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CHAPTER ONE 

1. INTRODUCTION 

1.1 Background of the study 

Any organization in a society whether profit making or non-profit needs educated man 

power to accomplish its predetermined objectives, to cope with new technologies and 

development. Thus, either developed or developing countries give lallocatel substantial 

resources priority to the education sector in order to satisfy the economic, social, political 

demand of the society. Therefore, in addition to conventional education, nowadays 

di stance education is becoming highly demanded and rapidly increasing in the world. 

Adding to the above idea, distance education passed different stages in its history; the stage 

distance education is quite the recent origin, even it did not exist at the beginning of 1971 

(Dodds, 1993). The concept has evolved from varied names, such as ' home study', ' postal 

tuition ', 'correspondence course ', ' independent study ', 'external study ' etc. the 

educationist thought that the potentials of the various educational media and means should 

be exploited maximally. Educational media and the audio-visual-aids thus become part of 

the instructional process. Student support selvices are considered to be one of the major 

components of ' distance education ' . Hence, more recently most scholars agreed that the 

three elements: correspondence, broadcasting and occasional face-to-face tuition are the 

most common elements in what we have just defined as distance education (Keegan, 

1995). According to Keegan (2004) distance education is the sum of distance teaching and 

distance learning. 



On the other hand, the organizational structure and governance of di stance education 

differs from country to country depending on their situation and needs serious attention in 

its implementation. For instance, according to Mensah and Yates 1996, in Yates Chris and 

Bradley JO, (2000) , in Ghana Ministry of Education and Non-Formal Education Division 

(NFED) co llaboration with NGOs and di strict and local authority structures govern the 

di stance education, whereas, in India, State Open University often working with local 

government agencies and local NGOs (Takwale et al. 1994, in Yates Chris and Bradley JO, 

2000). As we saw the experience of Ghana and India, concerning different countries many 

authors about distance education, is that there is a vast variety of organizational structure 

and of governance. Thus, the status, governance and organization of di stance education 

underfunded, held in low esteem by governments, run only on a small scaled usually only 

as a pilot project, often at the initiation of NGOs or under pressure from international 

humanitarian agencies (Spronk 1999, Dodds 1996, in Yates Chris and Bradley 10, 2000). 

Thus, the organizational structure of DE is implemented in different ways depending on 

the situation of the country to sati sfy and fulfill their demands. 

When we come to the Ethiopian context, distance education in Ethiopia was started in 

1967 with collaboration of Ministry of education and Addis Ababa University. To do thi s, 

correspondence study unit established under the Extension Division of the A.A University. 

The main target of the unit was to develop a senior secondary correspondence course for 

adults working in various ministries, factories and military organizations. Following this, 

in 2002 di stance education unit was transformed to the Ministry of Education under the 
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Department of Adult and Continuing Education, and then the Education Media Agency 

(EMA) (KUA W AB, 1999). Correction MoE, 1985 

According to MOE (1985) the country renewed the delivery of distance education using 

distance methodologies in the 1990s. During thi s period, distance education aimed not only 

raising student enroll ment at the secondary level, but also to cover both primary and 

tertiary level of education. The reason for the need of distance education, improves for the 

competence of teachers, improve students' learning, and reduce educational costs and 

strength capacity in the education and civil service sectors. Then, due to the high demand 

of DE in Ethiopia expanded to private and governmental organizations, as a part of the 

governmental organizations MoND starts to establi sh the program for the members of the 

army. 

Therefore, MoND to ease the educational problems of the army formulate face-to-face 

educational strategy in 1992, the program was started at the primary school level in face­

to-face and it continued for about eight years to improve the low educational capacity of 

the military. However, conventional study was not accessible to all learners due to the 

scattered deployment of the army and then expanded to secondary school (7 -1 0) in 

distance education. Therefore , in 2002 the Ministry of National Defense started distance 

education program in grades ranging from 7 to 10 to provide educational access to the 

majority of the army, because of cost effectiveness, fl exibility and suitabi lity for the army 

deployment situation. 

Ministry of National Defense training Main Department has been formu lated strategic 

plan and implemented di stance education for about eight years. The strategy aims to make 
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available educational access to the majority of the army; with the purpose of improving the 

army's academic knowledge that helps them to cope with the ever rising technology and to 

carry out the military missions effectively. The strategy document also underline the 

educating army helps them to acquire scientific knowledge and ski lls that serve as a pre­

requisite for further study in higher education and training institutions (TMD, 2002). 

MoND distance education started in 2002 by registering a few officers, but after one year 

(in 2003) expanded to the majority of the army and in 2010 comprises about 24,423 

distance learners, 30 coordinators in different sectors, 40 staff members and 2 department 

heads in the center, the department annual report of 20 I 0 indicates total of 24,500 are 

currently available (Annual report of MoND Education Department, 2010). Unlike the 

civil sector, the organizational and managerial effectiveness of MoND distance education 

program was unexplored one. This study was therefore intended to make a breakthrough in 

assessing this unexplored program in order to contribute supportive ideas to enhance the 

managerial and organizational effectiveness. 

1.2 Statement of the problem 

Many scholars such as Holmberg (2000) stated that distance and conventional education 

have their own strength and weakness in implementation. To implement distance education 

as intended it needs favorable organizational work environment, stability and clear 

managerial understanding of the program and applying their functions of distinct process 

of planning, organizing, leading, and controlling, utili zing in both science and art in order 

to accomplish pre-determined objectives. Effective managers provide both task and 

psychological supports for their employees. They must furnish their employees with 
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necessary materials and stimulate them to work effectively. Whereas, MoE were not 

sati sfied on the DE program results. 

MoNO distance education head office is working to give an access education for all the 

military members ranging grades 7 to 10, to fac ilitate them for add itional military training 

and higher education. However, access education without effective organizational structure 

and implementation of managerial functions will not bring the needed result for the 

organization and individuals cannot be sati sfied. Some of the studies conducted regarding 

di stance education in MoNO fai led to investigate the organizational and managerial 

effectiveness in implementation of the program. For instance, the study conducted by 

Abebe (2000) attempted to describe some of the problems of teaching aid materials in 

MoNO education. In this study, it left aside to examine specifically the organizational and 

managerial effectiveness. 

In addition, as observed from the allliual report of the OEP of MoNO, its outcome seems 

not improving as expected to be. Also Organizational structure of di stance education in 

MONO shows inconsistency. As the existing practical experience indicates, sector 

coordinators and experts were heard complaining that there is no effective managerial 

practice in serving the distance education beneficiaries of MoNO. The organizational and 

managerial ineffectiveness of the program were some of the problems that have been 

underlined on the implementation of the OEP considering this problem, the researcher 

believed that a study that will assess the organizational and managerial effectiveness was 

necessary to reduce the problems. Based on this assumption the study was intended to 

answer the following basic questions: 
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1. To what extent do managers and staff members have the requisite qualification, 

skill and work experience to manage the program? 

2. How favorable was the organizational structure to attain the intended purpose? 

3. To what extent was the managerial functions (P lanning, organizing, evaluating, 

and timely decision,) implemented in the DEP of MoNO? 

4. To what extent was distance education program effective in attaining the pre­

determined goals? 

5. What were the major problems affecting organizational and managerial 

effectiveness of DEP? 

1.3 General objective of the study 

The major objective of this study was, to investigate issues related to organizational and 

managerial effectiveness of distance education in MoNO and its practice, challenges and 

prospects £i'om all stakeholders (managers, coordinators, experts and learners) perspective. 

1.3.1 Specific objectives 

• To examine the effective deployment of the required expe11s and trained manpower 

• To investigate the organization whether the environment was favorable or not 

(workable structure and stability) to implement the DEP 

• To identify the challenges and prospects of distance education management 

• To determine the effectiveness of distance education management functions and 

practice in MoNO. 
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1.4 Significance of the study 

A study is conducted to serve a particular purpose. Therefore, the significance of th is study 

is bel ieved to contribute that: 

1. It may open the ground for the program to be designed and implemented more 

efficiently and effecti vely. 

2. Helps to generate awareness among the decision makers and encourages the promotion 

of effective managerial approach in designing the future task of di stance education in 

MoND. 

3. It may help the planners as additional information sources document for the process of 

designing, planning, organizing, implementing and supervising the distance education 

program. 

4. It may help as a departure to conduct further study in the program. 

1.5 Delimitation of the Study 

The study focuses on the organizational and managerial effectiveness of the distance 

education program in MoND grade level ranging (7-10). The scope of the study 

particularly includes the issue of effectiveness of distance education management 

challenges and prospects from the participants (managerial , experts, coordinators and 

learners) towards organizational and managerial effectiveness of di stance education in 

MoND including the head office of education department heads. 
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There are many fac tors affecting the di stance education system. However, they vary 

according to the objective of the organization. As employed in this study, only the 

organizational and managerial effectiveness (i. e. qualification and skill of managers and 

employees, organizational structure, proper implementation of managerial functions 

(Plmming, organizing, controlling, and timely decision), timely communication and 

feedback were investigated based on management of (production and di stribution, 

participation in face to face program, involvement of employees in decision making, 

organizational structure, assignments and exams) were taken in to account as the major 

independent variables. And dependent variables of the study include: the distance 

education ranging grade 7-10 of the study. 

On the other hand, MoNO distance learners deployed in wide geographical areas and large 

in number. So, face-to-face contact with all the sectors of the army was impossible due to 

resource shortage. However, the study designed to access some of the sectors considering 

sampling techniques in Addis Ababa and Mekelle (2 of 5 sectors). 

1.6 Limitation of the Study 

In the data collection students who are living in Addis Ababa and around were not found in 

their work area because of different reasons so, thi s affects the time management. In the 

data collection process, fi ve learner respondents took questionnaires and not return them 

back. Then the researcher tried to conduct the study using the rest who returned the 

questionnaires properly. In addition, the study was limit on the issue of orgmlizational and 

managerial effectiveness of di stance education; then based on the sample to generalize the 

population may have short comings. On the other hand, the main limitation of thi s study 
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was constraints of ti me due to the scattered deployment of the army in different regions of 

the country and the time duration given to complete the thesis. However, the researcher 

tried to manage the time given to gather necessary and relevant data in order to fi nalize the 

study as much as possible. 

1.7 Operational Definition of key terms 

Distance education: refers fo r the study within MoNO that provides education ranging 

from 7 to 10 grade level of distance education (TMO, 2002). 

Management: is the ali of guiding actions and contro lling situations in a manner that 

yields results that best meet the obj ectives of the institution (Koontz Harold and Weihrich 

Heinz, 1988). 

Organization: is a consciously coordinated social entity, which a relatively identifiable 

boundary, that functions on a relatively on continuous basis to achieve common goal or set 

of goals (Robbins, 2009). 

Sector: refer to responsibility of area which is assigned fo r the head quarter of each center 

which has sub-centers under each (TMO, 2002). 

Sector coordinators: refer to persons who are ass igned at head quarter of each Sector (i.e. 

East command, West command, Central command, North command, and A.A & around), 

so that they could coordinate and facilitate the delivery of the distance education program 

(TMO,2002). 
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1.8 Organization of the Study 

The study comprises of five chapters; the first chapter contains the introductory part, which 

provides the basis for the other chapters and it consists of background, statement the 

problem, objective of the study, significance, delimitation, limitation and operational 

definition of the terms. The Second chapter is review of related literature which focuses on 

the conceptual frame work of the study; third chapter covers research design and 

methodology of the study. Chapter four- emphases presentation and analysis of the data 

which is collected from the field; finally the fifth chapter contains summary, conclusion & 

recommendations is presented accordingl y. 
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CHAPTER TWO 

2. REVIEW OF RELATED LITERATURE 

2.1 The concept of distance education 

Distance education has evolved from trad itional correspondence course to online and 

networked learning. Today, a host of educational and training forms and processes are 

presented under the balmer term "distance educat ion' (Taylor, 200 I , 2002 in Panda 

Santosh,2003). 

The term ' di stance' education has different connotations by di ffe rent authors: 

Rumble (2005) stated that: DL is a method of education in which the learner is physically 

separated from the teacher. Adding to thi s idea, Evans (1996) indicated that, the concept 

'distance ' refers to not just as static distances which can be measured in km or miles, 

rather, they are complex and fluid ' distances ' in the teacher- learner relationship. These are 

not just matters of geography or even time; the social , economic, spiritual experi ential and 

personal dimensions add many interwoven layers to the distancing of the teacher from the 

student. It seems reali stic and physical sense is not a major necessary defining feature of 

the form of educational provision. Even some of us may jump to the conclusion that any 

kind of acquisition of knowledge, skill etc., by a learner independently is distance 

education (Koul and Ramanujum, 1989:7). 

From the above statements we can conclude that, as such the concept does not include all 

kinds of self learning or private studies. But, distance education is meant for people who 
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want to pursue their studies without attending regular courses but who need the help of 

some teaching institutions. 

According to Holmberg (2000:2 and 95), the concept of distance education implied that 

consistent non-contiguous communication is of two kinds. One-way traffic in the form of 

pre-produced course materials sent from the supporting organization and invo lving 

students in interaction with texts; this can be described as simulated communication the 

two-way traffic, i.e . real communication between students and the supporting organization. 

Distance education, therefore, has two constituent components, the teaching exposition 

referred to as one-way traffic and the real communication by means of which student 's 

access to the personal counseling and tutoring. With this in mind of its two constituent 

elements, Holmberg defined distance education as covering the various forms of study at 

all levels which are not under the continuous immediate supervision of tutors present with 

their students in lecture rooms or on the same premises but which, nevertheless, benefit 

from the platming, guidance and teaching of a supporting organization. 

According to Rao .V.K. (2007) and Venkataiah S (200 1) good Adult education, the 

objection claims, is essentially self-education by the learner based on private study in 

libraries, audio-visual carrels and laboratories . Those who support the view that distance 

education is radically to be differentiated from conventional education would point out that 

access to the University's library and carrels is not often possible for students who study at 

a di stance from the institution and that the use of indirect teaching methods in face-to-face 

institution does not make it identical with distance education. In spite of these objections, 
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one can grant to Otto Peters that he has highlighted a characteristic of distance education 

that should fo rm part of any definition: ---it is the most industrialized form of education. 

It must also be conceded that has attempted to get to the nature of distance education and 

that the two objections just quoted, and many other like them, seem to neglect certain 

fundamental aspects of distance education. There are fi ve reasons for thi s: 

I . In tradi tional education a teacher teaches. In distance education an institution 

teaches. This is a radical difference. In traditional education the teacher is present 

in the lecture room with students and his success often depends on the rapport he 

can build up with students: personality and even idiosyncrasies' may be central. In 

di stance education the teacher prepares learning materials from which he himself 

may never teach. Another teacher may use the materials and evaluate the students' 

work. The pedagogical structuring of the learning materials, instructional design 

and execution may be assigned to others. Personality needs to be played down, 

idiosyncrasies' eliminated. The teaching becomes institutionalized. Different skill s 

are needed as even part of the content of what is taught may be contributed by 

others. 

2. In distance education the goal of linking of learning materi als to learning is at the 

center of the organizational structure. In conventional education the ' inter­

subjecti vity that R.S Peters saw as central to the teaching Ilearning process is 

automatically set up. In distance education this ' inter-subjectivi ty' is lacking and 

there can be no guarantee that any thing wi ll happen once learning materials have 

been developed and dispatched to the student. 
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Administrators of distance education system who consider that distance education 

is merely a ' fringe form of traditional education ' often forget to provide this 

linking. They feel that once the learning materials have been developed and 

dispatched to the student the job is done: learning wi ll occur. In distance education 

there is no basis for this unless a successful linking system is provided. Even then 

questions on the quantity of learning and the status of the learning remain fo r 

solution. 

3. From the students' point of view there are important differences between the two 

systems of education. The distance system gives a radical new meaning to the 

concept of the independence of the Adult learner. In this system he is responsible 

for initiating the learning process and to a target extent fo r maintaining it 

throughout. Questions of motivation and ski ll acquisition, of a specifically different 

kind to those required to thc traditional education, need to be tackled to combat the 

phenomena of non-starters and dropouts that have been a feature of this type of 

education throughout the last one hundred years. 

4. Management skills that are more akin to those found in industriali zed enterprise are 

needed in distance education. The distance system has daily preoccupations with 

lead times, deadlines, print runs, job schedules, typefaces, warehousing, delivery 

and dispatch and planning decisions on educational priorities that must take place 

two, three or more years before teaching is to take place. Such preoccupations are 

not normally characteri stics of educational administration. 

5. Distance education is a form of education that can eas ily become depersonali zed 

both for staff and students. Students are not invited to Milton Keynes more too 
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many of the distance education institutions throughout the world. There is little 

doubt that the absence of students can create a strained atmosphere for lecturers. 

The constant process of writing creatively for distance students, whether alone or in 

a course team framework, poses problems, which are not fully resolved even in 

those institutions where the lecturer has some responsibilities for on-campus 

students as well. The marking of distance students' work, even when relieved by 

face-to-face seminars, telephone tuition and work for rad io or television has a 

definite propensity for staff di sillusionment (Rao .V.K. 2007 and Venkataiah S, 

200 I). 

On the other hand according to Panda (2003: 1) described that the management of distance 

education operations is as much the responsibility of organizational leaders as that of the 

staff, with staff responsibility varying across organizational type. For example, in the 

single-mode institutions the course team may inelude dozen of staff; an electronically 

delivered course in a conventional university may involve one staff number who IS 

responsible for all aspects of production and delivery. Irrespective of variations 111 

provision and organization, both government and institutional policies on placing distance 

education at either center stage or the periphery of educational planning are heavily 

influencing distance education practice and reforms. 

Feature or characteristics of distance education: 

- It is carefully planned and developed by profess ional designers. 
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In principle the best scholars avai lable in the given discipline are engaged in order 

to produce really first-rate and authentic material (quality courses), and with low 

prIces. 

Cooperation between subject matter specialists, instructional designers and media 

experts is required for the development course and learning packages. 

- The product - the teacher - is obj ectified and mass-produced. 

- Technical media (e.g. radio, television, and computers) are used in order to target 

the greatest possible number of students. 

- The instruction is developed to cater to the disadvantaged: the protagonists of thi s 

model are motivated by an abiding concern for equity of educational access (Ibd). 

From above stated reasons and characteristics we can conclude that the di stance education 

system is different from the formal education. 

2.2 Distance Education: Stages of Growth 

The growth of distance education, ji-om its origins correspondence 
education in the 1830s or 1840s through the growth of private 
corre;,pondence schools and colleges, to the present level of investment in 
distance education on the part of many publicly-funded institutions and 
governments has resulted in the emergence of an alternative educational 
paradigm in which students are not in constant face-to-face contact with 
their teachers or their institution (Rumble, 2005) 

Adding Dr. Rao Bhaskara Digumat1i (2007 : intTOduction) 

Distance education has been booming in the past few decades. In order 
to respond to increasing demandfor highly trained human resources for 
socio-economic development in the countries in the region, the 
government of each and evety nation has paid special attention to the 
possibilities of distance learning in higher education. 
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The rapid expansion of industrialization and expansion of science and technology have 

contributed for the explosion of information and knowledge over the current century, 

change in technology have made it more difficult for informal systems to be adequate in 

providing the crucial education and trai ning people needed (Hakemulder, 1979). 

The demand for formal education has amplified significantly all over the world . Parents 

see the school as a way to mastery of new skills and at the same time as a way to earn 

additional money and attain better living standards. 

Technical changes in medicine, agricultural and engineering have opened new ways of li fe 

to the entire society. However, may be open only if they have accessed to some start of 

relevant education and training. This undoubtedly increases the demand for education in 

scope and variety to cop up with the new demand of life. This calls for the improvement on 

changes of curriculum so as to fit the newer educational needs. More ever, the demand for 

school places, however, is very much bigger than the capacity of any economies to supply 

them even the industriali zed countries are encouraging problems in financing thi s costly 

and not very efficient school system (Hakemulder, 1979). 

Accord ing to Ramanujam in EMA, (1999: 1-12), had the following to say regarding the 

problems associated with the formal education. 

---there are problems of access, quality and relevance unless we recognize 
and reorient our educational system; we would not be able to overcome 
them. We have, therefore, to think of attentive and different strategies. One 
such strategy, which is catching up all over the world, is that of distance 
education. Thanks to the availability of modern communication technologies, 
it is possible for us to provide access to education to a large number of 
people, improve the quality of education and provide relevant courses. 
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Hence, education is not to serve all members of the soc iety in act places in time, There are 

some sections of the society such as Adults who may not afford the time and money to 

continue their education, It is for these reasons that educational planners and agree that 

they can no longer stick or to the old pattern of class room teaching or on campus studies 

as the only way of imparting education, This has led to the search for alternative methods 

of education which can reach more people, and so more cheaply, 

The whole mark of the above statements is expanding of education for all, just not to the 

fortunate minority in school but also to the whole community, To thi s effect, distance 

education ensures this poss ibility, 

2.3 Correspondence Education: The Early Stage of Distance Education 

If we try to trace back to origins of distance education, we find that this form of education 

happen to be began since human beings have been able to read and write, People even in 

the primitive stage exchange useful sometimes educational information to each other by 

means of letter; they have corresponded with each other, 

The term correspondence "refers to the mode of delivery of learning materials to learners" 

(Koul and Rammanujum, 1989:8), Correspondence education is taken to denote teaching 

in writing, by means of so-called-self-instructional texts, combined with communication in 

writing, i, e, correspondence between student and tutors (Holmberg, 2000), Historicall y, the 

primary means of communication between learners and teachers separated by space and 

time has been through the printed word , and this is sti ll preferred medium of life rally and . ..' .... " . 

distance education institutions/universities of the worlel' , f t : ..... ~ - -... -~ , .---...... ' 
; ''''''.i.. ........ . . . --.. .. _"'- -,.."" 

18 .-;::::; .. ~ --:..~ " 
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Thus, the first type of distance education to be introduced was correspondence education. 

This was an illI1ovation, not so much in technology as in the organization of teaching and 

learning. Otto peters has pointed out that this is the first industriali zed form of education, 

characterized by mass production and division of labor (Peter, 1993:49). However, the 

correspondence mode of education suffers from many drawbacks. IGNOU (1989:8) has 

pointed out that: 

---it offers the same conventional courses which are offered by the 
traditional Colleges and Universities. Many correspondence institulions 
usually send some kind of lecture notes to their students. The learning 
materials in print are mostly in the form of text books, which hardly help 
the students, learn on their own. Admission policies and evaluation 
methods adopted by correspondence inslitutions are similar to those of 
traditional institutions. The potential of the mass media is hardly used for 
educational pUiposes. 

As a result, the correspondence mode of education could not meet all the varied individual 

needs of the modern learner quality of education, therefore, suffers. This however, is not to 

deny the fact that of late, many such institutions have been making conscious efforts to 

improve their materials in various ways. 

2.4. Distance Education- The Present Form 

The concept has involved from varied names such as ' home study ' , ' postal tuition ' , 

'correspondence course', ' independent study', 'external study' etc. the educationist thought 

that the potentials of the various educational media and means should be exploited 

maximally. Educational media and the audio-visual-aids thus become part of the 

instructional process. Student support services are considered to be one of the major 

components of 'd istance education'. Hence more, recently most scholars agreed that the 
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three elements: correspondence, broadcasting and occasional face-to-face tuition, are the 

most common elements in what we have just defined as distance education. 

The history of distance teaching begins with the correspondence education, as this article 

shows. Its adoption in different countries was influenced by local needs, by geographical 

and by pol itics, as in the soviet. It is interesting to note that the earliest correspondence 

education was for business and professional studies, an area which is once again 

particularly popular (Koul, 1991). 

Adding, there has been a phenomenal growth in distance teaching projects world-wide 

during the last twenty years. There seem to be three main reasons for this growth: 

• Distance teaching offers an economic use of sparse educational resources to 

provide large number of students with chance to continue their education 

• Distance teaching can reach students where they are, however, remote that may 

be, and therefore allows students to continue earning while learning 

• Distance teaching is therefore , potentially, a great equal izer of educational 

opportunity (Ibid). 

These qualities make it highly likely that the expansion will continue; he believes such 

expansion is likely to make four main forms: 

• Refresher and in-service courses for professional and technicians, as a means of 

keeping them breast of rapidly changing skills and technologies 
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• Initial and up-grading courses for apprentice in various vocations and professionals, 

allowing such initial training to become increasingly on-the-job, i.e. , allowing 

people to be trained in the midst of practical experience rather than detached from it 

• Second-chance courses at secondary and tertiary level for adu lt who never had the 

opportunity to take such courses earlier in their lives, or who dropped out from 

such opportunities if they did; such courses wi ll recognize that universal 

opportunity for education at any level is not enough: motivation and attitudes and 

even aptitudes change, hence the need for continuing education 

• Basic and remedial education courses tlu·ough which adults, particularly those who 

have had little or non-formal education as children, wi ll be given access to it in 

later life (Ibid). 

2.5 Innovative Aspect of Distance Education 

DLSs are as varied as traditional systems in respect of their purposes, size, teclulologies, 

choice, underlying philosophy and efficiency. They also vary significantly in their 

structure, vis-a-vis traditional forms of education. All of these differences have an effect on 

why they are set up and show they are managed. (Rumble, 2005 : 19-22) 

In distance education system it is guite possible for each learner to begin, stop, and 

complete the course as work, family and health conditions allow, to study at hi s Iher own 

pace, and to disregard all the organizational and administrative restrictions usually 

inevitable in face-to-face education. Hence one can confidently conclude that distance 

education with its tlu·ee basic components Viz. printed material , contact program and 

electronic media is a truly educational ilmovation of this century (Ibid:22). 
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DLSs are particularly appropriate for those who, for a vari ety of reasons, cannot attend a 

traditional school , college or university. This includes persons of school-age who live in 

geographica lly remote areas in which it is di fficult or impossible to provide face- to-face 

teaching (as in the Australian outback, where the schools of the Air provide distance 

education to chi ldren on remote settlements); those who suffer from physical di sability or 

long term illness, which prevents them from attending a normal school. 

In general distance teaching methods can be used to meet the needs of students at 

secondary and tertiary education levels, but they are not appropriate for primary school 

students unless those students are being tutored by a parent or another adult or are 111 

classes supervised by a monitor who keeps order. (Ibid: 22). 

Distance learning may also be used by firms for the delivery of their training. For example 

the Banco popular in Colombia used di stance learning to provide in service training to its 

employees; in Brazil , PETRO BRAS, the state oil company, uses di stance education to train 

production workers on its oil rigs; and in Italy and France the Banco SANPAOLO group 

utilizes distance education methods to train employees . (Ibid: 22). 

The advantages of distance learning, from an employer's point of view, are that: 

• Participation does not require the employee to be absent from work. While employees may 

be given time off to study, some of the training may take place in the employee's own 

time. A major advantage of thi s is that some of the costs of training are transferred from 

the firm to the employee. 
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• The employer no longer incurs the cost of sending employees away on training courses. 

The cost of travel and of residential training can be high-significant savings can thus be 

achieved; 

• Individual employees may be reluctant to take up training which necessitates absence from 

home. Distance learning gets around this problem; 

• Relati vely few trainers can reach large number of trainees; 

• Employees can train more people quickly than they would by traditional means; 

• Employees can train dispersed workforce (e.g., PETROBRAS ' program for production 

workers based on oil rigs) (Ibid:22) 

Distance education as a system is often regarded as the most innovative, which gives 

learners independence of high degree. This view has been expressed by (Charles Awed 

Meyer in Holmberg 2000:8) as fo llows: 

• Instructions should be available any place where there are students- or even only one 

student whether or not there are teachers at the same place at the same time. 

• Instructions should place greater responsibility for learning on the student. 

• The instructional plan or system should free faculty members from custodial duties so 

that more of the teachers and learner's time can be given to truly educational tasks. 

• The instructional system should offer learner's wider choices (more opportunities) III 

subjects, formats and methodologies. 

• The instructional system should maximize and combining media and methods so that 

each subject or unit with in a subject is taught in most effective way. 
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• The media and teclmology employed should be articulated in design and use; that is, 

different media or technologies should reinforce each other and the structure of the 

subject matter and teaching plan. 

• The instructional system should preserve and enhance opportuniti es for adapt Ion of 

differences among individual learners, as well as teachers. 

• The instructional system should evaluate student achievement not raISll1g barriers 

concerning the place where the student studies, the rate at which he studies, the methods 

which he studies, or even the sequence in which he studies, but instead by evaluating as 

directly as possible the achievement of learning goals. 

• The instructional system should permit students to start, stop and learn at their own pace, 

consistent with learner short and long range goals, situations and characteristics. 

Holmberg (2000: 163) agreed on the listed characters. However, adding, he listed the 

following innovatory characters of distance education. 

• The parti cular organization which makes it possible to provide for both independent and 

individual learning and mass education through personal tutoring and more or less 

industrialized working methods. 

• The poss ibilities it offers for economic of scale. 

The influence of di stance education experts on adult education, further training, and labor 

market conditions, by opening new study opportunities as well as through its methods and 

organization. 
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2.5.1 Staff Development 

All distance educators need training. Who are these people? Distance educators use a 

confusing range of job titles for different basic functions, while different patterns of work 

organization mean that in some institutions individuals have multiple roles. It may be 

helpful simply to offer a li st of categories of staff in distance education, using four key 

functions as a basis for class ification: 

• Administrative staff, ranging from managers and planers to junior administrators 

• Those concerned with course design and development, including wri ters, editors, 

media technicians and producers 

• Those concerned with course presentation, including tutors and counselors 

• Those concerned with research and evaluation. 

We can start with an understanding that there is a common training need for everyone 

when they are first introduce to distance education (Harry Keith, Jolm Magnus and 

Keegan, D, 2003:) 

Adding to the above idea, Distance education requires teams of people performing 

different tasks and working at different levels to accomplish common institutional goals. 

As a result it is difficult to imagine a distance teaching equivalent to the one-teacher 

school. Training of staff, writers, tutors, and administrators is an aspect of di stance 

teaching institutions, which must surely attract considerable attention. Such training ought 

to reinforce what is accepted as one of the fundamental principles of di stance teaching, 

namely, that any course should relate family to the need and background of the students, 
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Rutledge and Keegan (1973:6). More over staff training is most successful if it is 

reinforced by refresher courses, workshops, periodic seminars, and experience share with 

other di stance institutions- local and abroad and regul ar tutors of the areas covered by the 

institution. 

In contrast to staff development, which is based on the assumption that the better technical 

skills staff has members, the better they will perform on the job. However, to be successful 

in a changing and competitive environment, technically skilled individuals are not enough. 

Individuals must be helped to improve not only their teclmical but also their ability to work 

productively with each other for the good of the organization (World Bank, 1992). In the 

word of Argyris (1971), "At the heart of the organizational development is concern for 

utilizing, energizing, actualizing, activating, and renewing of organizations through 

teclmical and human resource. Apparently policy makers have yet to be convinced that 

distance education requires the administrator who is best able to influence, guide, and 

direct-in short, to communicate with the individual participants in an organization is- the 

one who had developed a sensitivi ty to the paliicipants need and goals. More ever, 

managers in distance teaching institution and policy makers responsible for staffing should 

consider reviewing the current patterns of resources expenditure to fill key posts; 

introducing measures to avoid turn-over of experienced staff; reviewing procedures to 

ensure the early recruitment or replacement of staff to fi ll vacant posts, providing staff 

development programs, including on-the-job training, to provide a pool of in-house 

candidates from which stafflosses could replenished (World Bank, 1992 :28). 
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2.6 Problems and Constraints in Distance Education 

Different authors describe different problems and constraints In distance education 

program implementation. Accord ing to Keegan (2004 and 2000: 12) the common problems 

and challenges of distance education in developing countries, particularly sub-Saharan 

Africa include: funding constraints, infrastructural limitations, and administrative 

problems. Lack of resources is the most commonly encountered challenges for the 

programs of the region. Because of the resources problem they will be forced either to 

freeze some of their services or to close down altogether when the funding agency ceases 

to sponsor them. 

Adding to the above idea the following points were identified as the di fficulties of distance 

education: 

l.The first is the problem of isolation students studying alone at home, far from their 

tutors, have no immediate source of help, no-one to answer questions about things 

they don ' t understand, no one to seek encouragement from . In many cases they don 't 

even have the support of fellow students experiencing similar difficulties. 

2. It encourages and depends on rote learning. The student who learns the lesson notes 

by heart and regurgitates than in the examination stands the best chance of success. 

Correspondence education, by itself, is creating a very good vehicle for teaching 

parrot-fashion repetition. But it does not need to be. 

3. Most distance students have been outside formal education for some times, and 

may well have been unsuccessful students if they were even in it. So their study skills 

are poorly developed, their approach to study is hesitant, and they lack self 

27 



confidence. Without a regular guide or tutor they are likely to make mistakes, 

become discouraged and to become dropouts or failures. 

4. There is therefore a danger that distance education may be seen as, and allowed to 

become, inferior to orthodox education, to what is traditionally provided in schools 

and colleges. If in practice a distance teaching system leaves its students isolated, and 

if its courses concentrate on the transfer of facts and encourages rote learning of 

those facts, then it is second best. 

5. The problem of isolation, the boredom that comes from rote learning and common 

belief that distance teaching is inferior. Traditional forms of education, often lead to a 

high dropout rate. This is a particular danger if the production and distribution system 

does not keep up with its students, so that their college fai ling to get their study 

materials out to them on time increases their self-doubt and loneliness (Dodds Tony, 

1983: 10-11). 

From the above quotations, we can understand that distance education as a system has its 

own problems and constraints. Therefore, for a given distance education project to 

succeed, those people involved in the system must find out ways of minimizing its 

deficiencies. In view of this, it is of prime impoliance to make every possible effort to 

reduce the loneliness of the long-distance students. More ever, by encouraging active 

learning and with a regular guide the distance students can be motivated. However, that job 

depends on employing good academic staff and effective and efficient organization and 

management. 
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2.7. Non-Human Resources Allocation in Distance Education: Planning 

and developing open and distance learning 

Within open and distance learning self-study materials have an important part to play, and 

the effectiveness such materials depend to a large extent on the strategies incorporated in to 

their design. The quality of self-study materials is important, but their ultimate success will 

depend to a large extent on the provision of effective student suppOli (Melton F. Reginald , 

(2002:5-6). In addition Panda (2003) noted that distance education managers' need bear in 

mind the following key factors: 

To match production capacity to demand, Academics have to meet production schedules 

which are based on the scheduling of not only the materials for which they are responsible, 

but the materials developed by other academics. 

2.8 Educational Management 

Management is the process of getting activities done efficiently and effectively with and 

through other people. It is something that takes place in all organizations (Rumble, 2005). 

Adding the term management is the alt of gu iding actions and contro lling situations in a manner 

that yields results that best meet the objectives of the institution. (Panda, 2003: 15). 

The successful management of academic institutions requires detailed planning, timely and 

appropriate decision making, and ski llful coordination of activities (Panda, 2003:65). 

"Educational management is a field of study and practice concerned with the operation of 

educational organizations. There is no one single general accepted definition of the subject 

because of its development has drawn heavily on several more firmly established 
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disciplines including sociology, political SCience and economics" (Bush, 1986: 1). "The 

definition of educational management is made more complex by semantic ambiguity on 

the part of its practitioners-policy, management and administration are used almost 

interchangeably by some, and with very rigid and specific meanings by others. These 

uncertainties are further compounded a by genuine debates as to the actual components of 

the subject" (Bush &Bumham, 1994: 12). 

The managerial functions of planning, organizing, leading and controlling can be done 

well or bad ly. When they are done badly, resources are wasted, opportunities are lost, 

institutions grow weaker, morale fa ll s, and in the end, the institutions go under. To insure 

that institutions are managed well-that is, both efficientl y and effecti vely; respond to 

changes in their environment; and prosper and grow, vast sums are now expanded on the 

education and training of managers. This is not the place to justify the investment in 

management education and training. It is enough to indicate that it is recognized as a 

vitally important from the institutional and, ended national, point of view (Rumble, 2005). 

Bush (1 986:4) says, "The case for a common approach to the education managers rests 

largely up on the functions thought to be common to different types of organizations . - - -

educational institutions have several specific features which justify a di stinct approach to 

the training of those charged with running our school and college." Crucially to society, 

public visibility and sensitivity, complexity of functions, intimacy of relationshi ps, staff 

profess ionali zation, difficulty in appraisal , di fficulty in defining objectives, the input and 

the out puts being human beings are the main di stinctive features which need special 

attention and management approaches unlike other organizations' management approach. 
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Thus, educational managers are required to understand and identi fy organizational 

situations in the appl ication of universal or particular management principles, procedures 

and approaches. 

There are also different arguments among vanous researchers and other people who 

involve in the practice of management about the use of management, administration, 

leadership, and their corresponding authorities designated as leaders, managers and 

administrators. Accordingly although its classical concept was related to commandism, 

contemporarily, leadership is perceived as a "distinctive component of organizational 

effectiveness which needed to be differentiated from management and administration" 

(Bush and Burnham, 1994:12). Hudson in Bush and Burnham, (1994:12) also perceives 

leadership in terms of vision and management, and in terms of implementation. Similarly, 

(Burnham in Bush and Burnham, 1994:12) 

Despite there is no one single general accepted definition of educational management, it 

can be perceived as it is a field of study and practice concerned with the operation of 

educational organizations. Management functions, principles, procedures and approaches 

are universal to all organizations. However, this does not mean that there are no particular 

situation in each organization, which seeks special treatment in the application of 

management principles and procedures. So, there are distinctive characteristics, which 

need special treatment or management when it comes to the management of educational 

organizations. 
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2.9 Organization and structure 

Organization is a consciously coordinated social entity, which a relatively identifiable 

boundary that, that functions on a relatively on continuous basis to achieve common goal 

or set of goals (Robbins, 2009). 

Organization structure defines how tasks are to be allocated, who reports to whom, and the 

formal coordinating mechanisms and interaction patterns that will be followed (Robbins, 

2009). 

There are three mall1 aspects to the management of the initiative. The first is the 

organizational structure through which the action learning project, as a whole, was run. 

The second is the nature of the support offered to the individual project teams. The third is 

the associated dissemination activities (Panda, 2003: 102). 

The organizational structure of the institution is often a determinative factor. Distance 

education generally is imparted through three types of institutions: the purpose built the 

distance education institutions (open universities), the mixed- model (or dual model) 

institutions and consortia (Rumble, 1986 in panda, 2003 :65). In the case of mixed-model 

institutions, the department or school of distance education is only one of the academic 

units of the parent institutions and, therefore, the managerial responsibilities relating to it 

are limited. The consortia are essentially materials development and distribution agencies 

with management stressing the commercial aspects (Panda, 2003). 
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Strategy Goa l(s) Enviro lUll ent Structure characteristics 
Defender Stability Stable Tight control; extensive division of labor; high degree 

and of formalization; centra li zed. 
efficiency 

Analyzer Flexibi lity Changing Moderately centrali zed contro l; tight control over 
current acti vities; looser controls for new 
undertakin gs. 

Prospector Stab i Ie Dynamic Loose cincture; low divis ion of labor; low degree of 
and fo rmali zation; decentralized. 
efficiency 

Sou rces: organizatiol1 ;) llheory Robbins, 2009 

According to Panda (2003) there is no one single way of organizing the distance learn ing 

system. The organi zat ional structure approp ri ate for a small scale person centered distance 

learning system will be very different to that for a large institution centered system dual-

mode institution; but similar functions w ill be need to perform. 

2.10 Organizational Effectiveness 

Accord ing to Robbins, P. (2009) Organizational effectiveness is the complex term to 

understand and to define it, but defined it based on different approaches: Goal attainment, 

Systems, Strategic constituencies, and Competing values. 

The Goal attainment approach and the system approach 

An organization is, by definition, created deliberately to achieve one or more specified 

goa ls. It should come as no surp ri se than to find that goal attainment is probably the most 

widely used criterion of effectiveness . 

The goa l attainment approach states that an organi zat ion 's effecti veness must be app raised 

in terms of the accomplishment of ends rather than means. 
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Assumptions of goa l attainment approach: The goal attainment assumes that organizations 

are deliberate, rationa l goal seeking entities. As such, successful goa l accompli shment 

becomes an appropriate measure of effectiveness. But the use of goa l implies other 

assumptions that must be valid if goal accomplishment is to be viab le measure. Fi rst, 

organizations must have ultimate goals. Second, the goa ls must be identified and defined 

we ll enough to be understood. Third, the goals must be few enough to be manageable. 

Fourth, there must be general or agreement on the goals. Finall y, progress towards these 

goa ls must be measurab le (Ibid). 

Making goa ls operative: Given that the assumptions cited are valid, how would managers 

operationalize the goal-attainment approach? The key decision makers wou ld be the group 

from which the goals wou ld be obtained. This group would be asked to state the 

organizat ion 's spec ific goa ls. The goal-attainment approach is probably most explicit in 

management by objective (MBO). MBO is a well known philosophy of management that 

assesses by organization and its members by how well they achieve goals that superiors 

and subordinates have jointly established (Ibid). 

The system approach in the system approach, end goa ls are not ignored; but they are only 

one element in a more complex set of criteria. Systems models emphasize criteria that wi ll 

increase the long-term survi val of the organi zation. 

Assumptions: A system approach to organization implies that organi zations are made up of 

interrelated sub parts. If anyone of the subparts performs poorl y, it will negatively affect 

the performance of the who le system. So, organizational effectiveness requires awareness 

and successful interaction with environment constituencies (Ibid). 
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ComparinG the four approaches 
Approach Definition When useful 

I Goal attainment An organization is effective to The approach is performed when goals 
the extent that it are clear time bound and measurable 
accomplishment its state goals. 

2 Systems It acquires neecled resources A clear connection exists between 
inputs and outputs 

3 Strategic All Strategic consti tuencies are Constituencies have the powerful 
consti tuencies at least minimally sati sfi ed influence on the organization, and the 

organization must respond to demands. 
4 Compet ing va lues The emphasis of the The organization is unclear about its 

organi zation in the four major own emphases or changes in criteri a 
areas matches consti tuenci es over time and of interest. 
preferences 

SOU RCES: OrganizatIOnal theory (Robbin s, 2009) 

Organizational effectiveness has proven difficult, some even say impossible, to define. Yet 

as the central theme in organization theory, its meaning and measurement must be 

confronted (Ibid). This indicates that it is difficult to say one is better than the other, but to 

use the approaches it depends on the organi zational situation. For this study purpose the 

researcher will use as a mixed. 

2.11 Managerial Functions 

Koontz Harold and Weihrich Heinz .(1988) the term management is the art of guid ing 

actions and controlling situations in a maimer that yields results that best meet the 

objectives of the institution. 

It has to be remembered that effective managerial performance depends upon the 

successfu l interplay of a number of factors, incl uding the personal competences (in terms 

of ski ll s, Imowledge and aptitude) of the chief executive and his or her senior co lleagues; 

and the exercise of a stable instrumenta l framework in the form of polici es, rules, 

guidelines, conventions and information. It can be enhanced by provision of opportunities 
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(say, to experiment or to innovate) and ex tension of support (in the form of appreciation, 

reward or promotion) to subordi nates (Ibid). 

The leadership provided to the institution is a critical factor in management. The chief 

execut ive needs to nave, among other thi ngs, a c lear perception about the goals and 

object ives of the institution, a yearni ng for success but also the wi ll ingness to accept 

setbacks stoi cism, a confi dence in co ll eagues and subord inates but not over-dependence on 

them, equanimity coupled with a sensiti vity to the feeli ngs of co-workers, an 

understanding of the strengths and weaknesses of the institution, a fu ll know ledge of the 

functioning of a ll di visions and units in the insti tutio ns, the (inborn) capability of hav ing a 

ho li sti c overview, the ab ili ty to take timely (and sometimes unp leasant) decisions, an 

apprec iation of the need to change and wil lingness to adopt new and innovative strategies, 

a commitment towards quality, and the abi li ty to listen patiently and comlllunicate 

effecti ve ly. The ch ief executive has to be not only a kader but also a mot ivator, 

coordinator and facilitato r (Ibid). 

Every plan and all its supporting plans should contribute to the acco lllp lishment of 

enterprise purpose and objecti ve and Koontz Harold and Weihrich Heinz.state as: 

Plannin g and control are inseparable. 

Planni ng is the fu nction of all managers, although the character and breadth of planni ng 

will vary w ith each manager's autho rity and with natu re of po licies and plans outli ned by 

superi ors. 
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Policies are plans in that they are genera l statements or understanding which guide or 

channel thinki ng in decision making. Policies define an area within wh ich a decision is to 

be made and ensu re that the decision will be consistent with, and contribute to an 

objective. Procedures are plans that establ ish a required method of handling future 

activ ities. They are guides to action, rather than to thi nking, and they deta il the exact 

manner in wh ich certain acti vities must be accompli shed, and they are found in every part 

of an organization 

Communication Techniques 

The effectiveness w ith wh ich communication techniques are used are also influences the 

span of management. Objective of standards of control are a kind of communications 

dev ice, but many other techniques reduce the time spent with subordinates . Panda (2003) 

add ing the complexity of the division of labor in ODL organi zations means that effective 

communication is essent ial. Mapping and management refers to activities which first of all 

make clear who should talk to whom about what (the mapping); management refers to the 

operation of systems that built in actual communication, which actuall y takes place. It also 

refers to the culture and attitudes that prevai l. Most importantl y, it means that whil e 

customer and service relationship ex ist between departments. 

Organization 

Accordi ng to Panda (2003) there is a fundamental logic of organi z ing 

I. Estab li shment of enterprise objectives. 

2. formu lating of supporting objectives, policies, and plans 
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3. identification and classificati on of acti vities necessary to accompli sh these 

4. grouping of these acti vities in the light of human and material resources avai lab le 

and the best way, under the circumstance, of us ing them 

5. de legating to the head of each gro up the authority necessa ry to perform the 

activiti es 

6. Tying together of the groups hori zonta ll y and verticall y, through authority 

relationships and information flows. 

To be most effecti ve, any contro l system or technique must fit the organi zational cl imate. 

Eva luation 

Panda (2003) Distance education may be offered at si ngle-mode open/distance teaching 

universiti es, dual-mode uni versities and independent virtual uni versities or as virtual 

lea rning programs. The use of new educational technologies (NETs) fac ilitates an 

enhanced geographical coverage while at the same time reaching out to a heterogeneous 

cl ientele. The ever increasing enrollment raises doubts in the public mi nd about whether 

quality education is possible whil e meeting the educat ional needs of a growing cli en tele. 

There fore, it is pertinent to evaluate the programs that distance education institutions offer 

in terms of curriculum design, content organization, delivery mode, design, development 

and standardi zation of the study materials, student assessment patterns and ass ignment 

turnaro und time, including moni to ring and counseling of students. Panda (2000) states 

that , in addition to deliberate effort to know how well the program is perform ing, it is 

eq uall y pertinent to find out, among other th ings, the following essenti al detail s with 

regard to the effecti veness or other wise o f a di stance educat ion program: 
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• J-Iow students are learnin g from the program; 

• The di fficulties they encounter at different leve l 0 f operations; 

• The adequacy and appropriateness of the support serv ices provided to them; 

• The necessity of changing or modifying the patters of continuous and end-of-

program assessment ; 

• The cost o f runni ng the program and how best to achieve econom y of scale; 

• Whether the program obj ect ives have been met and the goa ls achieved. 

Ca lder (1 994) has further identifi ed the follo wing objectives for conducting program 

eva luation in di stance education: 

• Mo nitor progress towards stated organizational goa ls. 

• Support the promotion of the quality of teaching. 

• J-I e lp monitor and contro l academic standards. 

• J-Ielp monitor, contro l and improve the standards of teaching, student services and 

student support. 

• Support the ex pansion of the provision without loss of quality. 

• Help improve the appropri ateness of the provision for students . 

Granted that the overall goal of eva luation is to assess the performance of distance 

education system in all its ramifications t1uough the co ll ection of useful data that will 

assist in improving the program structure and offering, it must be noted that it is difficult to 

evaluate teaching at distance (Jegede, 1993). Th is is because, in di stance education, th e 

teacher has littl e o r no d irect contact with the students and, therefo re, does not present 

subj ect content in the way it is done in a physica l classroom situation. If the quality of the 
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academ ic program to be ensured, we must eva luate the total delivery system in order to 

provide or maintain a quality service to students (Ibid). 

We may summarize the benefits that are drivable from program evaluation as fo llows: 

• Improve delivery mechani sms so as to be more efficient and less costl y. 

• Verify that we are doing what we had planned. This is because, more often than 

not, plans about how to deli ver services end up changing substanti all y when those 

plans are put in to action. Therefore, evaluation can verify if the program is really 

running as original ly plallned. 

• Facilitate management 's deep through out what their program is all abo ut, 

including its goa ls, how it meets its goals and how it will discern if it has achieved 

it objectives or not. 

• Determine if the program had the anticipated impact on peop le or organizations. 

• Determine i f learners were able to use what they learnt after completing the 

program. 

• Produce val id comparisons between programs so as to decide wh ich should be 

retained or discontinued, particularly in the face of dwindling financial resources 

or imminent budget cuts. 

• Examine effecti ve programs for possible rep li cation elsewhere. 

• Learn to avoid similar mistakes in future projects or programs. 

From the above idea, we can conclude that eva luation is an essential component of any 

human being's process of development as well as fo r the organization's growth. The 

purpose of evaluation must be the improvement of what we do. And any organization it 
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could be educational or other whatever the organization cannot succeed its objective 

w ithout properly implementation of managerial functions; but, it can vary to the way of 

implementation and according to the complex ity situation of the organizational, since, 

management is science and art. Hence, the only key to maintaining balance in this regard 

li es in the effective planning and management of distance education. 

2.12 Distance Education in Ethiopia: An Overview 

Through the last few decades, like the other continents of the world there has been also a 

grow ll1g awareness in the continent of the need to introduce a new delivery system, 

distance education, in order to sati sfy the educational demand in spite of poor 

comm unication, scattered settlement and lack of adequate qualified manpower. 

Today, it is a proven fact that conventional educationa l institutions calmot fulfill the 

educational demand of both ch ildren and Ad ult simply because school facilities are 

inadequate. Eth iopia, as a developing country, is not an exception. This pressing 

educational problem had led the country to the sea rch for alternative solution such as 

distance education. Its nee /distance education/ is worldwide both in developed and 

develo ping countries, though it has a greater signi fi cant role to play in Ethiopia where 

there are not enough institutions for school age children; where improving the ski ll and 

training of worki ng adults are needed badly; where giving educational opportunities for 

these adults who di scontinued their education for various reasons is a must and where 

tackling the problems of literacy is prevalent in rural or remote regions and is demanding 

di stance education division (1982) has stated the following justification for the starting of 

distance education in Ethiopia. 
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• It is affirmed by the department' s survey of November 1977, that there is a fe lt 

need for correspondence education. For instance, out of 855 factory workers with 

secondary level education, 735 persons filled in the questionnaires showing 

interest in correspondence education, wh ich is the educational alternative for the 

adult population. 

• It enables to di sseminate educational opportunities to all corners of the country, 

so that it lessons that time all gri evance of centra li z ing educational opportunities. 

• It tremendously reduces the number of requests for transfer to Addis Ababa 

which may unquali fi ed elementa ry school teachers and workers in remote areas 

demand under the pretext of improving their leve l 0 f education. 

[n view of the above facts , one can infer that the expans ion of di stance education program 

is highly timely and desirable for promotion and development of adult education 

throughout the country. The initiati ves to launch the di stance education program have 

emanated from both private and public institutions. 

The first pIOneers of di stance education, in the form of correspondence educational 

approach to have been externally based on commercial correspondence education 

institution. An institution known as the British tutorial co ll ege (BTC), which was based in 

Kenya, had opened an offi ce in Add is Ababa as early 1967 and offered correspondence 

education course in Ethiopia. 

MOE (2005) on the above Distance learning materials for improving agricultura l 

production Sebsibe Sema in the above book di stance education, which started as a 

correspondence education over a hundred years ago, is now widely used as an educational 
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system to satisfy the increasing demand for education. Initially it was developed to reach 

and satisfy the learning needs of studen ts sepamted from institution in di stance and time. 

At a secondary level, distance teaching is used either as integral part of the school 

curri culum to enri ch (school broad casting) and expand (correspondence) schoo l programs 

or to provide substitute secondary leve l opportunities to out-of-school youths and adults. 

Large number of adults who were unable to complete secondary school when they were 

yo ung and primary school leaves in the th ird world that cannot get places in the limited 

number of secondary schools benefit fro m such distance teaching. Page 464 Distance 

educati on program were put in to practice in Ethiopia a program known as 'd irect stud y for 

teachers' , Distance teaching started functioning in Eth iop ia in 1960 (Getachew et ai, 1990 

in Gothe- insti tute, 2005). This was an in-service program designed to upgrade the 

academic and pro fess ional standard of teachers who had not gotten the necessary and 

appro pri ate train ing for the job. The program was run by the Ethiopian U.S cooperative 

education program and was using self instructional materials, exercise and study guides 

developed in line with the formal school text books. Participants were required to attend a 

6 week face-to-face program at the few teachers' training schools during the slimmer 

vacat ions. Those who sllccess full y passed the exams were given a chance to join teacher 

training schoo ls and were then promoted and got salary increments. Teachers therefore 

used the program as an alternative way to complete secondary education, to be able to sit 

for university entrance exam and to get promotion in their work. 

In 1962 the Ministry of education and the A.A uni versity jointly decided to open 

co rrespondence education under the extension (n ight) section of the university. After the 
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development and preparation of a few cou rses, however, the who le process was delayed 

for several reasons and distance ed ucation was transferred to the MOE in November 1969. 

Fina ll y, after making all the necessary preparations and the completion of 26 academic 

courses, the program was launched in 1971 (Ibid). 

Priority was given to those adults who had discontinued their studies for various reasons 

and to those li ving in the rural and border areas of the country. Teachers, men in uniform, 

hea lth ass istants, office workers, and rural development wo rkers were among the 

bene fi ciaries . Statistics show that a total of 6020 individuals (5593 male and 427 fema le) 

participated in the program from 1971 to 1981 (Ibid,). 

The national vocational correspondence education program, a local and pri vate di stance 

education organization was established in 1974 to provide theoretical and conceptual 

information for local practitioners who were lacking the necessary formal educational 

background to their profess ions. From 1974 to 1977, a total 0[20,000 persons participated 

in the program . Out of these, 11 ,289 who successfull y had passed the exams were then 

certified. The organi zation was working under the supervision and follow up of the adult 

and continui ng education department of the MOE. 

There were also foreign Education Institutions offering correspondence courses through 

their representatives in Ethiopia starting from 1956. Some of these were the British 

Tutorial Col lege, the international co rrespondence schoo l, the Trans world tutorial college 

and century uni versity (MOE, 2005). 
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At present, a number of private and government institutions of hi gher learning are running 

di stance education program in the country. Unlike some of the countri es cited above as 

exampl e, however non-formal and basic adu lt distance education is not wel l estab li shed in 

Ethiopia. In fact , apart from privately run national vocational correspondence education 

program mentioned earli er, there were no other adu lt distance teaching programs to 

provide courses in basic practical and functional education particularly in a whereas, 85% 

of the population cons ists of predominantly illiterate traditional subs istence fanners, no 

functional di stance teaching program is designed for or available to these fanners. 

It was in 1969 that the first attempt to train farmers through correspondence education was 

made in the former Wollamo Sodo of Sidamo province (today Wollita Zone) in the south 

of th e country. It was father Hennery, a missionary school director in Areka who initiated 

the idea. He strongly believed that teaching modern technique of agriculture to fanners 

would bring thc dcsired change in the farmers' li ves. The launching of the program was 

also the birth of agri-service Ethiopia (ASE). Hence MOND di stance education started 

before few years to serve the armed members with no experience of distance education 

program registered few learners. However, in the recent time the number of the learners 

raised above 24,000 without increasing additional employees. 
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CHAPTER THREE 

3. RESEARCH DESIGN AND METHODOLOGY 

3.1 Methodology 

For the purpose of thi s stud y, mi xed approach (more quant itat ive supported by qualitative 

method) was employed on the assumption that it wil l help to reveal the existing 

organi zational and manageri al problems of di stance education in MOND. Among the 

qua ntitati ve method descriptive survey method was preferred in order to get the necessary 

in formation in breadth. 

On the other hand, qualitative method was employed in order to get in -depth information 

from the interv iew responses and triangulate the informati on col lected using 

q uestionnai res . 

3.2 Sources of Data 

The primary data were co ll ected from head office leaders, center coordinators, ex perts, and 

ieamers through interview and questionnaire. 

On the other hand, the secondary data were secured from documents of the academic 

education head office and the command sectors of the army. Besides, relevant books and 

jou mals were reviewed. 
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3.3 Sample Size and Samplin g Techniques 

The study included participants like students, coordinators, experts, and managers of 

di stance educat ion. According to the data obtained from the main office, currently there are 

five main sectors in di fferent regions of the country with many sub-sectors wh ich consist 

of total num ber of 24,423-di stance education learners in grades 7 to 10, 30-coordinators, 

40-experts, and 2 managers at the head office. (See Table I for details). 

Table: I Number of distance learne.-s in MONO 
Number' of students by "I'llde level 

R.No Sectors 7 8 9 10 Total 

I East command 212 396 987 120 1,715 

2 West command 493 423 538 146 1,600 

3 Central command 3655 2482 2070 70 1 8,908 

4 North Command 4049 1546 3991 565 10,15 1 

5 A.A & around 305 5 15 79 1 438 2,049 

Total 8714 5362 8377 1970 24,423 
SOUl ces. A nnuallepOIt of d istance education or MOND (2 0 10) 

From the aforementioned sectors of the distance education, North Command (Mekelle) and 

Addis Ababa w ith total of 12,200 learners were included as sample fra me for the stud y. 

Thi s selection is due to large representative number of learners in Mekelle comparing to 

other sectors, whil e Addi s Ababa due to accessibility to the researcher. 

Thus, 244 learners were selected (2% Of 12,200) due to the objective of the stud y focused 

on organ izational and manageri al effectiveness and as a supportive representative num ber 

of learners in their homogeneity from grades 7- 10 using stratifi ed tech nique which 

considers prop0l1ion across different grade levels (i.e. 35.7%, 17%, 39.3%, and 8% from 

grade 7'h , 8th
, 9th

, and l oth respectively were cons idered in the study. In add ition, 10 
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coordinators (33%), 40 experts (l00%), and 2 managers ( 100%) were included in the stud y 

purposefull y due to better exposure on the issues related to the study and accessib il ity 

3.4 Data Collection Instruments and Procedures 

Questionnaires, interviews, docu ment review and check list were employed as data 

co ll ec ti on instruments in order to get adeq uate information and to triangu late the 

in fo rmation. 

3.4.1 Questionnaire 

The questi onnaires were composed of open and close ended items. Three types of 

questionnaires were prepared, the first and second was for the experts and coordinators (in 

Engli sh) and the third one was for the learners (in Amharic). 

To make the instruments understandab le, objective, and reli ab le the questiollnai res were 

discussed w ith col leagues and pi lot tested. The questionnaires were pre-tested to check 

whether or not to generate the expected infollllat ion internal consistency. In thi s case, the 

question naires were distributed to 20 students in Mekelle secto r. The data obtained from 

students were analyzed to determi ne the reli ab il ity of the questi onnaires, hence, its 

reliabili ty cronbach's alpha shows 0.9 16. Based on the response obtai ned from the pi lot 

test and the commen ts and suggesti ons given by the adviso r the questionnaires were 

modi fi ed and d istributed to the sample respondents. 

Based on the feedback from the brain sto t-ming, pilot-test and advi sor's suggesti ons, 

necessa ry corrections and amendments were insured, then dist ri bution was continue to 
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co llect the ma11l data from the sample respondents. The questionnaires of the learners, 

coord inators, and experts were admini stered by researcher and active participation of the 

secto r coordinators. 

3.4.2 Interview 

To get fu rther information, interview was conducted with the department heads. For thi s 

purpose, unstructured interview was used to collect the necessary data from the 

management perspective (interviewees). And interview for the educa ti on department heads 

was conducted by the researcher after co ll ect ing the questionnaires from the learners. 

3.4.3 Check list 

To supplement the official statistica l data, check li st for the availability of documents was 

made to identify problems related to organizational and managerial effect iveness . 

Moreover, informal discussions concerning implementat ion of the program was conducted 

w ith di stance learners sector coordinators and experts. 

3.5 Data analysis technique 

The data were examined on the basis of the informati on co ll ected through the research 

questions and arranged accordingly. The information was tabul ated and calculated. 

Percentage and mean was calcul ated using SPSS program. Bes ides, the quantitative 

method was supported by qualitative in order to examine unexpected results. 

49 



CHAPTER FOUR 

4. PRESENTATION, ANALYSIS OF DATA AND 

DISCUSSION OF RESULTS 

This chapter dea ls with the presentation, interpretation, and ana lysis of data gathered from 

the different sources fo llowed by di scuss ion of the results. The presentation begins with 

the description of the background information of the respondents. The quantitative data 

were presen ted in tabl es us ing percentage, freq uenc ies and mean. In the li kert type scale 

are computed by combining the two outs ide categories "strong agree" and "agree"; and 

di sagree" and "strongly di sagree" for the purpose of analysi s. At the same time the 

quantitative results wo uld be s upplemented by qualitative results. 

4.]. Background Information of the Respondents 

Under the background information section , the maj or study subj ects (i.e. student, experts, 

coordinators, ,·espondents in questionna ires, and the interview conducted with distance 

educa ti on heads) were brieOy described below. 

4.1.1 Characteristics of Respondents 

In th is s tud y the students were military members who were found under Mekelle sector in 

Wukro , Agul a ' e, Romanatt, Kuha , and Addis Ababa and around were also included in the 

stud y. The ques tio nnaire was adm ini stered to 244 students out of which 239 of them were 

co llected bac k and 5 (1.69%) were not col lected; hence, the analysis was made using 239 
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respondent s. Student respondents were all ad ults and have different wo rk experi ence so 

they could respond to what they were asked concerning distance education program as 

follows. 

T able: 2 Age, Sex, Level of edncntion, and Service yenr 0 . respondents 
Respo ndents 

Variables Mnnngers C E S 
N % N % N % N 0/0 

F - - - 2 5 - -
x 

'" 
M 2 100 10 100 38 95 239 100 

VJ T 2 100 10 100 40 100 - 100 
20-25 - - - - I 2.5 73 30.5 
26-30 - - - - 4 10 84 35.1 
3 \-35 - - - - 18 45 - -
36-40 - 4 40 13 32.5 62 26 

'" Above 40 2 100 6 60 4 10 20 8.4 •• ...: T 2 100 10 100 40 100 239 100 
7 - - - - - - 84 35.7 

= 8 - - - 40 17 0 - - -- 9 95 39.3 " - - - - - -
'" ::> 10 - - - - - - 20 8 

-0 

'" Diploma - - 3 30 - - 239 100 '-
0 BA/BSC I 50 7 70 37 92.5 

<:i 
- -

:- M A/MSC I 50 - - 3 7.5 - -
'" ...l T 2 100 10 100 40 100 - -

1-5 - - - - 5 12.5 33 13.8 
'- 6-10 - - I 10 5 12.5 59 24.7 
" " 11-1 5 3 30 24 60 92 38 .5 » - -

'" 16-20 I 50 I 10 5 12.5 36 15.1 '" t 
'" 

Above 20 I 50 5 50 I 2.5 19 7.9 
VJ T 2 100 10 100 40 100 239 100 

C=Coo rdinntors, E:=E:xperts, S=Students, T= Totn l 

As it can be seen in Tabl e 2, maj ori ty of the learners (35. 1%) of the respondents are in the 

age category rang ing from 26 to 30, 30.5% of the respondents are in the age ranging from 

20 to 25, 26% of the respondents aged 35 to 40 and the smallest population (8.4%) of 

the m aged above 40 years old. Table 2 indicates that, all the respondents are matured 

leading to conclude that they can give relevant answers for what they are asked. 
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Regarding the service years o f the learners, 92 (38 .5%) have marked their service year, as 

indicated in Table 2, II to 15 years, 24.7% of respondents had 6 to 10 years services, 

13.8% I to 5, and the smallest population 19 (7 .9%) of them had above 20 years service in 

the Mi nistry of National Defense. This shows that the respondents served for a number of 

years in the Mini stry of National Defen se that enables to infer the respondents can 

understand and give relevant response for what they were asked. 

In Ta ble 2 concern ing sex of the learner respondents, all of them were males and based on 

the data, one can poss ibly say that female involvement in the army is very low. 

As indicated in Table: 2 most of the experts of MOND Distance education program are 

aged 31 to 35 (45 %) and the least age yea rs of experts was 1 (2.5%) ranging 20-25. In 

term s of se rvi ce years II to 15 (60%) and the least service years of the experts I to 5 was 5 

(1 2.5%); and sex orthe experts 2 (5%) of the respondent experts were fema les and 38 (95 

%) of them were males. From the above Table we can conclude that participation of 

fe males was low in the program of MO ND distance education. On the other hand, 

academic qualification and service year of the experts revealed that concerning the DEP 

they have experi ence and qua lification to respond the questi onnaires correctly. Concerning 

the academic qualification of experts were 38 (92.5%) BAiBSC and 3 (7.5%) MAiMSC. 

As Table 2 illustrates th at the coordinators were in the age group ranging from 35 to 45 

years; and the service year of the coordinators were above 6 years of both coord inators 

with the academic qualification of 7 (70%) BAI SSc, and 3 (30%) of them were diploma 

graduates. 
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This ind ica tes that a ll coordinators and ex perts served fo r a number of years in the M inistry 

of ationa l Defense DEP. That enables to in fer that most of them were the beginners of the 

DEP in the institution and they have the exposure to understand and to know the real 

s ituat ion of the DEP organi zation and manageri al effecti veness and its implementation, 

because o f their ex peri ence. Ex pli ci tl y they can able to respond the questi onnaires 

cOITect ly. 

In addi ti on, the managers o f the DEP interviewee were employed in 2002 sll1ce the 

beginning of e lementary schools in MOND later they became leaders of the d istance 

edu catio n program. Hence, one o f the managers had the experience of 19 years and the 

other ma nage r a lso had 19 yea rs of serv ice in MOND and to tall y 28 years including in 

MOE; and they are 40 and 50 years o ld ; bes ides thi s they have academic qualifi cati on of 

BA and MA respecti ve ly. 

As Table 2 revealed that a ll learners of the MoND distance education are male that is 95% 

of the ex perts are ma les and only two of them are females. 

From the above idea we can infe r that the in terviewee managers had long service years in 

the orga ni zat ion re lated to the DEP ; hence, they have the opportunity to understand and 

know th e real s ituation of the D EP ; and to g ive appropriate answer for the intervi ewee 

questions. 
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4.2 Data analysis on major iss ues 

4.2. 1 Managers and staff members' requ isite qualifi cati on, skill and work ex perience to 
manage the program 
T bl 3 R I t M' I I'll a e: CSPO II( en s Co n CCrIll n g anag erln S (I s 

'" 
(IJ 

"" ITEM (IJ (IJ 
'0 

"" 
~ 

(IJ 

'" 
on (IJ (IJ 

'" "" ~ 0 '" "'"" OIl 
Co 0 '" :::J (IJ <r: 
(IJ 

0:: '" F 0/0 F % F % -
I Managers ' abil it y to work with ind ividuals & C 10 6 60 4 40 - -

groups of employees. E 40 II 27.5 3 7.5 26 65 
S 239 5 1 21.4 3 1 13 157 65.7 
T 289 68 23.5 38 13.1 163 56.4 

2 ivl ani:lgcrs' ilbi lity to understand individual & C 10 6 60 I 10 3 30 
groups of employees' interest. E 40 24 60 5 12.5 II 27.5 

S 239 134 56.1 29 12. 1 76 31.8 
T 289 164 56.7 35 12 .1 90 3 1.1 

3 Managers arc capable to motiva te individua ls & C 10 7 70 3 30 - -
groups of employees in DE E 40 19 47.5 6 15 15 37.5 

S 239 154 64.5 18 7.5 67 27.9 
T 289 180 62.3 27 9.3 82 28.4 

4 Mana.gers motivate st udents' participation S 238 152 63 .6 16 6.7 71 29.7 
5 managers a.-c capable to support low and motivate C 10 8 80 - - 2 20 

faSi learners E 40 19 48.5 4 10 17 42.5 
S 238 154 64.4 23 9.6 61 25.7 
T 288 18 1 62.8 27 9.4 80 27.8 

G i'vbn:lgcrs' :Ibili IY to decide in a complex si tuation C 10 9 90 1 10 - -
of the program. E 40 23 57.5 7 17.5 10 25 

S 239 16 1 67.4 26 10.9 52 21.7 
T 289 193 66.8 34 11.8 62 21.5 

7 DEP M,lIlagcrs ab ility to lead the program E 40 21 52 .5 - - 19 47.5 
properl y S 239 161 67.4 26 10.9 20 14.6 

T 279 182 17.9 26 9.3 7 1 25.4 

8 Managers arc well trained concern ing the DE C 10 8 80 1 10 1 100 
progranl E 40 24 60 7 17.5 9 22.5 

T 50 32 64 8 16 10 20 

9 Coordinators arc well trained concerni ng the C 10 8 80 - - 2 20 
program E 40 27 67.5 3 7.5 10 25 

T 50 35 70 3 6 12 24 

10 Experts arc we ll trained concerning the program C 10 8 80 - - 2 20 
E 40 28 70 1 2.5 11 27.5 
S 239 154 64.4 29 12 . 1 56 23.4 

T 289 190 65.6 30 10 69 23.8 

c~ Coord lila tors, E- Experts, S- Snldents and T -Total 

As item 1 of Tab le 3 revea led , 65% of experts and 65 .7% of s tud ents agreed in the 

managers' abi lity to wo rk w it h individuals and g roup of employees; whereas, 60% 

coo rdi nators, 27.5% expert s, and 21.4 students d isagreed said that the DEP managers were 
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not capabl e to work with indi viduals and groups of employees in the program; in addition, 

40% coordinators, 7.5% experts and 13% learners unable to dec ide. Hence, majority of the 

coordi nato rs opposed the managers' ability, and they have more opportuni ty and 

informat ion due to the direct and dai ly relationship in their daily activities. So, it implies 

that the coordi nato rs idea needs to be considered. 

It em 2 of Table 3 shown that, the Distance education managers abi li ty to understand 

ind ividuals and groups of interest were the nex t quest ion ; hence, 76, (31.8%) of the student 

respondents agreed that the managers had the ability; whereas, 134 (56.1 %) of the student 

respo ndents disagreed by saying that the managers of the DEP were not be ab le to 

understand the interest of indi viduals and groups; (60%) and 60% of the experts and 

coordinators disagreed sa id that the managers were not understand the individual and 

group of employees interest in the program, but,30% coordinators and 27.5% experts 

agreed in the abi lity of the managers. The interviewed managers said that the DE 

managers' ab il ity was very low on the questi on raised, some committed individuals may be 

ca tegorized on the side of abi lity but as a system the abi li ty was low. In relation to thi s, 

accord ing to World Bank (1992) in contrast to sta ff deve lopment, which is based on the 

assumption that the better technica l skills staff has members, the better they will perform 

on the job. However, to be successful in a changing and competitive environment, 

techni ca ll y skill ed individuals are not enough. Individuals must be helped to improve not 

onl y their techni cal but also their abili ty to work productively with each other for the good 

of the organization. However, the ability of the managers according to the respondents ' 

info l"lnation sholVedlow to understand individuals and groups interest. 
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Item 3 of Tab le 3 revealed that 0, 15,67 agreed; whereas, 7, 19, and 154 of coordinators, 

ex pcrt s, and students respectively di sagreed in the implementation of individual and 

gro ups of employees' motivation in the program. Moreover, 3 coordinators, 6 experts ' 

andl 8 learners were unable to decide on the subject. 

The interviewed managers' stated that motiva ti ons of employees were not implemented as 

requ ired in the program and it was very low. 

" Employees must be motivate based on thei r perfo rmance of achievement in the work 

implementation but throughout the experi ence of the program, chance for education and 

promoti on was given to the employees simply based on the temporary criteria, and the 

criteri a were changed now and then, accordingly, the emplo yees were complying in the 

method and ways of giv ing chance for education and promotion in the department and it 

d id not moti vate employees; besides other means of motivations were not practically 

impl emented yet in the program." 

Th is im plies that managers, coord inators, experts, and learners were not satisfied. 

The refore, it seems that competent and incompetent employees were not properl y 

identi ri ed based on the ir performance, this wi ll lead them to lower performance because of 

the fact that deny in g the recognition o f motivation for the good performers in the program 

implementat ion . In general Tab le 3 showed that ability of the managers to motivate 

employees of the program seems low. 

In the same Table item 4, students were asked that whether or not managers motivate 

participation of students, and it revea led that the motivation ability of the managers 
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concel·ning students also il,d icated low wi th 63.6% of the respondents . Whereas, 29.7% 

agreed that the managers are able to moti vate students' parti cipation and 6.7% of the 

respondents unabl e to dec ide. It showed low ab ility of managers to motivate students 

part i c i pati on. 

As can be seen in item 5 of Ta bl e 3 the managers' ab ili ty was low to support acco rding to 

the leve l of lea rn ers ability. Coordinators, experts, and students 2, 17, and 61 were agreed 

accord ingly in th e mange rs ab ility to motivate low and fast learners; whi le, 8,19, and 154 

disagreed respective ly in the mot ivation of the low and fast learners of the program. 

Distance ed ucation system is quite poss ible for each learner to begin, stop, and complete 

the cou rse as wo rk, fami Iy and health conditions allow, to study at hi s Iher own pace, and 

to d isrega rd a ll the organ izational and adm inistrative restrictions usuall y inevitable in face­

to-face education . Hence one can confidentl y conclude that distance education with its 

three bas ic components prin ted material, contact program and electronic media is a truly 

educati onal innovat ion of this century (Rumble, 2005). 

However, we can infer from Table 3 item 5 the managers ' abili ty to motivate and support 

the lea rn ers seems low as revealed by the respondent. And as the managers idea the 

sched ule of the program is fi xed; they registered once and fini sh at the same time which is 

situated by the managers. 

The da ta contained in item 6 of Table 3 shows that ability of decision making in a complex 

s ituation, 52 (2 1.7 %) orthe students agreed; whereas, 161 (67.4%) disagreed in the ability 

of th e managers to decide in a compl ex situation; supporting the students idea, almost all 9 
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(90%) coord inators and 23 (57.5%) o f the experts di sagreed. To the contrary, 10 (25%) of 

the experts agreed and the rest 7 were unable to decided. In general 62 of the respondents 

agreed in the abi lity of the managers; however, 193 of the respondents disagreed in the 

ability of managers to decide in a complex situati on. 

The info,-mation obtained from the interviewed DEP managers' agreed that the managers 

o f the program are very low in dec ision maki ng in a complex s ituati on especially at the 

lower units Isub-sectors. They tri ed to describe the reasons for "not able" is related with 

the organizationa l structure, the authority given for the DEP, skill ed manpower especiall y 

in sub-units are very poor to imp lement as intended and both coord inators of sector and 

sub-sector academic qualification is not related with education sa id the managers . Thi s 

imp lies that the program was not supported enough in dec ision making. 

Distance educati on managers and employees in the program are expected to have 

Managerial and ex pertise skill of the program based on their position and wo rk conditions 

to implement the in tended objective o f the program. As Table 3 item 7 indicated 20 

( 14.6%) of students and 19 (47.5%) experts agreed; however, 16 1 (67.4%) learners and 2 1 

(52.5%) experts were d isagreed that the managers were unable to lead the program 

properl y. In add ition 26 of the respondents were unable to decide. Based on the 

info rmation obtai ned from the respondents' the managers lead ing ability revea led low 

performance to implement the program properl y w ith mean of 2.3 experts and 2.1 

coordinators . 

Concern ing the traini ng of the employees in distance education program were asked for 

bo th respondents of the study and rep lied as fo llows: 
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As it ca n be seen in item 8 of Table 3, was asked about managers training in di stance 

cduca tion program; hence, 64% o f the respondents disagreed; by saying that managers 

were not trained; to the contrary, 20% of the respondents agreed on the subject and 16% 

undeci ded on the questi on. Then aga in , the same question in item 9 regarding the 

coordinators training, respondents repli ed that 70% of them di sagreed; 24% of the 

respondent s agreed that coordinators were trained. 

Item 10 of Table 3 shows that, 190 (65.6) o f the respondent said that experts of the 

program were not trained concerning the program; whereas, 69 (23.8%) of the respondents 

agreed that employees were trained. This implies that training given for the experts were 

very low with the mean of 2 .25 and 1. 8 experts and coordinators respectively. 

The interviewed Managers al so sa id that no training was given for both level o f the 

employees. Acco rding to Keegan and Routledge, (1 973) Train ing o f staff, writers, tutors, 

and ad mi nistrators is an aspect o f distance teaching insti tutions, which must surely attract 

considerable attention. Such train ing ought to rei nforce what is accepted as one of the 

fundamental principles of di stance teaching, namely, that any course should relate to the 

need and background of the students . But, the real situation of the institutions training 

syste l11 was almost non-ex istent, and it indicated that all employees working in the DEP 

witho ut training. 
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4 .2.2 O rga ni zational S tructure of Mo ND DE I' 
T b l 4 A R IO I S a e: espon ( ents on rgalllzatlOna tructure 

rtell) Res pondcnts Disagrc Undecided Agrce Mean 
e 

I F % F % F % 
The organ izations chain of command is C 10 8 80 I 10 I 10 1. 8 
clearly s t ~lIcd E 40 22 55 4 10 14 35 2.5 

S 239 148 61.9 17 7. 1 74 30.9 2.5 
T 289 178 61.6 22 7.6 89 30.8 

2 The depart ment 's organization al C 10 10 100 - - - - 1.2 
st ructure shows consistency and high E 40 30 65 2 5 8 20 2. 1 
performance [ 0 implement the program S 239 140 58.6 18 7.5 8 1 33.9 2.4 

T 289 180 62.3 20 6.9 89 30.8 
J Tasks arc subdivided I II 10 separate C 10 8 80 I 10 I 10 2 2 

gro ups properly E 40 21 52.5 5 12.5 14 35 2.9 
S 239 159 66.5 33 13.8 47 19.7 22 
T 289 188 64.9 39 13.5 62 21.5 

4 Jobs arc grouped based 011 their C 10 8 80 I 10 I 10 2.1 
similarity in each dcpart mcllI E 40 12 30 2 5 26 65 3.5 

T 50 20 40 3 6 27 54 
5 The organizational sl ruc(Ure of the C 10 10 100 - - - - 1.2 

dcpanmcill is stable E 40 19 47.5 I 2.5 20 50 2.8 
S 239 135 56.5 28 I 1.7 76 3 1. 8 2.5 
T 289 164 56.8 29 10 96 33.2 

G Sometimes job specificati on is not C 10 10 100 - - - - 1.4 
observed E 40 26 65 2 5 12 30 2.7 

S 237 11 8 49.8 24 10.1 95 40.1 2.8 
T 287 154 52.7 26 8.9 107 36.6 

7 Divis ion ar tas\.: and responsibilities over C 10 8 80 I 10 I 10 1.9 
lap E 40 28 70 I 2.5 II 27.5 2.5 

S 237 163 68.8 27 11.4 48 20.3 2.1 
T 288 199 69.1 29 10.1 60 20.8 

8 All the tasks 10 be acco lllpl i ~ h cd arc C 10 9 90 - - I 10 2.2 
clearly ident ified for the execu tion o f the E 40 20 50 3 7.5 17 42.5 2.7 
DE program S 238 152 63.9 30 12.6 56 23.5 2.3 

T 288 181 65.9 33 11.5 74 25.7 
c- Coordmators, E- Experts, S- Students and T -Total 

As presented in Tab le 4 A item I concerni ng whether or not the o rgan izati ona l cha in of 

command is c learly stated , 8 (80%) coo rd inato rs, 22 (55%) ex perts and 148 (6 1.9%) 

stude nts o f the res po ndent di sagreed on the subject. To the contrary I (10%) coordin ators, 

14(35%) ex pe rts and 74 (30 .9%) studenlS agreed that the o rgani zati onal chain o f command 

lVas c lea rl y s lated. 

As it is ident i fi ed in item 2 of Table 4A both respo ndents were asked whethe r the 

depart me nt 's o rgan izati onal s tructure shows co nsistency and hi gh performance to 
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implement the program or not, most of the respo ndents 180 d isagreed that in the 

o rgani zatio nal consistency and hi gh performance; whereas, 89 of the respondents agreed 

the idea of cons istency and high perfonnance. In this point the managers stri ctl y agreed that 

th e o rgani zational structure of the program was incons istent and low performance to 

implement the DEP. The managers sa id that: "the rea l information concernin g the 

incons istency of the program's structu re; in 1984 it was organized with training main 

department, in 1987 under education and admini stratio n main department, in 1988 it come 

back to training mai n department, in 1989 back to education and admini stration main 

department, in 1991 again back to training main department, in 1999 under hu ma n resource 

and development sector, and lastly in 2002 orga nized with MOND uni vers ity. Moreover, in 

sectors and sub-secto rs its inconsistency was affected more than what we have said in the 

center" . The DEP managers sa id that " the reason for the incons istency was the absence of 

program owner participation in its restructu ring". 

Based on the information obtained the organ izationa l structure of the program seems to be 

not favo rable fo r the employees and not research based in its restructuring process . Then it 

revealed that employees were dissati s fi ed concerning the structure. 

Table 4A item 3 witnessed that, concern ll1 g the question whether o r not tasks are 

subdivided in to separate g roups properl y, 62 of the respondents agreed th at the tasks of 

the program is organ ized properl y, however, 188 of them di sagreed in properly group ing of 

the task. Bes ides, the managers said that, there is inconsistency of the organi zat ional 

stru cture and it could not be gro uped properl y by implici tl y; for instance, DEP was 

orga ni zed seven times under different departments ' repeatedly wi thin ten years. According 
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to Koontz ( 1988) tasks should be orga ni zed based on the fund amenta l logic; establishment 

o f enterpri se objectives, formulatin g of supporting (objectives, policies, and plans), 

identifi cat ion and classification of act iviti es necessa ry to accomp li sh these, grouping of 

these activities in light of human and materia l resources available and the best way, under 

the ci rcum stance, of using them, delegating to the head of each group the authority to 

perform the activiti es, tying together of the groups horizontally and vertica lly, through 

authority relationships and information flows. However, as the information indicated low 

implementation was seen. 

As Table 4A item 4 depicted respondents were asked whether or not the jobs are organized 

based on their similarity in each department, 8 (80%) coordinators and 12 (30%) agreed 

that wo rk are grouped correctly; on the other hand , I (10%) coordinators and 26 (65%) 

ex pen s disagreed in the we ll organ izing of the work and 3 (6%) of the respondents unable 

to decide Whereas, the managers sa id that within the department the works are grouped 

based on their similarity; but the main problem was the next step with whom the 

depa rtment w ill be organ ized is the main problem. Stab ility were asked to the respondents 

whether the organizational structure of the department is stab le or not, 96 of the 

respondents agreed that its organi zational structure is stable; and 184 of the respondents 

disagreed on the stability of the organizational structure. On the same token the 

management also agreed that stability of the management is very low it is changed now 

and then because it is not resea rch based and absence of owner's participation on its re­

structuring process. 

62 



As Table 4A item 5 revea led, whether or not the organizational structure of the department 

is stab le; 164 respondents disagreed in its stability; to the contrary 96 respondents agreed 

that the organizationa l structu re of the program is stable and 29 respondents unable to 

dec ide. 

Tn sim ilar Tab le item 6 the quest ion asked whether or not sometimes job spec ification is 

observed, 154 of the respondents agreed that some time job specifications is not observed; 

on the other hand , 107 of them di sagreed and said that there is clear job specification. 

Whereas, the managers sa id that jobs were not identify clearly beginning from lower to the 

uppe r hi erarchy of the department. It indicates that the job specifi cations were not clearly 

identi fied. 

Item 7 of Tab le 4A reads that respondents were asked whether Division of tasks and 

responsib ili ties over lap or not, 199 of the respondents agreed that the division of tasks and 

responsib ilities were overlapped; on the other hand , 60 of them di sagreed in the over 

lap pi ng of the task and responsibi lity and 29 of the respondents unable to decide whether 

the division of tasks are overlapped or not. On the other hand, the managers said that 

division of tasks and responsibiliti es overlapping is a seri ous problem of the program in its 

implementation; since, the organizat ional structure was not estab li shed properly. This 

shows there is no clea r di vision of task and responsibility in the program implementation. 

As observed in Table 4A, item 8, respo nel ents were asked whether all the tasks to be 

accomplished are c lea rl y identifi ed for the execution of the DE program or not, 74 of the 

resJlondents agreed that all the tasks were clea rl y identifi ed; on the other hanel, 181 of them 

disagreed in the tasks identifying cl earl y and 33 of the respondents are unable to decide. 
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Whereas, the management sa id that wi thin the department the tasks are grouped based on 

th eir sim ilari ty; but as a department it was organized under different unrelated main 

departments. In genera l the j ob organization as the respondents' in forma tion showed that it 

was not as required and the respondents were not sati sfied in the organization. 

T bl 4B R a e: t espon( en son • DEI) R I f egu a Ion aile I P roce d ures 

ITEM !l "0 
~ 

C ~ "C 
~ ~ '" ~ "C " ~ c on ~ 

"C " 0 .!:: c 0.0 
Co Q => < ~ 
~ 

'" F % F % F % 
I There is appropriate managerial procedure C 10 6 80 2 20 

to manage the program E 40 19 47.5 6 15 15 37.5 
S 239 136 56.9 21 8.8 82 34.3 

T 289 161 55.7 27 9.3 99 34.3 
2 There are appropria te and clear C 10 8 80 - - 2 20 

regulations to manage the DE I II an E 40 21 52.5 5 12.5 14 35 

orderly manner S 239 140 58 .6 21 8.8 78 32.6 

T 289 169 58.5 26 9 94 32.5 

3 There is clear communicat ion channel C 10 8 80 I 10 I 10 

showing who should report to who l11 in E 40 24 60 2 5.0 14 35 

the DE S 238 137 57.3 26 10.9 75 31.4 
T 288 169 58.7 29 10.1 90 31.3 

4 There IS good relationship between the C 10 7 70 I 10.0 2 20 
management staff, experts, and E 40 17 42.5 I 2.5 22 55 

coordinators orMOND d istance education S 238 112 46.9 58 24.3 68 28.5 
T 288 136 47.2 60 20.8 92 3 1.9 

-c= Coordll1ators, E=Experts, S= Students and T =Total 

As Table 413 item I shows the question asked whether there is appropriate managerial 

procedure to manage the DEP or not, from the respondent point of view 99 of the them 

agreed that there were app ropri ate manageria l procedures to manage the DEP; however, 

16 1 of the respondent di sagreed that there was no appropriate managerial procedures to 

manage in a proper manner and 27 of the respondents unab le to decide. Adding the 

interviewed managers al so said that the procedures of the program are not situational they 

prepa red once and it co ntinue fo r a long period of time without checking whether it is 

workab le or not; if so it is d ifficu lt to say that it is appropriate. 
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As Table 4B it em 2 indi cated learners, experts' coord inators and managers were asked 

whether there are appropriate and clear regul ations to manage the DE in an orderl y 

manner; 80% coordinators, 52.5% experts and 58.6% lea rners of the respondents agreed 

that there we re no clear regulat ions to manage the program. Adding to the majority 

respondents the managers of the program sa id that there is no clear regulations to guide 

the program; whereas, 20% coordi nators, 35% experts and 32.6 % learners agreed that 

there is clea r regu lat ions to ma nage DEP; on the other hand, 12.5% experts ' and 8.8% 

leamers' unabl e to dec ide on the subj ect. As majority of the respondents information 

indicated ma nagers of the program were not supported the employees properly. 

As shown Table 4B item 3 respondents were asked whether or not there is clear 

communication channel showing who should report to whom in the DE, I coordinators, 14 

experts and 75 students of the respondents agreed that there is clear communication 

channel amo ng the given hiera rchy; UII the other hand, 8 coordinators, 24 experts and 137 

students were disagreed that there is no clear communication channel in the program 

implementation. supporting to the ex perts, learners, and coordinators idea, the managers 

said that commun ication channel or the program implementation is basica lly depend on the 

good wi ll of the related departments, hence, there was no clear commun ication channel in 

the program. 

As observed in Table 4B, Item 4, in the question whether or not there is good relationship 

between the management staff, experts, and coordinators of MOND di stance education, 2 

(20%) coordina tors, 22 (55%) experts and 68 (28 .5%) students or 92 (31.9%) of the total 

respondent s agreed that all emp loyees of DEP have good relationsh ip; on the other hand, 7 
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(70%) coordinato rs, 17(42.5%) ex perts and 112 (46.9) learners or total o f the respondents 

136 (47.2%) disagreed in their hea lthy relati onship ; moreover, 60 (20. 8%) not aware to 

dec ide. In addition, the managers sa id that the employees of the department in terms of 

heal thy relatio nship ; in the secto rs the organ izational structure were not we ll establ ished in 

addition coordi nators of the sector we re not happy in the DEP systelll ; bes ides of the 

coord inators unhappiness employees in the sectors shows high turnover from their work 

place. This showed that the relationship between the emplo yees is low. In general , the 

majo rity of the respondents' in fo rmation indicates that there IS no healthy relationship 

among the em ployees of the program. 

T able: 4C Responden ts concernlll g An t IOn t of em ployees III DEP 
D isagree Undecided Agree 

ITEM Ii' % I' % F % 

III your office, coordin<llors and/or employees arc f-"C,-+--,1",0+",6-=-i---",60"---+-,-I --+--,1,,,0'----+-.;3'---l--':'3,,0---1 
grunted authority to make organizational decis ion E 40 28 70 4 10 8 20 

T 50 34 68 5 10 I I 22 
Z Your departmen t is author ized to make educational C 10 6 60 - - 4 40 

policies 10 implement the program al the head office, r-oE,-+-c4c;OT",ZCOZ+So-)o-· -[-;cS -t-1~2;c.S;c-t-;1'c;3T"3"Z-;.S-I 
seclo r and sub-seelOr levels T 50 28 S6 5 10 17 34 

3 Your department IS authorized to make educational C JO 6 60 - - 4 40 
directives , 10 implement them at the head office, sector E 40 15 37.5 4 10 21 52.5 
<mel sub-seclor leve Is f-"T'-+-:S"'O+ Cc2""1 + 4""2:=+c-4-+-:SO"-- +:2C::S+-::5"O"'-l 

4 Your department IS authorized 10 make educational C 10 7 70 - - 3 30 

strategies, 10 implement thelll aI the he~cI office, seClar f-;';E:-t-::4c;0+"C2:oS+6:c2:c.=-S+:o5-+-,1"2,,,.S'--t-;1-:;0+"CZ,;-S--1 
and sub-sector level T 50 31 64 5 10 13 26 

5 The legitimate authority gran ted to the educat ion head C [0 9 90 I 10 
office allows it to make corrective measures, upon those E 40 24 GO G 15 10 25 
sector education coordinato rs which failed to effectively f-"l ''-+-'<-''O+=+=--jf-''--+-''''---+-'-''+ =---1 

" 33 66 7 14 10 20 implement the educationa l programs 
6 The authority gmmecl to the education head office C 10 7 70 - - 3 30 

<1110\\'5 11 on ly 10 report the names of the sector 40 
2? S5 6 IS ° 12 coordinators which failed to effectively implement the E - ). 30 

educational progr<l111S T 50 29 58 6 1. 2 15 30 
7 The dcpanment is authorized 10 make long term and C 10 6 60 I 10 3 30 

short term educational plan at the head office levels E 40 17 42 .5 4 10 19 47.5 
T 50 23 46 5 10 22 44 

C- Coordlllators, E- Experts, S- Students and T - Total 

Tab le 4C indicated that respondents were asked whether 111 your office, coordinators 

and/or employees are gran ted authority to make organi zational decision or not, 11 of the 
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responden ts agreed that the emp loyees and coordinators are granted to make 

organ izat iona l decision o f the orga ni zatio n; on the other hand , 34 of the respondents' 

disagreed that coordi nators and employees are not granted in deci sion making of the 

organ ization. 

In Table 4C itcm 1, the ma nagers in the interview sa id that the coordinators and 

employees are not granted in decision mak ing of the organizat ion. Concerning the 

program employees and managers of the program should be participant whatever the 

dec is ion is in order to deve lop confidence and ownership in the program; whereas 

employees and coord inators are not granted in dec ision making concerning the program . 

As presented in item 2 of Table 4C, respondents were asked whether your department is 

authorized to make educational policies to implement the program at the head office, sector 

and sub-sector leve ls or not, 17 (34%) of the respondents agreed that DEP department was 

authori zed ; on the other hand, 28 (56%) of them disagreed in the authority to make policy. 

Whereas, the J11anagers said that concerning "DEP poli cies were prepared at head office; 

but to iJ11pl ement at the low leve l of the organ ization it needs proper authority to control 

and take measures, hence, it does not correctl y stated". 

As it is seen in item 3 of Tabl e 4C respondents were asked whether yo ur department is 

authorized to make educational di rectives, to implement them at the head offi ce, sector and 

sub-sector levels or not, 25 (50%) of the respondents agreed that the department is 

au thori zed to make educational directives; on the other hand , 21 (42%) of them di sagreed 

in its authority to make ed ucational directives. And 8% of the respondents were unab le to 

decide. Whereas, the management said that it is the same as the authority they prepared 
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educat ional direct ives but in its implementation was not as needed because respons ibili ties 

and authoriti es were not delegated properl y. 

The data conta ined in item 4 of Table 4C shows that 13 (26%) o f the respondents agreed 

that the department is authori zed to make educational strategies ; on the other hand , 32 

(64%) of the respondents' disagreed in the department' s authority to make educational 

strateg ies and 5 ( 10%) of them were unable to dec ide. Whereas, the managers of the 

program said tha t the department did not had full authority to make educational strategies. 

As is ev ident in Table 4C item 5, respondents were asked whether the legitimate authority 

granted to the education head office allows to make correcti ve measures, upon those sector 

cducat ion coordinato rs which failed to effecti ve ly impl ement the educati onal programs or 

not , 10 (20%) of the respondents agreed that the legitimate authority granted to the 

education head office allows to make corrective measures, upon those sector educati on 

coordinators whi ch failed to e ffecti vely implement the educational programs; on the other 

hand, 33 (66%) of them disagreed in the legitimate authority granted to the education head 

office al lows it to make co rrecti ve measures, upon those sector education coordinators 

which fa il ed to e ffecti vely il11pl el11ent the educational programs and 7 (14%) of the 

respondents were laid on undec ided. In addition, the interviewee management sa id that the 

legi tima te authori ty were not granted to the education head office that did not allows to 

make corrective l11 easu res, upon those sector education coord inators wh ich fai led to 

e ffcct ive ly implement the educational progral11 s. 

As is l11 arkedl y shown in Tab le 4C, item 6, respondents were asked whether the authority 

granted to the education head office allow only to report the names of the secto r 
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coordinators whic h fa il ed to e ffectively implement the educational programs or not, 15 of 

the t'cspondents agreed that The authority granted to the education head o ffice allows on ly 

to repo rt the names of the sector coo rdinators which failed to effective ly implement the 

educational programs; on the other hand , 29 of them di sagreed on the authori ty granted to 

the edu cation head office allows not on ly to report the names of the sector coordinators 

which fai led to e ffecti ve ly imp lement the educat iona l programs. In add ition, the 

interviewee ma nagement sa id that the authori ty granted to the education head office allows 

onl y to report th e names of the sector coordinators which fail ed to effectively implement 

the educati ona l programs; in add ition, sometimes there was no response about the 

ind ivid uals they fai led in the program imp lementation. 

[t is clea rl y put in item7 o fTab [e 4C that, in the question asked whether the department is 

authori zed to make long term and short term educational plan at the head office levels or 

not, 22 of the respondents agreed that the department is authori zed to make long tellll and 

shot·t term educat ional plan at the head o ffice leve ls; on the other hand , 23 of respondents 

d isagreed that in the department authori zation to make long term and short term 

educational pl an at the head office levels. Whereas, the managers said that with in the 

department we have annual plan and no more; but the problem is its implementation in the 

[ower leve l of the sectors and sub-sectors, they di sagreed that the department was not 

authorized to make lo ng and short term educational plan. In any organization 

responsibility and authority should be properl y delegate to implement and to decide 

accord ingly. But , DEP as institution showed mi ss-match between responsibility and 

authority to implement and to decide in the given program. 
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In genera l Tab le 4C indicated that in the program implementati on the responsibility and 

aUlho rity were not de legated co rrectl y. Hence, the educational policy, directive and 

strategic plans are affected negative ly in its implementation to ach ieve the needed 

objectives. 

4.2. 3 I mplementation of managerial functions 
Table: SA Respondents on p lanni ng prod uction of materia ls 
NQ ITEM H.espo ndcnts Never Rare ly Undec ided Some times Always 

F % F % F % F % F % 
I Pn.:parntion of Teaching rvlatcrials 

had Considered the Learners' 5 239 32 13 .4 11 5 48.1 18 7.5 34 14.2 40 16.7 
In tt!l'csl 

2 Teaching lll<ll('r ials are prepared C 10 9 90. . . · · I 10 · · 
and revisl!d on time E 40 27 67.5 7 17.5 · · 6 15 · · 

S 238 147 61.5 31 13 9 3.8 30 12.6 21 8.8 
T 288 183 63.5 38 13.2 9 3.1 37 12.8 21 7.3 

3 Involvement of technical expertise C 10 I 10 8 80 · · I 10 · · 
in production E 40 4 10 19 47.5 5 12.5 8 20 4 10 

T 50 5 10 27 54 5 10 9 18 4 8 
4 Checking the balance between C 10 . . 6 60 · · 3 30 I 10 

(kllwnd and the capacit)' to E 40 I 2.5 17 42.5 6 15 10 25 6 15 
produce 5 238 78 32 .6 63 26.4 19 7.9 34 14.2 44 18.4 

T 288 79 27.4 86 29.9 25 8.7 47 16.3 5 1 17.7 
5 Checking the malch between C 10 2 20 4 40 I 10 2 20 I 10 

mate ri al produc ti o n and academic E 40 . 16 40 4 10 13 32.5 7 17 .5 
schedu le. S 238 23 9.6 103 43.1 24 10 45 18.8 43 18 

T 288 25 8.7 123 42.7 29 10. 1 60 20.8 51 17.7 
-c= Coorclinators, E=Experts, S= Students and 1 =Total 

As Tab le SA Item 1 shown that Students were asked whether the teaching material s are 

fulfilli ng the lea rn ers' interest or not, In this case, 13.4% and 48.1% of the respondents 

said never and rare, but, 16. 7 and 14.2% of them said always and sometimes considered 

the learners interest. Distance education should consider indiv idua ls' and groups of interest 

what they lVant and considered as employed in the organ ization and it should be tied to 

ach ieve the organ izati onal objectives. Panda (2003) in relation to th is issue, said that 

distance educa ti on should detert11ine its benefit , if the program had the anticipated impact 

on peop le or organi zations. B ut according to the respondents it seems low in understanding 

the learners' interest. 
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Table SA item 2 revea led that most of the respondents 90% coord inato rs, 67.5% experts 

and 6 1.5% students said that no rev is ion of teaching materi als was done tlu'ougho ut the 

program impl ementat ion whereas, 10% coordinators, 15 % experts and 12.6% learners 

responden ts said that revision of teachi ng materi als are revised sometimes. Besides the 

managers said th at, revis ion was not done yet because of the budget constraint. 

The responden ts' idea implies that the teachi ng material s is not revised and updated timely 

acco rdin g to the dynam ic environmental and techno logica l condi tions. Therefore, its 

effectiveness leads in to doubt, because education by itself is dynamic. In add ition the 

institution set all obj ective that: By reca lling the background of the learners are military 

members and as institution the objecti ve of the program was to develop academic ski lls in 

order to grasp military training, to cop up the new military technologies easily, to prepared 

student s fo r the hi gher educat ion, and to facilitate students to join soc ial life si mpl y after 

re tired allli to ue cOlll l-'etent in the soc iety. It is obvious that di stancc cducati on is a 

complex program in its implementation and managers should pass the complexi ty; 

rega rdin g to thi s problem Keegan (2000) the common prob lems and challenges of distance 

educa tion in deve loping co untri es, particul arly sub-Saharan Afri ca include: fu nding 

cons trai nts, infra stru ctural iill1itations, and adm ini strati ve problems. Lack of resources is 

the 1l10st common ly encountered chall enges for the programs of the region. Because of the 

reso urces problell1 they will be fo rced either to freeze some of their services or to close 

down altogether when the fundin g agency ceases to sponsor them. Therefore in order to 

tack le the existing prob lems distance ed ucation it should be "---carefull y planned and 

developed by profess ional des igners" (Pa nda, 2003) . 
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However, the institution pl anners and l11anagers seel11 low in careful planning by looking 

ahead the changing environ l11 ent. Hence, it is related with the prev ious idea that the l11ethod 

of deli very was on ly printed materials and refl ected an o ld way of de livery system. So, thi s 

may lead them back to the co rrespo ndence ed ucat ion 1830s or l 840s or freeze sOl11e 

servIces. 

As ind icated in SA item 3, coordinators and experts were asked whether involvement of 

technica l ex perts in production of the materials or not, the respondent coord inators idea 

lied that in the ca tegory of I ( 10%) never, 8 (80%) rarely, and 1 (10%) sometimes 

respectivel y. In addit ion, experts sa id that, 10% never, 47.5% rarely, 20% sometimes and 

10% always. Managers interviewed said that, involvement of experts in the production of 

teaching materi als was all110st non ex istence except 2002 E.c . This il11pli es that experts' 

partic ipation was not as needed w ith the questionnaire respondent mean of 2.58, 1.73 , 2.5 

st ud ents experts and coordinators rcspecti vely. 

In the simi lar Table itel11 4 il11ple l11 entation of Checking the balance between del11and and 

the capacity to produce or not, 6 (60%) and 3 (30%) coordinator respondents said rarely 

and sOl11eti l11 es respecti vely in check ing the balance between del11and and the capacity to 

produce, but I ( 10%) of the coordinators sa id always. On the other hand , experts said that 

2.5%, 42.5%, 15% and 25% check ing the capacity between demand and the capacity to 

produce was never, rare ly, undec ided, and sOl11 etil11es respecti vely; but, 15% sa id always. 

In addition to thi s, 32.6% and 26.4% of the students acco rdin gly sa id that there was never 

and ra rely of checking the capac ity between del11and and the capacity to produce. 
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Distance edu calion sho uld be demand based in ord er to be resource effectiveness . So we 

can infer that there is inco nsistency of checking the demand and the capacity to produce. 

Fu rtherm ore, respondents were as ked whether Checking the match between material 

produ ction and academic schedu le or not, 25 , 123 of respondents said that never and rare 

respecti ve ly, 60 and 5 1 res pondents said some times and always accordi ngly. Thi s refl ects 

Ihal most of the respo ndents said thai checking the match between material prod uction and 

academic schedu le is low. In order to fu lfil l the students and institutional demand of the 

DEP manage rs' they sho ul d manage plan based materia l produ ction and academic 

schedu le. However, the pre-planned to match the materi al production and academic 

schedul e seems low as the respondents revealed in the above tab le . 

T b l 5B R . H e: es poll d . I ents I( ea a b out D r e Ivery plalllllllg 
Rcs po So me 

ITEM IId enl Never Ra rely Undecided times Always 
F' °A, F' (Yo F' % F' % F' 'Yo 

Distribution of lcaching materials 

• from work place 282 58 20.7 8 2.8 3 I 33 11.7 180 63.8 

• frol11 distance education 
297 13 1 44 10 3.4 5 1. 8 68 22.9 83 27.9 

he.xl 
• tvlailcd through private 

183 166 90.7 2 1.1 6 3.3 6 3.3 3 1.6 
postal address 

• from the tutorial centers 293 25 1 85.7 5 1.7 5 1. 7 13 4.4 19 6.5 
Teaching instrument 

• Print module 288 2 .7 I .35 2 .7 9 3.1 274 95. 1 

• Video cassettes 286 276 96.5 I .35 I .35 4 1.4 4 1.4 

• Radio 28G 28 1 983 3 I - - I .35 I .35 

• Radio and Televi sion 28G 28 1 983 - - I 35 3 I I .35 

• Television 285 28 1 98.6 I .4 - - 3 1.1 - -

In Tab le 5ll Concern ing D istribulion o f the teach ing materials most o f the respondents 

reveal s Ihat, they get their lea rnin g materia ls from work place and from the DE head offi ce 

with 63.8% and 27.9% of respondents; on the other hand , most o f the respondents sa id that 

Ihere was no proper means o f di st ribution using private mai l and tutoria l centers with the 

responden ts of 90.7% and 85.7%. Whereas, the deployment of the army is scattered in to 
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di fferen t regions of the country; and it indicates that the di stribution means was not 

sat is fi ed the lea rner 's interest. Concerning the di stri bution of materi als Charles Awed 

Meyer in Holmberg (2000) stated that Instructions should be avail able any place where 

there are students- or even onl y one student whether or not there are teachers at the same 

place at the same time. 

From the managers' poi nt of view, distributi on of teaching materi als was held by using 

transportation from the head o ffi ce to the sectors; then sector coordinators also doing the 

same task to the sub-sectors. In this case the distribution process takes long time to reach 

l'or the benefi ciari es . So, the lea rners were not happy on the distribution mechani sms. 

To this effect the info rmation obta ined from the respondents revealed that the di stributions 

o f teac hing materi als were not prov ided essentially. 

Table SB shows that th e deli very means o f the teaching and learning material s of thc 

program was onl y the pri nted materi al, whereas, printed material s were not supplemented 

by video cassettes, radi o and telev ision. The managers of DEP al so agreed that there was 

no supp lementary media except the prin ted materi als. 

Acco rding to Husa in, M . (2004) the term student' s support means the range o f acti vities 

whic h complement the mass-produced materia ls which make up the most well-known 

e lement in ODL. [t is, of course, true that printed course units, television and radio 

programs etc., which replace the lecture as a means of deli very, and offered so much both 

in terms o f soc ial and geographica l access, and in terms of cost e ffectiveness, support 

students in central ways . However, the information obtained from the respondents revealed 
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that the deli very means of the teaching-learning process of the program seems to be an old 

way of deli ve l'y system wh ich is one way communication . 

T bl SC R a e: espon d t d en s I ea on E < xam p anmllg 
IT EM Disa2ree Undecided A2ree 

respondent F °A) F % F % 
I Exams were pre-planed C 10 7 70 I 10 2 20 

E 40 20 50 I 2.5 19 47.5 
5 239 155 64.8 25 10.5 59 24.7 
T 289 182 63 27 9.3 90 3 1.1 

2 exam sched ule was informed in advance c 10 3 30 5 50 2 20 
E 40 7 17.5 I 2.5 32 80 
5 239 132 55.2 10 4.2 97 40.6 
T 289 142 49. 1 16 5.5 131 45.3 

) Enough copies of exam c 10 - - I 10 9 90 
E 40 6 15 2 5 32 80 
5 239 164 68 .7 II 4.6 64 26.8 
T 289 170 58.8 14 4.8 lOS 36.3 

4 exam time allol ted (0 each exam is fair or C 10 2 10 - - 8 80 

nOI E 40 3 7.5 - - 37 92.5 
5 238 74 30.9 17 7.1 147 61.5 
T 288 79 27.4 17 5.9 192 66.7 

5 Exam papers were received accord ing to C 10 8 80 - - 2 20 

the number of the students? E 40 18 45 - - 22 55 
5 239 166 69.4 17 7.1 56 23.4 

T 289 192 66.4 17 5.9 80 27.7 
6 feedback from the centers and sectors c 10 9 90 - - I 10 

E 40 25 62.5 3 7.5 12 30 
S 238 167 69.9 16 6.7 55 23 
T 288 201 69.8 19 6.6 68 23.6 

7 Exam results were fair and justice c 10 5 50 2 20.0 3 30 
E 40 8 20 4 10.0 28 70 
5 239 111 46.5 26 10.9 102 42.7 
T 289 124 42.9 32 II. 1 133 46 

8 Sometimes there was lack of exam papers c 10 8 80 - - 2 20 
E 40 32 80 1 2.5 7 17.5 
S 238 153 64 22 9.2 63 26.3 
T 288 193 67 23 8 72 25 

9 Somet imes there was lack of invigilators c 10 6 60 2 20 2 20 
E 40 32 80 1 2.5 7 17.5 
5 238 180 75.3 10 4.2 48 20.1 
T 288 218 75.7 13 4.5 57 19.8 

10 Exams were secured c 10 8 80 1 10.0 1 10 
E 40 23 57.5 5 12.5 12 30 
5 239 123 51.5 15 6.3 10 1 42.2 
T 289 154 53.3 21 7.3 114 39.4 

II were carelessness of in vi gila tors C 10 10 100 - - -
E 40 31 27.5 3 7.5 6 15. 
5 239 166 69.5 20 804 53 22.1 

T 289 207 71.6 23 8 59 2004 
12 Timely Follow Up And Evaluation of c 10 9 90 - - - -

Exam E 40 28 70 4 10 8 20 
S 239 161 67.3 25 10.5 53 22.2 
T 289 198 68.5 29 10 61 21.1 

C- Coordma lors, E- Experts, S- Stlldenls and T - Total 
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As it could be un derstood from Table: SC regarding exams pre-pl aned 7, 20, and 155 of 

the respondents' coo rdinators, experts and students respecti vely disagreed in teach ing 

lea rning process method of appropriateness and properl y plann ing, on the other hand, 2, 

19, 59 of the respondents agreed in the method and appropriateness of the program 

pl anning. Concerning to thi s Panda, (2003) the successful management of academi c 

institu tions req uires detail ed planni ng, timely and appropriate deci sion making, and skillfu l 

coordinati on of acti viti es. 

However, the above table indicated that the method of teach ing learn ing process method is 

not appropriate since it is low in planning mechani sms; therefore, thi s can lead them to 

miss cOlll municate and low effecti veness in the delivery of exam. 

As it is presented in item 2 o f Table SC concerning whether or not they have informed 

about exams in advance most of the respondent (142) sa id that they were not informed on 

time; to the con trary 13 1 of the respondents agreed that students were informed abo ut the 

exam schedule in advance. T hi s di ffere nce is because of the dep loyment conditions of the 

learne rs. In the same issue the interview conducted with the managers supporting students 

idea, a ll the managers sa id that was in formed on the exam, but, un fo rtunate ly, the exam 

time may be changed by military officia ls without the knowledge of the distance education 

managers. So, thi s wo uld affect the exact time of the exam in some centers. We can infer 

from the t·espondent s information that considerable num ber of students were not informed 

about the exam schedu le 

Table SC item 3 revea led that, regarding, whether or not enough copi es of exam deli vered 

on ti me, students, experts and coordi nators; most of the students' 170 disagreed that 
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enough copies were not produced on time, but 105 of the students agreed that enough 

copies were produced on time. Besides, coordinators also agreed that enough copies were 

not produced. [n addition, to thi s the managers agreed on the shortage of copies in some 

sectors and sub-sectors; hence, this is because of distribution problems and the transfer of 

learne rs' from place to place; whereas, in the head office the exams were produced 

accord ing to the nu mber of the students on time except the distribution problem. 

In Similar Table item 4, whether or not the exam ti me allotted to each exam is fa ir, most of 

the st udents 192 were agreed that the time given for the exam was fair, but, 79 of the 

respondents disagt'eed on the time allotted (was not enough to comp lete on the given time) , 

but , 17 (5.9%) of respondents laid on undecided. Th is imp lies that the time allotted by the 

managers for the exam seems fair. 

As Tab le SC item 5 for the question whether or not exam papers were received according 

to thei r nu mber of the students, most students 166 (69.4%) d isagreed in receiv ing the exam 

papers on time, but some of the respondent students 56 (23.4%) of them agreed that exams 

wcrc rece ived on time. supporting to the majority of the students idea experts and 

coordinators said that exams were not received accord ing to their number with 80% and 

45 % res pectively. Moreover, managers al so agreed with the majority students' idea. This 

indica tes that the learners were not receiving exams acco rding to their number and thi s 

could affect the implementation of exams properly. 

In similar Table item 6, whether or not students get feedback from the centers and sectors, 

167 (69.9%) of learners 25 (62 .5%) expert s and 9 (90%) coordinators sa id that they did not 

get timely feedback from the ir coordinators and head office after correcting the exam; 
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whereas, I ( 10%) coordinators, 12 (23%) experts, 55 (30%) learners agreed on the timely 

feedback of cx am s from head office and coordinators. In addition, the majori ty idea of the 

questio nna ire respondents also approved by the interviewed managers of the program; 

Feedback which was given after a long time was on ly the exam results, which is not 

poss ibl e to students to learn from their mistakes. Besides of the in-proper feedback, no 

ass ignment was de li vered s ince 2007. According to Keegan (1995) and others, distance 

educa tion stude nt s must get enough assignment and detail correction feedbacks in order to 

lea rn from their past mi stakes on time. 

Whereas, the above Table SC implies that feedback of the exams were late and incomplete 

to learn from th ei r mistakes. On the other hand, students eval uation seems to be very low 

because they were not evaluated based on both fOl"lnative and summative methods of 

eva luation. As it is mentioned in item 7 of Table SC for the question whether or not, the 

grad ing of thc cxam was fair most of the learners III (46.5%), 8 (20%) experts and 5 

(50%) coordinato rs disagreed on the fairness of the exam grading system, whereas, 102 

(42.8%) of the learners', 28 (70%) ex perts and 3 30%) coordinators' respondent agree on 

its fairness. On the other hand , I 1.1 % of the respondents were unable to decide on the 

subject. The interviewed managers also approved that it is difficult to conclude its fairness; 

thi s is because in the process of exam some invigilators were ca reless, shortage of 

invigilators and some of the invigilators may take the responsibility to give exam for many 

students in a c lass. On the other hand, in some place some experts and invigi lators may not 

co rrec tly secure the exams and found similar answers because of thi s student sco re ma y be 

affected negati ve ly. 
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Based on the respondents information the managers were not sure in the fairness of exam 

/grading system/ wh ich shows that exams were not supported in continuous follow up by 

the managers and coord inators in the institution. Therefore, we can infer that there is a gap 

between the coordinators and students. 

As it is pointed out in item 8 of Table SC, the question asked whether or not shortage of 

exams was observed, 8, 32, 153 coordinators, experts, and students respectively confumed 

lhat there was shortage of exam papers, and 2, 7, 63 of them disagreed accordingly in the 

shortage of exams; on the other hand , managers agreed on the idea of the majority 

respondents. 

In the same Tabl e item 9, concernll1g the shortage of invi gilators 218 of respondents 

replied that in some of the exam centers shortage of invigi lators occurred and 57 of the 

"espondents sa id that no shortage of invigilators was seen. The managers also agreed in the 

shortage of the invigilators because of the learners' deployment which is far from the 

related institutions. 

As it can be seen in table SC item 10, in the questions asked about security of exam, 114 of 

the respondents sa id that exams were secured; whereas, 154 of the respondents disagreed 

abou t the exams security. On the other hand , coordinators and managers of the program 

stated that mostly the exams are secured , but in a very few exam centers there was 

unsecured, situation this is because o f the invigilators carelessness. As the information 

obtained majority of the respondents said that the exam was not secured in the exam 

centers. 
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In similar Table item II , for the quest ion whether or not ca relessness of in vigi lators, 207 

of the respondents agreed that there was carelessness of invigi lators concerning the exam, 

but , 59 of the respondents sa id that there was no carelessness of inv igil ators. Managers 

agreed that few in vigilators were ex tremely ca reless instead of giving attention to secure 

the exams. 

As it is add ressed in table SC item 12, concerning the question of exam evaluatio n and 

follow up 61 learners' agreed that it was supported through contin uous fol low up . To the 

contrary, 198 of the res pondents disagreed in the cont inuous support and follo w up the 

exams. The manage rs also agreed that it was not supported by continuous supervision and 

evaluation. To justi fy the idea of low support and low contin uo us supervision and 

eva luatio n of the exam, the managers sa id that the di stance education managers have 

lim ited author ity to take measures in the fie ld of exam centers of the sector, therefore they 

clon ' t know what measures were taken to thc mcmbcrs of the secto r because corrective 

actions are taken by other members of the military in the sector. Hence, thi s im pl ies that 

the exams foll ow up ancl supervision of exam was not coordinated and integrated as 

req u ired. 
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Table 50: Respondents idea concernin g Involvement of Coordinators and experts in 
. I f mrlnagena un cttons 

~ " " Disagree Undec ided Agree 
" 0 " Item " c."C !l F (Yo F % F % 

I Coordinators Skill in Problem Solvin.g S 238 16 1 67.4 23 9.6 54 22.6 
2 Supervision and Controll ing in The Process of the S 239 138 57.7 16 6.7 85 35.6 

Program 

3 In volvement orcoordinators in DE management C 10 9 90 1 10 - -
E 40 35 87.5 3 7.5 2 5 
T 50 44 88 4 8 2 4 

4 coordimltors were involved on ly when they were C 10 - - 1 10 9 90 
clected as a COl1llllillCe E 40 6 15 2 5 32 80 

T SO 6 12 3 6 41 82 
5 DEP managers accept coordinators and experts C 10 6 60 - - 4 40 

suggest ion posi tively E 40 17 42.5 2 5 21 52.5 
T 50 23 46 2 4 25 SO 

(, C 9 7 70 - - 2 20 
managers arc alen in decision maki ng E 40 18 45 6 15 16 40 

T SO 25 SO (, 12 18 36 
7 MOND distance education office whether uses C 10 6 60 1 10 3 30 

experts as subjec t advisors E 40 8 20 4 10 28 70 
T SO 14 28 5 10 31 62 

8 head office lIsed experts as policy adviso rs C 10 8 80 - - 2 20 
E 40 25 62.5 6 15 9 22.5 
T SO 33 66 6 12 11 22 

9 MONO distance education office works wi th ex perts C 10 7 70 - - 3 30 
and coordinators while making decision th at ass ist in E 40 14 35 6 15 20 50 
solving Ihe problems T SO 21 42 6 12 23 46 

10 r.,IIONO distance ed uc;)tion office <lccepts C 10 6 60 2 20 2 20 
constructive ideas from experts and coordinators E 40 17 42.5 2 5 21 52.5 
posi tive ly T SO 23 46 4 8 23 46 

11 MON O distance education office shows no genuine C 10 7 70 1 10 2 20 
interest '11 incorporating what ex perts nnd E 40 24 60 3 7.5 13 33.5 
coord irlators suggest 0 ' recolllmend III decisions T SO 31 62 4 8 15 30 made nt department level 

12 MONO distance education office tries to innuence C 10 6 60 1 10 3 30 
cxpe rt s and coordinators implcment decisions wh ich E 40 21 52.5 2 5 17 42.5 
they don't believe in T 50 27 54 3 6 20 40 

C~ Coord lllOlors, E~Experts, S~ Snldenls and T ~TO la l 

As Table 50 ite l1l I indicated 16 1 (67 .4%) of respondents disagreed; by saylllg that 

coo rd inators were unab le to so lve students problel1l faced in thei r stud y time; whil e, 54 

(22.6%) agreed that coord inators were skillful to so lve problems faced in the stud y. 

However, as the table indicated that the ability of the coordinators to solve students' 

prob lem seems to be low. 
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Table SD item2 impli es that, most of the students 57.7% agreed that the DE program was 

not in conti nuous supervision and controlli ng; whereas, 35.6% of the respondent students 

agreed in the continuous superv ision and controlling o f the program implementation. In 

general it indicates that students were not sati s fi ed in continuous supervision and 

controlling mechani sm. In thi s case, without continuous supervi sion and contro lling leads 

to leni ent support o f the learners and weak communication flow towards the learners' 

in terest. 

As is evident in Table SD item 3 the question asked to the respondents whether or not the 

coord inatol·s were involved in the management of DE is when the DE management wants 

only to invo lve, 2 respondents agreed that the coordi nators involved in the management of 

DE not dependent in the good wi II of the management; and 44 of the respondents di sagreed 

in the invo lvement of the coordinators is dependent on the good wi ll of the managers. On 

the other hand , 4 of the respondents were unable to dec ide. As the information revealed thl:: 

coo rdinators were not participant as coordinators and their participation dependents on the 

managers ' wi llingness wh ich can show hazardous for the implementation of the program 

ap propriateness. 

As Ta ble SD item 4 revealed that, concerning the invo lvement of coordinators in 

management of DE whether or not on ly elected as member of one of the program 

committee, and 9 (90) respondent and coordinators 32 (80) experts agreed that 

coordi nators were invo lved only when they elected as a committee of the program ; to the 

contrary, no respondent coord inator agreed on thi s question ; on the same issue 6 (15%) 

ex perts di sagreed; bes ides I coordinator and 2 experts unable to decide on the issue. 
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Therefore, the involvement of coord inators respondents' idea shows that there was [ow 

participation in the program implementation. In this case, without coordinators 

participation in the di stancf' education program one can infer that it is possibly affect its 

result. 

[n the same Tab[e item 5, respondents were asked that in the dec ision made concerning the 

teaching [earning as coordinators and experts positively or not, 25 of them agreed on 

positively invo lvement; but, 23 disagreed in positively invo lvement of the coordinators in 

DE management and 2 orthe respondents unable to decide on the issue. 

As indi cated in item 6 of Tab[e SD, to know the managers alert in decision making the 

respondents were asked whether the managers were always ready to give appropriate 

response when ever decision making issues arise or not, 18 of the respondents agreed that 

they were alert in decision making; whereas, 25 of the respondents disagreed in the 

readiness of the managers in decision making. 

Acco rding to item 7 Table SD, question were asked to the respondents about the MOND 

distance education office whether or not uses experts as subject advisors in order to 

improve the teaching [earning process, 31 of them agreed that the head office used the 

experts as subject advi so rs; on the other hand, 14 of the respondents disagreed experts 

we re not used as subject advisors in the head office. This implies that to some extent 

experts were participant as subject advisors. 

As it is shown in item 8 of Table SD, in the question asked whether or not the head office 

used experts as policy advisors, and 11 coord inators and experts of the respondents agreed 
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tilat the head orfi ce used the ex perts as policy adv isors; to the contrary, 33 coordinators and 

ex perts and 6 ex pert s unable to decide o f the responden ts di sagreed that experts were not 

used as policy ad viso rs in the head office to impl ementation the orga ni zational educational 

policy. As the respondents' information indicated that policy of the program seems to be 

not participatory. 

As it is focu sed in Table 50 item 9, the respondents were asked to know whether the 

MoN D di stance education o ffi ce works with experts and coordinators whil e making 

deci s ion that ass ist in so lving the problems, 23 coordinators and ex perts agreed that it was 

impl emented; and 21 of coordinators and experts of the respondents disagreed in its 

implementation. It implies that considerabl e number of employees was not sati s fied as 

req uired. 

In similar Table item I 0, MoND di stance education office accepts constructi ve ideas from 

expe rts and coordinators positi ve ly or not, 23 of the respondents agreed that the MoND 

di sta nce education o ffi ce accepts constructi ve ideas from experts and coordinators 

positi ve ly 23 of them disagreed that the MoND distance education office did not accept 

constructi ve ideas from ex perts and coordinators positi vely and 2 experts and 2 

coo rdinators unab le to decide. T he interviewee managers al so respond that relatively in the 

head office to some ex tent shows tendency to accept constructive ideas, but it show 

inconsistent in its implemen tat ion as a means of employees' participation and moti vation. 

Thi s revea led that majority agreed that suggestion of employees were accepted posit ively 

wit h 46% of the respondents and considerable number of the respondents including the 

managers di sagreed that suggestions were not accepted positively. 
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As it is s tated in Tab le 50 item II , respondents were asked whether or not the MoND 

d istance education office shows genuine interest in incorporating what ex perts and 

coordinato rs suggest o r recommend in decisions made at department level, 31 of the 

res pondents agreed that the MoND di stance education o ffice shows no gen uine interest in 

inco rporating what ex perts and coordinators suggest or recommend in dec isions made at 

department level 15 or the respondents' di sagreed that the MoND di stance education o ffi ce 

shows genuine in terest in incorporating what experts and coordinators suggest or 

recommend in deci sions made at department level. On the other hand, DEP managers also 

said that at head office there is genuine interest to inco rporate to some extent what ex perts 

and coordinators s uggest or recommended in dec isions made at department level which is 

not to the required level. 

T here fo re, majorit y o f the respondents said that there was no genu ine interest to 

incorporat e experts and coordinators suggestion or recommend in decision madc at the 

department level. 

In the same Table item 12, in the question of the Mol\TD distance education office tri es to 

in fl uence ex perts and coordinators implement decisions which they don' t beli eve in or not, 

20 of the respondents agreed that the MoND di stance education offi ce tri es to influence 

ex perts and coord inators implement decisions which they don ' t beli eve and 27 of them 

di sagreed tha t the MoND di stance educati on office tri es to influence experts and 

coord inators imp lement dec is ions which they don' t beli eve in. the DEP managers stated 

that this is not a bi g problem in the head office of the DEP; but a t the sector and sub­

sectors it is a bi g problem. Table : 50 reveal ed that the managers o f the DE P showed low 
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tendency towa rds initi ating constructive ideas from employees and coord inators 

concerning th e program. 

Respondents wel'e asked to answe r using yes or no on the decision making involvement of 

the teaching learni ng process was made with a meaningfu l participation of experts and 

coordinators, 3 (30%) and 17 (42.5) res pecti vely o f the respondents said that there was a 

mean ing ful partic ipa ti on of ex perts and coordinato rs, whereas, 7 (70%) of coordinators and 

23 (57.5) ex perts respecti vely sa id that there was no meaningful participation of employees 

in vo lveme nt in the teaching learnin g process of DEP. [n any organi zation employees' 

participation helps to moti vate and deve lop ownership of emplo yees in the program. But 

th e information obtained from the respondents imp lies that there was low participation of 

em ployees in the program implementat ion. 

Table SE ' DEP DeCISion Maki ng process 
Respondents Dis lIgrcc Undecided Disagree 

IT EM 
F % F(% F % 

1 In your ortiec, the manager alone I11nkcs organizalional I--,C:'-+--'c'IO'--f-c7:"-1-7,,0'-'I-',--I-:-'-o--t-:,,:3+-:3::,0,:-! 
cleeision E 40 26 65 I 2.5 13 32.5 

T 50 33 66 t 2 t6 32 
2 In your artiec, the manager enforces decis ion made on C 10 7 70 3 30 

coordinators or employees I--:E:'-+-4O-:0c---f-c2"'9+"'n"'."'S+-:2c--!-'CS'--+-"'S+-3"0"'" 

T 50 36 72 5 to S tS 

J I n your 0 m ce , the man a g er rna k cs the fi n a I 0 fga n i za I ion a I I--;C:,-+--;;I 0;:-+-:;7';-1--;-7",0';-11--'2:--1-;;.20'O---j-,;,1 +--;;1 0c-1 
decisions after consults in the concerned coordinators or E 40 21 52.5 J 7.5 16 40 
employees I-"'T:'-+-5"0'--f--'OZ"'S+"5"6"-1f-'5:-1-"IOc-+'IC:7+-3"4:--i 

4 In yo II rom Ct:. the mfl 11<1 g era llt ho ri 1 y and respo 11 sib iIi I Y is sh arccll--;C:,-+--;;I 0;:-t-:;7:::-f-c7"0'--lf-c',--f-c;;-'-;--j-,,,3 +-;3o;c07-1 
E 40 26 65 I 2.5 13 32.5 

5 In your office, the l11<1nager and the coordinators or 
employees make organizational decisions on equal 
basis 

(, You arc ofte ll consulting your employees who are under your 
direct supervision when making decisions related to their 
panicular responsibilit ies. 

7 The ll1anagers arc often accepting the proposals or suggestions 
rorwarded by coordi nators or employees who arc under their 
imll1ediate supervision in relation to their particular 
responsibilities. 

T 50 33 66 5 10 16 32 
C 10 6 ' I 10 3 30 
E 40 31 77.5 3 7.5 6 15 
T 50 37 74 4 8 9 IS 
C 10 6 60 ' ' 4 40 

C 10 8 80 2 20 

c- CootClinatols, E-Expclts and T - Total 
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A s the Tab le SE item I ind icated , respondents were asked whether in your office, the 

manager a lone makes orga ni zati ona l decision or not, 16 o f the respondents agreed that the 

manage rs made dec ision a lone; on the other hand , 33 of them di sagreed in the managers 

alone mak ing dec ision. To the contrary, the managers sa id that withi n the department all 

the dec isions were partic ipator especia ll y in the center l in the head office; in addition the 

sector coordinators were also partici pant th rough different means of communication 

lll ethod s. But except the center experts, it is difficult to lll ake the sector coordinators face-

to- face parti cipant in decisions lll aking process. 

In similar Table it em 2, respondents were asked whether in yo ur office, the manager 

enforces decision made on coordinato rs or employees or not, 8 of the respondents agreed 

that the managers dec ision made on coordinators or employees; on the other hand , 36 of 

them d isagreed tha t managers were not enforced the coordinators or employees of the 

program. Whereas, the management said that in the head office the managers were not 

enfo rced in dec is ion maki ng; but, if yo u go down the prob lem shows high enfo rcement in 

implementation o f the given task. 

As Table SE item 3 depicted , in the questi on whether in your office, the manager makes 

the fina l orga ni zational decisions after consul ts in the concerned coordinators or 

emp loyees or not, 17 o f the respondents agreed that the managers make the final decision 

after consu lting coordi nato rs and employees; on the other hand, 28 of them di sagreed in 

the coord inators and employees consu lting for dec ision. Whereas, the management said 

that in the head office and sector coordi nators as a part of the management body in 

consult ing the employees was not as needed. 
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It em 4 of Table SE shows that, respondents were asked whether in your office, the manager 

authority and responsibility is shared or not, 16 of the respondents agreed that the 

management authori ty and responsibility were shared; on the other hand , 33 of them 

disagreed in the management authority and responsibility were not shared. Whereas, the 

management sa id that authority and responsibility were not share according to the man 

power dep lo yed in the center and sector coordinators. This indicated that in the program 

implementation job speci fi cat ion were not clearly identifi ed. 

Tab le SE item 5 witnessed that, respondents were asked whether in you r office, the 

manager and the coordinators or employees make organi zational decisions on equal basis 

or not, 9 of the respondents agreed that the managers, coordinators and employees decide 

on equal basis; on the other hand , 37 of them disagreed on the equal basis of decision in 

thc organization. Whereas, the management sa id that all decisions were collected to the 

management borly; even the routine tasks of the program. 

As it is seen in item 6 of Table SE, respondents were asked whether or not they are often 

consulting thei r employees who are under their direct supervision when making decisions 

rclated to their particul ar respons ibiliti es, 6 of the respondents agreed that they are often 

consulting their employees who are under their direct supervision when making deci sions 

rclated to the ir parti cular responsibili ties ; on the other hand, 4 of them di sagreed in the 

consulting of emplo yees who are under their direct supervision when making deci sions 

related to their particu lar responsibiliti es . Add ing, the managers said that consult ing the 

employees who are unde r direct superv ision in making dec isions related to their particular 

responsib iliti es was ve ry lo w. 
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[n the sa l11 e Tab[e itel11 7 revealed, respondents were asked whether the l11anagers are often 

accepting the proposals or suggest ions forwarded by coordinators or employees who are 

under their immedi ate supervision in relat ion to their parti cular responsib ilities or not, 2 

(20%) of the respondents agreed that the managers are often accepting the proposals or 

suggestions I'orwarded by coordinators or el11ployees who are under their immediate 

superv Ision in relation to the ir particular responsibiliti es; however, 8 (80%) of them 

disagreed in the managers are often accepting the proposals or suggestions forwarded by 

coord inators or employees who are under their immediate supervision in relation to thei r 

pa rti cu lar responsibili ties. Besides, the interv iewee managers said that the managers did 

not often accepting the proposals or suggestions forwarded by coordi nators or employees 

who are under their immediate supervision in relation to their particular responsibi lities; 

for instance, sometimes employees complaining in rejection of the thei r ideas which is 

useru l for the program implementation. 
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4.2.4 Effectiveness of the program to attain pre-determined goals 
T able' 6A DE P Effective ness 

- ~ 

ITEM " u 
U -'" 

., 
" ~ 

0 ~ 

Co is 
~ 
~ '" ~ F % 

I The .1tlCll1pl made by DE 10 train Ihe workers was as C 10 9 90 
needed to implement the progr<llll E 40 22 55 

S 238 145 60.7 
T 288 176 61.1 

2 Afte r completing each grade level the learners develop C 10 9 90 
necessary skills fo r the ir fu tu re ti llle and career. E 40 20 50 

S 237 158 66. 1 
T 287 187 65.2 

3 After Face-To-Face Tutorial studen ts confidence S 238 139 58.2 
4 The program is llsed to enhance e the mi lita ry tmini ng C 10 7 70 

E 40 2 5 
S 239 121 50.6 
T 289 130 45 

5 The objective orlhe program is clear to the employees C 10 4 40 
E 40 3 7.5 
T 50 7 14 

6 The program is ncxiblc to adapt any time when needed C 10 8 80 
E 40 20 50 
T 50 28 56 

7 Students nre aware abOllllhc schedule of tile program C 10 4 40 
E 40 7 17.5 
S 238 61 25.6 
T 288 72 25 

8 The objec ti ve o r the progralll is clear to the learners C 10 6 60 
E 40 18 45 
S 239 126 52.7 
T 289 150 53 .7 

9 Tile program is used for the students to learn for further C 10 7 70 
higher education E 40 19 47.5 

S 229 148 64.6 
T 279 174 62.3 

C- COQJClinatOls, E-Experts, S- Students and T -Tota l 

~ 
." 
'<J 

~ 
~ ~ 
." -" ., 
=> '" -<: 

F % F % 

- - I 10 
6 15 12 30 
II 4.6 82 34.3 
17 5.9 95 33 
I 10 - . 

3 7.5 17 42.5 
25 10.5 54 32.6 
29 10.1 71 24.7 
23 9.6 76 31.8 
- - 3 30 
5 12.5 33 82 .5 
14 5.9 104 43 .5 
19 6.6 140 48.4 
- 6 60 
8 20 29 72.5 
8 16 35 70 

- 2 20 
4 10 16 40 
4 8 18 36 
I 10 5 50 
3 7.5 30 75 
23 9.7 154 64. 7 
27 9.4 189 66.1 
- . 4 40 
7 17.5 15 37.5 
9 3.8 104 43.5 
16 5.7 123 44. 1 
I 10 2 20 
2 5 19 47.5 
9 3.9 72 31.4 
12 4.3 93 33.3 

As dep icted in Tabl e 6A item I, concerning effecti veness of the program the attempt made 

by DE (0 train the wo rkers was as needed to implement the program or not, 95 of the 

respondents revea led that they agreed that the employees are trained as needed; whereas, 

176 o f the respondents di sagreed that the DE employees were not trained as needed, and 17 

o f the respondents unable to decide concerning the question . 

As Tab le 6A item 2 indi cated to know the extent of effecti veness of the DEP learners, 

experts , coordinators and managers were asked that after completing each level the 
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learners whether or not develop necessary skill fo r the ir future career, in thi s case 71 of the 

respondents agreed that the learners develop necessary ski 11 , to the contrary 187 0 f the 

respondents di sagreed in developi ng the needed sk ill of the learners. Add ing to the idea of 

di sagreement in dev.eloping the necessary sk ill s managers of the DEP said that by any 

means most of the students need to comp lete grad e 10; they don ' t want to bother about the 

sk ills what they have to develop. It revea led that the learners' confidence to develop the 

necessa l·y skill seems low. 

As it is identified in Table 6A item 3 shown that, students confi dence after face-to-face 

!t ut orial , 139 (58.2%) of respondents di sagreed. However, 76 (31.8%) of the respondents 

sa id that students after face-to-face tuto r, develop the necessary confidence. 

It revea led that face-to-face / tutoria l program was not as needed to develop students' 

confidence in the program implementatio n. Bes ides this, interviewed managers agreed that 

the tutorial program was not as needed and it varies from sector to sector accordi ng to their 

budget. Its implementation was not similar and tutors were not trained about the program 

to deve lop con fi dence up on the students. Accordi ng to Routledge and Keegan (1973) staff 

training is most successful if it is reinforced by refresher courses, workshops, peri odic 

seminars, and experi ence share with other distance institutions- local and abroad and 

regular tutors of the areas covered by the institu tion. Whereas, in the researched inst itution 

there was no experi ence sharing with loca l and ab road about the program; and thi s implies 

Ihal Ihe employees of the institution seems low to develop confidence of learners. 

Tab le 6A item 4 revealed that in the question asked whether the program is used 10 

enhance the mililary trai ning or not, 140 of the learners agreed that it was used to enhance 
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their training; but 130 of the response disagreed in its role to enhance the military training. 

The managers also stated that the programs role was not as needed to support or enhance 

the intended objecti ve in the organization. 

As indicated item 5 of Table GA, in the question asked whether or not the objective of the 

program is clear to the emp loyees, 35 of the respondents agreed that its objective is clear, 

however, 7 of the respondents said that its objective is not clear and 8 of the respondents 

unabl e to decide on the given question. The interviewed managers also said that because of 

different reasons the clarity of the program is not as intended for the employees and other 

beneficiaries of the program. 

In similar Table item 6, concerning the Oexibility of the program 28 respondents disagreed 

in its Oexibility; however, 18 of them agreed that it is flexible to adapt any time. To the 

contrary, the managers said that "there are many points we need to change in the program 

implementation but, because of its inOexibility becomes difficult to rearrange what we 

need" . So, this showed that its inOexibil ity was affected to implement the program 

properly. 

As Table GA item7 revealed 189 (66.1 %) of the respondents said that students are aware 

about the schedule of the program; whereas, 72 (25%) disagreed and 27 (9.4%) laid on 

undecided. 

In sim ilar Table item 8, respondents were asked whether or not the objective of the 

program is clear to the learners, hence 150 (53.7%) disagreed; but, 123 (44.1%) agreed in 

the obj ective of the program clarity for the learners 
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As it is observed in item 9 of Tab le 6A , to know the DE program whether or not it helps to 

jo in higher education , 174 di sagreed on the issue, on the other hand, 93 of the respondents 

agreed th at the program helped the learn ers to join hi gher education. T he managers also 

stat ed that ' comparing to the pre-defi ned obj ecti ve of the program is not as intended; even 

we do not have data how man y students j o ined to the hi gher education , the only 

l11 easurement is the results scored in grade ten, and 148 learners have had pass mark in 

20 10". However, the managers d id not know the next situation whether the lea rn ers join to 

the hi gher education or not. 

In the separate question respondent s asked whether or not di stance learners closely know 

who joined hi gher educat ion through DE, hence 235 of the respondents sa id that there were 

no student s who know that joined to hi gher ed ucation, and 54 of the respondents said that 

they know who joined to hi ghe r education in their cen ter. On the other hand , the 

interv iewed l11 anagers said that few lea rners got the iterance result but it was not as needed. 

In addition as the researchers observation from their document as a sample in 20 10 few 

( 148) students had sco red 2.43 and above from the total number of 1970 grade ten learners . 

T bl GB a e per o rmance assess ment an d f~ e · ecliveness a f I DEP tle 
Performance Assessments of the DEP General Effectiveness of The DEP in MoNO 

IT EM C E S ITEM C E S 
F 'Yo F 'Yo F 'Yo F % F % F % 

An nuall y 3 30.0 19 47.5 27 I 1.3 Highly effect ive - - I 2.5 12 5.0 
Every IwO years - - - - - Effective I to 6 15 17 7.1 
Every fi ve years I 10.0 I 2.5 32 13.4 A vcrngc 2 20 19 47.5 32 13.4 
Not assessed at all 6 60.0 14 35 .0 180 75.3 Ineffective 6 60 13 32.5 159 66.5 
Any - 6 15.0 I-I h~h ly ineffect ive I 10 I 2.5 19 7.9 

c= COOrdlll <llO rS, E=Experts and S= Students 

As in Table GB identi fied the respondent s were asked to know how often the program was 

assessed, 3 coordinato rs, 19 ex perts and 27 students of the respondents sa id that the 

program was assessed its performance an nuall y, I, I, 32 said every fi ve years, G 
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coord inators, 14 experts, 180 students said not assessed at a ll , and 6 experts said no 

spec ifi c time. On the other hand, the managers said that its performance was assessed 

evcry yea r; but, the method of assessment is li mited on the routine /daily activ ities of the 

yea r and after the assessment they tri ed to adjust the routine or daily activit ies. However, 

there are othe r many major tasks which need adj ustment. The overall goa l of eva luation is 

to assess the performance of dista nce education system in all its ramifications through the 

co ll ecti on o f useful data that will ass ist in improving the program structure and offering, it 

must be noted tha t it is difficu lt to eva luate teaching at di stance (Jegede, 1993). Whereas, 

the evaluation method of the managers were restricted on the routine activities and it cou ld 

not be a so lu tion to ach ieve the intended obj ectives of the program. 

In Tab le 6B the question asked to what extent were the results of performance bei ng used, 

30% and 70% of the coordinators sa id that partial ly and not used at all respective ly, add ing 

ex perts 7.5%, 37.5%, and 55%, sa id that completely, partiall y, and not assessed at all 

acco rding ly. On the other hand, learners' respondent on the subject said that 5.4%, 23.4%, 

and 7 1.1 % said completely, partiall y and not used at all respectively. Therefo re, both 

coordinators, ex perts and students majorit y respondents said " not assessed at all". Hence 

from the above in format ion obtained it is poss ible to infer that the evaluations assessed 

were not used by the institution to enhance the programs development. 

As Table 68 indicated the respondent were asked in general whether or not the DEP 

e lTccti veness in attaining the intended objecti ve, hence, the coordinators of the sector 10%, 

20%, 60%, and 10%, effect ive, average, ineffecti ve, and high ly ineffective respecti vely. 

On the other hand , 2.5%, 15%, 47. 5%, 32.5%, 2.5 % of the experts sa id highl y effective, 
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effec ti ve, average, ineffective, and high ly ineffecti ve. Learners of the program 5%, 7. 1 %, 

13.4%, 66.5%, and 7.9% accordingly sa id hi ghl y effective, effective, average, ineffective, 

and hi ghly ine ffect ive. Therefo re, the in format ion indi cates that from the total respondents 

13, 24, 53, 178, and 21 acco rdingly sa id that highl y effective, effective, average, 

ineffective, and hi gh ly ineffect ive. The successful management of academic institutions 

requires deta il ed plann ing, timely and approp ri ate deci sion making, and sk illful 

coo rdinati on of activ ities (Panda , 2003) .. So, it is possib ly to say that the effecti veness of 

the program was affected due to poor organi zational structure, and related problems which 

were ranked as ineffective acco rding to the information obtained. 

4.2.5 Prob lems Affecting Organizational and Managerial E ffectiveness of DEP 

Ta ble: 7 Level of problems seriousness in DEP 

ITEM 

A Delav ill givin o feedback 
B Lack of commitment 
C Poor design oforganiz8tional structure 
o Employees turn over 

E Lack of expens and employees participation 
F ShortJgc of skilled mamgers 
G Lack of awareness ill the progrnl11 

1-1 Di fficulty gconraphicallocation of the learners 
I Shorta.~c ofbudgct 
J Lack of face-to -face program 
K delay exam inat ion 
L Problell1 of cOllllllunication 
fVl Lack of suppon from the managers 
N L,lCk of timely material distribution 
o Lick OfSlIPCl"visioll and cOlltrolling 
P L<lck ofpcrforl11<lllcc evaluation of the program 
Q Lack of Ill C~IS Llrc taking 

= " '0 

= o 
0. 
~ 

" e<: 

338 
336 
337 
334 
336 
335 
306 
296 
286 
287 
286 
283 
287 
287 
287 
285 
287 

15 4.4 
36 10.7 
17 5 
32 9.6 
25 7.4 
29 8.7 
39 12.7 
36 12.2 
29 10.1 
40 13.9 
29 10.1 
27 9.5 
36 12.5 
19 6.6 
15 5.2 
23 8.1 
23 8 

95 

N % 

36 10.7 48 14.2 66 19.5 
77 22.9 72 21.4 57 17 
46 13 .6 49 14.5 36 10.7 
46 13.8 89 26.6 72 21.6 
44 13.1 100 29.8 63 18.8 
30 9 43 12.8 96 28.7 
64 20.9 74 24.2 58 19 
70 23.6 5 1 17.2 52 17.7 
28 9.8 43 15 88 30.8 
50 17.4 55 19.2 51 17.8 
28 9.8 43 15 88 30.8 
32 I 1.3 65 23 80 28.3 
48 IG.7 93 32 .4 70 24.4 
58 20.2 70 24.4 90 31.4 
24 8.4 57 19.9 100 34.8 
3 1 10.9 40 14 GI 21.4 
26 9.1 3G 12.5 45 15.7 

N % 

122 36 
44 13.1 
139 41.2 
45 13.5 
54 16.1 
87 26 
52 17 
87 29.4 
98 34.3 
91 31.7 
98 34.3 
79 27.9 
40 13.9 
50 17.4 
91 31.7 
130 45.3 
15 7 54.7 



As shown in Tabl e 7 above, regarding the problems faced in the distance education 

coordinators, experts and students were asked to rank accordi ng to the seriousness of the 

problems, hence, lack of gi ving feedback, organi zational structure, shortage of budget, lack 

of face-to-face program, delay of examinat ion, lack of performance evaluation of the 

program, and lack of measure taking were ranked as the most serious problems of the 

program. Likewise, shortage of skilled managers, Problem of communication, lack of 

time ly materi al di stribution, lack of supervision and control ling ranked as a more seriolls 

problem. Then agai n, lack of commitm ent, employee turnover, lack of experts and 

emp loyees' participation, lack of awareness in the program, and lack of support from the 

managers were categorized as average seri ous problems of the program implementation. 

Tn view of that, all the problems were ranked average serIOUS and above, recalling the 

above sca ling questionnaires the respondents' way of ranking of the problems enhances for 

what they sa id. In relation to the probl ems according to Panda (2003) the management of 

distance education operations is as much the responsibility of organizational leaders as that 

of the staff, with staff responsibility varying across organi zational type. 

In add ition, policy makers have yet to be convinced that distance education requires the 

admi ni strator who is best able to influence, guide, and direct-in short, to communicate with 

the individual partic ipants in an organization is- the one who had developed a sensitivity to 

the participants need and goa ls (Ibid). 

To the contrary, the di stance education of MOND faced major problems lack of giving 

feedback, organi zationa l structme, shortage of budget, lack of face-to-face program, delay 

or exam ination, lack 0 f performance eval uat ion of the program, and lack of measure taking 
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which were directl y influence the program as a system . As the respondents' informati on 

indicated the e ffecti veness o f the program seems highl y aFFected because managers unable 

to establi sh proper organizationa l structure and poor implementation of the managerial 

f"un ctions. Accord ing to world bank (1 992) managers in di stance teaching institution and 

policy makers respons ibl e for staffing should cons ider rev iewing the current patterns of 

resources expenditure to fi ll key posts; introducing measures to avoid turn-over of 

ex perienced staff; reviewing procedures to ensure the early recruitment or replacement of 

stafr to fill vaca nt pos ts, providing staff deve lopment programs, including on-the-job 

training, to provide a pool of in-house candidates from wh ich staff losses could 

rcplenished. Whe reas, the above tabl e shows that the hi gher authority seems leni ent to 

s upport the department as a part of the institution; because from m y observation the DEP 

managers report and the managers interv iewed idea showed that every year they tri ed to 

repo rt some of the problems to the responsible authority but there is no change every year. 

This implies that the support given from the concerned body was not as required to 

enhance the program. 
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CHAPTER FIVE 

5. SUMMARY, CONCLUSIONS AND 

RECOMMENDA TIONS 

Thi s chapter cons ists of summary, conclusion and recommendation of the stud y. The 

chapter summarized the major points, whi ch are considered to be new findings already 

assessed in the preceding chapters, and then fo llowed by the conclusion. Finally some 

recommendati ons pertinent to the prob lem of organizational and managerial effectiveness 

are recommended. 

5.1 Summary 

The purpose of thi s study was to exam ine the organi zational and managerial effectiveness 

towards the di stance education program ranging from grade 7-to-lO. This was with intent 

to find out the practice, challenges, and prospects of the DEP and recommend possib le 

ways of al leviating the problems. To thi s end, basic questions addressing the issues related 

to the requ isite qualification, skill and work experi ence to manage the program , 

organ izat ional structure to impl ement the in tended purpose, managerial functions 

(Planning, organ izing, evaluat ing, and timely decision,) implemented in the DEP of 

IVION D, prob lems affect ing organi zational and managerial effectiveness of DEP and 

distance education program effec ti veness in attaining the pre-determined goals were 

ro nn ulated. 
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The stud y employed descri ptive survey method supported by quali tative method. To 

address the resea rch questi ons, the investi gator rev iewed the relevant li terature, prepared a 

questionnai re and interview gu ides. The questionnaire was evaluated and checked by the 

thes is adv iso r, pilot-tested was conducted in order to avo id irrelevant and ambiguous 

term s. Based o n comments secured, necessary correcti ons and modificat ions were made 

before distribution. The questi onnaire included close-ended and few open- ended 

questions. The data obtai ned were ana lyzed and interpreted by using percentage, frequency 

and mean Concerning the subjects of the stud y, 239 learners of the program, 40, experts, 

10 coordinators and 2 department heads were included. 

The fo llowing major findin gs we re drawn fro m the analysis. 

I. Majority of the ex perts, found in MOND distance education are males (3 8 of 40) 

and 2 of them fema les ; and they are 37 BAiBSC and 3 MA degree holders in 

di fferen t SUbjects. A ll the experts are permanent employees with no training 

concerning DEP and most of them have above fi ve service years. Concerning the 

deployment of the experts both are work ing at head office at the lower units no 

skill ed and education related grad uated were not deployed. 

• The stud y indi cated that the secto r coordinators are completed diploma and BA. 

They are responsib le to coordinate tutori al sess ions, exam centers, and di stribute 

modular texts to the learners; 

• It was fo und that distance education heads in the MOND have one B.A and one 

MA in di fferent fields. They al l have an experience since the distance education 

program starts in 2002. They all did not take training in di stance educat ion except 
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the ir experi ence in the program. However, they tried to implement accesses 

educat ion for the military members . 

• The stud y revealed that the managers ' abil ity to work wi th ind ivid uals and group of 

members, found to be low wi th 60% coordinators and the interviewed managers 

supported it. Whereas, the experts and learners point of view perceived that the 

ability ofmanagers to work with others was as needed. 

• It was ident ified that majori ty of the respo ndents perceived that manageria l abil ity 

to unde rstand individuals and gro up of individuals of employees interest, was not 

as needed that is 60, 60, and 56.1 percents; coord inators, experts and learners 

respect ively. 

• rt was found out that managers were not capable to motivate individuals and gro up 

of individuals in the program implementation with the total respondent of 180; in 

addition, mangers mot ivations for students' participation were low with 152 learner 

respondents. Besides, the managers abi lity to support low and fast learners, found 

to be minimal with 80% coordinato rs and 65 .4% of learners with considerab le 

number of experts. 

• The stud y revea led that managers ability to decide in a complex situation of the 

progral11, fo und to be almost non-existent as perceived by the respondents with 

90% coordinators , 57.5% experts and 67.4% learners. 

• It was identi fied that majo ri ty of the respondents, managers ab ility to lead the 

program properl y was not as required to be with the respondents 67.4 and 52.5 

learners and ex perts respecti ve ly. 
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• The st udy revea led that the pu rpose of training is to enhance the employees and 

managers abil ity concerni ng the program, were found to be almost non-ex istent as 

perceived by al l experts and coordi nators respondent with the mean score o f 2.3 

and 2. 1 fo r managers, 1.8 and 2.2 for coo rdinators, and 1.2 2.2 and 2.6 for experts. 

2. Regardin g organi zational structure of DEP from both respondents fo und to be that 

the organ izational chain of command was low to serve the program appropriately 

with the respondents mean score of 1.8 coordinators, 2.4 experts, and 2.5 learners. 

And it was fo und out by the study that the o rganizational structure of the 

o rgan ization shows highl y incons istent with the mean score of 1.2, 2.0, 2.3; 

coo rdi nators, ex perts, and students respecti vely. 1n add ition , as tbe stud y revealed 

stability of the organization was affected with the mean score of 1.2 coordinato rs, 

2.8 ex perts, and 2.5 students. The managers also agreed tbat it is organ ized under 

seven different main departments and showed unstable stru cture. 

• Tbe study revea led that tbe task orga lllz mg In to separate groups and in tbeir 

simi lar department, were fou nd to be very low with the respondents of 64.9% 

incl uding managers perceived. Job specificati on and responsibility of individuals 

were over lapped as the information obtai ned from the respondents. 

• As th e study implies the organizationa l procedures, regulations, comm unication 

channel, and relationship , was found to be not as required to implement DEP and 

the interviewed managers also supported in the questiOlUlaire respondents. 

3. It was fo und that the preparat ion of the teaching material s production planni ng 

was not as req ui red to satis fy the lea rners' interest. Bes ides this and the teachi ng 
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materi a ls rev ision were not guided by the managers of the program to cop up the 

changing technology and dynami c environment. In addition, to consider the 

leamers interest invo lvement of experts, checking the demand and capacity to 

produce, match ing the materi al production and the academic schedule were not 

guided by the managers of the program and the interviewed managers also 

confi rmed the idea. 

• Deli very planning was found ineffecti ve with 96.5% and 98% respondents; printed 

material s are not sl:pported by o ther electronic materials and the only means o f 

delivery was the printed tex ts; and students were not satisfied. Besides, students 

must get the teaching material s in time, however, as the respondents information 

the timely di stribution of teaching material s were not conven ient. 

• Concerning exam planning it was found that exams were not properly pre-planned 

with the respondents of 70%, 50%, and 64.8% coordinato rs, experts, and learners 

respectively. Enough cop ies of exam was produced in the head office; whi le, the 

st ud ents could not get acco rding to thei r num ber. In add ition to this, assignments 

were not produced and distributed for the students. 

• It was found ou t that the exams timely correct ion and feedback were rated low by 

both respondents with 90%, 62.5%, and 69.9% of coordinators, experts, and 

learners accordingl y. [n add ition the managers also agreed on the subject. 

• It was fo und that in vig il ators are careless and leni ent to secure the exam III some 

centers and in some centers there was shortage of invigilators it showed that the 

exam was not planed according to the number of the learners. 
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o It was iden ti fied that the time allo tted fo r each exam was fair with rated 80%, 

92.5%, and 6 1.5% o f coo rdinators, ex perts, and learners accordin gly. To the 

contrary, it was foun d that timely fo llow up and evaluation of exam was very low 

with the respo nden ts rating of90% coordi nators, 70% experts, and 67.3% learners. 

o The coord inato rs sa id that no continuous supervision and contro lling in the 

program implementation wi th the respondents o f 57.7% learners in the researched 

sector. 

o Conce l·n ing meaningful parti cipation o f ex perts and coordi nators in dec ision 

mak ing the teaching learni ng process was found to be not to the required level with 

the respondents of 70% coord inators and 57.5% ex perts. 

o In vo lvement of coordinators in the DEP management found to be ex treme low with 

the respondents 90% coo rdinators and 80% ex perts. In additi on, DEP managers' in 

accepting the ex perts and coordinators idea pos iti vely found that was not as 

required from the coordinators poi nt of view wi th 60% and considerab le number of 

expe rts. Bes ides the managers alertness fo r dec ision was fo und to be not as 

req u ired. 

o Concern ing the invo lvemen t of ex perts fo und that positi vely invo lved as subj ect 

adv iso rs with the oppos ition of coordin ators; whereas, the study showed that 

experts were not served as policy adviso rs with the mean score of coordinators 2 .1 

and ex perts 2.5. 

o It was fo und that MON D di stance edu cation offi ce shows no genull1e in terest 

incoq)o l·ating what ex perts and coordinators suggest or recommend in decision 
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made at departm ent leve l with the respondents rating 70% coordinators and 60% 

ex perts. 

• It was found that the organizati onal decision was not implemented as required . 

According to the respondents' informat ion and the managers stated that concerning 

the program it was not properly dec ided in terms of time, responsibility, authority 

and in terms o f lea rner's in terest. 

• As the study implies coordinato rs and managers of the DEP consulting and often 

accepting suggesti ons, were not as the requ ired level with the respondents' 

percentage o f 60 and 80. 

• Maj ority of the lea rn ers respondent 58.2% confirmed that face-to-face program did 

not be able to develop the lea rners confidence 

• Concernin g the effecti veness of the program whether students develop after 

completing the needed grade level, were foun d to be low rated mean score of 1.7 

coo rdinato rs, 2. 6 experts, and 2.2 students. Bes ides, the programs support to 

enhance the mili tary train ing, were found to be low based on the coordinators and 

lea rners point o f vi ew with 70 and 50.8 percent. Whereas, experts with 82.5 

supported to the requ ired level. 

• Concerning the program assess ment, were found that no assessment were done 

acco rdi ng to the respondents wi th 60% coordinators, 75.5% learners adding, 50% 

o f experts sa id that it was not assessed and there was no fi xed time. In addition, 

assessment result was no t used to adjust the program. 
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• The general effecti veness of the program was found to be low with 60% 

coordinato rs and 66.5% learners ineffecti ve; where as 47 .5% of the experts were 

li ed on an ave rage. 

• As the respondents perception the malll factors affecting effectiveness o f the 

program was lack of giving feed back with 122; organi zati onal structure with 139; 

shortage o f budget with 98; lack of face-to-face program with 91, delay of 

examinat ion with 98, lack of performance evaluati on of the program with 130, and 

lack of meas ure taking 157 respondents are revea led as serious problems that 

affected the progra m more. 

5.2 Conclusions 

• Based on the summ ary of the anal ys is the fo llowing major conclusions were drawn 

• In the program implementatio n all managers, coordinators, and experts had long 

time experi ence in the program and it can be used as initial to enhance the program 

for the futu re . 

• On the other hand, access educatio n fo r all members of the arm y grades 7-10 were 

implemented in the organ ization and it is a fe rtil e ground to focus and all eviate the 

prob leill s. 

• The Manageria l qualification, skill and work experience IS very important to 

Ill anage the program as intended. However, the managers to work with individuals, 

to understand individuals and group interest, to moti vate employees and learners, to 

decide in the complex situat ion of the program and techni ca l skill of the managers 

were low. Therefore, the implementation of the program and obj ecti ve could be 

affected. 
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• It was identified that majo rity of the responden ts in the managers abili ty to lead the 

program properl y was not as req uired as to the respondents of 67 .4% and 52.5% 

learners and experts respecti vely. So, the effect iveness of the program is affected to 

serve the organization 's demand and ind ivid ual's interest. 

• Tra ining of managers and employees according to their pos ition IS cru cial 

begin ning induction to become fa mi liar, then traini ng fo llows to develop the 

ma nagers and employees abi li ty; not on ly this but also, experience sharing wi th 

loca l and abroad is a lso mandato ry to be reacti ve with the changing environment. 

However, the managers, coordinato rs, and emp loyees of the institution were not 

trained except their college/ uni versi ty education and wo rk experience in the 

institu tion. [n addition, experiences sha ring with others also were not ava il ab le 

(with loca l and abroad institutions). Hence, the abili ty of the staff members 

becomes low to support in manageri al ski ll s, leads to lenient communicat ion and 

low feed back in the program. 

• Orga ni zati ona l structure is the primary fac tor to implement policies, goals, and 

objecti ves as intended, by organi z ing tasks with sim ilar and separated jobs with its 

spec ifi cation and ill ustra tes the real chain of command who reports to whom and it 

shoul d show c lear authori ty to faci litate job implementati on and it is as a sources to 

haired the needed sk il led ma npower. However, the chain of command of the 

program is not clearl y establi shed. Hence the organi zational structures of the 

program is not served properl y as intended and categorized as seri ous problem. in 

add ition, it does not create favo rab le condi tion fo r the employees to implement the 

goa ls / objectives. Then, ineffective organizati onal structure of the program leads to 
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declined ownershi p of emp loyees, affected smooth communication and lost 

confidence in the program implementation. 

• Respons ibility and authority should be balanced in a given organizati on / institution 

whereas, in the DEP it is not clearly identifi ed. Thus, unable to decide and to take 

measure accord ing to their posit ion in the program. 

• Printed tex t materia ls should be revised based on the scheduled time and needs to 

match wit h the situat ion; whereas, the inst itutions teaching materials were not 

rev ised since 2002. In addition the delivery means of the teaching- learning process 

were onl y printed materials and it was not supported by techno logical medi a. So it 

is possib le to conc lude that there is no two way communication in the DEP 

im pl ementation. And learners were not satisfi ed in the deli very methods of the 

program. 

• It was found that the organizati onal dec ision is not implemented correctly as the 

respondents' in formation. Subsequentl y, sector and sub-unit coordinators are not 

interested to stay in the in the program. 

• As it is approve by the respo ndents there was no timely correction and feedback of 

exams. The head office sent onl y the results not all corrections which are used to 

learn from their mistakes; we can conclud e that the correction and feedback of the 

exam were not supporti ve fo r the learners. Hence, the learners' performances were 

afrected due to ineffic ient feedback of the head office concerning the exam. 

• Educat ional program shoul d be under cont inuous supervi sion and controlling due 

to it s com plex ity, but, the managers and coordinators of the program are leni ent in 
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supervision and continuous con trolling. Then, the MoND distance education program 

was not enhanced from its expe ri ence and would affect its end result . 

I. Employees' parti cipation is vital in order to implement the program with the sense of 

ownershi p and could estab li sh smooth communication concerning the program. But, 

both coordinators and ex perts are passive participant concerning the program in 

(pl an ning, eva luation , dec ision and as po li cy adv iso rs concerning the program), and the 

ma nagers of the program are not participant concern ing the program and decision was 

made by the authority. and no genu ine interest incorporating what experts and 

coordinators suggest or recommend . Therefore the institution of DEP was not 

pa rticipatory for both employees and students concerning the DEP and it negatively 

inn uenced the effecti veness 0 f the program to achieve the needed objectives. 

2. The general e ffectiveness of the program is measured through its objective clarity 

process, output and it cons iders the learners and emplo yees satisfaction on the task , but, 

the program was ineffecti ve to fu lfill its process, objective clarity, and em ployees and 

bene fi ciary'S sa ti s faction. For these reasons, employee's initiatives to implement the 

jobs were low. It decreases the interest of the experts and learner's effort. 

3. Educat iona l progra m should be assessed cont inuously in order to achieve the needed 

objective and to adj ust the program with the technological and env ironmenta l changes 

and to enhance the program. However, concerning the MOND di stance education it was 

almost nO ll -existent. As a result, lea rn ers not are abl e to deve lop their skill s in relation to 

the new technolog ical advancement of the world. 

4. As the res pondents infolmat io ll obta ined the main problems of the MoND di stance 

ed ucation program were ineffective o rgani zational structure, lack of giving feedback, 
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shortage of budget, lack of face-to-face program, delay of examination, lack of 

performance eval uation of the program, and lack of taking measure on the ma1l1 

prob lems whi ch hinders the effecti veness of the program. Hence, it was negati vely 

innuenced to achieve the needed objecti ves of the program. 

Recommendation 

. On the basis o rthe conclusion of the study the fo llowing recommendations are forwarded 

1. As the study revea led parti cipati on of females in the organi zation fou nd to be low, 

therefo re, MoN D should consider pa rticipation of the females in the program. 

2. MoND Universi ty shou ld orga ni ze add itional training for the DEP managers In 

order to manage the program properl y us ing externa l experi enced experts 

concern ing the distance education program. Accordingly, DEP managers should 

fac ilitate trai ning fo r the lower employees of the program using trainee of trainers. 

In add ition , the managers of the program should fac ilitate experience sharing among 

the employees and related inst itutions. 

3. For Sector and sub-sector units the DEP managers by convlllclllg MoND 

adm ini strators should recruit el11ployees who are qualifi ed in education (EPDM 

or/ancl teaching pro fess ion) and providing them necessary training. 

4. As the stud y revealed, the organi zational structure of the program had not been 

served properl y and it is the most seri ous prob lem. In sequence, to use 

orga ni zationa l structure as a source to tack le other prob lems which el11anates fro m 

the ineffective organi zationa l st ru cture priority needs urgent restructuri ng. So, 

MoND authorit ies should re-structure the program with meaning fu ll participation of 
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the program managers and employees and it shou ld be research based in order to 

consider idea of the beneficiaries and geographica l location of the learners and 

iden tify who will report to whom considering the responsibility and authority of the 

pos itioned managers to be favorable for the employees of the program considering 

dual-mode system. The structure is directly related with training main department 

because the main objective of the DEP is to support basic training and on the job 

tmining and it is mainl y the ta sk of the trai ning main department. Therefore, should 

organize uncler Training Main Department. 

5. DEP managers shou ld revise the delivery planning to use electronic media to 

support th e printed modules and enhance two way communications using 

ex peri enced manpower and instruments. In order to use electronic media the DEP 

managers should request the necessary materials and MoND authority also should 

suppl y required materials . 

6. Teaching material s are prepared to consider the learners interest and to cop-up the 

dynami c environment. But the teaching materials are not revi sed since 2002. 

Therefore, the DEP managers should revise the teaching material considering the 

technological and environmental change after evaluation using ski ll ed experts. 

7. The Managers shou ld faci litate and influence the experts to respond exams including 

correction to support students learn from their past mistakes; in addition, providing 

ass ignments shou ld be started in order to implement formative evaluation of 

leat'ners, otherwise, it is di fficult to develop the needed skill of the learners. 

8. Educat ion is not indi vi dual s result; therefore, DEP managers shou ld develop 

lelllpower emplo yee's parti cipation in all aspects of the program (planning, decision 
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makin g, and evaluation of the program, to ad vise the managers and to suggest 

construct ive ideas) then motiva te them In order to develop ownership in the 

imp lementa ti on of the program. 

9. DEP managers should convince the MoND administrators to allocate enough 

budgets fo r the rev ision modu le texts, face-to- face / tutorial s, printing, exam 

correcti on and other related tasks implementation of the program. In addition, 

MoND admin istrators shou ld support the program based on pre-planned to attain the 

intended obj ecti ves of the program. 

10. T he DEP managers should be acti ve participant in scheduling face-to-face program, 

in decision mak ing o f the sectors concerning DEP implementation and MoN D 

should c learl y identi fy managers' ro le at the head o ffi ce DEP in the sector. 

11. As the study indicated DE P managers and MoND authorities all together should 

take co rrecti ve measures o f the problems according to their seriousness /priority/ 

restructuring and enough bud get allocati on, implementation of manageri al functions 

and then moti vate the employees who could properl y support the teaching learni ng 

process. 

I I I 
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APPENDIX A 

Addis Ababa University 

School of graduate studies 

Institute of educational research 

Questionnaire to be filled in by Coordinators 

The main objective of this questionnaire is to collect primary data for the study on the 

management of distance education in Ministry of National Defense. 

The questionnaire is designed to collect information about the effectiveness of distance 

education management, to identify the problems and recommend solutions. The 

success of th is study entirely depends up on your genuine, sincere and timely 

response to each question. Therefore, you are kindly requested to fill the questionnaire 

honestly and responsibly. The study is purely academic and hence, all the information 

will be kept confidential. 

Thank you for your sincere cooperation in advance 

General directions 

• No need of writing your name 

• For question items with alternative answers, please put "x" mark on the box 

gIven 

• For question items with blank space, you can write your a n swer briefly, 

• Please respond to a ll the questions 



l. 

2 

3. 

4 . 

5 . 

6 . 

Address 

position 

Sex A)ma le 0 

Age . 

Sec tor 

Acad emic Qua lification 

Part I 
Personal information 

B) female 0 

A) Certificate o B) Diplom a 0 C) BA / Bsc 0 D) MA/ Msc 0 

E) Other 

7. Service yea rs : in current pos ition _ ____ tota l service years _ _ _ _ 

Part II 

Managerial Skill 

Instruction: Here a re statem ents re la ted to the organizational a nd manageria l 
effectiven ess, please s how th e extent of your agreem ent/ disagreement concerning th e 
s kill s by putting "X" in the a ppropriate column again s t each item u s ing the following 
scale : 5= strongly agree, 4= agree, 3= undecided, 2= disagree and 1= strongly dis-
agree. 

Statement 5 4 3 2 1 
1 DE P Ma nager s h ave the a bili ty to work with individua ls & groups 

of employees . 

2 DEP Ma n agers h ave th e a bili ty to under stand individua l & groups 

of em ployees interest . 

3 DEP Ma n agers are capa ble to m otivate individua ls & groups of 
employees. 

4 DEP m a nagers a re not capa ble to support low and m otivate fas t 

learn ers . 

5 DEP Ma n agers h a ve the m enta l a bility to decide in a complex 

s itu ation of th e progra m. 

6 Ma n agers a re well t ra ined concerning the program. 

7 Coordina tor s a re well tra ined con cerning the progra m . 

8 Experts a re well tra ined concernin g th e p rogram. 



Part III 

Managerial functions 

Instruction: Here are statements rela ted to the organizational a nd m a n ageria l 

effectiveness , please s h ow the extent of your a greem ent/ disagreement concerning the 

planning by putting "X" in the a ppropriate column against each item using the following 

scale:S=always, 4=sometimes, 3=undecided, 2=rarely and l=never. 

Statements 5 4 3 2 1 

Planning in Preparation of teaching materials 
1 Preparation of teaching m ateria ls are considered the learn ers 

in terest 
2 Teaching m a teria ls a re prepared and revised on time. 
Plannin~ production of material 
3 Involvement of technical expertise in production. 
4 Ch ecking the balance between demand and the capacity to produce. 
::> Checking the match between material production and academic 

schedule. 
Delivery. planninK 
::> Which of the following media is used in course distribution 

A. Print module 
B. Video cassettes 
C. Radio 
D. Radio and Television 
E. Television 

7 In wh at ways do the m a terials reach to the learner? 
A. They a re collected from work place 
B. They are collected from distance education h ead 
C . mailed throu gh private pos tal a ddress 
D. they collect from the tutorial centers 
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Instruction: Here are statements related to the organization a l a nd manager ial 

effectiven ess, please sh ow th e exten t of your agreem ent/ disagreem en t concerning th e 

pla n n ing of exam s by put ting "X" in the appropria te column against each item u s ing 

the fo llowing scale : 5= strongly agree, 4= agree, 3= undecided, 2= disagree and 1= 

strongly dis-agree . 

Planning & delivery of exam s 5 4 3 2 1 

8 The media selected by th e m a nagem ent body is a ppropriate. 

9 S tudents a re informed about exam in a dvance . 

10 Enou gh copies a re produce on time. 

11 The time a llo tted to ea ch exam is fa ir. 

12 Exam s a re corrected on time . 

13 Feed back is given according to the pla nned sch edule . 

14 The grading of th e exam is fair. 

15 Sh ortage of exam is observed . 

16 S h ortages of invigilators occur som e times . 

17 Th e exam s h eets are well secured . 

18 Len iencies of invigilator s a re observed . 

19 In your sector ac tivities a re supported by continuou s 
su pervision a nd evaluation. 

Any other, s peclfy _____________________ _ 

20 . Do you believe d ecis ions con cerning th e teaching learnin g proces s at head office 

level a re m ade with mea ningful participa tion of Coordinators a nd Experts? 

A) Yes o B) No 0 
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Instruction: Here are statements related to the organizational and managerial 

effectiveness, please show the extent of your agreement/ disagreement concerning the 

involvement of coordinators by putting "X" in the appropriate column against each 

items u sing the following scale: 5= strongly agree, 4= agree, 3= undecided, 2= 

disagree and 1= strongly dis-agree. 

Statements 5 4 3 2 

Involvement of coordinators in DE management 
2 1 You involve in the m a nagement of distance education when 

the distance education m anagem ent wants to involve you. 
22 You involve in the management of DE only when you are 

elected as a m ember of one of the progra m committees. 
23 You involve in decisions made concerning the teaching 

learning process as a coordinators positively. 
24 The managers a re a lways ready to give a ppropriate response 

when ever decis ion making issues a rise. 
25 The MONO dista n ce education office u ses experts as subject 

ad visors in order to improve the teaching lea rning process. 
26 The MONO distance education office uses experts as policy 

issue advisors in its attempt to implement the organizationa l 
education policy. 

27 The DE office works with experts and coordina tors while 
making decisions that assist in solving problems. 

28 The MONO DE office accepts constructive ideas from experts 
a nd coordinators p ositively. 

29 The MONO DE office shows no genuine interest in 
incorporating what experts and coordinators suggest or 
recommend in decisions m ade at department level. 

30 The MONO DE office tries to influence experts and 
coordinators implement decis ions which they don't believe 
111 . 

4 
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; 

No 

Part IV 
Organizational structure 

Instruction: Here are statem ents related to the organizational and managerial 

effectiveness, please show the extent of your agreement/ disagreem ent concerning the 

o rganizational structure by putting "X" in the appropriate column against each item 

using the fo llowing scale: 5 = strongly agree, 4= agree, 3= undecided, 2= disagree 

and 1= strongly dis-agree . 

Statement 5 4 3 2 1 
Organizational Structure 

1 The organizations chain of command is clearly stated. 

2 The department's organizational structure shows lack of con sistency and 
low performance to implem en t the program. 

3 Tasks are subdivided in to separate groups properly. 

4 Jobs are grouped based on their similarity in each department. 

5 The organizational structure of the department is stable. 

Procedures and regulations 

6 There is appropriate managerial procedure to manage the DEP. 

7 There are appropriate and clear regu lations to manage the DE 111 an 
orderly manner. 

8 Sometimes job specification is not observed. 

9 Division of tasks and responsibilities are over lap. 

10 All the tasks to be accomplished are clearly identified for the execution of 
the DE program. 

11 There is clear communication channel showing who should report to 
whom in the DE. 

12 There is good relationship between the management staff, experts, and 
coordinators of MOND distance edu cation . 

Concerning authority 

13 In your office, the manager a lone makes organizational d ecision. 

14 In your office, the manager enforces decis ion m ade on 
coordinators or employees. 

15 In your office, the manager makes the final organizational 
decisions a fter con sults in the concerned coordinators or 
employees. 

16 In your office, the manager authority and respon sibility is shared. 

17 In your office, the manager and the coordinators or employees 
make organizational decisions on equal basis. 

18 In your office, coordinators a nd / or employees are granted 
authori ty to make organizational decision. 
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19 Your department is a uthorized to m a ke educational policies to 
imolement th em at the head office, sector a nd sub-sector levels. 

20 Your department is authorized to make educational directives, to 
implement them at the head office, sector and sub-sector levels. 

2 1 Your department is authorized to mal<e educational strategies, to 
implement them at the head office, sector and sub-sector level. 

22 The legitimate authority granted to the edu cation head office allows it to 
mal<e corrective m easures, upon those sector education coordinators 
which failed to effectivelv imolement the educational programs . 

23 The authority granted to the educa tion head office allows it only to report 
the names of the sector coordinators which failed to effectively 
implement the educational programs. 

24 The department is authorized to mal<e long term and short term 
educational ))lan at the head office levels. 

Consultation of employees 

25 

26 

You are often consulting your employees who are under your direct 
supervision when mal<ing decisions related to their particular 
resoonsibilities. 
The managers are often accepting the proposals or su ggestions 
forward ed by coordin ators or employees who are under their immediate 
sUDervision in relation to their particular responsibilities. 

Part V 
Effectiveness of Program 

Instruction: Here are s tatements related to the organizationa l and managerial 

e ffectiveness, please show the extent of your agreement/ disagreement concerning general 

program effectiveness by putting "X" in the appropriate column against each item u s ing 

the following scale : 5= strongly agree, 4= agree, 3= undecided, 2= disagree and 1= 

strongly dis-agree. 

Statement 5 4 3 2 1 
1 The a ttempt made by DE to train the workers was as 

n eeded to implem ent the program. 
2 After completing each gra de level the learners develop 

n ecessary skills for their future time and career. 
3 The progra m is u sed to enhance the milita ry training. 
4 The objective of the program is clear to the employees. 
5 The proera m is flexible to adapt a ny time when n eeded. 
6 Students a re aware about the schedule of th e program. 
7 The obj ective of the progra m is clea r to the learners. 
8 The progra m is used for the students to learn for further 

higher education . 

9 . Are there dis tance learner s you closely know who jo ined high er education through 
DE? A) Yes 0 8) No 0 
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10. How often do you assess the performance of the program offered m your 
institution? 

A) Annua lly 
assessed at a ll 

o 8) every two years 0 C) every five years 0 D) not 
o E) if a ny oth er ________ _ 

11. To what exten t are the results of performa nce assessm en t being used , to adjust 
the program? 

A) Completely 0 8) pa rtia lly 0 C) not u sed at all 0 

12. In Genera l how effecti ve is the DEP in attaining its objectives? 

A) Hi ghl y effective 0 
0) Ineffecti ve 0 

B) Effecti ve 0 C) Average 0 
E) Highl y ineffective 0 

Part VI 
Problems affecting DEP 

Instruction: Please rank order the following problems by putting "X" based on 

their seriousness using the followin g scales : 5=most serious, 4= more serious, 

3= Average serious, 2= less serious, and 1= least serious. 

Statement 5 14 3 2 1 
What problems are encounte red during_ the implementation of the program? 
-~elay in giving feedback 

8. Lack of comment 
C. Poor design of organization a l structure 
D. Employees turn over 

E. Lack of experts a nd employees pa rticipation 
F. Shor tage of skilled m a n agers 
G . Lack of awareness in the p rogram 
H. Difficu lty geographical location of th e learn ers 
1. Sh ortage of budget 
J. Lack of face-to-face progra m 
K. delay examina tion 
L. Problem of communication 
M. Lack of support from the managers 
N. Lack of time ly m a terial dis tribution 
P. Lack of supervision and controlling 
O . Lack of performance evaluation of the progra m 
Q. Lack of m easure taking 

If others, specIfy __________________ _ 
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APPENDIXB 

Addis Ababa University 

School of graduate studies 

Institute of educational research 

Qu es tionnaires to be filled in by Experts 

T he main obj ective o f thi s questionnaire is to co ll ect primary data fo r the study on the 

management of di stance edu cat ion in M inistry of National Defense. 

The quest ion naire is designed to co ll ect inform ation abo ut the e ffecti veness of distance education 

management, to identi fy prob lems and recommend so lutions. The success of thi s study enti rely 

depends up on your genuine, sincere and timely response to each quest ion. Therefore, you are 

kind ly requested to fill the questionnaire honestl y and responsibly due to yo ur close relation. The 

stud y is purely academic and hence, a ll the info rmat ion will be kept confi dentia l. 

Thank you for yo ur sincere cooperation in advance 

General d irections 

• No need of writi ng yo ur name 

• Fo r question items w ith a lternat ive answers, please pu t "x" mark on the box given 

• Fo r questi on items w ith blank space, yo u can write yo ur answer bri efl y 

• Please respond to all the ques ti ons 



Part I 
Personal information 

I. 
2. 

Address __________________ _ 
position, _______ _ __________ _ 

3, Sex A)male 0 B)female 0 
4. Age, _________ _ ____ _ 
5, Department'_ -::--,-:-::---:-_________ _ 
6. Academ ic Qualification 

A) Certifi cate 0 B) Diploma 0 C) BA/Bsc 0 D)MAlMsc 0 
E) Other 

Service yea rs: in current position _____ total service years, ___ _ 

Part II 

Managerial Skill 

Instruction: Here a re statements related to the organizational and manageria l 

effectiven ess, please show the extent of your agreement/ disagreement concerning 

th e s kill s by putting "X" in the appropria te column against each item using the 

following scale : 5= strongly agree, 4= agree, 3= undecided, 2= disagree and 1= 

strongly dis-agree. 

Statement 5 4 3 
1 DEP Managers h ave the ability to work with individuals & 

groups of employees, 
2 DEP Managers have th e ability to understand individual & 

groups of employees' interest, 
3 DEP Ma n agers a re capable to motivate individua ls & groups of 

employees in DE, 
4 DEP managers a re not capable to support low and motivate fast 

learners . 
5 DEP Managers have the abili ty to lead the program properly, 
6 DEP Managers h ave the mental a bility to decide in a complex 

s ituation of th e progra m. 
7 Managers are well trained concerning the program, 
8 Coord inators are well trained concerning the program, 
9 Experts a re well tra ined concerning the progra m, 

2 1 



Part III 

Manageria l functions 

Instruction: Here are state m ents re lated to the organizational a nd manager ial 

effectiveness, please show the extent of your agreement/ disagreem ent concerning 

the planning by putting "X" in the appropria te column aga inst each item u sing 

the following scale :5=always, 4=sometimes, 3=undecided, 2=rarely and 

l=never . 

Statements 5 4 3 

Plannin g in Preparation of teachino materials 
I Prepara tion of teaching m ateria ls a re considered the learners 

in terest 
2 Teachi ngmateria ls are prepared and revised on ti me. 
Planning production of material 
3 Involvement of techni cal experti se in producti on. 
4 Checkin o the balance between demand and the capacity to jJI·oduce. 
5 Checkin o the match between material production and academic schedule. 
Dclivcn l planning 
G Which of the foll owing media is used in course distribution? 

A. Print module 
B. Video cassettes 
C. Radio 
D. Rad io and Television 
E. Television 

7 In what ways do the materi als reach to the learner? 
A. They co llected from work pl ace 
B They col lect from distance ed ucation head 
C. Mai led through pri vate postal address 
D. collected from the tutori al centers 

2 
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Instruction: Here a re statements related to th e organizational and manager ia l 

effectiveness, p lease show th e extent of your agreement/disagreement 

concerning the planning of exams by putting "X" in the appropriate column 

against each item u s ing the fo llowing scale: 5= strongly agree, 4= agree , 3 = 

undecided, 2= disagree a nd 1= strongly dis-agree . 

Pla nning & delivery of exams 5 4 3 2 

8 Th e m ecl ia selected by the management body is appropriate. 

9 Students are informed a bout exam in advance . 

10 Enou gh copies are produce on time. 

11 The time allotted to each exam is fair. 

12 Exams a re corrected on tim e. 

13 Feed back is given according to the planned schedule . 

14 Th e grading of th e exam is fair. 

15 Shortage of exam is observed . 

16 Shortages of invigilators occur some times. 

17 Th e exam sheets are we ll secu red. 

18 Len iencies of invigilators are observed . 

19 [n your sec tor ac tivities a re supported by continuous. 
supervision and evalu a tion 

Any other, spec ify ______ ___ _ _ _ __________ _ 

20. Do yo u believe dec is ions concern ing the teaching learn ing process at head office level are 

made with meaningful parti cipation of Coord inators and Ex perts? 

A) Yes o B) No 0 

.. L ..... . ) 
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Instruction: He re are s ta tem ents rela ted to the organizational and managerial 

effec tiven ess, please s how the extent of your agreement / d isagreement 

con cerning the involvem ent in decision by putting "X" in the appropria te 

co lumn against each item u s ing the fo llowing scale : 5= strongly agree , 4= 

agree, 3= undecided, 2= disagree and 1= strongly dis-agree. 

Statements in detail 5 4 3 

In vo lvement of coordi nators and ex perts in OE management 
21 You involve in the management o f di stance education when the di stance 

education management wants to invo lve you. 
22 You involve in the management of di stance education on ly when yo u are 

elected as a member o f one of the program committees . 
23 you in vol ve in decis ions made concerning the teaching learn ing process as 

a experts pos itively. 
24 T he managers are al ways ready to give app ropriate response when ever 

decision mak ing issues ari se. 
25 The MOND d istance education office uses experts as subject adv isors in 

order to improve the teaching learn ing process. 
26 The MONO di stance education office uses experts as policy issue advi sors 

in its attempt to implement the organizationa l education policy. 
27 The di stance education office closely works with experts and coordinators 

whi le making dec isions th at assist in solving problems concernin g the 
lcachi ng [ea rnin " process at department level. 

28 The MON D di stance education o ffi ce accepts constructive ideas fro m 
ex perts and coordinators pos itively. 

29 The MONO di stance education o ffice shows no genuine interest in 
incorporating what experts and coordinators suggest or recommend in 
dec isions made at department leve l. 

30 The MOND di stance education office tries to influence experts and 
coordinators implement dec isions wh ich they don ' t part icipate or believe 
In. 

4 
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Part IV 
Orga nizational structure 

Instruction: Here are statements related to the organizational a nd m anageria l 

effectiven ess, please show the extent of your agreem ent / disagreement con cerning 

th e organizationa l structure by putting "X" in the appropriate column against each 

item using the following scale : 5= strongly agree, 4= agree, 3= undecided, 2= 

disagree and 1= strongly dis-agree. 

No Statement 5 4 3 

Organizational Structure 

I The organi zatio ns chain of command is c lea rly stated. 

2 The department 's organ izational structure shows lack of consistency and low 
perform ance to implement the program. 

, 
Tasks are subdivided on to separate groups properly. ~ 

4 .lobs are grouped based in thei r similari ty in one department. 

5 The orga ni zational structure of the department is stable. 

Proced ures and regulations 

6 There is appropriate manageri al procedure to manage the DEP. 

7 There are appropri ate and clear regulations to manage the DE III an orderly 
manner. 

8 Someti mes job speci fl cation is not observed. 

9 Division of tasks and respons ibilities are over lap. 

10 A ll the tasks to be accompli shed are clearly identified for the execution of the DE 
program . 

II There is c lear com muni cation channel showing who should report to whom in the 
DE. 

12 There IS good relationship between the management staff, ex perts, and 
coordinators of MONO di stance edu cation. 

Concernin g authorit y 

13 In your offi ce, the manager alone makes organi zational decision. 

14 In yo ur o rfi ce, the manage r enforces decision made on coordinators or employees 

15 In yo ur orfice, the manager makes the final organizational dec isions after consu lts 
in the concerned coordinators or employees. 

16 In yo ur orfice, the manager authority and responsibility is shared. 

17 In yo ur office , the manager and the coo rdinato rs or emplo yees make 
orga ni zati onal dec isions on equal bas is. 

18 In yo ur o ffi ce, coo rd inators and/or employees are granted authority to make 
organi zatio nal dec ision. 

5 

2 1 



19 

20 

21 

22 

23 

24 

I 

3 
4 
5 
6 
7 
8 

Your depa rtment is a uthorized to make educational policies to 
implement them at the head office, sector and sub-sector levels . 
Your department is authorized to make educational directives, to 
implement them at the head office, sector and sub-sector levels. 
Your department is authorized to make educational strategies, to 
implement them at the head office, sector and sub-sector level. 
Th e legitimate authority granted to the education head office 
a llows it to make corrective m easures, upon those sector 
education coordinators which failed to effectively implement the 
educationa l programs . 
The authority granted to the education head office allows it only to 
report the names of the sector coordinators which failed to 
effective ly implement the educational programs. 
The department is a uthorized to make long term and short term 
education a l p lan at the head office levels . 

Part V 
Effectiveness of DEP 

Instruction: Here are statements related to the organizational and managerial 

effectiveness, please show the extent of your agreement/disagreement 

concerning the general effectiveness by putting "X" in the appropriate 

column against each item using the following scale: 5= strongly agree, 4= 

agree, 3= undecided, 2= disagree and 1= strongly dis-agree . 

Statement 5 4 3 
Arter completing each grade level the learners develop necessary ski lls 
for their future time and career. 
The attempt made by DE to train the employees was as needed to 
implement the proaram. 
The program is used to enhance the military tra ining. 
The objective of the program is clear to the emgloyees. 
The program is Oexible to adapt any time when needed. 
Students are aware about the schedule of the program. 
The objective of the program is clear to the learners. 
The program is used to leal'll for further higher education. 

9. Are there distance learners you closely know who joined higher education through DE? 

A) Yes 0 8)No 0 
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10. I-low often do yo u assess the perform ance of the program to adj ust being offered in yo ur 

insti tutio n? 

A) Annuall y D B) every two years D C) every fi ve years D 

D) not assessed at all D E) if any other _________ _ 

II. To what extent are the results of performance assessment being used, to adjust? 

A) Completely D B) parti all y D C) not used at all D 

12 . In general how effective is the DEP in attaining its objective? 

A) Hi ghl y effective D 

D) Ineffect i ve D 

B) Effect ive D 

E) Highl y ineffective D 

Part VI 
Problems affecting DEI' 

C) Average D 

Instruction: Please rank order the following problems by putting "X" based on 
their seriousness u sing the following scales : 5=most serious, 4= more 
serious, 3= Averae:e serious, 2= less serious, and 1= least serious. 

5 4 3 2 1 
What problems are encountered during the implementation of the 
program? 

A. Delay in giving feedback 
B. Lack of comment 
C. Employees turn over 
D. Lack of experts and employees participation 
E. Shortage 0 f ski li ed managers 
F. Lack of awareness in the program 
G. Di ffi cu lty geographica l location of the lea rners 
1-1. Poor des ign o f organi zati onal structure 
I. Shortage of budget 
J. Unfa ir face-to-face pro.gram 
K. Unplanned exams 
L. Prob lem of commun ication 

If others, specify _ _ _ _ _______ _________ _ 
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Appendix D . 

Addis Ababa University 

School of graduate studies 

Institute of educational research 

Interview guide for the education department heads 

The purpose of this interview is to gather releva nt information for the 

study on the organizational and managerial effectiveness in DE of MoNO. 

1. To what extent do DE managers are skilled and qualified to 

manage and implement the DEP? 

2. To wh at extent is the DE management implementing its respective 

functions? (Planning, organizing controlling, and timely decisions)? 

What extent are the exper ts and coordinators involved m the 

managerial functions? 

3. Is the organizational structure of the DEP suitable for the experts 

and coordinators to perform their activities? If yes how? If no why? 

4 . What problems are encountered during the implementation of DEP 

in the head office and sectors? 

5. How do you evaluate the effectiveness of the program in attaining 

its objective? 



Appendix E 
D' lstance e d ucatlOn managers llllerVlewe d summary 

Themes Key con cepts 

I 2 3 
Skill o/managers -Poor motivation Unrelated -lenient in decision making 

-Poor handling of educational -unable to understand employees 
employees background interest 

Lack of training 

.inconsistency 0/ -Lack 0/ deep -No timely dec ision 
planning evaluation, ,Lack of 

Managerial /ollow up and -Low feedback, Lack of Commitmenl 
jllnc/ion supervision 

Involvelnenl 0/ -serve as a subject No meaningful -Routine activity evaluation 
experts in the advisors participation 0/ 
managerial/unction employees -suggest ions were not as needed 

-relatively available 
at head office -Low - passive participation 

-vely pOOl' -inconsistent -both coordinators and managers are not 
happy 

Structure 0/ DE? -Feed lip -not research based 
-not clear who wi ll talk to whom 

-not stable -unable to serve 
·no clear commun ication chan nel 

-No clear chain of -not suitable. 
command 

-jobs are not clearly 
identified 

-Not clear -No support from -not balanced 
higher responsible 

Authority and -direct relation lVith -unable to take measures upon lhe 
I'esponsibility the structure -sector and head ineffective coordinators 

office task were not 
clearly identified -unbalance responsibil ity and aulhorily 

Problems -Shortage o/budget -assignments were - exam corrections were not give for the 
encountered not delivered learners (lack of feedback) 

-problem 0/ 
organizational -lack of sk illed man -the de livery of the program was not 
structure power in the sectors supported by electronics media 

Effectiveness -create access lor -Employees, -Not as needed, 
education in the army managers 
evelY wheregrades7- coordinators and -Students focus to get certi ficate 
10 were not satisfied in 

the result -lack of wide assessment of the DEP 
-end results were nol 
as needed Revision of teaching materials were -

not lake place 



Appendix F 

Check list for availability of documents 

No ITEM 

I 5 year plan 

2 Annual plan 

3 Number of students who joined higher education 

4 Performance evaluation of the program of 

managers 

5 Performance evaluation of the program 

coordinators 

6 Performance evaluation of the program experts 

7 Rules and regulations of the program 

8 Tutorial schedule 

9 Exam schedule 

10 Assignment submission schedule 

II Organizational structure of the program 

IN I-lEAD IN 

OFFICE SECTOR 

YES NO YES NO 

X X 

X X 

X X 

X X 

X X 

X X 

X X 

X X 

X X 

X X 

X X 
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