, 1992). 

Though these figures indicate the need for more qualified educational leaders in the area of 

d 
. I t nearly all schools are headed by principals who have no training in e ucatlOna managemen, 

h f d 
. I agen1ent This implies that less attention is given to the discipline t e area 0 e ucatlOna man . 
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even though every manager at all I I f h . . 
eve sot e educational system should have been equIpped 

with the necessary managerial sk·ll· d .. 
I S In or er to manage the system efficIently and effecllvely. 

As Table 2 above depicts, 6.3 percent of school principals have one to five years of work 

experience while there is no one in ZED and WEO who has work experience in this range. 

This indicates that the selection and placement of educational leaders and experts requires 

work experience on the job and related tasks. 

3.2. Analysis and Interpretation of Data 

3.2.1 Organizational Structure 

In any system, organizational structure plays an important role to accomplish or not to 

accomplish tasks as intended. Good plans can do nothing if things are not organized in a way 

that the right people are doing the right things (Carr, 1995). In this case, a question was 

included in the questionnaire to know what the respondents feel about the current WEO 

organizational stmcture. Table 3 shows the results. 

Table 3. WEOs' Organizational tructurc 

Respondents 

ZED offiCials WEO officials School 

and expens and e>.pens principals Total 

No Item No. % No. % No. % No. % 

1 Does the current WEO's 

organizational structure serve 

to perform tasks effectively? 

aJ yes 3 15 17 209 11 10.5 31 15 

b/ No 17 85 64 79.1 85 809 166 80.6 

cl No response - - - - 9 8.6 9 4.4 

Total 20 100 81 100 105 100 206 100 

As indicated in Table 3, the majority of the three groups of respondents (80.6 percent) 

h I t WEOs' organizational structure does not serve to perform tasks responded t at t 1e curren 

. f 61 7 ercent of the respondents to subsequent open ended items effectIVely. The responses 0 . P 

. ffi· of the structure to be: justify that the reasons for 1t1e echveness 

• low graded positions, 
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• unbalanced distribution of tasks , 
• role diversity, 

• wrong arrangement of authority and accountability, 

• mismatch between responsibility and authority, 

• poor communication channels within and outside WEOs. 

Role diversity might be the result of failure to fill vacancies because some of the respondents 

indicated that as long as there are more vacancie in each WEO, nearly every employee is 

required to cover two or more positions. This implies that every one is given a long list of 

duties which is difficult to effectively handle. In such an environment it seems hardly possible 

to carry out the day to day activities of the WEO as planned. This shows that the delegation of 

authority, and the arrangement of activities and communication channels are not proper. This 

improper organising also will not enable the concerned personnel to manage educational 

activities properly, be accountable and have good relationship. Therefore, it is possible to 

conclude that the organizational structure is not serving as a means to achieve the specific 

goals ofWEOs. 

Table 4. Adequacy of Author ity Ve ted in the WE Os 

Respondents 

ZED 

officials and WEO offiCials school 

experts and experts prinCipals Total 

No Item No. % No. % No. % No. % 

1 The authority of WE Os 

aI enables to do the job 7 35 25 30.9 22 20.9 54 26.2 

bl does not enable to do the job 13 65 56 69.1 83 79.1 152 71.8 

Total 20 100 81 100 105 100 206 100 

2 The authority ofWEO 

aI matches with its responsibility 4 20 14 17.3 17 16.2 35 16.9 

16 80 67 82.7 88 83.8 171 83.1 bl is less than its responsibility 

-I - - - -cl IS more than its responsibility - . -

Total 20 100 81 100 105 1 100 206 100 

. d' WEOs Table 4 shows that about a quarter ,), the 
With respect to the authonty veste In, . . 

d tl h I fulness of authority delegated to Jobs III WEO~. On 
respondents (26.2 percent) assure le e p . . 

. , 8 ' t) of the respondents confinned tts Inadequacy to do the 
the contrary, the maJonty (73 . pel cen 
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job. This indicates the existence of . b .. .. 
an 1m alance between the authon!)' and responslblli ' ..:s of 

WEOs. The SOurce of this imbala 1 
I ce, as many of the respondents (65.9 percent) indica ,.;d in 

the open-ended questions may b th I' h . 
e e llg concentration of authority in either WE'! or 

WAC. Even up until the ANRS re' d h d' . . 
Vise t e IrectIves of teachers' career guidelme, WEOs had 

no authority to select and assign school principals (MOE 1988, A RS 1992). Howevel. still 

now they are assi 011ed regardless fl' f'" 
0' 0 t lelr area 0 speclalizatlOn though " they need 0 be 

trained, given regular support and supervision" (Hemes, Gudmund 2000:2). Thus, this ~ lOWS 

that the WEOs which are the nearest of all educational management levels to schoo, are 

assigned to carry out and accomplish tasks and responsibilities with out adequate autl ' lrity. 

Therefore, one can conclude that the authority delegated to them is not adequate enou gh to 

carry out the tasks properly. 

As the data in item two of Table 4 reveal, no respondent agreed that the authority ofW1.8 s is 

more than their responsibilities. Only 16.9 percent of them indicated that the authol .y of 

WEOs matches with their responsibilities. For the majority (83 . 1 percent), the aU I urity 

delegated to WEOs is less than the responsibilities. Consistent with this, some responde ;" s in 

the three groups indicated in the open-ended question that WEOs are doing the job with much 

dependency. According to them, in most cases, they seek the approval of WETB or W,\C to 

act even on some of the planned activities. Any organization like WEO can fu lli the 

expectations demanded of it when it has authority which is commensurate with respon"j . !tty. 

Managerial weaknesses, too, may arise at the WEO level when educational manager~, not 

have authority or resources to do their job effectively. Consequently, such an envi l 'i lent 

may also adversely affect the delivery of both primary and secondary education since "'EOs 

are the nearest responsible bodies to manage schools . 

As it has been discussed elsewhere in chapter two that decision making is a core tas!. 

managerial function which has the potential to influence future actions of the organ i 

So, it is a key factor for success or failure in carrying out tasks to reach the desired en< 
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Table 5. Decision Making Approachc 

Respondents 
ZED officials WEO officials School 
and expens and experts 

0 Item principals Total 
No. % No % No. % No. % 

I Decision is mostly made 

aI with the directives given 

by higher level officials 9 45 41 50.6 43 40.9 93 45.1 
bl Individually 2 10 6 7.4 7 6.6 15 7.3 
cl In groups 5 25 27 33.3 39 37.2 71 34.5 
dI no definite pattern 4 20 6 7A 13 12A 23 11.2 
el no response - - I 1.3 3 2.9 4 1.9 

Total 20 100 81 100 105 100 206 100 
2 Mostly decisions take 

allong time 11 55 42 51.9 73 695 126 61.2 
bl short time 9 45 39 48.1 32 30.5 80 38.8 

Total 20 100 81 100 105 100 206 100 

Another skill that managers at any level are required is decision making. Literature in the area 

proves the non-existence of one best way of decision making which is applicable for all 

situations. Decisions can be made individually or in groups within or outside the organization 

depending on the nature of the issue. In situations where the case is too routine and when it is 

too technical and requires high level of technical skill, decision can be made individually 

(Owens, 1998). 

Similarly, item one of Table 5 shows that decisions are made both individually and in groups. 

However, a significant number of the respondents (45.l percent) indicated that decision is 

mostly made with the directives given by higher level officials. This means WEOs either have 

no proper authority to decide on resources or their personnel or lack the required expertise and 

knowledge to make good decisions. If we refer back to the previous tables (Table 2 and 4) 

both seem to be causes for decisions to be made with the di rectives given by higher level 

officials. The data on those tables con fi lmed that the WEOs lack both proper authori ty and 

qualified personnel. 

On the other hand, WEOs are expected to do many things in the process of managing both 

primary and secondary education programs. Moreover, in the 1994 ETP document, it is stated 
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that educational management is to be decentralized and educational institutions are to be 

autonomOllS in their internal management. Local educational organizations in a decentralized 

educational management system have authority to make decisions on various educational 

managerial functions (Forojalla, 1993). However, in most cases, WEOs wait for the directives 

of higher level officials to make decisions. This may delay and adversely affect the teaching­

learning process . Therefore, one way or another, it is possible to say that WEOs are much 

dependent and incapacitated to make sound decisions that can encourage desirable 

performance in schools. 

A similar question was raised to know the span of time that decisions take. As it is depicted in 

Table 5, 38.8 percent of the respondents said that decisions take short time, while the majority 

(61.2 percent) confirmed that decisions take long lime. In this case, decisions seem to take 

long time because as long as most of the decisions are made with the directives given by 

higher level officials, it undoubtedly takes longer time. If it takes longer time, the decision 

cannot be implemented within the expected time frame. If it is also not implemented it is not 

complete because any decision is complete only when it is put into action. Thus, in most cases, 

decision making at WEOs takes long time. 

33 



Table 6. Clarity and A vailabirty r 
I 0 Rules and Directives 

Respondents 

ZED officials WEOofficials School 

No 
and experts and experts principals Total 

Item No. % No. % No. % No. % 

1 Rules and directives are: 

a/ easy to understand 20 100 65 80.2 42 40.0 127 61.7 
bl difficult to understand - - 16 19.8 54 51.4 70 34.0 
cl not comprehendable - - - 9 8.6 9 - 4.3 

Total 20 100 81 100 105 100 206 100 
2 Documents of rules and directives are 

available in the: 

a/ hands of the head 8 40 34 42.0 56 53.3 98 47.6 
bl store room 6 30 9 11.1 6 5.7 21 10.2 
cl library I 5 - - 6 5.7 7 3.4 
d/ hands of concerned employees 5 25 38 46.9 37 35.3 80 38.8 

Total 20 100 81 100 105 100 206 100 

3 Efforts which were made to introduce 

rules and directives to employees 

were: 

a/ high - - 17 21.0 38 36.2 55 26.7 

b/medium 7 35 40 49.4 57 54.3 104 50.5 

cl low 13 65 24 29.6 10 9.5 47 22.8 

Total 20 100 81 100 105 100 206 100 

4 Managers degree of follow up to 

ensure that rules and directives are 

properly utilized is: 

a/ high 2 10 19 23.4 26 24.8 47 22.8 

bl medium 10 50 34 42.0 38 36.2 82 39.8 

cl low 8 40 28 34.6 41 39.0 77 37.4 

Total 20 100 81 100 105 100 206 100 

Every organization has rules, procedures and directives to be followed by its employees. They 

often serve to regulate behavior by clarifying issues as how to proceed in the organization in 

carrying out tasks ( Owens, 1998). 
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Unless each personnel in an organizatio . . 
. n IS a acquamted with procedures. rules and directives 

he / she Wlll find it difficult as to how t . 
. 0 proceed In the organization in the course of carrying 

out duties and responsibilities. TIle c . .. 
. Y ontll1uously govern the proper operatlOns of educatlOnal 

estabhshments as they do in other orgallizations. 

When we look at item one of Table 6 f 1 
, 0 t le three groups of respondents, the majority of 

school principal respondents complained that rules and directives are difficult to understand. 

This shows that there are rules and d· t· I . . . Irec Ives w lIch were not stated In a sImple language that 

every one can understand. In addition to this, the nearby organization _ WEO may not organize 

orientation programs for newly employed and vetran teachers to acquaint them with the newly 

developed procedures, rules and directives. Orientation programs have paramount importance 

because with the formulation of the 1994 Education and Training Policy and with the 

implementation of the new curricula, several procedures, directives and rules have been 

developed. Therefore, al1 documents of rules and directives need to be critically examined and 

restated so that all personnel in the education system can understand them easily. 

Inavailability of documents of rules and directives or lack of access to such documents also 

seems to be a constraint in doing the job. In answering item two of Table 6, more than 50 

percent of the respondents indicated that such documents are available in the hands of the head 

and in the store room only. Moreover, of the total documents that need to be available in both 

sample WEOs and schools, only 45 .8 percent of them were available by the time when the 

data of this study were collected (see Appendix -0). In addition to this, 34.3 percent of the 

sample schools were working without having school's organization and management guide 

book. This means, those documents are inaccessible to most officials, experts and principals. 

From this, one can conclude that documents of rules and directives are mismanaged, probably 

due to ignorance or negligence. 

Regarding the efforts made to orient rules and directives, the majority (50.5 percent) rated the 

effort as medium. Only 26.7 percent of the respondents evaluated it as high. It also appears the 

same if one treats the response of each group. Hence. the efforts made to introduce rules and 

directives to employees seem insufficient. 

. , fi II f the execution of rules and directives, Table 6 shows that 
ConcernIng managers 0 ow up 0 

t f the respondents rated the degree of managers' follow up as 
22.8 percent and 39.8 percen 0 
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high and medium respectively. Only 37.4 percent of them rated it as low. Like the earlier 

issues, controlling also lacked proper consideration by WEO officials. In general, from what 

has been said in all items of Table 6, one can Conclude that educational managers of all levels 

have not given due attention to the popularization of those procedures, rules and directives. 

3.2.2. Staffing 

In any organization, due attention needs to be given to staffing in order to match people and 

positions so that the right person be assigned for each job. There must be a person who is 

responsible for the performance of tasks assigned (0 each position in any organization. 

Table 7. Vacancie 

Respondents 

WEO 
ZED officials officials and School 
and ~ens e~cns jll"inCIE!lIs Total 

Item No. % No. % No. % No. % 
No 

1 The period that vacanclcs remam 

unfilled 

aJ Long 18 90 73 90.1 69 65 .7 160 77.7 
bl Medium 2 10 8 9.9 28 26.7 38 18.4 
cI Short - - - - 8 7.6 8 3.9 

Tot.al 20 100 81 100 105 100 206 100 

2 Efforts made to fill the vacancies 

aJ High 4 20 22 27 .2 18 17.1 44 21.4 

bl Medium 2 10 20 24.7 29 27.6 51 24.8 

cl Low 14 70 39 48.1 58 55 .3 11 1 53 .8 

Total 20 100 81 100 105 100 206 100 

3 The practice of allocating budget 

for vacancies 

aJ High - - - - - - - -
bl Medium 5 25 17 209 19 18.1 41 19.9 

cl Low 15 75 64 791 86 81.9 165 80.1 

Total 20 100 81 100 105 100 206 100 

4 Employees' mterest to stay on their 

jobs 

alHigh 2 10 13 16.0 16 15.2 31 15 .1 

bl Medium 7 35 25 30.9 28 26.7 60 29.1 

cl Low 11 55 43 53 .1 61 58.1 115 55.8 

Total 20 100 81 100 105 100 206 100 
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As it is indicated in item one of Table 7 th .. 
. . . ' e maJonty of the total respondents (77.7 percent) 
mdlcated that the penod that vacanc· . 

.. les remam unfilled is long. The data obtained from the 2nd 
set of questionnaires which was des· d 

Igne to know the number of vacancies in the sample 
WEOs prove this fact. It was found 0 h 

ut t at 139 (23.4 percent) of the 594 positions were 
unfilled by the time when the dat fl· 

a 0 t liS study were collected (see Appendix A). Apart from 
the data obtained from the two sets of . . 

questIOnnaires, the interview conducted with the heads 
of sample ZEDs also assured that ma . . . 

ny POSItions particularly in rural WEOs remain unfilled 
for a longer period of time The · . 

. major reason attnbuted to it is non-attractiveness of the 
positions because of inadequate sala Th If .. 

ry. e sa ary 0 each posltton is low and consequently 
decreases the tenure of persOimel According to th th fl . I· . . . em, e out ow IS a so mcreasmg smce 
many employees look for better pay Ttl . . . . . n mos cases, t le posItions m other newly estabhshed 

institutions, be it sectoral or project offices, are filled by drawing persons from all levels of the 

educational management system. 

In sum, while each position requires a person who can perform the tasks assigned to it, 

vacancies remain unfilled for a longer period of time. The vacancies in sample WEOs vary. 

There are 2 to 13 vacancies in each WEO (see Appendix-B). This will definitely make it 

difficult to carry out duties as intended under such conditions. 

As item two of Table 7 shows 21.4, 24.8 and 53.8 percent of the respondents rated the efforts 

made to fill vacancies as high, medium and low respectively. Though the majority (53.8 

percent) of the total respondents rated it low, this does not mean that the concerned education 

officials in the education sector are negligent of it. Most of them have indicated in the last 

open ended question that they request budget for the unfilled positions every year. They even 

raise it every quarter as a cause for not doing the jobs as per the annual plan when they sit 

together with woreda and zone administrative council members to evaluate the 

implementation of the annual plan. They further said that the concerned body to allocate 

budget for different sectors does not entertain more than ten percent of their request in the 

attempt to fill the vacant positions. More than 80 percent of respondents to item three also 

reflect the inadequacy of allocated budget to undertake its purpose. From this, one can 

conclude that the WEOs are demanded to fulfil the mission without filling the proposed 

positions. 
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In an effort to assess employees' b·· . sta Ihty In W EO 
interested employees are t .. s, respondents were asked to rate how 

o remaIn III their J·ob T bl 7 . a e shows th t th . . (55 8 ) 
are not interested in the · . b . a e maJonty . percent 

IT JO S One m . . aJor reason may be the hea I d th 
result of the prevalent . . vy oa ey encounter as a 

vacant posllIons. 

Table 8.The Perceived Constraints to Fill P .. OSltlOns as Ranked by the Respondents 
and the Mean-Rank and R k V ' an alues of tl P bl , Ie ro ems. 

Rank Frequencies 

1 SI 2nd 3rd 4lh 5lh 6'b Mean 

No. Perceived Problems 
Mean Rank 

1 Low salary 21 112 129 148 155 108 3.26 3 

2 Inadequacy of budget 115 74 72 72 25 42 1.94 I 

3 Shortage of manpower 23 118 57 164 175 174 3.59 4 

4 Inefficient management 34 86 213 100 55 132 3.01 2 

5 Long distance to walk to the work place 6 6 39 156 65 432 4.87 6 

6 Working in rural areas 7 16 108 184 255 348 4.74 5 

'ole. For delalls sec Append;x· F 

As it is depicted in Table 8, a list of factors which were supposed to have impact on the 

attempt of filling positions .. ere ranked by the respondents according to their degree of 

influence. Accordingly, inadequacy of budget and inefficient management are found to be the 

two top factors . At the same lime those possible constraints like long distance to walk and 

working in rural areas were considered to have less influence on the effort made to fill 

positions. This also may mean that those constraints which were considered to have less 

influence are not felt problems of all levels of the educational management. 

Though inadequacy of budget is the problem which takes the fore rank, inefficient 

management itself takes the second position in its seriousness. In an environment where the 

management of the system is inefficient, even the available resources cannot be properly 

utilized, let alone getting additional resource for filling vacancies. This seems to be true 

because though the recurrent budget which is allocated to the education sector every year is 

not adequate, even the little that is allocated is not utilized all in all (see Appendix-E). 
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This condition possibly makes II . 
le accomplIshment of sh . 

Development Program (ESDP)' ort and long term EducatIOn Sector 
very difficult The re 

that took place from Ma I 13 . port of the second annual review meeting 
rc 1 -15, 2000 also assert II th 

general education in the y 199 lat e overall physical performance for 
ears 1 and 1992 (E 

thi I fi 
. .c.) was low. The two major reasons cited for 

s ow per ormance were ll1avail b'l' a I Ity of funds t" 
capacity (ESDPI HSDP S' on Ime and problems of implementation 

ecretanats 2000) Th . 
. t d ·th· ffi ' ,. ose problems of Implementation capacity can be 

assocla e WI me IClent manaoeln bent. 

Table 9. Level of Education Require I" P .. . (.or OSltiOIlS ill the WEOs 

Respondents 

ZED offiCials WEO officials School 

No. Item and experts and experts principals Total 

No. % No. % No. % No. % 

1 Is the level of education 

required for the positions in 

the WEOs adequate to carry 

out the job? 

a/Yes 3 15 15 18.5 11 10.5 29 14.1 

b/ No 16 80 66 81.5 89 84.8 171 83 .0 

c/ No response I 5 - - 5 4.7 6 2.9 

Total 20 100 81 100 105 100 206 100 

As shown in Table 9, the majority of the respondents (83 .0 percent) believe that the level of 

education required for the positions in the WEOs will not enable to manage the respective 

jobs. This means that those tasks and duties assigned to WEOs are not congruent with the 

grade given to the positions. Least graded positions cannot be filled by highly qualified 

persons, they are mostly filled with less qualified personnel. 

An open ended question was also included in both sets of questionnaires in order to give place 

for respondents where they can elaborate their choices regarding item one of this table. 

Respondents also elaborated the major reasons for the failure to accomplish WEOs' mission. 

They indicated that less qualified personnel are assigned. This was also supplemented by the 

response of heads of the ZEDs for the interview conducted to identify the status of WEOs in 
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perfonning tasks. They confLn11cd that there is no room to accommodate graduates in the 

WEOs except one position (see Appendix -A). 

In any organization due attention needs to be given to classifying jobs and positions from the 

outset of its establishment. Tllis helps to match people and positions so that the right person 

can be assigned for each job. Otherwise, the organization will be filled with incompetent 

people who will break the organization's performance ( Bittel, 1985). Similarly, as one can 

understand from the table and from what has been discussed above the WEOs do not seem 

quite good to perfom1 their tasks. 

Without planning it is difficult to organize people and other resources effectively. Without it 

managers and their subordinates have little chance to achieve the set goals (Chapman, Lars 

and Anna 1997). 

Table 10. Planning Areas of Emphasis 

Responses 
Strongly Strongly 

agree Agree Not sure DIsagree disagree Total 
No. Item No. % No. % No % No. % No. % No. % 

1 During plannll1g 

emphasis is gIven 

to: 

aJ manpower 

WEO 9 I 1. 1 IS 18.5 11 13 .6 46 56.8 - - 8 1 100 

93 88.6 - - 105 100 12 11.4 - -School - -
bl material 

WEO 2 25 13 16. 1 3 3.7 41 50.6 22 27.1 8 1 100 

School 10 9.5 16 15.2 - - 17 16.2 62 59.1 105 100 

cI finance 

WEO 38 469 26 32.1 5 6.2 10 12.3 2 2.5 81 100 

School 9 8 6 12 11.4 - - 61 58.1 23 21.9 105 100 

d/ time 

WEO 18 22 .2 9 11 1 7 8.6 42 51.9 5 6.2 8 1 100 

- - 105 100 - -26 24.8 - -School 79 75 .2 
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perfonning tasks. They confimled that there is no room to accommodate graduates in the 
WEOs except one position (see Appendix -A). 

In any organization due attention needs to be given to classifying jobs and positions from the 

outset of its establishment. This helps to match people and positions so that the right person 

can be assigned for each job. Otherwise, the organization will be filled with incompetent 

people who will break the organization's performance ( Bittel, 1985). Similarly, as one can 

understand from the table and from what has been discussed above the WEOs do not seem 

quite good to perfoml their tasks . 

Without planning it is difficult to organize people and other reSOurces effectively. Without it 

managers and their subordinates have little chance to achieve the set goals (Chapman, Lars 

and Anna 1997). 

Table 10. Planning Areas of Emphasi 

ReSDonses 
Strongly Strongly 

agree Agree I 0 1 sure Disagree disagree Total 
No. Item No % No. % No. % No. % No. % No. % 

1 During plannlllg 

emphasis is given 

to: 

aI manpower 

WEO 9 11.1 15 18.5 II 13 .6 46 56.8 - - SI 100 

School - - 12 11.4 - - 93 88 .6 - - 105 100 

bl material 

WEO 2 2.5 13 16.1 3 3.7 41 50.6 22 27.1 81 100 

School 10 9.5 16 15 .2 . - 17 16.2 62 59.1 105 100 

c/ finance 

WEO 38 46.9 26 32.1 S 6.2 10 12.3 2 2.S 81 100 

School 9 8.6 12 11.4 - - 61 58 .1 23 21.9 105 100 

dI time 

WEO 18 22.2 9 11.1 7 8.6 42 51.9 S 6.2 81 100 

lOS 100 -- - -26 24.8 - -School 79 75 .2 
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From the outset by looking at Tabl LO . 
e ,one can easlly observe that while some of WEO 

respondents responded not Sure non f '\ 
' e 0 sc 1001 respondents responded to it. This implies that 

there are officials and experts in the WEOs who d t " . I . 
o no parhclpate m p annmg. 

As depicted in Table 10 the two g' f '. . 
, 10UpS 0 respondents glVe different emphasIs to those 

resources even though they have to be given due cons'd t' . th fl ' I era lon m e course 0 p anmng. 

Regarding manpower, due consideration is not given both at WEO and school level. For 

schools it may be because supplying teachers and other personnel is the concern of ZED and 

REB. But for WEO as it has been discussed in item two of Table 7 it may be because of the 

fact that it is always demanded to fulfil its mission without filling the proposed WEO's 

positions. However, it seems unwise to plan without considering the type and quantity of 

manpower needed to implement the plan. Though various resources such as human, material 

and finance are important to carry out educational as well as managerial activities at any level 

of the educationaL system, humnn resource is the most important of all (Ahuja, 1983). It is the 

human resource that changes other resources into productive ones in the process of carrying 

out the given task of an organizat ion. So, without giving due consideration to the man power 

available or which can be available in the course of planning, planning will remain being 

paper work; it cannot be implemented . 

Similarly, material resource is not given due emphasis during planning in both WEOs and 

schools. Any organization requires the necessary materials in order to be successful in doing 

the job. Specially, instructional materials that appeal to at least one of the sense organs and 

used to achieve the intended leaming objectives, need to be available in schools. Teachers' 

effectiveness is greatly improved in schools where a variety of appropriate types of 

instructional materials are available. 

Moreover, " ... material conditions under which teachers work have a significant influence on 

. .." d T 1996'97) Despite all these importances that material their motivatIOn (Carron an a, .' 

h 
't . I fi w of the two rrroups of respondents that agreed to give emphasis to resource as, 1 IS on y e b 

of planJ1·,ng. In Slleh a situation, schools may not have the 
material resource at the time ~ 

. . . .'. d jI effective teaching-learning processes to take place. This 
m1l1,mum eqUipment lequlle or . 

. ' . that takes place at schools is predommantly verbal and 
means, the teaching leamlllg-plOceSs 
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not activity-oriented even thouoh the im . " 
<= portance ot utilization of materials is emphasized in 

the 1994 Policy Document. 

Finance is the other element that ne d t b . . . . .. 
e s 0 e considered dunng plalmmg. ACtlVltles to be 

Performed require fi nance' that' I I . 
, IS W ly pans are Imked to a budget required for 

implementation. In this case, the majority of the WEO d 79 (th f respon ents - percent e sum 0 

46.9 and 32.1 percent) asserted that due emphasis is given to finance during planning. On the 

other hand, the majority of school respondents (80 percent) did not show interest to consider 

finance during planning. Thei r response is almost similar to the three of the resources 

(manpower, material and finance). This implies that either schools do not involve in planning 

the major activities (may be it is centrally planned at WEO level) or school principals have 

less awareness about the process of planning. 

When it comes to time resource, one can observe marked differences between the two groups 

of respondents. While all school respondents gave emphasis, only 33.3 percent of WEO 

respondents emphasized time during planning. This marked difference might have resulted 

because of the fact that teachers mainly focus on annual course planning; since annual course 

planning needs detail break down of lessons to be offered and related activities to be 

performed in semesters, months. weeks, days and periods. On the other hand, WEOs failure to 

give due attention to time as a resource means ignoring the importance of accomplishing tasks 

within a given time frame . 

3.2.3. Performance of 'WEOs 

Evaluation helps to know to what extent plans are implemented, and objectives or goals are 

attained. It serves to decide what readjustments to make and how to make them in the course 

of implementing plans as well as to learn lessons for the improvement of future performance. 
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Table 11. Evaluation of the 11111)lclllC t t· . n a Ion o( Plan 

Respondents 
ZED WEO 

officials and officials and School No Item experts ex erts principals Total 
No % :--':0. % No. % No. % 

1 The Implementation oflhe plan 

is evaluated : 

aJ every month - - - - 31 29.5 31 15.1 
bl every quarter 20 100 74 91.4 49 46.7 143 69.4 
d every SIX months - - 7 8.6 23 21.9 30 14 .6 
d/ at the end 0 f the year - - - - 2 1.9 2 0.9 
el not at all - - - - - - - -

Total 20 100 I 81 100 105 100 206 100 

As depicted in Table 11, 15 .1 and 69.4 percent of the total respondents confirmed that 

evaluation takes place every month and every quarter respectively. This may be the result of 

the directive which was developed by AREB and which has been in use since 1995. The 

directive encourages the educational management of all levels in the region to carry out 

evaluation and to report the results to the next higher level on quarterly basis. This is a good 

trend which has to be encollragl.!d because it gi es a chance to secure vital information. The 

infom1ation can be used either to take the necessary corrective measures in the course of 

implementing the plans or to lea rn from what had happened and to improve performance in 

the future . Therefore, it is possible to say that WEO carry out evaluation on a regular basis. 

Table 12. The Perceived Problems in Managing Tn trllctional Materials as 

Ranked by the Respondcnts 

I 
Rank Frequencies 

No. Perceived Problems 
Mean 

1st 2nd 3rd 4th 5th 6th Rank Rank 

I UnfaIr distributlOn I 57 78 123 104 65 180 2.83 2 

2 Poor handling 
I 12 50 48 328 170 222 4.02 5 

156 36 125 186 3.07 3 
3 Late arrival 48 82 

72 168 ISO 180 1.72 I 
4 In adequate provision 63 72 

5 84 21 112 375 294 4.32 I 6 
5 Poor qual ity 

21 46 198 76 115 324 3.78 4 
6 Improper util ization 

KOle:- For details 'co App..'hh.< - G 
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Instructional materials are of ~reat im rt . . . 
to po ance III facIlitating effective learning. They increase 

the efficiency of the education systen . 
1 III general and classroom instmction in particular. 

As the data in Table 12 reveal inadeq t . . .... . , ( ua e proVIsion, unfair dlstnbutlOn and late amval are 

ranked as the top three maJ' or COnS(I'<lI'1 t . ". . 
, 1 S m managmg mstmctlonal matenals. It does not mean 

that the rest three- improper uti liza tion, poor handling and poor quality are not problems. They 

are also problems; their difference is in the degree of severity they have in the process of 

carrying out teaching-leaming act ivities . 

The prevalence of inadequate provis ion of instructional materials as the most severe problem 

can be traced to insufficient budget allocation discussed earlier. Even though documents show 

progressive trend in budget allocation to the sector, it is found not proportional to the annual 

enrolment rate. Besides much of it goes to salary and civil works (REB, 1992 E.C.). 

TIle occurrence of unfair distribution, late alTival, improper utilization and poor handling 

problems in their order of severity can be attributed to the already identified characteristic of 

WEOs- inefficient management. Substantiating this, documents on assessment of the 

utilization of instructional materials show that text books and other instructional materials 

were kept in stores disorderly while schools are in need of them (REB 1992 E.C.). 
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Table.13 Criteria Used to Allocate Budget to Schools 

Respondents 

WEO officials and experts School principals Total 

Some Some Some 
Always times Never Always times Never Always times Never 

No. Critena used No % No. % No. % No. % No. % No. % No. % No. % No. % 

1 Schools' operalional plan 56 69. 1 21 25 .9 4 5.0 7 6.7 15 14.3 83 79.0 63 33.9 36 19.4 87 46.7 

2 Numbcr of students 61 75.3 11 13.6 9 11.1 16 15 .2 42 40.0 47 44.8 77 41.4 53 28.5 56 

30') 3 Number of teachers 69 85 .2 5 6.2 7 8.6 35 333 39 37. 1 31 29.6 104 55.9 44 23.7 38 20.4 

4 Income gcnerGteu by each school 37 45.7 .. ~ 51.9 2 ~.-l 6 5.7 18 17.1 81 77.~ 43 ~3 . 1 60 32.3 83 -1-1 .6 

5 Th..: !c,.c1 of scho\)! 72 S~ 9 5 6 1 4 50 4() ~3 8 • I .; 1.9 15 1-1 .3 II S ()3.4 49 26.-1 19 "2

1 

.,., 

6 ConsensLlS 0 f school> S 9.9 14 17 .3 59 72.8 - - 3 2.9 102 97.1 8 4.3 17 9.1 161 86.6 

7 CnpacllY to lltdi7e 45 55 (i 32 39.5 4 4.9 22 209 26 24.8 57 54.3 67 36.0 58 31.2 61 32.8 
- .. '-- -" '-- - -.-J _J 
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The items in Table 13 were framed t fi d 
o In out how (:;quently those criteria were used by 

WEOs in allocating budget to seho I If I " , ' o s, tlose cntena are properly used, subjectIVe and 

unwise utilization of resources will be nll'nl'tn " d 't' 'd d Wh b' t' 'ty , lze I not avOJ e , en su ~ec WI IS 
minimized there will be a possib'I'[ r d' , , , ' 

, I I Y lor Istnbu[mg or allocatmg budget faIrly among 

schools, 

As the data in the Table above clearly depict the two groups of respondents' responses are 

different. While the majority of the \\lEO officials and experts responded that the criteria are 

always used, the majority of school principals said that they are some times used and at 

other times never used, This diffen,:nce is not also limited to the two groups of the 

respondents, One can observe differences even within respondents of the same group, Some 

school principals' responses do comply with the majority of WEO respondents' responses, 

Also there are some WEO respondents who compl y with the majority of school principal 

respondents, This implies that there are some schools which are favored while the majority 

of schools are di sfavored by WEO ill allocatmg budget. This unbalanced allocation of the 

inadequately available financial r~source to schools adversely affects the system as a whole, 

As it has been discussed under Table 7 and 8 the budget allocated to education is 

inadequate, But in the last six years th~ recurrent budget allocated to the education sector of 

the Amhara Region was not util ized all in all (see Appendix -D), The wrong trend that the 

WEOs follow in allocating budget to their re pcctive schools may also contribute to the 

inability to utilize the recurrent budget in the education sector. Moreover, of the utilized 

budget, Birr 190,30 I. 70 was emb~zzlcd in the year 1992 E,C. (REB, 1992), This shows that 

the controlling mechanism itself is \\ cak, It does not prevent such misuse, 
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Table 14. Availability ofFinarlce ' h 
III cool' ~ 

Respondents 

WEO 

officials and School 

experts principals Total 
No. Item 

No % No. % No. % 
1 Schools receive the reCUlTent 

budget 

a/ on time 7 8. 6 - - 7 3.8 
bl late 69 8-.2 96 91.4 165 88.7 
cl no response S 6.2 9 8.6 14 7.5 

Total 81 100 105 100 186 100 

2 Schools receive the bud oc t 
<> 

aI in cash sl 6.2 3 2.8 8 4.3 
bl in kind 6-l 79.0 89 84 .8 153 82.3 

cl in both " I 1-l.8 13 12.4 25 13.4 -, 
Total 81 100 lOS 100 186 100 

As it is depicted in item one of Tabk l-l, the majOlity of respondents (88.7 percent)agree 

that schools recei ve the recurren t budge.> lately. Also, in the last open-ended question of the 

questionnaire which was prepared fOI the ZED and WEO respondents, some of the WEO 

responclents complained against thc woreda finance office for not releasing the budget 

allocated for the education sector on lime. l lo\\'cv\!r, it is difficult to say that the delay is 

totally created by woreda finance ofJiccs, b 'cause some of the ZED respondents blamed 

WEOs in the same open ended question for the delay. This means both WEOs and woreda 

finance offices are not doing their jobs effectively. This ineffectiveness is also a hindrance 

for those schools to cany out educational activities as per the annual plan. Moreover, from 

this one can also conclude that the school plan is not linked or attached to the budget. 

Therefore, schools cannot do what they ought to do as long as the financial resource needed 

for thei r day-to-day activity is central ly managed at woreda level because schools do better 

when financial management is dcvo l\'cdlO school level (Knight, 1993) . 
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Similarly about the way schools· . b . . ) , receive udget, the maJorny of respondents (82.3 percent 

agree that schools receive their budget in kind. lIo\\'l!\"cr, orne school respondents 

expressed in the last open-ended quest ion that they arl! not comfortable with services and 

goods that WEOs procure for schools. Yet, schools have not been given the chance to 

undertake procurement on their own for the rl!ason that thc organizational structure of most 

of the schools do not have positions where personnel for the management of finance and 

procurement can be assigned. 

On the other hand, the AREB had set up a system that is reasonably effective to reduce 

delay and unnecessary procurement ilnd introduced it to ZEDs in 1995. This system is 

believed to work effectively in schools whose staff are more than ten. But still they tend to 

centralize the procurement of goods and services that can easily be procured locally by the 

respective schools. TIlis implies that schools are deprived of the simplest authority to decide 

on the already allocated finance . This deprivation brings about mismatch between authority 

and responsibility. This mismatch makes the school principals impotent to act as leaders. 

The nature of information that is a\"<lilable at all levels of the educational management 

system has impact on schools' activities. Decision makers could do better in resource 

allocation, planning and program management if better information is available to them 

(Chapman, Lars and nna 1997). 
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Table 15. Information Flow 

Respondents 

ZED \Y EO 

officials and ofticials School 

No. Item 
experts and experts principals Total 

1\" 0. ~.~ :-';0 . % No. % No. % 
1 Awareness abo llt thc importancc 

of IIlfonnation IS : 

aJ high 4 20 19 23.5 27 25 .7 50 24.3 
bl medium 9 45 35 43 2 45 42.9 89 43 .2 
cl low 7 35 27 33.3 33 31.4 67 32.5 

I 
Total 20 100 81 100 105 100 206 100 

2 The practice of consoltdattn" 
'" 

I pertinent data is: 

aJ high I 5 8 I 9.9 13 12.4 22 10.7 
bl medium 16 80 42 51.9 67 63 .8 125 60.7 
cl low 3 15 31 I 38.2 25 23 .8 59 28.6 

Total 20 100 81 I 
I 

100 105 100 206 100 

3 Completeness of the 

information flow: 

aJ high 2 10 6 74 16 15.3 24 11.7 

bl mcdium 10 50 28 34.6 58 55.2 96 46.6 

cl low 8 40 47 I 58.0 31 29.5 86 41.7 
I 

I 

Total 20 100 I 81 100 105 100 206 100 
I 

As item onc of Table 15 depicts, only 24.3 percent of th t; total respondents believe that both 

teachers and other employees have high awareneSs of the importance of infonnation. 

On the other hand, a significant portion of the rcs /)onde .lIs (32.5 percent) responded that the 

awareness among teachers and other cmployce~ is It,\\ . This implies that the supply of 

current information or updated data is ignored In the absence of awareness about its 

importance no Olle will tend to organize and supply it 0 the other part of the organization. 
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This also may be one of the cau fi WEO " ses or s to take long tune to decide on matters that 
need to be decided on time as 't h d b d' " . I a een Iscussed earher- III Item two of Table 5. 

Regarding data consolidation, the same table reveals that the majority of the total 

respondents (60.7 percent) asserted that the practice of consolidating pertinent data is 

medium. Practically, it is true that the necessary data are not properly consolidated and 

reported timely. For instance, both MOE and AREB used to produce their own annual 

educational statistics abstract. However, the financial data that can show the amount of 

finance allocated and utilized for primary, secondary and other programs are not included 

for the reason that WEOs and ZEDs fail to report the exact figures on time. Moreover, from 

the practical experience of the researcher it has been observed that when the REB requests 

current data, the ZEDs do not respond immediately; they again request the WEOs; the 

WEOs, too, do not provide them immediately; they in tum request the schools. In this 

manner, it takes longer time and by the time it reaches REB, it sometimes becomes obsolete. 

This indicates that still many things need to be done in all levels of the education 

management in order to have well consolidated data . In the absence of consolidated data any 

organization cannot perform its tasks as planned. 

When it comes to the completeness of the information flow, item three of Table 15 shows 

the presence of a marked difference among the responses of respondents. Of all groups, the 

majority of WEO respondents (58 percent) complained for the incompleteness of the 

information flow. To WEOs this may mean that it receives incomplete information from 

both the upper and lower levels of the education management system. According to the 

1992 E.C. (2000/2001) annual report of REB, the Planning and Engineering Service of 

REB, too, was in a problem of getting complete information from ZEDs in all programs. £n 

general, one can infer that the flow of information was of little help to do the job. 
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Table 16. Conflict ~Iallagelllellt 

Re'pondent 
I ZED allli 

WEO 

officials and School 

experts principals Total 
No. Items No. % No. % No. % 
1 In most cases, the cause for 

conflict is: 

al failure to evaluate 

performance ?~ 
-.) 22 8 61 58.1 84 40.8 

bl promotion strategy 16 15.8 23 21.9 39 18.9 

cl transfer stra tegy 7 6.9 4 3.8 11 5.3 

dl mistrenting employees 55 -, -), ) 17 16.2 72 35.0 
I 

Total I 101 100 105 100 206 100 

Table 1 G indicates that the two groups of respondents "ary in detemlining the causes for 

conflict. For the mnjority of ZED and \YEO respondents (54.5 percent) mistreating 

employees is a cause whilc failure to evaluate their pe"formances properly is a cause for 

school principal respondents. In both cases. to mean that failure to evaluate employees' 

perfomlances as well as mistreating employ\!es could b,' associated with the kind of rules 

directivl:s and procedures followed and the capacity \.!ac h personnel has to utilize the 

authori ty de legated to him/her. 

Failure to properly evaluate the performance of the in~tructional personnel may result from 

ignorance, negligence and nepotism. According to }. rOE( 1988), the evaluators of the 

teaching personnel are the school mnnagement. studen s and parents. Specially, the two 

groups of evaluators (students and parl:nts) may lack kl 'o\\' ledge of evaluation because in 

order to carry out the evaluation task more effectively, thos\! involved in teacher evaluation 

have to be equipped with the necessalY knowledge an,1 ~kill about teacher performance 

evaluatio n (Wilson, 1988). I[oreover, parcnts may not \13\'C adequate documents of their 

own which show about teachers' day-to-day performancl: In stich a situa tion appraisers may 

not be honest and work in a \Vav that teachers tTLlst them. This undoubtedly breeds conflict 

between the instnIctional personnel and the management hody. 
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Regarding how employees are ha ndled, as depicted in Tab le 16, the CO il emed authorities 

seem to mistreat employees more in ZEDs and \YEOs tha n in schools. l-.listleating may 

mean th:!t authori ty is not based on a vOl untary compliance. In such an environment, the 

subordinates may implement the decision made not because they see it as something 

legitimate, but they do it because they are forced to do it. This may make employees to be 

dissatisfied with their jobs. Therefore, it is possible to say th:!t the concemed officials in 

ZEDs and WEOs fail to managc con flict wisely. 

Table 17. Professional upport 

RcspondcllIs 

WEO officials School 

and c.'pcns plll1clpals Total 
o . Item No. % I No. % I No. % 

1 Do you thll1k that the professIOnal , 

support provided to schools by WEOs IS 

I 
sufficient? 

aJ Yes I~ 14.8 I 10 9.5 :!2 11.8 , 
1.j3 76.9 bl No 65 SO: :-3 74.3 I 

cl No response .j I 5.0 17 16.:! 21 11.3 

Total S I I I fl,) :( 5 100 186 100 

I 
I 

i , 2 Reasons for not providing sufliclcnt 

I support: I 
48 1 al lacking considerable expertl s~ 33 I 40.7 45.7 SI 43 .6 

~') I 3·1.(; 27 .6 57 30.6 bl shortage of budge t 2 

cl absence of due anentlon I I:! 0 5.7 7 I 3.8 

41 I 19 2~ -) ~1 21.0 I 22.0 dI all --

I 
10) . 5 I IOU -.~6 I 100 Total 81 , 

-I 3 Ilow often do WEO exp"rts \ I>lt schools 

I 111 a year? , I 

at Once a year 11 13.r. ~3 21 9 34 18.3 

bl Twice a year 43 53. ! : I 4 .6 ~4 50.5 

cl Three t imes a year 14 17 1 II I U.5 ~5 13.4 

dl Four times a year J3 I G.1i :3 I :! 4 :!6 14.0 

- o(i - 3.8 ot at all . el 

I 100 SI Total I I 
105 100 IS6 100 
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Item one of Table 17 reveals that th .. 
e maJonty of the total respondents (76.9 percent) assured 

that the professional support provided to schools by WEOs is not sufficient. WEOs which 

are the nearest of all educati I . . 
ona management levels to schools may fall to provIde 

supportive services because of scarcity of human and financial resources. This seems to be 

true since both are constraints to WEOs as discussed under Tables 2,3,7,8 and 9. In addition 

to this, all the interviewees highly emphasized the importance of developing new WEO 

organizational Structure so that it can accommodate competent and well qualified personnel 

who can provide professional support to schools. They further elaborated the intensity of the 

problem by saying that even those available positions are not totally filled in most of the 

WEOs. Thus, this implies that WEOs are not in a position to offer sufficient professional 

support due to scarcity of adequately trained manpower and finance . In support of this as the 

data for item two of Table 17 reveal, considerable portion of the respondents ( 43.6 percent 

and 30.6 percent) asserted that lacking considerable expertise and shortage of budget 

respectively are reasons for not providing sufficient support to schools. 

Specially, those teachers in rural areas need to be assisted continuously in order to gear their 

efforts towards facilitating the teaching-learning process that can increase quality. In many 

contexts, one major reason for the deterioration of the quality of basic education is related to 

the inability to provide professional support services (Perera, 1997). Likewise, WEOs' 

inability to provide professional support will undoubtedly contribute to the deterioration of 

quality of basic education. 

As shown in Table 17, the frequency that experts visit schools in a year is low. According to 

item three of this table, the frequencies of expert visits to schools are once a year, twice a 

year, three times a year, four times a year and not at all as asserted by 18.3 percent, 50.5 

percent, 13.4 percent, 14.0 percent and 3.8 percent of respondents respectively. In this case, 

the majority of the schools are visited twice or once in a year. These visits might have taken 

place only for administrative purpose such as to fill the evaluation form of principals on the 

basis of certain pre-set criteria. As long as there are schools which were not visited 

throughout the year, the performance evaluation forms of principals in those schools are 

filled without measuring the performance against the pre-set criteria. Therefore, this 

indicates that WEOs are not closely working with schools and some times may feed 

unreliable information to the next upper level of educational management (ZEDs). 
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CHAPTER FOUR 

SUMMARY, CONCLUSION AN O RECOMME DATIO S 

On the basis of the analysis ad ' t . 
n ill erpretatlOn of the data gathered from questionnaires, 

documents and interviews the Doll . . . , owmg summary, conclusIOns and recommendatIOns are 
made. 

4.1 Summary 

The study was conducted to assess the management capacity of WEOs and to identify the 

major problems encountered in managing the education system at WEO level with 

particular reference to the Arnhara Region. To this end, basic questions which were 

classified under three major categories-organizational structure, staffing and the 

perfonnance of WEOs were raised. The descriptive survey approach was employed as the 

method of the study. 

Five ZEDs, Twenty-two WEOs and 105 schools (1 6 secondary and 89 primary schools) 

were included in the study as source of information. The subjects of the study that were used 

to obtain the necessary information include fi ve heads of ZEDs, 88 WEO officials and 

experts and 105 school principals. The instruments used to secure the necessary data were 

two sets of questionnaires, document analysis and interview. However, the latter two were 

supplements to the questionnaires to make the study more reliable and comprehensive. 

The data obtained were analyzed and interpreted using the statistical tools-percentages and 

mean rank. The following are the major findings of the study. 

4.1.1. Female participation as school principals is very low and completely absent in the 

leadership as well as expert positions in both ZEDs and WEOs. 

4.1.2. Service related criteria are given greater regard in promoting principals to higher 

levels rather than professional competencies. Less attention is also given to 

assigning of employees who have qualification in the area of educational 

management to the positions that require management skills in the education system. 
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4.1.3. 

4.1.4. 

The delegation of authority . . . 
, organIzmg accountability, relation hips, activities and 

communication channels with · d . 
m an outside WEOs are not proper. This improper 

arrangement and other fa t h 
c ors Sue as unbalanced distribution of tasks and role 

diversity made the current WEO ' '. 
s orgamzatIonal structure not to serve as a means to 

achieve the specific goals ofWEOs. 

There is imbalance bet\veen the authority delegated and responsibilities given to 

WEOs. The authority delegated is less than the responsibilities assigned. The source 

of this imbalance is the high concentration of authority in WETBs and WRCs. 

Sometimes, WEOs seek the approval of WETBs or WACs to act on some of the 

planned activities. 

4.1.5. As per the 1994 ETP document, educational management is to be decentralized and 

educational institutions are to be autonomous in their internal management. 

However, in most cases, WEOs have to wait for the directives of higher level 

officials to make decisions. As a result of this, decisions take long time. 

4.1.6. With the formulation of the 1994 ETP and with the implementation of the new 

curricula, several procedures, rules and directives have been developed. However, as 

it has been asserted by 51.4 percent of school principal respondents, the rules and 

directives are difficult to understand. The efforts made to introduce the rules and 

directives to employees are insufficient. Also, those documents are inaccessible to 

most of the officials, experts and school principals. Moreover, such documents are 

mismanaged and educational managers of all levels have not given due attention to 

popularize those procedures, rules and directives. 

4.1.7. Because of inadequacy of budget, inefficient management and non-attractiveness of 

the positions, many positions in the WEOs remain unfilled for longer period of time. 

Though inadequacy of budget is the problem which takes the fore rank, inefficient 

management itself takes the second position in its seriousness. The salary of each 

position is also low and consequently decreased the tenure of personnel. However 

each WEO is demanded to fulfil its mission without filling the proposed positions. 
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4.1.8. The overall physical perfo " 
nnance lor general education in the years 1991 and 1992 

(E.c.) was low because of· ·1 b· maval a Ility of funds on time and problems of 
implementation capacity. 

4.1.9. Tasks and duties assigned t WEO . o s are not congruent Wlth the grade given to the 
positions. There is no room t d . o accornmo ate graduates In the WEOs except one 

position. The level of educa";on re . d" h . . . 
u qUire lOr t e posltlons Will not enable to manage 

the job because low graded .,.; .. posluons cannot be filled by hlghly qualified persons. 

4.1.1 O. During planning, WEOs and schools do not give equal emphasis to resources. For 

WEOs, finance is priority number one while time is for school principals. Also, both 

give little attention to human and material resources. 

4.1 .11. WEOs evaluate the annual plan on a regular basis. 

4.1.12. The prevalence of inadequate provision of instructional materials is ranked as the 

most severe problem of all others. The occurrence of unfair distribution, late arrival, 

improper utilization and poor handling problems in their order of severity is 

attributed to inefficient management. Therefore, the most serious problem is not only 

scarcity of resources but also failure to properly utilize the available scarce 

resources. 

4.1.13. WEOs do not properly use those criteria set for budget allocation purpose. The 

wrong trend that they follow in allocating budget to their respective schools 

contributed to the inability to utilize the inadequate recurrent budget in the education 

sector. Schools receive the recurrent budget late and not on time. Most of the schools 

also receive their budget in the form of kind or service. However, they are not 

comfortable with goods and services that WEOs procure for schools. 

4.1.14. The awareness that the majority of the employees have about the importance of 

information is low and the supply of updated data is ignored. The necessary data are 

not properly consolidated and reported timely. WEOs are not closely working with 

schools and sometimes feed unreliable information to the next upper level of 

educational management (ZEDs). Similarly, WEOs receive incomplete information 
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from both the upper and lower I . 
. evels of the education management system and the 

flow of mfonnation is of little help to do the job. 

4.1.15. Mistreating employees and f: '1 
at ure to properly evaluate their performances are major 

causes for conflicts to breed 
among employees, and the concerned officials in WEO 

failed to manage conflicts wisely. 

4.1.16. In the process of introducing teachers with the new approaches- methods and 

techniques of teaching, the professional support provided to schools by WEOs is not 

sufficient due to scarcity of adequately trained manpower and finance. WEOS' 

inability to provide professional support contributes to the deterioration of quality of 

basic education. 

4.1.17. Though some of the schools are not visited even once in a year, most of the schools 

are visited by WEO experts once or twice in a year for administrative purpose-to fill 

the evaluation form of principals on the basis of pre-set criteria not to provide 

professional support. 

4.2. Conclusions 

Based on the findings, the following conclusions are drawn. 

4.2.1 Of all other educational management levels, the WEOs are the nearest ones from 

where schools can get the necessary support and guide to carry out their tasks as 

desired. WEOs are expected to manage the education system efficiently and to 

provide all kinds of support needed by the schools. However, the study revealed that 

no attention is given to the importance of educational management as a discipline 

while every manager at all levels of the educational system should have been 

equipped with the necessary managerial skills in order to manage the system 

efficiently and effectively. Thus, WEOs do not have the required capacity to provide 

the necessary support to schools. 

4.2.2 Organizational structure plays an important role to accomplish tasks as intended. 

The success or failure of any organization partly depends on its structure. It 

57 



contributes to the Success f th " o e orgaruzatlon when the arrangements of authority, 

accountability relationsh' h' .. , IpS, ac vlhes and communication channels are proper. But 

there are no such proper a . ~ rrangements In WEOs. In most cases, WEOs are to wait 

for the directives of high I I ffi' . er eve 0 clals to make deCisions while they are 

responsible for the accom I' hn f h . ., P IS lent 0 t e tasks. They have no authonty which IS 

adequate enough to do th . b Th" . . e JO. IS contnbutes to the mcrease of managenal 

weakness. In general, since WEOs have no authority which is commensurate with 

responsibility their orgaru' t' I . . , za IOna structure IS not serving as a means to an end. 

4.2.3 Positions in WEOs are low graded and there is only one position in each WEO that 

can accommodate a graduate person, and the salary for each position is not 

attractive. All positions in each WEO are not filled . Tasks and duties assigned to 

each position are not congntent with the level of education required of employees to 

fill each position. This incongntity made \yEOs to be staffed with less qualified 

persons. Thus, in WEOs where positions are not filled all in all because of 

inadequacy of budget and inefficient management, and where they are staffed with 

less qualified employees, tasks and duties cannot be performed efficiently and 

effectively. 

4.2.4 Though the number of vacancies in WEOs vary (ranges 2 to 13), all are equally 

required to fulfil their missions. WEOs, too, prepare their annual plan without 

considering the quality and quantity of manpower and other resources they have. 

Planning in WEOs is not based on reliable data and tasks are not performed as 

planned. So, this indicates that WEOs' education managers as planners lack the skills 

and insights into planning and they are not contributing much for the betterment of 

the education system. 

4.2.5 The prevalence of inadequate provision of budget and instructional materials which 

were ranked as the most severe problems of all others indicate that resources are not 

sufficient to do the job in the education sector. On the other hand, the occurrence of 

unfair distribution, late arrival, improper utilization and poor handling of 

instructional materials, following the wrong trend of budget allocation, failure to 

release the budget on time and to procure proper goods and services, inability to 

utilize the allocated budget and to handle conflicts can exactly be attributed to 
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inefficient management Th fi 
. ere ore, WEOs have no adequate capacity to manage 

both primary and second d . 
ary e ucahon programs. It is hardly possible to say that 

proper education is ffi d . 
o ere In an environment where scarce resources are 

mismanaged. 

4.3 Recommendations 

Based on the findings and conclusions reached, the following possible solutions 

are recommended so as to improve the management capacity ofWEOs. 

4.3.1 It was found out in the study that tasks and duties assigned to WEOs are not 

congruent with the grade given to the positions in the WEOs. Consequently, the 

WEOs are staffed with less qualified employees than those they supervise. This will 

not enable them to do their jobs. WEOs could be more effective and efficient in 

doing their job when they are staffed with better qualified employees. One means to 

attract such employees to work in the WEOs is to upgrade the positions. Therefore, 

the Regional Education Bureau in collaboration with the concerned sector bureaux­

Regional Planning and Economic Development Bureau, Regional Finance Bureau, 

Regional Civil Service Commission and ANRS council should do its best to develop 

new organizational structure that can upgrade positions in the WEOs so that WEOs 

can be staffed with better qualified employees who can have the capacity to provide 

the necessary support to schools. 

4.3.2 As the study has indicated, WEOs are headed by less qualified and incompetent 

persons. Less attention is also given to assign employees who have qualification in 

the area of educational management to the positions that require management skills 

both in WEOs and in schools. In such a situation employees cannot get due 

assistance from their immediate superordinates. Employees can get due assistance 

from their immediate superiors only when educational managers are assigned on the 

basis of competence and merit; they have to do the job not on any other criteria. The 

possible recommendation is thus that the Regional Education Bureau in 

collaboration with the social service sector of the ANRS council make wider study 
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4.3.3 

4.3.4 

and revise the criteria u d t; I . 
. . se or se ectmg and appointing heads of WEOs and school 

pnnclpals. 

As it has been discove d ' tho 
re m IS study. WEOs have no authority which is 

commensurate to their 'b'I ' . responsl I lties. Authority is highly concentrated in WETBs 
and WACs while WEOs th . are e nearest of all educational management levels to 
schools. This is contrary t th .. I . o e pnnclp e of decentralIzed management system. 

Moreover, organizations like WEOs can fulfil the expectations demanded of them 

when they have authority which is adequate enough to carry out their tasks. To 

materialize this, there should be proper arrangement of authority, accountability and 

responsibility among all levels of the education management system. In order to 

facilitate this arrangement, the educational management system need to be 

decentralized so that authority vested in WEOs can be adequate enough to do the 

job. 

It has been pointed out in the study that inability to properly utilize those scarcely 

available resources is one of the serious problems encountered in the WEOs. WEOs' 

personnel could be more effective and efficient in doing their jobs if they have 

continuous exposure to modern thoughts in managing resources. In order to raise 

understanding about the use of available resources, programs which enable WEOs' 

personnel to acquire knowledge and skills of management have to be initiated by 

their respective ZEDs. The ZEDs, for instance, can organize workshops, seminars or 

conferences where WEO officials, experts and other staff get into groups to discuss 

on their management problems, or to orient on how to perform tasks and utilize 

resources for the purpose of attaining organizational goals. In addition to this, the 

REB shall establish closer attachment with Addis Ababa University in order to 

devise mechanisms to develop different training packages in the area of educational 

planning and management so that employees in all levels of the educational 

management system can be trained in the area as they are on their jobs. 

4.3.5 As it has been asserted in the study, documents of rules and directives are 

inaccessible to most of the employees. The efforts made to introduce procedures, 

rules and directives to employees are insufficient. On the other hand, with the 

formulation of the 1994 ETP and with the implementation of the new curricula, 
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severa l procedures rul d d ' . 
, es an uectIves have been developed. Unless employees are 

introduced with those pr d ". . . 
oce ures, rules and directIves they w111 not have insight as 

to how to proceed in the organization in the course of carrying out duties and 
responsibilities Therefo d . . 

. re, e ucatlOnal managers of all levels should give due 
attention to popularize th . . 

ose procedures, rules and directIves by organizing 

orientation programs and creating conducive work environment where such 

documents can easily be accessable to all employees. 

4.3.6 Schools receive the recurrent budget lately in the form of goods and services. 

Schools are not also comfortable with goods and services procured by WEOs. This 

hampers schools from carrying out educational activities as per the annual plan. 

Thus, WEOs need to be staffed with competent employees who can speed up the 

process of budget releasing. In addition to this, procurement of goods and services 

should not be centralized at woreda level. It has to be devolved to the school level. 

Schools should not be deprived of the simplest authority-to decide on what and how 

much to procure with the already allocated finance. 

4.3.7 It has been pointed out in the study that WEOs prepare their annual plan without 

considering the quality and quantity of manpower and other resources needed to do 

the job. Planning is not based on reliable data and tasks are not performed as planned 

because the supply of current information or updated data is ignored. IfWEOs are to 

utilize the available resources efficiently and to manage the education system 

properly there is a need for planning. The planning should also be based on reliable 

data. Reliable data can be available in WEOs if proper information management 

system is established in the education system. Therefore, the AREB needs to make 

substantial investments to establish proper information management system. 
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APPENDIX _ A 
Staffmg of the WEo 

Grade 

Title of the post 

Head ofWEO 
not given 

Coordinator for Education Sub p.7 
Pedagogics Center 
Junior auditor Subp. 
Building supervisor Sbp.6 
Planning and information Sub p.8 
section 
Secretary ~st C.F.S.5 
Head, Adm.& Finance Adm.2 
Service 
Personnel officer Adm. I 
Personnel clerk C.F.S. 5 
Head-Archieves C.F.S. 6 
Head- store ' s section C.F.S. 5 
Store' s clerk C.F.S.4 

Head, fmance and budget Adm. 1 
Accounts clerk C.F.S . 6 
Cashier C.F.S. 5 
Assistant cashier C.F.S. 4 
Assistant cashier C.F.S.4 
Guard C.M.S. 2 
Guard C.M.S.2 
Messenger C.M.S. 2 
Photo copy machine C.F.S. 3 
operator 
Janitor C.M.S. l 
Coordinator for Education 
Programmes and P.S. 4 
Supervision 
Formal Education Sub p.8 

Coordinator 
Training and Educational 

Sub p.8 mass media coordinator 
Health, sport and Student's 

Sub 0.8 service coordinator 
Coordinator for non-formal 
Education Sub. p. 8 

TOTAL -

- nce P.S. - profesSIOnal SCle . 
S b p = Sub Professional SCience . 

CUF'S' = Clerical and flnancial SefVl.ce 
. . . al S rvlce 

C.M.S.= Custodial and Manu e 
Adm. = Administration 

Salary 

minirnu 
m 710 

500 

420 
420 
600 

285 
500 

420 
285 
347 
285 
230 

420 
347 
285 
230 
230 
127 
127 
127 
182 

105 

980 

600 

600 

600 

600 
-

Required Number 
qUalification of 
for the post workers Positions in 

for one sample WEOs 
WEO 

filled not 

flUe 
d 

not stated 17 5 
(unknown) I 
Diploma I 16 6 

.. 
1 18 4 .. I 5 17 .. 1 20 2 

12 I 20 2 
Diploma I 17 5 

.. 1 20 2 
12 1 17 5 .. 1 19 3 .. I 20 2 .. I 20 2 

Diploma I 14 8 
12 1 17 5 .. I 17 5 .. I 19 3 .. 1 16 6 
5 I 21 1 
5 I 19 3 .. I 18 4 
II I 9 13 

4 I 19 3 
1 II 11 

BA 

Diploma 1 16 6 

21 I .. I 
19 3 .. I 
10 12 .. I 

- 27 455 139 

594 



APPENDLX- B 
Employees' Level of Education in the Sample WEOs 

No. of Em )loyees by Level of Education 

BA 12+3 DIP. 12+ 12 11 10 9 8 Below Total 

TIl grade 8 

No Zone Woreda 
I N.Showa Lalo mama 

meder I 5 5 - 2 1 - - 14 
2 Meda weromo 3 3 3 1 4 2 - 4 20 
3 Debre Birhan 1 2 6 6 - - - 1 2 18 
4 Eferatanagedcm 2 4 4 - 2 1 3 5 21 
5 Hagere mariam - 5 9 - - - - 2 16 
6 S.Wollo Kutaber 1 5 7 2 1 - 1 1 18 
7 Sayent 1 5 13 - - 1 1 1 22 
8 Dessie I - 2 5 8 1 - 1 3 2 23 
9 Kombolcha 2 2 9 2 3 - 2 1 21 

10 Debresina 1 5 7 1 2 1 - 1 18 
11 N·2oudar Chelega 2 5 6 - 3 1 1 3 21 
12 Denbiya 2 3 9 2 - - 2 2 20 
13 Layannacho 2 5 13 3 - - 1 - 24 
14 Gonder Zuria 2 3 9 2 - 1 3 - 20 
15 Alafa Takusa 1 4 9 - - 1 1 3 19 
16 Awi Ankesha 2 7 11 2 - - - - 22 

Guagusa 
17 Banja Shekudad 2 5 16 - - - - 1 24 
18 E.Gojjam Debre Markos 2 5 9 1 3 1 2 1 24 
19 Bebugne 1 5 11 - 1 2 4 1 25 
20 Enebse Sanneder 2 5 10 1 - 2 2 - 22 
2 1 Basoliben 2 6 11 - 1 1 - 1 22 

122 Dejen 2 7 9 - - - 1 2 21 
\ TOTAL 37 105 194 18 22 16 28 33 455 
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2 

3 

4 

5 

6 

7 

8 

9 

10 

11 

12 

APPENDIX- C 
The Assignment of Educational Administration Graduates (Diploma to degree) 

Graduate of Assigned in Working as teacher 
Ed. Ad. management 

positions 
(School REB) 

Zone MA BA Dip. MA BA Dip. MA 
South Gondar 8 21 8 11 

North Wello 5 9 4 5 

Bahir Dar 7 8 4 1 

Awie 6 8 1 3 

South Wello 11 42 6 8 

North gondar 10 26 8 24 

West Gojjam 5 20 1 8 

East Gojj am 1 5 16 4 5 

North Shoa 1 11 38 10 38 

Oromia 1 6 1 5 

Wag Hamira - 5 - 4 

REB 10 1 10 1 

Total 2 79 200 57 113 

\281 
r Total J 

II ted by REB for training need assessment In 1999/2000 Source: Data co ec 

1 

1 

2 

BA Dip. 
- 10 

1 4 

3 7 

5 5 

5 34 

2 2 

4 12 

1 11 

1 -

- 1 

- 1 

- -

22 87 

\1117 
I Total I 
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2 

3 

4 

5 
6 

7 

8 

9 

APPE DIX-D 

Document of Rules and Directives that are Available in sample 
WEOs and Schools 

In Sample WEOs In Sample Schools Total 
Documents of ru les and 
Directives available Not 

Avai lable Not I ot available 
Available Available Avai lable 

Education and Training 
Dolicy 16 6 48 57 64 63 
Standard for primary 
and Secondary Schools 

13 9 27 78 40 87 
Employees' promotion 
Guide-line 22 - 52 53 74 53 
Guidelines for 20 2 59 46 79 48 
DisciDlinary cases 
Transfer Guide line 20 2 59 46 79 48 
Teachers ' career 
structure 22 - - 105 22 105 
Training recruitment 
Guideline 15 7 30 75 45 82 
Schools Organization 
and Mgt Guide book 

20 2 69 36 89 38 
Supervision Guide 

19 3 13 92 32 95 

TOTAL 167 31 357 588 524 619 

~1143/ 
Total I 



APPENDIX E 
Recurrent Budget 

Year Allocated Utilized Not utilized 
in E.C 

No % 
1986 134,447,780 113,068,575 21,379,205 15.9 
1987 167,137,943 161,808,254 5,329,689 3.2 
1988 196,366,850 188,072,922 8,293,928 4.3 
1989 198,263,657 194,833,925 3,429,732 1.8 
1990 225,408,710 204,355,959 21,052,751 9.4 
1991 
1992 

247,985,205 223,718,796 24,266,409 9.8 
251,739,166 242,568,680 9,170,486 3.7 ! 

Source: REB's Finance MaIO Secllon 



APPENDIX F 
Detail Calculation of Mean Rank For Table 8 

Rank and Frequencies 
Total Mean Mean 

No. Perceived Problems (LRF) I/iR0 Rank 
1 st 2nd 3rd 4 th 5th 6th 

1\ LF 

1 Least salary 21xl =2 1 56x2 = 112 43x3=129 37x4 = 148 31x5=155 18x6 = 108 673 3.26 3 

2 In adequacy of budget 115xl = 115 37x2 = 74 24x3 =72 18x4 =72 5x5 =25 7x6 =42 400 1.94 1 

3 Shortage of manpower 23xl =23 59x2=118 19x3 =57 41x4 = 164 35x5 =1 75 29x6= 174 711 3.45 4 

4 Inefficient management 34xl =34 43x2 =86 71x3 =2 13 25x4 = 100 I1x5 =5 5 22x6 = 132 620 3.01 2 

5 Long distance walk to 
the work place 6xl =6 3x2=6 13x3 =39 39x4 =156 73x5 =365 72x6 =432 1004 4.87 6 

6 Working in rural areas 7xl =7 8x2 =16 36x3 =108 46x4 = 184 5 Ix5 =255 58x6 =348 918 4.45 5 



APPENDIX G 

Detail Calculation of Mean Rank For Table 12 

Rank and Free uencies 
Total Ir~C~ Mean 

No. Perceived Problems (LRF) LRF Rank 
1 st 2nd 3rd 4th 5th 6th 

1\ LF 

I Unfair distribution 57xl =57 39x2 =78 41 x3 =123 26x4 = 104 13x5 =65 30x6 = 180 607 2.94 2 

2 Poor handling 12x 1 = 12 25x2 =50 16x3 =48 82x4 =328 34x5=170 37x6 =222 830 4.02 5 

3 Late arrival 48xl =48 41x2 =82 52x3 =156 9x4 =36 25x5 = 125 31x6 =186 633 3.07 3 

4 Inadequate provision 63xl =63 36x2 =72 24x3 =72 42x4 = 168 36x5=180 5x6 =30 585 2.83 I 

5 Poor quality 5xl =5 42x2 =84 7x3 =2 1 28x4 = 112 75x5 =375 49x6 =294 891 4.32 6 

5 Improper utilization 21x 1 =2 1 23x2 =46 66x3 = 198 19x4 =76 23x5 = 115 54x6 =324 780 3.78 4 



Appendix - H 

ADDIS ABABA UNNERSlTY 

SCHOOL OF GRADUATE STUDIES 

F ACUL TY OF EDUCATION 

01 

DEP ARTMENT OF EDUCATIONAL ADMINISTRATION 

Questionnaire to be completed by Primary and Secondary School Principals 

The purpose of this questionnaire is to assess the management capacity of woreda 

education offices. 

Note: a/ No need of writing your name on the questionnaire 

bl For multiple choice questions, please answer by writing 'X' mark in the box 

provided for the choice which you think to be an answer. For questions that 

require opinions, please write short and precise answer in the space provided. 

cl Your response determines the success of the study and the researcher as well. 

Thus you are kindly requested to complete the questionnaire carefully. 

dI Your response will be kept confidential. 

Thank you for your cooperation. 



PART ONE 

1. Zone Woreda 

2. Sex: a) male 0 b) Female 0 
3. Responsibility in your organization 

4. Age: a/ 20 and below c:::=J 

bl 21-25 c:::=J 

cl 26-30 c:::=J 

d/ 31-35 c:::=J 
el 36-40 c:::=J 
fJ above 41 c:::=J 

5. Level of Education: 

a/ below grade 12 [:=J 

bl 1 i h grade complete [:=J 

cl TTl graduate [:=J 

d/ diploma CJ 

el 151 degree c:::::J 

fl other 

6. Specialization: 

a/ Educational Administration CJ 

bl Pedagogics CJ 

cl subject specialist CJ 

d/ generalist CJ 

7. Service in years: c:J 
a/ 1-5 c=J bl 6-10 

dI 16-20 CJ 
cl 11-15 c=J 

fJ 26 and above CJ 
el 21-25 c=J 



PART TWO 

I. Organizational structure: 

1.1 Do you think that the or . . 
. gamzatlOnal structure ofworeda education 

office wlll enable to mana . ge educational activities effectively? 

aJ Yes I 1 

bl 0 

1.2 If your answer for question nunlber 1.11·S ' 0', please list down the 

reasons. 

l. 

2. 

3. 

2. Adequacy of Authority vested in the WEOs 

2.1 Does the authority delegated to woreda education office enable it to fulfil 

its responsibility? 

aJ Yes 

bl No 

2 .2 When the authority delegated to woreda education office is compared to 

its responsibility: 

aJ it matches with responsibility c:=:l 

bl responsibility, is higher than authority c:=:l 

cl authority is higher than responsibility c:=:l 

2.3 
What do you usually observe in decision making? 

aJ Requesting directives from higher officials to decide 

bl Individual decision making 

cl Group decision making 



d/ No definite pattern to mak d .. 
e eC1Slons 

2.4 Mostly decisions take: 

aJ long time 

bl short time 

3. Clarity and Availability of Rules and Directives 

3.1 Rules and directives that the woreda education receive are: 

aJ easy to understand CJ 

bl difficult to understand CJ 

cl not comprehend able CJ 

d/ other ----------------

3.2 Documents of rules and directives are available in the: 
aJ hands of the head c=:J 

bl store room c=:J 

cl library c=:J 

d/ hands of concerned employees c=:J 

3.3 Efforts which were made to introduce rules and directives to 

employees were: 

3.4 

4.Vacancies 

aJ high c=:J 

bl medium c:J 

cl low c:J 

The follow up that managers m~ke to ensure that rules and 

directives are properly utilized IS: 

aI hi gh c:::=J 

bl medium c:::=J 

cl low 

. ain unfilled is: 
4.1 The period that vacanCies rem 

aI long c=:J 

bl medium [ ] 



cl short [ ] 

4.2 Effort made to fill the vaca . . 
a/ h

· I nCles IS' 

4.3 

10 1 . 
b [J 

bl medium [ ] 

cl low ] 

The practice of allocating budg t r " e lor vacancies IS : 

a/ high 

bl medium 

cl low 

4.4 Woreda education office employees' interest to stay on their jobs 

a/ high 

bl medium 

cl low 

4.5 The problems encountered to fill the vacancies are listed below. Show the 

degree of the seriousness of the problem in a rank order by writing the 

numbers 1-6 in the given box i.e. no. 1 for the most serious problem, no.2 

for the 2nd most serious problem, etc. 

4.5 .1 Low salary c:=J 

4.5 .2 Inadequacy of budget c:=J 

4.5.3 Shortage of manpower c:=J 

4.5.4 Inefficient management c:=J 

4.5 .5 Long distance to walk c::=::J 

4.5.6 working in rural areas c::=::J 

5. Level of Education 
5.1 Is the level of education required for the positions in the woreda 

. b? 
education offices adequate to carry out the JO . 

a/ Yes 

bl No [ ] 



5.2 If your answer for . qUestIon no 5 1 . 
to be taken. . . IS' 0' please I' d 

1 

2 

3 

' 1St own th e measures 

6. Planning 

6.1 Resources to be cons'd I ered during pIa . 
below. So, show your res . ~g at the school level are listed 

6.2 

. ponse by wntmg 'X' . 
agamst each resource. mark III the space provided 

aJ man power 

bl material 

cl finance 

d/ time 

Strongly Agree 

Not Strongly 

sure Disagree disagree 

At the school level, the implementation of the annual plan is evaluated: 

c=J 
aJ monthly 

bl quarterly 
c=J 

cl every six months c=J 

d/ at the end of the year c=::J 

el not at all c=::J 

7. Instructional materials 

The presumed educational materials organizing and distributing problems are 

listed below. Write 1 for the most serious problem, 2 for the 2
nd 

most serious 

problem and them up to the least problem in the space provided . 



7.1 Unfair distribution CJ 
7.2 poor handling 

CJ 
7.3 Late arrival 

CJ 
7.4 Inadequate provision 

CJ 
7.5 poor quality 

c:J 
7.6 Improper utilization 

c:J 

8. Budget 

8.1 The criteria to be used in allocating budget to schools are listed below. So, show 

how frequently the woreda education office uses the criteria by writing ' x' mark 

in the space provided against each criterium. 

Always 
8.1.1 schools' operational plan 
8.1.2 number of students 
8.1.3 number of teacher 
8.1.4 income generated by 

each school 
8.1.5 the level of school 
8.1.6 consensus of schools 
8.1.7 capacity to utilize the 

allocated budget 

2 Schools receive the allocated budget: 8. 

a/ on time 

bl lately 

8.3 d t' the form of: Schools receive the bu ge 10 

a/ cash C:J 

bl material C:J 

cl both C:J 

Some Not at 
times all 



9. Information flow 

10. 

9.1 The level of awareness that t h eac ers and employe h 
information is: es ave about the importance of 

aJ high C=:J 

bl medium C=:J 

cl low C::J 

9.2 The practice of consolidatm· g. . pertment data IS: 

aJ high C::J 

bl mediwl1 

cl low 

9.3 Completeness of the information flow is: 

aJ high c:::=J 

bl medium c:::=J 

cl low 

Conflict management 

In most cases, the cause for conflict is: 

aJ failure to properly evaluate performance 

bl promotion strategy 

cl transfer strategy 

d/ mistreating employees 

CJ 

CJ 
CJ 

CJ 

II . Professional support 
11.1 Do you think that the professional support provided to schools by woreda 

education office is sufficient? 

aJ Yes c::=:J 

bl No c::=:J 



12. 

11.2 If your answer for questi on number 11 l' , 
following reasons do . IS 0' with which of the 

you agree? 

aJ Lacking considerabl . e expertise On the 
bl shortage of budget part of employees c=J 

cl ot paying due attention 

dI all 

el other -------
11.3 On the average, how often do w . . oreda educatton office experts visit schools 

m a year? 

aJ Once a year c:::J 

bl Twice a year c:::J 

cl Three times a year r::=:J 

dI Four times a year r::=:J 

el Not at all r::=:J 

Are the following documents of rules and directives available in the woreda 

education office? 

aJ Yes blNo 

12.1 Education and Training policy c::J c::J 

12.2 Standard for Primary and Secondary Schools c::J c::J 

12.3 Employees ' Promotion Guide-line c::J c::J 

12.4 Guidelines for Disciplinary Cases c::J c::J 

12.5 Transfer Guideline 
c::J c::J 

12.6 Teachers' Career Structure 
c::J c::J 

12.7 Training Recruitment Guideline 
c::J c::J 

12.8 Schools Organization and Mgt Guideline c::J c::J 

12.9 Supervision Guide 
c::J c::J 



If you have any additional suggestion to improve the management capacity of 

woreda education office, please use the space here under. 



Appendix - I 

ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

F ACUL TY OF EDUCATION 

DEPARTMENT OF EDUCATIONAL ADMINISTRATIO 

Questionnaire to be completed by zone and wereda officials and experts 

02 

The purpose of this questionnaire is to assess the management capacity of woreda 

education offices. 

Note: aI No need of writing your name on the questionnaire 

bl For multiple choice questions, please answer by writing 'X' mark in the box 

provided for the choice which you think to be an answer. For questions that 

require opinions, please write short and precise answer in the space provided. 

cl Your response determines the success of the study and the researcher as well. 

Thus you are kindly requested to complete the questionnaire carefully. 

dl Your response will be kept confidential. 

Thank you for your cooperation. 



PART ONE 

1. Zone 
Woreda 

2. Sex: a) male 0 b) Female 0 
3. Responsibility in your organization 

4. Age: aJ 20 and below CJ 
bl 21-25 CJ 
cl 26-30 CJ 
dJ 31-35 CJ 
el 36-40 CJ 
fJ above 41 c::::J 

5. Level of Education: 

aJ below grade 12 c::::J 

bl 12th grade complete c::::J 

cl TTl graduate c::::J 

dJ diploma c::::::J 

el 151 degree c::::::J 

fJ other 

6. Specialization: 

aJ Educational Administration c::::::J 

bl Pedagogics c::::::J 

cl subject specialist c::J 

dJ generalist c::J 

7. Service in years: 
bl 6-10 c::J 

1-5 c:::J aJ 
c::J 

c:::J dI 16-20 
cl 11-15 

26 and above c::J 
c:::J fJ 

el 21-25 



PART TWO 

I. Organizational structure: 

1.1 Do you think that the or an' . g IzatlOnal Structure ofworeda education 

1.2 

office will enable to mana . . .. ge educatIOnal activities effectively? 
aJ Yes C::J 

bl No 

If your answer for question number 1.1 is ' 0' , please list down the 

reasons. 

1. 

2. 

3. 

2. Adequacy of Authority vested in the WEOs 

2.1 Does the authority delegated to woreda education office enable it to fulfil 

its responsibility? 

a/ Yes 

bl No 

2.2 When the authority delegated to woreda education office is compared to 

2.3 

its responsibility: 

a/ it matches with responsibility c=:J 

bl responsibility, is higher than authority c=:J 

cl authority is higher than responsibility c=:J 

What do you usually observe in decision making? 

a/ Requesting directives from higher officials to decide c=:J 
c=:J 

bl Individual decision making 

cl Group decision making 



d/ No definite pattern to nlak d .. 

2.4 Mostly decisions take: 
e eCISlons 

aJ long time 

bl short time 

3. Clarity and Availability of Rules and Directives 

3.1 Rules and directives that the woreda education receive are: 

aJ easy to understand c::=J 

bl difficult to understand c::=J 

cl not comprehendable c::=J 

d/ other -------------------

3.2 Documents of rules and directives are available in the: 
aJ hands of the head c=:J 

bl store room c=:J 

cl library c=:J 

dl hands of concerned employees c=:J 

3.3 Efforts which were made to introduce rules and directives to 
employees were: 

3.4 

4.Vacancies 

aI hi gh c:::J 

bl medium c:::J 

cl low c:::J 

The follow up that manag~rs m~ke to ensure that rules and 
directives are properly utiltzed IS: 

aI hi gh c:=:J 

bl medium c:=:J 

cl low c:=:J 

. . unfilled is: 4.1 The period that vacancies
l 
remain 

aI long ~[ --

bl medium 



cl short 

4.2 Effort made to fill the vacan' . 
aI high C:::J cles IS: 

bl medium C:::J 

cl low 

4.3 The practice of allocating budget ~ " Lor vacancIes IS: 

aI high r=-=-J 

bl medium r=-=-J 

cl low r=-=-J 

4.4 Woreda education office employees' interest to stay on their jobs 

aI high 

bl medium 

cl low 

4.5 The problems encountered to fill the vacancies are listed below. Show the 

degree of the seriousness of the problem in a rank order by writing the 

numbers 1-6 in the given box i.e. no. 1 for the most serious problem, no.2 

for the 2nd most serious problem, etc. 

4.5.1 Low salary c=:J 

4.5.2 Inadequacy of budget c=:J 

4.5.3 Shortage of manpower c=:J 

4.5.4 Inefficient management c=:J 

4.5.5 Long distance to walk c:=J 

4.5.6 working in rural areas c:=J 

5. Level of Education 
5.1 Is the level of education required for the positions in the woreda 

. b? 
education offices adequate to carry out the JO . 

aI Yes 
] 

bl No [ ] 



5.2 If your answer for . qUeStion no. 5 l' , 
to be taken. . IS 0', please list down the measures 

1 

2 

3 

6. Planning 

6.1 Resources to be consid d . ere dunno pi . 

6.2 

listed below. So show '" annmg at woreda education level are 
. ,your response by writin 

provlded against each g 'X ' mark in the space 

aJ man power 

bl material 

cl finance 

dI time 

resource. 

Strongly 

Not Strongly 

Agree sure Disagree disagree 

At woreda level, the implementation of the annual plan is evaluated: 

aJ monthly 
C=:J 

bl quarterly 
C=:J 

cl every six months C=:J 

dI at the end of the year c=J 

el not at all c=J 

7. Instructional materials 

The presumed educational materials organizing and distributing problems are 

listed below. Write 1 for the most serious problem, 2 for the 2
nd 

most serious 

problem and them up to the least problem in the space provided. 



8. 

7.1 Unfair distribution 
CJ 

7.2 Poor handling 
CJ 

7.3 Late arrival 
CJ 

7.4 Inadequate provision 
CJ 

7.5 Poor quality 
CJ 

7.6 Improper utilization 
CJ 

Budget 

8.1 The criteria to be used in allocating budget to schools are listed below. So, show 

how frequently the woreda education office uses the criteria by writing 'x' mark 

in the space provided against each criterium. 

8.2 

8.3 

Always 
8.1.1 schoo Is ' operationai...E.lan 
8.1.2 number of students 
8.1.3 number of teacher 
8.1A income generated by 

each school 
8.1.5 the level of school 
8.1.6 consensus of schools 
8.1.7 capacity to utilize the 

allocated budget 

Schools receive the allocated budget: 

a/ on time 

bl lately 

b d t in the form of: Schools receive the u ge 

a/ cash c:=J 

bl material c:=J 

cl both c:=J 

Some ot at 
times all 



9. Information flow 

10. 

9.1 The level of awareness th 
at employees hav b . 

information is: e a out the Importance of 

aJ high C::J 

bl medium C::J 

cl low C::J 

9.2 The practice of consolidating pertinent data is: 

aJ high C::J 

bl medium 

cl low 

9.3 Completeness of the information flow is: 

aJ hi gb c:::J 

bl medium c:::J 

cl low 

Conflict management 

In most cases, the cause for conflict is: 

aJ failure to properly evaluate performance 

bl promotion strategy 

cl transfer strategy 

dI mistreating employees 

CJ 

CJ 
CJ 

CJ 

II . Professional support 

11.1 Do you think that the professional support provided to schools by woreda 

education office is sufficient? 

aJ Yes c::=I 

bl No c::=I 



11.2 If your answer for question number 11.1 is' 0' with which of the 

following reasons do you agree? 

aJ Lacking considerable expertise on the part of employees 

bl shortage of budget 

cl Not paying due attention 

dI all 

el other 
-----------------------------------

11 .3 On the average, how often do woreda education office experts visit schools 

in a year? 

aJ Once a year c=:J 

bl Twice a year c=:J 

cl Three times a year c=:J 
dI Four times a year c=:J 
el Not at all c=:J 

12. If you have any additional suggestion to improve the management capacity of 

woreda education office, please use the space here under. 



PART THREE 

I. Are the following documents of rules and directives available in the woreda education 
office? 

aJ Yes b/ No 
1.1 Education and Training policy 

c::=:J c::=:J 
1.2 Standard for Primary and Secondary Schools c::=:J c::=:J 
1.3 Employees ' Promotion Guide-line 

c::=:J c::=:J 
1.4 Guidelines for Disciplinary Cases 

c::=:J c=J 
1.5 Transfer Guideline 

c=J c=J 
1.6 Teachers ' Career Structure 

c=J c=J 
1.7 Training Recruitment Guideline 

c=J c=J 
1.8 Schools Organization and Mgt Guideline c=J c=J 
1.9 Supervision Guide 

c=J c=J 



21 Which of the positions in the w d . ore a education office are filled with employees 

No Title of the post 
Filled Not 

1. Head ofWEO 
fillcd 

2. Coordinator for Education Pedagogics Center 
3. Jun ior auditor 
4 . Building supervisor 
S. Planning and information section 
6. Secretary typist 
7. Head, Adrn.& Finance Service 
8. Personnel officer 
9. Personnel clerk 
10. Head-Archieves 
11. Head- store's section 
12. Store's clerk 

13. Head, finance and budget 
14. Accounts clerk 
IS. Cashier 
16. Assistant cashier 
17. Assistant cashier 
18. Guard 
19. Guard 
20. Messenger 
2l. Photo copy machine operator 
22. Janitor 
23. Coordinator for Education Programmes and 

Supervision 
24. Formal Education Coordinator 
25. Training and Educational mass media coordinator 

26. Health, sport and Student's service coordinator 

27. Coordinator for non-formal Education 

3/ Employees' level of Education in the woreda Education office 

No Level of Education Noof 
Employees 

3.1 BA 
3.2 12+3 
3.3 Diploma 
3.4 TIl 
3.5 12"' grade complete 

3.6 I I tb " " 
3.7 lOth " " 
3.8 9th " " 

3.9 8th " " 

3.10 4 th and above 

3.11 Reading and writing 



Appendix - J 

INTERVIEW CONDUCT 
ED WITH HEADS OF SAMPLE ZEDs 

Zone -----------------
1. Background Information 

1.1 Age ___ _ 
1.2 Sex ---
1.3 Year of experience as 

a) teacher ----
b) principal ----
c) supervisor ---
d) manager ----

1.4 Level of education 
~--------1.5 Field of specialization ________ _ 

2. What do you think about the level of competence and efficiency that 
WEO officials and experts have in managing the education system? 

3. How are resources utilized? 

4. What are the major constraints encountered in managing the education 
system in the zone as a whole? 

5. How do you see the implementation of annual plans in WEOs and the 
information flow between ZEDs and WEOs? 
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