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ABSTRACT 

The lIIain purpose oj" Ihe sludy I!'CIS 10 assess Ihe praclice of slralegic planning in Iroreda 

educalion offices ill cemral zolle oj" Tigray lI'ilh Ihe imenl oj"suggesling II 'ClYS fin' iIJlprOl'illg il. 

Accordingly. 10 (//7Slrer Ihe basic research queslions in relOlion 10 Ill e lIIaglli/l /(le o/slakellOlders' 

involvemenl, cOlllpollems o/slralegic plan adequacy and ulilizalion of resources, compelence of 

WEO heads fo r ~[/eclive preparalion, illlplemenlalion and lIIoniloring and evalua/ion of 

educal ional slralegic plans, sySlem of mOl7iloring and evalualion, and lIIajor di/ficul!ies 

encoumered in preparing and ill7ple ll7eming slralegic planning IFere soughl in Ihe course of!lw 

sludy. The research lIIelhod elllplo) wi was a descriplive survey, avai/obiIiIY, slrmijied and simple 

random sampling were used 10 selecl sample of the respondents. The data included 66 staff 

members of WEO, 30 principals of preparatory, secondary and full elementw), schools and 40 

head departmems 0/ preparatolY and' secondwy schools. Questionnaires. interviews and 

document analysis lI'ere used as daw gCllhering tools. The dClla were analyzed using percentage, 

lIIean. chi-square.KolmogllrOl'-SlIIilllov one-solllple lesl fIIul 1-1<'.1'1 The fi nding oj" Ihe sludy 

revealed that Ihe practices 0/ slralegic planning and IForeda educalion in Tigray has been 

characterized by weak stakeholders' involvement in the strategic planning aClirilies, inadequale 

budget and poor U1iliza/ion of resources, lack of integration of componenlS 0/ slrategic plans, 

lack of COll1pelence of WEO heads /() illlplel77cnl the slrmegies, inadequacy oj" moniloring and 

evalualion syslem Irere Ihe major problems Ihal affecl the succes.liul illlplelllenlation o/Ihe 

educational strategic plans in the sample IForedas of the region. Based on Ihe major findings 

conclusions were drawn as; meaningful participation of stakeholders, relevant planners' 

knowledge and/or experience were fo und 10 be weak and Ihere was an adequacy 0/ plan 

IJlOniloring and emlucllion syslelll in Ihe selecled woredas. Finally, recomlllendalions were 

accordingly reco lll lllended Thus. increasing slakeholders' parlicipalion, enhancillg sOlll'ces oj" 

resources. imegraling Ihe componellls o/s/r(lIegic plans, providing suslainable capacily building 

lrainingsfor WEO heads, creating an independenl body for planll7oniloring and evalualion, Ihe 

needforfurther research works were SOllie oflhe 1110S1 imporlal1f remedies Ihm need 10 be ICIken 

so as 10 aile viOle Ihe exisling sillfaliol7s. 

VII 



CHAPTER ONE 

INTRODUCTION 

J. J. Background of the Stud y 

The development of society is at present being st rongly influenced by education, which 

resu lts in sc ientific and technologica l progress (UNESCO, 1998). Thus, it seems that 

education has been recognized as an engi ne that largely drives the soc ioeconomic 

transfo rmation of nations and facil itates personal success. This cou ld be the major reason for 

education to be given top priority by most developed and deve loping countries . Despite these 

realities, educators sometimes fa il to reach desired purposes, the fact that they are unable to 

deal with the complexities of planning, making decision and implementing the change 

itself(Cunningham, 1982).This impl ies that educators need to plan in order to make better use 

of the changes and the result that would be brought about. As no organization is free of 

change, which is often the result of education, effective planning ensures survival and 

growth (Forojolla, 1993).Hence, a fai rly systemat ic preparing, implementing and monitoring 

& eva lualing educational strategic plan needs to be adopted in educationa l organizations. 

Planning as a management task can take place at all levels of the education system and it is a 

central part of the whole process of the educational management. As Foroj ella (1993) noted 

"the notion of development has come to be bounded with education and planning as 

nowadays no sound development can occur in the absence of the proper planning system and 

an equall y sounded educati on system." If educati on is to make an effeclive contribution to 

national deve lopment, a more successful educational planning is needed to supplement its 

effort. A systematic preparation, implementat ion and monitoring & evaluation of educational 

st rategic plans to the developing nations have become more popular since 1960s, wh ich is 

followed by qualitati ve turning point. Regard ing the origin of the strategic planning, Preedy 

et al. ( 1997) have the fo llowing to say: 



Slralegl' beevllles popular in ,I,e 1950s and 1960s wlren large II1l11lber o//irllls and 

expanding business oppurlUnilies necessilOled looking II/ore s),slelllalicai/y al Ihe figure. 

This look Ihe /orlll of long range planning, Ihe purpose of which was 10 firsl define Ihe 

firllls objeclil'es, Ilren eSlablislr sOllie plans in order 10 achieve Ihe objeclives, andfinal/y 10 

al/ocale resource Ilrrough capilal budgeling Suclr long range planning as lI 'ay 0/ 
furmulating slrlifegic. lost ifs appeal Id,en il becomes e ridel1l liIal jort·castillg exisling 

!rel/ds illlo the j llfure did liD! produce accurate res lIlls. Coltsequellily. long range plallning 

was replaced by slrategic p lanning, lI'hiclr incorporaled accepling possible clranges in 

Irends and was nol based on lire assulllplion Ihal adequale groll'llr could be assured 

Thi s implies that strategic planning is the heart of any act ivi ty in various organi zations. With 

out strategic framework you don' t know where you are go ing or why yo u are going there. 

Goodstein et a!. (1 993 ) deli ned strategic plann ing as "the process b) which the guiding 

member of an organization en\'i sion its future and develop the necessary procedures and 

operations to achieve that future," These shows that the preparation, implementation and 

monitoring & evaluation of educational plan is a special kind of decision making which 

enables to forecast the future and helps to solve problems related to education. 

St rategic planni ng involves determining organizational goals and how to achieve them. It is 

concerned with making and implementing decision about an organizations future. Kaufman 

and Herman (199 1) explain strategic plan as a dynamic, act ive process that scans current 

realit ies and opportunities in order to yield useful strategies and tactics for arriving at a better 

tomorrow. It in vo lves educational partners in defining and supporting the purpose and 

miss ion. Thi s implies that strategic planning is crucial in providing better understanding 

about the future and moti vating the organizations to respond proacti vely to the future 

uncertainties, 

Kaufman ( 1995) argue that strategic plan preparation invo lves anal yzing the educational 

systems strength , weak nesses, opportunities and threats in order to have clea r guidance for 

ones decisions as one movcs fro m current resul ts to wards hi s miss ion and macro miss ion 

and for building year by year towards achieving each of the close in and distant mi ssion 

obj ec ti ves. Thus, whi le preparing strategic plan, one has to ensure that as many stakeholders 

as poss ible are involved in the planning process. Involving at least those who are accountable 

for implement ing the plan is ve ry decisive to improve organizational performance . 
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Accordingly, Bush and Burnham (1994) argue that ed ucational planners and managers 

shou ld encourage the participation of all the concerned stakeholders in the planning process 

because participation in the preparation process motivates them effective to par1icipati ve in 

the implementation and monitori ng & evaluation process. Howe,·er. there are problems in 

the educa tional planning. Especia ll y. in Africa Mbamba (1992) identifi ed them as planning 

by directives and order of politic ians, litt le consideration for technical experts, subjec ti ve 

criteria for appointments to key positions of power, frequent change of top bureaucratic, 

pol itical statement guide policy. poor coordinati on of educational programs and projects. 

shortages of fund s for recurrent expenditure, lack of well trained educational planners and 

implementers, poor communicat ion and transportation system and poor control mechanism 

to ensure that scarce educat ional resources are efficiently used. 

It is apparent that the introduction of educational planning in Ethiopia is assoc iated with the 

introduction of modern education 111 the country in 1908. Subsequently, Educational 

planning has passed two epochs I.e. the centralized management: and the epoch of 

decentralized management that came in to power with the arri val of EPRDF in 1991 as a 

state in the country. That Ethiopia is currently exercising the decent ral ized System of 

educational management by intensifying the mandates of lower level educat ional hierarchs 

of the importance of educational planning for the effective realization of their duties is a task 

not to be overlooked. The strength of these institutions among other things relies on their 

capacit ies to formulate, implement and monitor & evaluate the strategic plans. 

Many countries des ign educational strategic plans in order to address the press ing needs and 

problems of their country. The Transitional Government of Et hiopia issued a new Education 

and Traini ng Policy to respond to the accumulated deep rooted educational problems prior to 

1991. The Ed ucation Training policy and its Implementation (2002) document further 

enumerate that unrelated and easily copied educat ion sys tem of the pre-1991 curri culum that 

can not address: the pressing needs and problems of the country wi th lack of implement ing 

capacity of plann ing MOE (2007) has also suggested that to put into practice the designed 

educational strategic plans as to prevent the deterioration of educational quality, the 
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Ethiopian government has been designed a General Education Quality Assurance Package 

(GEQA P) consists of six programs. 

Accordi ng to the Tigray Educat ion Sector Development Program (TESD P,2006), Tigray 

Regional State Education Bureau is committed to improve educational qualit y, relevance, 

effic iency, equity and expand access to education with special emphases on primary 

education in rural and under served areas, as we ll as the proportion of educat ion for girls as a 

first step to achieve primary educat ion by 20 15. For the realization of the above issues, it has 

introduced a sector wide approach in preparing, implementi ng and monitoring & evaluation 

of its educational strategic plan. The Regional Ed ucat ion Bureau has furthered decentra li zed 

the power of decis ion making on the strategic planni ng down to 1V0reda and school levels, so 

that they could implement their plans accordingly. But, though the region tried its best to 

decentralized planning responsibi lities, the various units of plann ing practitioners, especially 

at woreda levels are not seen wh ile execut ing their respective plans as desired. Hence, 

examining the educationa l planning practices of the woredas, in line with educat ional 

strategic plan of the woreda will find to be timely response to the current situation. 

1.2.Statemcnt of the Problem 

In the present world, the need for strategic planning has significantly been increas ing 

although there have been debates on it s importance. For instance, scholars such as Napuk. 

Burch and others have been arguing useless and fruitless exercise. Parti cularl y, Napuk 

(1993) claimed that " "" we are too busy doing the business to waste time on useless plans, 

they are never any good anyway, because they always change." Similarl y, Burch (1996) 

showed hi s doubts on planning that it is not as such important since everybody exists as an 

indi vidual in pu rposeless and moving universe. However. desp ite these arguments there have 

long been convinci ng ev idences showing that organizations which practice strategic planning 

consistently perfo rm better than those with none or lim ited strategic planning and improve 

their performance over a period of time (Chandan, 1997). In other words, Strategic plan ning 

facilitates the success and/or fail ure of the organization dependi ng on the capacity to put in 

to effect. Hence. if an organization wants to put a bridge between its current performances 

and where it dreams to be in the future, necessarily it has to plan its overa ll ac ti vities. If not. 
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the organization may lose its status quo to greater degree since failure in strategic plarU1ing is 

immediately felt every where in the organizational structure. 

Planning enabl es the managers to be proac ti ve and make things happen rather than reacti ve 

and let things happen. It helps managers to consider se riously the present status of the 

organization and the environment in to which it operates. Besides, Forrojella (1993) noted 

that the central task in educational planning is to recognize the present conditions in 

adequac ies that poi nt to the desirabi lity of change. Therefore, educational planning 

contributes to the process of pol icy formulation by identify ing the central areas and the 

various policy options which are ava ilab le to address the problems. Every country has 

des igned its development plan for some year. Similarly different sectors of the country draw 

their strategic plan to achieve the development object ives, so educat ion as a sector has 

des igned its own plan to accomp lish its own plan and purpose in order to achieve the long 

term de velopment goals of the country. Coombs (1970) argued that "planning is a process, 

concerned not only wi th where to go but how to gather and by what best means. Its work 

does not ge t end when a plan gets on paper and has won approva l. Planning must be 

concerned wi th its own implementation." Effecti ve implementation is crucial to 

organizational change and innovation (strategic plan). Wolf (1994) argued that it is more 

important to know what an organization does than what it decides to do. As Klein and Sorra 

(1996) noted "increas ingly, organizat ional analysis identi fy implementation failure, not 

innovation (strategic plan) failure, on the cause of many organizations' inab ility to achieve 

the intended benefits of the innovations they adopt." Effecti ve plan preparation, 

implementation and monitoring & evaluati0n are the key facto rs in effect. Harvey (1982) 

argued that strategy implementation consists of securing resources, organizing these 

resources, and directing the use of these resources with in and outside of the organizations. 

Moreover it is clearl y indicated in the MOE (2005) inadequate plann ing and management 

capacities at the lower level of the organizational structure are a critical problem in reali zing 

the goals of the ed uca ti on. Ski ll s to intel-pret polices, co llect and analyze appropriate data and 

enabling woredas to take appropr iate act ion to meet minimum qual ity standards defined for 

local situat ions are crit ically lacking at the lower leve l of the organization structure . 
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On the other hand, Chanie (2010) in his research on "The Challenges and Prospects of 

strategic planning Formulation and Implementation Process in Selected Management 

Institutions of Ethiopia" asserted that, the formulation of strategic plan was not supported by 

the active participation of top management, customers and employees as required, 

Implementation of strategic planning had faced different challenges. Some of the challenges 

are: low comm itment from the top management, unable to cascade st rategic plan to 

operational plan,lo\\" strat egic plan revision, poor commun ication, poor performance 

management system and lack of monitoring and evaluation system. 

Tigray Regional State Educat ion Bureau (2007) on the other hand, on a topic a "proposal 

prepared for discussion on an issue of School Improvement Program [SIPjalso indicated that , 

disorgani zed effort on the part of Wereda Educat ion Offices in giving support to schools to 

enable them organize school improvement program committees, absence of immediate 

corrective measures, many \\'oredas and schools copying a plan prepared by others, leading 

schools without preparing three-year strategic plan and one-year action plans, or preparing 

the coming year plan without looking to changes were achieved and participating 

stakeholders. Therefore, these are among the problems of implementing. (Translation from 

Tigrigna language). 

Besides, Esayas (20 I 0) in his research, On Survey of the Practice and Challenges of School 

Improvement in Selected Government General Secondary Schools of Tigray Regional State 

has revealed that, the developed strategic plan was not based on effective use assessment 

data: goals are not properly set in terms of qua lity and quantity: woreda and school leaders 

have not adequate background and training wh ich enable them to develop effective school 

strategic plan. And MOE (2005) clearly indicated, inadequate planning and management 

capacities at the lower level of the organizational structure a critical problem in realizing the 

goa ls of educat ion, skills to interpret and analyze policies. 

Thi s study there fo re, aims at assess ing the extent to which the educat iona l strategic plan is 

currently implemented in the selected woredas of central zone of Tigray. And, as the 

researcher was the head of Wereda Education office , he has witnessed problems in 

formulating, implementing and monitoring & evaluating educational strategic plan. From 
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these the researcher understood that the preparation, implementation and monitoring & 

eyaluation of educational strategic plans still require much effot1 to be exerted. 

1.3. Objectives of the Study 

The general inten tion of this stud y was to analyze the problem of strategic planning in 

education at \\·oreda level in the se lec ted woredas of central zone of Tigray .The spec ific 

objecti ves were to 

1. To examine the educat ional strategic planning process in the se lected woredas . 

2. To assess the degree of stakeholders participation. 

3. To assess the e,tent of readi ness fo r strategic plann ing process. 

4. To examine the degree of implementat ion, mon itoring and eva luation. 

Therefore, accordingly, this study had attempted to seek answer and recommendations for 

the following basic questions . 

. What does the practice and de\'e lopment of strategic plann ing at the woreda education offices 

show? 

2. What is the degree of stakeholders' participation in the existing educational strategic planning? 

3. To what extent are heads ofworeda education offices competent to educational strategic plans? 

4. To what extent have monitoring & evaluation systems instituted in the des ign of the 

strategic pl ann ing? 

1.4. Significance of the Stud y 

Strategic planning in general and educational strategic plan in part icular is a far reaching 

gu ideline in which organizations operate and move fo rward in order to attain their vision. 

mi ss ion and objectives successfull y. However. prac ti ca ll y. the deve lopment of educational 

strategic plan is constrained by vari ous factors which hold it s sllccess bac k. Among the 

major problems presently faced at lower level organizational structure are highly centralized 

(not participatory), lack of knowledge and understanding of planning, lack of commitment , 
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inadequate resources and arrangement for coordination. Therefore. the study may be helpful 

to 

~ Initiate discussion and promote awareness on the problems related to the practice of 
preparing, implementing and monitoring and evaluating educational strategic plan in 
the selected woreda's. 

~ Contri bute the effo rt s be ing made to strengthen the quality of the practi ce in 
prepari ng, implementing and monitoring and el'al uati ng educational strategic plan in 
the selected woreda' s. 

~ Serve as initial reference to conduct further study 

~ Serve as source of information for readers. 

1.5. Delimitation of the Study 

The development of educational strategic planning process is a broad issue. Because of this 

the scope of the study becomes very important The refore, to make the study more 

manageable the study delimited to onl y seven woredas [Axum , Adwa and Abiy Adi from 

urban woredas] and [Ahferom .Werie leke, Laelay Maychew and Nadir Adet from rural 

1V0redas ] sample woredas. Furthermore, the study is delimi ted to strategic planning 

formulation, strategic plan implementation, processes[steps] of strategic planning, making 

strategic planning effecti ve, plan monitoring and evaluation, meaningful participation of 

stakeholders , and knowledge and experience of planners and the time boundary of the study 

of the educational strategic planning was del imited to the last three years (2008-20 10) . 

1.6. Limitation of the study 

The study was designed to focus on strategic planning in woreda educat ion in central zone of 

Tigray. However, because of financ ial and time constraints the study has covered onl y seven 

woredas and 14 prepara tory and secondary schoo ls in the se lected 1V0redas. Besides this, due 

to the same reason, the schoo ls treated in the central zone of Tigray are only those found in 

the selected woredas. Therefore, the result of the study should be considered with these 

lim itat ions. 
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1. 7. Organization ofthe Study 

Thi s research paper is organized in five chapters. Chapter one deals Il ith the general 

background, statement of the problem, objecti ves and basic questions of the study, 

delimitation of the study and how the research paper is organized. Chapter tlVO indicates the 

review related li terature and chapter three presents in detail the research methodology and 

techniques employed of the study. Presentat ion and analys is of data organizes under chapter 

four followed by the subs~quent findings of the da ta and its discussions. Chapter fjl"e 

contains brief summary, concl usion and recommendati ons. Finally, bib liography and 

appendices are also inc luded easy references. 
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CHAPTER TWO 

REVIEW OF RELATED LITERATURE 

This chapter dea ls \\·ith revle\qng literary works of various scholars on the practices of 

preparing, implementing and monitoring & evaluating educational strategic plan. Primarily, 

concepts related with planning, types of planning,(strategic & operational planning), 

characteristics of strategic planni ng. the relat ion between strategic and operati onal planning, 

importance of st rateg ic planni ng, process (steps) of strategic planning. problems of 

educational st rategic plan, making effecti ve strategic planning, strategic plan formulat ion, 

strategic plan implementation, plan monitoring and evaluation, meaningful participation, 

planner' s knowledge and experience and why strategic plans fai l? 

2.1. Planning: An overview 

Planning is considered as a crucial acti vity for an organization success by dec iding in 

advance what to do, how to do it, when to do it, and who is to do it. It bridges the gap from 

where we are to where we want to arrive since it makes possible for things to occur which 

would not otherwise happen (Burch, I 996). ln thi s sense, changes and events are left to 

chance and random un less they are accompanied by effective and efficient planning. 

Moreover, al though the exact futu re can rarely be pred icted and facto rs beyond which may 

interfere have tendencies to being some undesired consequences, planning by far, has the 

power to minimize these uncertainties and ri sks since it is the conscious determination of a 

course of action, the basi ng of the decision on purpose, facts , and considered estimates. 

Planning se rves to gai n control of the future through current acts and its purpose is to provide 

a bridge between usefu l knowledge and purposeful coordinated acti on (Cun ni ngham, 1982). 

In thi s regard , admin istrators look ahead, pred icts events, prepare for contingencies, 

formulate directi ves map out act ivit ies, and provide an orde rl y sequence for achieving goals 

through planning (Morphet, et al. 1982). Even though there is widespread suppOl1 for using 

strategic planning in education. the re are those who do not see the va lue of its application. 

Min tzberg (1994), former president of the strategic management society, was one of the 

earli est critics of strategic planning. Although his criticisms of strategic planning were not 
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directed spec ificall y at education, his vIews can be applied to its use in schools. For 

Mintzberg( 1994), one of the major weaknesses of strategic planning process lies in the fac t 

that formal planning does not produce e ffecti ve strategies. He argued "we have no ev idence 

that any of the strategic planning system .... no matter how elaborate ... . succeeded in 

capturing the messy informal processes by which strategies reall y do get deve loped" 

(Mintzberg, 1994). 

On the other hand (M intzberg. 1994) describe as strategic planning as is an invo lved. 

complicated , and complex process that takes an organi zation into the uncharted territory. It 

does not provide a ready to use prescription for success instead; it takes the organization 

through a journey and he lps deve lop a framework and context within which the answers will 

emerge. Literature and research has documented ex tensive ly the possible problems that may 

ari se during the process. Being aware of these issues and prepared to address them is 

essential to success: organizations strategic planni ng effort may fail if these potential pitfall s 

are ignored. 

With regards inflex ibility, strategic planning might inhibit changes, and discourage the 

organi zation from cons idering dis ru ptive alternatives . Plan ning mi ght inhibi t creati vity and 

"does not easily handle truly creative idea." A confl ict li es with a des ire to " retain the 

stab ility that plann ing brings to an organi zat ion ... whi le enabl ing it to respond quickly to 

ex ternal changes in the enviro nment" (Mintzberg, 1994). 

Therefore, almost every organizati on be it regional education bureau, or what ever its types 

and purpose, need to plan in orde r to make a respons ible dec isions on how to ac hieve the 

general/spec ific obj ectives by mak ing a wise allocation of the avail able resources, to 

complete in the world of dynamics, and survive in competiti ve world. 

Ethiopian Experience on Educational Planning: 

In Ethiopian context, educational planning and its implementati on, the encouraging efforts 

regarding the lo ng term planning, Education Sec tor Review (ES R), ERG ESE and the Ten 

year perspective plan ha ve not registered effecti ve results because the education system in 

thi s period was more of bureaucratic, centra li zed and was not accompanied by enabling 
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political environment and sound policy frameworks. Consequently, Educat ional plarUling 

and its implementation were found to be weak. 

Following the downfall and r~pl acement of the military government by the transitional 

government of Ethiop ia (TGE) in 1991 and later on by the Federal Democratic Republic of 

Ethiopia (FORE), among the major changes that were promised and are being implemented; 

the transi ti on from highly centralized system to a decentra lized system of governance is the 

major one. The education system which was highl y centralized since its time of start in the 

country has been decentralized with major devolution of powers to the regional, zona l and 

woredas education offices . In th is connection, due emphasis was given to decentrali zed 

educational manageme nt after the introduction of the new education and training policy 

(ETP) declared in 1994. 

In thi s regard , much effort has been made to improve the implementation of educational 

plan. According to the Review of the Ethiopian Education and Training Policy (ETP) and its 

Implementation (2002), The ETP document has identified three areas of priorities for a 

change. These were curriculum reform and the preparation of learning resources, teacher 

affai rs, and education planning and management. In reali z ing thi s, ETP is converted into a 

programmatic action through the ESOPs for implementat ion. So fa r Ethiopia had three 

ESOPs, the first is launched 1997, the second is launched 2002/03, and the third is also 

launched 2005/06. In the third ESOP, the main emphas is was, more specified in to general, 

technical and vocationa l and tertiary educat ion (MOE, 2008). 

However, as studies conducted by diffe rent scholars depicted, despite its encouraging trends, 

the decentralized plan implementation was entangled by so many problems. Thus includes; 

lack of decision making power, lack of accountabi lity and representation, lack of meaningful 

participation of the population. and sever shortage of ski ll ed man power and capacity 

constraints (Huss ien, 2002; Jeilu ,2001). In light of this, carefu l planning and its 

implementation are obviously imp0I1ant , but it accounts fo r nothing, unless the lower level 

echelons are aware of the product and have the sk ill s to implement educat ional activ ities at 

regional , zonal, woreda and school level (Oerebssa, 2001 ). 
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2.2. Types of planning 

Most scholars share common understanding on what planning is and how it contributes to a 

given organ izations success. But, when it comes to types, they differ based on various 

aspects. For instance , .l ain (1990) and Kumar (2002) classi fi ed planning types in to: single 

use plans - wh ich incorporates object ives, strategies, program s, proj ects, and budgets and 

standing plans - wh ich include policies, procedures , methods and rules. On the other hand , 

Lewis et al (1995) grouped planning types in to strategic and operational planning based on 

the time range and content they contain. 

Furthermore, many scholars class ifi ed it in a more comprehensive way as : strategic planning, 

tactical pl anning, and operat iona l planning (Black and porter, 2002: Koory and Medley , 

1987). Although experi encing the above variations of plan class ifications cou ld broaden our 

knowledge of planning types, the major ones that there are to discussed in the following 

sections are the strateg ic planning in detail and operational plalming which is common to 

different institut ions inc luding educational organizations. 

2.1.1. Strategic planning 

Strategic planning has been defined differently by various scholars. For instance, Pearce and 

Robinson (2003) defined, it as " .... the set of decisions and actions resul ting fo rmulation and 

implementation of the strategies design to achieve the objectives of the organization." 

O ' Brien ( 1999) and Griffin (2000) on the other hand, describe it as a general plan out lining 

decisions of resource allocation , priorities and action steps necessary to reach strategic goals. 

Its application to the education system seems to foster the emergence with, the strategies of 

autonomous action making it possible to narrow the gap between the procedures and the 

consumers of educat ion or training products (UNESCO, I 989).Generally speaking strategic 

planning is a type of planning which is set by the broad of directors, stakeholders, and top 

management which has an extended time horizon: addresses questi ons of scope, resource 

deve lopment , and competitive advantage of the organizations. 

As to Longan and Judyth (1997), strateg ic planning is the process of indicating the future 

status of an organization that is to be manifested in an extended period of time. It 

concentrates on the most cruc ial tasks that contribute to organizational development with in a 
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longer time period. Sallis (199-+) thereby is acting as a bridge to narrow down the gap that 

exists between their present level of status and the future aspired destination Bush and Jone 

(1994).Strateg ic planning focus on goals of greater impact. This makes it necessary Stoner 

et al (2005) thei r preparation be run by higher-position managers through an over whelming 

participation and consultation of stakeholders. Even though there is no fixed acceptable time 

that dictates the lifespan of strategic planning. Bush and Jone (1994) suggest that strategic 

plans are designed to be exercised with a time limit of three to five years. 

2.2. J.l Characteristics of Strategic Planning 

The basic aim of strategic planning is to actively determine the nature of the character of the 

organization and to guide its directions. It identifies the mission and mandates of the 

organization and devises strategies for fulfilling its purposes educators discussed on the 

different features of strategic planning. Eku (2005) elaborated the following characteristics 

that are commonly assoc iated with strategic planning: 

I) Strategic planning emphasizes looking from the outside. In identifying and 

understand ing conditions in the environment over which the institution may have 

little control, but which may have an impact on its nature and vitality .Since man y 

of the challenges and changes experienced by institutions are tri gged by out side 

forces this e mphasis on the external environment, monitoring major demographic, 

social, economic, political, and technological trends that may hold opportunities 

or threads for institution. While strategic planning also considers internal factors, 

it requires that they be balanced by an assessment of external realities. 

2) Acknowledging the changeability of the external environment and the rapid 

growth of knowledge, strategic planning uses a 3-5 planning time frame. 

3) Because of the external environment undergoes continues and often rapid change 

and because it is impossible to predict future conditions with certainty, strateg ic 

planning is a dynamic continuing process in which adoptions and/or devotions 

from the plan will be required and shou ld be expected. For this reason, plans are 

reviewed and updated regularl y. 
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4) An institution strives to distinguish itself from its competition through strategic 

planning. So that people inside and outside the institution will recognize its 

special identity, character, and areas of expertise. Finally, to be effect ive, strategic 

planning must be integrated with budgeting so that the allocation of resource 

reflects the priorities that have been establi shed, they moving the institution in the 

direction it has charted. 

Accordin g to Bush and Jone (1994), strategic planning is definitely a process involving a 

series of functions to take in to account. There are several implementation of strategic 

planning as a process. 

I. It means that changes in any components of the system wi ll affect several or all the 

components. 

2. It is sequential. The process of strategic planning and management follows its own 

path from the preparation of the plan time to the time where the strategy is 

implemented, reviewed and evaluated. 

3. It is the necessity for feedback from implementation, review and evaluation to the 

early stage components of the process. Managers should carefu ll y measures and 

analyze the impact upon the need for possible modification for the organization 

mission; thus making a great relationship between the planning and the controlling 

part. 

2.2.1.2 Strategic Plan in Education 

According to Gamage (2006), in the contemporary world, similar to other fields , education is 

undergoing unprecedented change, due to the advancement of technology, globa li zation and 

changing expectations of the society. Educational leaders find it extremely difficult to face 

the challenges and predict the fu ture of their organizations. Strategic planning a means by 

which they can establish and maintain a sense of direction. It is a continuous process by 

which an organization is kept on course, through making adjustments, when both the internal 

and external contexts change. Planning cannot be considered as having been completed when 

the written document is finalized; it is only a record of the process, at a given point of time, 

while the difficult part is the implementation. 
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More importantly, Fidler (2002) in Gamage (2006) asserts that, the process of strategic 

planning should invo lve three conceptual stages: a strategic analysis, strateg ic choice, and 

strategic implementation followed by three action steps to include: deciding how to plan, 

deciding how to choose and deciding how to plan and implement. However, in developing 

strategic plan fo r educational institution, the educational leader needs to embrace the key 

elements of the planning process. This invo lves the following managerial skill s: 

On·elop ing a shared vision to determine where the organizat ion is headi ng-so as to provide 

long-term direction, de li neate what kind of organizat ion is envisaged and infuse the 

community; setting objecti ves-converting the strategic vision into spec ific performance 

outcomes to be reali zed by the organization: develop ing the strategies-to achieve the desired 

outcomes; implementing the chosen strategies- effic ient ly and effective ly; monitoring and 

evaluating the performance-initiate co rrecti ve adjustments in the vision, long-term objectives 

and strategies, in the light of actual experience, changing conditions relating to new 

opportunities, threats and new ideas. 

Generally, according to the Arizona model of strategic planning (1998) a successful strategic 

planning process: Has the full support of the top management, It is participatory and involves 

staff at a ll leve ls, ensuring that the plan has "buy in" from everyone in the organ ization, its 

fl exible, fits the organizations and uses fr iend ly, clearly defines responsibil ities, establi shes 

and ensures accountability galvanize common purpose and understanding. Stays aware of the 

environment in which it functions strategic planning is reali stic abo ut goa ls, obj ectives, 

resources and outcomes develops and conveys compelling evidence fa !· its recommendations, 

has a method or strategy of reso lving conflicts about stakeholders, leads to acknowledge the 

reality of having to do more with less, both the plan and the planning process are re viewed 

and modifi ed regularl y. 

2.2.2. Operational Pla nning 

Operational planning . as its name implies, is the most specific and detailed activity which is 

made at the operational level of the organization, and concerned with the routine act ivities of 

the institution. It is concerned with the physical implementation of plans. Operational 

planning is, in short, a process by which admini strators ensure that resources are obtained 
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and used effecti vely and efficiently in the accomplishment of strategic objectives 

(Cunningham, 1982). It focuses on establishing spec ific and detai led procedures, budgets, 

and schedules of plan execution. Operational planning is usually narrower in scope. Thus an 

organization's operating plan should help to explain how the organization will contribute to 

achieving the organizat ion'S over all strategic plan. Generally, operational planning is an 

expanded \'ersion of strategic planning and is generally more tangible and less conceptual. 

2.2.3 The Relation between Strategic and Operational Planning 

CUlmingham (1982) elaborated the two main types of planning as: 

Strateg ic planni ng is seeing that the organization is doi ng the ri ght th ing: operational 

planning is ensuring that the organizat ion is doing things right. Strategic planning is defined 

as the process of dec iding on objecti ves, on the resources used to obtain objectives, and on 

the policies that are to govern the actuation, use and disposition of the resources. Strategic 

objectives are directed toward long term survival, future resources, future potential, and 

fl ex ibility and adaptability to changing conditions. Strategic objecti ves are future directed, 

usua lly are cl ients oriented, and are directed external needs. Strategic plans determine the 

character and direction of organization and are often based on va lue systems. Operational is 

the process by which administrators ensure that resources are obtained and used effect ively 

and effi ciently in the accomplishment of the strategic objectives. 

He further noted that fo r the planning process to work appropriately, strateg ic plans must be 

developed and made final preceding to developing and implementing operational plans. That 

means, the developing and im plementing operat ional planning shou ld based on the strategic 

planning. In relation to thi s, Judson (1996) stated that operating plans should be form ulated 

immediately fo llowing the validation of the strategic plan. Cunningham (1982) also said that 

operat ional plans should not be developed first with the intent of imposing strategic plans on 

top. He argued that the best approach is firs t to develop strategic plan under the direct ion of 

top level ad mi nist rators and then use these strategic plans to gu ide the efforts of operational 

personnel in the development of operational plans. 

Despite of the interconnected re lationships, they also di ffer based on various dimensions 

like the time they cover, the content they contain, their objectives, focuses, .... st rategic 
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planning focuses on "Doing the Right Things" while operational planning deals with "Doing 

Things Right" (Cunningham, 1982). Moreover, Chang (2006) stated that, strategic planning is 

done with involvement of high levels of management, while operational planning is done at 

lower levels. 

Operationa l planning consists of making specific commitments to implement the object ives 

and policies established by strateg ic planning (Hampton, 1981). He continued saying that if 

strateg ic planning provides the "big picture" operational planning provides the detail s with 

out which the big picture would remain a blank outline. Here from Hampton words, one can 

easily understand that operational planning is the final phase of planning process which is 

mainl y put in the place as strategy to successfully implement the strategic planning piece-by­

piece. Generally the maj or differences between strategic and operational plarU1ing are 

summarized as fo llows 

Table 1: the relation between Strategic Planning and Operational Planning 

Emphasis Operat iona l Plann ing Strategic Planning 

Focus Opera ti ng problems and rea liti es Long term survi val and de ve lopment 

Objective Present Performance Future school system success 

Constraints Present resources/school environment Future resources des ired system 

Rewards Efficiency, stab ility Future potent ial, fl ex ibili ty 

Time frame Short, fi xed Long (3-5 years), continuous 

Nature of Problem Structured Unstructured 

Details Many (detailed) few 

Organ izational level Usually (low) Usually (h igh) 

Organizational Type Bureaucrat ic/stable En trepren e u ri al/F I exi b I e 

Leadersh ip Conserve wh ich succeeded in the past Inspire change for futu re needs 

Uncertainty low risk Higher ri sk 

Sources: Modi fi ed from Chang (2008): Cunni ngham (1982). 

2.3. Problems of Ed ucational Strategic Plan 

Planning problems are eas ily len every where in the organization and distort organizational 

statuesque. Problems in plan preparat ion high ly affect successful plan execution. Educational 

strategic planning in developing nations is constrained by various factors which hold its 
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success back. Farrel (1997) and Forojella (1993) identified the major problems of 

educational strategic planning as highly centralized (not participative), Lack of healthy 

communication, Command oriented, Lack of knowledge and understanding of planning by 

most of the officials, limited and short time given to prepare plans, Lack of adequate 

expenences, and inadequate arrangement for coordination. Moreover, other researcher 

(Kumar,2002;Terry & Franklin,2002) found that the mai n obstacles of planning like 

inflexibility of the plans, lack of accurate in formation, resistance to change, lack of 

commitment, ambiguous objectives, reliance on the past happenings. lack of management 

support, lack of control ling technique, and time as cost factors as the major factors to 

effective educational strategic planning. In the same manner, Griffin (2000) and Koory and 

Medley (1987) discovered the major drawbacks of strategic planning as: it fails to anticipate 

emergencies, unexpected conditions may inhibit plan impl ementation, it can be so theoretical 

that political values are lost, reluctance to establish appropriate goals, less qualification of 

the implement ing bodies, improper reward system, and dynamic and complex environment 

which they thought are planning problems of affecting quality of strategic plalming in 

education in general. More comprehensive, problems of educational strategic planning as 

Dixon (1993) can be the result of lack of commitment to the planning process particularly 

among an organization's senior management: fai lure to set meaningfu l, verifiable targets 

bend absence of clear aims for the organization as whole: resistance to change among middle 

and junior management and among the ordinary workforce: over reli ance on past experience: 

poor and inflexible control techniques, lack of clear delegation in the organization: and lack 

clear lines of authority which makes decision making difficult. 

The fact that implementation phase of strategic planning process is the hardest step which 

dea ls with change: it is likely to .meet a lot of constraints which hold the successful 

implementation of the plans back. Hence, it can be said that there cou ld be as many problems 

as possible which might affect effect ive and efficient strategic plan execut ion. 

In this regard, Smith, et el (1 99 1) found out the major problems which tackle the smooth 

implementation of strategic plan as: implementation usua lly takes more time than originally 

allocated: implementation act il'ities are often poorly coordinated: maj or problems that 

su rface are not antic ipated: competing activi ti es and crises di strac t attention from 
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implementing decisions: lower level employees are not adequately trained and instructed : 

uncountable factors in the external environment have adverse impacts: developmental 

management may not provide adequate leadersh ip and directions: key implantation tasks and 

acti vities may not be defined in sufficient detail and information systems used to monitor 

implementation may not be adequate. To thi s effect, all the abO\'e mentioned problems of 

educational strategic plan can, directly or indirec tly, be categorized under political , 

admi ni strative and economic constraints which will almost certainl y ensure failure. 

2.4. Making Strategic Planning Effective 

Plarming is the primary manageri al function on which the successi ve managerial functions 

are built. Moreover, it is a tool which shows how, when, and why organizations operate. 

Hence, to ensure the effecti veness of this decision making process, various scholars have 

suggested ways to make it effecti ve. Among these Chandan (1997) identified the majo r 

principle of effective strategic planning as : keeping aims crystallized, deve loping accurate 

forecasts involv ing subordinates in the planning process, the plan must be sound one, do not 

be over optimistic dec iding in advance the criteria for abandoning a project, keeping plan 

flexible , and fit the plan to the env ironment. 

Like the above one, Kumar (2002): Kumar and Mittal (200 I) suggested the fol lowing 

important steps for making strategic planning effecti ve: establ ish better cl imate for planning, 

setting clear out objec tives, insta llation of sufficient information system, participation in 

planning, integrati on of long term plans and short term plans, economical (time and cost), 

instal lation management, communication of planning elements (goals and plarming premise), 

dynamic planning, and careful premis ing. Smith, et al (199 1) added the fo llowing measures 

to ensure the effectiveness of planning process: review objectives. envi ronments: eva luate, 

adjust, and commits resources; deve lop organizational st ructure; introduce the changes; and 

re-evaluate the plan. 

Generally, one must keep in mind that various limitations strategic planni ng should not lead 

one believe that strategic planning is unnecessary in the organization, or it is the luxury that 

only few large organizat ions can afford. It must be accepted that planning is an essential 

managerial funct ion and should be given special attention. The question here is that not 
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whether or not to plan; it is how to plan the strategy. Therefore, managers should take the 

great care to make strategic planning activities more effec ti ve to ga in its real contri bution in 

realizing organizational missions and vision. However, it is not enough to say that managers 

should take act ion to make strategic plalming effective, but they should be clear abo ut what 

actions should be taken in this regard. 

2.4.1. Meaningful Participation in Strategic Planning Process 

Among the va riolls issues requiring higher attention and which are bel ieved to enhance the 

effecti veness of strategic plan preparation, implementation and monitoring & evaluation: 

creating conducive environment to the different stakeholders take part in the process, and the 

strategic plan to be prepared by professionals with special skills and their experience, have 

strong acceptance on the quality of strateg ic plans (Bharadwaj & Balchandran, 1988). By 

participation, we mean that, the lower leve l implementers could effectively incorporate their 

needs in the plan and commit them for its successful implementation. Parkinson, et al. (1984) 

expressed the importance of participation in the strategic planning practices as: 

When a person part icipates, when he makes suggestions, when his views are given 

importance, he fee ls important. His se lf respect is enhanced . He, then, naturall y, exerts 

himself in the best poss ible manners when members of group participate in its activities: 

the group devices the benefit of their combined knowledge, experience and skill , 

unnecessary confl ict is avoided and the task are performed with maximum efficiency. 

From thi s, one can logica lly understand that parti cipatory planning can be performed with 

fewer resources but maximum efficiency since it creates democratic environment and we 

naturally like democrati c situations. In short, the planning system comes to li fe when 

members of the group are come involved in the strategic planning process Cunningham 

(1982). More convincingly, CUlln ingham (1982) proven that participatory planning process 

encourages managers to consult their subordinates and potent ial stakeholders which resu lt in 

effective strategic planning and decision making process. He has stated the findings of his 

study as fo llows: 
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....... adminislralors who consull Iheir subordinales during Ihe planning process 

receive Ihe highesl ralings for being helpful, lelling people who knoll ' lrhere 

Ihey sland, assisling people 10 gel ahead, inspiring subordinales wilh el1lhusing, 

building leam spril, being familiar \IIilh subordinales work, and for fO/1l'ard 

planning delegalion, problem so/ring and IrUSI. They also achieve high score 

on ilems ofref/ecling efficiency. 

To this effect, in order to ensure effect ive and efficient practices of prepanng and 

implementing educational straIegic plan, the people who are going to be affected by a 

paJ1icular development project should be involved in as much as poss ible in the strategic 

planning stages, partly to ensure that deta iled information on soc ial conditions and needs is 

obtained: and partly to encourage a sense of involvement in , and commitment to, the project 

by the people. Hence, participatory strategic planning enables the planning process to focus 

on the commonly felt needs of the society through group involvement and eases effective 

strategic plan execution. 

According to Kaufman ( 1995), developing education plan with out the input of 

representative educational partne rs is one of the mistakes usually made by educators and 

their partners. A plan put together and produced more quickly by small groups is not likely 

to be accepted by others who feel they have not contributed. When a stakeholders don ' t feel 

they are the part of planning; the results usually will be ignored or thwarted. Plarmers also 

grow frustrated seeing their product sit on shelves without the achievement of intended 

objectives. 

Preparing a plan and comlllg up with a document is not an end by itself. It should be 

efficiently and effectively implemented. The likelihood of plan implementation would be 

increased by increas ing authent ic participation of stakeholders in plan form ulation. 

Participation of stakeho lders in plan preparation promotes the sense of accountabil ity for the 

effective accomplishment of organizational goal, deciding on the goal and means for 

realizing goal, managing an organization and its unite, help to be responsive and responsible 

and to create better future for tomorrow's participative plan preparation, also, provide the 

chance of sharing diffe rent ideas, expenences, feelings, getting constructi ve suggestions, 
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facilitating staff perception on the current status and future aspiration of the education 

system and thereby reduce the opposite view that prevail between and among the different 

groups and individuals (Chapman and Lars,1997). 

Participat ion in plann ing renders a number of advantages. In the fi rst case. inflows of ideas, 

experi ences and feelings of those who have a stake li ft s the standards of plan up as there is 

the chance of obtain constructi ve suggestion from the di fferent tires within the organization 

and at the different di rec tions out of the organization. Taking part in the planning process 

facilitates staffs ' perception on the current status and future aspiration of the organizat ion 

thereby red ucing the oppos ite views that prevail between and among the diffe rent groups and 

individuals. Parti cipat ion in plan preparation also helps initiate individuals to exert their full 

potential: everybody will behave as if the plan is his own not anybody else imposition Rue 

and Byars in (Wezel et al. .. 2006). 

For Schermerhorn (1 996), panicipal.ive planning, which included all the people who are 

affected by the plan and who wi ll be asked to implement the plan, increases the creativity 

and information availability for planning and increases understand ing, acceptance and 

commitment of people to final plans. 

Hence, strategic planning to be a source of good performance needs to follow the 

decentrali zed sys tem which allows parti cipation of all the people who are affected by the 

plan and are asked to implement the plan in order to ensure the creati vity and availability of 

information for planning and get acceptance and commitment of people to final plans. 

Planners' knowled ge & Ex periences on Strategic planning process: 

A strategic plan which is prepared by pro fessional and/or highl y experienced planners tends 

to be more successful than a strategic plan prepared by non profess ional and/or less 

experienced planners. In clear te rms, hi ghly trained and speciali zed planning personne l are 

significantly imponant fo r effec tive strategic plan preparation and implementat ion 

(Bharadwaj and Balchandran, 1988). In add ition to thi s, Forrojalla (1993) witnessed that 

effective prac ti ce of the preparation the strategic planning require relevant knowledge and/or 
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experiences of planners. This implies that planners who have received good amount and kind 

of training in planning area could design varieties oftecimiques in order to address the most 

press ing needs of the society through effec ti ve and efficient strategic piarUling process. 

Furthermore, the fact that the planning process invo lves continuous act ivities, the output of 

one stage will also serve as inputs for the subsequent stages: and planners will al so learn 

much as they spend more times in strategic planning. Logically speaking, more experienced 

planners know the most common and frequentl y felt needs which should be addressed by the 

plan and problems encountered in thi s regard. This helps them to interna li ze the situatio ns 

and design e ffective intervention mechanism from the ve ry start to the last phase of strategic 

planning process. Hence, effective strategic planning process n"eeds we ll developed 

knowledge and/or experiences of planners. To wide up, strategic planning in general and 

educational strategic plan in particular can become more meaningful and effective if it is 

participative and carried out by highly sk ill ed and/or experienced profess ionals (Forroja lla, 

1993). 

2.4.2. The components of Strategic Planning Process 

Accord ing to Glueck ( 1988), use the resu lts of the internal and ex ternal ana lysis and 

customer ident ifi cati on to form ulate the miss ion, vision, principles, goals and objecti ves of 

the strategic planning. 

2.4.2.1. Developing Vision Statement 

According to Arizona model of strategic planning (1998), vision is a compe lling conceptual 

image of the desired future. creat ing a vis ion can help state agencies redefine, how services 

are provided and prepare the organi zati on to meet the demands of the fu ture. Great vision is 

conceived through a partnership between top management and all leve ls o f the organi zation, 

vision becomes a foca l poin t fore everyone in the agency. Ideally, the value of each 

employee becomes part of the organizations vision. By sharing the vis ion, management 

estab li shed commitment to the ove ra ll vision for employee at all levels. A great vision, one 

that wi ll inspire and challenge, is purposefully created and \l'i11 provide more than a picture 

of the organizations ideal future. Vision is critical ingredient for change which represents a 
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global, continual purpose for the organization and is the ultimate standards toward which all 

progress is measured. 

2.4.2.2. Developing Mission Statement 

Mission is a brief, comprehensive statement of purpose of an agency programmer sub 

program. If the mission statement already exists, the focus of thi s step is an reviewing it in 

li ght of the emerging vision statement, question for a critical review of an existing mission 

statement identifies what , and for who, agencies, programs or sub programs do. The miss ion 

statement is an invaluable tool in directing, planning and implementing institution efforts. 

The mission describes customers and products or services. The miss ion is part of an 

organizations identity, is all encompassing and rarely changes, and is the ultimate rationale 

for the existence of the agency, program or sub program (Kuber and Milan , 1996). 

According to Arizona mode (1998) of strategic planning, a good mIss Ion statement will 

identify the basic needs or distinct problems that the agency, program or sub program 

designs to address. Identify clients, customers or users (both internal and external) of an 

agency, program or sub program. Identify customer and stakeholder expectations, services 

and products provided to meet these requirements and resources used to sat isfy the 

requirements. Lead the development of performance measures that reflect customer and 

stakeholder requirements. 

2.4.2.3. Developing Organizational Values 

According to the Arizona model (1998) of strategic planning, values are factors that derive 

the conduct of an organization and guide the development and implementation of all policies 

and actions. Although organizations values may be implicitly understood , it is often helpful 

to explicitly state them. Values the core values and philosophies that describe how an agency 

conducts it in carrying out its mission. Values are often assoc iated with a quality 

management culture. These include "Getting it right the first time," satisfying customers 

need and continuous improvement (Louise, 1990). Values are also services as criteria to 

guide decision making at all levels of an agency. They are powerful instruments for changing 

organizational culture. Values motivate employees; express basic beliefs about the 

conditions under people work and required skills needed to make the vision a reality. 
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2.4.2.4. Identifica tion of Strategic Issues 

Accord ing to Arizona model (1998) of strategic planning criteria to identify strategic issues, 

strategic issues may arise as a result of an agency internal assessment and may be generated 

by externa l forces. Strategic issues may be addressed in the shon term in the next fisca l year. 

Strategic issues may be implementing over the long term. Finally strategic issues may lead to 

strateg ic planning goa ls represen t concerns of cr itical importance to the organization, often 

these strategic issues impact sel'eral or all the program in budget un it. Identifying these few 

critical concerns can help management foc us on high priority goals for the organization as a 

whole. 

2.4.2.5. Deve loping Strategic Plan Goa ls and Object ives 

Creating a strategy for any organizat ion involves defining goals and intermediate and short 

term objectives. Object ives should flow naturally from goals. Be clear on the goals and out 

puts, make the "SMART" Speci fi c, Measurab le, Achievable, Relevant, and Time specific 

goals are the broad resul ts wish to ach ieve over the long term .Goals provide a framework for 

more detailed leve ls of planning. Goals are more specific than the mission statement; but 

remain gene ral enough to stimulate creati vity and innovation. Goals describe the "to be" 

state (Louise, 1990). 

Goals wi ll also represent immed iate or serious problems or high priorit y issues that merit 

special attention. These critical or strategic issues, which are often uncovered during the 

internal/external assessment, might be descri bed as the "make or break" kinds of issues. 

According to Ari zona model ( 1998), strategic planning criteria to evaluate goals, goals will 

be in harmony wit h and clarity, the agency vision, mission, and val ues that are achieved will 

fulfill, or contribute to fulfilling, the mission of the agency, programs and sub programs. 

Goals will address priori ties and the results of the internal/external assessment and may be 

developed in response to strategic issues. 
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2.4.2.6. Commitment of WEO Management 

According to Manobis consulting firm strategy implementation (2007), Real leadershi p is 

required to compete effectively and deli ver growth. People look leaders to bring meani ng, to 

make sense of the seemingly unquenchable de mand for results and the need for individua ls 

to find purpose and ,·a lue. Leade rship is the common thread which runs through the emi re 

process of translating strategy in to results and is the key to engaging the hearts and minds of 

people. Whether we are di still ing strategy to achieve clari ty of intent, engaging peo ple to 

drive the strategy into action process or performance managing the resulting actions, 

effecti ve leadershi p wi ll make the diffe rence. Moti vat ional leade rship concentrated on 

ac hie ving susta ined performance through personal gro\\1h, value based leadership and 

planning that recognizes human dynamics. 

2.4.2.7. Environmental Assessment 

In formulating the st rategy, it is mandatory to understand organi zati onal mi ssion and 

objecti ves . The analys is of organ izati onal strengths and weaknesses as we ll as opportunities 

and threats (SWOT analys is) is a useful technique in fo rmulating strategies which are 

consistent with organ izat ional miss ion and objective (Shermerhorn, 1996 and Hill & Jones, 

2007). 

A SWOT analysis provides a rea li sti c understanding of the organi zation in relation to its 

envirolUnent and also assists in the creat ion of strategies that take max im um advantage of 

strengths and opportunities whil e minimizing weaknesses and threats (Shenn erhorn, 1996). 

Classifying the SWOT anal ys is in to two broad categories, thi s author confirms that the 

internal apprai sa l of strengths, the first of which and the reali stic base for strategy 

fo rmulat ion at all leve ls, is used to identify dist incti ve competencies around techno logy, 

human resources, management talent, and financia l strengt hs among others which can give 

the organization a competiti ve advantage in its operating domain which the weaknesses are 

fo und in the same re lated areas. The second category in the SWOT, the identifi cat ion of 

opportuni ties and threats (i nfl uence of the environment), the general enviro nment (economic 

socio cultural and technological) and the spec ific environment (customers. competitors, 
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resource suppliers, and regul ators among others) helps the organization take advantage of 

potential opportunities to mit igate the negative influence of the threats (Lusthaus and 

others,2002 ; and Shermerhorn, 1996). 

2.4.2.8. Turning S trategy into Action 

Thi s entai ls a phase approac h link ing ident ified performance factors with st rategic acti vities 

and projects designed to develop individual acti vities 'strategy into Action ' plmming is a 

phased approac h cha rting a course through performance factors , lik ing strategic thrusts to , 

process and indi vidua l acti vi ty. The ultimate goal is to enab le organi zations to effect ive ly 

translate strateg ic in tent all the way through to results in a clear and powerful process. The 

real need is to creati ve ly and s\'stematicall y unfold the strategy, bring it to li fe by creating 

integrated action plans across an organi zation that ensure a ll funct ions and divisions are 

aligned behind it (Moore, 200 I) . 

2.4.2.9. Performance Measures 

According to Manobis consulting firm (2009), perfo rmance measure involves the 

construct ion of organizational processes and capabili ties necessary to achieve through Hearts 

and minds of people. Whether we are disti lling strategy to achieve clarity of intent, engaging 

people to drive the strategy in to action process or performa nce managing the resulting 

actions, effective leadership will make the di fference. To make the strategy ' li ve' everyo ne 

in the organization needs to be engaged to make action. Communicating the strategy intent, 

thrusts and action plans setting individual targets and wo rk plans aligned to the strategic 

priorities. Performance management is a key facto r in getting the whole organization aligned 

and mobili zes to reach higher and work co llaborat ive ly together to deli ver results. An 

exce ll ent performance management system has a pivotal influence on the success of strategy 

implementation. 

2.5. Process (Steps) of strategic planning 

The process of strateg ic pl anning indicates the major steps that are undergone in strategic 

planning. The steps that strategic planning process follows can be shortened or extended 

depending on the size of the organization, complex ity of the programs, budget, time, 

28 



capability of the staff, avai lability of information, etc. Based on the specific planning frame 

work , some steps could be skipped or shorted or el se added, if necessary, without eliminating 

the fundamenta l planni ng quest ions fac ing the organ izati on (CRDA. 200 I). Hellriegel, et al 

(2002) recommended the steps that to be followed while preparing plans with particu lar 

reference to strategic plan. Hence, their models incorporate steps like developing mission 

and goals: assess lllg opportuni ties and threats: identifying strengths and weaknesses, 

developing strategies: preparing strategic plan: preparing tacti cal plans: contro lling and 

assess ing results: and continuing plann ing. Forroj all a ( 1993) condensed the strategic 

planning process (steps) in to th ree broad categori es namely: Form ulation, implementation, 

and Monitoring & eva luation. Therefore, however divers ' models of strategic plarU1ing 

process exist, treating Forrojall a's planning process would be more manageab le and common 

to all . 

Planning in genera l and strategic planning in parti cu lar is not the end by themselves not a 

one shot acti vity. It is a continuous process where a lot of procedures are undergone. Thus, 

although di fferent scholars have sli ghtly di fferent approaches to planning process, they all 

agree that the process is cycl ica l and never ending process. For instance, firs t we establish 

miss ion, then fo rmulate goals and objecti ves, finall y prepare plan (Chandan, 1997). 

On the other hand, Napuk ( 1993) desc ri bed the major planning procedures ma inly strateg ic 

as: We look at how you arrive at th is po int in your company hi sto ry, identifyi ng what made 

you successful and what require more attention, we deal with where yo u want to go fro m 

here by creating your vision, looking your objecti ves, conducti ng an internal evaluation of 

strengths and weaknesses and setting yo ur goals, we determine how to get where yo u want to 

go, dev ising strategies and dea ling with externa l opportuniti es and threats and look at how to 

make the plan work in your company, rev iewing structure and imp lementation and 

concentrating on action programs. 

In addition to thi s, Leweis et al ( 1995) condensed the steps with the prior models. Thus, thi s 

model involves strategic ana lysi s (What is the current position of the organi zation?): Strategy 

fo rmu lation (Where is the organizati on wanted to be?): St rategy imp lementation (HolY will 

the organization get to where wants to be~) : and Strategic control (How will the organization 

know when it has arrived?). More comprehensively, although various models differ based on 
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their approaches, most strategic planning methodologies include SWOT (Strengths, 

Weaknesses, Opportunities, Threats) , GTSM (Goals, Targets, Strategies, Measures), and 

environmental scanning of the organization. Educators deve loped yarious models of strategic 

planning. The fo llo\\ ing models of and McNamara (2008) provide a wide range options from 

which organizations might select an approach begin to deve lop their own strategic planning 

process . Such as: 

Basic St rategic Planning: thi s yery bas ic process is typically follolVed by organizations that 

are extremely small, busy, and have not done much strategic before. The basic strategic 

planning includes : Identifying the purpose (Mission statement), se lec ting the goals the 

organization must reach, Identi fy ing specific approaches or strategies that must be 

implemented to reach each goal. Identifyi ng specific action plans to implement each strategy, 

and monitoring updat ing the plan. 

Alignment Model: the o verall purpose of the model is to ensure strong alignment among the 

organization'S miss ion and its resources to effective ly operate the institution. Overall steps 

include: first, the planning group outlines the organization's miss ion, programs, resources, 

and needed support . Second, ide nti fy how these adjustments should be made, and lastl y, 

include the adjustments as strateg ies in the strategic plan. 

In general, all authorities show that planning is not an acti vity which is done randomly, 

rather it has some logical steps that planners should fo llow to increase its degree of 

efficiency and effecti veness. However, there is no consensus among authorities who write on 

the steps of planni ng process to make one and the same. There is a change and mod ification 

of steps from time to time. Therefore, educational planners may use one or the combination 

of the two or more class ifications according to their preference. 

2.5.1. Strategic Plan FormulationfPreparation 

Plan formulation is the primar\' step in planning process. Li ke other planning phases, it 

undertakes various steps. Hampton ( 198 1) identified six explicit procedures for preparing 

plans as: development of "strategic plans" by strategic planning committee: communication 

of these plans to the managemel1l committee as a general gu ideline: sub mission of proposed 

objectives by the department heads : review: discussion and agreement upon a set of 
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objectives: submiss ion of financial data : and issuance of the plan. Similarly, UNESCO 
(1984) forwarded planning steps as: identifying objectives: identifying needs: inventory, 
classifying, and measuring costs: programming: and implementing. 

Unlike the above ones, strategic planning follows a different procedure. It undertakes, 
determining vision, mission , and objectives: anal yzing the environment: analyzing and 
se lect ing strategic alternati ves: impkmenting the strategies: and evaluat ing and controll ing 
performance (Smith, et a I, 1991). Th is does not mean that a ll strategic planning should 
necessary follow the above mentioned steps. There could as many as the planning types. 

Strategic planning is a special kind of decision making which helps to bridge the gap 
between where we are and II·here we want to be in the future with limited avail able 
resources. While preparing to plan, there tend to be as many pre-conditions as possible to 
which will serve the planners are the threshold components. These ingredients to be 
sufficient level of furnish strategic planning process. Among these components serving as 
precondition, availability of and adequacy of resources such as-human resources, financial 
and material , the support from the political figure: and adequate informat ion are the major 
ones (Berara ,2008). In addition to this, stakeholders' involvement should al so be ensured the 
preparatory task since it enhances effective strategic plan preparation by incorporating local 
needs. To attest thi s, Conyers (1982) witnessed that participatory is a means of obtaining 
information about local conditions, needs, and attributes, with out which development 
programs and projects are likely to fail. 

Finally, logica ll y speaki ng, a strategic plan to be successfully prepared, the planners should 
be priory review the availability and accuracy of statistical data, skilled and experienced man 
power, leve l of commitment and other preconditions which all make up good strategic plan. 
Hence, a well prepared strategic plan which considers what is on the ground , can simply the 
ups and downs that will be faced during the implementation period. 

2.5.2. Strategic Plan Implementation 

The implementation stage is vital to the process of an organization. Hunger and Wheelen 
(2006) pointed that, although implementation is usually considered after strategy has been 
formu lated, implementation is a key part of strategic management. They continued saying 
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that strategy formulation and implementation should be considered as two sides of the same 

coin. Without effective implementation, the strategy may become a set of unobtainable needs 

rather than real ity. Byars, et al (1996) argued that strategies that have been carefull y 

formulated are littl e value if they can not be successfull y implemented. Thompson and 

Strickland (200 I :2005) a lso contirmed that good strategy and good strategy execution are the 

most truth fu l signs of good manage ment. Manage rs do not deserve a good star for designing 

a potentially brilliant strategy but fa iling to put the organizational means in place to carry out 

in higher- caliber fas hion- weak implementation U1idermines the strategy 's potential and 

overlays the way for short fa ll in customers' satisfaction and organizational performance. 

Once o f the best ava il ab le altern3t ives has been se lected, plan implementing bodies needs to 

be ready to make st rategic pl ans to cope with requirements and problems that might be 

encountered in putting in to effec t. While doing this, there are a number of preparation takes 

that should be carried out in order to make the successive procedures as smooth as poss ible. 

These pre-conditions of strategic plan implementation vary as scholars diffe r, for instance, 

(Malan, 1987; Stoner et ai, 1995) identified the basic pre-conditions fo r implementation as: 

budgets, schedules, resources. and progress reports. Espec ially the later scholar has 

emphasized that plan to be implemented. This shows that, budget is essent ial to the plarU1ing 

process since the objectives and programs contained in the plan can not be implemented 

without it. 

On the other hand , Smi th , et al ( 1991) forwarded the following fi ve rules or pre-conditions 

that organizations with successfu l implementat ion track records tend to follow: The plans 

must be communicated to all employees who m it will affect: the idea/concept represented by 

the strategic decis ion must hm·e a sound response and be a well formulated: management 

must obta in commitment and involvement from employees: management must provide 

suffi cient resources fo r the strategic plan includes money, manpower, technical expertise, 

and time: and the managemem must deve lop an implementation strateg ic plan by setting 

goals and keeping a record of acco mplishment. 

Implementation of the strategic plans is the most important stage in the planning process 

which remains the biggest challenge to the management team. The meaning and quali ty of 

the plan is in its effect after implementation. To strengthen this , Napuk (1993) confirmed 
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saying that it does not matter how well and great a plan seems to be, it is useless if it fai ls to 

implement. Implementing strategic plan requires logical and sequential activities to be 

carried out. In connection with this, Hersey, et al (2003) identifying the following three step 

process in plan implementation as: identifying alternative so lution and appropriate 

implementation strategies, anti cipating the probable consequences of each of the alternative 

strategies and choosing specific strategy and implementing it. 

Malan ( 1987) d ifferently put the sequent ial steps of strategic plan implementat ion in a more 

comprehensive way. His model involves: se lecti on of levels of objectives with their 

associated programs and projects, and accompany ing phys ical and fina ncial indicators to 

ensure and measu re the ir implementation: schedules: formal approval and announcement of 

plans: international and regionalizat ion of objectives and programs: annual budgetary 

review: inspection of execution, and where necessary, the revision of objectives and plmmed 

resources. In general, although the process of strategic plan implementation varies from 

organization to organization, the above models are fo und to be common and easily adaptab le 

by many organ izations. 

2,5,3, Plan Monitoring and Eva luatio n 

The last step of planning process is to monitor and evaluates the program of the implemented 

plan in order to ensure that it is operating properly or not. Evaluation is defined as "a process 

of analys is and control design to determine the relevance, effectiveness, significance mld 

impact of specific activities and the degree of efficiency with which they are carried out" 

(Miron and Chinapah, 1990), This shows that, evaluation is an exercise to assess the success 

and/or fa il ure of the planned objectives, program impact, and cost effecti veness. Monitoring 

on the other hand, is " ... process where by the progress of act iviti es is regularl y and 

continuously obse rved and anal yzed in order to ensure that the expected resu lt is achieved" 

(Chang, 2008),As a whole, one can generalize that monitoring and evaluation consists 

measuring the status of an object or activity against an expected target that allows judgment 

or comparison by continuous collection and analysis of information. 

Monitoring and Evaluation are processes used by the organizations to co llect and use 

feedback and are theoretically linked to planning and decision making. Monitoring helps to 
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clarify program objectives, link activities and inputs to these objectives, set quantitative 

performance targets, collect data routinely, and feed results directly to these responsible 

while eva luation looks at why and how resu lts were or were not achieved links specific 

acti vities to over all results, includes broader outcomes that are not readily quantifiable, 

explores unintended results, and provide clear lessons for adjustment to programs and 

policies to improve resu lts (Lusthaus and others, 2002). 

Once we have agreed upon the importance of monitoring and evaluation with the intent of 

assuri ng smooth implementation of plans by gathering empi ri ca l feedback to avo id problems 

that may ari se latter on, the nex t question is who. What , how and when to monitor and 

evaluate plans. 

Accordingly, Chang (2008) recommended that monitoring and evaluation could be carried 

out both by ins iders (those belongs to the same organizations as the program managers) 

outs iders (external evaluators) in order to help decision makers and the other stakeholders to 

learn lessons and apply them in fu ture programs. 

Monitoring and eva luation are necessary in any educational organ i7.ations and are all the 

more important when undertake change. Monitoring and evaluation are management 

functi ons through which organizati ons can ascertain whether or not pl ans meet their stated 

objecti ves . The focusing of monitoring and evaluation is on relevance, performance and 

success of plans thus ensuring the production of sustainable results that benefit the target 

groups. 

Regular monitoring IS necessary to judge progress, ensure that the strategic plan 

implementation is on track and to make any necessary corrections. It is rare that actual 

outcomes are the same as those predicted when plans were made. Long (200 I) al so argued 

that "systematicall y monitoring progress of major change is essential to achieving ultimate 

success. " 

McNamara (2008) defined monitoring as a process for check ing that activities are being 

implemented as planned, mainly looks as inputs, process and OlitputS. According to him, the 
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monitoring phase tracks and counts events, activities, peoples and objects and can consist of 

their periodic or continuous data co llection. The information gathered in this process, such as 

new trends and strengths and weaknesses of the plan, should be used to improve plans. 

Hence, educational administralOrs are obliged to monitor strategy regularly, refining and 

recasting it as often and as much needed to match the organization's changing internal and 

external circumstance. Educational organizations at any level should have monitoring and 

evaluation sys tems that ensure the effective implementation of strategic plan. 

In monitoring the progress of the plan reports have a significant role. In designing formal 

reports to monitor strategic progress Thompson and Strickland (200 I) developed four 

guidelines. These includes: information a reporting system should in vo lves no more data and 

reporting that is needed to give reliable picture, report and stati st ical data gathering have to 

be timely, the flow of information a stati st ics should be kept simple, information and 

reporting system should point out clearly warning signs rather than just produce information. 

From this, we can understand that an effective organization control system in educational 

organizations has its own consequences. Byars et al (1996) forwa rded the following 

consequences of poor controls: inflexibil ity, missed opportunities, loss of motivation and 

morale, lack of accountability and stifling creativity and innovation. 

2.S.3.1. Importance of Monitoring and Evaluation 

The importance of monitoring and evaluation system in educat ional institutions is 

unquestionable. McNamara (2008) argued that monitoring and evaluation helps to improve 

performance, to assess and enhance impact; to day-to-day decision making, to provide early 

warning of the problematic activities and process those need corrective actions, to help 

empowered stakeholders by creating opportunities to critically reflec t on performance and 

subsequent ly make dec isions on strategies and direction to build understanding and capacity 

among stakeholders, to motivate and st imulate learning among all involved, and finally to 

demonstrate and strengthen accountability. 
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The creation of monitoring and evaluation set up for it ascertains efficiency, effecti veness, 

equity and value for money is necessary Glover, D (1997). Monitoring and evaluation 

despite the difference in the nature and purpose of information they yield play enormous role 

in the aiding of organizational decisions. Evaluation, for instance, is more rigorous and 

provides data of more qU Jlitative nature to measure effect Basarab & Darrel 

(l992).Evaluation on the whok is used to assess the performance of organizations, and 

according to Schleehty (1990). has the fo llowing multifaceted interconnec ted benefits. 

First it should provide thos<, who work in the 5ystem wilh a basis for knowing what is 

expected and what they are to do wilh respect to Ihose expeclalions. Second, it 

provides people with in/ormation ji-Olll which is to judge how weiliheir /Jeljorll1ance, 

the /Jeljorll1ance of those m·/O supervise the peljorll1ance o/their departll1enl or unit 

and Ihe per/orl1lance of 'he system in general confirms wilh requiremel1ls and 

expeclations. Third, it provides basis for analyzing Ihe source of peljorlllance 

problems and ground for laking action 10 correct those problems. Fourth, il provides 

a data-base for assessing ilh! merits of any correclive aClion Ihal is laken 10 address 

pelj ormance problems Ihe f,"a lualion syslem mighl relwil. 

2.5.3.2. Components of Monitoring and Evaluation system 

Good monitoring and evaluation design is a much better broader activ ities than just 

development of indicators. Mc"1amara (2008) suggested that , it rather should have the 

following five components: clear statements of measurable goals and objectives: a structural 

set of indicators, covering out put of goals and services generated by the plan and their 

impact on beneficiaries: provision for co llecting data and managing records so that the data 

required for indicators are compati ble with ex isting statisti cs, and are a\ailable at reasonable 

cost: institutional arrangement fo r gathering, analyzing, and report ing data, and for investing 

in capacity building, to sustain (he monitoring and evaluation service: proposal for the ways 

in which monitoring and evaluation findings will be feedback in to deci sion making. 

2.5.3.3. General Rules for Monitoring and Evaluation 

Educational institut ions to make its monitoring and evaluation system effect ive in ach ieving 

its purpose, it should have gu iding monitoring and evaluation. Accordingly, McNamara 
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(2008) li sting the following guiding principles of monitoring and evaluation: it should 

address the spec ific needs of the stakeholders: encourage participations of various 

stakeholders at various levels monitoring and evaluation functions: be simple, flexib le, cost 

effec ti ve: employ and carri ed out participatory review and refl ec tion, and primarily the 

learn ing should be based on action, result and criti ca l reflection: participation of stakeholders 

in various functions of monitoring and eva luation should also focus on empowering them. 

Finally, all monitoring and evaluation works should be carried out in a very transparent 

manners and findings should be shared to all concerned through various mechanisms. 

He also identifi ed key questions while monitoring and eval uation status of implementation of 

the plan. The first quest ion should be the goals and objectives be ing achieved or not? If they 

are, then acknowledging, reward and communicate the progress. I f not, then conside r the 

following questions: will the goa ls be achieved according to the timeless specified in the 

plan? If not, then why? Should the dead line for completion be changed? Do persorll1e1 have 

adequate resources (money, facilities, training, etc) to achie ve the goals? 

2.5.3.4. Monitoring Tools 

Designing a proper informati on flo w system or communication is a pre-condition for 

effective strategic plan monitoring. The function of information system is to provide 

administrators with the information on which they can take timely action in pursuit of plan 

activities. Info rmation is passed from different sites to the ad mini strators. who use it to 

monitor program progress against plan Woldemedhin (2008) identified the most widely used 

means of communication employed in monitoring. These includes: progress reports, progress 

review meetings and site vi sit s. He further recommended that progress review meetings 

needs to be well pl an ned to be effecti ve and minutes of review meet ing should be carefully 

be recorded and documented. In addit ion, site visits have to be conducted in participatory 

way before progress review meeting is an·anged. 

Generally, we can understand that, monitoring and evaluation is fundamental in strategic 

planning process to know the status of the strategic plans and make the necessary 

adjustments if any. In add ition. the unit has to be equipped with the necessary fac ili ties and 
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personnel so that it can provide reliable and immediate information to stakeholders. Finally, 

the documents should be carefully documented and distributed to the bodies timely. 

2.6. Why Strategic Plan Fail? 

All organization strategic plans may not be implemented as expected due to vari ous reasons. 

A number of educators recognized different reasons for the future or strategic plan. 

McNamara (2008) identified the foll owing reasons that organizational strategic plan fail: 

failure to understand the c1i eI1ls, inability to predict the environment reaction, failure to 

develop new employee and management skills , failure to coordinate, inadequate reporting 

and control relationships, organizational structu re not flexible enough, failure to obtain 

management and employee commitmeI1l, fai lure to obtain to sufficient resources to 

accomplish tasks, under estimation of time requirement, failure to manage, poor 

communication, arbitrarily selecting pl3lming team member, not educating the plalming team 

members to the strategic planning process, putting the plan on the shelf and keeping it there, 

reluctance to revise the strategic plan, resistance to change, and keeping the strategy secrete. 

Mbua (2002) also argued that the failure to implement plans can result from variety of 

causes. These includes: shortage of financial resources, unanticipated bottlenecks in teacher 

supply or faci li ties, un foreseen imbalances between the flow of students and the educational 

capacity at different levels, and lack of pol itical commitment wi ll to implement the plan. 

Byrson (1995) and Roering cited in Vinzant J. and Vinzant D. (1996) suggested that a 

government unit, wishing to implement a strategic planning process, should have the 

following in place prior to attempt implementation: a powerful process sponsor, an 

effective process champion, strategies team, an expectation of disruptions and delays, a 

willingness to be fl exible concerning what consti tutes a strategic plan, an ab ili ty to think 

junctures a key temporal met ric and a willingness to construct and consider arguments 

geared to many different criteri a. 

Therefore, we can conclude that , lack of commitment , shortage of resources, pressure of 

external environment , capacity to implement the given tasks and absence of monitoring and 

evaluation systems are commonly identified as reasons for the failure of the implementation 

of the strategic plan. 
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CHAPTER THREE 

METHODOLOGY OF THE STUDY 

3.1. Research Method 

This study employed both qualitative and quantitat ive approaches. Qualitative approach 

enabled the stud y to get pertinent info rmation from key informants through interview. 

Moreover quanti tati\'e approach was employed in order to obtai n broade r information that 

encompasses the concerned stakeholders such as employees (staff members) and principal of 

secondary schools of the se lected \\'o redas under study through questionnaire. Therefore, the 

major concern of the study, as indicated earlier, was assess the chall enges or problems which 

hampered the strategic planning on education in se lected wo redas of the central zone of 

Tigray. To this end , a descripti\ 'e stud y approach was employed as the method of study. This 

method is appropri ate mainly to rev iew current status of chall enges or problems of the 

strategic planning process together with several kinds of data related to the subject under 

study. The relevance of thi s approach for such purpose has been noted by Best and Khan 

(1993). Moreover, it is a planned method of data collection that involves entering a subject 

population and measuring a specific set of responses (Jacob, 1987). 

3.2. Sources of Data 

This study used both primary and secondary sources of data. The secondary data sources was 

used the strategic plan document, annual reports, the strategic planning projects/TOR, the 

guidelines or methodologies adapted document, the performance repol1s of the concerned 

woredas and the ir mandates. Primary data gathered from key informants of the woreda head 

officers, staff members or employees working in the wo reda education offices, principals of 

secondary school, principals of full elementary school and department heads of secondary 

schools. 

3.3. Instruments of Data Co ll ection 

It is we ll known that choos ing appropri ate methodology is main ly dependent upon the type 

of research and its undertaking purposes. Being the fact the concept of using different 
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methods approach in data co ll ection in a single study is favored in recent trends for many 

authors. Large numbers of researchers are using multi-method approaches to achieve broader 

and often better result s. Denzing in Teshome ( 1998) for example. argues that because each 

method reveals different aspects of empirical reality, multiple methods should be used in 

every investigation as a rul e. Brower and Hunter cited in Teshome (1998) noted that there 

are strength and weaknesses to any s ingle collection strategy, and using more than one data 

collection approaches, permits the researcher to combine the strength and co rrect some of the 

differences anyone sources of data. By using its advantage, Chen and Manion (1994) even 

in single small scale study, a mixture of methods can often be adapted. 

3.3.1. Questionnaire 

One of the instruments used to collect data in many research is quest ionnaire, the same is 

true with my research. The objec ti ve of the questionnai re is to provide the necessary reali stic 

information for the study on the strategic planning process in se lec ted woredas of central 

zone ofTigray. 

The researcher was deve loped open ended and closed ended type of questi onnaires based on 

the rev iewed literature. Open ended questions give a greater insight and unde rstanding of the 

topic researched and closed ended questions are easy to class ify and quan tify, require less 

time, effort and ingenuity to answer. Thus, the questionnaires are used in this research to 

collect data from the staff members, principals and head departments of secondary school of 

the selected woredas. 

3.3.2. Interviews 

An interview is one of the instruments in co ll ecting data in research process. Interview is 

used to gather information that cannot be obtained from field observations, and to verify 

observations. Its purposes is to explain the participants' point of view, how they think , 

interpret , and ex plain their behav ior. Due to thi s fact the resea rcher useci interview to co ll ec t 

data from the head officers. This wills be done to co ll ect extensive data about the whole 

process, to create and to substantiate data collected through other instruments since the 

interviewee is the head officers of the woredas. (Mason, 2002) argues that data should be 

generated from research participants using instruments like interview. As she further clarifies 
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her point she says, because a qual itative research is a part of the research and shelhe cannot 

be neutral co llector of the data. 

3.3.3. Document Analysis 

To enrich the data obtained through questi onnaire and interview relevant documents we re 

anal yzed. Like annual performance, reports and strategic planning documents. More over, 

reliab ility and validity are central conce rns in document analys is . The theme of documentary 

rev iewed was obtain ing data on the formulation, implementat ion and monitoring & 

evaluation process of strategic planning. 

3.3.4. Pilot Testing Data Collec ting Tools 

The purpose of the pilot study was to assess the relevance of the instruments des igned to 

coll ect data for the study. The aim was also to find out ambiguous, omissions and 

misunderstanding of each item. After questi onnaires were prepared, pilot testing of the 

instruments were made in one woreda of the sample area that was woreda werie-Ieke to 

confirm the val idity and reli abi lity of the instruments. To do this, the researcher had 

distri buted the draft instruments to 5 WOFED experts and 5 vice pri ncipals and unit leaders 

of secondary schools of woreda werie- leke. 

Accordingly, in order to test the internal consistency the instrument (questiormaires), 

reliabil ity test was applied using estimation of Guttmann split-half method. Thus, the resu lt 

of the reli ab ility estimated 0.728. This shows that the instrument rel iable si nce numbers 

(reli abi lity test results) nea r to I (one) are generally considered as more reli ab le or highly 

reli able 

3.4, Sampling Technique 

Tigray regiona l state is located in the northern part of the Federa l Democrat ic Republi c of 

Ethiopia (FORE). The capita l city of the regiona l state is Mekelle whi ch is about 780 km 

away from Add is Ababa. This regional state has seven zones and 46 woredas (34 rural and 

12 urban woredas). 
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Moreover, the central zone of Tigray has 12 woredas (9 ru ral and 3 urban 1I'0redas) and 

528(28.4%) schools, 313,458(28.6%) students, and 69 14 (28.2%) teachers are covered out of 

the 1859 schoo ls, 1,095,012 students, and 24,466 teachers of the regional states respectively. 

Thus, the researcher has interested to employ the study in the se lected woredas of the central 

zone by us ing ava ilab ility and random sampling technique afte r stratified the woredas into 

urban and rural woredas. 

In order to co ll ect suffi cient and relevant data for the study, out of 3 urban woredas and 9 

rural woredas of the central zone of Tigray regional state; the researcher selected all the 

urban woredas using avai labi lit\· sampling and fo ur rural woredas thro ugh random sampling 

technique. Moreover, one preparatory and one secondary school were se lected from each 

sample woredas using simple random sampl ing techn ique. The names of the selected 

woredas are Axum, Adwa and Abyi Adi from urban and Ahferolll , Nadir Adet, Laelay 

Maychew and Werie Leke also from rural woredas of the sample zone. Moreover, the 

researcher had used purposive sampling and it is a process seeking to see high - info rmed 

persons and those, who have direct re lations. Moreover, the researcher had interviewed only 

to 7( I 00%) woreda education head officials. Generall y the major catagories of respondents 

had summarized as follows 
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Sample Sample Woredas Categories of Respondents 

zone 

Urban Rura l Woredas Type of WEO Schoo l 

Woreda Respondents 

s 

Urban Rural Type 

Centra l AXUIll Ahferom Supervi sor 6 12 Principals of 7 

Preparatory 

Adwa Laely- Maychew TOP 6 12 Princi pals of 7 

Secondary 

AbiAd i Nadir- Adet Curriculum 3 8 Principal s of 2 1 

Elementary 

- Worie-Leke Quality 3 4 Department Heads 42 

Ass urance 

- - Planner 3 4 -

- - Data Encoder 3 4 -

I 3 4 Total 24 44 Total 77 

But, 68(69.4%) Staff members (2 supervtsors, 2 performers of Teacher Development 

Program (TOP), one performer of curri culum, one performer of qualit y ass urance, one 

planner and one data encoder) fro m each urban woredas and (3 supervi sors. 3 performers of 

teacher development program (TOP), 2 performers of curriculum, one performer of quality 

assurance, one planner and one data encoder) of the rural woredas of Education offices out of 

98 , 14(100%) Princ ipal o f secondary schools, 2 1 (22.12%) principals of full elementary 

school out of95 and 42 (3 0%) head departments of secondary schools out of 140 were given 

questionnaires. Thus, the total numbers of respondents wou ld have 145. 
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With this, the researcher employed different sampling technique to select respondents from 

these woredas understudy and the woredas might be secured adequate cooperation and 

assistance , to my study. 

~ After stratified purposive sampling \\·as uti lized in se lecting process performers of TOP 
and Curriculum from each woreda education offices. 

~ Avai labili ty sampling technique used in selecting the head officers of woreda education 
offices, process performer of qual ity assurance ,planner and data encoder of the WEOs, 
principals of preparatory and secondary schools. 

~ Simple random sampling \\as appl ied in selecting supervisors of WEOs, principa ls of full 
e lementa ry schoo ls, department heads of Preparatory and secondary schools. 

In short the respondents we re se lected from head officers, staff members of woreda 

education offices, principals of preparatory, secondary and full elementary schools and 

department heads of preparatory and secondary schools of the seven woredas understud y. 

3,5. Procedure of Data Collection 

First, the questionnaires and interview guides were prepared in English and then translated in 

to Tigrigna. The researcher has made first contact wi th head officers of the woredas to get 

permiss ion to have an appointment for the interview and to distribute the questionnaires to 

employees in the office to fill the questionnaire individuall y. Following this the researcher 

has made an in terview with head officers of each selected woredas and consulted available 

documents related to strategic planning, to obtain additiona l data for the study. 

3.6. Methods of Data Analysis and Presentation 

Data co llect through questionnaires (closed-ended) were presented m table form using 

frequency counts and percentages. Frequency counts and percentages are calculated for those 

items prepared in Likert type scale and fo r more advanced stat ist ical operations and 

deci sions making as such items weighted mean, chi-square and Ko lmogorov-Smimov one­

sample test, were used to check whether there is a significance difference in the distribution 

of preferences among groups of respondents in terms of given items. The responses obtained 

from open-ended items of the quest ionnaire, interview, and document analysis were used to 

substantiate the analysis in each table. Since the interview questions designs to get ex tensive 
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data and to use as tri angulation. The qualitative data obtained from the documents, semi 

structure interview, and questionnaire were transcribed, edited and analyzed by using content 

analysis method, and organized around the subtopics deri ved from the research bas ic 

questions. 

Furthermore, before administering the questionnaires fo r data collecti on in the sampled 

woreda education offi ces. responde nts were informed about the purpose of the study and 

how to fill the questionnaires by the researcher him self. An interview \\ 'as also conducted 

through disclosing the purpose of the study based on the permiss ion and willingness of 

respondents by the researcher. 
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CHAPTER FOUR 

PRESENTATION, ANALYSIS AND INTERPRETATION OF DATA 

In thi s part, the data that had been secured through questionnaire, imerview, and document 

analysis concerning the st rategic planning in woreda education oftices in central zone of 

Tigray have been presented , analyzed and interpreted both qualitati vely and quantitatively, 

Questionnaires were distributed to Staff members of WEO (Process performers, Experts, 

Planners, Supervisors and data Encoders), School respondents (Princi pa ls and Head 

departments) and principals of full e lementary schools. In general out of 145 ( 100%) 

questioIUlaires distributed 136 (93.8%) were collected. Besides . the interv iew gu ideline 

designed for the head officials ofWEO of the sample woredas'. 

4.1. Characteristics of Respondents 

As it can be understood, employees' general characteristics, like , sex, age, educational 

qualifications and work experience have an impact on the Strategic plann ing formulation , 

implementation, and monitoring and eva luati on process and overall performance of 

organizational acti vities. With thi s assumption, the researcher has tried to ana lyze the 

characteristics of sample of respondents as follows . 

In order to gather the necessary information for the study, 145 copies 77 for school 

respondents (principals and head departments) and 68 for Office respondents (process 

performers, experts, educational planners, Supervisors and data encoders of WEO) of 

questionnaires were developed and di stributed to the target respondents. However, all the 

distributed questionnaires were not fully fill ed and returned to the research due to various 

reasons. Accordingly, the rate of return was (93 .8%). Specificall y, among 77 questionnaires 

di stributed for school respondents 70(90.9%) and out of 68 questionnaires di stributed fo r 

Office respondents, 66 (97.1 %) we re col lected with unrese r\"ed efforts made by the 

researcher. 
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Table I: Characteristics of the Respondents 

WEO SCHOO L Total 

ITEMS 

Principals Dep't heads 

count % count % count % count % 

\Iale 59 89.4 28 93.3 31 77.5 11 8 86.7 

Sex Female 7 10.6 2 6.7 9 22.5 18 13.3 

Total 66 100 30 100 40 100 136 100 

2 1-25 8 12.9 5 16.7 7 17.5 20 14.7 

26-30 13 19.7 5 16.7 7 17.5 25 18.4 

31-35 15 22.7 8 26.7 II 27.5 33 24.3 

Age 36-40 18 27.3 10 33.3 13 32.5 4 1 30 .1 

>40 I 12 18.2 2 6.7 2 5.0 16 11.8 

Total 66 100 30 100 40 100 136 100 

Educational Master - - - - - - - -

Status 
Degree 63 95.5 30 100 37 92.5 130 95.6 

Diploma 3 4.5 - - 3 7.5 6 4.4 

Cel1ificate - - - - - - -- -

Others - - - - - - - -
TOlal 66 lOa 30 lao 40 100 136 100 

Field of EDPM 16 24.2 7 23.3 - - 23 16.9 

Pedagogy I 1.5 - - - - I 0.7 
specializatio 

Curricu lum - -- - - - - -

n Others 49 74 .2 23 76.7 40 100 11 2 82.4 

Total 66 100 30 100 40 100 136 100 

Total 1-5 10 16. 1 8 26.7 10 25 28 20.6 

6-10 9 
Service 

14. 5 6 20 7 17.5 22 16.2 

11- 15 13 19.7 4 13.3 5 12.5 22 16.2 

16-20 12 19.4 4 13.3 6 15 22 16.2 

>20 22 33.3 8 26.7 12 30 42 30.8 

Total 66 100 30 100 40 100 136 100 

As can be seen from item one of (Tab le- I), among the total (1 36) respondents included in the 

study, 118(86.7%) were males and on ly l 8 ( 13.3%) of them were females. This shows that 

there is still gender gap which is common problem in a lmost all levels of organizat ions of 
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woreda education of Tigray regional state .. In other words, 2 (2.6%) of female respondents in 

the lower workforces (Department heads) and 1 (14.17%) of principals, 6(7.15%) in the 

middle leve l (WEO process performers, planners, supervisors and experts) were presented in 

the position. This shows that the participant of females was almost insignificant even in the 

front line implementers of plans. To thi s effect, since lack of female participation could 

result in failing to incorporate their needs in the plans that would help address the major 

issues of entire female population of the potential stakeholders, the region should work 

harder to increase their involvement in the higher officials of the region and planning 

activities at various leve ls. The\' should give much attention to empower females in all levels 

of educational organizations of the region. 

Regarding the age limits of the respondents, a large proportion was found in the age interval 

of 30 years and 40 years although there were few in the age below 30 years and above 40 

years . More imp0!1antly, the specific figures in the above table showed that the age intervals 

where the majority of the respondents ' falls differs as the respondents ' group vary. On the 

other hand, this table showed that good number of principals and head departments and 

educational planners , experts, process owner/performer of region and woredas seem to fail in 

similar age groups. That is 10(33.3%) of the principals, 13(32.5%) of department heads and 

18(27.3%) woreda planners, process perfonners and experts were in the age limit of 36-40 

years. And 8(26.7%) of the principals, 11 (27.5%) of department heads and 15(22.7%)WEO 

planners, process performers and experts were in the age limit of 3 1-35 years. Others, who 

are relatively insignificant in number, fall in the two extreme age limits (21-25, 26-30, and 

above 40 years). From this, one can infer that the major plan implementers (principals and 

depariment heads) were found in the age group of 36-40 years which would show that the 

majority of the strategic plan implementers where in the productive age level that could 

highly help effect ive strategic plan preparation, implementation, and monitoring & 

evaluation if properly coordinated. 

On top of this , Table I revea led the educational qualification of respondent, thus, 59(95.5%) 

of planners, process performers and expet1S of WEOs, 30( I 00%) secondary and full 

elementary school principal s and 37(92.5%) department heads of secondary school were first 

degree (BNBSc/BEd) holders. While 3(4.48%) of WEOs' planners, process performers and 
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experts, 3(7.5%) department heads of secondary school were diploma holders. From these 

data we can infer that the majority of the educational planners, process performers and 

experts did have the qualificati on expected to the position. More importantly. no respondent 

in the study had ce rtificate. 

Moreover, as shown in table I, the respondents were asked about their field of spec iali zation. 

The data indicated that 47(75.8%) of WEO planners, process performers and experts of the 

respondents fi eld of study were not related to the position they were assigned . However, only 

I (1. 5%) of WEO planner was studied in Pedagogica l sc ience and on ly 16(24.3%) was 

studied in educat iona l plan ning and manage ment. More importantly. it \\as indicated that all 

school principals did not study in educational planning and management or pedagogical 

science. This means on ly 7(23 .3%) of them were studied in educational plalming and 

management. But the 23(76.7%) had rather studied fi elds like Geography, Physics, Biology, 

Chemistry, Mathematics, English, Amharic, Histo ry, Phys ical education. and so forth. 

These data ind icated that educational planners, process performers and experts in the 

woredas and principals in the schools did not study related fiel d that were closely associate 

with their current position. This may show that educational leaders, planners and experts did 

not have the requi red knowledge and ski ll how to manage organi zations and lead employees 

in preparing and implementing the st rateg ic plan. Bes ides, as shown in Table I, itemS, WEO 

plarmers, process performers and experts were in the service boundary of 11-1 5, 16-20 and 

above 20 years respectively. From thi s, it can be inferred that the largest proportion fall in 

the relatively highest years of servi ces. Simi larly, 8(26.7%)of principals of the selected 

schools and 12(30%)head depart ments were found in the range of 11-20 years and above 20 

years of services. It seems that the educat ion offices and schoo ls of the selected woredas 

have relati vely enough number of wel l experienced planners, process performers, experts, 

principals and department heads that could have better understand ing on how to effectively 

prepare, implement and/or monitor and evaluate the educational strategic plans. 
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4.2. Analysis of strategic planning in woreda education offices 

This part is tried to present the analysis of the data obtained from quest ionnaires, interview 

and document analysis. The ana lys is has been done between t\\O groups: WEO Educational 

officials, planners, process performers and experts represented by office respondents and on 

the other group, principals and department heads represented by school respondents. The 

analysis has been categorized under seven major categories such as pre-conditions for 

effective preparation, impl ementation of educational strategic planning activities , 

Educational strategic planning (vision, mission, values, goals, objectives and action plans), 

adequacy and utilization of resources for effective preparation and implementation of 

educational strategic plans, competency of WEO heads and planners for effect ive preparation 

and implementation of educational strategic plans, plan monitoring and evaluation in order to 

follow the success and failure of the objectives against present target in selected woredas of 

central zone of Tigray region discussed here under. 

4.2.1. Prerequisites of Effective Strategic Planning Activities 

Strategic planning in general and educational strategic planning in particular is a co ll ecti ve 

activity which helps to manage the future actions and minimize uncertainties of 

organizations. A strategic planning activity basically undergoes preparations, 

implementations and monitori ng and evaluation phases. In doing so, mainly to assure its 

successful practices, there are various basic elements that need to be put in place throughout 

its processes. These governing elements include meaningful partic ipation of stakeholders, 

planners' knowledge and/o r experience for effective educational strategic plan practice, 

availability and adequacy of resources and competencies and commitment of woreda 

education official s. 

In order to examine the availability and adequacy of these basic pre-conditions in various 

levels of the selected woredas of the central zone of T igray responses were obtained using 

the five point of likert types scale ranging as very poor (1), poor (2), medium (3), good (4) 

and very good (5).Following these the mean value for t-test and percentage fo r Chi-square 

for every item were ca lculated and made ready for interpretation. In order to test the 
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significant differences between the two independent group office respondents( WEO 

planners, process performers and experts) and school respondents(principals and department 

heads) at alpha 0.05 leve l of significance. Accord ingly, for the items anal yzed by t-test, the 

mean scores calcul ated from the data were decided to be used for interpretation as 0.05- 1.49 

very poor, 1.5-2.49 poor, 2.5-3.49 medi um, 3.5-4 .49 good and above 4.49 very good. Thus, 

the mean value for every item was interpreted using the median dividing line at 3.0. Thus, 

mean score below 3.0 were taken as weakness/threa ts: While above 3.0 we re in terpreted as 

strengths/opportuni ties. 

4.2.2. Meaningful participation of sta keholders 

In order to ensure effective and efficient strategic plann ing practices. the pa rties that are 

basicall y a ffected by a particu lar development projec t/plan should be involved in the 

strategic planning acti vities in as much as possible, partly to ensure that detained in formation 

on social conditions and needs is obtained; and partly to encourage a sense of involvement in 

and commitment to the strateg ic plan by people. 

Major impol1antly, meaningful participation of the concerned stakeholders in the strategic 

planning enables the planning processes to foc us on the commonly felt needs of the 

stakeholders through group involvement and fac ilities smooth strategic plan implementation 

with fewer resources but maximum efficiency. Thus, under this section, di scussion regarding 

the trend of meaningful involvement of potential stakeholders in the practice of preparing, 

implement ing, monitoring and evaluating educat ional strategic planning, by attaching the 

literary works of various scholars and studies made before in similar area were made as 

follows. 

As can be observed fro m table 2 be low, all items except item 2 & 6,were rated as poor and 

very poor by majorit y of the respondent s were as ked the extent of principa ls and department 

heads invol vement in the educat ional strateg ic plan preparation and im plementati on. Based 

on thi s, 57(41.9 %) of the respondents confirmed as poor on the idea that principals and 

depaI1ment head involvement in strategic plan preparation. Acti ve invo lvement of the major 

stakeholders is significantly impo rtant since it could create sense of belong ness in the 
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parties, and they feel that it is their needs that are to be addressed by the strategic plans. 

Moreover, parties that are affected by a given plan participate: in the strategic planning 

process: easily understand the strategic plan and become more wi lling for its successful 

accomplishment (Lewis etal, 1995). Despite these real ity, it can be felt that the strategic 

planning activities in the selected woredas of the central zone of Tigray regional state lacks 

principals and department heads seemingly important contributi ons for its effective practices 

because of their limited roles in the process. This implies, principals and department heads, 

who are the front line plan implementers seem to execute the strategic plans that they had not 

participated in its preparation. And, it is likely that such trend could discourage these major 

plan actors not to exert their maximum effoI1s and eventuall y sho\\· failure. 

On the other hand, with principals and department heads commitment to effective preparing 

and implementing of educational strategic plans, 40(29.4%) of the respondents showed that 

as fairf medium. Thus, although commitment is a vital element in order to execute the 

strategic plans as effectively as possible woredas of Tigray region seems to lack it to varied 

degrees. 

On top of this, the degree that, 63(46.3%) of the respondents the draft strategic plans are 

brought for public discussion mainly by the education sector community, and 55(40.4%) of 

the respondents responded that the incorporation of their feedbacks acceptance for further 

improvements as very poor. This could have message that these principals and department 

heads are less important and their feedbacks are not va luable. Moreover, when someone is 

invited to comment on something and hi sfher feedbacks are left unused. It seems that the 

individuals are not as important as it should to be: and hi s fher idea is not considered as 

useful. 

A table 2 item 5, 60 (44%) of the respondents are dealiIlg with the involvement of external 

stakeholders, (NGOs, private investors, community) in the strategic plan preparation and 

implementation confirmed as poor. This indicates that the strategic planning practice in 

woredas of Tigray region lack active involvement of external stakeholders' (NGOs, private 

investors, community ... ). 

52 



Additionall y, on the above ideas interviewees have shared their views in the fo llowing ways . 

Most interviewees (22%) have stated that the role of external stakeholders in the strategic 

plan preparation was so high and encourage through out its process. But (78%) of the 

interviewee have great compla ins on the participat ion of external stakeho lders' mai nl y 

NGOs, private investors, communities; the fac t that their partic ipati on has al most been given 

less attention . 

Despite this, the interviewees have recommended that part icipati on should be to the optimum 

level since involvement of concerned bodies could high ly faci litate strategic plan 

implementat ion. In support of this view, Parkinson et al (1984) fo rwarded the following on 

the significance of part ic ipation in the planning process as: 

When a person participates, when he makes suggestions, when his views are given 

importance, he feels important. His self respect is enhanced. He, then naturally 

exerts himself in the best possible manner when members of group part icipate in its 

activities: the group drives the benefit of their combined. knowledge, experiences 

and. skills. Unnecesswy conflict is avoided and. the task is pelJol"lned with tnaximum 

efficiency. 

Finally, as can be seen from table 2 of item 6, responden ts were asked the avail abili ty of the 

strategic plans document at simplicity fo r all stakeholders, 44(32.3%) of the respondents 

pointed out the avail abili ty of strategic plan document ease for all stakeholders also as a 

medium. Furthern10re, the interviewees confirmed that, the orientations were provided fo r 

stakeholders' to make clear all th is issues. The researcher also observed the vision, mission, 

and goals of the region and each sample woreda education offices posted in the place where 

anyone interested can read. Thi s shows that , an effort was made to introduce the strategic 

plans to the different stakeholders'. This may bring some contribu tion in the effective 

implementation of the strategic plans. Moreover, the responses of the interviewees and 

analys is of the strategic plan document revealed that all organizations have deve loped three 

years strategic plans for the ir o rganizat ions. 
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Table 2: Responses on the stakeholders' participation 

Item Meaningful participation In Rank of the respondents 

preparing and implementing 5 4 0 2 I ~ 

strategic plans at your woredas 

I The extent to which principals F 7 8 28 57 36 

and department heads involve in Fo(x) 1.00 0.80 0.60 0.40 0.20 

the strategic plan preparation S n(x) 0.05 0.11 0.32 0.74 1.00 

1Fo(x)-Sn (x) 0.95 0.69 0.28 0.34 0.80 

2 The degree to which principals F 27 29 40 27 13 

and department heads are Fo(x) 1.00 0.80 0.60 0.40 0.20 

committed to effecti ve strategic Sn(x) 0.19 0.41 0.70 0.90 1.00 

plan preparation 1Fo(x)-Sn(x) 0.81 0.39 0.10 0.50 0.80 
0 The degree to which principals F 4 5 18 54 55 ~ 

and department heads feedbacks Fo(x) 1.00 0.80 0.60 0.40 0.20 

are taken for improvement Sn(x) 0.02 0.06 0.19 0.59 1.00 

1Fo(x)-Sn(x) 0.98 0.74 0.41 0.19 0.80 

4 The degree to which discuss ions F 3 6 24 40 63 

made on the draft of the strategic Fo(x) 1.00 0.80 0.60 0.40 0.20 

plan by the education sector Sn(x) 0.02 0.80 0.24 0.53 1.00 

community iFo(x)-Sn(x) 0.98 0.00 0.36 0.13 0.80 

5 The degree to which external F - 10 16 60 50 

stakeholders participate 111 the Fo(x) 1.00 0.80 0.60 0.40 0.20 

strategic plan preparation and Sn(x) 0.00 0.07 0.19 0.63 1.00 

im plemell tation 1Fo(x)-Sn(x) 1.00 0.73 0.41 0.23 0.80 

6 Availability of the strategic plan F 17 29 44 24 22 

document at ease for all Fo(x) 1.00 0.80 0.60 0.40 0.20 

stakeholders Sn(x) 0. 12 0.33 0.66 0.83 1.00 

1Fo(x)-Sn(x) 0. 88 0.47 0.06 0.4 3 0. 80 

Statistically Sign ificant at a lpha= 0.05, critical va lue of 0 =0.116 
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In order to test the significance of the differences between the responses Kolmogorov­

Smimov 0 test was applied. The calculated 0 test value is 0.95 for item 1, 0.81 for item 2, 

0.98 for item 3, 0.98 fo r item 4 and 1. 0 for item 5 and 0.88 for item 6, all of which are 

greater than the critical value (0.116) at 0.05 alpha levels. So the diffe rence of responses 

among respondents is significant. From this, we can imply that the opinions of the 

respondents are the same regarding the meaningful participation in preparing and 

implement ing strategic plans. 

4.2.3. Planners' knowledge and/or experience 

Planning is a continuous exercise that requires collecti ve knowledge and/or experience of the 

plan actors. By knowledge, it means that the planners should necessary be equipped with the 

required planning know how and skills which could make the strategic plans effective and 

achievable. In other \I'o rds, planners who have received good amount and kind of trainings in 

planning field could design varieti es of techniques in order to address the most press ing 

needs of the society using the knowledge and skills they have. Similarl y, planning 

experiences is significant important for effective strategic plan preparation and 

implementation. [n other words, the fact that strategic planning involving a continuous 

acti vity, the out put of one stage could serve as inputs for the subsequent stage: and 

indi viduals who are taking pan in the strategic planning process could learn much as they 

spent more times in these activities. Moreover, experience is a school by itself. 

In the table below (table 3), data with regarding the knowledge and/or experiences of the 

strategic planning in woreda education offices in central zone of Tigray is presented: and 

consequently, discussions were made accordingly fo llowing the procedures undergone in 

next sect ion. 
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Table 3: Responses on plan ners' knowledge and/or experience 

Planners' Raling Sca le 

knowledge and/o r 
~ 

V. good Good Med ium Poor V. poor -
experience on C f % I' % I' % f % f % X " 'Q 

ed ucatio na l " ~ 
0 
0. 

E ~ 

~ strategic plan " '" 
I A vailabilily of Office l < .. 6 12 18.2 21 31.8 25 37.9 5 7.6 2. 74 

qual ified person in I 

educational planning Sc hool 12 17 10 14.3 14 20 21 30 13 18.6 2.81 
process 

2 Availabililyo f Office 7 10.6 8 12 2 I 31.8 24 36.4 6 9.1 2.78 

continuous tra in ings 

for the education Sc hool 12 17. 1 10 10 15 21.-1 20 28,6 13 18.6 2.82 
strategic planning 

3 Adequale years of Office 2 l l 4.5 28 <2.4 29 43.9 4 6.1 2.54 

experiences of 

planners on strategic School 7 10 10 14.J 13 18.6 30 42.9 10 14.3 2.62 

plan practices 

4 The degree to wh ich Office 3 4.6 10 15.2 20 I 30J 
29 43 .9 4 6. 1 2.98 

the planners are sent 

for further upgrading School 10 10 10 In 12 17. I 24 3-D 14 20 2.68 

in educational 

plann ing 

The relevance of Office 3 4.6 II 16.7 16 24.2 22 3J.J 14 21.1 2.80 

5 planners' academic 

background 10 Ih e 
School 8 11.4 16 22.9 12 17.1 20 28.6 14 20 2.77 

strategic planning 

practices 

Table 3 clearly depicted the opinions of the two categories of respondents on the availability 

of qualifi ed person, availabilit y of conti nuous trainings, adequate yea rs of expe rience of 

planners, the degree to which the planners are sent for further upgrad ing and the relevance of 

planners' academic background in educational strategic planning practi ces in the sample 

woredas of the centra l zone o f Tigray were poor and medium with weighled mean value for 

every item 2.74 and 2.8 1, 2.78 and 2.82, 2.54 and 2.62,2.98 and 2.68 and 2.80 and 2.77 by 

office and school respondents respective ly. 
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In relation to the planners knowledge and/or experience, the interviewees have also 

confirn1ed that the availability of qualified person in educational planning, continuous 

training for the educational st rategic planning, adequate years of experience of platmers, 

further upgrading in ed ucational planning and the relevance of planners' academic 

background to the strategic planning prac ti ces were poor or enough attent ion given to the 

center than grass root levels of the woredas. For instance For instance, most interviewees 

specially stressed that the education plans and resources mobi lization program officers in 

most woredas were qualified in Geography, Mathematics, Chemistry, and so on that have no 

re levant trainings on educational strategic planning. Thus, th is could be the case why both 

office and school respondents complained on the rel evance of strategic planners' academic 
, 

background as poor and med ium. 

However, most literatures repeated ly suggest that strategic plans which are practice by 

experienced planners in re levant areas could result better outcomes than strategic plans 

prepared by non-professionals reactionaries with less or strategic planning experiences. 

Moreover, experience is a school by itse lf where individuals can accumulate good amount 

and kind of operating skill s. Furthermore, skilled , relevant and adequate academic 

knowledge in strategic plann ing/managing educat ion with vast planning experiences help the 

planners internalize the common needs of the soc iety and design effective invo lvement 

mechanisms from the very stan to the last phase of strategic plann ing processes. Stressing, 

this Foroja lla (1993 ) has illust rated that effect ive strategic planning practi ces require relevant 

and adequate planning kno wledge and/or experiences: and hence, the educational strategic 

plalU1ing would result in desired outcomes if prepared by profess ional's planners with special 

ski ll s. 

In summary, the di scuss ions made above have brought the researcher to say that the 

educational strategic p lanners: knowledge and experience in the planning and managing 

education was poor. These seem the strategic planning responsibilities in educati on office of 

the sample woredas remain the tasks of individuals. This is in accordance the finding of 

Bharad waj and Balchandran (1988) saying that educational strategic planning in educational 

organ izations of deve loping countries generally lack highly trained, specia li zed and well 
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experienced personnel of middle administrative levels (woredas) which IS a must for 

economically effi cient and management. 

4.2.4. The Components of educational strategic planning 

Table 4: Responses on vis ion, miss ion, value, goal, objcctin, & action plan. 

The components of 
" 

Rating Scate 
'0 

strategic plannin g " V. good Good Medium Poor V. poo r ~ 0 

E 0. 
~ 

~ " ~ r % F % F % r % r % ct: E 

I To what exte nt the Office , 6 15 22.7 22 33.3 [7 25.7 8 [2.[ 

vision statement 

provides a clear 
School 6 8 . .5 [4 20 [9 27.[ [6 22.8 [5 21.4 

piclure of the 

organizatio n future 

2 To what extenl the Offi ce 3 4.5 [2 t8. t 22 3J.3 24 J6.3 5 7.5 

vision statement is 

inspiring and School , 5.7 t 5 21.4 [ 7 24.2 JO 42 .8 4 5.7 

challenging 

3 To what degree the Office J 4.5 [8 27.2 20 30.3 22 33.3 3 4.5 

mission statement 

answers who we are, 
School 3 4.2 [4 20 [8 25.7 23 32.8 [2 [7 [ 

what we do, for 

whom we do and 

why it is important 

4 The degree to whic h Office 2 3 [ 2 [8. [ 20 30.J 24 36.3 8 [2.[ 

va lues can ac t as a School 4 5.7 8 [ 1.4 26 J7. [ 22 31.4 [0 [4 .2 

foundat ion fo r the 

The degree to which Office 2 J 30 45.5 22 33 . .3 [0 [ 5.2 2 J 

5 the goal supports the 

mission & reneci s School [ 2 [7. [ [ 5 2 [.4 20 28.6 [3 18.(i [0 [4.J 

strategic di rec t ion 

6 The extent to which Office 3 4.5 [0 [5 [ 22 33.3 24 36.3 7 [0.6 

object ives are clear 

& understandable to School 5 7. [ [ 5 2 [.4 [8 25.7 20 28.5 [2 [7.[ 

all stakeho lders 

7 The ac tion plan Office 2 3 JO 45 .5 [8 27.3 IJ [ 9.7 3 4-5 

contains a time 
Schoo l 2 2.8 20 28.6 2 [ )0 [0 14.3 [ 7 24.3 

frame for completion 
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In table 4 of item I, regarding the vIsion statement prov ides a clear picture of the 

organization future 22(33.3%) of the office respondents and 19(27.1 %) of school 

respondents revealed that the vision statement provides a clear picture of the organ ization is 

medium. On the contrary, 17(25.7%) of office and 16(22.8%) of school respondents 

confimled that, the vis ion statement provides a clear picture of the organization is poor. 

Therefore, it might be inferred that the vision of the organizations are not c lear that provide a 

vivid picture of the organizations future. The vis ion is not brief enough to be memorable 

which help for the ach ievement of the mission to be rea li ty. Moreover. the qual itative data 

from interview and document analys is pointed out that most of the vision are not very clear 

to be implemented and monitored. However, the qualitati ve data revealed that there is still 

difference among the sample woredas on the vision. 

In table 4 with regarding the inspiring and challenging of the vision statement 24(36 .3%) 

office and 30(42.8%) school respondents confirmed that the inspiring and cha llenging of the 

vision statement of the strategic plan was poor. On the other hand , 22(33.3%) and 17(24.2%) 

of office and school respondents respecti vely approved that the insp iring and challenging of 

the vision statement of the strategic plan in the WEOs are medium. In thi s regard visions had 

not shared among the concerned bodies of the sample woredas and all levels of the 

educational organizations those who will be implement ing the vision. The major challenge of 

the strategic planning implementation is the perception of sharing vision with certain 

individuals and consideri ng shared as the employees of the whole organization. 

As shown in the table 4 item 3, the majority 22(33.3%) and 23(32.8%) of o ffi ce and school 

respondents respecti ve ly agreed that the mission statemen t of the organi zation answer who 

we are, what we do, for whom to do and why it is important is poor. On the contrary, 

20(30.3%) of office and 18(25.7%) of school respondents responded that the miss ion 

statement of the orga ni zat ion answer who we are, what we do, for whom to do and why it is 

important was found to be poor and medium. Moreover the researcher observed from the 

strategic document of the sample woredas, the miss ion of the WEOs under stud y were not 

clear, broad enough, articulate the ultimate outcome and make sense fo r employees even 
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though there were some sort of disparities among the sample woredas. [n support of thi s 

finding the qualitat ive data revealed that the mission is not unders tandab le to stakeholders. 

[n view of thi s, (kuber and Mi lan, 1996) stated that the mission statement is valuable tool in 

directing, planning and implementing organizational efforts. The mission describes 

customers and products or sen ices. The mission is part of the organi zations identity is all 

encompass ing and is the ultimate rationale for the existence of the age ncy, program or sub 

program. 

In table 4 item 4, it shows that the majori ty 24 (36.4%) and 22 (3 1.4%) of o ffice and school 

respondent s respectively reported that, the va lues can ac t as a foundation for the miss ion and 

vision is poor. On the contrary. 20 (30.3%) office and 26 (37. 1 %) school respondents have 

reported that its fou ndation is medium. Hence, it might be deduced that there is close 

similarity among sample woredas in formulati ng of values with some degrees of disparities . 

However, the values of the sample woredas did not promote employee excellence, describe 

the way customers should be treated, clarify expectation fo r qua lity performance and act as 

the foundation for the vision and miss ion due to the absence of active participation of 

stakeholders. On thi s regard, the Ari zona model (2004) of strategic planning pointed out that 

values are facto rs that drive the conduct of an organization and guide the development and 

implementation of all strategies, policies and actions. 

In item 5, the majority 30 (45.5%) offices and 15 (21.4%) school respondents regarding the 

goal supports the mi ss ion is good . On the contrary 22 (33.3%) and 20 (28.6%) of office and 

school respondent s respec ti vel y expressed that, the goa l suppo rts the miss ion is medium. 

This implies the goals o f the strategic plan in sample woredas were not fo und to be support 

the mission, reflect strategic direction , align with strategic issues, and useful to customers. In 

support of thi s finding, the qualitative data with key info rmant also revealed that in most 

cases the goal attainab le since goa ls reflect the realit y in the educational organ izations. 

For item 6, regarding the extent to which objecti ves are c learl y and understandable to all 

stakeholders 24 (36.4%) and 20(28 .6%) of offi ce and schoo l respondents respec tively 

asserted that the extent to which objecti ves are clearl y and understandable to all stakeholders 
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are poo r. On the other hand , 22 (33.3%) and 18 (25.7%) of offi ce and school respondents 

respectively reported that as they have medium understandable. Furthermore, the document 

analysis inferred that the objectives of the strategic plan are not challenging yet reali sti c and 

attainable, indicate less accountability to meeting objecti ves, can not lead to goal attainment 

with the strategic period. Th is may imply that the objecti ves unfit the criteria for quality 

objectives so that the objecti\'es are not clearl y stated in the strategic plan of the sample 

wo redas. Consequently, as the literature states the objectives of the strategic plan should be 

specific, measurable, attainab le, reali sti c, ti me bounded (SMART) which leads to the 

attairullent of the mission of the organi zation Ari zona model of strategic plan (2004). 

As shown in table 4 of item 7 the majorit y 30(45.5%) and 20(28.6%) office respondents 

were agreed as good respect ive ly. Bes ides, 18(27.3%) and 2 1 (30%) of school respondents 

had responded as medium respectively. This implies the act ion plan of the organization is 

time bounded, show responsible, organ as resource requirements has sufficient details to 

track milestone. In view of thi s, the data analysis result revealed that action plan is included 

as palt of strategic plan although it has been given due attention fo r its full implementation 

and evaluation. The rea l need is to systematicall y unfold the st rategy and make it practical. 

By creating integrated action plan in al l segments of the sam pl e woredas that ensure all 

functions and divisions are aligned be hide it. 

4.2.5 Adequacy and Utilization of Resources 

Nowaday, almost a ll gove rnments of de veloping nati ons have prioti zd the educati on sector 

believ ing that it co uld bring overall nat ions' socio-economic developments. A brilliant 

strategic plan that is not supported by the adequate and relevant resource may not be 

implemented at the expected quality and time frame. Likewise, the current Ethiopian 

government has give n greater to the education sector. In order to run thi s prioritized, 

program as e ffec ti vely as possible, the necessary resources shoul d adequate ly by available 

for the ir successful implementation resources in the con text refer to the hu man, financial , 

and material resources which all together push the program forward. Thus, thi s secti on 

presents whether or not the requ ired resources were available both in quality and quantity 

and ut il ize properly for the smooth functioning of the strategic plans. It also tries to identify 
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which resources were to the opt imum level and which was not. Therefore. table 4 revealed 

the data obtained from various responsibilities. 

Table 5: Responses on the ad eq uacy and util ization of resources 

The adequacy and 
" 

Rating Scale 
" utilizat ion of co 

V. good Good Med ium Poor V.poo r ~ 0 

~ 
CL 
~ 

~ reso urces " f % f % F % f % f % X' IX ;: 

I Adequacy qualified Office l 4.6 17 25.8 22 llJ 20 lOJ 4 6. 1 I 1.11 

manpower resources 

at woreda level School 2 2.9 14 20 14 20 22 31.4 18 25.7 

2 Availability of Offi ce 2 3.0 13 19.7 30 45.5 18 27.3 3 4.6 13.6 1 

effective planning 
Sc hoo l ~ 2.9 10 14.3 20 28.6 ~ I 30 17 24.3 

team in woredas' 

3 The extent to which Office 2 3.0 10 15.2 lO 45.5 22 313 2 3.0 17. 84 

the allocated budget 

is re leased exactly School 12 17.1 13 18.6 15 2 1.4 20 28.6 10 to 

on time 

4 A vai labi li ty of Ofti ce 2 l O 8 12. 1 29 43.9 25 379 9 13.6 4.67 

necessary mater ial School 3 4.3 10 14 .l 18 25.7 20 28.6 12 17. 1 

resources 

The budgel approved Offi ce 2 l.O 10 15.2 ) 0 45.5 20 30.3 4 6. 1 14.42 

5 is based on Ihe 
Schoo l l 0 4 5.7 18 25.7 30 42.9 15 21.4 

strategic oflhe plan 

6 The extent 10 which Offi ce 2 l.O 12 18.2 22 3J 25 37.9 5 7.6 5.61 

an effective 

ul il izat ion of School 5 7. 1 8 II A 25 35.7 20 28.6 12 17. 1 

avai lab le resources 

7 The extent to which Office 2 3.0 4 6.1 14 21.2 28 42. 4 18 27J 3.39 

adequate amount of 
School I 1.42 5 7.1 14 20 lO 42.9 20 28.6 

fund 10 implemenl 

the plans 

-* Sta tist ica lly s ignifi ca nt at a l p h a =O . O~, X2 = Ch i-square, df=4, P va luc=O.05, X2 table valuc=9.49. 

In table 5 of item I, regarding the avail abili ty of qualified manpower resources 22(3 3.3%) of 

the office respondents and 14(20%) of school respondents revea led that the availabi lity of 

qualified manpower resources are medium. On the contrary, 20(30. 3%) of office and 
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22(3 1.4%) of school respondents confirmed that, the avail ability of qualified manpower 

resource is poor. Chi-square test (x') was applied to test the significance difference of the 

variables. Since the calculated Chi-square value (x') is 11.11 which is greater than the table 

value (x'cv=9.49) at alpha 0.05 leve ls. Hence, there is a statistical significance difference 

among the responses of the two groups. The refore, the responses regarding the adequacy of 

qual ified manpower resource is accepted. Thus, we can conclude that the opti ons of office 

and school respondents are not the same regarding the ex istence of qualified manpower 

resources. From thi s, one can infer that with out competent and qualified manpower 

resources in the education system it wi ll be very difficult to implement the strategic plans 

effective ly and e ffi c iently. 

In item 2 of the above tab le, 30(45.5%) of office and 20(28.6%) of school respondents 

revealed that availability of effecti ve planning team is medium. On the contrary, 18(27.3%) 

and 2 1 (30%) of office and school respondents respectively proved that there is no effect ive 

planning team or poor. [n order to tes t the sign ificance d ifference among the responses of the 

respondents Chi-square test (x' ) is applied. The calcul ated Chi-square tes t (x') is 13.61, 

which is greater than the critica l va lue (x'cv=9.49) at alpha 0.05 levels, there is significance 

difference between responses of the respondents. Thus, from the above fi ndings, one can 

deduce that the opinions of office and schoo l respondents are different regard ing the 

availabi lity of effective planning team. Furthermore, the woreda head offic ials in the 

interview sess ion expressed that, the majority of the planning team members left their 

position due to different reasons. This may be slow down the preparation and 

implementation of strategic planning as expected . 

The findin gs of the study is in agreement with MOE(2005) that at the regional and woreda 

leve l, capacity has been a seri ous problem, with a shortage of qualifi ed manpower resource, 

and high turn over and staff posts left unfilled , and with the situation be ing much more 

serious in the less developed regions. Efforts to develop staff capacity have meet wi th the 

problem of trained staff leaving their posts since training enabled them to secure more 

attracti ve employment to a different place. Furthermore, Thompson and St rickland (2001) 

argued that, for effective strateg ic plan preparation and implementat ion staffing the 

organization is paramount. This includes putt ing together a strong management team, and 
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recruiting and retaining employees with the need experIences, technical skill s, and 

intellectual capital. This may affect the whole process of the strategic planning. 

Item with regarding the allocated budget was released exact ly on time. as can be seen the 

table above, 30(45.5%) office and 15(21.4%) school respondents contirmed that the timely 

release of the allocated budget as medium, whi le 22(33.3%) and 20(28.7%) of office and 

school respondents respectively rated it as poor. The calculated Chi-square test value (x') is 

17.84, which is greater than the crit ical value (x'cv=9.49) at alpha 0.05 levels. Hence, there 

is a stati stica l significance difference between the responses of the respondents . In item 4, 

with regarding the availability of necessary material resources as it can be seen in the above 

table, the majority 29(43.9%) and 18(25.7%) of office and school respondents respectively 

proved that the amount of availability of material resources to implement the strategic plan 

was medium. On the contrary, 25(37.8%) and 20(28.6%) of office and school respondents 

reported that availability of material resources to implement the strategic plan was poor. The 

calculated Chi-square value (x') is 4.67, which is less than the critical value (x'cv=9.49) at 

alpha 0.05 levels . Hence, there is no statistical significance difference between the opinions 

of the respondents. 

In reality, resources are the basic pre-conditions for every development proj ect/plan and 

serving as a fuel for their successful accomplishments. Stressing this, Malan (1987): Smith et 

al(l 99 1) described that every development program or plan should be provided with 

suffi cient and proper resource including budget, manpower, materials, technical assistance 

and time is organizations need to attain successfu l implementation track record for their 

goals and objectives. 

In table 5 of item 5, it is shown that, 30(45.5%) office and 18(25.7%) school respondents 

revealed that the budget were approved based on the strategic of the plan was med ium. On 

the contrary, 20(30.3%) office and 30(42.9%) school respondents proved that the budget was 

not based on the strategies of the plans. In other words, majority of planners, process 

owners/performers, and expel1 s of office and principal s and department heads of schools 

confirmed that budgets are not approved based on plans. The calculated Chi-square test value 

(x') is 14.42, which is greater than the critical value (x ' cv=9.49) there is a statistical 
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significance difference between the opinions of the respondents. Hence, we can conclude 

that , the op ini ons of the office and school respondents are homogeneous regarding the 

budget approval to the strategies of the plan; the intervie\\·ees con tended that, the budget 

appro\·ed does not fit with the strategies being implemented. The finding of thi s study is 

against the assum ptions of the Thompson and Strickland ( 1966) and Judson (1996) that how 

well a strategic implementer likes budget allocation process. Too littl e finding shows 

progress and impede the ability of the organi zati ona l unities to execute their pieces of 

strategic plan professionally. 

In table 5 of item 6, regarding the effective utilizati on of resources, 22(33.3%) office and 

25(35.7%) school respondents confirmed that resources were effectively utili zed to 

implement the pla ns as medium . On the contrary, 25(37.8%) and 20(28.6%) of offi ce and 

school respondents respective ly repon ed that, the ut ilizati on of avai lable resources in the 

sample woredas were as poor. The Chi -square test val ue (x') is 5.6 1, wh ich is less than the 

critical va lue (x 2cv=9.49), there is no significant stat ist ica l difference between the 

respondents. Hence, we can conclude that the oplllIOn of plmmers, process 

owners/performers, experts, principals and department heads are the same regardi ng the 

effecti ve utili zation of avail able resources. At thi s po int , it can be felt that, the necessary 

resources (human, financial , and material) are an accu rate shortage although resources are 

the most important elements with out which plans are left as on paper documents and lose 

their practical va lues. However, MOE (2005) promoted about financial utilizati on that 

contradicts with the findings of thi s study that financ ial planning and implementation has 

been improved fro m time to time. 

In relation to resource fo r the preparation and implementa ti on of the str31egic plans majori ty 

of interviewees sa id that there is no provision of resources such as budgets, fac ilities, human 

resources at the expected quali ty and quantity. There is no serious problem in the resource 

allocati on rather on the uti I izati on of ava ilab le resou rces e fficiently . 

Generall y, we can understand from th is study that, except the provision of teachers and 

teaching and learning material s, the other resources (b udgets, effecti ve planning teams) 

which are very essential fo r the effective implementat ion of the strategic plans were not as 
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supposed to be. Consequently, it is less likely to reali ze the des ired strategic goals in the 

sample woredas of the region unless the required resources are prov ided to the implementers 

at the ri ght time. 

In tab le 5 w ith regarding the availability of adequate amount of fund or budget 28(42.4%) 

office and 30(42.4%) school respondents confirmed that the ava il abili ty of adequacy of 

budge ts to implement the strategic plan was poor. On the other hand. 18(27.3%) and 

20(28 .7%) of offi ce and school respondents respec tive ly approved that the availabili ty of 

adeq uate budgets in the WEOs are very poor. In order to test the sign ificance of difference 

among the respo nses of respondents with regard to the amount of budgets to implement the 

strateg ies in the conce rned woredas, Chi-square test was applied. The calculated Chi- square 

value(x') is 3.39 which is less than the critica l va lue (x'cv=9.49), there is no a significant 

statisti cal difference between the opinions of the offi ce and school respondents are the same 

regard ing the availabi lity of adequate amount of budget. This may affect the performance of 

the educati on sector to implement the strategies of the plan. In relation to budget, Mbua 

(2002) argued that shortage of final s is one of the causes of plan fa ilures. 

4.2.6 Competence of W EO head s in implementing the strategic pla n 

The competence of WEO heads and commitment in the effecti ve implementation of strategic 

plans are an essential e lement in planning process . Educational leaders with no or li tt le 

commi tment to implement the strategies may not be able the organizat ion to achieve the 

intended result s. Furthermore, it is less likely that the educationa l strategic plans successfull y 

implemented unless the educational leaders are highl y comm itted to its implementation. This 

part dea ls with the competence and commitment o f WEO heads in the implementati on of 

educatio nal strategic plans. After co ll ecting the relevant data, Chi-sq uare test and 

im plementati on were made accordi ngly. 
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Table 6: Responses on the competence of WEO heads 

Co mpelence of WEO Rali ng Sca le 

heads& management on !'l 
5 V. good Good Poor V. poo r 

effecti ve educational "0 
c: Medi um X' ~ 0 

E 0. 
strategic plan prac lice ~ 

~ 
.., 

f % f % F % f % f % 0<: 

I The extent to create Office 3 -L 5 I, 212 23 3<.9 18 27.9 8 12.1 3.5 1 

strategically re levant 

measures of Schoo l 6 8.6 I, 20 19 27 . 1 16 22.9 15 21.4 

perfonnance 

2 The abililY 10 absorb O ffi ce 3 4.6 14 212 20 30.3 24 36A ; 7.6 7.95 

new information School 5 7. I I, 20 18 25 .7 29 , 1.4 4 5.7 

3 The ab ility 10 Ihin k i O ffi ce 3 4.6 16 24.2 20 30.3 24 36..1 3 H 7.43 

strategically ! Schoo l 3 ·L3 14 20 18 25.7 2 I I 30 I, 20 
I 

4 T he ability 10 creale new O ffi ce 2 3.0 12 18.2 20 30.3 24 36.4 8 12. 1 3.2 1 

strategies to move in 
School 4 5.7 6 8.6 22 31.4 26 37. 1 12 17.1 

new di rection 

The ability to align O ffi ce 2 3.0 10 15.2 24 36.1 27 40.9 3 4.6 4 .97 

5 people and o rgani zalion 
Sc hool 5 7. 1 14 20 17 243 20 I 28.6 I, 20 

I 
6 T he abi li ty 10 translate Office 3 4.6 10 15.2 22 3.3 . 24 36, 1 7 10.6 6.87 

strategies in 10 ac tio n 3 

School 7 10 14 20 17 24.3 20 28.6 12 17. I 

7 The abil ity to de fine O ffi ce 2 3.0 9 13.6 20 30.3 26 39.4 9 13.6 3.03 

when slraleg ica lly to School 4 5.7 5 7.1 23 32.9 24 34.3 14 20 

change 

8 The extent to wh ich Offi ce 3 46 9 13.6 24 36.1 22 33,3 8 12.1 3.23 

commun ication in every 

direct ion top-down, Sc hoo l 3 4.3 14 20 19 27.1 20 n .5 14 20 

bottom- up across each 

woreda department/li nes 

* Sta tisti ca lly slg lllfi c:ln l at a lpha =O.OS, X:lI= Chi-squa re, df=4, r va lu c=O.05, X2 table va tu e=9.49 

As shown in the table 6 item I, the majority 23(34.8%) and 19(27. 1 %) of offi ce and school 

respondents respecti vely agreed that the competence leve l of WEO heads to create 

strategicall y relevant measures perfo rmance is medium. On the contrary, 18(27.9%) of offi ce 

and 16(22 .9%) of school respondents responded that the competence of WEO heads to create 

strategically relevant measures of perfo mlance was fo und to be poo r. The ca lcu lated Chi-
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square value (x'=3.5l) does not exceed the critical value (x' cv=9.49) there is no a stati stical 

difference between the opinions of the two group respondents. 

In tab le 6 item 2, the majorit \' 24(3 6.4%) and 29(41.4%) of offi ce and school respondents 

respec tively expressed that WEO heads had poor competence to obse rve new information. 

On the other hand , 20(30 .3%) and 18(25 .7%) of o ffi ce and school responde nts agreed that 

WEO heads had medium capability to observe new information respecti ve lY. Since the Chi­

square value is less than the critical value. (X' =7.95, x'cv=9.49), there is statistical difference 

between the opinions of the office and school respondents regarding the capability in 

observing new information. This findings is not in fever of to the assumption of Dav is 

Ellison and Bowring-Carr (2005) that strategic leaders occ urs in an environment embedded 

in ambiguity, complexity, and information over load. It is important strategic leaders to 

recognize new information analyze it and apply it to new outcomes: leaders need the ability 

to learn. 

In item 3 of the above table, 24(36.4%) planners, process pe rfo rmers and experts (office) and 

2 1 (30%) principal s and department heads (school) respondents agreed that the WEO heads 

had poor ability to think strategically for the organi zat io ns advantages. Onl y 16(24.2%) 

office and 14(20%) school respondents agreed that they have good competence to think 

strategicall y. This implies that , the WEO heads gi ve more attention to their dail y managerial 

acti vities than being strategic. The Chi-square test (X'=7.43, x'cv=9.49) result shows that 

there is no statisticall y significance difference between the opin ions of the office and school 

respondents. The finding of thi s research contradicts to the beliefs of Dav is, Elli son and 

Bowring-Carr (2005) that strategic orientation can be considered to be establishment of out 

ward -looking organi zat ion which builds an understanding of possible future direction and 

invol ves engaging in strategic conversati on and debate to focus on the appropriate direc ti on 

and approach. 

In table 6 item 4, it shows that the majority 24 (36.4%) and 26 (37.1 %) of office and school 

respondents respecti ve ly reponed that, WEO heads had poor competence to create new 

strategies to move in new d irections. On the contrary, 20 (30.3%) off,ce and 22 (31.4%) 

school respondents have reponed that their competence is medium. Since the calcul ated 

68 



value does not exceeds the critical value (X'=3 .21, x'cv=9.49), there is no significance 

difference conserved from the data. Hence, we conclude that opinions of office respondents 

(planners, process performers and experts) and school respondents (principals and 

department heads) are the same regarding the competence of heads to create new strategies 

to move in new directions. 

In item 5, respondents were asked whether the WEO heads have the competence in aligning 

people and organization or not. 27(40.9%) and 20 (28.6%) of office and school respondents 

respectively revealed that, WEO heads had poor. Competence in al igning people and 

organizing, 24 (36.4%) and 17 (24.3%) of office and school respondents agreed that as they 

have medium competence respecti ve ly. The Chi-square test (X'=4.97, x'cv=9.49) results 

shows that there is no statisticall y diffe rence between the opi nions of office and school 

respondents . The finding of thi s study contradicts with the assumption of Davis, Elli son and 

Bowring-Carr (2005) strateg ic leaders have the abil ity to al ign people and organizat ions. 

This means leaders shou ld have the competence to encourage commitment through shared 

values need to understand themselves and the values they hold and able to nurture quality 

communication. 

For item 6, regarding the competence of WEO heads to translate strategies in to action 24 

(36.4%) and 20(28.6%) of office and school respondents respectively asserted that they have 

poor competence. On the other hand , 22 (33.3%) and 17 (24 .3%) of office and school 

respondents respecti vely reported that as they have medium competence. To test the 

significance difference between the two groups Chi-square test was applied . The calculated 

Chi-square value does not exceed the criti cal value (X'=6 .87, x'cv=9.49), there is no a 

statistical difference. For this reason, we can conclude that the op in ions of office and school 

respondents are the same regard ing the competence of heads to translate strategies in to 

action. Consequently, the response of respondents regarding the competence of heads to 

translate strategies in to action is rejected. The finding of this stud y is agai nst the assumption 

of Davi s, Ellison and Bowring-Carr (2005) that strategic leaders need to translate strategy in 

to action by converting it in to operational terms. This is a process that involves identifying a 

series of projects that need to be under taken to move the organization from its current to its 

future state. 
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In item 6, the majority 26 (39.4%) and 24 (34.3%) of office and school respondents 

respect ive ly rated the competence of WEO heads to define when strategically to change as 

poor. On the other side , 20 (30.3%) office and 23 (32.9%) schoo l respondents rated as 

medium. Since the observed Chi-square value does not exceed the critical value (X'=3.03, 

x'cv=9.49), there is no a statistical significant difference among the two groups. Hence, we 

can bring to a close that the opinions of planners, process performers, experts , principals and 

department heads are the same regarding the competence of WEO heads to identify when 

strategy is to change. The finding of this research is against the theoret ical assumption of 

Davis, Ellison and Bowring-Carr (2005) that the strategic leaders should have the abi lity to 

define not only what strategically to change but also when strategically to change. From the 

findings of the stud y, it is possible to infer that the leaders the educational system were not in 

a position to arrive at where thn' want to in the future. 

In item 8, the majority 22 (33.~%) office and 20 (28.5%) school respondents approved that 

communication were poor in elery direction. On the contrary 24 (36.4%) and 19 (27. I %) of 

office and school respondents respectively expressed that, the communication were medium 

in every directions. Since the observed Chi-square va lue (x'=3.23) is not greater than the 

criti cal value (x'cv=9.49) the ~e is no a sign ifi cant statistical difference. Therefore, the 

response to the extent of communication in every direction top-down, bottom-up and across 

each department lines is rejected. So, we can conclude that the opinions of office and school 

respondents are the same regard ing the existing communication at various levels of the 

organization. However, by the open ended question they respond that the communication 

was not as expected that mostl\' top-down communication is more practiced. 

4.2.7 Plan Monitorin g and Eva luation 

Plan monitoring and evaluation is a major step in strategic planning process which helps to 

follow the progress of the implemented strategic plan as to whether or not it is operating. Its 

purpose is mainly to follow the progress of the implemented st rategic plans to take corrective 

measures, and to draw lessons fo r the next planning period by making continuums follow of 

plans before and/or after deviat io n occur. It can be carried out e ither at the preparatory phase 

(strategic plan preparation) or practical phase where strategic plans are put into effect 

(strategic plan implementation). 
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Hence, almost every organization needs to carry out plan monitoring and evaluation in order 

to evaluate the degree to which whether the bas ic objecti ves set in the strategic plans are 

successfully addressed or not; and to timely responses to stakeholders complaints and/or 

satisfac tions. 

In order to gather the necessary information on the actua l practice of strategic plan 

monitor ing and evaluation, respondents were asked lots of questions on the availabi li ty of an 

independent organ that carrying out the strategic plan monitoring and evaluation, and related 

issued as presented in table 6. It was presented using the five point like11 type scale from 

very poor ( I) to wry good (5). Followi ng this, the mean score were calculated and 

consequen tl y inte rpreted as 0 .05- 1.49 ve ry poor, 1.5-2.49 poor, 2.5 -3.49 med ium, 3.5-4.49 

good and above 4.5 ,·ery good. 

Table 7: Responses on the Plan Monitoring and Evaluation 

Plan monitor ing and eva luation Respondents 

Office(process performers, School(princ ipa ls& department 

planners & experls) heads) 

5 J J 2 1 , J J 2 1 - -
.\ .\ 

The extent to which timely monitoring and I 6 6 J 14 2. I 3 S j 40 17 2. t 

evaluat ion of educalional stralegic plans 9 

carried out. 

The degree to which the result of monitoring 2 8 I 3 14 2.3 2 8 10 )6 14 2 .. 2 

and evaluation be used to take corrective 2 0 

measures. 

The extent 10 which moni toring and 3 9 ) 20 1. .9 4 II )7 18 2.0 

eva luation carried out by external evaluators. 4 

The degree 10 which monitoring and I 2 2 8 6 ).4 1 2 18 14 8 3.1 

evaluation carried out by internal eva luators 2 0 0 0 0 

The extent 10 \\'hich is moni to ring and 2 6 2 2 9 2 .. 5 ) 6 24 29 8 2 .. 5 

eva luation is done on regular bases. 2 7 

The degree 10 which il is carried oul before 2 2 I J 3 4.0 3 2 9 4 3 4.0 

deviat ions occur. 8 2 0 0 4 

The degree to which it is done after problem 2 4 t 42 I .5 <I 6 20 40 1.6 

arises. 8 
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As clearly depicted in table 7, -1(57. 1%) items 1,2,3 & 5 were fou nd in between the mean 

va lue of 1.5-2 .49 which wo ul d best describe less agreement to the ite ms. Spec ificall y, as the 

mean score in ta ble 8 showed, the above menti oned items \I'ere rated as poo r. In other words, 

timely moni toring and evaluation of strategic plans (mean=2 .1 ), less frequentl y that the 

resul t of plan monitoring and e\'a luati on used to take correct ive ly measures (mean=2.2) less 

involvement of external part ies in plan monitoring and evaluation (mean= 1.9); and 

monitoring and evaluat ion has hardly been carried out on regul ar bases (mean=2.4); Thus, it 

seems that strategic plans monitoring and eva luation has not been given the necessary 

attention in sample woredas of the region. 

However, plan monitoring and evaluation has been recogn ized as the mechani sm to 

determine the relevance, effectiveness, and impacts of the given plan (Chang, 2008). 

Furthermore, it is recommended to be carried out both by insiders (individua ls who are 

directl y/ immediate ly affected by the plans) and outsiders (parti es that are indirect ly 

influenced by the strateg ic plans) in order to help dec ision makers and other stakeholders 

learn lessons and apply than in future plans although wo reda education office seems to be 

seriously affected by its absence. 

Worse than these, item 7, was rated as very poor. In other words, the item revealed that there 

is no an independent organs that monitors and evaluates the strategic plans (mean= 1.48). 

Because of thi s, strateg ic plan are often seen while evaluated after the problems occur 

(mean=4.04) as to the views of respondents. On the other hand, item 4 was rated as medium. 

The item revea led that the degree to which monitoring and eva luation carr ied out by internal 

evaluators is med ium, 

Similarly, responses obtained from interview have supported the above ideas. In other words, 

the majority of the interviewee have witnessed there is no strategic plans monitoring and 

evaluation uni t, less/ no regular plan fo llow up, less/ no invo lvement of concerned parties in 

plan monitoring and eva luation: and they claimed that the planning team usua ll y attempts to 
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examine the extent of strategic plan accomplishment after plans have resulted in wider public 

dissatisfaction. 

These interv iewees have also expressed that, the major reasons that they have been resulting 

in fa il ing to have strateg ic plan monitoring and evaluat ion mechanisms. Among these, major 

chal lenges hindering effectile plan monitoring and evaluation, lack of knowledge 

expressions, and resources were repeatedly st ressed . But , in rea lity, in order to the ri sks that 

might be brought about as a result of poor strategic plan preparation and implementation, 

periodic strategic plan moni toring and eval uati on is be li eved to take early measures before 

problems happen since it enables to follow the progress of the plans at every stage (M iron 

and Chinapah: 1990). 

In spite of this reality, from the above discussion, it generally seems that plan moni toring and 

evaluation in sample woredas of the region have been give less attention which wou ld be due 

to lack of experiences and resources. 

4.2.8 Major Difficulties of Preparing and Implementing Educationa l Strategic 

Plans 

In order to ensure effective and efficient strategic planning practices, an intensive 

exploration of the major difficult ies that could be speed up the process and/or hold the 

process back should be made at preparatory stage. Th is helps to take ti mely co rrective 

measures and facilitate the way that brings to effective and efficient achievements of the 

desired results. 

In thi s regard , tableS, presents the major challenges that are frequentl y encountered in 

educat iona l strateg ic planning act ivi ties by ragg ing the ir difficu lty levels from not observed 

at all (I) to extremely seri ous (5). Thus, the respondents rated every item accorci ing their 

leve ls of serio usness of woredas real ities. 

Finall y, for analysis purpose, the ca lcu lated mean values were categori zeci as 0.05-1.49 not 

observed, 1.5-2 .49 observed, but not serious, 2.5-3.49 serious, 3.5-4.49 very se rious and 4.5 

above ex tremely serious. 
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Table 7 clearly depicted the opinions of the two categories of respondents on the existence, 

and degree of the major barriers that would be encountered while pract icing educat ional 

strategic planni ng in the sample woredas of Tigray region. Thus, according to the calculated 

weighted mean val ue for every item, 14.28% (items 10 &14). 35.7 1% (items 1,6,7,9 &13), 

28.57% (items 3, 4, 5 & 8), and 21,43% (items 2, II & 12) were identifi ed as extremely 

serious, very serious, serious, and observed but not serious respecti vely, and no mean fo r the 

opt ion not observed at all. 

To begin with the extremely serious ones, lack of incenti ves given to the \yo rks to embrace 

the new strategies and adequate or unreliable data were categorized as extremely serious 

pitfall s of educational strategic planning practices in the sample woredas of Tigray region 

with weighted mean values of 4.39 and 4.53 by office and 4.50 and 4.67 by school 

respondents respecti ve I y. 

No incenti ves given to workers fo r motivation purpose rated as the most! extremely serious 

problems with mean value of 4.39 and 4.50 by office and school respondents respectively. In 

specific terms, when workers are provided with incentives, they tend to develop motivation 

and exert their seeming important potentials for sllccessful strategic planning activities. 

Moreover, as communication is the lifeblood of an organization, it highl y helps workers to 

concentrate on the common goals of the organization and new strategies can effectively be 

executed since it creates smooth relationship in between and/or among wo rkers and/or 

officials at various levels of the organization. Despite of these realities, the sample woredas 

of Tigray region seems to have given extremely less attention to the above issue which 

would certainly ensure failure. 

Other important problems identified as extremely serious difficu lties including in adequate 

and/or unreliable data wi th weighted mean value of 4.53 and 4.56 by office and school 

respondents respectively. The adequate and reliabil ity of data is a major prerequisite for 

successful strategic planning act ivities. Unless the data we have adequate and reliable, it is 

extremely difficult to set achievable targets that could be addressed by the strategic plans, 

and the organizations would certain ly face resource scarcity. Therefore, every development 

project! strategic plan should necessary base its activities on adequate and reliable data. If 

not, over-planning may happen which would definitely entail fai lure. Thus, to conclude, this 
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problem was reported as ex tremely serious barriers to the educational strategic planning 

activities in the sample woredas of Tigray region. 

Table 8: Responses on factors affecting the preparation & implementation strategic 

plan 

Problems of preparing and Respondents 

implementing educational strategic Office(process School(principals& 

plans perfonners, planners & department heads) 

ex perts) 

5 4 J 1 t - 5 4 J 1 t -

x X 

Lack of meaningful participation of 4 8 6 8 4 4.1 4 I 6 .\ 4 4 . .3 

stakeholders 0 5 I 

Lac k of clear delegation in the region, 4 6 5 2 26 2. I 4 3 6 I 43 1.7 

woredas and school 
, 4 

Failure to set meaningfu l and verifiab le I 6 3 I 4 3 .. 2 I I I I 10 3 . .3 

2 2 2 8 9 I 2 
ta rgets 

Inadequate knowledge andlor experiences 6 2 2 5 4 3.4 8 2 2 5 II 3 .. 2 

of the plan act ion 6 5 2 4 

Lack of clear lines of authority which I I I I 6 3.4 I t 2 I 8 2 .. 9 

makes cl ec ision mak ing difficult 8 7 2 3 I 2 0 9 

Infi exible organizational stru ctures in the I 3 6 I 3.7 2 2 I 6 4 3. 7 

woreds 
2 6 2 0 4 6 

Inadequacy of mon itoring and evaluation 3 I I 5 3 4.0 3 t I 5 4 3.9 

systems 
3 3 2 6 3 2 

Failure to obtain sufficient resources to 4 I 3 I 3. I 6 I 3 I 6 2. 9 

accompli sh tasks 
3 5 4 3 3 2 

Failure to follow the plan 3 I I 5 2 4. I 4 I 6 4 4 4.2 

3 3 3 0 6 

No ince nt ives given to workers to 4 I 4 3 4. 5 4 I 9 2 4.4 

embrace the strategies 
6 3 0 9 

Lack of coordi nation among region and 4 5 8 I 36 1. 9 4 4 I 3 20 2. 2 

woreda educati on offices 
3 I I 

Over-dependence on past experience 7 I I I 24 2.5 3 4 I 3 18 2. 2 

I 2 2 4 I 

Lack of budget to implement tile strategies 3 I I 5 4. 2 4 I 8 4 4. 4 

8 I 2 5 3 

Inadequate or unreliab le data 4 I 4 3 4. 5 5 I 3 3 I 4.6 

5 4 I 2 
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On the other hand, lack of stakeholders participation, inflexible organi zational structures, 

inadequacy of monitoring and evaluation system, failure to follow the plans, and lack of 

budget to implement the strategies identified as very series problem for the preparing and 

implementing of educati onal strategic plans with weighted mean of 4.09 and 4.27, 3.73 and 

3.7, 3.88 and 3.89, 3.91 and 4.2 and 4.24 and 4.39 by office and school respondents 

respecti ve ly. Rigid organizational structure increases unnecessary bureaucracy and delays 

decision making process in strategic planning activit ies. Thus, organi zations with successful 

strategic planning track record tend to ful fill the required resources and lesson the rigidity of 

its organi zational structures. Plann ing process basica ll y undergoes preparation, 

implementation, and monitoring and eva luation which all require hi gher attention. More 

importantly, plan monitoring and evaluation is the major step which helps to assess the 

progress and impacts that have been brought about as a result of the strategic plans. Hence, it 

is thi s phase where evaluation with regard to whether or not obj ectives in thi s strategic plans 

have successful been achieved and responses to stakeholders ' sati sfact ion would be made. 

However, it seems that the educational strategic plan of the sample wo redas lacks monitoring 

and evaluation which re su lts faili ng to control whether or not its objectives are add ressed : 

This might have possibly resu lted in fai ling to follow the outcomes of their strategic plans . 

In relati on to the moni toring and evaluation system, the interviewees assured the ex istence of 

the system. They bel ieved that the system was providing informat ion fo r stakeholders 

regard ing the strategic plan implementation. However, according to them it was chall enged 

by lack of professionals who can process the data and faci li tates. Finally, they argued even 

though the monitoring and evaluation system has its own problems they were providing the 

necessa ry data that shows the status of the strategic plans. [n add ition from the interview the 

resea rcher understood that , there is lack of budget and poor utili zation of avai lable funds and 

budgets efficien tl y. The findin g of thi s study is against to the ass umption of Cunningham 

(I982) that states, if the budget does not support the plan the system has little chance of 

accomplishing it-the plan ning effort becomes a paper system lacking both subord inates 

respect and effort. 
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On top of this, failures to set meaningful and verifiable targets, lack of clear lines delegation, 
inadequate knowledge andlor experience of the plan actors, failure to obtain sufficient 
resource to accomplish the tasks, and lack of clear lines of authority which makes decision 
making difficult were rated as serious problems in the strategic planning acti vities of the 
sample woredas of Tigray region with weighted mean of 3.15 and 3.33, 3.38 and 3.16, 3.42 
and 2.99, and 2.95 and 2.87 by office and school respondents respectively. Strategic planning 
highl y helps organizations achieve the commonly felt needs of the serv ice users. Thi s can be 
done through setting clear and achievable targets. Effective and efficient strategic planning 
practice basically requires adequate and relevant planning knowledge and/or experiences of 
the plan actors. In other words, well experienced and knowledgeable know the most 
coml11on ly felt needs of the soc iety that can be addressed by plans and they cou ld design 
verities of techniques to address resources (human, financial, material, time ... ) are bas ic pre­
conditions for effective strategic planning practice with out which plans lose their practical 
values. 

The items lack clear of delegation in the region, woredas and school, lack of coordination 
among the workers of region, woredas and schools; and over-dependence on the past 
experience have been reported as observed but not serious with weighted mean scores of 
2.05 and 1.73 , 1. 91 and 2.16, and 2.19 and 2.19 by office and school respondents 
respectively. This implies that, these barriers are not seen while hindering the system 
although they are widely observed in different woredas of the region. 

Generally, magnifying the aforementioned difficulties, Griff (2000); McNamara (2008) 
witnessed the above mentioned difficulties as major barriers to successful strategic planning 
practice. Moreover, the interview conducts with the higher officials, planners and inspections 
have generall y strengthened these difficulties as the most commonl y felt barriers across 
woredas of the region. 

77 



CHAPTER FIVE 

SUMMARY, CONCLUSION AND RECOMMENDATION 

This is the last part of the study where the summary, conclusions and recommendations are 

presented. Before arriving at this point, the stud y has passed through various steps. In thi s 

process, the study was guided by a core purpose of examining Strategic Planning in Woreda 

Education Offices in Central zone ofTigray with the fo ll owing four basic research questi ons. 

~ What does the practice of strategic planning at the woreda education o ffices show? 

~ What is the degree of stakeholders' participation in the existing educational strategic 

planning? 

~ To what extent are heads of woreda education offices competent to educational 

strategic planning? 

~ To what extent have monitoring and evaluation systems institut ed in the des ign of 

strateg ic planning? 

To answer the above research questions, the study had employed descript ive survey method 

by which seven wo redas of the central zone of Tigray. Thus, the researcher was selected 

three urban woredas and four rural woredas through ava ilability and random sampling 

technique respectively and the schools were included in the study based on random sampling 

techniques. In order to select respondents from the sample areas, avai lability, purposive, 

stratified and simple random sampling teclmiques were app lied. 

As data ga thering tools, questionnaires, interview, and document analysis were employed. 

The total num bers of sample respondents invo lved in the study were 145. In specific term , 

there were 68 office respondent s of WEO (planners, process performers, supervisors and 

experts) and 77 school respondents (35 principa ls, and 42 department heads) included in the 

study. 

The data obtained, main ly from questiolmaires, were analyzed using percentage, mean, Chi­

square, and t-test. At last, the analysis employed has resulted in the following major findings . 
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5.1 Summary of the major findin gs 

Following the analys is made in the preceding part, the major findings of the study have been 

summarized here under. 

Regarding the characteristics of respondents, it was shown that 89.4% of office and 84.3% 

school respondents were belonged to the male category. From th is data, one can observe that 

there were more planners, process perfo rmers, experts, principa ls and department heads than 

their counter parts in profess ionals and leadership posit ions. In addit ion to this majori ty of 

office and school respondents were in age limit of 3 1-35 and 36-40. Concerning educational 

qualification 95.5% of office and 95 .7% of school respondents were degree holders while the 

remains were dip loma holders. 

Among the key requi rements for successful strategic planning acti vities that most literatures 

commonly suggest, participati on of potential stakeholders, planners' knowledge and/or 

experience, availability of resources were systematicall y treated in the study. As a result, the 

study showed that the degree of stakeholders' involvement in preparing ed ucational strategic 

planning was poor. In other wo rds, the majority of office and schoo l respondents responded 

that the exten t to which di scuss ion was made on the draft of the strategic plans by the 

educational sector communities and the extent of ex terna l stakeholders participation ill 

educational strategic plan preparation and implementat ion was poor with mean value of 1.97 

and 1.88 and 1.77 and 1.9 1 by offi ce and school respondents respectively. 

Further more, (28.6%) of the interviewees have witnessed that, the participat ion of the 

concerned external stakeholders in the strategic plan preparat ion were so high and 

encouraged throughout its process . But most (7 1.4%) of the interviewees head officers' of 

WEO have great complains on the participation of externa l stakeho lders the fact that their 

part icipation has almost been given less attention. Genera lly, it seems there have been great 

complaints on the stakeholders ' invo lvement in strategic pl anning practices of the sample 

woredas which all justi fy weak strategic planning trend . 
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On the other hand, the finding also proved that both categories of respondents together with 

interviewees commonly agreed that availability of qualified personal in educati onal strategic 

planning practice in the se lected woredas have been less adequate. This was anested by 25 

(37.9%) office and 2 1 (30%) of school respondents. The adequate years of experiences of 

planners on strategic planning practice was also proved as poor by 29 (43.9%) office and 30 

(42.9%) schoo l respondents. Thus, it can be inferred that , the strategic planning practices in 

the sample woredas seems to highly affected; and the major planning posts seem to have 

occupied by individuals whose academic know-how/experience are far to the strategic 

planning activities. 

Regarding the adequacy and utilization of resources; it has been found that the necessary 

resources (human, financial , material, time) for successful planning practice in the selected 

woredas have generally have been med ium and poor by office and school respondents 

respectively. This was confirmed by office and school respondents respecti ve ly as 22 

(33.3%) and 22 (31.4%) for the availability of adequacy of qualifi ed manpower resources, 29 

(43 .9%) and 20 (28.6%) for availability of material resources, 30 (45.5%) and 30 (42.7%) of 

office and school respondents regard ing the availability of finance or budget proved as 

medium and poor respectively while 25 (37.9%) and 25 (35.7%) office and school 

respondents for effective utilization of time reported as poor and med ium respectively. Thus, 

it seems that the scarcity of the available resources has been seriously challenging the 

smooth functioning of the educational strategic planning activities, with out which the 

strategic plans lose their practical values. 

Concerning the competence of WEO heads, it has been reported that the competence of 

WEO heads in implementing the educational strategic plans were as some what poor by both 

group respondents. The existence of poor competence has been identified by both office and 

school respondents respective ly as with 24 (36.3%) and 29 (4 1.4%) for the ab il ity to absorb 

new information, 24 (36.3%) and 21 (30%) for the abili ty to think strategically, 24 (36.3%) 

and 26 (37. 1 %) for the abi lity to create new strategies to move in new directions, 27 (40.9%) 

and 20 (28 .6%) for the ability to align people and organizations, 24 (36.3%) and 20 (28.6%) 

for the ability to translate strategies in to action and 26 (39.4%) and 24 (34.3%) for the 

ability to define when strateg ica ll y to change. While, 23 (34.8%) and 19 (27. 1 %) for the 
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abil ity to create strategically relevant measures of performance as medium and 24 (36.4%) 

and 20 (28.5%) for the way of communication in every direction: top-down, bottom-up, 

across department lines were confirmed as medium and poor by both respondent groups 

(office and school respondents) respectivel y. 

Regarding plan monitoring and eva luation, the majority of responden ts have seriously 

complain that there has not been an independent organ that carri es out regu lar plan 

monitoring and evaluation or adequacy of plan monitoring and evaluation system in the 

sample woredas of the region. In other words, the respondents have rated the existence of an 

independent organ that carries out plan monitoring and evaluation as poor with an average 

mean value of 1.63 and 1. 57 for office and school respondents respectively. Unlike to thi s, 

the ex istence to which timely monitoring and evaluati on of educational stra tegic plan carried 

out as poor with mean value of 2.1 by both respondent groups. Because of this, plan 

monitoring and evaluation has been on and off, and very often, there are times when it occurs 

to be carried out after the problems happen and plans have resulted in wider stakeholders un 

happiness. 

Concern ing the maj or of difficulties of preparing and implementing educational strategic 

plans, among 14 possi ble major problems to the practice of preparing and implementing 

educational strategic plans in the se lected woredas of the central zone of Tigray were 

identified as extremely serious with weighted mean score 4.50 and 4.53 by office, and 4.53 

and 4.56 by schoo l respondents. These, difficu lties were: no incentives given to the workers 

to embrace the new strategies and inadequate or unreliable data. 

Furthermore, 5 were identified as very senous problems encountered the educational 

strategic planning practice in the sample w0redas with we ighted mean rangi ng from 3.73 to 

4.39.These were lack of stakeholders parti cipat ion, inOex ible organi zational structures, 

inadequacy of monitoring and evaluat ion system, fail ure to follow the plans, and lack of 

budget to implement the strategies. 

Additionally, 4 were identified as serious difficulties facing the educationa l strategic plan 

activities of the se lected woredas with weighted mean scores between 2.99 to 3.42. These 
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include: failure to test meaningful and verifiable targets, lack of clear lines of delegation, 

inadequate knowledge and/or experience of the plan actors, failure to obtain suffic ient 

resources to accomplish the tasks, and lack of clear lines of authority which makes decision 

making difficult. 

Finally, 3 were reported as observed but not, seri ous prob lems with weighted mean scores 

ranging 1.73 to 2.16. These were lac k of clear delegation in the region , wo redas and school; 

lack of coordination among the workers of region, woredas, and schools; and over­

dependence on the past experience. 

CONCLUSIONS 

Strategic planning is the corner stone of every organization with out strategic planning. The 

organization wi ll never know where it is going. Therefore, thi s stud y was discussed on the 

strategic planning in wo reda education offices in central zone of Tigray. Based on the 

findings , the following conclusions have been developed . 

The bas ic preconditions for successfu l strategic planning activities such as meaningful 

participation of stakeholders and relevant planner knowledge and/or experience were found 

to be weak across woredas of the region. Any plan to be successful in its implementation, the 

provision of resources with the right kind and number is mandatory. In this study, it was 

found that there were a shortage of adequate facilities and qualified manpower in education 

planning. Furthermore, the study indicated that not only the budget approved based on the 

strategies of the plan but there was also de lay to release the allocated budget. Similarl y, the 

components of the strategic plan were formulated but not integrated with each othe r at the 

expected level to change the plan in to implementation. This make it less li kely to move in 

the new strategic direct ions successfully and release the strategic goals as expected in the 

educational strategic planning process in the sample woredas. 
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Furthermore, the study found out that, the competence of WEO heads to carry out their 

obligations in implementing the strategic plans was poor. They were responding to a day-to­

day problem than focusing on how to create a better future by being proacti ve. 

Thus, in this case the attainment of long tem1 strategic goals in the selected woredas was not 

as expected. The monitoring progress to wards the achievement of goals is impo11ant and 

valuable. In finding it is indicated that there was inadequacy of plan monitoring and 

evaluation system in sample woredas. From thi s, one can infer that relevant and timely data 

was hard to find to the decision makers and implementers. From thi s, it is possible to imply 

that monitoring system may not in a position to judge progress, to ensure the strategic plan 

implementation is on the track and to make any necessary corrections. 

5.2. RECOMMENDATIONS 

In light of the findings and conclusions drawn, the following recommendations have been 

forwarded accordingly with the objective of improving the existing situations. 

5.2.1 Promoting Strategic Planning Practice at Woreda Level 

As shown in the findings, the cunent practice of educational strategic planning in the sample 

woredas were faced with lack of knowledge and understanding of strategic planning, lack of 

commitment to participate stakeholders, fa ilure to design SMART objectives, fai lure to 

coordinate, inadequate reporting and poor controlling techniques. Hence, to overcome this 

difficulty , the region should design strategies that are promoting the performance of the 

woredas via continuous capacity building training and strengthening the planning capacity of 

the woredas. 
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5.2.2 Mounting Stakeholders' Participation 

Among the major findings made in the study, lack of meaningful participation of the 

potential stakeholders in the educational strategic plarming practices is the first one. Thus, it 

is logical to recommend that developing or enhancing the stakeholders' involvement in 

various decisions making areas affecting to the strategic planning acti vities, and giving 

appropri ate attention to the feedbacks of these stakeholders' timel y respo nse to the ex isting 

situati ons of educational strategic planning practi ces in the samp le 1V0redas of centra l zone 

of Tigray region. 

5.2.3 Providing Sustainab le Capacity Building Tra inin g for WEO heads 

An effecti ve educational strategic leader ensures the organization has clear purpose and 

direction and the means to achieve the purpose, planning and change are the primary jobs of 

the leaders to day and strategic thinking is the way to do this. However, the study indicated 

that the WEO heads lacks thinking strategically. Hence , it is suggested that leadership 

devel opment Illay be the best way to deve lop strategic thinking by provid ing deep and need 

based short term and long term capacity building trai ning in educati onal planning and 

creating conducive environment for educational leaders. 

5.2.4 Creating an independent Organ for Plan Monitoring and Evaluation 

Plan monitoring and evaluation was one the major variables treated in thi s study, and it has 

been found out that there was no independent organ that carries out plan monitoring and 

evaluation. It seems that its absence has been hindering the wo redas of the reg ion not to 

assess, regularl y, their plann ing performance and accordingly to take earl y correcti ve 

measures before diffe rences occur. Thus, it is recommended that the region shou ld estab li sh 

an independent body hav ing teams across the woredas in order to fo llow the progress of the 

strategic plans and their levels of execution so as to give timely strategic sol utions. 
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Appendix - A 

Addi s Ababa Un iversity School of Graduate Studies 

Coll ege of Education 

Department of Educational Planning and Management 

Educational Policy and Planning S tream 

Thi s Questionnaire filled by school respondents ( Principals & Department heads) and it 

has been prepared to collect relevant information for a thes is enti tl ed "Strategic Plann ing in 

Woreda Education offices in central zone of Tigray." Thus, it mainly focuses on examining 

the current practice of educational strategic plan in the sample woredas of the central zone of 

Tigray region. 

Considering that you are one of the responsible professionals in finding sol utions to the 

problems of the preparation and implementation of educat ional strategic plans in the region, 

this research has chosen you as one of the resourceful respondent for thi s study. The study is 

purely academic and it never credits against the individual respondents. Thus, the success of 

this study highly depends on your genuine , accurate, and timely response to the questions 

provided here under. Therefore. you are kindly requested to answer on the questions honestl y 

and patiently. 

Thank you in advance 

VIII 



I. Genera l Direction 

1.1 Don't write your name 

1.2 Please, fo llow the instruct ion provided for each part 

2. Personal information 

2.1 Name of yo ur Woreda ........... . ........................ .. 

2.2 Name of your school.. ................. .... .... .... .. .... .. 

2.3 A. Sex M ......... F ........ .. .. . 

B. Age 

2.4 Educational quali fication 

A. MAiMSC ........ .. B. BAiBED/BSC ... .. . 

C. Diploma .. .... .... . D. Certi fi cate .. .... .... . E. Other ...... .. . .. 

2.5 Field of spec ialization .... 

2.6 Total yea rs of service ........... .. . . 

2.7 Year of se rvice on current pos it ion ....... . ........ .. 

2.8 Your current position ......................... ...... .. .. .. 

IX 



No 

I 

2 

3 

4 

5 

6 

No 

I 

2 
, 
) 

4 

5 

PART I 

Pre-condit ions for effective, preparat ion, implementation of educat ional strategic plans 

INSTRUCTION: Show yo ur agreements and/or disagreements by putting (x) in 

the space provided hereunder. Whi le rating, use 

(5=Very good, 4=Good, 3=MediuI11, 2=Poor, I =Very poor) 

Items Rating Sca le 
i Meaningfu l Part icipat ion in Preparing & Implementation Strategic Plann ing at 5 

your Woreda Leve l. 

The extent to which Principals and Department heads involve in th e strategic 
plan? 

The degree to whi ch Principa ls and Department heads are comm itted to 
effective strategic plan? 

The degree to which discuss ion made on the draft of the strategic plan by the 
ed lIeat iona I sector com Ill UIl ity? 
The degree to which Principals and Department heads feedback are ta ken fo r 
improvement? 

The degree to which externa l stakeholders participate in the strategic plans 
preparation and implementat ion? 
Avai lab ility oflhe strategic plan document at ease for al l stakeholders? 

PART- II 

Responses on the planners' knowledge and/or experiences 

INSTRUCTION: Show your agreements and/or disagreements by putting (x) in 

the space provided hereunder. Wh ile rating, use 

(5=Very good, 4=Good, 3=Medium, 2=Poor, 1 =Very poor 

Planners ' knowledge and/or expe rience for effective educational strateg ic plan 5 

practice in your woreda 

Ava il ab ili ty of qualified personal in educational planning process 

Avai lab ility of cont inuous trai nings for the education strategic planning 

Adequate years of experi ences of planners on strateg ic plan practices 

The degree to which the planners are sent for further upgrading in educati ona l 
planning 
The re lev(l ll ce of planners' acndemic background to the strategic plann ing 
Dract ices 

x 

4 3 2 

4 3 2 

I 

I 

I 



PART -lIJ 

Educationa l strategic planning vision. mi ssion, values, goa ls, objec ti ves and action plans. 

INSTRUCTION: Sho\\ yo ur agreements and/or disagreements by putting (x) in the space 

provided hereunder. While rating, use 

(5=Ver)' good, 4=Good, 3=Medium, 2=Poor, I =Very poor) 

No The qualities ofvisioIl , mission, values, goals, objectives, and action plans 5 4 0 2 I J 

I To what extent the \'isioll sta tement pro\'ides a clear pic ture of the organi zat ions 
future 

2 To what extent the vision statement is inspiring and challenging 

3 To what degree the mission statement answers who we are, what we do, for 
whom we do, and why it is im portant 

4 The degree to which va lues can ac t as a foundat ion for the mission and vision 

5 To which exten t values can be embraced by every employee in the orga ni zalion 

6 The degree to which the goa l supports the miss ion & reflects strategic di rect ions 

7 The extent to which object ives are clearly and understandable to all stakeholders 
i 

8 The action plan conta ins a time frarne for co rnpletion 

PART -IV 

Adequacy and utili zat ion of resources for effec ti ve preparation and im plementat ion of 

educational strategic plans. 

INSTRUCTION: Show your agreements and/or disagreements by putting (x) in the 

space provided hereunder. While rating, use 

(5=Very good, 4=Good, 3=Medium, 2=Poor, I =Very poor) 

No The Adequacy and Uti lization of Resources. 5 

I Adequacy qualified rn anpower resources in woreda leve l 

2 Ava ilability of effective planning tearn in woredas' 

0 The extent to which the allocated budget is released exact ly on tirne J 

4 Ava ilability of necessa ry materi al resou rces 

5 The budgets approved is based on the strateg ic of the plan 

6 The extent to whi ch an effecti ve utilization of available resources 

7 The extent to wh ich adequate arn ount of fund to implement the pl ans 

XI 

4 3 2 I 



PART -V 

Competence of WEO heads and Planners for effective preparation and implementat ion of 

strategic plans. 

INSTRUCTION: Show your agreements and/or disagreements by putting (x) in the 

space provided hereunder. While rating, use 

(5=Very good, 4=Good, 3=Med ium, 2=Poor, I =Ve ry poor) 

No Competence or \l'EO. I-leads & Managemems for Effective Preparation and 5 4 
Implemcntation of Education,,1 Strateg ic Plans. 

I The e~tell t to create strategical ly relevant measures of performance 

2 The ab ility to absorb new inform ati on 

3 The ability to think strategica lly 

4 Th e abi lity to create new strategies to move in nevI direction 

5 The ab ility to al ign people and organi zati on 

6 The ability to tran slate strategies in to action 

7 The ability to define when strategically to change 

8 The extent to which communicat ion in every direction top-down ,bottom-up 
across each woredal department/lines 

PART- VI 

J 2 I 

Plan Monitoring and evaluatioll tn order to fol low the success and failure of the objecti ves 

against the present targets. 

No 

I 

2 

" j 

4 

5 

6 

7 

INSTRUCTION : Show your agreements and/or disagreements by putting (x) in the 

space provided hereunder. Whi le rating, use 

(5= Ve ry good, 4=Good , 3=Mediulll, 2=1'00 1', I =Very poor) 

Plan Monitoring and Eva luation 5 4 

The extent to which timely monitoring and eva luation of educational strategic 
plans carried out 
The degree to whi ch the resu lt of monitoring and evaluation be used to take 
corrective measures 
The extent to \Vh iell monitoring and eva luati on carried out by extern al 

evaluators 
The degree to \Vh iell Illollitoring and evaluat ion carried out by internal 

evaluators 
The extent to wh ich moni toring and evaluat ion be done on regular bas is 

The degree to wh ich it is done after problem ari se 

The degree to wh ich it dependent organ that monitors and eva luates the 
strategic planning 

XII 

3 2 I 



PART-VII 

Problems of the practi ce of educati onal strategic plan 

INSTRlICTlO N: Show your agreements and/or di sagreements by putti ng (x) in the 

space provided hereunde r. While rati ng, use 

No 

I 

2 
, 
) 

4 

5 

6 

7 

8 

9 

10 

I 

2 
, 
) 

4 

(5 =extremely serious, 4=Very seri ous, 3=Serious, 2=Observed 

but not serious, 1 =Not observed at all) 

Prob lems of Preparing and Implementing Educational Strategic Plans 

lack of mean ingfu I Parti cipation of Stakeholders 

Lack of ctear delega ti on in til e region, woredas and schools 

Fail ure to set meaningru l and veri fi able targets 

Inadequa te knowledge and/or expcric nces of the plan actions 

Lac k of clear li nes of authority whic h makes decision making di fficult 

In flex ible organi zational structures in the zones and woredas 

Inadequ acy of monitoriri g and eva luation systems 

Fai lure to obtai n suffi cient resources to accomplish tasks 

Failure to follow the plan 

No incenti ves given to workers to embrace the new stra tegies 

Lack of coordinati on among region & woreda education offi ces 

Over-dependence on past experi ence 

Lack of budge t to il11pl el11en t thc strategies 

Inadequ ate or unreli able data 

5 4 3 2 I 

5. What are the major challenges that you encountered while implementing the strategic plan in 

your wo reda? 

A. ____ _ 

B. _______________ _ 

c. _______________ _ 

6. What so lutions can yo u forwa rd for these problems? 

A. ____________ ___ _ 

B ____________ ___ _ 

c. ______ _________ _ 
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Appendix - B 

Addis Ababa University School of Graduate Studies 

College of Education 

Department of Educational Planning and Management 

Educational Policy and Planning Stream 

This Questionnaire filled by WEO Staff respondents ( Process performers. Planners, Experts , 

Supervisors and Data encoders) and it has been prepared to collect relevant information for a 

thesis entitl ed "Strategic Planning in Woreda Education offices in central zone of Tigray." 

Thus, it mainly focuses on examining the current practice of educational strategic plan in the 

sample woredas of the central zone of Tigray region. 

Cons ideri ng that you are one of the responsible professionals in finding solutions to the 

problems of the preparation and implementation of educat ional strategic plans in the region, 

this research has chosen you as one of the resourceful respondent for this study. The study is 

purely academic and it never credits against the individual respondents. Thus, the success of 

this study highly depends on your gen uine, accurate , and timely response to the questions 

provided here under. Therefore, you are kindly requested to answer on the questions honestly 

and patiently. 

Thank you in advance 
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I. General Direction 

1.1 Don't write yo ur name 

1.2 Please, follow the instruction provided for each part 

2. Personal information 

2.1 Name of your Woreda ..... . ........... .. ... . .. . .. .. ... . . . . . 

2.2 l\ame of your school. . ... . 

2.3 A. Sex M ..... . .. . F ...... ... .. . . 

B. Age 

2.4 Educational qualification 

A. MA/MSC .. ....... . B. BNBED/BSC . .... ...... . 

C. Diploma ........ .. . D. Certificate .......... . E. Other.. 
2.5 Field of spec iali zation 

2.6 Total years of service ............. .. 

2.7 Year of service on current pos ition ................ .. 

2.8 Your current position .. . . . . . ...... . ... . ...... ............ . 

xv 



No 

I 

2 

3 

4 

5 

6 

No 

I 

2 
, 
J 

4 

5 

PART I 

Pre-cond itions for effective, preparat ion, implementat ion of educational strateg ic plans 
INSTRUCT IO N: Show your agreements and/or disagreements by putting (x) in 

the space provided hereunder. While rating, use 

(5=Very good. 4=Good, 3=Medium, 2=Poor, I =Very poor) 

Items Rati ng Scale 
Meani ngful Participation in Prepari ng & Imp lementation Strategic Pl an ning at 5 
your Woreda Level. 
The extent to which Principals and Department heads involve in the strategic 
plan? 
The degree to whi ch Principa ls and Department heads are comm itted to 
effect ive strategic plan? 
Thc degree to which discuss ion made on th e draft of the strategic plan by the 
educat ional sector communi ty? 
The degree to which Principals and Department heads feed back are taken fo r 
i 111 P rove me Ill ? 

The degree to whic h external stakeho lders participate in the strateg ic plans 
preparat ion and implementation? 
Availab ility of the strategic plan docu ment at ease for all stakeholders? 

PART- II 
Responses on the planners' knowledge and/o r experiences 

INSTRUCTION : Show yo ur agreements and/or disagreements by putting (x) in 

the space provided hereunder. While rating, use 

(5=Very good, 4=Good, 3=Medium, 2=Poor, I =Very poor 
Planners ' knowledge and/or ex perience for effect ive educational strategic plan 5 
practice in you r woreda 

Availability of qua lified personal in educational planning process 
Ava il ability of continuous trainings for the education strategic planning 
Adequate yea rs of experi ences of planners on strategic plan practi ces 
The degree to which th e plan ners are sent for furt her upgradin g in educational 
pl ann ing 
The relevance of planners' academ ic background to the strategic planning 
practices 

XVI 

4 
, 

2 J 
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I 
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PART -III 
Educati onal strategic planning vi sion, mission, values, goals, objectives and acti on plans. 
INSTRUCTION: Show your agreements and/or disagreements by putting (x) in the space 

prov ided hereunder. While rating, use 

(5=Very good, 4=Good. 3=Med iulll. 2=Poor, I =Very poor) 
No The qual iti es of vision, Illiss ion, values, goa ls, objectives, and ac tion plans 5 4 3 2 I 
I To what exten t the vision statement prov ides a clear picture of the organizations 

future 
2 To what extent th e vision statement is inspiring and challenging 
3 To what degree the mi ss ion statement answers who we are, what we do, for 

"holll we do, and why it is import ant 
4 The degree to which va lues can ac t as a fo un dat ion for the mission and vis ion 
5 To whi ch extent va lu es can be embraced by every eillployee in the organizati on 
6 The degree to which the goa l suppot1s the mission & reflects strategic directions 
7 The extent to which objecti ves are clearly and understandab le to all stakeholders 
8 The action plan contai ns a time frame for co mpletion 

PART -IV 
Adequacy and ut ili zation of reso urces fo r effecti ve preparat ion and implementatio n o f 
educationa l strategic plans. 

INSTRUCTION: Show your agreements and/or di sagreements by putting (x) in the 
space provided hereunder. While rating, use 

(5=Very good, 4=Good, 3=Medium, 2=Poor, I =Very poor) 
No The Adequacy and Utili zation of Resources. 5 
I Adequacy qua lified manpower reso urces in woreda level 

2 Ava ilability of effect ive planning team in woredas' 

" The extent to which the allocated budget is released exactly on time ) 

4 A va i lab il ity of necessary material resources 

5 The budget s approved is based on th e strategic of the plan 

6 The extent to wh ich an effective utilizat ion of ava ilable resources 
7 The extent to which adequate amount of fund to implement th e plans 

XVII 
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PART-V 

Competence of WEO heads and Planners for effective preparation and implementation of 

strategic plans. 

INSTRUCTION: Show yo ur agreements and/or disagreements by putting (~) in the 

space provided hereunder. While rat ing. use 

(5=Very good, 4=Good, 3=Med iul11, 2=Poor, I =Very poor) 

No Competence of WEO, Heads & Managements for Effecti ve Preparation and 5 4 
Implementation of Ed ucationa l Strategic Plans. 

I The extent to create strategica lly relevant meas ures of performance 

2 The ab il ity to absorb ne w in fo rmati on 

3 The ability to think st rateg ica ll y 

4 The ab il ity to create Ilew strategies to move in new directi on 

5 The ab il ity to al ign people and organi zation 

6 The ab ili ty to translate strategies in to ac tion 

7 The abil ity to define when strategica lly to change 

8 The exte nt to whic h comlllunicat ion in every direction top-down ,bottom-up 
across each wareda! depa rtment/l ines 

PART- VI 

3 2 I 

Plan Moni toring and eva luation In order to follow the success and fai lure of the objecti ves 

against the present targets. 

No 

I 

2 

3 

4 

5 

6 

7 

INSTRUCTI ON: Show yo ur agreements and/or disagreements by putt ing (x) in the 

space provided hereunder. While rat ing, use 

(5= Very good, 4=Good, 3=Mediul11, 2=Poor, I =Very poor) 

Plan Moni toring and Evaluation 5 4 

The extent to which time ly mon itoring and eva luation of ed ucational strategic 
plans carried ou t 
The degree to wh ich the result of mcni tori ng and eva luation be llsed to take 
corrective measures 
The extent to wh ich monitorin g and evaluat ion carried Ollt by external 
eva luators 
The degree to which monitoring and eva luat ion carried ou t by interna l 

eva luators 
The extent to wh ich mon itoring and evaluat ion be done on regul ar bas is 

The degree to which it is done after prob lem arise 

T he degree to wh ich it dependent organ that monitors and eva luates the 

strategic planning 
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PART- VII 

Problems of the practice of ed ucational strategic plan 

INSTR UCTION : Show your agreements andlor disagreements bv putt ing (x) in the 

space provided hereunder. While rating, use 

No 

I 

2 

3 

4 

5 

6 

7 

8 

9 

10 

I 

2 

3 

4 

(5=extremely se rious, 4=Very serious, 3=Seriolls, 2=Observed 

but not serious, I =Not observed at all) 

Problems of Preparin g and Impleme nt ing Educati onal Strategic Plans 

Lack of mean ingfu l Participation of Stakeholders 

Lack of clear de legation in the region, woredas and schools 

Failure 10 set mea ningful and verifi ab le targets 

Inadequate knowledge and/or experiences of the plan actions 

Lack of clear lines of authority which makes dec ision makin g difficu lt 

Infl ex ible orga ni zational st ructures in the zones and woredas 

Inadequacy of mon itoring and eva lu at ion systems 

Fa ilure to obtain sufficient resources to accomplish tasks 

Failure to follow the plan 

No incentives given to workers to embrace the new strategies 

Lack of coordination among reg ion & woreda educat ion offices 

Over-dependence on past experi ence 

Lack of budget to implement the strateg ies 

Inadequate or unrel iable data 

5 4 
, 

2 I j 

5. What are the major challenges that you encountered whil e implementing the strategic plan in 

your woreda? 

A. __________________________________ _ 

B. ______________________________ _ 

C. ______ ________ _ 

6. What so lutions can you forward for these problems? 

A ________________ _ 

B ______ _____ ___ _ 

c. _____ ___________ _ 
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Appendix - C 

INTERVIEW PART-! 

An Inten'iew Guid e for Heads of Worcda Education Office (WEO) 

I, Ques ti ons related to the stakeholders in vo lvements in the current practices of preparing and 
implementing educational strategic plan 

A. Who are they? 

B, In what way they involve? 

C. What do you expect from these stakeholders invo lvement? 
0 , Do you incorporate their feed backs to in the final strategic plan documents? 

2, How does the Regional strategic plan evolve itself? 

3, Who takes the prime initiati ve in developing the Regional educational strategic plan? 
4, How is the communication taking place during formulation, implementation and 

evaluation of strategic plan among regional, zonal and woredas level? 
5, Do you th ink that the strategic planning team has adequate planning skill s and/or 

experiences? 

6, What is the capacity of the adequacy and utili zation resources that the region has, to prepare 
and implement the strategic plan (man power, material and financial )? 
A. What are the sources of the budget? 

B, How are the resources utili zed? 

7, How the monitoring and eva luation systems are takes place in the WEO? 
g, What are the major and most frequently occurring problems in the prepanng and 

implementing educational strategic plan? 

A, What attempts have been made to overcome these problems? 
B, What changes have been achieved as a result of interventions made? 

9, What are your overall comments on the prac tice and pro blems of preparing and implementing 
educat ional strategic plan in your wo redas"? 
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Appendix - D 

CHECKLIST 

A check li st will fill by the researcher on strategic planning Vision, Mission. Values, Goals. 

Object ives. Targets, Action plans, and Performance. 

No Necessary contents Yes No 

1 The vision statement provides a clear picture of the organ izations' future 

direction 

2 The mi ss ion statement answers who we are, what we do, for whom we do, 

and why it is important 
I 

I 
3 The va lues can act as a foundation for the vision & miss ion 

4 Va lues are included that can be embraced by every employee III the 

organizat ion. 

S The goa l SUP POltS the mi ss ion. 

6 The goa l renects strategic direction 

7 The goals are challenging, but still rea li sti c & ac hievab le 

8 The objectives renects spec ifi c, desired acco mplishment 

9 The objectives are clearly and understandab le to all stakeholders 

10 The action plan contains a time f,ame for completion 

11 The perfo rm ance measures relate to the goal it represents 

12 Strat eg ic plans are prepared by strategic pl anning team 

13 Strategic plans are prepared and im plemented through the active 

involvement of stakeholders 
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