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ABSTRACT 

The prime pUlpose of the study was to assess the current status of academic staff 
development practices in selected government preparatolY schools of Addis Ababa. To 
this end, the descriptive survey method was in operation. Both questionnaire and 
document analysis were in use as instrument of data collection. The sampling techniques 
used to select the data sources of the study were simple random stratified and purposive 
ones. Teachers and educational leaders ' development core process coordinators, 
supervisors, principals, vice-principals, and teachers were the subjects of the study. 
Frequency, percentages, and mean scores were the statistical tools used to analyze the 
data gathered. This study revealed that staff members were not given the opportunity to 
identifo their own development needs irrespective of their position. Identification of 
needs through analysis of the culture, plan and objective of the school as well as 
individuals work peiformance together with consideration of trainers' capability and 
level of motivation in prioritizing the needs identified were not practiced. Though the 
schools made need assessment for staff development programs, it was top level managers 
who authoritatively determined development needs of sta1ft. As shown in the findings, 
teachers were aware of the program and its contents. However, the programs were not 
operating according to the time table; procedures were not determined for participation 
and involvement of all sta1ft in the assessment of needs; identification and selection of 
objectives, training types, and contents; and evaluation of staff development programs. 
In effect such scenario may have adverse consequences both on the part of the teachers 
and the school itself It contributes to lowering the interest of teachers to attend the 
program which might finally end up in physical withdrawal orland may take students 
time thereby affecting portion coverage and quality of education outcome. From this, it is 
possible to conclude as the programs were poorly organized and coordinated. In 
addition to this, the available limited practice of implementing academic staff 
development program had been hampered by budget constraints. In light of these 
findings, some of the recommendations fonvarded are: giving a room to staff members in 
identifoing development needs of their own, identifoing needs through analysis of 
individuals' knowledge, skills, attitude, and work performance together with the culture, 
plan and objective of the schools. Though there might exist unforeseen situations 
forcing not to run development programs according to the time allotted, attention 
ought to be given to avoid deterring factors that can be foreseen with adequate 
preparation that optimize the possibility of operating staff development programs 
according to time tables. Furthermore, rationally accepting needs assessed by the 
schools, and avoiding the trend of top level managers' authoritative determination of 
staff development needs as well as determination of procedures for participation and 
involvement of all staff should be made. 

VII 



CHAPTER ONE 

1. The Study and Its Approaches 

This chapter dea ls with the background of the study, statement o f the problem, significance 

of the study, de limi tation and limitati ons of the study, the research des ign, de fi ni ti on of terms 

and organi zation o f the stud y. 

1.1 Background of the Study 

Ed ucation has genera ll y been an 'affair of preparing human be ings for life - a means o f 

introduc ing people to knowledge, skill s, attitudes and deve loping behavi or o f pos iti ve va lue in 

the soc ia l deve lopment rather than an end in itself. With respect to thi s, Good ( 1973, p. 202) 

has noted " Education is a social process, by which people are subj ected to the influence of a 

se lected and controlled environment (especia lly that of schoo ls), so that they may attain soc ial 

competence and optimum individual development" . 

It fo ll ows that schoo ls have an important ro le to play fo r the effecti ve achi evement of the 

educati ona l aims o f transforming students into skilled labor force that an economy uses as a 

productive force. However, thi s requires a suppl y of availablc rcsources. Among all the 

necessary materi a l and human resources the teaching staff is the most prominent input. To this 

end Aggarwal ( 1995, p. 395) points out that schoo l " requires premises and equipment, but 

persons are vita l to them and a teacher is the supreme factor." Aggarwal further e laborates 

that a ll the attributes which go to make a schoo l, the amenities (a roomy building, pri cey 

equipment, books, apparatu s, and sou nd syll abus) - will be he lp ful if and only if there are 

teachers who are who lly energeti c to the good ness of the profess ion and its assoc iated 

responsibiliti es. Likewise, Aya lew ( 1991 , p. 109),and Carnoy,( 1999, p.83) emphasize that 

teachers are fundamenta l to ed ucational de livery and the qua lity of education largely depends 

on the qu ality o f academi c sta ff and its devoti on. 

Therefore, schoo ls to be effecti ve and the ir outputs to be worth while, academic staff 

deve lopment should be an issue to deal with . In other word s schoo ls, educat ional in stitutes, 

should make every poss ible effort to be staffed with qua lifi ed teachers that meet the teaching 
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req uirements . With respect to thi s, Webb and Norton ( 1990) assert: 

... . no matter how perceptive and far-s ighted the national 
curricu lum; no matter how we ll the schoo l manipulates its funds ... 
the s ingle most s ignifi cant factor in a child 's learning is the teacher 
... teac hers are a lso the most expensive resources . .. teachers need 
and deserve support, reassurance and encouragement to go on 
extending the ir skill s and exploring the frontiers of their 
knowledge. (p . 2) 

To thi s end , an effecti ve teacher management system in addition to the suggestion given 

above should ass ure that teachers will have access to staff development, to progress along a 

c lear path. Bes ides thi s it should be also made clear to teachers that they will be directed by 

regulati ons and procedures that are rational, transparent and fa irl y implemented (Gaynor, 

1998, p. 10). 

It is clear that the Federal Government of Ethi opia is making educati on a top priority and 

recogni z ing the necess ity of prov iding adequate training and education opportuniti es to 

teachers so as to achi eve quality education. Due to thi s, the Mini stry of Education conducted 

extensivc rcscarch on the program under the title of 'The Quali ty and Effecti veness of Teacher 

Education Systems in Ethi opia' whose findings and recommendations served to design the 

new teacher education system overhaul (TESO) so that a ll teacher educati on institutions have 

been wo rking on the program since 2005 . Moreover, to susta in the program, the Federal 

Government of Ethiopia Mini stry of Educati on (FGEMOE) has put some more effort III 

bringing up teachers deve lopment programs to a better status by developing the fi ve major 

teaching profess ion competency standards and eight key principles (MoE, 2007, p. 2). 

1.2 Statement of the Problem 

Quality educat ion has come to be the top issue of the present-day Ethiopian educational 

system. Cogni zant of thi s fact, the Federa l Government of Ethiopia has made efforts to 

a llev iate the quality problem through des ignin g profess iona l deve lopment programs such as 

continuous profess iona l development (CPD) and school improvement program (S IP). In 

addition to this, introd uction of plasma telev ision program as a supplementary input of 
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ed ucation, im provements in student- teacher rat io, student-classroom ratio and student-text 

rati o has been ex hibi ted. Moreover, s ince 1999 E.C. a Teacher Development Program (TOP) 

has been laun ched in an intention of strengthening the Continuous Professional Development 

programs (CPO). Despi te the fact that all the above mentioned endeavors have been made, the 

public is not fee ling the change in the quality of educati on. In other words, it is publicly 

cla imed that the quality des ired is not yet achi eved. Consequently mainstreaming the issue of 

qu a li ty educati on becomes the ca ll of the day. However, the ex isting practices of teacher 

deve lopment program in vites fo r assessment. As mentioned earlier the teacher deve lopment 

program as we ll as preparatory school programs is new phenomenon in the country. i-ience, 

earl y identifi cation of de fi c ient areas of the programs through research helps to di agnose the 

prob lem at the very start. Thi s fact together with absence of comprehensive research done on 

the present day academic staff deve lopment or teachers' development program in preparatory 

schoo ls of Add is Ababa ini t iated the researcher to undertake a study on the current status of 

academic staff deve lopment in government preparatory schools o f Addis Ababa. It is be li eved 

the study will be worth filling the gap. To this effect, the study attempts to answer the 

fo llowing basic qu estions. 

I. To what extent are staff development programs conducted based on a result of 

needs assessment by preparatory schoo ls? 

2. What type of teaching staff deve lopment programs is undertaken in preparatory 

schoo ls of Addi s Ababa? 

3. How are preparatory schools orgal11z1I1g and coordinating staff deve lopment 

programs? 

4. To what extent a re the outcomes of staff deve lopment programs eva lu ated by 

preparatory schoo ls? 

5. What major problems do schoo ls 

activiti es? 

1.3 Objectives of the Study 

face 111 conducting the staff development 

The genera l object ives of thi s study were to identi fy the strengths and weaknesses of 

academic staff development practices in governm ent preparatory schools of Addi s Ababa and 
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to suggest some possible so lutions to major problems encounterin g implementation activities 

of the deve lopment program s. To thi s end, the spec i fic objectives were : 

To determine the extent to which preparatory schools based their academ ic staff 

development programs on a result of needs assessment. 

To examine the factors considered in prioriti zing the identified needs. 

To identify the type of staff development programs undertaking in the 

schoo ls. 

preparatory 

To determ ine how preparatory schoo ls are organ iz ing and coo rdinating staff 

development programs. 

To exam ine whether preparatory schools eva luate the outcomes of sta ff deve lopment 

programs conducted. 

To identify major impeding problems encountering the designing as well as 

implementation of staff development programs 

1.4 Significance of the Study 

As noted earlier, these days, the crucia l problem of improving the qu ality of education 

through Teachers Deve lopment Program as one of the most prominent factors has drawn the 

attention of the Federal Government of Ethi opia and other major stakeholders. Schools as 

vital stakeholders of education are supposed to play the greatest role in executing the 

programs o f academic staff deve lopment or teachers' development program. Th is in turn 

enables teachers to be empowered with the necessary professional knowledge of the required 

sta ndard so as to discharge the responsibilities bestowed upon them. Undertaking this study 

project will contribute to: 

I. Identify the stren gth and weakness of the staff development activities 111 the 

preparatory school s. 

2. Pinpoint the factors contributing to the strength/weakness of staff development 

acti v ities . 

3. Identify major problems of staff development activities. 

4 . The findings of the study may provide feedback to stakeholders, professionals 

(both ins ide and outside the schoo ls) and the concerned bodies on the trends and 
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magnitudes of academic staff development prob lems and how to improve that in 

human, materi a l and financially viable way. 

5. Stimulate further study wider in scope and depth in academic staff development of 

seco ndary schoo ls. 

1.5 Delimitation of the Stndy 

There are e leven government preparatory schoo ls in the ten sub-cities of Addis Ababa. The 

study is delimited on ly to five government preparatory schoo ls, each drawn from different 

sub-citi es with the inteniion that their practice wi ll provide good representation of the who le 

e leven preparatory schoo ls. The study mainly focuses on staff development activ it ies within 

the schools and their respective sub-c ities teachers' and educationa l leaders core process 

departments. This is made due to the limi ted resources such as time, money, reference 

materials and cooperative schoo l personals the researcher had. 

1.6 Operational Definitions of Terms 

Expcrt- Refers to those indi vid uals at sub-c ity leve l of the ed ucation hureau who are trained 

and sk ill ed in specifi c subj ects and educational superv is ion. 

Staff devclopmcnt- Refers to process by which teachers or staff members go through 111-

service programs such as induction, mentoring, and coaching to serve the purpose of their 

profession adequately. 

Training- Refers to helping indi vidua ls or groups to become competent or capable of 

performing certa in task. 

1.7 Organization ofthe study 

The study is organi zed into four chapters. The first chapter introduces the problem and its 

approach. The second chapter consists of the rev iew of related li terature that incorporates 

basic concepts, explanat ions and research findings on staff development by various authors 

and researchers. Chapter three contains presentation, ana lysis and interpretat ion of data, 

whil e the fou rth chapter deals with summary, conclusions and recommendations. 

5 



CHAPTER TWO 

2. Review of Related Literature 

This chapter deals with the literature rev iew on different aspects of academic staff 

deve lopment. It begins with hi ghlighting the meaning of staff development and proceeds to 

discussing about the need for staff development, briefly introduces some of the standard 

practices, staff development need identification, developing objectives, training methods, 

program administration and evaluation. 

2.1 The Meaning of Staff Development 

It is generally believed that staff development programs worth importance to bring about 

better quality education, improved access for teachers professional development and schoo ls 

improvement at large. Di Fferent writers describe starf development in their own ways. 

However, their exp lanations converge to the same core idea. To start with, Dillon- Peterson 

(1981 , P. 3) describes it as " ... a process designed to foster personal and profess iona l growth 

for individuals within a respectful , supportive, positive organizational climate having as its 

ultimate aim better learning for students and continuous, responsib le self-renewal for 

ed ucators and school s." 

Staff development, according to Omaha Public School Central Offices Human Resource 

Division (n.d, p. I), is also defined as " ... the provision of activities designed to advance 

particular ski ll s. Staff development is a comprehensive and continuous process of practice 

that benefits staffofthe organ ization, students and ultimately the community." 

Both authorities give emphasis on their respective descriptions that staff development is a 

continuous process designed to boost up the status of professional growth/advancement of 

skill s that ultimately benefit students and schools. However, the first description exp lic itly 

points out that staFf development process requires an organi zat ional atmosphere that 

positively envisions better achievement of students, consistent updating of teachers, and 

promoting school to better status, while the second definition indicates that staff development 

is a comprehens ive process which resu lts in making the community beneficiary. 
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To sum up, the definitions in both cases, regardl ess of their minor differences, ascertain th at 

staff deve lopment re fers to the process of empowering teachers or the academi c staff with the 

necessary sk ill s that poss ibly results in better teaching-learning performance of schoo ls. 

Staff deve lopment according to Mosby's Medical Dictionary (2009) has the meaning as: 

... a process that ass ists individuals in an agency or organizati on in 
attain ing new skil ls and knowledge, gai ning increas ing levels of 
competence, and growing profess iona ll y. Various resources outside 
the agency employi ng the ind ividuals may be used. The process may 
include such programs as orientat ion, in service education, and 
continuing ed ucati on. 

Mesabi Range Community and Technical Co llege (n.d, pJ) defines staff deve lopment as: 

... is a term referring to myriad of formal or inform al efforts and 
act ivities that co lleges undertake to enhance individua l or inst itut ional 
capacities to teach and serve students. Staff development programs 
are an econom ically v iab le way to improve in sti tu tional outcomes and 
institutional integrity. 

As it has been tried to see in the prev ious pair o f defin it ions, these al so have common 

denominators that indicate staff development as a process by which indi vidua ls' profess ional 

capac ity or competence is increased. As fi.lfther ana lysis of the ideas being refl ected in the 

definitions indicates, the d ictionary meanin g incorporates that the process helps the effort to 

atta in new skill s and know ledge and the utility of various outside resources as an option; 

whil e in the later case it is emphas ized as a process consisting of a very great but indefin ite 

num bers of efforts and activities that can be run in econom ically possible way. 

To sum up, sta ff development, deduced from the concepts in the defi nitions above, can be 

ex pla ined in a more generic fo rm as a set of deliberate activities by which educational 

personnel are given opportun ities to upgrade and update their knowledge, sk ill s, attitudes, and 

the capacity to shoulder their painstaking work of dischargi ng co llective responsibi lity to the 

society. In a more generic statement the development represents efforts to improve staff's 

ab ili ty to handl e a variety of ass ignments (Mathis & Jackson, 1997, p. 3 14). 

Staff development programs as the career counterparts of pre-service ed ucation provide fo r 

qua lity ed ucati on and professiona l adequacy. They sea rch for a positi ve reply to the alter ing 

7 



social and po li ti ca l sphere of activities and to censure that curricula, proFess ionals and schoo ls 

are irrelevant, incompetent and Fai ling to keep up instead of advanc ing respectively 

(Edmonds, Ag letrce & Wear as c ited in Bishop, 1976, p. I). 

One aspect of staff deve lopment is considered to be staffing for the reaso n it incorporates an 

orderl y arranged attempts wh ich determine the ass ignment of the ri ght person at the right 

place and t ime (Harri s & Ben, 1989, p. 2 1). The other aspect refers to in-service ed ucation 

and advanced preparati on. Advanced preparati on inc ludes preparation for new as well as for 

advanced di ffe rent job ass ignments that relate to manpower planning. Unlike in-servi ce 

education, it deri ves goa ls and objectives from ex pected future needs and alternative "job 

assignments creating a whole array or relationships between trainee and trainer that are 

di stinctly different from those invo lved in - service education (Harri s and others, 1989, p. 2 1). 

There is a noticeable confusion as to the meaning of staff development. It is sometimes seen 

onl y in li ght o f the provis ion of in-service education and trainin g. Although in-service 

ed ucati on is much of he lp to a lleviate practical prob lems wh ich were not e ither prevail ed or 

appreciated in the pre-service ed ucati on, it is not a synonym for staff development. Rather 

staff deve lopment is an over-arching concept whi ch shoul d then be considered as an intended 

and unimpeded seri es of actions including the recognition o f both current and foreseen needs 

of indiv idua l staff for improv ing th eir 'job satisfacti on and career prospects and of the 

instituti on For supporting its academi c work and plans, and the implementation of programs of 

staff acti vi ties designed for the harmoni ous sati sfact ion of needs" (Be ll , in Bell , & Doy, 199 1, 

p. 4) whi le in service education is one of the main ways in wh ich development can be 

initiated. And it will not be a good attempt for schoo ls to outline in-service activ iti es without 

participating teachers in planning staff development programs along with school-centered in­

service educati on and tra ining must be rooted in schools. It will become an essential part of 

schoo l's approach as "an activity which is natural and occurs automatically as part of the 

management process. " (Hoyle, 1973, p. 9). An appropriate staff deve lopment, as to Bel l 

( 1994, P. 4), implies the meanin gfu l involvement of the entire staff both in the operation and 

management of the schoo l. 

It should be noted that staff deve lopment and in-service education programs need to be 

sensitive to indiv idua l needs and to developments in society, be it in the fie ld of ed ucation in 
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general and in the schoo l system in particular. Expectations for educat ion change as new 

technologies, new life styles, and po li tical , soc ial, and economic forces surface as pri oriti es or 

potential s. Quite often, admini strators and ed ucational perso nnel und erstand that staff 

development and in-serv ice education programs generall y are considered too ' fa llible', and 

ineffective. T hi s is because "teacher professional growth has not been taken seriously, it 

lacks systemati c methodology, and it has been managed with astonish ing c lumsiness" (Rubin, 

197 1, p. 245). In other extremely opposite case, most of staff development activit ies are 

geared towards the s imultaneous improvement of the schoo l and individuals profess ional 

progress . As a result, profession development is taken as one of the most re liable means to 

teacher mot ivat ion and schoo l improvement (Frase & Conley, 1994, p. 56) 

For a staff development program to be wo rth while req uires a pertinent, need-oriented, we ll­

fo unded, and organized , instructiona l program together with staff members' involvement, 

consensus, and comm itment (I-lowey, 1974, p. 20). Moreover, as staff development and 

instructional improvement efforts a re inseparable events they must be fit to the existing 

ci rcumstance of the schoo l system. Besides, they should incorporate mass media, non­

ed ucationa l agencies, a va ri ety of learning sites and community personnel such as colleges 

and schools. 

2.2 The Need for Staff Development 

In general sense, teachers who are new to the profess ion mi ght not be necessar il y fu lly 

qua lifi ed to teach in the rapidly changing world. Besides, pre-serv ice programs that have 

been gone through do not have s im ilar practices in treatin g the field of education. Some pre­

serv ice educat ion programs incorporate the provision o f extensive fie ld experien ce backed by 

in structions given on the science of pedagogy or didactic, where as others give much 

emphasis on subj ect matter and devot ing more of the resources including time to the endeavor 

and attempts enh ancing the ski ll s and knowledge over the area. In such cases the foc us is 

what to teach but not how to teach hence equipping with pedagogical techniques is 

unthinkable and its significance to teaching learn ing process is highly marginalized. Not only 

th is but also" ... the basic concept of professional ed ucation is that the graduate mList have 

atta ined in a leve l of competence sufficient to guarantee safe practice w ith clients and most 
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teacher preparation programs aim at a level of competence sufficient for surv ival. " (Schott, 

1989, p. 12) 

Sim ilarl y Ryan as c ited in Schott ( 198 1) gives his cri tics on what he has observed on 

professional pre-service education as: 

The problem is not that we cannot prepare teachers, but that we do not 
prepare teachers because we are captive of a simpli stic notion that we 
can train them as teachers at the same time that they are earning their 
undergraduate bachelor' s degrees ... we have taken a short-sighted, on 
the-cheap app roach to teacher education and we are getting what we 
paid for. (p. 13) 

Most often, teacher education is not firmly attached to school needs; the recruitment does not 

as such incorporate the competencies requ ircd for effective teaching as a prerequisite. 

Conseq uentl y, these and other factors negatively affect teachers performance which resu lts in 

poor quality ed ucatio n. Hence to a llev iate the problem of quality in education the need for 

staff development is inescapab le as a "school system' s best insurance against professional 

inactivity and deterioration" (Castetter, 1962, p. 264). Staff development for all teachers is 

needed to be compatible with the cha llenges brought by the rapid changes in technology, and 

the pressure to improve efficiency, academ ie aeh ievement and employee performance and to 

restructure organized delivery systems. Staff development program may also be needed to 

prov ide information to members about new programs, mandates, laws or policies, as well as 

to provide opportunities for the acqui sition of new skill s (Dean, & Norton, 1994, p. 477). 

However, it is an imperative duty serving purposes such as basic, generic competency 

development, remediation of inappropri ate performance patterns, specialized competency 

development, and innovat ions-re lated competency development (Harris, 1989, pp. 33-37). 

Accordi ng to Harris, any e lement of an organ ization can possibly be subjected to needs that 

can be c lass ified in one or more of the categories seen above. Hence, staff development 

programs that consider competency development (in-service education and training) serve the 

purpose of developing a common-core of generall y accepted and widely employed 

competencies in line w ith the pre-service goa ls of the teaching profession. It tends to surpass 

the average leve l of competency reached due to pre-service education and deficiencies 

avoidance. 
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Obviously, the first priority of an o rgani zation goes to its viab ility, and hence its competitive 

e ffecti veness. It has come to be a universal phenomenon that every organi zation is nea rl y 

under a continuous environmental pressure for competency and effectiveness, to cope with the 

growing demand of people with comp lex interest in th e rapidly changing technology and 

improved style of life (Monappa, & Saiyadain, 2003, pp. 174-175). In thi s regard, (Kre itner, 

200 I, pp. 344-347) emphasizing the need for staff deve lopment in the case of nov ice, points 

out that " ... no matter how careful job appl icants are screened, typ ically a gap remains 

between what employees do know and what they should know. Training is needed to fill­

their knowledge gap . "The need fo r deve lopment programs depends on performance 

. deficiency rea lized through analyzi ng the di ffe rence between the des ired performance 

standard both in present and future, and actual present performance (Schuler & Huber, 

I 990,pp. 364-5, Dava r, 2003 , p. 11 8, Sharma, 2002, p. 195). 

Thus, respond ing to the pressure of changing environment is an inev itab ly expected from 

orga ni zati ons; otherwise, they fail to run their very mi ss ion. The fitness of an organization in 

general and schoo ls in particul ar, significantl y depends on the capab ility of its human 

resource. Thi s in turn ca lls on the needs for a purposeful and systematically designed tra ining 

and devel opment program. According to Schuler and Huber ( 1990, pp. 372-373), training and 

development program serves d ifferent purposes. In some cases, organizations allow 

indiv idual employees to take part in the tra in ing and development programs as a reward for 

past perform ance. In some other cases, this opportunity "s ignal s the employee" is promoted 

and former wo rk group notices that "a switch in stature" has taken place. In most practices, 

however, tra ining and development program is req uired to correct employees' skill 

defic iencies. There are two contrasti ng perspectives of staff development or profess ional 

deve lopment of teachers. One perspective· appreciates the needs of the schoo l wh il e the other 

considers the needs and cla ims o f individual teacher (Kirk & G laister, 1998, p.47). Effective 

staff development presupposes changes not onl y in ind ividual teachers but also in the schoo ls 

in which they teach. Likewi se, change attempts at organizational /school level can be a reality 

as much as they enta il chan ges in the professional practi ce of indi vidua l teachers (K irk & 

Glai ster, p. 50). 

11 
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2 .3 Standard Staff Development Practices 

While examin in g the practice of starf deve lopment mentioned and described below, their 

major focus boi ls down to the issue of esca lat ing the staff commitment and professional 

competency. However, a w ise use of the mixture of them broadens the poss ibility of 

accomm odating the range of indi vidual perceptions, ab iliti es, and style of performance. And 

no single practice guarantees the achievement of most wanted end resul t (B ishop, 1976, p. 

18). 

· School Related Courses, Seminars, Ins titutes, C onfer·ences and Workshops -

refer to professionally approved activities that mayor may not be officially supported and 

backed by the schoo l or kebele, or sub-city ed ucat ion and training office. Teachers / 

partic ipants mayor may not be obliged to join the program. Likewise, it mayor may not have 

certification credit, and/or monetary incentives . The activit ies may be done before/after class 

work, before/after the school year depend ing on th e situation in the respect ive schoo ls. 

· Inter-and Intra - School Programs, Activities, and Projects - activit ies embraced in 

thi s group are meant to occur in the schoo l-bu ilding or sub-city level within working hours on 

week ly, monthl y or quarterl y bas is. T his category a lso incl udes parti cipating in activ ities li ke 

project plann ing, action research, instruct ional co unci l, and sharing experience within or 

outs ide school where new and use ful ideas are be in g exerci sed. 

· Consultant Directed Prog ram - refe rs to staff development programs III whi ch 

pro fess ionals of the avail able sources (university personne l, profess ional resource spec ialists, 

curri culum speciali sts, and supervisory personnel) are employed to work with schoo l 

personnel consul ting on the specified deve lopment area. 

· Prodnction and Usc of Instructional Media, Resources, and Materials - thi s 

category inc ludes activi ties that may be performed us ing verba l, aud io, visual and non 

electronic/e lectroni c techno logies. More over medi ated instruct ion, learning packets modules 

and the li kes are usuall y at th e di sposal o f ind ivid ua ls or co llecti vely at a specifi ed times or at 

the convenience of the staff. In addition to these, th e development and use of profess ional 

12 



librari es and journa ls, med ia centers, ex hibi ts, reports, etc are a lso to be used in the resource 

and medi a programs. 

· Extended Yea r Progress and Ass ignments - programs of such types are to be 

conducted for a length of time that extends for more than a schoo l year. They include 

summer employment, with/without payment, in academic/enrichment programs. In all 

c ircumstances of staff deve lopment scheme, the use of two or more practices is indispensible 

so as to consider the whole range of ind ividual s' perceptions, ab ili ties, and style performance. 

Th is in turn facili tates the rea li zation of the intended staff att itudes and competency as a result 

of the program. 

· School or Regional Consortia Programs - programs in thi s category large ly stress the 

provis ion of occasions fo r parti c ipants,( at indi vidua l, schoo l, sub-c ity and regiona l level) to 

trade and share ideas, sta ff and deve lopment tasks. 

· Individual Centered Personal and Professional Growth Plans - as the naming 

ind icates this sort of staff development program may foc us on indiv idua lly targeted act iv ities 

where teachers identify objectives and work with supervisors/peers regardi ng means, 

progress, standards, and evaluation. Internsh ip programs and ind ividual growth projects ofte n 

self designed and se lf coordinated by the participants are other poss ibilities. 

2.3.1. Induction 

The most commonly used helpful programs on the job oriented train ing methods prevailing in 

secandary schoo ls is induction. It is the process by which nov ices adapt to and learn about 

their ro les as teachers (Schwi ll e & Dembele, 2007, p. 89). Induct ion is a very ordcred, 

organi zed method of communicating and de li vering tra ining to employees. It guarantees 

quality, socializes and integrates the nov ice to the staff thereby reducing turnover (Potts, 

1998, pp. 120, 180, Turner & Bash, 1999, p. 24). When there is no opportunity for formal 

induction program, in the wo rst case scenario, beginner teachers are left to s ink or swim with 

litt le or no help. Hence they go through inform al process of on the j ob learn ing from the 

cul tu res and norms of school settings. This process, more often, invites negative consequences 

as far as acquirin g desired expert ise as teachers or remainin g in teachi ng is concerned 
13 



(Heidkomp, & Shapiro: 1999, p .48). Teachers' first pos ition is a ll-important, as that first 

yea r's exposure implants an image, good or bad, of what teachin g career wi ll be li ke. If the 

exper ience is a di sgust in g one - and the record indicates that is the case with number o f 

nov ices - it is probable that the nov ice wi ll go out of the profess ion or wi ll be subjected to 

di ssatis faction , fru stration and perhaps to fail ure as far as one's future career is concerned 

(Sti nnett, 1968, p.92). 

Global perspective on induction shows that there are countries in wh ich there are no formal 

induction programs at all and th ose having differed in the ir induction system, except for their 

some common abilities. For example, in countries like Austria, England , France, Greece, 

Ital y and the Republic of Korea, school s e lect to give induction programs, while in Scotland 

individual teachers make this e lection. In all of these countries the programs are offered by 

the schools. However, in some other countri es like Israel , Japan and Switzerland the 

programs are provided jointly by teacher ed ucation institutions and the schoo ls. Not only thi s 

but a lso the programs vary in their goa ls, purposes, structures, logic and their durati on. In the 

Republic of Korea, for instance, the length is seven months, while in Ethi opia, Switzerland 

and USA is two years (Britton, Paine, Pimm, & Raizen, 2003, pp. 134-36). 

However, there are also some important commonalities that some of the countries share: the 

attitude that induction is indispensable, the particular prominence given to improving teaching 

and teachers' persona l development, that is mainstreaming induction goals, the understanding 

that the pre-service education has already equ ipped the teacher with the necessary subject 

matter appropriate to the leve l, scheming programs as an integrat ion of various activit ies 

capab le of add ressing various relevant issues, embodies contents such as effective teaching, 

id entify in g and addressing pupil s' needs, assessments advi sable for teaching - learning styles 

integratin g with parcnts and schoo ls commun ity (Br itton and others, 2003, p. 3 19). 

In general , the nov ices employed today are the teachers of the next generation. Their 

competence and commitmen t will determine the success of the entire students of generation. 

Therefore, every endeavor must be made to teacher development program as the students 

success a lmost boil s down to the effect iveness of teachers. Substantial evidences show that 

teachers' qu alificati on is tied with students' achievement (Greenwald, Hedges, & Laine, 1996, 

pp. 36 1-396). Hav ing effective teacher is possible through structured, sustained intensive 
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staff development programs that a llow new teachers to observe others, to be observed by 

others and to be part of networks or stud y groups where all teachers share together, grow 

together, and learn to respect each other's work (Wong, 200 I, pp . 46, 50). 

2.3.2 Mcntoring 

Mentoring, accord ing to most definitions, is a development program that focuses on build ing 

a supportive schoo l environment in wh ich someone in the position of auth ori ty assists and 

encourages nov ice teachers to promote the ir personal and pro fessional well-being (Bernardin , 

2003, p. 203, Mentz, 2004, p. 541). Yet, others agree that experi enced teacher serv in g as a 

role model of the same level can be mentor (B leach, 1997, p. 3 1, Thomson, 1997, p. 138, 

Bhatta, & Washington, 2003, p. 2 12) . 

Thi s mentoring of novices is another opportun ity to enhance the co llective profess ional 

understand ings about teach ing and students' learning. It is the most he lpful development 

oriented relationship between the mentor (senior) and mentee Gunior co lleagues or peers) 

(Gomez - Mej ia, Balkin, & Cardy 1995, p. 345). If nov ice teachers are deni ed thi s 

opportunity, they w ill find teaching very hard (G lover& Low, 1996, pp . 38-39). Despite 

heavy emphasis on mentoring, it impacted fewer self-reported growth outcomes than either 

schoo l context or coursework (Humphrey, Wechsler & Hough, 2008, pp. 1-63). There is also 

no consensus reached on what the role o f the mentors should be, what ro le they actuall y play, 

and what novices gain from the program. Moreover, current research has not yet provided 

definitive ev id ence o f the va lue of mentorin g on novices' retention (Wynn. et al. 2007, pp. 

208-229; Ingerso ll, & Kra li k, 2004, p. 15). 

The ro le of mentor is considered to be crucia l in most induction programs. The term mentor, 

in genera l, belongs to an experienced teacher/educator who provides a one-to-one gu idance to 

one or more nov ices with the aim of ass isting them to become more effective and success ful 

teachers. It has been observed that mentors in some settings are routinel y senior teachers, 

whil e in others they could also be inspectors, principals, middle-l eve l mini stry perso nnel or 

uni versity instructors (Schwille, & Danbe le, 2007, p.93). 

Noe ( 1999, p. 238), and Potts ( 1998, p. 56), defi ne mentor, in a more generic way, as an 

exper ienced person who offers help in employees' deve lopment. Schoo ls would do better if 
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they re ly less on one-to-one mentoring and develop school wide structures that promote 

integrated profess ional cu ltures with freq uent exchange of inform ation and ideas across 

experience levels (Johnson and Birke land, 2003, p. 608). New teachers' needs are so variab le 

and immediate that the appropriate combination of experti se, experience, and cultural 

backgrou nd is unlikely to res ide in one mentor who is ava ilable when needed . Currently in 

more than thi rty states of Ameri ca many schoo ls use one-on-one mentoring as a dominant or 

sole strategy fo r help ing nov ices, often lack ing rea l structure and re lying on the wi llingness of 

both the mentor and mentee to seek each other out. Mentors are assigned to respond to a new 

teacher's day-to-day cri s is and provide survi va l teachin g tips. Mentors are s imply a safety net 

for the new teachers. As mentoring has no purpose, goal, or agenda fo r students ' achi evement, 

it alone fail s to prov ide ev idence of the connection between well-executed professional 

learning comm unities and student learning (Britton, Pa ine, Raizen& Pimm, 2003, pp. 1 0-11 .). 

Identifying excellent and insightful class room teachers as mentors and then throw them into 

service in that capacity does not make the program effective as they do not necessarily know 

how to mentor. Thus train ing the wO\lld-be mentors and support to properly play their ro le in 

helping mentees is indispensib le (Laresh, 2003, p. 28). The most critical weak links in 

ineffective programs are mentor tra ining and support. The miss ing of these two elements 

often stem from th e ass umption that an excellent teacher will natura lly make an exce llent 

mentor. In fact, that is not often the case. As mentoring is a profess iona l practice with its 

own knowledge and research base, strategies and best practices, mentors should be equi pped 

wi th these ' tools' ; otherwise, the qua lity ofmentoring is frequent ly in adeq uate to produce the 

intended impact o f the program (Sweeny, 200 I, p. 2 1). In line with this, Schm oker, as c ited 

in Breaux and Wong (2003) says: 

. .. so ca lled 'mentors' are everywhere these days, but they aren't often 
given release time or a clear, compelling charge. Research has not 
been found that supports the systematic formation of effective teachers 
sole ly through the use of mentors, espec ia lly mentors who show up 
after schoo l begins and may not have been trained , compensated, or 
given direction or goals to attain.( p. 55) 

In sum, examining the ideas of d iffe rent authoriti es shown above, one may poss ibly 

genera lize that mentoring as a s ingle component of induction should be given by tra ined 

mentors on areas that are identi fied through research wo rks. If mentoring is appropriate, it 
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benefits nov ice teachers, mentors, the school and the education at large so that the required 

academic excell ence will be atta ined. 

2.3.3 Coaching 

Coaching is a process in whi ch da il y training and feed back is given to employees by 

immediate supervi sors or by a person with experti se in the fie ld (Math is & Jackson, 1997, p. 

3 18) to so lve the ir problems and perform tasks better than they would do it, otherwi se (Tf A, 

1998, p.28). Coaching necessarily requires common interest and work-based friendship or 

co ll eagueship (Thomson, 1997, p. 138). 

Quite often, the typical purpose o f coaching is enhanc ing practica l ski lls where workers 

lacking mastery over the su bject seek explic it elaboration or demonstrat ion (Potts, 1998, p. 

55) from knowledgeable teacher of hi gher career status that inspires," ass ists, re inforces, 

prov ides feedback and reso urces for independent use (Noe, 1999,p. 241) . In all study groups, 

teams, performance observations research, etc. the coach should be ski ll fu l, knowledgeab le 

and comm itted. Furth ermore, there must be mutua l trust and confidence in order that the 

program wi ll be effective (Mond ay, and Noe, 1990, p. 28 1). 

Accordin g to All an (2007,pp.12-2 1), Maeda (200 I ,p.140),and Thornton (2007,pp. 1 02- 1 04), 

coaching incorporated in staff development programs has benefits and impacts such as (a) 

greate r renectivity and professional growth , (b) deve lopment of techn iques for constructivel y 

cha ll enging unhe lpfu l behaviors, including negat ive ly and li mit ing bel iefs, (c) enhanced 

energy and job satisfacti on, (d) opening of creati ve thin king pathways and improvement of 

prob lem so lving skill s, (e) enhanced personal effectiveness (work smarter, not harder), and (I) 

enhanced awareness of the setting of reali st ic goa ls. 

Coaching he l'ps to develop re lat ionships, and estab li sh a bond between veterans, experts and 

novices . It invites feedback, care, conversation, co ll aboration, and answers among them. 

Producti vity and sati sfaction are most affected by coaching (Rossett and Merino, 2005, pp. 

46-49). Apathy d isappears and is replaced by energy and enthusiasm (Thornton, 2007, pp. 

102- 104). With regards to teams, coaching often betters performance, assists positively to 

reso lve connicts, inv ites members to speak up, and deepens the group's understand ing of the 
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dynamics that may be limiting its effectiveness. This understandin g in turn creates greater 

tru st and cohes iveness whi ch a llow members' interaction to be more empathet ic and 

productive (Fie ld, 2007, pp .3 -5). This betters the work atmosphere, and enab les staff 

members to expect respectful treatment, to have their ideas and opinions sought, and to be 

occas iona ll y thanked (Thornton, 2007, pp. 102-104). 

2.4 Staff Development Need Identification 

Staff deve lopment need identification is the first phase of staff development process In 

which deficiency areas of staff members (w ith respect to the desired standard skills, 

knowledge, ability, and effective job perfo rm ance) and organizational constraints that 

negative ly affect employees ' motivation, commitment and performance (a new challenge that 

demands a change in the way the schoo l operates) are identified (Harri es & Simone, 1994, p. 

88). The very crucial isslie that should be seen before attempting to des ign development 

program is assertiveness in the actua l exi stence of the need for training. [t is vividl y clear that 

tra ining incurs add itiona l expenses or resources commitment. Hence, organizations should be 

certa in that the training plays a significant role in achieving organ izationa l objectives. Thus, 

the fl eed to conduct needs assessment becomes vital (Cowling and Mailer, 1998, p. 66, 

Bernardin, 2004, pp. 167-69). Needs assessment invo lves total organ izational analysis, 

job/task ana lys is and person/man analys is (Saiyadain, 1999, pp. 2 19-223, Monappa & 

Saiyadain, 2003, pp.181-82) . 

2.4.1 Organizational Needs Analys is 

T his is one of the systematic methods of needs ana lys is which vigi lantly examines the 

organization 's stru cture, objecti ves, manpower development and fu ture plans and cultural 

settings. Moreover, it makes every endeavor to make an in depth analys is over the factors 

mentioned above so that deve loping a clear understanding of the deficienc ies and their typical 

whereabo uts is poss ible (Monappa, & Saiyadain, 2003, pp. 182-183). Hence needs that can 

be rectified through appropriate trainings and others that may be corrected with other options 

/means/ can be easily identified (Schuler & Huber, 1990, pp. 373-375 ; Bernardin, 2004, p. 

168). Steps in organi zational analysis include: 
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• C lear understandin g of organ ization's short-term and long-term objecti ves and trends 

that are li kely to affect these obj ect ives 

• Presence of adequ ate number of employees and wheth er or not the perform ance is up 

to the required standard s 

• Conduc iveness of the wo rking environment in every unit department 

• O bta ining ' data regarding quali fications, vacanc ies, replacement and requi red t ime 

length of training fo r replacements 

• Investi gating organizati on c limate or environm ental constra ints - rul es, procedures, 

systems, methods and att itudes of top management towards its subordinate and vice 

versa 

In su m, organizational needs ana lys is made with utmost capacity of in vestigat ion is a 

promi nent approach or means to fiml up suggestions on appropriate and diagnostic trainings 

in light of co rnered defic iencies among current skill s, knowledge, att itudes, abili ties and 

working inputs in genera l. In addi tion, the training team or the ones in charge of this program 

make sure that the training is ta ilored to the organi zation so that tra inees can readily see the 

va lue of the program (Bernardin, 2003, pp. 182-183, Harri s, 1994, pp . 95-96). 

2.4. 2 Task /Job Needs Analysis 

Prim arily, thi s invo lves deep-rooted investi gation of a certain job together with its a ll vari ous 

components, operat ions and the des ired condit ions to be perfo rmed. [t should be vivid ly clear 

that the target iss ue here is at the task (keeping as ide the cases of individual workers) and the 

training needed to perfo rm it. Analys is on the above cited factors will shed light on the 

necessary sk ills and training required to run the task up to the des ired perfo rmance standard. 

(Monapp & Saiyada in 2003, pp . 183 - 184) . 

According to Schuler and Huber ( 1990 ,p. 374) ,Job needs analys is refers to examll1l11g 

content of present or anti cipated j obs whi ch in turn give inform ati on about the task to be 

perfo rmed Gob descriptions),the necessary sk ills Gob qualifi cat ion), and the min imal for 

acceptab le performance. Thus, the resul t obta in ed can be used to ascertain that training 

programs are job speci fi c and useful. 
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Bernardin (2004, p. 168) ,describing job analysis in a broader way, points out that the ultimate 

object ives of job needs analys is is to ensure the question " What should be taught in training 

so that the trainee can perform the Job satisfactorily?" This task requires documenting the task 

or duties invo lved together with knowledge, abilities, ski ll s, and other characteri st ics (or 

KASOCs) necessary to carry out. Not only these but also another prerequisite to cons ider, 

when job needs analysis, is to use both a work ori ented approach (identify conducting 

behaviors and KASCOs) and a task- oriented approach (describes the work activities 

performed). This is for the very reason that using onl y task oriented approach makes the 

in fo rmati on a one s ide perspecti ve or incomplete. Bernardin, further suggests to use more than 

one method of j ob needs analysis to be certain in the needs determined. In addition to this, 

incase interviews or questionnaires are used and clear di screpanc ies (in stating important job 

duties) ex ist between supervi sors and employees reso lving them before designing any training 

program is not a compromise. 

In general , job needs analysis made on the basis of data gathered from j ob performance data, 

job performance observation, interviews, literature rev iew regardin g the job and others 

mentioned earlier, he lps to identi fy the mismatch between actual performance and the desired 

standard of perf on nance. Hence, the need for training to rectify the defi c iency is certa in. 

2.4.3 Person (Man) Needs Analysis 

Person analysis, as the naming indicates, deals w ith the individual employee attempting to 

answer the question of who needs training in the organization and the particular type of 

training needed. Initially, it invo lves co llecting information about the skill s and their 

respective importance and the minimal acceptable standards of profic iency, and then proceeds 

to the indi vidual employee analysis. To do this, the work performance appraisal data refers to 

examine the match between indi vidual 's performance and the respective desired standard 

thereby id entifying those who need training (exhibited mismatch) and those who do we ll 

(exhib it exact match). This he lps to determine training needs for current job. As per 

determining employee development need fo r future job an evaluation of the indi vidual 

employee proficiency on each necessary skill dimension is compared w ith the proficiency 
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leve l of agreed standard for each skill and then the result shows the existing discrepancy ( 

Bernardin, 2004, p. 169; Schu ler, & I-luber, 1990, p. 374). 

Accord in g to Monappa and Saiyadain (2003, pp. 184-185), clues to traini ng needs may be 

obtained from individual employees or a group 's "Typical behavior" identified by extracting 

information from primary sources such as: 

I. Observation at place of work, exam ination of job sched ule, quantum of spo ilage, 

wastage, and elues about interpersonal re lations of the em ployees; 

2. Interview with super iors and employees; 

3. Corporative studi es of good Vs poor employees, to identify diffe rences, ski ll and 

train ing gaps; 

4. Personnel records; production reports; and review of literature regarding the 

technology used. 

In sum, person needs assessment is one of the components of training needs analysis with a 

less precise natu re in re lation to the two types of needs analyses areas seen previously. This is 

due to the less objective nature of the avai lab le measures together with the exist in g individual 

diversity. Nonetheless, with a ll its constraints, it helps to identify ind ividual employees or 

groups with deficiencies. 

2.5 Developing the Staff Development Objectives 

A fter a proper accompli shment of the tasks of needs assessment the results obta ined possibly 

in corporate the deficient area (indi viduals, group, and organizati on constraints) together with 

the relevant rectifying tra ining and development program. Hence the proceed ing task is 

sett ing objectives of the program diagnosed. In thi s regard, [vancev ich and Duening (2004, p. 

280), point out that j ust after training needs identification, objectives must be developed in a 

written fo rm fo r they give a framework for the program. Development objectives should be 

conc ise, accurate, meaningful , and challenging in nature. Most often, train ing objectives are 

of skill objectives to develop physical abi lit ies, understanding, attitudes, and concepts. 

Accordi ng to Heneman, Schwab, Fossum, and Dyer (2000,pp.428-429), development 

objectives contain elements like "a des ired performance, an indication of any important 
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conditi ons und er whi ch the desired performance ,that IS ,suitab le, if poss ibl e, for 

measlIrement. " 

Objectives o f deve lopment vary with varying leve ls of organizati ons; nevertheless, they are 

basica lly desi gned to enrich the ex isting potential of employees through improvi ng 

knowledge, skill s and att itudes in order to make them fit to the current job req uirement or 

prepare for future ass ignment. However, in genera l term s the objective is to bridge the gap 

between current perfo rmance ab ility and desired performance from organ ization perspect ive 

the ul timate goa l o f employee's development is creatin g a dependab le means to achi eve 

organizationa l effectiven ess and viab ility (Saiyadain . 1999,pp. 2 17-1 9 ,Davar, 2003, pp.118-

134) .Accordi ng to Sa iyadain ,obj ectives of sta ff deve lopment can be summ ari zed as 

induction (Socia li zat ion process) - introducti on of the newl y hired employees to the 

organizations way of life (cul ture, structure fun cti on, ro le re lationshi ps, po lices and rules, 

degrees of freedom or limits of behavior; updating - enabling employees cope up with 

changes that occur in skill , knowledge; technology and those which directl y or indi rectly 

avo id obso lescence of employees; preparing for a better position of career ladder in the 

growth of indi vidual employees or ava il ab il ity of a well trained as and when needed; and 

competency deve lopment - prov iding an opportunity of further study to certain potent 

employees so that creati vi ty and innovativeness is encouraged. 

2.6Training Methods 

There are vario us training methods whi ch can be large ly class ified into two general groups. 

I) Those transmittal (inform ational) in nature -one-way communication- where the instructor 

actively im parts information and tra inees passive ly rece ive information; 2) those experim ental 

(interactive) in nature - two-way communicat ion where trainees interact with instructor 

(Bernardin, 2004,pp. I72-175).However, the ultimate objective of training methods is to serve 

as a means o f atta ining the desired objecti ves in train ing s ituation. 

T ra ining methods shou ld be based on trainers ' competence, level of trainees, program 

contents, and th e cost th ey incu!'. T ra ining methods have a lso advantages and limitat ion, so 

they shoul d be chosen after a clear und erstanding o f the rational o f each method (Monappa & 

Saiyadain, 2003, pp. 186-90). According to them, tra ining methods can be c lass ified into 
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c luster groups based on the learning outcome, and the process it is attained . Thus, the most 

prevalent cluster gro ups are: 

~ On the-Job-oriented training methods- embraces methods like on the -:-Job-training, 

Job-rotation, guidance and cou nse ling, brainstorming sess ions, and syndicate method 

(working in sma ll groups). The focuses of thi s cluster group in genera l, and each 

method in particular, are centered on the job or lea'rning on the job itself. 

~ Simulation Training methods: includes methods such as ro le-play, case method, 

management games and in-basket exercise. 

~ Knowledge-based methods- focus on creating awareness of the knowledge of 

fundamentals-on which further understanding can be built. This cluster includes 

lectures, seminars, workshops and educational training programs at academic institutes 

~ Programmed instruction, films and TV, and group discussions 

~ Experimental Methods - Thi s category incorporates Sensitivity training; transactiona l 

ana lysis; and achievement - motivator workshops. The focus of these methods in this 

cl uster group is on achi ev ing a better understanding of oneself and others through 

group process and dynamics. 

In sum, T ra ining methods are prominent inputs of training and development programs, 

poss ibly be longing to one or more of the above c luster groups, and care must be taken when 

choos ing them before application. To do this, they should be eva luated against the desired 

degree of motivating trainee to learn the new skill , illustration, consistency with the content, 

participating trainees, practice and over learning, structuring from simple to complex. 

2. 7Staff Development Program Administration (SDP A) 

Staff Development Program Admini stration basica lly involves the process of determining 

training contents, training types and location, choice of trainees and training organi zations, 

and genera l ad ministrati on (Saiyadain , 1999, pp. 226-27). And organizing a staff development 

'program in vo lves considerat ion of several admini strative aspects ahead of the commencement 

of the program whether it is to be he ld inside or outs ide the organization (Monappa & 

Saiyadain, 2003, p.190). Moreover, effective ad mini strat ion of the program req uires assign ing 

responsible person or persons. And th is responsibility includes; aware trainees about the 
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program, its contents and the overall objectives; enroll employees in courses and programs; 

prepare and process pretests to be administered or readin g or writing material s and other 

materia l inputs; arrange th e tra ining fac il ity- reserved room, and refreshment; test equipments 

that will be used during in struction; provide support during instruction, provide 

communication between tra iner(s) and trainees; and maintain records of course completion 

(Noe, Hollenbeck, Gerhart, and Wright, 2004, p. 209).Thus, the management of an 

organi zation plays crucial and decis ive role both before and after the commencement of the 

program III addressing the above mentioned issues and creating conducive training 

environment so that the program becomes beneficia l in meeting the intended ultimate 

objectives. 

2.8 Evaluation of Training and Development Programs 

Evaluati on is the process and standard used to ass ign worth or value to the ev idence that 

has been co llected (A ldri ch, 1974, Buros, 1972, Jung, 1971 , cited in Bishop, 1976, p.147). 

Eva lu ative processes provide a means for partic ipants to share in the generati on of data, the 

app lication of standards, and the mod ification of program efforts. This process should 

contribute to the related staff development competencies and program improvement efforts, 

that is, to a more effective di agnosis of individuals and program elements, and to an improved 

credibi lity and accountabili ty (B ishop, p.174). 

Evaluation relates to all aspects of the staff deve lopment process and informs continuous 

program im provement and accountabil ity efforts by staff from education offices, the schoo l 

and professiona l development agenc ies. Staff development eva luation, like staff development, 

is a fundam ental organi zational process wh ich can have a sound effect Qn schools and their 

abil ity to attain the ir desired outcomes (Duke and Corno, in Dillon- Peterson, 1981 , pp . 93-

III) . According to them, the eva lu ation needs to give feedback about: 

I. The overa ll cond iti on of the staff development system (the environm ent 

created tei facilitate professional growth) ; 

2. The adequacy of the process be ing used to generate, govern, and maintain 

the system; 
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3. The effects of specifi c trai ning thrust on participants, the school, and 

chi ldren; and 

4. S ide effects, both positi ve and negati ve, on participants and on the 

orga nization. 

Acco rdi ng to Saiyada in , com mencement of eva luat ion of tra ining consists of two phases. The 

first is just after the trai ning is over - refers to trainees reacti on as to how have they fou nd 

the program in terms of contents, training fac ilities, trainers and relationsh ips with other 

participants; and the second phase is training- utili ty - whether a des ired mod ificat ion in 

behav ior, a demonstrable effect on the performance of the task or organi zational goa ls 

achievement, supremacy of the present tra ining method over others to ach ieve the desired 

resu lt and worthiness of tra ining cost to the achi evement in job perfo rmance have been 

observed or not. S imilarly, Bernardin on hi s part, points out that eva luating training may he lp 

to determi ne whether trainees are capable of exhi biting the appropriate level of a skill , 

whether tra inees have changed their behavior or not and if the change was due to train ing. 

Furthermore, if another group of tra inees is to atta in the same program, it is crucia l to 

ascertai n that they wi ll be beneficiary. Th is is especia ll y im portant to ensure accountab ility of 

programs 111 muting the particular needs of employees in a cost effective manner 

(Bernard in, 2003 , p.ISO). 

According to Bernardin (2003, p. IS O) and Dessler (2003 , p. 2 10), the eval uation of training 

programs need to co llect data about measures of reactions, lea rning, behav ior change, 

organ izational results, and return on investment. 

Reaction - refers to trai nees' attitudes towards the program, instructor's subj ect matter and 

content, facil ities (materia l, food , etc), environmen t and the likes. Measuring reaction is 

im portant to find o ut trainees' degree of satisfact ion with the program, to identify rev ision 

need in the program, and to ensure that future trainees will be receptive to attending the 

program. For a better feedback on the re levance of the program to its participants, enough 

time should be given to trainees so that they can give the ir response on the questions set in the 

feedback fo rm al. 
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Staff deve lopment eva lu ation, as any other program eva luation has five cruc ia l elements such 

as goals (what is to be accom pli shed), participants, program, settings, and outcomes (Weiss, 

c ited in Dillon- Peterson, 198 1, p. 94) . Staff deve lopment is a change process whose effects 

on th e ro le of teachers, programs, and students are not often documented. To prov ide 

stakeho lders with a reliable data necessary to shade light on the continuous improvement of 

staff deve lopment services, and to ensure program accountability, evaluation must be 

incorporated with in a ll aspects of development process, including plann ing, imp lementing, 

and review ing acti vit ies (K utner, Shennan, Ti bbetts, Condelli, 1997, p. 6). 

Fu rtherm ore, Duke and Corno, regard the planning of sta ff development eva luation as a 

process of mak ing decis ions on the techni ca l aspect(design ,data collection , methods of 

ana lys is, and presentati on of results) and politica l aspect ( the purpose of evaluation, the 

spec ific outcomes to be eva luated , who is to be involved in carrying out the evaluation , and 

what resources are avai lab le for conducting the eva luation ,who wi ll have access to the 

resu lts) of the eva luation. Bishop, add ing to th is, recommends the fo ll owi ng staff 

development eva luative activi ti es: 

I. Rev iew progress and determine objectives to be assessed 

2. Design, search, prepare instrum ents, and sched ule for evaluation 

3. Conduct summative eva luation, conso lidate with monitoring and process 

eva luation data 

4. Indicate discrepanc ies 

5. Relate to standards, make judgments, re: gain-loss, cost effect iveness 

6. Feedback to appropr iate targets 

7. Recycle, redes ign or continue 

Moreover, in plannin g and conducting a staff development evaluation, it is essenti al to 

determine the time sched ule for completing the eva luation activiti es ,to obtain consensus 

on the necessa ry evaluation proced ures, to identify information so urces , to spec ify dev ices 

and cond itions for data co llect ion , to determ ine the unit (the necessary personnel and 

faci liti es for the eva luation , to spec ify th e method for data Griffin ( 1978), Guba, Ridings, 

and Stufflebeam ( 1979), which they have condensed into a serious of questi ons revo lving 

around the top ics as: 
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A) Comprehensiveness - Are data sufficient to address major 
questions? Are data rich in information from multi ple sources? Are 
data like ly to yield payoff for investment of effort? B) Tech nica l 
quality-I s the design as soph isticated as possible given resources? Are 
there provis ions for quality control? Are conclusions warranted by the 
data? C) Uti lity-Are results clearly reported and distributed to all users 
at a time when they wi ll be usefu l for decision making? Are results 
clearly related to major quest ions? D) Propriety-Are respons ibil ities of 
a ll constituents stated ex pli citly? Are participants consulted and 
informed throu ghout the process? Are all expenditures justified and 
pub lic? (p. 11 0) 

They also underscore a ca utionary note as follows: 

Evaluation shou ld not be regarded as universa lly use ful or necessary 
undertakings .Done in a hasty, unsystematic, or insensit ive man ner, 
staff development evaluations have the potential to leave schools in 
worse cond it ion th an they were in before the eva luation .These include 
the encouragement of facu lty di strust of eva luation, teacher anxiety 
and low morale, over-test ing subj ects, and manipulat ion of local 
educationa l goa ls. (p. 11 0) 

To sum up, staff development evaluat ion needs setting performance ind icators, eva luation 

methods, judgin g perform ance in li ght of agreed standards and taking remedial measures 

whenever necessary (Sims, 1999:94).Not on ly this but also attention should be paid to 

optimi ze positive consequences by maki ng eva luation compromises in light of constraints. 
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CHAPTER THREE 

3 Research Design and Methodology 

This secti on of the paper deals with the research method, source of data, sampling size and 

sampling technique and procedures of data co llection employed in the study. 

3.1 Research Method 

Due to its appropriateness in describing such educational studies, a descriptive survey method 

Seyoum and Ayalew (1989,p.17) and Anderson (1990,p.37) was employed to reveal the 

current status of staff deve lopment activities in the preparatory schoo ls. 

3.2 Source of Data 

The data fo r the study was gathered from primary and secondary so urces .The combination of 

the primary and secondary inform at ion obtained from di fferent respondents and documents 

brought to light the current status of academic staff development practices. Primary data was 

co ll ected from teachers, vice-principals, principals, supervisors, and teachers and educational 

leaders ' development core process coordinators at the sub-c ity level. In gathering secondary 

data reliable and acceptable published and unpubli shed materials such as books,journals, 

yearl y reports and ed ucational abstracts whi ch have relevance to the study were reviewed. 

3.3 Sample Size and Sampling Techniques 

There are ten sub-c iti es and eleven government preparatory schools under city government of 

Add is Ababa. Among these five sub-cities were selected by simple random sampling 

techniques. Each sub-c ity of the sample has one preparatory schoo l. Then twenty fi ve percent 

of the teachers of each sample schoo l /a total of hundred and forty nine teachers/ were 

se lected by a stratified sampling technique in order to have respondents from each 

department. Fiftee n principa ls and vice- principals (three from each preparatory school) and 
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fifteen superv isors (three from each sub-city) and five teachers and educat iona l leaders' 

development core process coordinators (TELDCPCs), one from each sub-city, were 

se lected by purposive sampling tech nique. 

Table-3.oJ : Sample Distribution 

Principals I 
Supcl"V isors 

No. Sub-City 
Preparatory Teachers 

V.Principa ls 
I Tota l 

Schoo l N~ 1 49 TELDCPCs N~ 184 
N~ 1 5 

N~20 

I 
Add is 

Addis Ketema 25 3 4 32 
Ketema 

2 Arada Min il ik II 30 3 4 37 

3 Bole Bole 42 3 4 49 

4 Gulele Yekatit 12 37 3 4 34 

5 Yeka Dj. Wondirad 15 3 4 22 

3.4 Data Gathering Tools 

In order to obtain descriptive information on the current practice of academic staff 

deve lopment program questionnaires, observation and document analysis were employed as 

they were believed to be appropriate too ls to such a large sample size. The questionnaires 

conta ining both closed and open ended item questions were prepared in English language for 

the reason that all of the respondents use Engli sh as a med ium of instruction in preparatory 

schools. 

3.5 Proced u re of the Data Collection 

After going through the availab le related literature on the issues to be studied, the bas ic 

questions have been estab li shed . Questionna ires that serve the purpose of answering the 

bas ic questions were designed and pilot-tested fo r the purpose of identifying those terms and 

phrases that may ca use ambi guity and possible co nfus ion to respondents. Then making use of 

feedbacks obtained through the pi lot test rect ifi cation of some ambiguous questions, 

avo idance of e rrors re lated to language, ideas, etc. and enrich ment of the framed items were 
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made. Next, as the purpose o f th is stage confirms the appl ication of the instruments, fi rst 

contact was made with co ll eagues of the researcher in the sample schoo ls whi ch later 

facilitated the work o f di stributing and co llecting the questionnaire in the ir respective schoo ls. 

3.6 Methods of Data Analysis 

After go ing through the necessa ry stapes of coding of vari ables and feedin g in the computer 

with the data co ll ected analys is and interpretati on were made using SPSS (statistica l packages 

for socia l studies).To thi s end , descripti ve survey method and stati sti cal too ls such as 

percentage and frequency table were used to c lass ify the vari ables into their respective 

groups. Accordin gly, percentages and frequency counts were used to analyze character isti cs 

such as age, sex, ro le, and academic qualifications of the respondents and items with nominal 

nature. Mean scores, were used to identi fy whether there was agreement between the groups 

of respondents or not. 
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CHAPTER FOUR 

4 Presentations, Analysis and Interpretation of Data 

This chapter consists o f two parts. In . the first part the genera l characterist ics of the 

respondents-teachers, principals/vice-principals,supervi sors/teachers and ed ucati onal leaders 

deve lopment core process coordinators- involved in the study are discussed in terms of the ir 

sex, age, and academic qualifi cation. 

The second part deals with the presentati on, analys is and discuss ion of the maj or fi ndings 

underscored in li ght of the bas ic questions. In thi s part, the findings on needs assessment, sta ff 

deve lopment opportuniti es, typc of staff development programs, re levance o f staff 

development programs, organiz ing and coordinatin g staff development programs, eva luatin g 

staff development programs and major problems of staff development are analyzed based on 

the responses obtained from the three groups of respondents to answer the fo llowin g basic 

questions o f the stud y. 

I . To what extent are academ ic staff deye lopment programs conducted based on a 

result of needs assessment by preparatory schoo ls? 

2. What type of teach in g staff development programs is undertaken in preparatory 

schoo ls of Addis Ababa? 

3. How are preparatory schoo ls organi z ing and coordinating sta ff development 

programs? 

4. To what extent are the outcomes of staFf development programs evaluated by 

preparatory schoo ls? 

5. What major problems do schools face in conducting the sta ff development 

activiti es? 

As mentioned in chapter one, the research methodo logy emp loyed to reveal the findings is 

descriptive survey. In an alyz ing the findings, organization of the data co llected in frequency 

di stributi on tables, and worked percentages and mean scores, to look at inbuilt relati onship 

were used. Respondents were asked about fi ve categori es of questi ons to fill in the 

questi onnai re using fi ve step rating scale. Nevertheless, while analyzing the ir responses, it 

was not fo und easy to show clear picture of respondent's place. Consequentl y, the researcher 
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compi led all of the aforementioned five -class rating scale tab les into th ree-c lass rating sca le, 

so as to impartia lly show the respondents position. Thus, strongly agree and agree were given 

4, strongly di sagree and disagree 2, and undecided 3, 

4.1 Characteristics of the Respondents 

A tota l copy of 184 questionnaires were prepared and distributed to teachers, pri ncipals, vice­

pr incipa ls of se lected preparatory schools, supervi sors and Teachers and Educational Leaders 

Development Core Process Coord inators (TELDCPCs) of sub-c ity education offices, Out of 

the tota l number of questionna ires admin istered to these groups, 142 (95.3 percent) from 

teachers, fro m all pri ncipals / vice-principals and supervisors/ (TELDCPCs) were fi lled in and 

returned. 

Table-4,l : Respondents by Sex, Agc and Q ualifica tio n 

Teachers Principals/ Supervisor Total 
N= 142 Vice- - s/ N= I77 

principa ls TELDCPC 
Item N= 15 s 

N= 20 
F % F % F % F % 

I Sex I . Male 11 8 83. 1 14 93 ,3 17 85 .0 149 84.2 

2. Female 24 16.9 I 6.7 3 15.0 28 15.8 

2 Age 1.20-30 16 11.3 4 26.7 3 15,0 23 13.0 

2.3 1-40 35 24.6 I 6.7 5 25.0 41 23.2 

, 
4 1-50 53 37.3 3 20.0 10 50.0 66 37.3 0 

4. 5 1-60 38 26 ,8 7 46.7 2 10.0 47 26.6 

Qua li fication I . SA/SSc III 78 .2 13 86.7 12 60.0 136 76.8 

2. MAiMSc 3 1 2 1. 8 2 13.3 8 40.0 4 1 23.2 
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As tab le 4.1 item I depi cts, of the tota l 177 respondents, males count to an overwhelming 

maj ority 149 (84.2 percent), while females make up onl y 28 (15 .8 percent). Furthermore, of 

the tota l 20 supervisors and TELDCPCs, 2 ( 10 percent) were females and out of 15 principals 

and vice-principals onl y one was female. This indicates that females' participation in principal 

ship and headship posi tions is not worth mentionin g parti cul arl y at preparatory school and 

sub-city education office leve l. 

Response under item 2, revea led that 16 (1 1.3 percent) teachers, 4 (26.7 percent) 

princ ipa ls/v ice-principals, and three superv iso rslTELDC PCs were in the age group between 

20-30, while 35 (24.6 percent) teachers, one principal/vice-princ ipal, and 5 (25 .0 percent ) 

supervi sorslTELDC PCs went to the age group 3 1-40. Likewise 53 (37.3 percent) teachers, 

three principals/vice-principals, and 10 (50.0 percent) supervisorslTELDCPCs were in the age 

grou p 4 1-50, whereas 38 (26 .8 percent) teachers, 7 (46.7 percent) principals/vice-principals, 

and two superv isorslTELDCPCs were in the age group 5 1 - 60 .This shows that the majority 

o f the respondents were we ll experienced and matured enough to provide re liable in formation. 

Regard ing academic qualifications, item 3 (of the same table) shows that out of the total 

number of respondents, 136 (76.8 percent) had BA/BSc degree and 41 (23.2 percent) had 

MAiMSc degree. This impl ies that a ll of the respondents in genera l and teachers in parti cular 

had the required qua l i ficat ions to work at the ir particular level of career. 

4.2 Analysis and Intcrpl·ctation of Data 

Staff deve lopment need identificat ion should be the first phase of staff deve lopment process 

in whi ch defi c iency areas of staff members and organi zational constraints that negativel y 

affect sta ff members ' motivation, commitment and performance are identifi ed (Harries and 

Simone, 1994, p. 88) .The very cru cial issue that should be seen befo re attemptin g to design 

development program is asserti veness in the actual ex istence o f the need for training. Thus, 

the need to conduct needs assessment becomes vita l (Cowli ng and Mailer, 1998, p. 66, 

Be rn ardin, 2004, pp. 167-69). 
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Table-4.2: Whether Needs Assessment for Staff Development Programs are Conducted 

Teachers 
PrincipalslVice TELDCPCs 

Tota l 
Item N=142 

- principals / Supervisors 
N=I77 

N=15 N=20 
f %1 f % f % F % 

I Yes 101 71.1 14 93.3 16 80 181 74.0 

2 No 28 19.7 1 6.7 1 5 30 16.9 

3 Do not know 13 9.2 0 0 3 15 16 9.0 

In an attempt to investigate whether preparatory schoo ls conduct needs assessment or not, a 

question was posed to all groups of respondents as shown in table 4.2 above. Accordingly, 

101 (71.1 percent) teachers, 14 (93.3 percent) principals/v ice-principals, and 16 (80 percent) 

TELDCPCs / supervisors affirmed that their schoo ls identified staff development needs in 

advance. Conversely, 28 (19.7 percent) teachers, I (6.7 percent) principals/vice-principa ls, 

and I (5 percent) TELDCPCs / superv isors asserted that their respective schoo ls did not 

identify development needs. On the other hand, 13 (9.2 percent) teachers and 3 (IS percent) 

T ELDCPCs / supervisors replied as they did not know. Thus, based on the responses of the 

major ity of all groups of the tota l respondents, it seems logical to conclude that the 

preparatory schoo ls conducted needs assessment for staff development program in advance. 
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Tablc-4.3: Currcnt Practice of Needs Identification 

'D ... 
V> II 
U ;Z 
Cl... 

U'J ... U 
c:.:: II Ci 

Item t.J..1 , ;Z ...J c: :r: CJ..IU CJ..I 
'" U ... 

~ " - S:!~ 00 E -< - -
~ ! ~ g: ~! 
Mean Mean Mean 

'" (5 
f-

I Staff members were given the opportuni ty 2.01 2.43 2.72 2. 1 
to identify their own development needs 
irrespective of the ir pos ition 

2 Needs of each indiv idual were identi lied by 3. 14 3.5 3.44 3.2 
immed iate superv isors 

3 Top level managers, authoritative ly, determ ine 3.74 3.64 3.83 3.74 
development needs of the staff. 

4 Needs were identi lied through analys is of the 2.08 2.07 2.0 2.06 
culture, plan and objective of the school. 

5 Needs were identi lied through ana lysis of 3.22 3.86 3.33 3.3 
individuals work performance. 

6 Needs were identified through ana lys is of the 2.28 2. 14 2. 16 2.25 
know ledge, skill s, att itude, etc of each 
indi vidua l. 

As is depicted in table 4.3 , a ll groups of respondents were fu rther asked to indicate their leve l 

of agreement / di sagreement on the issues of 'who' conducted needs assessment and 'how' 'it 

was done usi ng live-step rat ing sca le. Nevertheless, while analyzi ng thei r responses, it was 

not found easy to show clear picture of respondent's place. Consequently, the researcher 

compiled a ll of th e aforementioned live-class rat ing sca le tables into three-c lass rating sca le, 

so as to imparti a ll y show th e respo ndents pos iti on. Thus, ' strongly agree ' and ' agree ' were 

given 4, 'strongly d isagree' and ' disagree' 2, and ' undecided ' 3. Moreover, when computing 

mean scores and tota l mean scores results com ing in between were converted to the nearest 

ones. Accordingly, points less than 2.5 - [2,2.5)- were changed to 2 (d isagree), greater than or 
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eq uals to 2.5 and less than 3.5 - [2.5,3.5) - to 3 (undec ided), and 3.5 up to 4 - [3.5, 4) - to 4 

(agree). 

Likewise, teachers, principa ls/vice-principals, and TELDCPCs / supervisors rated item 1-

'Staff members were given the opportuni ty to identi fy the ir own deve lopment needs 

irrespecti ve of the ir pos ition' - with mean scores 2.0 1, 2.43, and 2.72 respecti ve ly. Here all 

groups of respondents showed the ir di sagreement by rating the item quite below average. 

There fore, it is poss ibl e to conclude that sta ff members were not given the opportunity to 

identi fy the ir own deve lopment needs. 

As is seen in tab le 4.3, both groups of teachers and TELDCPCs / supervisors rated item 2-

'Needs were identifi ed by immediate supervisors' - with mean scores 3. 14 and 3.44 

respecti ve ly. Conversely, teachers rated the item with mean score 3.5. As the rati ng shown 

under item 2 revea ls, the majori ty of the total respondents rated with mean score 3.2 whi ch is 

al most an average and the sca le value indicates ' undec ided'. Hence, it is diffi cult to concl ude 

th at needs of each indi v idual were identified or not by immediate supervisors. However, as 

the sca le va lu e o f the mean sco re 3.5 (with whi ch principals / vice-principals rated the item) 

and supervisors' comments seen in some of the schoo ls' offi cia l docum ents reveal, it is li kely 

that immedi ate supervisors played a ro le in determining staff development programs. 

Rega rding the role played by top leve l managers, respondents were asked to give their 

opinion on what is stated under item 3 of the same tabl e .Accordingly, teachers, 

principa ls/vice-princ ipa ls, and TELDCPCs/supervisors rated the ir agreement with mean 

scores 3.74, 3.64, and 3.83 respectively. Unli ke the prev ious cases, a ll groups of respondents 

a ffi rm ed their agreement w ith this item, with rates of little/ no di fference we ll above average. 

Hence, it is likely that top level managers authoritativel y determine deve lopment needs of the 

staff. 

The next question as stated in item 4, was posed to investigate whether needs were ident ifi ed 

through ana lys is o f the cu lture, plan and objecti ve of the schoo l. Accord ingly, respondents of 

a ll groups gave responses. Teachers rated the item with mean scores 2.08, princ ipal s/v ice­

princ ipals w ith 2.07, and TELDCPCs / superv isors with 2.0. Here, all groups of respondents, 

incl udi ng princ ipa ls/vice-princ ipals that should be pr imarily accountable to the issue, with no 

s igni fica nt di fference, confirmed the ir disagreement with the item. Therefore, as per the 
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ratings seen, one coul d conc lude that needs were not identified through ana lys is o f the culture, 

plan and objective of the school. 

A ll groups of respondents were also asked whether needs were identified through ana lysis of 

indiv iduals work performance. Th us, teachers rated item 5 as 3.22, principa ls/vice-principals 

as 3.86, and TELDCPCs/superv isors as 3.33. What is stated under item 5 were largely duties 

and responsibi lit ies of principals/vice-principals to be discharged and it might be on thi s 

reason or lack of transparency in implementation that their rat ing significantly differed from 

the rest. Conversely the rema ining groups, which amount the larger major ity, rated little 

above average that makes the totalmeall score 2.25. Hence, it is fo und difficult to conclude as 

needs were identified or not in those ways . 

As per determining employee deve lopment need for future job, an eva luation of the individual 

employee's profic iency on each necessary ski ll dimension is compared with the pro ficiency 

leve l of agreed standard fo r each skill and then the result shows the ex isting discrepancy 

(Bernardin , 2004, p. 169; Schuler, & Huber, 1990, p. 374). 

In line with rhis, teachers, allli o th er respondents were req uested if nccds were identified 

through ana lys is of the know ledge, sk ills and att itude of each individual. Thus, principals / 

vice-principal s and TELDCPCs / supervisors rated item 6, with mean score 2.28, 2. 14, and 

2.16, respectively. Hence, as all groups' ratings ind icated, needs were not identified through 

analys is of the knowledge, ski lis and attitude of each individual. 

As regards to prioritiz ing identified needs of staff development respondents of all groups were 

provided with five commonl y considered facto rs (multiple response items) to rate their 

agreement/di sagreement on the degree of implementation. According ly, as the rat ing shown in 

item I of table 4.4 reveal s, 75 (52.8 percent) teachers, 5 (33.3 percent) principals/v ice­

princ ipals, and 12 (66.3 percent) TELDCPCs / supervi sors confirmed that their schools 

prioriti zed needs in li ght of its importance and urgency. Hence, the data under the item 

revealed, below 50 percent of principals / vice-princ ipals and we ll above 50 percent of both 

groups of teachers and TELDCPCs /supervi sors pos iti vely agree with the item. Even if there 

is sign ificant diFference between principals/vice-principals and the rest two groups of 
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respondents, as the later groups comprise the majority of the respondents, it seemed logical to 

conclud e that importance and urgency of the need was among the factors considered. 

Concernin g item 2 of the same table, 93 (65.5 percent) teachers, 12 (80 percent) 

principa ls/v ice-principals, and 14 (77.8 percent) TELDCPCs / sllpervisors indicated that 

availability of budget was the fa ctor considered in prioriti zing needs identified .Here, unlike 

the case in item I, th e majority o f all grOlips of respondents, ranging 65.5-80 percent 

positive ly agreed with the item. Based on this, one can conclude that availabi li ty of budget 

was above a ll the factors cons idered. 

On the other hand, in item 3, only 55 (38.7 percent) teachers, 4 (26.7 percent) principa ls/vice­

principa ls, and 8 (44.4 percent) TELDCPCs / supervisors claimed that trainees capability and 

leve l of mot ivation were cons idered. In item 4, only 22 (15 .5 percent) teachers, one 

princ ipal/vice-principa l, and on,e T ELDCPC / supervi sor rep lied that a ll needs were equa lly 

treated. Hence it is possib le to conc lude that primarily avai lability of budget and secondaril y 

importance and urgency of the need were factors cons idered in prioritiz ing identified needs. 

TabIe-4.4: Factors Considered in Prioritizing Identified Needs 

Principa Supcrviso Total 
Teachers Is/vicc- rs/ N= 177 

N= 142 principal TELDCP 
Item s Cs 

N= 15 N= 20 

f 0/0 f % f % F % 

I Importance and urgency of the need 75 52.S 5 33.3 12 66.3 92 52.6 

2 Ava ilabi li ty of budget 93 65.5 I SO.O 14 77.S II 68.0 
2 9 

3 Trainers capab ility and level of moti vation 55 3S.7 4 26.7 S 44.4 67 3S.3 

4 All needs were eq ually treated 22 15.5 t 6.7 I 5.6 24 13.7 

5 Others 3 1.7 0 0 0 0 3 1.7 

(Multip le response Items) 
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C lues to tra in ing needs may be obtained from individual employees or a group' s typical 

behavior identified by extracting information From primary sources such as: observation at 

place of work, exam inat ion of job sched ule, and clues about interpersonal re lat ions of the 

employees ; Interview with superiors and employees; Corporative studi es of good Vs poor 

emp loyees to identify differences, skill and training gaps; and personnel records (Monappa, 

and Saiyadain ,2003, pp. 184-1 85). In connection to thi s, table 4.5 (multiple response items) 

treats items re lated to ways of gatherin g inFormation to analyze staff development needs. 

Accord in gly, in item I, 39(27.8 percent) teachers, 3 (20 percent) pri ncipa ls/vice-principal s, 

and 8 (42. 1 percent) TELDCPCs / supervi sors who const itu ted quite below 50 percent of a ll 

groups asserted that their schoo ls made performance rev iewing to gather information. 

In item 2 of the same table, 25 (17.7 percent) teachers, 3 (20.3 percent) principals/vice­

principals, and 9 (47.4 percent) TELDCPCs / superv isors comprising few minorities of the 

total respondents, agreed that the schools conducted survey study to get information. 

In item 3, 80 (56.7 percent) teachers, 8 (53.3 percent) principals/v ice-princ ipals, and 9 (47.4 

percent) TELDCPCs / supervisors, constituti ng majority of the total respondents declared that 

the schoo l conducted group di scuss ion and obtained in formatio n. 

In item 4, 7 1 (50.4 percent) teachers, 3 (20 percent) principals / vice-principa ls, and 8 (47.4 

percent) TELDCPCs / supervi sors, cla imed that their schools made use of observation to 

co ll ect information about staff development needs . 

Therefore, as the majority of the total respondents agree, In analyzing staff development 

needs, information was gathered through group discussion. 
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Table-4.5: Methods Used to Assess Staff Development Needs 

TC~lchcrs Principals/vice Supcl"visors/ Tota l 

Item 
N= 141 principals TEDC PCs N= 175 

N= 15 N=19 
I' % f % f % f o/., 

I Perform ance revi ewing 39 27. 7 3 20.0 8 42.1 50 28.6 

2 Conducting survey 25 17.7 3 20.0 9 47.4 37 21.1 

3 Conducting group 80 56.7 8 53.3 9 47.4 97 55.4 

di scuss ion 

4 Observation 71 50.4 3 20.0 8 42. 1 82 46.9 

5 Others 3 2. 1 0 0 0 0 
, 

1.70 

(MultIple response Items) 

Concerning item two, 120 (85. 1 percenl) teachers 13 (86 .7 percent) principals/vice­

principals, and 17 (89.5 percent) T ELDCPCs/supervisors,(which constituted the larger 

majority o f th e tota l respondents of a ll groups) confirmed that task analysis was adopted 

whereas, 122 (86.5 percent) teachers, 13 (86.7 percent) princi pals/vice-principals, and 16 

(84.2 percent) TELDCPCs/supervisors,( comprising the largest majority of the tota l 

respondents) approved that the techn ique used was organizationa l analys is. 

To sum up, based on the agreement reached by the large majority (well above 80 percent of 

a ll groups of respondents), it seemed that the techniques used to assess staff development 

needs were organi zational analysis and task analys is. 

Table-4.6: Techniques Used to Assess Staff Development Needs 

Teachers 
Principals/vic Supervisors/ Total 

Item( N=J41 
e principals TELDCI'Cs N=175 

N=15 N= 19 
f % F % f % f % 

I Person analysis 59 41.8 4 26.7 10 52.6 73 41.7 

2 Task analys is 120 85.1 13 86.7 17 89.5 150 85.7 

3 Organi zational 122 86.5 13 86.7 16 84.2 151 86.3 
analys is 

(MultIple response Items) 
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Regarding items of tab le 4 .7, those respondents who cla imed that their respective schools did 

not cond uct needs assessment were further asked to ind icate the possib le reason/s behind it. 

Accordin gly, re lat ing to item one, 27 (96.42 percent) teachers, one principal/vice-principal, 

and one TELDCPC /superv isor, pointed out that lack of adequate budget was the reason for 

the schools not to make needs assessment. 

In re lation to item two, 28 (100 percent) teachers, one principals/vice-principals, and one 

TELDCPC/supervi sor, recogni zed absence of spec ia li sts to be the reason fo r absence of need 

assessment program. 

On the subj ect of item three, 3 ( 11.53 percent) teachers, and one TELDCPC/supervisor, 

asserted inadequate ski ll s of educational managers to be the reason for failing to conduct 

needs assessment. Unlike the previous three cases, item four- 'There are not such needs in the 

schoo l' -was rated as zero by a ll groups of respondents. 

About item five, 14 (50 percent) teachers, and one princi pal/v ice-principal, forwarded that no 

one in the ir schoo ls paid attention to the issue of need assessment. 

In concl us ion, as maj ority of the respondents who claimed that their respective schoo ls did not 

conduct needs assessment, absence of speciali sts and lack of adequate budget were the 

reasons for fa iling to conduct needs assessment. 

Table-4.7: Reasons for Failing to Conduct Needs Assessment 

Principals/v Supervisors Total 
Teachers ice / N~30 

Item N~28 principals TELDCPCs 
N~1 N~1 

f % f % f % f % 

I Lack of adequate budget 27 96.4 1 100 1 100 29 96.6 
2 7 

2 Absence of speciali sts 28 100 1 100 1 100 30 100 
3 Inadequate skills of 3 11.5 0 0 1 100 4 31.3 

ed ucational managers 3 
4 There are no such needs in 0 0 0 0 0 0 0 0 

the schoo l 
5 No one paid attention to it 14 50 1 100 0 0 15 50 

(Mldtlple response Items) 
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In tabl e 4.8: items re lated to avai labili ty o f staff devel opment opportu nit ies were treated. In 

view of that, respondents were asked whether they have attended staff development programs 

in the past fOll r years 0 1' not. Hence, 11 2 (78.9 percent) teachers, 13 (86.47 percent) principa ls 

/ v ice-principa ls, and 14 (70 percent) TELDCPCs / supervisors confirm ed that they have 

attended staff development program in the past four years. Conversely, 30 (21. 1 percent) 

teachers, two princ ipa ls/vice-principals, and 6 (30 percent) TELDCPCs / supervisors dec lared 

that they have n't been to staff development program. Therefore, as pel' majority of the tota l 

respondents, it's worth concl uding that staff deve lopment opportun ities had been ava ilable . 

Table-4.8 : Whether Staff Development Opportunities are Provided 

Teachers Principa ls/V Superv isor Tota l 
lce- slTELDCP 

N~ 1 42 
principa ls Cs 

N~ I 77 

Item 
N~ 15 N~20 

F % f % f % F % 

I Yes 11 2 78.9 13 86.7 14 70.0 139 78.5 

2 No 30 2 1.1 2 13.3 6 30.0 38 21.5 

In tab le 4 .9, those respondents who have attended staff development program were further 

asked regarding the organi zation (s) who had designed the development program. 

Consequently, 5 1(45.5 percent) teachers, 9 (69.2 percent) principa ls/v ice-principals and 3 

(2 1.4 percent) TELDCPCs / superv isors declared that the programs were prepared by the 

schoo l. Here, the percent between the groups of respondents exhibited significant differences 

and hence difficult to draw conclusion. However, as the total respondents favoring this item is 

below 50 percent one may possibly conclude that the schoo ls did not prepare the programs. 

Regard ing item two, 85 (75.9 percent) teachers, 12 (92.3 percent) pri ncipa ls/vice-principals 

and 12 (85.7 percent) TELDCPCs/superv isors that make the large majority of all groups o f 

respondents witnessed as the sub-c ity prepared the programs. 
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As to item three of the same tab le 69 (6 1.6 percent) teachers, al l principals/vice-principals and 

7 (50 percent) TELDCPCs/superv isors, that amount 64 percent of the total respondents, 

affirmed that City government of AA BOE prepared th e staff development programs. 

In conn ection to item four, 3 1 (27.7 percent) teachers, 8 (6 1.5 percent) principa ls/vice-, 
principals and 4 (28.6 percent) TELDCPCs/superv isors, constituting few minorities, po inted 

out that they were designed and prepared by NGOs. It may therefore be poss ible to conclude 

that the sub-c ity tra ining and deve lopment office and City Government o f AABOE prepared 

the staff deve lopment programs. 

Table-4.9: Respo nsib le Organizatiolls for the Staff Development Programs Cond ucted 

Teachers Principals/ Supervisors/ Total 

Vice- TELDCPCs 
N=112 principals N= 139 

Item N= 14 

N=13 

F % f %, f % f % 

1 T he school 51 45.5 9 69.2 3 21.4 63 45.3 

2 T he sub-city tra ining and 85 75.9 12 92.3 12 85.7 10 78.4 

development office 9 

3 City government of AABOE 69 61.6 13 100 7 50 89 64.0 

4 NGOs 31 27.7 8 61.5 4 28.6 43 30.9 

5 Others 0 0 0 0 0 0 0 0.0 

(Multiple response Items) 

Simi lar to the case in table 4.9, in tabl e 4. 10, those who cla imed that they have attended staff 

development programs in the past four years were further asked to speci fy the types of the 

programs attended. Accordingl y, quite majo rity (85 percent) of the tota l respondents replied 

that they had a chance to attend short term training, seminars, and panel di scussion; wh ile few 

minoriti es (1.2-4.6 percent) indicated that they have attended hi gher education institution and 

di stance ed ucation programs. 

43 



Table-4.10: Typc of Staff Development Prog rams Attcndcd 

:Ii - Il:: 
en U ... a-

U '" 
U - , Il:: ~ -< ...., - ~ 

en ~ ~ 0 ... E-< .... 
Item -< en - ... U ~ en ~ 0 .J!: ~ Il:: II Il:: -< ;:: -t E-< E-< ~ Z il< il< en > 

F % F % f % f % 

I Short term training, sem inars, and 109 97.3 13 100 14 100 136 97.8 
panel di scuss ion 

2 Atta ining higher ed ucation institution 5 4.5 I 7.7 0 0 6 4.3 

3 Distance educat ion program I 0.9 - - - - I 0.7 

4 Others 2 1.8 - - - - 2 1.4 

Moreover, in an attempt to investigate whether the programs attended were relevant or not, a 

question was posed. Consequently, as table I I depicts, majority of the respondents of all 

groups, 90- 100 percent, replied positively. Conversel y, the remaining few minority (14.7 

percent) of the tota l respondents replied as they were not relevant to the job. Hence, it seems 

logical to conc lude that the sta ff development programs attended were relevant to the job. 

Tablc-4.11: Whether Staff Dcvclopment Programs Attended are Relevant 

Principals/vic 
Supcrvisors 

Teachers ITELDCPC TOTAL 
N=112 

e- principals 
s N=139 

Itcm N=13 
N=14 

f 
% F % f % f % 

1 
101 

90.2 13 100 12 
Ycs 14 100 

8 
92.1 

2 No 11 
9.8 0 0.0 0 0.0 11 7.9 

As ind icated in table 4. 12 be low, types of staff development programs were listed and 

respondents were asked to rate thei r accessibi li ty to the staff. Accordingly, majority of the 

respondents o f al l groups, with no significant difference, rated item I-access to upgrade 

qualifi cation through extension classes, di stance and in-serv ice programs with mean scores, 
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2.04-2.69. I-ience, as per the ratings, the staffs had no access to upgrade their qualificati on 

through those ways. 

Regardin g item 2- ' staffs' access to update themselves usi ng in formation obtained through 

internet and/or latest references ' - of the same tab le, teachers, princ ipal s/vice-principals and 

T ELDC PCs/s upervisors rated the access to internet with mean scores 3.68, 3.7 and 4 

respectivel y whi le the access to latest references with mean scores 3. 12, 3.53 , and 3.3 

respectively. AS the data revealed the ratings the first are quite above average conversely in 

the later the tota l mean sco re is just above average. Accord ing to the responses, obtained, one 

could conc lude that teachers had opportunities to update themselves by obtaining information 

through internet rather than latest re ferences. 

New staff members were introduced to schoo l commun ity and school cond itions, oriented 

about polic ies and strategies. Mentors helped mentees to promote their personal and 

professional we ll be ing and novi ce teachers had the opportun ity to be assisted by ski lled and 

committed coaches. 

45 



Table -4.12: The Degree of Access to Types of Staff Development Programs 

PRINCIP SUPERV 

TEACHE ALS/VIC ISORS/ r-
r-

RS E- TELDCP -II 
Item PRINCIP Cs. 

;z: 
:: N=142 

ALS '" " N=20 ~ 
N = l, 'i 

MEAN MEAN MEAN -0 
<-

Upgrading qualification through: 
2.62 3.13 2.90 2.69 

i. Dista nce program. 

I 
II . summer In- service programs 2.49 2.53 2.40 2.48 

Iii .Extension class 2.03 2.0 2.1 2.04 

updating uSIll g 
3.68 3.73 4.00 3.72 

2 I. Internet 

i i. Latest references 3.12 3.53 3.30 3.18 

Induction: 

i. introduction about schoo l 3.94 4.00 3.95 3.94 

community and conditions 
3 

Ii .orie ntati on about po l icies and strategies 3.97 4.00 3.95 3.98 

Iii. orientation about Professional ethics 3.31 3.73 3.30 3.36 

4 
Mentors' help to promote persona l and 

3.70 3.73 4.00 3.73 
professional we ll bei ng. 

5 
Ass istance of sk illed and comm itted 

3.51 3.80 3.60 3.55 
coaches 

As tab le 4. 13 depi cts below, list of common practices observed in staff development programs 

were gea red up and given to respondents to rate their extent of agreement/disagreement. 

According ly, teachers, principa ls/vice-princi pa ls and TELDCPCs/ supervi sors rated item I 

with mean scores 3.2, 3.53, and 3.25 respecti ve ly .As the rat ings naked, principals/vice­

principa ls, minority of th e tota l respondents, confirmed the ir agreement. Wh ile, the remaining 

groups, the large majority, with no s ign ifi cant d ifference fai led to decide .Thus, with a total 
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mean score 3.22, difficult to wind up as whether or not senior teachers he lped nov ice teachers 

to design development plans. 

Regard ing item 2 of the same tab le, like the prev ious case, principals/vice-principa ls agreed 

by ratin g the item with mean score 3.67. Whil e teachers, and TELDCPCs/ supervisors, which 

make the larger majority, fa iled to decide about the item rating with mean scores 3.23 and 

3.45 respecti vely. Hence, according to the majority of the tota l respondents it could be 

difficu lt to conclude th at whether or not Novice teachers didn 't have the opportunity to 

observe c lasses of model teachers. 

As regard s to item 3 of table 4. 13 a ll groups of respondents rated their degree of agreement 

with tota l mean score 3.8, which is well above average. Therefore it seems poss ible to 

conclude as there were developmenta ll y ori ented re lat ionsh ip between mentor and mentee. 

Concernin g item 4 of the same table, the tota l respondents of all groups showed thei r 

agreement with tota l mean score 3.65. As the rating is in the range of agreement one can 

conclude that coaching he lped nov ice teachers to so lve the ir problems and/or perform tasks 

better than they wou ld do it otherwise. 

In connecting to item 5 of tabl e 4.13 , teachers, principals/v ice-princ ipal s and TELDCPCs/ 

supervisors rated their agreement wi th mean scores 3.54, 3.53, and 3.7 respectively which are 

a ll above average .Thus, it can be said that coaching had en hanced energy and/or job 

satisfaction. 

Regardin g item 6 of tab le 4 .1 3, teachers rated with mean score 3. 15 whi ch is in the range of 

undecided, whi le principal s/vice-principals and TELDCPCs/ supervi sors rated their 

agreement with mean scores 3.67 and 4 respecti ve ly. As the total mean score goes down to 

3.22 it is fo und diffi cult to draw conclusion whether staffs had chance to share experiences 

with staff members of neighboring schools or not. 
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Table-4.13: Responses of Research Participants on Perceived Effectiveness of Staff 
Development Activities 

TEACHE PRINC I!> SUPERVI 
RS ALSIVIC- SORI 
N=142 PRINCIP TELDC]> = eo 

ALS Cs " Item 
N=15 N=20 

::; 
OJ -0 
f-

Mean Mean Mean 

Senior teachers helped novIce teachers to 3.20 3.53 3.25 3.23 
design deve lopment plans. 

Novice teachers had the opportunity to 3.23 3.67 3.45 3.29 
observe classes of model teachers. 
There existed developmentall y oriented 3.77 3.87 4.00 3.80 

relationship between mentor and mentee. 

Coaching helped novIce teachers to so lve 3.57 3.73 3.85 3.65 

their problems and/or perform tasks better 

than they wou ld do it o therwise. 

Coaching had enhanced energy and/or job 3.54 3.53 3.70 3.55 

satisfaction. 

Staffs had chance to share experi ences with 3. 15 3.67 4.00 3.22 

staff mem bers of neighboring schools 

As table 4.14 depicts below, li st of activities that quite often go with organi zing and coordinating 

staff development programs were prepared and given to respondents to rate their ex tent of 

agreement/disagreement III light of thei r respective schools. Accordingly, teachers, 

principals/vice-principals and TELDCPCs/ supervisors rated item 1 with mean scores 3.8, 3.8, 

and 3.85 respective ly. As the ratings revealed , majority of the tota l respondents affirmed their 

agreement with no significant di ffere nce. Hence, it is likely that staff mem bers were aware of the 

program, its contents and the overall objectives. 
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Regarding item 2 of the same table, teachers, principals/vice-principals and TELDCPCs/ 

superviso rs rated their agreement wi th mean scores 3.7, 3.4, and 3.85 respecti ve ly. As is seen in 

the mean scores, principals/vice-pri nc ipals, minority of the total respondents, unlike others rated 

the item a little above average, however, the remaining groups which make the larger majority 

rated it we ll above average .Therefore, it can be concluded that Staff members coordinated the 

staff development project 

Concern ing item 3 of table 4.14, teachers, principals/v ice-principals and TELDCPCs/ supervisors 

rated wi th tota l mean score 2.6 1. As per the rating staff development programs didn't operate 

according to time tab les. 

In corUJection to item 4 of the same table, all groups of respondents were asked whether 

procedures were determined for participation and involvement of all staffs- in the assessment of 

needs; Identification and selection of objectives; Selection of training types and/or location; 

Identification of training contents; and Evaluation of staff deve lopment program .Accordingly, 

maj ority of the respondents rated the activities with tota l mean scores, 2.5 - 2.63, below average. 

Based on the responses obtained, it seems logica l to conclude that procedures were not 

determined fo r participation and involvement of all staffs. 

Regarding item 5 of table 4.14, teachers, principals/vice-principals and TELDCPCs/ supervi sors 

rated with tota l mean scores 3.93 , 3.77 and 3.85 respective ly which is closer to the max imum 

expected va lue. Hence, as per the agreement reached with no significant difference, it can be said 

that a communication network for the dissemination and collection of data and information were 

developed. 
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Table-4.14: Researcb Participants' Response on C urrent Practice of Organizing and 
Coord inating Staff Development Activities 

TEAC PRTNC] SUPERV] 
HERS PALSN SOR/TEL TOT 
N=142 ICE- DCPCs AL 

Item PRTNCI N=20 
PAL. MEA 
N= 15 N 

MEAN MEAN MEAN 

1 Staff members were aware of tbe program, its 
3.80 3.80 3.85 3.80 

contents and the overa ll objectives. 

2 Staff members coordinated the staff development 
3.70 3.40 3.85 3.69 

project. 

3 Staff development program s operate according to 
2.53 3.33 2.60 2.61 

time tables 

4 Procedures are determined for participation and 

involvement of all staffs in the: 2. 59 3.33 2.45 2.63 
i. assessment of needs; 

ii . identification and se lection of objectives 2.60 3.27 2.35 2.62 

iii. selection of training types and/or location; 2.62 3.00 2.35 2.62 

iv. identification of training contents; 2.53 3.00 2.40 2.55 

v. evaluation of staff development program. 2.49 2.73 2.40 2.50 

5 A communicaiion network for the di ssem ination 

and collection of data and information are 3.77 3.93 3.85 3.79 

developed 

6 Resources are identified in the following areas: 

a) Materials input (read ing materials, writing 3.67 3.86 3.75 3.70 

materials, etc 

2.42 3.07 2.55 2.49 
b) Allocation of fu nds 
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On the subject of resources, all groups of respondents were asked to rate their extent of 

agreement/disagreement as stated under item 6 (a , b) of the same table . Accordingly, the total 

respondents of all groups rating with a tota l mean score of 3.7 confirmed that resources were 

identified in the area of materials input. Conversel y, the same groups of respondents, rating item 

6 .b with tota l mean score 2.49, quite below average, claimed that there was no allocation of 

funds in resource identification. 

Evaluative process should contribute to the related staff development competencies and program 

improvement efforts, that is, to a more effective diagnos is of individuals and program elements, 

and to an improved credibility and accountability (Bishop, p. 174). Eva luation relates to all 

aspects of the staff development process and can inform continuous program improvement and 

accountability efforts by staff from education offices, the school and professional development 

agencies . Staff development evaluation, like staff development, is a fundamental organizational 

process which can have a sound effect on schools and their ability to attain their desired 

outcomes (Duke and Corno, in Dillon- Peterson, 1981 , pp. 93-111). 

[n order to investi gate whether the schools eva luated outcomes of staff development programs or 

not, questions were posed as shown in tab le 4. 15. Accordingly, 107 (75.5 percent) of teachers, 

10(66.7 percent of principals/vice-principals, and 15(75 percent) of TELDCPCs/sllpervisors 

confi rmed that their schools evaluated the outcomes of staff development programs ;conversely, 

25(17.6 percent) of teachers 2(1 3.3 percent of principals/vice-principals, and 3 (15 percent) of 

TELDCPCs/supervisors, declared that their schools did not evaluate while 10(7 percent) of 

teachers, 3(20 percent of principals/vice-principal s, and 2(10 percent) ofTELDCPCs/supervisors, 

replied as they did not know. Based on the responses of the majority it is possible to draw a 

conclusion as the schools had some mechanisms to eva luate the outcomes of staff development 

programs. 
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Table-4.1S: Whether Staff Development Progl'am are Evaluated 

TEACHERS PRINCIPAL 
SUPERVISO 

TOTAL 
SIVICE-
PRINCIPAL 

RS/ 

N=142 S 
TELDCPCs 

Item N=I77 

N=IS 
N=20 

% 
F % F % 

f % 
F 

1 Yes 107 75.5 10 66.7 15 75.0 132 74.6 

2 No 25 17.6 2 13.3 3 15.0 30 16.9 

3 Don't know 10 7.0 3 20.0 2 10.0 15 8.5 

In table 4.16, those respondents who have affirmed that their respective schools evaluated staff 

development needs were further asked about ten questions that test its implementation. 

Accordingly, item I was rated with mean scores 3.53 by teachers 4.0 by principals/vice-

principals, and 3.56 by TELDCPCs/sllpervisors. Hence as the majority of all groups' 

respondents agreed the schools had determined time fo r completing the evaluation program. 

While evaluating certain staff development program , specifying the timing and frequency of 

reporting is indispensable. In thi s respect, respondents were asked to rate their degree of 

agreement / di sagreement as stated in item 2. As a result, teachers, principals/vice-principals, and 

TELDCPCs/supervisors agreed with mean scores 3.5, 3.7 and 3.6, respectively. As per the rating 

seen, one could conclude that the timing and frequency of reporting was specified. 

For successfl.i1 attainment of staff development evaluation, consensus has to be obtained by staff 

members on the necessary eva luation proced.ure. Because, evaluation plans that are well accepted 

by staff members are more li ke ly to be implemented as everyone puts better effort developing 

sense of belongingness. Regarding this respondents were asked to rate their agreement. In view 

of that, teachers, principals/ vice-principals, and TELDCPCs / supervisors rated with mean scores 

3.2, 3.7 and 3.4 that makes a total mean score 3.4. Thus, it is not known whether or not 

Consensus was obtained on the necessary evaluation procedure. 
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The study also tested whether in fo rmation sources were identified to implement staff 

deve lopment eva luation or not. The ratings of the tlu·ee groups, as shown in table 16 below, were 

qui te closer to the maximum thereby indicating as information sources were identified. 

The sixth item in the same table was raised to examine if the school had kept records of all 

courses, seminars, confe rences, etc attended by each employee. Accordingly, teachers, 

principals/vice-principals, and TELDCPCs/supervisors rated their agreement with mean scores 

3.2, 3.9 and 3. 1 respective ly. As is seen in the magnitude of the mean scores, both groups of 

teachers and TELDCPCs/supervisors rated the item with mean scores just above average, 

converse ly, Principals/v ice-principals rated it well above ave rage. This may indicate that the later 

group is closer to such acti vi ties. 

As stated in item 7, respondents were asked whether or not departments made discussion after 

completion of certain staff development program. Accordingly, all groups rated the item with 

mean scores ranging 2.2-2.4. As per the responses obtained, it seems logical to conclude that 

each department did not hold discuss ions with individuals after having completed a staff 

development program. 

Under table 4. 16 in item 8, respondents were asked whether or not their respective schools had a 

formal assessment format to get feedback from individuals. Accordingly, both groups of teachers, 

TELDCPCs/supervisors, constituting the larger majority, rated their agreement just above neutral 

as 3. 1 and 3.2. Conversely principa ls/vice-princ ipals, few minorities, rated their agreement well 

above average with mean score 3.7. Yet, the total mean score went down to 3.1 , which is in the 

rate of undec ided. Hence it is difficult to draw conclusion on the item stated 
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Table-4.16: Responses of Research Participants on Activities of Evaluation of Staff 

Development Programs Undertaken 

~ ~~ ~ 
...... U 

...... U >- ~ 
:Ii ...... ~ __ U U ...... U U II'l zC Z ~(f)~ " Item < - oj - s;:~ ...... ~~...;j ., 
~(f)1I ~ :;:JO~ ::2 E-<~Z ~< , ~ (f)(f)E-< 

OJ 
Mean Mean Mean -0 

f--. 

The time for completing the evaluation program is 3.53 4.00 3.56 3.57 
I 

determined. 

2 The timing and frequency of reporting is specified. 3.49 3.70 3.61 3.52 

" The school identifies the reporting audience 3.47 4.00 3.61 3.53 J 

Consensus on the necessary evaluation procedure 3.15 3.70 3.5 3.23 
4 

is obtained. 

5 · Information sources are identified. 3.67 3.90 3.61 3.68 

· The school keeps records of all courses, seminars, 3.22 3.90 3.06 3.10 
6 

conferences, etc attended by each employee 

· Each department holds discussions with 2.16 2.4 2.39 2.2 
7 individuals after having completed a staff 

development program. 

· The school has a formal assessment format to get 3.13 3.70 3.22 3.18 
8 

feedback from individuals. 

· The school has a scheme by which the outcome 3.06 3.70 3.22 3.13 
9 of the effect of staff development program is 

evaluated. 

1 Staff development evaluation is checked whether 2.26 2.2 2.33 2.27 

0 or not it had served the purpose. 

The study farther inquired participants about the presence of a scheme to evaluate effects of staff 

development program . Concerning this, teachers, principals/vice-principals, and 

TELDCPCs/supervisors rated item 9 of table 16 with mean scores 3, 3.7 and 3.2 respectively . As 

is seen in the ratings, the two groups other than principals/vice-principals rated it a little above 

neutral and the total mean score of the three groups is 3.1. Based on this, it is found difficult to 

conclude whether or not the school had a scheme by which the outcome of the effect of staff 

development program was evaluated. 
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In item 10 of the same table, the reaction observed revealed that all groups of respondents with 

no significant difference rated the item with a total mean score of 2.3 which is quite below 

average. Hence, it is likely that staff development evaluation was not checked whether it had 

served the purpose or not. 

In table 4.17, respondents were asked whether or not their respective schools faced Impeding 

problems in preparing and practicing staff development activities. Accordingly, 96(69.1 percent) 

teachers, 13 (92.9 percent) principals/vice-principals, and 10 (50 percent) 

TELDCPCs/supervisors indicated that the schools faced problems. Conversely, 42(30.2 percent) 

teachers , one principal/vice-principal, and 9 (45.0 percent) TELDCPCs /supervisors declared that 

their schools did not face problems; and 1.2 percent of the total respondents did not know 

whether the schools faced the problems or not. Hence, it seems rational to conclude that the 

schools had some impending problems. 

Table-4.17: Whether there are Problems in Implementing Staff Development Programs 

TEACHERS I)RINCIPALS 
SUPERVISOR! 

TOTAL 
N= 13.9 /VICE 

TELDCPCs 
N=173 

PRINCIPALS 
N=20 

Item 
N= 14 

F % F % 
f % 

F % 
1 Yes 96 69.1 13. 92.9 10 50.0 119 68.8 

2 No 42 30.2 1 7.1 9 45.0 52 30.1 

3 Don't know 1 0.7 0 0.0 1 5.0 2 1.2 

Table 4.18 deals with a set of multiple response questions focusing on the major problems 

encountered regarding staff development. Here, those respondents who affirmed the presence of 

impeding problems were further provided with a list of problems to be rated as follows; 
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4 

5 

Tablc-4.18: Problems Staff Devclopment Programs Implemcntation Encountered 

PRINCIPALS 
SUPERVISORS 

TOTAL 
TEACHERS !VICE-

/ TELDCPCs 
N=176 

Item N= 141 PRINCIPAL 
N= 15 

N=20 

F % F % f % f % 
Absence of qualified 

63 
44.7 11 73.3 8 40.0 82 46.6 

personnel over the area 
Lack of budget 

93 
66.0 14 80.0 5 25.0 112 63.6 

Negli gence of top 
management 

68 
48.2 11 73.3 2 10.0 81 46.0 

Staff development 94.3 10 66.7 17 85.0 160 90.9 
program is not considered 

133 
in the strategic plans of the 
school 
Others 

3 
2.1 0 0 0 0.0 3 1.7 

(Multiple response Items) 

For that reason, 46.6 percent of total respondents (small minority) compnsmg of 63 (44.7 

percent) teachers, II (73.3 percent) principals/v ice-principals, and 8 (40 percent) 

TELDCPCs/supervisors indicated the problem to be absence of qualified personnel over the area. 

63 percent of the total respondents (large majority) comprising of93(66 percent) teachers, 14 (80 

percent) principals/vice-principals, and 5 (25 percent) TELDCPCs / supervisors claimed the 

problem to be lack of budget. 

46 percent of the total respondents (small minority) comprising of 68 (48.2 percent) teachers , 

11(73.3 percent) principals/vice-principals, and two TELDCPCs/ supervisors identified the 

problem to be negligence of top management. 

90.9 percent of the total respondents (large majority) comprising of 133 (94.3 percent) teachers, 

10 (66.7 percent) principals/vice-principals, and 17 (85 percent) TELDCPCs / supervisors replied 

that the strategic plans of the school did not consider the Staff development program . 
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To sum up, based on the majority of the total respondents, it seems log ica l to concluded as the 

major prob lems in preparing and implementing staff development program were lack of budget 

and failure of the strategic plans o f the schools to consider the program. 

57 



CHAPTER FIVE 

5. Summary, Conclusions and Recommendations 

Currently, diffe rent development programs, such as TDP (Teachers Development Program), SIP 

(School Improvement Program), ICT (Info rmation Communication Technology),CD(Curri culum 

Deve lopment), Leadership, Civics and Ethical Education, Induction and Mentoring which are 

related to the education packages are popular in schools. Resources, both time and money, are 

invested in designing and implementing staff development programs. However, it is apparent that 

the practice has been challenged by diffe rent problems. The intention of this study was, therefore, 

to investigate the practices that have been carried out by selected goverrunent preparatory schools 

in Addis Ababa and then to assess those problems affecting them so as to propose some doable 

alternati ves of tackling them . To this effect, the summary, conclusion and recommendations are 

forwarded based on the findings obtained in light of the following basic questions of the study. 

I. To what extent are academic staff deve lopment programs conducted based on a 

resul t of needs assessment by preparatory schools? 

2. What type of teaching staff development programs IS undertaken III preparatory 

schools of Addis Ababa? 

3. How are preparatory schools orgamzll1g and coord inating staff development 

programs? 

4. To what extent are the outcomes of staff development programs evaluated by 

preparatory schools? 

S. What major problems do schools face In conducting the staff deve lopment 

activities? 

5.1. Summary 

Regarding the sample size, there are ten sub-city education and training offi ces and eleven 

government preparatory schools under the City Government of Addis Ababa. Among these, fi ve 

sub-cities were se lected by simple random sampl ing techniques. Each sub-city has one 

preparatory school. Then, 149 teachers, IS principals Ivice principa ls and 5 teachers and 
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educational leaders development core process coordinators ITELDCPCsl were selected by 

stratified and purposive sampling techniques respectively. Moreover, questionnaires, observation 

and document analys is were used as instruments of data collection and descriptive research 

method was employed in the study. 

5. 1. 1. General Characteristics of Respondents 

I . Females' proportion in the academic staff of the schools under study, both in classroom 

teaching and educational leadership was very low .[n general , of the total 177 respondents, males 

account for an overwhelming majority, 149 (84.2 percent) , but females make up only 28(15.8 

percent). Of the tota l 20 supervisors and TELDCPCs, 2 (10 percent) were females and out of 15 

principals and vice-principals only 1(6.67 percent) was female. 

2. All of the respondents in general, and teachers in particular, had the required qualifications to 

work at each level of their respective occupation. Out of the total respondents, 136 had BA/BSc 

degrees and 41 had MA/MSc degrees. Besides, 87.1 percent of the total respondents are above 31 

yea rs of age. 

5.1.2. Need Assessment for Staff Development 

The schools understudy conducted need assessment for staff deve lopment program. However, the 

findings of thi s study reveal that needs were not identified through analysis of individua ls work 

performance, and analysis of the culture, plan, and objective of the schools. Besides this, 

information was gathered tlu·ough group discussion only. In the worst case scenario, top level 

managers authoritatively determined development needs of the staff. 

5. 1.3. Type of Staff Development Programs Attended 

Short term trainings, seminars, and panel discussions were the types of staff development 

programs attended in which new staff members were introduced to school community and 

school cond itions, and oriented about policies and strategies. Mentors he lped mentees to promote 

their personal and professional well-being. 
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5.1.4. Organizing and Coordinati ng Staff Deve lopment Activi ties 

Staff members were aware of the program, its contents and the overall· objectives. However, 

staff development programs were not operating according to time tables and procedures were not 

determined for participation and invo lvement of all staffs in the assessment of needs, 

identification and selection of objectives, se lection of training types and/or · location, 

identification of training contents, and eva luation of staff development program . Besides these, 

resources were onl y identified in the area of materials input -reading materials, writing materials, 

etc, 

5. 1.5. Eva luation of Staff Development Programs 

The schools had some mechanisms to eva luate the outcomes of staff development programs. The 

time for completing the evaluation program was determined; the timing and frequency of 

reporting were specified; the school identified the reporting aud ience; and information sources 

were specified. Nevertheless, each department didn't hold di scussions with individuals after 

having completed a staff development program and staff development evaluation wasn't checked 

whether it had or not se rved the purpose. 

5.1.6. Major Problems of Staff Development Activities 

Major problems encountered in preparing and implementing staff development program were 

lack of budget and the schools did not consider the staff development program in their strategic 

plans. 

5.2. Conclusion 

Based on the foregoing major findings of the study the fo llowing conclusions were drawn with 

respect to the basic questions of the study. 

5.2.1. To what extent are academic staff deve lopment programs conducted based on a 

of needs assessment by preparatory schools? 
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For a staff deve lopment program to serve its pnme miSSIOn, it requires a pertinent, need­

oriented, we ll -founded, and organized instructional program together with staff members' 

invo lvement, consensus, and commitment (Howey, 1974, p. 20).As thi s study reveals the 

practices in the schools understudy, the process of need identification was not participatory and 

ri gorous in its nature . Worse than this was top leve l managers' authoritative determination of 

needs .Hence academic staff development programs are not conducted based on a result of need 

assessment. 

5.2.2. What type of teaching staff development programs is undertaken in preparatory schools of 

Addis Ababa? 

a) The type of staff development programs was limited to short term training, seminars, and panel 

discussion. This implies that the programs were not meant to serve long- lasting problems of 

educational quality . Therefo re, however these programs have some roles to play, the problems 

might recur. 

b) Professional development is taken as one of the most reliable means to teacher motivation and 

school improvement (Frase & Conley, 1994, p. 56). Nevertheless, as the find ings in thi s stud y 

revealed, teachers had no access to upgrade their qualification through extension classes, distance 

and in-service program s. This might result in di ssatisfaction and poor performance that will affect 

the goal of teacher' s development program and the quality of education aspired. 

c) The findings also asserted that induction programs were effective. Apparently, thi s might 

result from the criterion enforcing both senior teachers/mentors and novice-teachers/mentee to 

pass through the program if they are to get promotion in the career ladder. 

5.2.3. How are preparatory schools organizing and coordinating staff development programs? 

As shown in the findings , teachers were aware of the program and its contents. However, the 

programs were not operating according to the time table; procedures were not determined for 

participation and invo lvement of all staffs in the assessment of needs; identification and se lection 

of objectives, training types , and contents; and eva luation of staff development programs. In 

effect such scenario may have adverse consequences both on the part of the teachers and the 

school itself. It contributes to lowering the interest of teachers to attend the program which might 
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finally end up 111 physical withdrawal orland ma~ take students time thereby affecting portion 

coverage and quality of education outcome. From this, it is possible to cpnclude as the programs 

were poorl y o rganized and coordinated . 

5.2.4. To what extent are the outcomes of staff development programs evaluated by preparatory 

schools? 

The findings revealed that the schools had some mechanisms to evaluate the outcomes of staff 

development program s. The time for completing the evaluation program, frequency of reporting 

results, the reporting audience and information sources were specified. But staff development 

eva luation wasn't checked whether it had served the purpose or not. This implies that schools 

evaluated staff development programs for the sake of eva luation and not to make use of the 

results. 

5. What major problems do schools face in conducting the staff development acti vi ties? 

The find ings of the study a lso indicated that major problems in preparing and implementing staff 

development program were lack of budget and failure of the schools' strategic plan to consider 

staff development plan. This implies that the schools hardly achieved the stated goal. 

5.3. Recommendations 

Based on the findings of the study and the conclusions drawn the fo llowing recommendations are 

forwarded to improve staff development programs in preparatory schools in Addis Ababa. 

5.3. 1. It is said that identifying a problem is half way towards the solution. Staff development 

programs better serve their required purposes only if they are launched on the basis of adequately 

assessed needs. Moreover assessment of needs may be more complete and dependable if it is 

participatory and transparent to stakeholders. Otherwise, it would be mere wastage of resources. 

For instance a needs assessment committee consisti ng of representati ves of teachers, 

departments , parent teacher assoc iation and vice- principals can identify crucial needs of sta ff 

development programs through organizational, person and task analysis. 
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5.3.2. It has come to be a uni versal phenomenon that every organization IS nearl y under a 

continuous environmental pressure for competency and effectiveness, to cope with the growing 

demand of people, with complex interest, in the rapidly changing technology and improved style 

of life (Monappa and Saiyadain , 2003, pp. 174-1 75).Accordingly, the access to different types of 

staff development program should be improved to reach as many members as poss ible. [n order 

to make thi s a reality, schools should be encouraged to design and prepare staff development 

programs on their own using teacher development committee, that can poss ibly facilitate internet 

service ,latest references, and invite knowledgeable guests on voluntary bases and those alumni 

of higher academic status. The trend of relying on sub-city education and training offi ce and city 

government of Addis Ababa and ignoring the potential role of individual schools has to be 

reversed in such a way that the invo lvement of all has to be enjoyed depending on the nature and 

contents of the program as well as the capability and level of motivation. Thus, 

a) Access to post graduate programs through extension classes, distance and in-service programs 

in addition to short term training, seminars, and panel discuss ion should be created by City 

Government of Addi s.Ababa Education Bureau. 

b) Senior teachers load should be considered when ass igned as mentors and independent offices 

should be prov ided at department level and consensus should be reached in the way senior 

teachers help novice teachers in des igning development plans. 

c) As it is very important to the work and incurring zero cost, novice teachers should be given 

the opportunity to obse rve classes of model teachers, and efforts should be made to produce a 

system in which staffs can have the chances of sharing experiences with staff members of 

neighboring schools. 

5.3.3 . Though there might ex ist unfo reseen situations forcing not to run development programs 

according to the time allotted , attention ought to be given to avoid deterring factors that can be 

fo reseen with adequate preparati on that optimize the possibility of operating staff development 

programs accordi ng to time tables. Besides this, procedures must be determined fo r participation 
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and invo lvement of all staffs in the assessment of needs, identification and se lection of 

objectives, se lection of training types and/or location, identification of training contents, and 

evaluation of staff development program. 

5.3.4. Evaluating development program may help to determine whether or not trainees are 

capable of exhibiting appropriate level of a ski ll , have changed their behavior and if the change 

was due to training. Furthermore, if another group of trainees is to attain the same program it is 

crucial to ascertain that they will be beneficiary. Evaluating staff development program is 

especially important to ensure accountability of programs to meet particular needs of staffs in a 

cost effective manner (Bernardin, 2003, p. ISO).Thus, consensus on the necessary evaluation 

procedure should be obtained. Schools should keep records of all courses, seminars, conferences, 

etc. attended by each employee and each department should hold discussions with individuals 

after having completed a staff development program. 

5.3.5. First and for most, preparatory schools must consider staff development programs as it is 

crucial and inescapable issue. Secondly , schools and the concerned authorities must do their level 

best to give staff development program its possible share as one of independently stated budget 

headings while allocating schools' budget. Thirdly, sub-cities education and training offices 

together with their respective schools should make joint efforts in creating means of income in · 

addition to the budget allocated to the schools. This might be effective by consulting NGOs that 

work under education as well as inviting and consulting stakeholders to a fund raising programs. 

More importantl y, the schools together with their respective staffs and students can work on 

projects that can make differences on the budget problem, impeding the staff development 

program , through mobilizing school clubs, provided they are convinced to internalize the issue of 

staff development as their own agenda. 

64 



Bibliography 

Aggarwal , .J.C.(I995). Teacher education in developing country. New Delhi: 

ViKas Publishing House Pvt. Ltd. 

Allan, P. (2007). The Benefits and Impacts of a Coaching and Mentoring Program 

for Teaching Staff in Secondary School. International Journal of Evidence 

Based Coaching and Mentoring, 5(2), 12-21. 

Anderson,G. (I 990).Fundamentals of Educational Research. London: The Falmer 

Press. 

Bell,L.(I994). "Approaches to the professional development of teachers". In 

Bell ,L.andC.Doy (l99J)(Eds.) Managing the professional development of 

teachers~Philadelphia: Open University Press 

Bernardin, H. (2003).Human Resource Management: An Experimental Approach. 

(3rd. ed.). Delhi: McGraw-HilI. 

Bishop,L.J .(1 976).Sta[f Development and Instructional Improvement Plans and 

Procedures .Boston: Allyn and Bacon, Inc. 

Bleach, K. (I 999),The Induction and Men/oring of Newly Qualified Teachers: A 

New Dealfor Teachers. London: David Fulton Publisher 

Bradley, H. , Conner, C. and South Worth, G. (Eds.) (\994). Developing Teachers 

Developing Schools. London: David Fulton Publishers. 

Breaux, A. and Wong, (2003) . New Teacher Induction: How to Train, Support, 

and Retain New Teachers. Mountain view, New York: Harry K. Wong 

Publications. 

Britton,E.; Paine,L. ; Pimm,D. ; Raizen,S. (2003).Comprehensive Teacher 

Induction: Systems for Early Career Learning. Dordrecht, Netherlands: 

Kluwer Academic Publishers. 

Carnoy, M. (l999).Globalization and Educational Reform. What Planers Need to 

know? Paris: UNESCO, International Institute for Educational PlarUling. 

Castetter, W.B. (1962). Administering the School Personnel Progran1. _New York: 

Macmillan Company. 

65 



Cowling.A.G. and Mailer, D..T. (Eds.). (l9S1). Managing Human Resources. 

London: Bungay. R. Clay Ltd. 

Davar, R.S.(2003).Personnel management and industrial relations (10'" ed).New 

Delhi: Vikas Publishing House Pvt Ltd. 

Dean,L.W.&Norton,M.S.( I 994).Human resource administration: Personnel issues 

and needs in education, (3"d ed). New York: The Edwin Mellen Press. 

Dessler, G.(2003). Human Resource Management (9'h ed).New Delhi: Prentice­

Hall ofIndia Private Limited. 

Dillon-Peterson, B.(Ed.)(l9S1,p,3). Staff Development/Organization Development. 

Alexandria: Association for Supervision and Curriculum Development. 

Duke D.L. and Como, L. (19S I) ."Evaluating Staff Development ". In B. Dillon­

Peterson(Ed.).Staff Development / Organization DevelopmentJpp.93-111). 

Alexandria: Association for Supervision and Curriculum Development. 

Field,A. (2007).Coaching Your Team 's Performance to the Next Level. Harvard 

Management Update, 12(11), pp. 3-5. Retrieved October 9, 200S, from 

Master FILE Premier database. Academic Staff Development Program 

2008.pdJ 

Frase,L.E. and Conley, S.C.( 1994). Creating Learning Places for Teachers, Too. 

California: Corwin Press, Inc. 

Glover, D.and Low, S.(l996).Managing professional Development in Education: 

Issues in Policy and Practice. London: Kogan Page Ltd. 

Gaynor,C.(l99S). Decentralization of Education: Teacher Management. 

Washington D. C.: The World Bank. 

Gomez-Mej ia,L.R. ;Balkin,D .B.andCardy ,R.L.( 199 5).Managi ng Human Resource. 

London: Prentice Hall. Inc. 

Good, C.V.(l973).Dictionwy of education. New York: McGraw-Hill Book 

Company. 

Griffin ,K. B. International inequality and National Poverty. New Y ork:Holmes and 

Meier Publishers. 

66 



Harris, B.M. (1989). In- Service Education for Staff Development . Boston : Ellyn 

and Bacon-Inc. 

Hoyle, E.( 1973)" Staff development III education- the search for a strategy :a 

response" in Pratt ,S., Staff Development in Education._London: Counci ls 

and Educational Press. 

Harris, D.M. and Desimone, R.L.(1994,p.SS) Human Resource Development . 

Philadelphia: Harcourt Brace College Publishers 

Henman III , H.G ., Schwab D.P., Fossum, lA. and Dyer, L.D.(2000).Personnel 

Human Resource Management. New Delhi: Universa l Book Stall. 

Ivancevich, J.M. and Duening, T.N. (2004,p.20S). Business and Management: 

Principles &guidelines. New Delhi: Biztantra, An Important of Dreamtech 

Press. 

Kirk, G. and Glaister,R. (Eds.) (1998).Teacher Education and Professional 

Development. Edinburgh: Scottish Academic Press. 

Kreitner, R.(2001). Management (8'11 ed.}.Boston: Houghton Mifflin Company 

Kutner,M. ;Sherman,R., Condelli (1997).Evaluating Professional Development: A 

Framework for Adult Education. A Publication of Building Professional 

Development Partnership for Adult Educators Project: New York: Pelavin 

Research Institute. 

Mathis, R. L. and Jackson, J. H. (1997).Human Resource Management (8'11 ed.). 

New York: West Publishing Company. 

Monappa, A. and Saiyadain, M.(2003). Personnel Management (2"d ed.). New 

Delhi: Tata McGraw-Hill Publishing Company Limited. 

Maeda, J. (200 I). Teacher Coaching in Physical Education: A Review. Physical 

Educator, 58(3),p.140. Retrieved October 9,2008, from Master FILE 

Prem ierdatabase. http://www.staffdevelopment.qut.edu.au!services! A eadem 

ic Stet/! Development Program 2008.pdf 

Monday, R.W. and Noe , R. M. (1990). Human Resource ManagemenlJ4,II ed.} 

Massachusetts: Simon and Schuster, Inc. 

67 



Mesabi Range Community andTechnicalCollege. Definition of Staff Development. 

Retrieved3/ 17/2009 from http://www.mr.mnscu.edu/HRIstajjDevel.htm. 

Mosby' sMedicalDictionary ,8'''ed,©2009. Elsevier.Defini tion of Staff Development. 

Retrieved from hll p://medicaldict ionarv. t hefi'eedict ionarv. COII//staff+ 

development + I 

Noe, R.A. (1999). Employee Training and Development. Boston: McGraw Hill. 

Noe, R. A.; Hollenbeck, J. R ; Gerhart, B. and Wright,P.M.(2004) . Fundamentals 

o/Human Resource Management. New York: McGraw-Hili/Irwin. 

Omaha Public Schools Staff Development: Definition of Staff Development. 

Retrieved31 17 12009[romhttp://)(I)(Iw. ops. org/dist rict/C EENTRA LO F F ICES/ 

HumanResourcesDivision /Staf!' Develop ". 

Potts , M. (1998). An A-Z o/Training and Development. London: Kogan Page Ltd. 

Resource Administration: Personnel Issues and Need In Education. (3,d ed.). 

Retrieved October 9, 2008, from Mastel' FILE Premier database. 

Rubin ,L.1.(Ed.). (1971 ).Jmproving In-Service Education .Boston: Allyn and 

Bacon. 

Saiyada in, M.S. (l999 ).Human resource management. New Delhi: Tata McGraw 

Hill Publishing Company Ltd. 

Schott, C. J (1989) Improving the Training and Evaluation 0/ Teachers at the 

Secondary School Level: Educating the Educators in Pursuit 0/ Excellence~ 

New York: The Edwin Mi llen Press. 

Schwille, J. and Dembele, M. (2007). Global Perspectives on Teacher Learning: 

Improving Policy and Practice.Yari s: UNESCO: International Institute for 

Educational Planning. 

Schuler,R.S and Huber,V.L.(l990). Personnel and Human Resource 

Managelllent(4th ed).New York: West Publishing Company. 

Sims, R.R.(1993).Training enhancement in government organization. Westport 

Quorum Books 

68 



Sharma, J.N.(2002). Training enhancement in government organizations Human 

Resource Management. New Delhi: Mittal Publications. 

Stinnet, T.M. (1968) . Professional Problems of Teachers. ( 3rd ed.) New York: The 

Macmillan Company. 

Sweeny, B. (200 1).Developing, Evaluating and Improving Peer Mentoring and 

Induction Programs and Practices to Deliver a Higher Impact. Wheaton, 

IL: Best Practice 

Thomson, R. (1997) . Managing People. (2"d ed.). Great Britain: Bindles Ltd. 

Turner,M. and Bash, L. (1999) Sharing Expertise in Teacher Education London: 

Cassel. 

Webb, LD. and Norton, M.S.(1999) .Human Resource Administration Personnel 

Issues and Needs in Education (3rd ed.)" Columbus: Merrill , Prentice-Hall. 

Ayalew Shibeshi (1991)." Approaches to Educational Organization and 

Management, "(Part One).Unpublished Teaching Material , A.A.U. 

Bhalta , G. and Washington, S. (2003) ."Hand Up: Mentoring in the New Zealand 

Public Service". Public Personnel Management.Vol.32 NO.2 .pp.211-227. 

l-leidkamp, A.and Shapiro, 1.(1999). "Creating an Induction Program: The 

Elements of a Supportive Induction Program", A New Vision for Staff 

Development. 

Howey, K. R. ,( 1974)".The Context and Potential of Teacher Centers."Education 

Digest, 40:2, p.20. 

Humphrey,D.; Wechsler,M. and Hough,H. (200S)"Characteristics of Effective 

Alternative Teacher Certefication Programs." Teacher College Record 

January 200S, pp.I-63. 

Johnson,S. M. and Birkeland, S. (2003). Pursuing a Sense of Success: New 

Teachers Explain Their Career Decisions. American Educational Research 

Journal , 40(3),pp.5S I-617 

69 



· Ministry of Education (MoE) (2007) .National Framework for Profess ional 

Competency of Teachers : Addis Ababa. MoE. 

Rosse lt,A ., & Marino,G.( 2005).lf coaching is Good, then E-coaching is . T + 0 , 

59(1\), 46-49. Retrieved October9, 2008, from Master FILE Premier 

database. Pp.46-49) 

Syoum Tefera and Ayalew Shibeshi (19 89)."Fundamentals of Educational 

Research for Students and Beginning Researchers." Unpublished teaching 

Material , A.A.U. 

Teacher Train ing Agency (1998) " Leading and Managing Staff: Continuing 

Professional Development." Unpublished, Mimeographed Course Material , 

National Professional Qualification for Headship. 

Thornton, G.(2007). Coaching at Work : Powering Your Team with Awareness, 

Responsibility and Trust. Credit Control, 28(4/5), 102-104. 

Wong. H.K.(2001)."Mentoring Can ' t Do It All". Education Week, 20(43), pp. 46-

50. 

Wynn, S. ; Carboni, L. and Patall , E.(2007)"Beginning Teachers' Perceptions of 

Mentoring, Climate, and Leadership: Promoting Retention through a 

Learning Communities Perspective." Leadership and Policy in Schools, 6, 

pp. 209-229. 

70 



DECLARA nON 

I confirm that this is my original work: 

Signature: -7.~~~~~T-I-

7) -;/0£ 6~55 
} 

This thesis has been submitted for examination by my approval as a 
University advisor. 

Date of Submission: 



Dear Respondent, 

ADDIS ABABA UNIVERSITY 

School of Graduate Studies 

College of Education 

Department of Policy and Planning 

The objective of thi s questionnaire is to gather information about the current status of 

staff deve lopment practices in your school. Please be genuine and complete in your 

answers. 

Thank you for your cooperation. 

Direction 

I . You do not need to write your name. 

2. Please mark ' X' on the appropriate box to indicate your response. 

3. Please give only one answer to each item unless you are requested to do otherwise. 

Personal information 

A. Sex 1. Male D 2.Female D 

B, Age 

I . 20 - 30 yearD 

2. 31 - 40 " D 
3. 41 - 50 "D 
4. 51 - 60 " D 

C. Role 

I . Principal D 
2. Vice -Principal D 

3. Teacher ~ 

D. Qualification 

I. 12 + 3 D 2. BAI BSC D 3.MAlMSC D 



1. 

2. 

3 

4 

5 

6 

1. Conducting needs assessmen t for professional staff development program. 

1.1. Has your school conducted staff development needs assessment? 

1. Yes D 2.No D 3.Do not know D 
1.2. Please mark 'X' in the box that fits best to your level of agreement 

Idisagreement on the fo llowing statements using the ratings provided be low. 

Ratings: 5=Strongly Agree; 4=Agrcc;3=Undccidecd ;2=Disagree; and I =Strongly 

Disagree. 

'0 
>. 

., 
"SiJ 

'0 ., 'u Statement = ., ., 
0 .. '0 .. ., 

t>J) .... ., = ~~ < ::l 

'""' '""' ~< ..". '" '-' '-' 

Staff members were given the opp0!1unity to identify their 
5--- 4--- 3---

own development needs irrespective of their position. 

Needs of each ind ividual were identified by immediate 
5--- 4--- 3---

supervisors 

Top level managers, authoritatively, determined 
5--- 4--- 3---

development needs of the staff. 

Needs were identified through analys is of the culture, plan 
5--- 4--- 3---

and objective of the schoo l. 

Needs were identified through analysis of individuals work 
" 5--- 4--- J---

performance. 

Needs were identified through analysis of the knowledge, 
5--- 4--- 3---

skill s, attitude, etc of each individual. 

1.3Which of the fo llowing factors does your school see in prioritizing the needs 

identified? I You may gi ve more than one answerl 

3. Trainees capabi lity and level of motivation D 
4. All needs are equall y treated D 

D 1. Importance and urgency of the need D 2.A vailabil ity of budget 

5. Indicate if any other ___________________ _ 

2 

., ., .. 
t>J) 
0; 

'" is 
'""' N 
'-' 

2---

2---

2---

2---

2---

2---

>. 
"SiJ., = ., e ~ .... 0; 

if) '" '""' .-CQ 

1---

1---

1---

1---

1---

1---



1.4. How does your school gather information in analyzing staff development needs? 

IY ou may gi ve more than one answerl 

I . Performance reviewing 

2. Conducting survey 0 o 3. Conducting group discuss ion 

4. Observation 0 
5. Specify if any other _________________ _ 

o 

1.5. What technique is used by the school for assessing staff development needs? IYou 

may give more than one answerl 

I. Person analysis 0 2.Task analysis 0 3. Organizational analysis 0 
1.6. If your answer for question number ' I ' is ' no ', what do you think the reasons could 

be for your school not to conduct needs assessment? IYou may give more than one 

answer. I 

I. Lack of adequate budget to conduct needs assessment 0 
2. Absence of speciali sts to undertake needs assessment 0 
3. Inadequate skills of educational managers to conduct staff 

development needs assessment 0 
4. There are no such needs in the school 

5. No one paid attention to it D o 
6. State if any other ___________________ _ 

2. Availability of staff development opportunities. 

2. 1 Have you attended any staff development programs during the past four years? 

1. Yes 0 2.No 0 
2.2. If'Yes' , who prepared the program? Iyou may give more than one answerl 

I. The school 0 2.The sub city education and training office 0 
3. City goverrunent of Addis Ababa education bureau 0 4. NGOs 0 
5. Specify if any other ____ ___ _______ _ _ 

2.3 . What were the types of the development program? Iyou may give more than one 

answerl 

I. Short term training, seminar, panel discussion 0 3. Distance education program D 
2. Attending higher education institution D 4. Mention if any other --------------

3 



2.4. Was the program attended relevant to your job? 

I. Yes D 2. No D 

2.4 A 
What is your level of agreement/disagreement on the .. 
opportunities of the following types of staff development .. .. ... 

OJ) .. 
~ programs? ... 

OJ) '" -< "0 is .... .. .. .... 
"6iJ "0 .. "6iJ .. ';;j ... 
I:: .. '" 

OJ) I:: 
0 ... "0 ~ 0 ... OJ) '" ... .... I:: is .... 

rJJ -< = rJJ 
""" """ """ """ """ I£) "'" '" N .... 
'-" '-" '-" '-" '-" 

Teachers have opportunities to upgrade their qualification 5--- 4--- 3--- 2--- 1---

I through: i. Distance programs 

ii . Summer in-service programs 5--- 4--- 3--- 2--- 1---

Ill. Extension classes 5--- 4--- 0 2--- 1---J---

Teachers have opportunities to update themselves by 
5--- 4--- 3--- 2--- 1 ---obtaining new information through mechanisms such as: 

2 i. Internet, 

ii. Latest references. 5--- 4--- 0 2--- 1---.) ---

Induction - New staff members are: 5--- 4--- 3--- 2--- 1---
I. introduced to school community and school conditions; 

3 ii. oriented about policies, and strategies 5--- 4--- 3--- 2--- 1---

iii . oriented about professional ethics 5--- 4--- 3--- 2--- 1---

4 
Mentors hel p mentees to promote their personal and 5--- 4--- 3--- 2--- I ---
professional well being. 

5 
Novice teachers have the opportunity to be assisted by 5--- 4--- 3--- 2--- 1---
ski ll ed and committed coaches. 

4 



2.4 B >. "0 .. bn .. .. 
What is your level of agreement/disagreement on the = <J OJ) = .. .. 0 .. .. 0 OJ) 

"0 opportunities of the following relevant staff development .. .. .. '" .. .. 
... .. .. = Q ... '" programs? ~~ OJ) = trJ .-

~ ~"O ~ ~Q 
~< 

...,. 
(2, .. N 

I 

2 

3 

4 

5 

6 

Senior teachers help novice teachers to design development 
plans. 

Novice teachers have the opportunity to observe classes of 
model teachers. 

There exists developmentally oriented relationship between 
mentor and mentee. 
Coaching has helped novice teachers to so lve their problems 
and/or perform tasks better than they would do it otherwise. 

Coaching has enhanced energy and/or job satisfaction. 

Staff members have chance to share experiences with staff 
members of neighboring schools. 

3. Organizing and coordinating staff development activities. 

What is your level of agreement/disagreement 0 11 the following 
statements? 

Staff members are aware of the program, its contents and the 
overall objectives. 

2 Staff members coordinate the staff development project. 

3 Staff development programs operate according to time tables. 

Procedures are determined for participation and involvement 
of all staffs in the: i. assessment of needs; 

- >. '-" '-" .. '-" 

5--- 4--- 3--- 2--- 1---

5--- 4--- 3--- 2--- 1---

5--- 4--- 3--- 2--- 1---

5--- 4--- 3--- 2--- 1---

5--- 4--- 3--- 2--- 1---

5--- 4--- 3--- 2--- 1---

5--- 4--- 3-- 2--- 1---

5--- 4--- 3-- 2--- 1---

5--- 4--- 3-- 2--- 1---

3--
5--- 4--- 2--- 1---

ii. identification and selection of objectives; 5--- 4--- 3-- 2--- 1---
4 ~---------------------------------------+---+---r~~~~~ 

iii. selection of training types and/or location; 5--- 4--- 3-- 2--- 1---

iv. identification of training contents; 5--- 4--- 3-- 2--- 1---

v. evaluation of staff development program. 5--- 4--- 3-- 2--- 1---

5 A communi cation network for the dissemination and 5--- 4--- 3--
co llection of data and information are developed. 

2--- 1---

Resources are identified in the following areas: 5--- 4---
3--

2--- 1---
6 a) Materials input (reading materials, writing materials, etc) 

b) Allocation of funds 5--- 4--- 3-- 2--- 1---

5 
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2 

3 

4 

5 

6 

7 

8 

9 

10 

4. Evaluating staff development programs. 

4.1 . Does the schoo l evaluate the outcomes of staff development programs? 

1. Yes D 2.No D 3. Do not know D 
4 .2.1f ' Yes', please show your level of agreement/disagreement on the fallowing 

statements. 

"0 
;., ... 

"0 
On 'u ... 
c ... ... 
0 ... "0 ... ... I>.() c .... ... <: 
~~ --- ~ 

--- ---Statement ~<: 
..,. 

'" '-' '-' 

The time for completing the evaluation program is 5--- 4---
3--

determined. -
The timing and frequency of reporting is spec ified. 5--- 4--- 3--

The school identifies the reporting audience. 5--- 4--- 3--

Consensus on the necessary evaluation procedure is obtained. 5--- 4--- 3--

Information sources are identifi ed. 5--- 4--- 3--

The school keeps records of al l courses, seminars, 5--- 4---
3--

conferences, etc attended by each employee -
Each department holds discussions with indi viduals after 5--- 4---

3--

having completed a staff development program. -
The school has a forma l assessment format to get feedback 5--- 4---

3--

from individuals. -
The school has a scheme by which the outcome of the effect 5--- 4---

3--

of staff development program is evaluated. -

Staff development evaluation is checked whether or not it 5--- 4---
3--

had served the purpose. -

5 Major problems of staff development activities 

... ... ... 
I>.() 
os 
'" is 
---N 
'-' 
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2---

2---

2---

2---

2---

2---

2---

2---

2---

5. 1 Has your school faced any impeding problems in preparing and implementing staff 

deve lopment program? 1. Yes D 2. No D 3. Do not know D 
5.2 .If ' Yes' , what are the problems?/you may give more than one answer/ 

I . Absence of qualified personnel over the area D 
3. Negligence of top management D 

6 

2. Lack of budget D 

D 

;., 
bJ) ~ 
c ... 
e ~ 
.... '" ifJ '" --- .-e,Q 
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1---

1---

1---

1---

1---

1---

1---
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4. Staff development program is not considered in the strategic plan of the schoo l. 

5. Please state if any other ___________________ _ 

Interview questions for principals, supervisors and heads of teacher development 

department. 

I . Does your office/department/school! conduct teacher development program based 

on need assessment? 

2. Who/what are the main sources of data in conducting needs assessment? 

3. What types of staff deve lopment program are frequently conducted? 

4. How often is this staff development program conducted? 

5. Do you think the staff development program conducted is satisfactory? 

6. How are your office/department/school organizing and coordinating staff 

deve lopment programs? 

7. Does yo ur office/department/school evaluate the outcomes of the development 

programs? 

8. What major problems does your office/department/school face in conducting the 

staff development activities? 

7 



ADDIS ABABA UNIVERSITY 

School of Graduate Studies 

College of Education 

Department of Policy and Planning 

A QUESTIONNAIRE TO BE FILLED BY TELDCPC AND SUPERV ISORS 

Dear Respondent, 

The objective of thi s questionnaire is to gather information about the current status of 

staff development practices in your schoo l. Please be genuine and complete in yo ur 

answers. 

Thank yo u for your cooperation. 

Direction 

1. You do not need to write your name. 

2. Please mark 'X' on the appropriate box to indicate your response. 

3. Please give only one answer to each item unless you are requested to do otherwise. 

4.TELDCPCs and supervisors are kindly requested to give your responses, only wi th 

respect to the government preparatory school under the suh-city 

Personal information 

B. Sex I. Male D 2.Female D 

B. Age 

C. Role 

I. 20 - 30 yearO 

2. 31 - 40 "D 
3.4 1 - 50" D 
4. 51 - 60 " D 

I. 4. Teacher and educat ional leader's development core process coordinators 

(TELDCPCs) D 

2.5. Supervisor D 
8 



J. 

2. 

3 

4 

5 

6 

D. Qualification 

J. 12+3 D 2. BAI BSC D 3. MA/MSC D 
I. Conducting needs assessment for profess ional staff development program. 

1.1 . Has the government preparatory school conducted staff development needs 

assessment? 

J. Yes D 2. No D 3.00 not know D 
1.2. Please mark ' X' in the box that fits best to your level of agreement 

/di sagreement on the following statements using the ratings provided below. 

Ratings: 5=Strongly Agree; 4=Agree;3=Undecideed;2=Disagree; and I=Strongly 

Disagree. 

"0 ..., ... ... 
On "0 ... 

.~ .. 
Statement = ... CJ OJ) ... ... 

0 ... "0 eo ... ... on '" .... ... = is ~6j < = --- --- ---~< ..". '" N 
'-' '-' '-' 

Staff members were given the opportunity to identify their 
5--- 4--- " 2----'---

own development needs irrespective of their position. 

Needs of each individual were identified by immediate 
5--- 4--- 3--- 2---

supervIsors 

Top level managers, authoritat ive ly, determined 
5--- 4--- 3--- 2---

deve lopment needs of the staff. 

Needs were identified through analysis of the culture, plan 
5--- 4--- 3--- 2---

and objective of the schoo l. 

Needs were identified through analysis of individuals work 
5--- 4--- 3--- 2---

performance. 

Needs were identified through analysis of the knowledge, 
5--- 4--- 3--- 2---

skills, attitude, etc of each individual. 

..., 
On ... = ... 
e ~ .... eo 

00 '" --- .~ co 

1---

1---

1---

1---

1---

1---

J. 3Which of the following factors does the school see in prioriti zing the needs identifi ed? 

/ You may give more than one answer/ 

9 



I . Importance and urgency of the need D 2.Availability of budget D 
3. Trainees capability and level of motivation D 
4. All needs are equally treated D 
S. Indicate if any other __________________ _ 

1.4. How does the school gather information in analyzing staff development needs? /Y ou 

may give more than one answerl 

I . Performance reviewing 

2. Conducting survey D D 3. Conducting group discussion 

4. Observation D 
s. Specify ifany other ___ ___ ___________ _ 

D 

1.5 . What technique is used by the school for assessing staff deve lopment needs? /You 

may give more than one answerl 

I. Person anal ysis D 2.Task anal ysis D 3. Organizational analysis D 
1.6. If your answer for question number ' I ' is ' no ', what do you think the reasons could 

be for your school not to conduct needs assessment? IYou may give more than one 

answer. I 

I . Lack of adequate budget to conduct needs assessment D 
2. Absence of spec iali sts to undertake needs assessment D 
3. Inadequate skills of educational managers to conduct staff 

development needs assessment D 
4. There are no such needs in the school 

S. No one paid attention to it D D 
6. State ifany other ____________ ______ _ 

2. Availability of staff development opportunities. 

2.1 Have you known teachers attending any staff development programs during the past 

four years? 

I.Yes D 2. No D 
2.2. If'Yes' , who prepared the program? I yo u may give more than one answerl 

I . The school D 2.The sub city education and training office D 
3. City government of Addis Ababa education bureau D 4. NGOs 

s. Specify if any other _ _ _ _ ____________ _ 

10 
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2,3, What were the types of the development program? /you may give more than one 

answer/ 

I, Short term training, seminar, panel discussion D 3, Distance education program D 
2, Attending higher education institution D 4, Mention if any other --------------

2.4, Was the program attended relevant to teachers' job? 

I, Yes D 2, No D 

2,4 A 
" What is your level of agreement/disagreement on the opportunities of " " 
~ 
OJ) 

" " the following types of staff development progra ill S? 
~ 
OJ) ~ 

..: "0 Q 
» " " » 
0;, "0 " 0;, 

" 
'ij ~ 

= " " 
OJ) = 0 ~ "0 " 0 

~ ~ ~ - OJ) = Q Vi f/J ..: ~ 

~ 
~ ;;j' ~ ~ 

"" .... 
~ ~ ~ ~ 

Teachers have opportunities to upgrade their qualification 5--- 4--- 3--- 2--- 1---

I through: i, Di stance programs 

ii , Summer in-service programs 5--- 4--- 3--- 2--- 1---

iii. Extension classes 5--- 4--- 3--- 2--- 1---

Teachers have opportunities to update themselves by 
obtaining new information through mechanisms such as: 5--- 4--- 3--- 2--- 1---

2 i, Internet, 

ii, Latest references, 5--- 4--- " 2--- 1---J - --

Induction - New staff members are: 5--- 4--- 3--- 2--- 1---
I. introduced to school community and school conditions; 

3 ii , oriented about po licies, and strategies 5--- 4--- 3--- 2--- 1---

iii, oriented about professional ethics 5--- 4--- 3--- 2--- 1---

4 
Mentors help mentees to promote their personal and 5--- 4--- 3--- 2--- 1---
profess ional we ll being, 

5 
Novice teachers have the opportunity to be assisted by 5--- 4--- 3--- 2--- 1---
skilled and committed coaches, 

I I 



2.4 B .Q " " ,., 
"0 " 0." 00 

" ';j ~ 

What is your level of agree ment/disagreement on the opportunit ies of the c 00 c " 0 " " " ~ "0 o ~ 
~ " ~ ~ 00 fo llowing re leva nt staff development programs? - " 

00 c Ci u; ~ Vl ~ ...: 
-=-~ 00 

~ E ~.-

~...: ~"O :::::'0 

I 
Senior teachers help novice teachers to design deve lopment 5--- 4--- 3--- 2--- 1---
p lans. 

Novice teachers have the opportunity to observe classes of 5--- 4--- 3--- 2--- 1---
2 model teachers. 

, There ex ists developmenta ll y oriented relationshi p between 5--- 4--- 3--- 2--- 1---j 

mentor and mentee. 

4 
Coaching has helped novice teachers to solve their problems 5--- 4--- 3--- 2--- 1---
and/or perform tasks better than they would do it otherwise. 

5 Coaching has enhanced energy and/or job sati sfaction. 5--- 4---
, 

2--- 1---.) ---

6 
Staff members have chance to share experi ences with staff 5--- 4--- 3--- 2--- 1---
members of neighboring schools. 

3. Organizing and coordinating staff development activ ities. 

,., 
"' " ,., 

0. " " 0." '" 
~ 

c " " 00 c " e " 
~ "0 " o ~ 00 c .!!l ~ 00 - " ...: ::> 0 fj} ~ What is your level of agreement/disagreement on the fo llow ing Vl ~ ~ 

~ 00 
~ is:~ E ~ .-

statements? ~...: :::::'0 

Staff members are aware of the program, its contents and the 5-- 4-- 3-- 2-- I --
I 

overall objecti ves. - - - - -

2 Staff members coordinate the staff development project. 5-- 4-- 3-- 2-- I--

3 Staff development programs operate according to time tables. 5-- 4--
, 

2-- 1--j--

Procedures are determined for participation and involvement 5-- 4-- 3-- 2-- I--

of all staffs in the: i. assessment of needs; - - - - -
ii . identification and selection of objecti ves; 5-- 4-- 3-- 2-- 1--

4 
iii. se lection of training types and/or location; 5-- 4--

, 
2-- 1--j--

iv. identifi cation of training contents; 5-- 4-- 3-- 2-- I --

v. evaluation of staff development program. 5-- 4-- 3-- 2-- I--

A communication network for the dissemination and 5-- 4-- 3-- 2-- 1--
5 

co ll ection of data and information are deve loped. - - - - -
5-- 4--

, 
2-- I--Resources are identifi ed in the following areas: j --

6 a) Materials input (reading materials, writing materials, etc) - - - - -

b) Allocation of funds 5-- 4-- " 2-- I --j --

12 
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4. Evaluating staff development programs. 

4. 1. Does the school evaluate the outcomes of staff deve lopment programs? 

I . Yes D 2.No D 3. Do not know D 
4.2. lf ' Yes ', please show your level of agreement/disagreement on the fallowing 

statements. 

"0 
.... .. 

"0 
0lJ '0 .. 
Q .. .. 
0 ... "0 ... .. OJ) 

Q .. .. <: ;:J 
~~ ~ ~ ~ 

Statement !!!'<: ..". M 
'-' '-' 

The time for completing the evaluation program is 5--- 4---
3--

determined. -

The timing and frequency of reporting is specified. 5--- 4--- 3--

The school identi fies the reporting audience. 5--- 4--- 3--

Consensus on the necessary evaluation procedure is obtained. 5--- 4--- 3--

Information sources are identified. 5--- 4--- 3--
, 

The school keeps records of all courses, seminars, 5--- 4---
J--

conferences, etc attended by each employee -
Each department holds di scussions with indi viduals after 5--- 4---

3--

having completed a staff development program . -
The school has a fo rmal assessment format to get feedback 5--- 4---

3--

from individuals. -
The school has a scheme by which the outcome of the effect 5--- 4---

3--

of staff development program is evaluated. -

Staff development evaluation is checked whether or not it 5--- 4---
3--

had served the purpose. -

13 
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2--- 1---

2--- 1---

2--- 1---

2--- 1---

2--- I ---

2--- 1---

2--- 1---
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2--- 1---

2--- 1---



5 Major problems of staff development activities 

5.1 Has your school faced any impeding problems in preparing and implementing staff 

development program? I. Yes D 2. No D 3. Do not know D 
5.3 .If ' Yes ', what are the problems?/you may give more than one answer/ 

I. Absence of qualified personnel over the area D 2. Lack of budget D 
3. Negligence of top management D 
4. Staff deve lopment program is not considered in the strategic plan of the school. 

5. Please state if any ot~el;~. 'L..,.. ___ ,..,...~===~~~ ______ _ 
r~;!·- ..... ",'. • .. ; ,. J. ::': ,'. · .. .,""a·"· · -'! • - '> 
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