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ABSTRACT 
The major purpose of the study was to assess the practices and problems 
of human resource utilization, assessing the cun-ent practices of human 
resource utilization, identifying major factors affecting human resource 
utilization in Dire Dawa Provisional Administration education sector. 

To achieve the purpose a descriptive survey study method was employed. 
In the study four major groups of samples encompassing 22 principals, 12 
supervlsors, 156 teachers and 50 administrative and support staff 
participated. 

Questionnaires were the major instruments used to collect data. Moreover, 
analysis of documents and interviews were used to elicit additional 
infonnation. Analysis was made both quantitatively and qualitatively and 
it revealed that the practice of human resource utilization in the Regional 
Education Bureau was not effective in both teachers and administrative 
and support staff utilization. 

In the attempt made to identify factors affecting human resource 
utilization, inappropriate assignment of both teachers and other workers, 
shortage of competitive teachers and other education personnel, poor 
practices in teachers and other adminis trative and support staff training 
and the like were found to be the major problems. Moreover, failure of the 
regional education sector to attract and retain competitive teachers and 
other administratiue and support workers was found to be among the 
major factors hampering the human resource utilization. 

Regarding the effects of improper utilization of human resource, shortage 
of competent and committed administrative workers and teachers, most of 
the positions in the education bureau being vacant, most of the workers in 
the education bureau as well as in schools and most of teachers being 
aged etc were the major observed effects of improper human resource 
utilization. Simply, these imply that because of its poor practice inhuman 
resource utilization, the education sector was not in a position to attract 
and retain young, energetic and competent teachers and other workers. 

Some practical measures to be taken to improve the practice of human 
resource utilization were suggested, which would enable the sector to 
attract and retain qualified, competent and committed teachers and other 
education personnel. 
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THE PROBLEM AND ITS APPROACH 

1.1 Background Of The Study 

Organization s require a supply of available resources-time, fin a nce, 

material and human-in order to accomplis h their purposes . Of a ll the 

resources required to attain the in tended objectives of organizations, 

however, the most important is the human resources. It is only people 

who can grow and develop and be motivated to achieve certain desired 

end s . The attaining of targets for the organization is in their hands and it 

is the way people are managed so tha t maximum performance is 

matched as closely as people with satisfaction for the individuals doing 

th e performing (Riches and Colin, 1989: 1). Thus, creating an 

organization which facilitate s cond ition s for e ffective and efficient 

perform a nce of workers, and staffing the organization with a ppropriate 

people has become the most primary task of management of an 

organization. 

The ability of an organization In the process of planning, organ izing, 

directing, and controlling the recruitment, development, compensation, 

integration and maintenance of human resources to the end of that 

individual, organizational and societal objectives are accomplished 

depends la rgely on its efficiency a nd effectiveness of managing the 

human resource (Flippo, 1984:5). Similarly, educational insti tutions, as 

social organizations, need for having an effective management system of 

th e rec ruitment, selection, training, and utilization of the human 

resource. In educational institutions also, effective huma n resource 

management is a critical factor in brining well-qualified employees to the 

system. 

Among the human resources in the educational systems, th e teaching 

force is the supreme factor (Aggarwal, 1995:395). Extending his 



a rgu men t the writer a sser ts that a ny other resources suc h a s a s pacious 

building, costly equipment a nd sound sy lla bus will serve some useful 

purpose only when there are teachers wh o a re fully alive to the no bil ity of 

the profession and its accompanying respon s ibilities. 

From the foregoing discussion, it is poss ible to say that the strength of a 

s c hool system is , by and large, determined by the quality of its 

employees, especia lly teachers. Empha sizing this point, Webb and 

Norton (1999:70) state that "successful effective schools depend directly 

on the success and e ffectiveness of those who work in them". 

Hence, it is only when a conducive environment is employed to the 

management of teachers can a sustainable professional improvement of 

the teaching staff be ensured and consequently quality of education be 

maintained. It should, therefore, be noted here that if quality 

performance In a school system are to be developed a nd maintained 

careful attention need to be given to effective human resource 

management, particularly effective utilization of the teaching staff. As 

Jackson (1972:76) states, this is materialized through proper selection 

and recruitment. 

However, as Ayalew (1991: 109) rightly put it " ... the availability of 

qualified and competent teachers alone will not guarantee goal 

attainment of the school, unless they are utilized effectively". Moreover, 

Thompson (1995) states that effective utilization of the academic staff 

and their professional development constitutes the most crucial issue in 

teacher management. 

An effective teacher management system must assure teachers that they 

wi ll enjoy cond itions of service appropriate to their profession, that they 

will ha ve access to con tinuing professional development, and they will be 
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able to progress a long a clear and objecLive career path (Gaynor, 

1998: 10). It must also assure that they will be governed by a se t of 

regulations a n d procedures that a re reasonable, transparent, and fa irly 

implemented. Above all, the system must make adequate provision for 

tra ining and preparing teachers for the classroom and other related 

activities. Although these functions may seem s imple, quite a number of 

writers (Gaynor, 1998: 1; Thompson, 1995: 1) have stressed in their 

studies that they a re far from being achieved in many countries. 

In Ethiopian education system, too, the issue of effective teacher 

management has remained a challen ge since long. A recently conducted 

study on the "Quality and Effectiveness of Teacher Education in 

Ethiopia" (MOE, 2002) has revealed that most teacher educators have 

only minimal or no appropriate professional preparation in education or 

p ractical experience in schools that enable them to perform their key 

roles. However, this is in contrary to the profile for teachers' educators 

developed by the MOE, which requires teachers to h ave not only 

specialized academic knowledge but also have adequate knowledge of the 

professional preparation in education areas. 

Hence, such a s itua tion requires proper recruitment and selection of the 

teaching staff, proper utilization of a vailable teachers, and an effective 

strategy for th e professional development of teachers . However, though 

managing the academic a nd other personnel has been one of the most 

challenging tasks for the Regional Education Bureau, th ere has been 

hardly any systematized research devoted to the management of human 

resource particularly, to the utilization of the available human resource 

in the education sector of the Dire Dawa Provisiona l Administration. 

Therefore, it is important to conduct an assessment in the area a nd 

systematized the existing s ituation. 
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1.2. Statement of the Problem 

In a ny organizat ional operation, the human being is considered as the 

m ost vita l resource in achieving organizational goals. The goals will be 

achieved only when senous attention IS gIven to the expected 

contribution of organizational members . 

Like any other social organizations, schools need s killed and competent 

human resource to attain their intended objectives. The success of the 

educational institutions in achieving these educational objectives, 

however, is determined largely by the quality of its teachers since "good 

education re sts in the h ands of the teaching force."(Gaynor, 1998: v) 

A competent teaching force with high qualification and ability, however, 

can be secured through careful recruitment and selection. Moreover, in 

order to make the best use of the existing academic staff, to better 

achieve the aims of the institutions, their skills and abilities also need to 

be developed to th eir full potential (Kemp and Nathan, 1989: 173). And 

these tasks, among other things, call for effective management of the 

teaching personnel. 

Issues related to teachers' management has been addressed by the 1994 

Education and Training Policy of Ethiopia . The policy envisages that "the 

management of teachers a nd other educational personnel will be 

organized, on the basis of professional principles, induding professional 

code of ethics, salary, working conditions, incentives, professional growth 

and overall rights and duties" (TGE, 1994:30). It also envisages 

certification before being assigned to teach, continuous education and 

training, and the development of career structure for professional 

development (TGE, 1994:20) 
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Even though, the attainment of educational objectives largely depends on 

the quali ty of th e teaching s taff, the admin istrative and support staff also 

playa major role in the attainment of the educational objectives . These 

staff paves the road for the teaching staff towards th e intended goals of 

the educational institution. They p rovided the teaching staff with the 

necessary professional support and supervision; they also provide them 

with materials a nd financia l suppor t . Moreover, they facilitate th e 

professional developmen t of teachers, and the like. Hence, a competent 

a nd highly qualified administrative and support staff are needed by the 

educationa l insti tution s . Administrative and support s taff with high 

qualification and ability, however, can be secured through careful 

recruitment and selection. Moreover, in order to achieve the aims of the 

institutions, it is necessary to utilize them to the maximum. 

However, given the shortage of skilled work force and the rapid increase 

in demand for education, the endeavor of securing well-qualified teaching 

and other personnel in educational institutions has become more critical 

than ever. Therefore, the purpose of this study was to investigate the 

practices a nd problems a ttached to the prevailing systems of utilizing the 

human resource m education sector m Dire Dawa Provisional 

Administra tion and suggest some practical steps to be taken in the near 

future to improve the s ituation. To this end, the study was aimed at 

treating the following basic questions: 

1. Do teachers, administrative and support s taff in the Provisiona l 

Administration have the required qualification and s pecialization in 

the subj ect area they teach or in the position they are assigned? 

2 . What major criteria were considered in the assignment of teachers, 

administrative and support s taff at different levels? 

3 . What is the current status of human resource utilization in the 

education sector in the Provisional Administration ? 
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4. Wha t m ajor pro blems exist in the effi c ien t utiliza tion of the existing 

human resource in the education sector in the Provisional 

Administration? 

5. Do teachers, administrative and support staff at different levels 

receIve appropriate professional assistance from educational 

managers and other appropriate professionals? 

6. Do teachers, administrative and support staff at different levels 

receive appropriate trainings? 

1.3. Purpose of the Study 

The major purpose of this study was aimed at the identification of the 

practices and problems of human resource utilization in the education 

sector in Dire Dawa Provisional Administration . More specifically the 

purposes of the study were to: 

:» Identify the practices of human resource utilization m education 

sector 

:» Identify major problems in relation to human resource utilization 

in education sector in the Provisiona l Administration 

:» Examine the consequences of improper utilization of human 

resources 

:» Suggests some possible strategies that improve human resource 

utilization in the Provisional Administration 

1.4. Significance of the Study 

The study appears to be significant for the following reasons : 

1. No research has been conducted so far on human resource 

utiliza tion in the Provisional Administration in general and that of 

the education sector in particular. Thus, this study shades light on 

how much effectively it is being implemen ted in the Provisional 

Administration. 
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II. Since the study on human resource utilization was not given due 

attention in the Provisional Administration education sector, this 

study will help in the collection and compilation of information on 

the issue. 

III. The findin g of the study may also provide some feedback to 

Regional Education Bureau officials and planners on major Issues 

related to effective utilization of human resources in the education 

sector that wi ll help them to design objective plans for optimizing 

the use of the existing human resources. 

1.5 Delimitation of the Study 

This study a imed at identifying the practices a nd problems of human 

resource utilization in th e education sector in the region with particular 

emphasis to teachers' utilization. Hence, this study limits itself to the 

study of the utilization of teachers, administrative and support staff 

excluding the utilization of education a l officials at the top level, and other 

lower level workers like drivers, messengers, janitor and guards. 

The study also limited to governmental schools in the Provisional 

Administration because mostly the problem of human resource 

utilization observed in governmental schools rather than in private and 

missionary schools. 

1.6 Limitations of the Study 

The following factors created some limitations on the study. 

1. Unavailability of up-to-date literature that could provide valuable 

information on the utilization of human resources in education sector. 

2. Unwill ingness of some teache·fs and a dministrative a nd support staff 

to fill in and turn back the questionnaires. 
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3. Lack of recently organized a nd well-prepared documents and 

statistical data on the number and profiles of teachers and 

admini strative and support staff in both schools a nd the REB have 

created some limita tion on the study. 

1.7 The Research Design and Methodology 

1. 7.1 Method of the Study 

Researchers agreed that method of research to be implemented is highly 

governed by the nature of the problem to be investigated. The type of the 

information needed determines the method to be applied. Among the 

different types of research methods the descriptive survey method is 

more appropriate to collect information of behavior, social conditions, 

economic aspects, attitudes and opinion, factual and explanatory issues, 

etc. (Ackroyyd and Hughes, 1983 as cited in Burton, 2001). Moreover, 

the appropriateness of this method in describing what is happening 

currently a nd to a great many questions in education has been 

emphasized by Anderson(1990 :37), Seyoum and Ayalew(1989 :17). 

Therefore, for this particular study, focus on assessing the practices and 

problems of human resource utilization in Dire Dawa education sector, 

descriptive survey research method was adopted. 

1. 7.2 Source of Data 

[n this study, the pnmary sources of data were teachers, school 

principals and/ or department h eads of the REB, supervisors, 

administrative and support s ta ff and REB officials. Moreover, differen t 

documents were used to secure relevant information and statistical data 

as second ary sources. 
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1. 7.3. Sample Population and Sampling Techniques 

1. 7.3.1 Study area and Sample Schools 

The area chosen to conduct this study is the Dire Dawa Provisional 

Administration education sector. It is selected as the study place because 

it is leas t touched in research work and due to the researcher's 

experience in the area for which collection of data would be at ease. 

In the Provisional Administration there were one TVET college, three 

secondary schools (on e preparatory and two general secondary schools) 

and 59 primary schools (20 in urban and 39 in rural a reas) . All the three 

secondary schools and the TVET College were selected to be included in 

the sample by availability sampling method. From the 59 primary 

schools 18 schools (10 from urba n and 8 from rural) were selected by 

stratified random sampling method. Moreover, the REB was taken to be 

included in the sample by the availabili ty sampling method. 

1.7.3.2 Sample Selection 

The total population of the study was grouped in to four m ajor 

categories . Principals of sample schools and department heads of REB as 

one category, teachers of sample schools as the second category, 

supervisors as the third category and administrative and support staff of 

sample schools and REB as the fourth category. 

Principals of a ll the sample schools were selected to be included in the 

sample by purposive sampling techniques. Four department heads from 

REB were selected, from the avai lable seven department heads, by using 

convenient sampling method. That is , by taking those who were around 

their office during data co llection, to provide information concerning 

administrative and support staff by substituting four of the principa ls 

included in the sample. 
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Teachers of the sample schools were stratified in to different strata. 

Primary (urban and rural), secondary, and TVET were used as strata. 

From 451 (349 in urban and 102 in rural) teachers in the sample primary 

schools, 96(about 2 1%) were selected by systematic sampling method 

from each s chool based on th e proportion of each school's teach ers to the 

total number of teachers in the sam ple schools . That is, 71 teachers from 

urban sample schools and 25 from rural sample schools, which were 

about 2 0% and 25% respectively of their respective strata. From 

secondary schools, 39( 15%) teachers were selected from the total 260 

teachers by the same method mentioned a bove . Similarly, from 105 

TVET tea ch ers , 2 1 (20%) were selected to be included in the sample by 

using systematic random sampling m ethod. 

All the 12 supervIsors were selected by availability sampling m ethod. 

Moreover, 50 (about 20 .66%) of the administrative and support staff were 

selected from a total 242 in the sample schools and REB . More precisely, 

18(25%) were selected from 72 support staffs in 18 sample primary 

schools . That is one support staff worker was selected from each sample 

school by purposive sampling method based on educational level of 

qualification and experience. This is, because the researcher assumed 

that qualified and experienced workers understand the questionnaire 

well and provide more re levant data for the study. BY the same method 

and assumption , 8(about 22 .22%) workers were selected from 36 

administrative and support staff of the secondary schools . Similarly, 

10(about 16 .39%) workers were selected from 61 TVET administrative 

and support staff workers by the same meth od. On the other h a nd , from 

73 administrative staff in the REB, 14(about 19.18%) were selected by 

the same method and assumption in order to draw relevant information. 
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Table 1.1: Distribution of Samples in the Sample Schools an d REB 

N Sample Schools and REB 

0 S ample Population REB TVET Secondary Primary Sample size 

Groups size No % 

1 Pri ncipals 22 4' I 3 18 22 100 

and/or heads 

2 Teachers 451 - 2 1 39 96 156 34.59 

3 Supervisors 12 12 - - - 12 100 

4 Admin istrative! 242 14 10 8 18 50 20 .66 

su pport staff 

Total 727 27 30 50 126 240 33.0 I 
, Depru tmenl heads of REB were u sed only to provide lI1formatJ.on on administratIve and support staff by 

s ubstituting four of the principals included in the sample. 

1.7.4. Procedures and Instruments for Data Collection 

1. 7.4.1. Procedures 

The following procedures were followed in order to collect the necessary 

information and data about human resource utilization In education 

sector in the Dire Dawa Provisional Administration: 

:;. Related and relevan t literatures were assessed to get more 

information on the issue under stu dy. 

:;. Availa ble statistical data from different sources were collec ted a nd 

a na lyzed . 

>- Appropriate data gathering tools (instruments) were constructed 

and pilot testing were conducted to check their appropriateness . 

:;. The instruments were corrected based on the information obtained 

from pilot testing. 

>- The instruments were administered to the identified sample 

members for the study. 

> The data obtained from the sample members were ta bulated , 

a na lyzed and interpreted using appropriate statistical tools . 
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1.7.4.2. Data Gathering Instruments 

The following data gathering instrumen ts were employed to collect 

a ppropriate a nd necessary d a tal information. 

> Questionnaires: both closed and open-ended questionnaires were 

used to collect data from teachers, schools principals and/or 

department heads of REB, supervisors, administra tive a nd support 

staff. 

):> An interview: 

conducted with 

structured 

the REB 

interview was constructed and 

administrative and finance head, 

educational program and supervis ion head, and teachers and 

other personnel education and training expert. 

):> Document analysis: document analysis was made to revIew 

various related literature and research findings related to the 

problem under investigation and other documents in the REB and 

schools were analyzed to get the necessary information/ data. 

1. 7.5. Method of Data Analysis 

In order to a nalysis the collected data, first a frequency matrix was 

designed to aggregate the collected quantitative and qualitative responses 

into row data of different categories of respondents. Accordingly, the 

following statistical techniques were employed to analyze th e data . 

):> Percentage: this method was employed to a nalyze various 

characteristics of th e sample population, age, sex, expenence, 

academic qualification, etc. It was a lso be used to a nalyze 

questions with ordinal and nomina l character. 

):> Mean: was a lso calculated to determine the responses that require 

rank ordering. 

):> Chi-square: was employed to analyze items that were supposed to 

be measured on nominal and ordinal scales to decide whether 

significant differen ces exist or not between and amo ng the study 

groups on different issu es related to the study. 
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1.8 Definition of Terms 

Class-size: the number of students assigned to and enrolled in specific 

class under the direction of a specific teacher. (Deighton, 

1971: 157) 

In-service training: any attempt to improve current or future teacher 

performance by increasing teacher's ability to perform through 

learning usually by changing the teacher's attitude or 

increasing his/her skills and knowledge . (Aswathappa, 2002 : 17) 

Profession: an occupation usually involving relatively long and 

specialized preparation on the level of higher education and 

governed by its own code of ethics. (Good, 1973:440) 

Professional development: growth in knowledge, growth in skills, 

growth in judgmental and growth in the contributions teachers 

make to a professional community . (Anderson, 1995:41) 

Teaching load: include a ll the activities which take the time of the 

teacher and which are related either directly or indirectly to his 

professional duties, responsibilities and interests. (Monroe, 

1956:1454) 

1.9 Organization of the Study 

The study is organized in to four chapters. The first chapter deals with 

the problem and its approach. The second chapter deals with review of 

the related literature. It encompasses some basic concepts, research 

find ings and principles of human resource utilization in general and that 

of education sector in particular. Chapter three deals with presentation, 

analysis and interpretation of data. The fourth chapter deals with 

summary, conclusions and recommendations . Moreover, references, 

questionnaires and some necessary documents were attached to the last 

part of the thesis . 
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CHAPTER TWO 

REVIEW OF THE RELATED LITERATURE 

The purpose of this study was to analyze the practices and problem of 

human resource utilization in Dire Dawa education sector . The review of 

the literature re lated to the problem under s tudy is, therefore, presented in 

this chapter focusing on the issues related to education. 

2.1. Human Resource Management (HRM) 

According to Gomez-Mejia, et al. (2005:414), the heart and sale of 

particularly every organization IS its employees. An organizations 

workforce represents one of its most potent and valuable resources. 

Although plant, equipment and financial assets are also resources 

required by organizations, employees are particularly important. Human 

resources provide the crea tive spark in any organization-people design and 

produce the goods and services, control quality, market the products, 

allocate financial resources and set overall strategies and objectives for the 

organization. Without effective people it is simply impossible for an 

organization to achieve its objectives (Gupta, et al. 2003:3; and Kleiman, 

2003:4) 

Hence, the extent to which a work force is managed effectively is a critical 

element in improving and sustaining organizational performance. Tayeb 

(1997 :8) indicates that for any organization to perform its tasks efficiently 

and achieve its objectives, the management of its most crucial resource, 

the people, is of utmost importance. Managing people is one of the most 

difficult aspects of organizational management. It means dealing with 

people who differ physically and psychologically. The essence of HRM is 

that aspect of organizational management concerned with the 

management of organizations workforce. 
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Accord ing to Gunnigle et a l. (1997:9), the core activities of HRM include: 

l. Strategy and Organization: contributing to Organizational strategy, 

organiza tion structure a n d process, influencing culture and values, 

and developing personnel strategies and policies. 

2 . Employee resourcing: incorporating human resource planning, 

recruitment and selection, deployment a nd termination of 

employment. 

3 . Employee development: incorporating training and development, 

management development, career development, and performance 

management. 

4. Reward management: incorporating th e selection of reward 

strategies and the administration of payment and benefit systems. 

5. Employee relation: incorporating industrial relations, employee 

involvement and participation, communications, hea lth, safety and 

welfare, and employee services. 

6. Employment and personnel 

administration of employee 

administration: incorporating the 

records, employment policies and 

practices, working conditions, and personnel information systems. 

The industrial revolution profoundly changed the nature of work, much as 

information technology is doing now. A century later, the scientific 

revolution in management started looking at the problems that had been 

caused during the industrial revolution, and tried to find solutions. In the 

early 20th century, disciplines spanning a d iverse range from engineering 

to psychology looked at the question of managing people in the work place. 

The origins of the disciplines we now call personnel managem ent and HRM 

is found here, as are the prototype arguments for the existence of human 

capita l (http: //v,TWW . thoemmes.com/economics/hrman.htm). 

The push towards this seemingly ideological approach to personnel 

management increased in the late eighties (Rennie,2003). The causes were 
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increasing competitive pressures, increased globalization a nd a generally 

harsher business environment. These factors caused managers to want to 

enhance internal corporate effectiveness and thus 

competitiveness. Managers wanted to maximize the e ffi ciency of all 

resources, including the human resource (http://www.gabbai.f25. 

com/management / HRM / British-HRM. Html). 

HRM has different connotations for different people and defined by 

different scholars in different ways. Among these different definitions, for 

the purpose of this study the researcher limits itself to the following 

comprehens ive defin itions. 

According to Gupta et al. (2003 :3), HRM can be defined as: 

... that part of management process which develops, and manages the 
human elements of undertaking considering the resourcefulness of the 
organization's own people in terms of total knowledge, skills, and creative 
abilities, talents, aptitudes and potentialities for effectively implementing. 

In simple words, according to the writer, HRM means employing people, 

developing their resources, utilizing, maintaining and compensating their 

services in harmony with the job a nd organizational requirements. 

Similarly, according to Dickson (1998), HRM combines administration with 

the management of resources. Integration is, therefore, one of the key 

features of HRM. The fi rst role played by human resource management is 

being a support system. It can provide guidance and supervision for people 

management in the work place. The second role is that of human 

resourcing. This means that it will include necessary tasks such as 

training, development, recruitment, and planning. The next role IS 

strategic management, playing a n important part within the corporate 

strategy. 
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Generally, HRM can be defined as that part of m anage ment concerned 

with: 

• All the decision, strategies, factors, principles, opera tions, practices , 

functions, ac tivities and methods related to the management of people as 

employees in any type of organization; 

• All the dimensions related to people in the ir employment relationships, 

and all the dynamics that flow from it; and 

• Adding value to the delivery of goods and services and to the quality of 

work life for employees, hereby help ing to ensure continu ous 

organizational success in transformative environments (http://www. 

hrsgb.org.za/ HR-scope-and-defini tion . html). 

2.2. Importance of Human Resource Management 

Good human resource practice can first result in the increased abili ty of 

an organization to attract and retain the best people. Pla nning alerts the 

organization to the types of people it will need in the short, medium, and 

long-ru n . Quality recruitment a nd selection activities identity the best 

people for available jobs and make sure they a re placed in appropriate 

positions. Performan ce evalua tions and training develop individuals who 

require skills , knowledge and attitudes d ifferen t from those they currently 

have. Good HRM practice can a lso m otivate organizational members to do 

outstanding work. It can encourage worker commitment to and 

involvement in work and the organization. The a bility to advance in the 

organization, to experience career growth and development, a nd to receive 

rewards commensurate with performance can encourage high performance 

and positive attitudes toward work. (Rao and Rao, 2000:7; and Kleiman, 

2003:4) 

Moreover, Gupta et al. (2003: 10) summarizes the impor tance of HRM in to 

four stems. These stems may have a n important contribution to the 
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achievement of the organiza tional objectives to fulfill its socia l 

responsibility. These are: 

1. HRM helps to obtain the required human resource and develop them 

in using and motivating effectively; 

2 . It helps to design and develop an effec tive organization that will 

respond to change; 

3 . It h elps to create and maintain cooperative climate at relationships 

within the organization; and 

4 . It has the opportunity to meet the organizations social and legal 

responsibility. 

Similarly, Rao and Rao (2000: 18) summarize the purposes of HRM as 

follows . According to them HRM helps the organization : 

1. To achieve / reach/ its goals; 

2 . To employ the skills a nd abilities of the work force efficiently; 

3 . To provide the organization with well trained and well-motivated 

employees; 

4 . To increase to the fullest the employee's job satisfaction and self­

actualization ; 

5 . To develop and m a intain a quality of work life which makes 

employment in the organization a desirable personal a nd social 

situation; 

6 . To communicate personnel policies to all employees ; 

7 . To help maintain ethical policies and behaviors; 

8. To manage chan ge to the mutual advantage of individuals, groups, 

the organization and the public. 

In short, the purposes of HRM are (a) to attain economically and effectively 

the organizational goals, (b) to serve to the highes t possible degree the 

individual goals, and (c) to preserve and advance the general welfare of the 

community (Rao and Rao, 2000: 2 0) . 
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Even though, scho lars s ta te the significance of HRM in different ways, 

conceptually their explanations have some elements in common . In all 

situations, the purpose of HRM depends on workers development, as well 

as on creating conducive and coope rative working environment, which 

enables to achieve organizational goals in effective a nd efficient manner. 

Moreover, it links organizational goals and employees needs to be mutual 

and compatible, that is, one set n eed not be gained at the expense of the 

other. 

2.3. Human Resource Planning 

Human resource planning is the most important managerial fun ction in 

order to utilize this asset in effective and efficient way. Human resource 

planning ensures organizations to h ave the right type of people in the right 

number, at the right time and place, who are trained and motivated to do 

the right kind of work at the right time. 

According to E.W. Vetter, as cited 111 Gupta et aI. 2003:12 , human 

resource planning is: 

the process by which a management determines how an organization 
should make from its current manpower position to its desired 
manpower position. Through planning management strives to have the 
right number and the right kinds of people at the right places at the 
right time to do things which result in both the organization and the 
individual receiving the maximum long-range benefits. 

Similarly, Kleiman (2003 :61) defines human resource planning as the 

"process of identifying and responding to organizational needs and 

charting new policies, systems, and programs that will assure effec tive 

HRM under changing conditions." According to the author purposes of 

huma n resource planning, then are (i) to enable organizat ions to anticipate 

their future HRM needs a nd (ii) to identify practices tha t will help them 

m eet those needs. 
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From the above two definition s , it is possible to generalize tha t (a) human 

resource planning refers to foreseeing the human resource requirements of 

a n organization , (b) identifying sources for future supply of human 

resources , (c) m a king necessa ry adjustments between the demand and 

supply of human resource , (d) making necessary adjustment between 

human resource supply a nd demand and organizational plan, and (e) 

foresee ing the possibil ity of developing the supply of human resource in 

order to match it with requirements by introducing necessa ry ch anges in 

the functions of HRM. 

2.4. HRM and Organizational Effectiveness 

Organizational effectiveness can be determined fro m various aspects. HRM 

and utilization is one of the major factors that determine the effectiveness 

of a n organiza tion. Effective organization attracts and retains ski lled and 

committed manpower as well as utilizes them to the maximum by 

motivating and creating conduc ive working environment. On the other 

hand, this committed m anpower contributes to the effectiven ess of the 

organization . 

Gordon (1986:704) states that, the effectiveness of HRM practice can be 

determined by the effectiveness of th e organization. According to the writer 

organizational effectiveness depends on (1) employees characteristics, 

including job perform ance, (2 ) managerial policies and p ractices, (3) 

organizational characteristics su ch as structure and technology, and (4) 

characteristics of the internal and external environment. Effective HRM 

addresses each o f these characteristics , and 111 turn influences 

organizational effectiveness . Gordon further states that, high turnover 

rate, high absenteeism rate, low workers moral a nd inefficient production 

a s some indicators for organiza tional infectiven ess. 
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2.5. Human Resource Utilization 

2.5.1. Administrative and Support Staff Utilization 

For organizations in order to achieve their desired goals/objectives, they 

reqUlre s killed manpower a long with financ ial , time and material 

resources. The mere existence of these resources, however, will not 

guarantee the goal attainment of the organization. In reality, having plenty 

of the necessary resources, th ere are organizations that fail to ach ieve 

their preconceived purposes. Their failure can partly be attributed to 

ineffective utilization of the available resources in general, and that of the 

huma n resources in particular. Hence, proper utilization of the human 

resource is a necessity for the success and effectiveness of organizations. 

But what does it mean by the term human resource utilization? What 

does it refers to? Answer to these questions makes it clear for better 

understanding. 

According to Graham and Bennett (1990 : 147), human resource utilization 

begins with a description of manpower planning, followed by the analysis 

and description of jobs. It comprises recruitment, selection, transfer, 

promotion, demotion and separation, together with the relevant legislation. 

Appraisal, training and development, which together are sometimes called 

the development process, complete the subject of utilization . 

Hence, from the words of these scholars, it is possible to understand that 

human resource utilization refers to the effective and efficient processes of 

recruitment, selection, transfer, promotion, separation, appraisal, training 

and development of human resources in a given organization . So, in order 

to utilize the human resources properly organizations have to give a 

considera ble attention to the above listed human resource manage ment 

functions. 
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2.5.2. Teachers Utilization 

Just like other organizations, profit making or non-profit making, schools 

also need skilled and committed manpower in order to realize their desired 

goals . Schools as social organizations require well trained, motivated and 

committed work force (both academic and non-academic staffs) in order to 

serve their purposes. Aggrawal (1995:395) states that, as a social 

organization, schools to achieve their goals "require premises and 

equipment, but human resources are vital to them and a teacher is the 

supreme factor." This indicates that the human resource, particularly the 

teaching staff is the one which has the power to realize schoo ls objectives. 

Therefore, without adequate and competent staff schools cannot realize 

their purposes for which they are established. In support to this, Otto a nd 

Sanders, as cited in Ayalew (1991: 109), state that " ... the effectiveness of 

the school in achieving its objectives is largely dependant upon the 

professional competence of the staff.. .. " 

The availabil ity of adequ ate and competent teachers d etermined what a 

given school looks like. But having adequate and competent teachers alone 

is not the determinant factor for the effectiveness of a school. In addition 

to their availability, how well the teaching staff is utilized also determine 

the effeten ess of the school. Mondy et al. (1 994:4) state that, the strength 

of a school can be determined by its proper utilization of teachers at the 

right time and right p lace in attaining the desired goals. Similarly, Ayalew 

(1991: 109) also states that, the availabi lity of qualified and competent 

teachers alone, however, will not guarantee goal attainment of the school, 

unless they are utilized effectively . 

Webb, et al. (1987: 168) define staff utilization as the personnel process 

that maximizes human resources through the (1) deployment of talent and 

competency in the best interests of the total staff and student population; 
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(2) identification of s ta ff ta lent and assignment of individual employees to 

facilitate an effective instructional program; (3) assessment of roles, 

including the identification of inhibitors and fac ilitators to permit optimal 

u ti lization of resources to achieve primary goals; (4) recognition of 

individua l staff differences and implementation of leadership s tyles, that 

best fulfill the potential of a ll personnel; (5) utilization of available 

research, too ls, and skills to provide the best possible working conditions; 

a nd (6) development of a healthy climate that fosters the maximization of 

human potential. 

According to this defini tion, staff utilization refers to a lmost all activities 

that contribute and facilitate the attainment of educational objectives. 

Among these appropriate assignment of teachers, staff talent and interest 

assessment, recognition of individual differences, identification and 

provision of necessary financial and material resources, creation of 

conducive working environment to enable staffs to use their talent to the 

maximum to realize the objectives of their respective school. 

S imilarly, Castetter (19 62:98) defines staff utilization as devising ways 

whereby the ablest teachers can be more available to more students. It is 

recogmzmg staff differences and making teaching assignments 

accordingly . It is relieving the instructional staff of routine work which can 

be performed effec tively by personnel employed for this purpose, such as 

clerical a nd instructional assistants. It is assessing staff competences and 

maximizing them for instructional purposes. 

Thus, staff utilization involves a ll of these things and "at its best" 

represents "a systematic effort to utilize fu lly and economically the 

competencies, time and energies of personnel to the utmost instructional 

advantage" . Therefore, to Castetter, staff uti lization means the effective 

and efficient use of staff members to attain the desired goals of a school. 
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Thompson (1995 :53) defines the term teachers u tilization m ore s pecifically 

as "assigning of teachers to pos ts where they a re most needed and where 

at the same time they can give of their best. " Thus, the key idea in teacher 

uti liza tion is to enable the professiona lly tra ined teachers to render more 

professio nal services more effectively to more studen ts. In general, teacher 

utiliza tion is a cru cial function in the ma nagement of teachers and it 

represents assigning or placing the right teacher to th e right place in order 

to get the best out of him/her. Hence, the next portion devotes to the 

essence of position assignment in general and to teachers load assignment 

in particular . 

2.6. Position Assignment 

2.6.1. Administrative and Support Staff Assignment 

Education sector human resource assignment includes the assignment of 

both academic and non-academic staffs. Hence, before directly go to the 

discussion of teacher assignment it is importa nt to see the overall essence 

of position assignment of workforce in any organization. 

One of the most effective means by which personnel administrators can 

assist the organization to achieve its stated goals and individual employees 

maximize their potential is through the determination of appropriate 

position assignments (Webb et a I. , 1987: 168). In addition to assisting 

organization to achieve its goals effectively, appropriate position 

assignments also encourage individua l employees to develop their 

potential as well as to get satisfied by their works . Coil, as cited in Webb 

et al. (1987: 168), concludes, "The most satisfied and productive employees 

are those who are carefully and appropriately matched to their jobs." An 

appropriate and productive job match means that the primary tasks of a 

job enable the employee to use his/her strongest and preferred skills. 

Similarly, Drunker, as cited in Webb et al. (1987: 168), stated that "the 
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final but perhaps the most important element in managll1g people is to 

place them where their strength s can became productive." 

According to Webb et a l. (1987: 168) position assignment requires several 

essential considerations; (1) the specific nature of the position, including 

role expectations, necessary knowledge and skills, and conditions under 

which the role IS performed; (2) the professional preparation, 

competencies, a nd interests of the employee; (3) the relationship of the 

position and th e employee's characteristics and competencies; (4) the 

extent to which the assignment provides for the personal motivation 

needed by the e mployee and the extent to which success can be realized in 

the position; and (5) consideration of the force of organizational culture 

and informa l group structure . 

Position placement necessitates the careful examination of both the 

general qualifications of the individual and the specific competencies most 

rewa rding to that person. When the match is found between the 

competencies required by the job and those most satisfying to the 

individual, both the organization and the employee are likely to benefit. In 

support of this, Cavanagh, as cited in Webb et a l. (1987: 169), states that: 

When a person's abilities (intelligence, creativity, energy, maturity) are 
reasonably consonant with the requirements of the job, this will act as a 
motivating force. When the employee's abilities are significantly higher or 
lower than those demanded by the job, this typically constitutes a contra­
motivational factor .. . High motivational levels in employee's are the result of 
a good job, by the right person, working for a competent supervisor, under 
the banner of positive company philosophy. 

Other factor con s idered in position assignment includes the organizational 

culture a nd informal group structure . The goals, beliefs, traditions, and 

values of a particular organization a re important factors in the assignment 

of employees to that organization as well as to pos itions in that 

organ ization (Webb et al., 1987:170). 
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2.6.2. Teacher Assignment 

Teachers are th e most important and inOuential resources in the school 

system. They contribute much for the realization of the desired goals of 

schools, if propei"ly utilized. But improper utilization of teachers ' results to 

the malfunctioning of the school as well as it damages the moral of the 

teachers. If teachers are misused or not properly assigned they may not be 

willing to perform the task to which they are ass igned or they may not use 

their efforts to the maximum in order to produce quality output. Hence, it 

is important to give due attention to the assignment of teach ers by school 

principals. 

Teacher's assignment h as some common characteristics with the 

ass ignment of non-teaching staff in schools or oth er employees in different 

organizations . But it has also its own unique nature. Based on this, 

different scholars define teacher's assignment in different ways but with 

some common elements. 

California Teachers Association, as s ited in Deighton (1971:605), defines 

teacher assignment as "the determination of the subjects and grade levels 

for which teachers are to accept responsibility during specific school 

term." However, according to Ayalew (1991:109 ) this definition is rather 

simplified and limits the process of assignment to the single decision of 

placing a teacher in a particular classroom. The reasons that the writer 

raises for his argu ment are: (1) teachers differ in their qualification, 

subject area specialization, experience and interests; (2) the content and 

rigor of a course even within a subj ect differ; and (3) the interest and 

maturity level of students varies from subject to subject and from group to 

group. Hence, teacher assignment is not a simple process of assigning a 

teacher to a subject and grade leve l, but rather it needs a nalysis of 

different facto rs from different angles . 
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So, in order to make the teaching-learning environment more conducive to 

the needs of the student, by ensuring maximum utilization of a teacher 's 

working time , data should be collected and a thorough assessment be 

made not on ly on outstanding factors such as the qualification, 

s pecia lization , experience a nd preferences of the teachers, but a lso on 

personal qualities of individual teachers like sincerity, efficiency, courage, 

energy and tactfulness (Weber as cited in Ayalew, 1991: 110). 

In addition to these requirements, there are certain principles that school 

principals have to follow in assigning duties to teachers . These principles 

are: (1) assign a teacher to a position only he / she is qualified for all the 

duties assigned to it; (2) assign a teacher to subject-matter field only 

where he/ she has broad and concentrated preparation; (3) limit each 

teacher's assignment to not more than two broad fields of subject matter; 

and (4) assign each teacher to the most frequently occurring teaching 

combinations (Smith et a I. , 1966:216). 

Similarly Ovary (1966:203) a lso identifies some guidelines that school 

principals should follow in assigning teachers . These guidelines include: 

1. Teachers should be assigned in their area of specialization and 

training. If there is shortage of teachers in the school, they can 

teach their minor fields. 

2. Teachers who have extended periods of services should be assigned 

to the subject they were previously given unless there is evidence 

that they may be successful in another assignment. 

3. Teacher interest and desire should be considered within the 

boundary of their major fields of preparation. 

4. New teachers should be assigned early in order that they get time 

for preparation. 

5 . Teachers should be hired accord ing to the specialization to fill the 

specialized requirements of the school. 
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6 . The teaching load s hou ld be spread as evenly as possible 

7. When preparing load the extra curriculum should be considered . 

8 . The teaching load of a new teacher should be lighter than that of the 

more experienced teachers. 

2.7. Distribution of Teaching Load 

Effective and efficient utilization of the teaching force enhance the 

achievement of educational objectives . The way schools utilized the 

teaching force has a great impact on the achievemen t of their desired 

goals. Thus, teachers load assignment should be given high consideration 

at the sch ool level. If schools utilize teachers properly they achieve their 

objectives easily but if n o t it is difficult for them to achieve their desired 

objectives/goals. Tuqan, as cited in Ayalew (1991:116), states "No 

education a l system can be s tronger than its teachers." 

One of the mos t important indicators for the utilization of the teaching 

forc e is the work load of teachers (Duret and Hogan , 1998 :18). Proper 

assignment and distribution of manageable teaching load enable teachers 

to be well p repared and render professional assistance to their students. 

Conversely, excessive load brings about physical and mental strain that 

result in adverse effect on both the performance as well as personal well 

being of the individual teacher (Ayalew, 199 1: 117). Hence, distribution of 

teaching load among teachers is one of the key functions in teacher 

assignment which the sch ool principals have to carefully handle. 

According to Monroe (1956 : 1454), teaching load is generally understood to 

include "all activities which take the time of the teacher and which are 

related either directly or indirectly to his/her professional duties , 

responsibilities, and interests." To this writer the term teaching load refe rs 
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to the job assignments given Lo a tcacher wh ich a re in one way or another, 

re lated to the teaching profession. 

On the other hand, Jones, as cited in Ayalew (1991: 11 7), defines the term 

teaching load as "all situations that demand the total energy of teachers to 

do productive work related or unrelated to the actual teaching such as 

participation I!1 curriculum development, rendering serVlce to the 

community, investigating some educational problems in research work or 

doing experiments in la boratories are the sum total of teachers load. " This 

definition seems more comprehensive than the former one because it 

s tates teaching load to include both tasks that are related to the 

profession and those tasks that a re not. According to MOE (1987 E.C:21), 

teaching load of teachers includes activities like classroom instruction, 

preparation and follow-up of students work, participation in co-curricular 

activities and other relater activities. 

2.8. Factors Affecting Teaching Load 

According to Cas tetter (1962: 100) and Monroe (1956: 1454) measurement 

of teaching load is extremely difficult because of the intangibles which 

must be taken into account, including out-of-school activities, 

community demands, and school-related duties above and beyond the 

normal assignment. Simple measurements such as average class-size, 

pupil-teacher ratio, number of classes per day and total credit hours in 

courses are unsatisfactory and present an incomplete picture . In other 

words, they do not take into account numerous factors that influence the 

time and energy that a teacher devotes to his/her work. 

However, some authorities tried to provide factors that influence the 

measurement of teaching load. Among these scholars, Knezevich 

(1969:339) provides some factors which influence the measurement of 

teach ing load as: 

29 



' " the student-teacher ratio, classes per day, total enrollment in classes 
taught, number of d ifferent subjects taught or p reparations required, 
total clock hours , natu re of students in classes (Particularly if the 
mental ability is un necessarily low or high or if the pupils have 
handicap s), non-clas sroom responsibilities such as com'dor or play 
ground sup ervis ion, extracurricular activity commitments, and 
ad ministrative respons ibilities, 

Simila rly , Dou glass (1956 :96) lis ts the principa l factors a ffecting teaching 

load , These factor s include: 

1. The num ber of sec tions taught da ily or weekly 

2 , The num ber of pu pils thought 

3 , The n u m ber of diffe rent prepara tions required, 

4 . The a m ount of time required for co-opera tions , study ha ll ac tivities 

5. The len gth of the class period . 

6. The na ture of the s u bject tau ght a nd the con sequen t amount of 

time required for prepara tion , for m a king papers a nd notebooks 

a nd for arranging equipmen t, a ppara tus and materials . 

7 . Th e per sonnel of the pupils tau ght, ra nge of individual d iffe rence 

in a bili ty, fac tors very difficul t to measure. 

8 . Th e age and th e maturi ty of the pupils taught and the con sequ en t 

character of th e subj ect ma tter. 

Other schola r s su ch as Smith et a l. (1966:2 17 ) a nd Stinnett (1968 :229) 

d iscuss a lm ost s imilar factors that a ffec t the teaching load of teacher s, 

with th e a bove m entioned. However, a ll the various fac tors mentio ned by 

d iffere n t sch ola rs can be categorized in to two maj or groups as 

classroom/ in s tructional activities a nd non-classroom responsib ili ties 

(Aya lew, 199 1: 118). Therefore , it is importa nt to discu ss some fac tors 

und er these two categorie s one by one. 
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2.8.1. Instructional Activities 

Instructional activities include all the acti vities that are related to the 

teaching- learning process that takes place in the classroom (Ayalew, 

1991: 118). Many schools tend to measure the teaching load from such 

activ ities by the total number of period taught daily or weekly. However, 

equalizing th e number of periods to be taught per week does not 

necessarily m ean equalizing the teaching load. Several factors make 

variation in the load even when the numbers of periods are equal (Ibid). 

Some of the factors that make variation on teaching load will be 

discussed below. 

The principal factor that has a direct effect on the teaching-learning 

process is class-size. Class-size has been defined as "the number of 

students assigned to and enrolled in specific class under the direction of 

a specific teacher. " (Deigh ton, 1971:157). Hence, class-size has a direct 

impact on the ra te and number of communication between the teacher 

and studen ts which in turn has a direct effect on the desired outcome of 

the instruction. 

Questions raised regarding the determination of maximum or minimum 

class-size are still not answered. Yet, there seems " ... no unanimity of 

option or scientific evidence that has general acceptance at present with 

regard to the average number of students to be assigned in one section" 

(Ayalew, 1991: 120). Because of th is there is no clear cut agreement on 

the optimum class-size for d ifferent levels of schooling. 

Some studies have indicated that larger group instruc tion IS more 

effective than smaller group instruction. On the other hand, other 

studies have shown that teachers of smaller classes tend to invent and 

adopt new practices, to give more individual attention and to show 
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greater understanding of individuals. As a result such writers claim that 

classrooms with fewer students are more conducive to learning and 

teaching (Ibid). 

According to Stinnett (1968:230), the best class-size or teacher load 

varies with a number of conditions involved: the teacher him/ herself, the 

subject, the maturity and ability of the ch ildren, teaching materials and 

a ids. Other researchers also maintain that whether a large class or a 

small class is appropriate depends on the learning objectives. Davies, as 

cited in Ayalew (1991: 120) states : 

... there is no such thing as one optional class-size for all situations. In 
stead, optimal class-size is related to the nature of the learning objectives 
that are to be realized ... (1) if lower order cognitive objectives and 
affective objectives are to be realized, large classes are not infenor to 
smaller classes. (2) if higher order cognitive objectives and affective 
objectives are to be realized, small classes are optimal. 

According to these authorities learning objectives and In rela tion to this 

the natures of the subject matter determine the number of students to be 

accommodated in a section. The teaching of some subjects for instance, 

languages and sciences, involves drills, exercises, laboratory work etc., 

which makes the limitation of the number of students imperative. On 

the other hand, the teaching of some other subjects, like social sciences, 

which can be mostly dealt with the lecture method, is appropriate for a 

larger class-size (Ayalew, 1991: 121) 

Thus, if effective teaching is to be accomplished and reasonable workload 

is to be assign ed , there has to be a defined class, which would serve at 

least as a guide line. Genera lly, technical and vocational education and 

training (TVET) institutions tend to have smaller average class-size than 

do secondary schools, and secondary schools h ave to be lower than that 

of the primary schools, based up on the educational objectives , methods, 

curriculum and organizational patterns (Deighton, 1971). 
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The average class-size widely accepted in most part of the world under 

favorable conditions is 30-40 students (Alexander et a l. as cited in 

Ayalew, 1991: 122) . This however, seems to disguise the variation from 

country to country particularly betwelOn those developed and developing. 

In Ethiopia, as it has been stated in th e newly adopted standards, the 

number of students in a class for secondary sch ool should not exceed 

forty, and in primary schools should not exceed fifty and in TVET it may 

vary from department to department based on th e nature of training 

provided. But at average in most departments it should not exceed thirty 

students per section (MOE). In practice, h owever, the average class-size 

in secondary schools was found to be 69 a nd in primary sch ools it was 

found to be 78 and in TVET it varies from fields of s tudies to fields of 

studies . (MOE, 2004/05) 

Generally s peaking, class-size can vary from country to country, from 

subj ect to subject, from teacher to teacher a nd from grade level to grade 

level (Douglass, 1954; Stinnett, 1968; Deighton, 197 1). However , large 

class-size mcreases the a mount of teaching load of a teacher. 

Concerning this, Stinnett (1968: 100) s tates that " ... large group mean 

more paper to correct, more record s to keep, more seat work to plan, 

more plans to make, a nd more individual difference to meet." This 

indicates that la rge grou p consumes more energies and time of the 

teacher. 

The other measurement of class-size is the pupil-teacher ratio. Pupil­

teacher ratio refers to the number of students assign ed to th e school 

divided by the number of teachers in the school (Deighton , 1971 ). It is 

used more often as a basis for budgeting and allocating resource as well 

as measurem ent of teaching load. Like the class-size itself th e pupil­

teacher ratio varies from country to country (Ayalew, 1991: 122). It IS 

expected to be less than class-size, but in practice, in our country, it 
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deviates from the standard. The pupil -leacher ratio was found to be 51: 1 

in secondary, 66: 1 in primary and in TVET it was found to be 22: 1 (MOE, 

2004/05). This implies that teachers in the Ethiopia school, particularly 

primary and secondary schools seem to be over loaded. 

The second determinant factor that has direct effect on teaching load 

distribution IS the number of preparations required. The number of 

different class preparation depends on the number of subject fields 

teachers are given or assigned to teach (Ayalew, 1991:122). The author 

further explains that the load and the t ime required for preparation 

should not only attributed to teaching different subjects but a lso to a 

teacher who is specialized in one subject and assigned to teach the same 

subject to more grade levels. 

The writer further argues and elaborates by citing an example. He states 

that teaching four sections of Biology in grade nine, for instance, is not 

the same as teaching two sections of Biology in grade nine and two 

sections of Biology in grade ten . A teacher assigned to handle the former 

has only one preparation, where as the latter calls for two preparations 

because of the variation in content. Thus, school principa ls have to take 

the number of preparations required of teachers while distributing 

teaching load among teachers. 

Th e other determinant factor th at influence teaching load of teachers is 

the number of period s taught per week (Stinnett, 1968:233). The writer 

further states that different countries have different number of periods 

per week, which implies that there are no uniform rules valued for the 

whole world as to the number of hours that a teacher should teach every 

week. In most countries, however, the maximum weekly hours that 

teachers should spend is about fifty hours per week-a maximum of thirty 
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hours on teaching and the rest twenty hours preparation for teac hing 

a nd other activities in the school and ou ts ide the school (Stinnett , 1968). 

Thus, the teaching load of teache rs s hould not be unreasonably heavy. 

It has to be allocated to teachers reasonably by taking a ll the mentioned 

different factors in to con s ideration . Hence, in the inte rest of effective 

teaching, care should be taken that a teach er should n ot be forced to 

meet an excessive number of classes daily or weekly. 

[n gen e ra l, a ll the a bove discussed and other factors that h ave an impact 

on teaching load should be cons idered while sharing teaching load 

among teachers, particularly those factors tha t have direct effect on the 

teaching learning activities like class- size, number of preparations 

required, and the number of periods per week s hould not be over looked. 

2.8.2. Non-classroom Responsibilities. 

In addi tion to carry out the classroom teaching learning process teachers 

are assigned to perform a host of non teaching responsibilities (Smith et 

a!., 1966:217). S imilarly, Alexander and Saylor as cited in Aya lew 

(199 1: 124) state that although teachers are employed to teach classes 

and direct student activities, unfortunately, in many schools they a re 

required or expected to s pend considera ble time on non-teaching duties, 

without a commensurate reduction in class load. Acco rding to Ayalew 

(1991:124), such non- teaching ass ignments take two forms - school 

admini strative se rvices and communi ty services. 

The sch ool administrative services include activities like unit leaders, 

department heads, homeroom teachers, m ember of pa rent teacher 

association, and the like . In addition to these teach ers are required to 

spend time on professiona l duties no t directly connected with class-room 
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activities, such activities include participation as a member of 

curriculum committee, discipline committee, examination and evaluation 

committee e tc ., all of which demand a teacher to share his/her time 

(Ibid) . Of all these out of classroom activities, the most teacher time 

consuming a re clerical duties (such as record-keeping and reporting), 

participation in extra-curricular activities, conferences with parents and 

students and the like (Monroe, 1956:1190 and Williams, 1964:133). 

On th e other hand, community services include the participation of 

teachers in social organizations like professional association, community 

development members, and other community association. Participation 

to these social activities may overload teachers when it is added to the 

daily teaching load they have . Hence, it is important to take these 

additional duties in to account while sharing teaching load among 

teachers. 

In general, the participation of teachers in administrative duties, co­

curricular activities and community services may be properly regarded as 

part of their missions. Hence, the contribution of teachers in these non­

instructional duties must be considered among the factors that 

determine teaching load and a commensurate reduction must be made in 

the instructional activities (Ayalew, 1991: 125). 

Hence, Principal must give consideration to th e total work load imposed 

on a teacher and endeavor to keep it within reasonable expectations, so 

that the teacher not only wi ll have time to devote to planning and 

carrying on his/her classroom work in a creative manner, but will have 

the energy and enthusiasm to do so. 

School principals have the responsibility of protecting leacher's from 

excessive loads not only for the welfare of the teachers but also for the 
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good of the educational system itself (Ibid). So, what alternatives do 

principals have to provide proper and justifiable workload for teachers? 

The next section devotes itself to these a lternative methods for reducing 

work load of teachers. 

2.9. Methods for Reducing Workload of Teachers. 

The workload has to be fairly distributed among teachers, so that they 

can carry out their duties effectively and efficiently. Thus, school 

principals have to prevent teachers from work over loading. Douglass 

(1954) has suggested four methods of reducing workload of teachers. 

These a re : 

1. Reducing the number of sections: When an extremely heavy load 

becomes inevitable because of the limi ted number of teachers, the 

feasible alternative left is the reduction of the number of sections by 

increasing the number of students per class. Although the time needed 

for some activities like correction of examination papers and assignments 

remains the same, this method will definitely decrease the total 

classroom instruction house. 

2. Elimination of small sections: This approach is acceptable in 

educational in stitutions where students have to choose from specialized 

areas like TVET institutions and colleges . However, it is also applicable 

in primary a nd secondary schools. For instance, in primary schools it is 

possible to eliminate small section s by using multiple class approach. 

That is, by combining two different grade levels under the instruction of 

one teacher at th e same time. 

3 . Assignment in relation to special fitness: Assignment of teachers in 

a subject in which they have adequate training and to a grade level in 

which they have taught before can minimize load even when the total 

working hours remain the same. 

37 



4. Lightening the teacher's load: The number of tasks and the 

co mplexity of activities associated with the teaching learning process 

such as marking papers, preparing instructional a ids, administrating 

examinations, record keeping etc. could be broken into pieces a nd 

pushed done to lower levels of opera tions to lighten the work of heavily 

loaded teachers. 

The wri ter a lso s uggests the following as methods to lighten teachers 

load: 

• Providing facilities for mimeographing materials needed for 

instructional purposes. 

• 

• 

Avoiding long, tedious, uninteresting teachers' meetings a t the 

end of a full day work. 

Assigning teaching assistance Uunior teacher s or even senIOr 

students) to carryout, such activities as tutoria ls, administering 

examinations, marking papers, preparing teaching a ids etc . 

• Providing simplified forms of all regular school reports such as 

attendance sheets , grade report forms, rosters etc . for use by 

the teachers. 

• Providing office space for teachers to work free from 

interruption when not teaching. 

• 

• 

Giving beginning teachers a lighter load. 

Reducing the number of different da ily subject preparations per 

teacher and the number of hours taught. 

• Redu cing fear a nd insecurity; conducting supervis ion in such a 

way a s to elimina te fear . 

• Securing and availing instructional supplies in advance, so 

that, teachers will not spend time looking for such materia ls. 

• Developing a fri endly, cheerful and cordial re lation in the school 

so as to minim ize disciplinary problems. 
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2.10. Human Resource Training and Development 

2 . 10 .1 Administrative and Support Staff Training 

The train ing and development process is complex mixture of activities 

intended to improve the performa n ce of individuals and groups within 

the organization. Some organizations, especia lly, th ose that carry out 

complex and specialized operations and are confronted with rapid change 

in the technology, a re heavily committed to training and development. 

Other organizations view the process as a way to foster the career 

development of their employees a t all levels. But a lmost a ll employees in 

any organization need some initial training or orientation (French, 1990: 

14) . Thus the necessity of training and development of employees in any 

organiza tion is unquestionable. However, here it is important to discuss 

the difference between training and development. 

Gomez-Mejia et al. (2003:260) state that , "although tra ining is often u sed 

in conjunction with development, the terms are n ot synonymous." 

According to the writers, training typically focuses on providing 

employees with specific skills or helping them correct deficiencies in their 

perform ance . In contrast, development is an effort to provide employees 

with the abilities the organization will need in the future. In tra ining the 

focuses is solely on the current job; in development the focus is on both 

the current job and jobs that employees will hold in the future . 

Similarly, Barney a nd Griffin (2002:461) a lso state that, training usually 

refers to teaching operational or technical employees h ow to do the job 

for which th ey were hired . Development in contrast, refers to teaching 

m a nager and professiona ls the skills needed for both presen t and future 

jobs. 

The scope of tra ining is on individual employees; where as the scope of 

development is concerned with the workforce's skills and versatility. 
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Training tends to focuses on immediate organizational needs and 

development tends to focus on long-term requirements. The goal of 

training is a fairly quick improvement in worker's performance; where as 

the goal of the development is the overall enrichment of the organizations 

human resources (Ibid). If the difference between training and 

development is discussed so far the next discussion will be on each of 

them. 

Training is a planned effort to provide employees with specific ski lls to 

improve their performance (Gomz-mejia, et a I. , 2005: 434). The writers 

also state that effective training can a lso improve morale and increase on 

organization's potential, where as poor, inappropriate or inadequate 

training can be a source of frustration for every one involved. 

For a training program to be effective, it must encompass the entire 

training processes, which consist of three major phases. The first phase 

is needs assessment, a determination of whether training is needed. 

This phase requires on examination of the organization's plans to 

expand, diversify into new products, or under take other activities that 

may reqUire employees with additional skills . Next phase is the 

development and conduct of tra ining. This phase refers to making 

decision concerning the location of the training and conducting the 

actual training. During this phase th e location of the training is decided, 

whether the training will be conducted in the mode of on-the-job training 

(a training take place in the actual work settin g under the guidance of an 

experienced worker, supervisor or trainer) or in the mode of off-the-job 

training ( a tra ining that takes place away from the employment site) . 

The last phase of training process is evaluation and reexamination of the 

training that takes place. This refers to reexamination of the training 

methods to determine whether the training provides the expected 

benefits and meet the needs of the organization (Ibid) . 
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On the othe r hand , human resource development is defined as 

"organized learning provided by employers within a specified period of 

time to bring about the possibility of performance improvement and / or 

pe rsona l growth (Nadler and Nadler, 1992:6). Similarly Gupta et aI., 

(2003 :6) state human resource development as the process to bring forth 

necessary changes in skills, capabili ties, a nd attitudes of people who a re 

required to meet the new challenges. According to the authors, human 

resource development stresses the need for developing employees to suit 

the updated technology, modernization of machinery and equipments in 

accordance with their aspirations and potentialities on the one hand and 

the company's requirements on the other hand . 

Any human resource development programming is meant to sharpen the 

potentialities of people to perform well on their jobs. So, human resource 

development matches organizational needs for human resources and the 

individual needs for a career development. Hence, human resource 

development enables employees to gain their best potential by achieving 

a total all round development (Ibid). 

In general, the mam objectives of training and development are to 

improve the competencies and performances of employees so that they 

contribute to the effective achievement of organizational goals . Moreover, 

training a nd development also facilitates the individual employee career 

development. In relation to this, Mabey, et al. (2000: 168) lists the 

strategic purposes of training a nd development as follows: 

1. To upgrade th e skills, capabilities and attitudes of both managers 

and employees to improve their competencies and prepare them for 

future roles. 

2. To act as a catalyst for change. This approach is frequently 

associated with organization leaders seeking to orchestrate 

cultural change amongst their workforce. 
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3. To give the organization competitive edge. For example, because 

public enterprises cannot register success simply in terms of profit . ~ 

and market share, the way they acquire resources and deliver 

SfTVlces IS increasingly becoming a driver for competitive 

advan tage. 

4. To encourage a learning climate in the organization. The focuses 

here IS on the learning needs of individua ls, guided by 

organizational goals and under girded by the belief that within 

each member of staff is a latent talent waiting to be tapped. 

Accordingly, the trend is away from structured , taught courses and 

towards enhanced opportunities for self-development. 

2.10.2 Professional Training and Development of Teachers 

Professional training and development of teachers has similar objectives 

with that of the training and development of other organ izations' 

employees . It aims at the improvement of individual teach ers a nd the 

performance of the school system as a whole. Frase and Conley 

(1994 :56) express professiona l development of teachers as one of the 

most powerful routes to teacher motivation and school improvement. 

Similarly, Billings, as cited m Bell (1991 :4), s tates professional 

development of teachers as: 

a deliberate and continuous process involving the identification and 
discussion of present and anticipated needs of individual staff for 
furthering their job satisfaction and career prospects and of the 
institution for supporting its academic work and plans, and the 
implementation of programmes of staff activities designed for the 
harmonious satisfaction of needs. 

This implies that teachers deve lopment is a continuous process and also 

it in tegrate the n eeds of individual teachers with the s trategic objectives 

of their respective schools. In support to this, Anderson (1995:41) states 

teacher's development as " ... growth in knowledge, growth in s kills, 
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growth in judgmental, a nd growth in the contributions teachers make to 

a professional community." 

In general, teacher's proft:!ssional development is designed to broaden 

teacher's knowledge and skills as well as to prepare them to move 

through the career development. But one of the means through which 

professional development of teachers realized is training. Anderson 

(1995:41) states that, teacher's development can be obtained by 

providing teachers with adequate education (or in-service training) and 

by creating favora ble conditions to promote appropriate posting and 

follow up support for actu a l utilization of teachers effectively. 

Training of teachers takes place in two forms: pre-service and in-service 

trainings. In most case, tra ining of teachers takes place in the form of 

pre-service training; however, this method of training alone is not 

adequate to satisfy teacher's future needs as well as to improve the 

performance of the school system as a whole. 

Concerning this, Jackson, as cited in Harris (1989: 13), states that "Pre­

serves training is only the first stage of becoming a teacher." In other 

words, pre-serve training is only the foundation for being a teacher. So, 

in order to cope up with the change and fast growth in the education 

sector, that is, change in curriculum, change in teaching methodologies, 

development in field of educational materials and the like teachers have 

to get additional training and orientation continuously. In re lation to 

this, Harris (1989: 12) states that" even if a fully qualified, ideally 

competent staff were available, time will gradually erode that 

competence as conditions change and old competencies become 

obsolete." Thus in order to overcome these problems there is a need for 

the second form of training (in-service training) and a continuous 

support and supervision services. 
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2 . 10.2.1. In-Service Training of Teachers 

In-service education or training is the development of the individual, 

which arises from the whole range of events and activities, by which 

serving teachers can extend their personal, academic or practical 

education, their professional competence and their understanding of 

educational principles a nd methods (Adams, 1975:37). Similarly, 

Aswathappa (2002: 171) states in-service education or tra in ing as " ... any 

attem pt to improve curren t or future teacher performance by increasing 

teacher's abi li ty to perform through learning u sually by changing th e 

teacher's attitude or increasing h is/her skills a n d knowledge ." 

In oth er words , according to these auth ors, in-service training refers to 

a ll a c t ivities through which serving teachers improve th eir professiona l 

competen cie s and performance by gammg addition a l skill s and 

k n owledge . In support to this , Rao and Narayan a (2 000 :449) state in­

service tra ining as a ny tra ining or learn ing process that involves th e 

acquisition of s k ills, concep ts, rules or attitudes to increase the teaching 

performance of teac hers . To them , the purpose of in-service training is 

to aid teach ers in improving teach ing learnin g performance. They a lso 

consider it as a continuou s process that should be managed th rough 

time. 

On the oth er h a n d, An derson (1 995 :57 1) states the im portance of in­

service training or education briefly . According to th e writer, if tra in ing 

of teachers d irected towards their ac tua l work and to the developm en t of 

the teaching profession , th en it improves th e teaching methods, 

classroom managemen t, the work p la n n ing of teach e rs as well as it 

makes the profession more des irable and Im proves the attitude of 

teachers and other individuals toward s th e profession . 
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According to Anderson, further training of teachers helps them to develop 

the ir morale, attitude a nd makes them to fee l confident in order to seek 

promotion and to keep themselves up-to -date with th eir field of study in 

both sontent and methods . In other words, in -service training helps in 

up lifting the morale of teachers by providing them with professional 

s kills and material incentive s that would motivate teachers to operate in 

harmony and unity. Thus, in-service training of teachers helps to 

improve the performance of teachers , to raise the morale of teachers; it 

also provides teachers with material rewards. Moreover, it a lso helps 

organizations or schools to have and attract right workforces with high 

commitment and morale a t the right time and place. 

In general, in-service training is an important aspect of professional 

development of teachers that contribute to both professional competence 

of teachers and to the performance of schools. In-service training of 

teachers has a positive impact on quality of education if it IS 

implemented continuously a nd in an organized manner (Gaynor, 1998). 

2.10.2.2. Effective Support and Supervision 

Effective support and supervision services are important inputs in 

developing the morale of teachers as well as for effective implementation 

of educational programs. In rela tion to this, Thompson (1995:30) states 

that, support services include all agencies, which provide opportunity to 

educate staff, promote staff morale and development, and enable training 

a nd experience to be effective ly utilized. These services include, the 

supply of basic teaching-learning materials to schools , providing 

profess ional advices to teachers as well as to school principa ls. All 

teachers and school principals benefit from frequent and regular visits of 

supervisors if it is implemented properly, no t in fault finding and 

inspection manner. 

45 



Nevertheless, in practice, as Thompson (1995 :30) states, supervlslOn 

service commonly provided once or twice a year because of inadequate 

staffing, lack of transportation and material resources, by inspectors who 

see their work primarily as being the eyes and ears of the administrator. 

In support to this, Gaynor (1998:47) also comments, "wh at teachers need 

from supervisors is advice and interaction that can help them to develop 

into more confident teachers. What they receive, however, is often 

bureaucratic, judgmental, and motivated by a desire to control what they 

do." 

Many scholars point out the importance of support and supervlslOn 111 

developing the potential of individual teachers and in facilitating the 

performance of the school system. Of these, Dean (1992) explains th at 

any support given from either externa l or internal to teachers affect the 

development of the school system and teachers. The author further 

notes that, good support and supervision services enable teachers to 

think and do best by themselves confidently. 

Professional support and supervlslOn servIces provided to teachers have 

to educate them, promote their moral and facilitate professional 

development of teachers. Thus, the supervisors or support providers 

have to be individuals who are well trained and have rich expe riences so 

that they can share their knowledge, experience and skills to teachers. In 

relation to this, Gupta et al. (2003: 16) state that, supervision is to see 

the work of teachers from above. This implies that, supervisors have to 

be able to evaluate the work of teachers very well, provide them with 

necessary advices and constructive comments and moreover, have the 

power to make decision about the teachers. That is, to provide teachers 

with necessary training, materials etc. in order to avoid their weaknesses 

or able to promote those teachers with good performance. Thus, 
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supervisors are expected to be well trained, well experienced and 

competent enough to provide teachers with all mentioned above. 

On the other hand, Gaynor (1998:47) a rgues that school officials and 

experienced teachers may provide effective support and supervision 

services to teach ers than external supervisors. The writer further point 

out that developing advisory responsibility within school level is more 

adequate condition for solving problems of individual teachers as well as 

problems of the sch ool system in its real settings. 
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CHAPTER THREE 

PRESENTATION AND ANALYSIS OF DATA 

This chapte r deals with the presentation and analysis of data collected 

for the study. The data was collected from a total of 232 respondents . To 

this effect, a total of 240 copies of questionna ire were distributed to 156 

teachers, 22 principals a nd/or department h eads, 12 supervisors and 50 

a d ministrative and support staff. Out of which 150(96%) of the teachers, 

a ll th e 2 2(100%) principa ls, 12 (1 00%) supervisors and 45(90%) of the 

a dministrative and support staff m embers we re completed and returned 

the questionna ires. In general , 229 (95 .42%) of the distributed copies of 

ques tionnaire were properly filled in and collected. Moreover, in terviews 

were conducted with three educational officials (Head of financial and 

personnel administration, Educational program and supervision head, 

a nd teachers' and support staffs' education and tra ining expert) . Finally, 

the collected data was tabulated and arranged in a way convenient for 

analysis and interpretation. 

Ta bi e 3.1: C h aractenshcs 0 f Respondents b >y Sex an d Age 
N Item Respondents 

0 Principals Supervisors Teachers Support Total 
staff 

No % No % No % No % No % 
1 Male 17 77.3 11 91.67 126 84.00 27 60.00 171 74.67 

l< 
Female 5 22.7 1 8.33 24 16.00 18 40.00 48 25.33 " en 
Total 22 100 12 100 150 100 45 100 229 100 

2 < 20 years . . · . 1 0.67 . . 1 0.44 

20-25 1 4.55 · 28 18.67 3 6.67 32 13.97 

26·30 1 4.55 · 22 14.67 4 8.89 27 11.79 
" 6 27.27 20 28 62.22 "" 31·35 · 13 .33 54 23 .58 

<!! 
36-40 8 36.36 4 33.33 24 16.00 5 11.11 41 17.90 

Above 40 6 27.27 8 66.67 55 36.67 5 11.1 I 74 32.32 

Total 22 100 12 100 150 100 45 100 229 100 

As s hown in the table , the fi r st item indicates that out of the total 229 

respondents 74 .67% were males, which con stitutes the majori ty, while 

females make only 25 .33% of the total number of the respondents. More 
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specifically, out of the 22 principals included in the sample, only 22.73% 

were females . Similarly, from the 12 supervisors included in the sample, 

only one was female. Th is indicates low participation of female in 

leadership and supervisory position in education sector. 

On the oth er hand, with respect to age category, as it is indicated in the 

same table u nder item number two, 73 .80% of the respondents we re 

above 30 year s of age, wh ile only 26 .20% were 30 or below years of age. 

This may indicate tha t most of th e respondents were well experienced 

and matu red enough to give appropria te and re levant data about th e 

education sector in the region. 

Table 3.2: Characteristics of Respondents by Service Years and Qualification 
N Item Respondents 
0 Principals Supervisors Teachers Support Total 

staff 
No % No % No % No % No % 

1 5 and below I 4.55 . . 37 24.67 6 13.33 44 19.21 

'" ... 6-10 3 co 13.67 - 20 13.33 6 13.33 29 12 .66 

" 11·15 3 13.67 I 8 .33 8 5.33 3 6.67 15 6.55 >. 

" 16-20 4 18. 18 3 2 5 .00 17 11.33 25 55 .56 49 21.40 
v 

. ~ 21-25 8 36.36 I 8 .33 33 22.00 2 4.44 44 19.2 1 
~ 
" 26 or above 3 13.67 7 58.33 35 23.33 3 6.67 48 20.96 
en 

Total 2 2 100 12 100 150 100 45 100 229 100 

2 0 Below 12+1 - . - - - - - - -
.~ 

12+1 3 25.00 23 15.33 5 11.11 31 13.54 .. - -
co 
" 12+2 18 8 1.82 8 66.67 67 44.67 2 1 46.67 114 49.78 

I.::: 
BA/BSC 4 18.18 I 8.33 59 39.33 19 79 34.50 .~ 42.22 -co 
MA/MSC 1 0.67 5 2.18 :; - - - - -

0' Total 22 100 12 100 150 100 45 100 2 29 100 

As it is ind icated in the first ite m, only 19 .2 1% of the to ta l respon dents 

had served for five years or below. Most of the respondents in a ll 

categories had served for more than 15 years in the same profession and 

position . In genera l, th e data in item n umber on e indicates that the 

majority of the respondents were well experien ced in the ir res pective 

positions and professions . Even though , d ifferent authors in the field of 

education a l m a n agem en t indicate experience as one of th e major cr iteria 
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N 
0 

1 
2 
3 
4 
5 
6 

for teachers a nd other education professionals' assignment, 

accumulation of aged and fadeout teachers a nd other education 

personnel in a given school and position has its own problem. Such 

individuals may not ready to adopt themselves to new findings in 

education area and be unwilling for the implementation of the new 

findings . In general, the region al education sector was characterized by 

having more aged and fadeout teachers and other education personnel. 

The second item in the same table indicates levels of educational 

qualification of respondents. With respect to th is, 81.82% of the 

principals, 44.67% of the teachers, 66 .67% of the supervisors and 

46.67% of the administrative a nd support staff were diploma holders . On 

the other hand, 18 .18% of the principals, 39 .33% of the teachers, 8 .33% 

of th e supervisors and 42.22% of the administrative and support staff 

were first degree holders. While the rest 15 .33% of the teachers, 25% of 

the supervisors, 11 .11% of the administrative and support staff were 

certificate holder s. Only one teacher was second-degree holder. In 

general, majority of the principals, teachers and administrative and 

support staff members included in the sample have the required level of 

educational qualification, almost all th e supervisors have not qualified 

for the position they were assigned. 

Table 3.3: Principals and Supervisors Qualification and Major Areas of Specialization 
Major Qualification 
areas Principals Supervisors 

BA/BSC 12+2 Total BA/BSC 12+2 12+ 1 Total 
N % No % No % N % N % N % No % 
0 0 0 0 

EdAd. - - 7 31.82 7 31.82 - 1 8.33 1 8 .33 
Mathes 3 13.64 2 909 5 22.73 - 2 16 .67 - - 2 16.67 
Physics 1 4.54 3 13.64 4 18.18 3 25.00 - 3 25 .00 
History - - - - 1 833 - - 1 8.33 
Others - 6 27.27 6 27.27 - - 2 16.67 3 25 .0 5 41.67 
Total 4 18.18 18 81.82 22 100 1 8.33 8 6 .67 3 25 .0 12 100 

As it is indicated in the table, only 31.82% of the principals accep ted 

their degree or diploma in Educational Managem ent , the rest 68.18% 
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accepled their degree or d iploma in different fields of specialization . 

Similarly, 9 1.67% of the supervisors were not specia lized in re lation to 

Supervision or Educational Ma nagement. Even most of the supervisors 

were no t get any form of t raining in re lation to supervlslOn. The 

su pervisors themselves indicated that mos t of th eir works depen d on 

their experie n ce rather tha n on supervisory principles . 

In general, even through a ll the principa ls h ave th e required educationa l 

level of qu a lification ; most of them h ave not accepted th eir diploma or 

first degree, which rela ted to Education a l Ma n agem e nt. Simila rly, most 

of the supervisors have neither the required educationa l level of 

qua li fica tion n or h ave s pecia lized or tra ined in rela tion to their work. 

T b1 34 T h 'Q l·fi t· b S h 1 L 1 a e : eae ers ua 1 lea Ion oy e 00 eve 
School Level ualification 

MA MSC BA BSC 12+2 12+1 Others Total Qualified 
N % No % No % No % N % No % No 
0 0 

Prim lA - - - 50 11 .42 3 83 87.44 5 1.14 4 38 100 433 
ary 

5 -8 - - - - 124 78.48 34 2 1.52 - 158 100 124 

Secondary - - 198 8 1.46 34 18.54 - - - - 232 100 198 

TVET 4 2.98 94 70. 15 35 26.12 1 0.75 - 134 100 98 

Total 4 0.42 292 30.35 243 25.26 4 18 43.45 5 0.52 962 100 844 

The data in the table s hows tha t 1.14% of primary first cycle (1 -4) and 

2 1. 52% of primary second cycle (5-8) teachers were not qualified for the 

levels they were teach ing. On the oth er ha nd , 18.54% of secondary and 

26 .87% of the technical and vocational education and tra ining (TVET) 

teache rs were n ot qualified for the levels they were teaching. 

In genera l, s ignifican t number of tea ch er s , particula rly, in primary 

second cycle, in secondary a nd TVET, we re not qualified for the levels 

they assign ed to teach. In rela tion to this, different schola rs indicated 
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that improper assignmen t of teache rs result to the malfunctioning of the 

school as well as it damages the moral of the teachers. 

T bI 3 5 S a e : upport S ffQ IT ta ua 1 lcation an d S b· U 'Ject A S . I · rea speCla lzatlon 
No Subject Area Qualification 

BA/BSC 12+2 12+ 1 Total Qualified 
No % No % No % No % No % 

1 Psychology 4 8.89 . . · · 4 8 .89 4 8.89 
2 Ed Ad. 2 4 .44 2 4.44 · · 4 8 .89 2 4.44 
3 Management . . 5 I 1. 11 · · 5 11. 1 1 - -
4 Mathematics 3 6.67 2 4 .44 - · 5 I!. I I 3 6.67 
5 Physics I 2.22 3 6.67 - - 4 8.89 I 2.22 
6 Chemistry 1 2.22 - - - - 1 2.22 I 2.22 
7 Pedagogy 1 2.22 - - - · I 2.22 I 2.22 
8 Biology 1 2.22 - - - · 1 2.22 I 2.22 
9 Geography 2 4.44 2 4.44 - · 4 8.89 2 4.44 
10 Others 4 8.89 7 15.56 5 11. 11 16 35.56 16 35.56 

Total 19 42.22 2 1 46.67 5 11.11 45 100 31 68.89 

In respect to qualification, 42.22% of the respondents were first-degree 

holders, while the rest 46.67% and 11 .11% were diploma and certificate 

holders respectively . On the other hand, the workers h ad specialized in 

different field s of study like Psychology, Mathematics, Educational 

Administration, Management, Physics and some other different a reas. 

Most workers' areas of specializations have direct or indirect re lation with 

their current position especially, of those in expert positions. Moreover, 

68.89% of the workers were qualified for the positions they were 

assigned. 

Even though, most workers were qualified and specialized for the 

position they were assignee!, significant number of workers were not 

qua lified as well as specia lized for their positions. Such Improper 

assignment has a negative impact on the effectiveness of the organization 

as well as on the employee. 
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Table 3.6: Subject with Shortage of Qualified Teachers and Positions with 
Sh t f Q IT d W k or age 0 ua 1 Ie or ers 
No Subject Mean Rank Department Total Vacant 

positions positions 
No % 

1 Somali Laoguage 1. 76 1 Formal TVET 5 4 80 .00 
2 Civics 1. 94 2 Planning and 4 3 75.00 

Programming 
3 Music 2.34 3 Non-formal TVET 3 2 66.6 7 
4 General Business 2. 5 1 4 Curriculum 11 7 63.64 

Development and 
Research 

5 Health and Physical 3.98 5 Educational Program 21 It 52.38 
Education and Supervision 

6 Amharic Laoguage 4.12 6 Educational Media 5 2 40.00 
7 English Language 5.63 7 Finance and t6 6 37 .50 
8 Productive Technology 6.54 8 Personnel 
9 Physics 7.32 9 Administration 
to Chemistry 7.98 10 Total 65 35 53 .85 

Note . - in ranking subjects WIth sholtage of qualIfied teachers the ranking of the prmclpais for each subject 

were added and divided by the total number of respondents. Hence, subjects \Vitil lower mean rank are with 

severe shortage of qualifi ed teachers. 

In this table, subject areas with shortage of qualified teachers and 

positions with shortage of qualified workers were presented. In this 

re spect, particularly, in relation to shortage of teachers, school principals 

were asked to rank the first ten subject areas with shortage of qualified 

teachers in their respective school and school levels. Accordingly, Somali 

Language and Civics Education were ranked first and second respectively 

by both primary and secondary school principals as subject areas with 

shortage of qualified teachers. Moreover, the principals also ranked all 

the other subject areas with shortage of qualified teachers. 

On the other hand, in relation to position with shortage of qualified 

workers , data collected from documents, indicated that m ost of the 

positions in schools and regional education bureau were vacant and the 

available workers were assigned to cover two or more positions. For 

instance, as shown in the table, from the available 11 positions in 

Curriculum Development and Research Department, which required 

first-degree holders, only 36.36% positions were occupied by position 

holders with appropriate educational levels of qualification. The rest 
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63 .64% positions were vacant or covered by unqualified personnel in the 

departmen t. Similarly, In Educational Program and Supervision 

Department, from the available 21 positions, which required 9 firs t­

degree a nd 12 diploma holders, only 10 positions (one first degree holder 

and 9 diploma holders) were covered by personnel with appropriate 

education a l level of qualification. Even among the available diploma 

holders, most of the individua ls ' areas of specializations do not h ave a 

d irect relation ship with the pos ition they occupied . For example, a ll the 

primary school supervisors were no t qua lified in supervision area or not 

get a ny training about supervision a nd the available 4 positions for 

secondary schools supervision were vacant. Moreover, in Planning and 

Programming Department, a m on g th e available 4 positions, only a s ingle 

position was occupied by a n expert with a ppropriate edu cational level of 

qua lification, the rest 3 positions were vacant, even not covered by under 

qua lified individuals . The same was true in other departments a nd a ll 

levels of schools; even it was more serious in some departments . 

In general, s ignificant numbers of subject a reas in all levels of schools 

were in shortage of qualified teachers. Simila rly , appropriate personnel 

did not cover most of the positions in the Regional Education Bureau or 

they left vacant. Hence , it may be possible to infer that the regiona l 

education sector was suffering in shortage of qualified teachers and other 

personnel. 
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T hI 3 7 T a e : eac h ers A sSlgnme nt , P . d All enD otment an dC' nteria Used 
N Item Respondents D X2 X2 
0 Principals Teachers Total F cri cal 

No % No % No % 
1 Who decided on teachers' 

teac hing load? 
1.1 Principals 9 40.91 73 48.67 82 47.67 
1.2 Vice Principals - 10 6.67 10 5.8 1 
1.3 Department Head - 4 2.67 4 2.33 
1.4 Princ ipal with YlPrincipal 10 45.45 49 32.67 59 34.30 
1.5 V /Principal with 3 13.64 10 6.67 13 7.56 
Department Head 
1.6 Department Head with - - 4 2.67 4 2.33 
Members of the Department 
1.7 Committee Decis ion - - - - - -
Total 22 100 150 100 172 100 5 11.07 5.03 

2 Criteria used for teachers 
assignment 
2.1 ualification 18 8 1.82 104 69 .33 122 70.93 
2.2 Experience - 3 2.00 3 1.74 
2.3 Field of Spec ialization 4 18.18 38 2 5.33 42 24.42 
2.4 Teache rs Competence - -
2 .5 Teachers Preference - -
2 .6 Administrative Decision - 5 3 .33 5 2. 9 1 
Total 22 100 150 100 172 100 3 7.82 1.97 

3 Teaching load distribution 
3.1 Neve r teach at all 22 100 22 12. 17 
3 .2 Below 10 periods - - - - - -
3.3 10-15 - - 13 8 .67 13 7 .56 
3.4 16-20 - 28 18.67 28 16.28 
3.52 1·25 - - 63 45.33 63 36.63 
3.626-30 - - 38 2 5 .33 38 22 .0 9 
3 .7 Above 3 0 pe riods - 3 2.00 3 1.74 

As it is indicated in the table, 40.51 % of the principals and 48 .67% of the 

teachers revealed that the schools principals decided on the teaching 

load of each teacher. On the other hand, 45.45% of the principa ls a nd 

32.67% of the teachers reported that such a decision was made join tly by 

principa ls and vice principa ls. 

In order to identify th e differences in perception between the two study 

groups, a chi-square tes t was calculated. The result of the test indicated 

tha t for 5 degrees of freedom at 0.05 level of significance , th e cri tical 

value of chi-squa re (11.07) was much greater tha n the ca lculated value 

of chi -square (5 .03). Thus, conclusion would be drawn that there was no 

relia ble evidence showing the existence of s tatis tically significant 

difference between principa ls and teachers in the ir perception a s to who 

decides on the number of periods for each tea ch er. Therefore , based on 
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the responses of the majority, it sounds logical to infer that principals 

were the ones who decid ed on the number of periods for teachers. 

The sec:md item was related to th e criteria mostly used in assigning 

teachers to subjects and grade levels. As shown in the table, 81.82% of 

the principals and 69.33% of the teachers reported that qualification was 

the criterion mostly used in assigning teachers. On the other hand, 

substantial number of the total respondents 24.24% were indicated that, 

field of specialization was served as criterion in teachers' assignment. 

The rest very few number of teachers 3 .33% and 2.00% respectively, 

revealed that administrative decisions and experiences were served as 

criteria in assigning teachers to subjects and grade levels. 

A chi-square test was calculated to see whether or not a perceptual 

difference exists between the two study groups. Accordingly, the result of 

the test revealed that for 3 degrees of freedom at 0.05 level of 

significance, the critical value of X2 was by far greater than that of the 

calculated value of X2, implying that there is no statistically significant 

difference between principals and teachers In perception. Therefore, 

based on the responses of the majority, it may be possible to infer that 

qualification was the sole criterion mostly u sed in assigning teachers. 

However, it should be noted that teachers' assignmen t must be justified 

by qualification, expenence, personal preference and professional 

competence (Deighton, 1971) 

The third item treated under this table was about number of periods 

allotted per week. With respect to this, a great variation was observed 

between the responses of the principals and teachers as we ll as among 

teachers . As shown in the table, all the principals never assigned to 

teach . However, the guideline of Ministry of Education states that a 
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school principal should teach not less than 10 periods on his / her area 

of specia liza tion (MOE, 1987. E.C: 7).Similarly, the data a lso revealed 

that period allotment for teachers varied from 10 to 33 periods per week 

Majority of the teachers 70.67% taught between 21 and 30 periods per 

week , while more than a quarter 27.33% taught between 10 and 20 

periods. The rest 2% of teacher were assigned to teach more than 30 

periods per week 

Hence , from this data, it may be possible to conclude that more than a 

quarter of the teachin g force and all the principals were not utilized 

effectively . On the other h and, few teachers were forced to carry the 

highest load, even exceeding th e maximum load indicated in the 

guideline of the Ministry of Education-30 Periods per week (MOE, 1987. 

E.C:7). This may imply that the trend of period distribution a mong 

teachers was unfair. 

Table 3 .8 : Administrative and Supl'ort Staff Assignment and Criteria Used 
N Ite m Respondents D %2 %2 
0 Principals Support Total F cri cal 

Staffs 
No % No % No % 

1 Who decide d o n the position of 
workers? 
1.1 Head of the or}!anization IS 68. 18 12 26.67 27 40.30 
1.2 The organization's - - - - - -
adminis trative and finance head 
1.3 The organization's human - - - -
reso urce eXJ)crt 
1.4 Reg:ional Education Bureau 7 31.82 27 60.00 34 50.75 
1.5 Re g ional Civil Service - - 6 13.33 6 8.96 
Commission 
1.6 Total 22 100 45 100 67 100 2 5.99 11.57 

2 Criteria used to ass ig:n workers 
2.1 Qualification 5 22.73 32 71.11 37 55.22 
2.2 Experience 2 9.09 - 2 2.98 
2.3 Field of Specialization 5 22.73 13 28.89 18 26.86 
2.4 Workers Competence 10 45.45 - 19 14.93 
2.5 Workers Preference - - - - -
2.6 Administrative decision - - -
Total 22 100 45 100 67 100 3 7 .82 3 1.03 

As shown in the first item, 31.82% of the principals and 60% of the 

suppor t staff reported that Regional Education Bureau was the one that 
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decided on the assignment of workers. On the other hand, 68.18% of the 

principals indicated that making decision on the assignment of workers 

was the responsibility of heads of the organizat ions, that is school 

principals and education bureau head. 

A chi- square test was calculated to detect differences between the 

responses of the two study groups . The result of the test showed that for 

2 degrees of freedom at 0.05 level of significance, the critical value of X2 

was much less than the calculated value of X2 This indicates that there 

was statistically significance difference between the study groups In 

perception on who decided on the position of workers. Hence, it IS 

difficult to in fer that a certain body decided on the position of workers . 

The second item treated in this table was about criteria mostly employed 

to assign administrative and support staff. As shown in the table, 

22 .73% of the principals and 7l.11% of the administrative and support 

staff indicated that qualification was the sole criterion mostly used in 

assigning workers. On the other hand, substantial number of principals 

(45.45%) reported that workers competence was mostly served as 

criterion in workers assignment. Moreover, 22.73% of the principals and 

28.89% the administrative and support staff revealed that field of 

specialization was the criterion mostly employed in assigning workers. 

A chi-square test was calculated to see wh ether or not perceptual 

difference exists between the two study groups. Accordingly, the result of 

the test indicated that for 3 degrees of freedom at 0.05 level of 

significance, the critical value of X2 was much less than the calculated 

value of X2 Th is shows the existence of statistically significant difference 

between the two study groups' perception. Hence, it is difficult to infer 

that a single criterion was employed to assign workers. 
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Table 3,9: Teachers Service Year and Weekly Pe rio d 11 A otment 
Service Periods allotted er week 
in year 6-10 11-15 16-20 21-25 26-30 >30 Total 

N % N % N % No % No % N % No 
0 0 0 0 

< 1 year - 11 7.33 - - 11 

1-5 2 1.33 2 1.33 8 5 .33 9 6.00 1 0.67 22 

6- 10 2 1.33 12 8.00 6 4.00 - - 20 
11-15 2 1.33 6 4.00 - - 8 
16-20 3 2 .00 9 6. 00 2 1.33 3 2.00 2 1.33 19 
2 1-25 5 3. 33 6 4.00 20 13.33 3 2.00 - - 34 
>25 I 0 .67 2 1.33 9 6.00 24 16 .00 - - - - 36 

As shown in the table, the least load for the less experienced teachers 

was 26 periods where as that of the most experienced teachers was 6 

periods per week. Moreover, the average weekly periods of teachers with 

service years below one year was 28, and that of teachers with more than 

25 years experience was about 21. 

Therefore, it sounds logical to conclude that in the process of distribution 

of teaching load, experience was not given considerable attention. 

However, it should be noted here that, the less experienced teachers 

usually n eed more time for preparation a n d planning (Ayalew, 1991 : 112) 

and therefore need to be given lighter teaching load . 

Table 3,10: Teac h 'h ers ASSignment Wit Respect to Su )Ject Area SpecIa izatton b' , I' 

N Item Respondents D X2 X2 
0 Principals Supervisors Teachers Total F cri cal 

No % No % No % No % 
1 Assignment in 

1.1 Major area 15 68. 18 9 75 .00 98 65.33 122 66.30 
1.2 Minor area 3 13 .64 1 8 .33 5 3 .33 9 4.89 
1.3 Both Major 4 18.18 2 16.67 40 26.67 46 25.00 
and Minor 
1.4 Neither - 7 4.67 7 3.80 
Total 22 100 12 100 150 100 184 100 6 12.59 6.68 

2 Reason for 
assignment 
2.1 Major and/or 18 81.82 9 75 .00 126 84 .00 153 83.15 
minor area 
2.2 Shortage of 4 18. 18 3 25.00 12 8 .00 19 10.33 
teachers 
2.3 No reason 12 8.00 12 6 .52 
Total 22 100 12 100 150 100 184 100 4 9 .49 7.43 
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The firs t item deals with teachers' assignment in their major or minor 

areas. As s h own in the table, the majority of the respondents 66.30% 

reported that teachers were assigned to teach in the ir major areas of 

specialization. Substantial number of respond ent 25% also indicated 

that teachers were assigned to teach both their major and minor areas . 

As ind icated by different scholars, inappropriate assignment of teachers 

to a subject area or grade levels may have adverse effect on the life of 

teachers. It contributes to the low morale of teachers, which might fina lly 

end-up in psychological or physical withdrawal (Ayalew, 1991: 11 6) . 

Assignment of teachers to a subject in which they have adequate training 

can minimize the workload of teachers . Therefore, it should be n oted 

here that maximum effectiveness of th e teaching staff may be realized 

only when each teacher is, a s nea rly as possible, given work which 

h e/ s h e can do best (Douglass, 1954: 103). This kind of assignment may 

h elp to reduce heavy load. It can also create a h ealthy working 

atmosphere by developing teach er's confidence. 

In order to identify the differences in perception among the study groups, 

a chi-square test was calculated. The result of the test indicates that fo r 

6 degrees of freedom at 0 .05 level of significance, the critical value of chi­

square (12.59) was m u ch greater than the calculated value of chi-squ are 

(6 .68). Thus, conclusion would be drawn that there is no reliable 

evidence showing th e existence of statistically significant difference 

among principals, supervisors and teachers in their perception on the 

assignment of teachers in th ei r a rea of specia lization s. Therefore, based 

on the responses of th e m ajority, it sounds logical to infer that teachers 

were assigned based on their a rea of specia lizations. 

The second item, t reated in the same table, was concerned about reason s 

for teachers' assignment. Accordingly, 83 . 15% of the respondents 
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asserted that it was their major/minor area. This trend is encouraging 

becau se it may help to realize maximum effectiveness of the teaching 

force. Assignment of teachers to a subject in which they have adequate 

training can minimize teaching load even when th e total working hours 

remain the same. As a second reason, s hortage of qua lified teachers m 

some subject a reas was reported by 10.33% of th e total respondents . 

In order to see whether this difference in perception among the study 

groups is s ignificant or not, a ch i-squa re test was calculated. The result 

of the test indicated that for 4 degrees of freedom at 0.05 level of 

significance, the critical value of chi-squa re (9.49) was greater than the 

calculated value of chi-square (7.43). Thus, conclusion would be drawn 

that there I S no reliable evidence showing the existence of statistically 

s ignificant difference a mong principals, s upervisors and teachers in their 

perception on the reasons for assignment of teachers. Therefore, based 

on the responses of the majority, it sounds logical to infer that the reason 

for teachers' assignment was based on th eir area of specializations. 

Table 3.11: Support Staff Assignment with Re"Pect to Subject Area S1 ecialization 
N Item Respondents D X2 X2 
0 Principals Support Staffs Total F cri cal 

No % No % No % 
1 Assignment in 

1.1 Major area IS S1.S2 25 55.56 4 3 64.1S 
1.2 Minor area 4 I S. I S 2 4.44 6 S.96 
1.3 Both major and minor area - - - - - -
1.4 Neither - I S 40.00 I S 26.S6 
Total 22 100 45 100 67 100 2 5.99 13.50 

2 Reason for Assignment 
2 . 1 Major and/or minor 22 100 27 60 .00 49 73.13 
2.2 Shortage of workers - - 12 26.67 12 17 .91 
2.3 No reason - - 6 13.33 6 S.96 
Total 22 100 45 100 67 100 2 5.99 12.03 

The majority of the respondents reported that workers were assigned 

based on their m ajor/minor areas of specialization On the other hand , 

significant number of workers 40% reported that they were assigned 

neither in their major n or in their minor areas of specialization. 
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The result of a chi -square test indicates that there is a statistically 

s ignificant differe nce be tween the perceptions of the two study groups on 

workers assignment to positions . Therefore, it is difficul t , based on the 

responses of the majority, to infer that workers were assigned based on 

their areas of specializations. 

The second item, treated in the same table, was about reason s for 

workers assignment. Concerning this, most of the respondents 73.13% 

asserted that workers were assigned to a positions because of the 

positions were related to their major and/or mmor areas of 

specialization. On the other hand, 26.67% of the administrative a nd 

support staff workers reported that they were assigned to positions 

becau se of shortage of workers. Some few workers were also indicated 

that they were assigned to positions without any con vincing reason . 

The result of chi-square, for 2 degrees of freedom at 0.05 level of 

s ignificance, indicates that there was a statistically significant difference 

between the perceptions of the two study groups on the reason s for 

workers assignment to positions. Therefore, it is difficult, based on the 

responses of the majority, to infer th at th e r eason for workers 

assignment was based on their area of specializations. 

Table 3.12: Class-size and Teacher-pupil Ratio 
No Items Schools 

Primary Secondary TVET 
No % No % No % 

1 Section-pupil ratio 
1 :<40 1 5.56 - - 1 100 
1:40-49 1 5.56 - -
1:50-59 9 50.00 - -
1:60-69 6 33.33 1 33.33 
1:70 -79 1 5.56 2 66.67 -
Total 18 100 3 100 1 100 

2 Teacher-pupil ratio 
1:40-49 7 16.67 - - 1 100 
1:50-59 8 44.44 2 66.67 - -
1:60-69 3 16.67 1 33.33 -
Total 18 100 3 100 1 100 
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As s hown in the table, the class-s ize in primary and secondary sample 

sch ools was found to be very large . In most primary schools (88.89%) the 

number of students enrolled in a section was found to be above 50 and 

in all the seconrlary schools it was found to be above 6 0 students in a 

section. Howeve r, the Ethiopian Education standard indicates that, the 

class-size in primary education not exceeds 50 and that of secondary 

education not exceeds 40 (MOE, 1987. E.C). 

Although large class-size has its own advantage depending on the nature 

of the subject, there are evidences tha t show some of the disadvantages 

it has on both students a nd teachers. Otto and Sanders in Ayalew 

(1991 : 121) state that in large classes : 

a. Instruction tends to become the lecture type, which precludes group 

participation. 

b. Oral communication within the classroom from pupil to pupil and 

from pupil to teacher would be minimized, with the teacher only 

doing most of the talking. 

c. Assignments will most of the time take a written form and even then 

will receive less teacher attention . 

d. Identification of and provision of attention to the individual needs of 

the s tudent becomes difficult on the part of the teacher. 

Moreover, class-size h as a direct effect on the teaching load of teachers. 

As the number of students in a class increases the work of teachers 

become more complex and it requires high effort and energy from the 

teach ers. Therefore, if effective teaching is to be accomplished, the 

problem with large class- s ize has to be considered in teacher assignment. 

The second item treated in the same table was a bout teacher-pupil ratio. 

With regard to this, a great variation was observed among schools , 

particula rly a m on g urban and rural schools. In rura l primary schools, 

the overage teacher-pupil ratio was found to be 1:41 wh ere as in urba n 
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schools it was found to be 1 :54. In general, in most pnmary schools, 

(6 1. 11 %j, the teacher-pupil ratio was fou nd to be above 1: 50. Simila rly, it 

was found to be m ore than I :50 in a ll secondary schools . Th is, figu res 

are very high a nd deviate from the expected one, less tha n I :50 in 

p rimary schools and less than 1:40 in secondary sch ools . Such high 

num ber of ratio not only affec ts the teach ing learning process but also 

h ave an impact on teach ers load. Therefore, it is impor tant to take the 

teacher-pupil ratio in to accou nt during teachers' ass ignm en t . 

Table 3.13: Teachers Assignment in Grade Levels and Shifts 
No Items Schools Average 

Primary Secondary TVET Weekly 
periods 

No % No % No % 
I Assignment in grade level(sl 

1. 1 One grade level 28 3 1.11 6 15.35 9 42.86 24 
1.21\vo grade levels 43 47.78 27 69.23 5 23.8 1 24 
1.3 Three grade levels - - - - 5 23.91 2 5 
1.4 More than three grade levels 19 2 1. II 6 15 .38 2 9 .52 24 
Total 90 100 39 100 21 100 

2 Assirnmcn t in shift 
2.2 One shift 74 82.22 27 69.23 - - 22 
2.2 1\vo shifts 16 17.78 12 30.77 2 1 100 26 
Total 90 100 39 100 2 1 100 

The firs t item , in the table, was concerned with assignment of teachers in 

grade levels . As shown in the ta ble , 3 1. 11% of th e prima ry schools, 

15 .38% of the secondary schools and 42 .86% of the TVET teach ers were 

assigned to teach a single grade level. The average weekly teaching load 

of these teach ers was found to be 24 periods. On the other h a nd, 47 .78% 

of the prima ry, 69.23% of the secondary and 23. 8 1% of the TVET 

teach er s were a ssigned to tea ch two different grade levels a nd their 

average weekly teaching load was found to be simila r to tha t of the first 

group with a s ingle grade leve l. 

Moreover, 21.1 1 % of the prima ry, 15.38% of the secondary a nd 9 .52% of 

th e TVET teachers were assigned to teach more tha n three grade levels 

and their average weekly teaching load was fou nd to be 24 periods, 
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similar to the above mentioned two groups . The other surprising point 

found was that 23.81 % of the technical and vocational education a nd 

training college teachers were assigned to teach three differen t grade 

levels a nd their average weekly teaching load was found to be 25 periods 

which was even greater than those teachers who assigned to teach a 

single grade level. 

Therefore, these data show that, number of preparation s was not 

considered in teachers' assignment. But different scholars indicated that 

number of preparations has a great impact on the load of teachers . 

Assignment to different grade levels requires a teacher to devote a 

considerable time for preparation. 

The second point treated in the same table was about teachers' 

assignment in shift. As shown in the table, 82 .22% of the primary and 

67.23% of the secondary teachers were assigned to teach in a single 

shift. Where as on the other hand, 17.78% of the primary, 30.77% of the 

secondary and 100% of th e TVET teachers were assigned to teach in both 

shifts. The average weekly periods of the former and later groups were 

found to be 22 and 26 periods respectively. Hence, in order to utilize the 

available teach er s effectively, it is advisable to assign them in both shifts . 

T bl 314 T h a e : eae ers P rt· - t- - N Cl a lClpa Ion In on- assroom R "b"IT esponSl Illes 

No Activities Responses 
Yes No Total 
No % No % No % 

1 Unit leader 29 19.33 121 80.67 150 100 
2 Department head 70 46.67 80 53.33 150 100 
3 Homeroom teacher 94 62.67 56 37.33 150 100 
4 Co-curricular activities 59 39.33 91 60.67 150 100 
5 Different committee in the school 96 64.00 54 36 .00 150 100 
6 Different community services out side the school 48 32.00 104 68.00 150 100 

As shown in the table, the participation of teachers in vanous non­

classroom responsibilities differs largely from one activity to another. 
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Less than quarter of the teachers (19.33%) reported that they were 

served in their sch ool a s a unit leader. On the other hand, majority of the 

teachers (64. 00%) reported th at they were served as different committee 

me mbers in th eir respective sch ools . 

Moreover, a great majori ty of teachers were reported that they served 

their schools and the community by participating in di fferent activities 

like department head, hom eroom teacher, member of d ifferent 

community services e tc. This shows that majority of the teachers' s pent 

considera ble time and energy on non-classroom activities. In fac t , 

participation of teach ers in a dministrative duties, co-curr icular activities 

and community services etc . can be regarded as pa rt of their task. 

However, the intention of the researcher, behind this term, is to 

investigate wh eth er these non-classroom responsibilities were considered 

or not while distributing teaching load among teachers. The following 

table deals with this issue. 

T hI 3 15 C a e : ·d t· ansI era Ion 0 fN I on-c assroom R ·hT· esponSl 1 Ittes 
No Options Respondents D X2 X2 

Principals Supervisors Teachers Total F eri cal 
No % No % No % No % 

1 Yes 6 27.27 3 25.00 32 21.33 41 22.28 
2 No 16 72 .73 9 75.00 118 78.67 143 77.72 

Total 22 100 12 100 150 100 184 100 2 5.99 0.45 

As shown in the table, 72.73% of the principals , 75% of the supervisors 

and 78 .67% of the teachers reported that the non-classroom 

responsibilities were not considered while d istributin g teaching load 

amon g teachers. On the other h and , a significan t number of the to tal 

responden ts (22.28%) asserted that non -classroom responsibili ties were 

considered. 

In order to see the existence of perceptu al di fference among the study 

groups a chi-square test was calcula ted. Accordingly, the resul t of the 
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test revealed that, for 2 degrees of freedom at 0.05 levels of significance, 

the critical value of X2 was by far greater than the calculated value of X2 

implying that there is no statistically significant difference among 

principals, superv isors and teachers in perception on the consideration 

of non -classroom responsibilities . Th erefore, based on th e responses of 

th e majority, it soun ds logical to infer th at , the contr ibutions of teachers 

in non -classroom responsibi li tie s were not considered while d istr ibuting 

teaching load. This intern has its own adverse effect on the teachers as 

well as the classroom instruc tion as it s hares cons idera ble time and 

en ergy of teacher s . 

Table 3 .16: Factors Considered in Determining Teaching Load 
N Items Responden Res onses D x2 X2 
0 ts SD D UD A SA Total F cri cal 
1 Class-size Principals 8 11 - 2 1 22 

Supervis ors 3 8 - 1 - 12 
Teachers 69 55 8 5 13 150 
Total 80 74 8 8 14 184 8 15 .51 9.64 

2 Number of Principals 4 16 2 - 22 
preparations Supervisors 1 9 1 1 - 12 

Teachers 37 91 7 13 2 150 
Total 42 116 8 16 2 184 8 15 .51 4.18 

3 Non-classroom Prin cipals 13 6 - 2 1 22 
res ponsibilities Supervisors 7 2 ~ - 1 12 

Teachers 84 43 8 9 6 150 
Total 104 51 10 11 8 184 8 15.51 7.58 

-SO strongly dlsdgrce D disagree UD undecided -A agrc:c SA strongly agree 

Teachers, principa ls and supervisors were a s ked to rate the listed factors 

a ccording to the degree of their agreemen t or disagreement. Accordingly, 

in response to th e firs t item, 83.70% of the total respondents h ave s hown 

their d isagreement a nd asserted tha t class-size was not considered in 

determining teaching load. A sm a ll proportion of the tota l responden ts 

(1 1.96%) in dica ted their agreement that class -s ize was cons idered . A chi­

square test was calcu lated to de tect perceptua l diffe rence among the 

stu dy grou ps . The resul t of the test revea led that for 8 degr ees of freedom 

a t 0 .05 level of s ignificance , the critica l value of X2 was much greater 

than the calculated value of X2 im plying that there is n o statistically 

s ignifican t d iffere nce among responses of the s tudy groups . Therefore , 
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based on the respo nses of the majority , il sounds logical to infer that 

class-size was not considered while assigning teaching load to teache rs. 

The second item, in the same table, shows respondents ' level of 

agreement or disagreement with regard to the cons ideration of the 

number of preparations while assigning teaching load to teachers . As 

shown in the ta ble, majority of the total respondents (8 5 .87%) reported 

that the number of preparation was no t considered in distribution of 

teaching load. On the other hand, only 9.78% of the total respondents 

repor ted th a t it was considered. A chi-square test was calculated to 

check whether perceptual differences exist among the study groups or 

not. The resul t of the tes t s h ows that for 8 degrees of freedom at 0.05 

level of s ignificance, the cri tica l valu e of y} was found to be greater than 

th e calculated value of X2 implying that there was n o statistically 

significan ce differen ce amon g the study groups perception. Therefore, it 

may be possible to infer that the number of preparation was not 

con s idered in distribution of teaching load. 

The third item was aimed to counter-check respondents View on non­

classroom responsibilities. Accordingly, the majority of the total 

respondents (76.09%), assured th at the non-classroom responsibilities 

were not considered in distribution of teaching load. A small number of 

the total respondents (12 .50%) reacted that it was considered. A chi­

square tes t result also indicates that there was no statistically significant 

difference among the respon ses of the study groups. Therefore, based on 

the views of the majority, it may be possible to conclude that no 

consideration was given to the non-classroom responsibilities while 

determining teaching load of teachers. 
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T hi 3 17 A a e : ttempts M d a e to Rd e uce T ea c h e rs L d oa 
N Items Respondents 
0 0 Principals Supervisors Teachers Total 

"" '" " No % No % No % No X2 " '" ~ = cal 
I S implified forms of 

1. 1 Lesson plan Yes 16 72.73 7 58 .33 9 9 66 .00 122 
No 6 27 .27 5 41.6 7 51 34.00 62 0 .77 

1.2 Attendance sheet Yes 15 68. 18 8 66.67 II I 74.00 134 
No 7 31.82 4 33 .33 39 26.00 50 0.57 

1. 3 Mark s heet Yes 16 72.73 7 58.33 101 67 .33 124 
No 6 27.27 5 4 1.67 4 9 32.67 60 0 .73 

1.4 Roster Yes 14 63.64 9 75 .00 95 63.33 118 
No 8 36 .36 3 2 5 .00 55 36.67 66 2 .18 

2 Consideration of area of Yes 17 77.27 9 75.00 122 81.33 148 
specialization No 5 22.73 3 2 5.00 28 18.67 36 0.44 

3 Cons ideration of Yes 22 100 12 100 98 65.33 132 
experience No . 52 34.67 52 16.4 

4 Provision of c lerical Yes 17 77.27 3 25 .00 57 38.00 77 
services No 5 22.73 9 75 .00 93 62.00 107 11.8 

5 Reduction of redundant Yes 22 100 9 75 .00 65 43.33 96 
meetings No . 3 25.00 85 56 .67 88 27.4 

6 Provision of office space Yes 11 50.00 6 50.00 36 24.00 53 
free of interruption No 11 50.00 6 50.00 114 76 .00 131 9.12 

7 Provision of new teacher Yes 11 50.00 . . 13 8 .67 24 
with lighter load No 11 50.00 12 100 137 91.33 160 30.8 

DF::=2 and X2 critical = 5.99 at 0.05 level of significance. 

This table deals with factors th at lighten teachers load if properly 

considered and/ or provided to teachers. The first item deals with 

different forms that teachers need to plan their work and to record 

students' profiles. Since teachers are expected to spend most of their 

time on the teaching learning process, they have to be provided with 

these forms by their respective schools. As shown III the table, in 

average, 12.73% of the principals, 66 .67% of the supervisors and 68.00% 

of the teachers reported that teachers were provided with simplified 

forms of lesson plan, attendance sheet, mark sheet and roster. A chi­

square test result a lso asserted that there was no statistically significant 

difference among the responses of the study groups. Hence, it could be 

said that in most of the schools understudy teachers were provided with 

simplified forms of lesson plan, attendance sheet, mark sheet and roster. 

The second item presents consideration of area of specialization. In 

relation to this , the majority of the total respondents (80.43%) revea led 
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that teachers were assigned based on their a rea of specializat ion, which 

is in line with their previous response under table 3.10. The result of a 

chi-square test a lso shows that there was no statistically significant 

difference among the res ponses of the study groups. Hence, it could be 

fair to infer that area of specialization was considered in teachers' 

assignment. 

The third item refers to views of respondents on the consideration of 

teachers' experience. With regard to this a ll the principals, all the 

supervisors and 65.33% of th e teachers reported that experiences of 

teachers were considered during teachers' assignment. On the other 

hand, a s ignificant number of teachers (34.67%) revealed that 

experiences of teachers were not considered. The result of a chi-square 

test shows that there was statistica lly significant difference among the 

responses of the study groups . Hence, it could not be reasonable to infer 

that experien ce was considered in teachers' assignment. 

The fourth item deals with whether teachers were provided with clerical 

services or not. In relation to this, the respondents reacted differently. As 

shown in the table, 77.27% of the principals indicated that teachers were 

provided by clerical services. Where as on the other hand, 75% of the 

supervisors and 62% of the teachers reported that teachers were not 

provided with such services. In general, 58.15% of the total respondents 

revealed that teachers were not provided with clerical services. The result 

of a chi-square test also shows that there was statistically significant 

difference among the responses of the study groups . Hence, it is difficult 

to infer that teachers were provided with clerical services . 

The fifth item deals with respondents view in relation to attempts made 

by schools to reduce redundant and-otminteresting meetings. Concerning 

this, 52.17% of the total respondents, particularly 100% of the 
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p rincipa ls , 7 5% of the supervisors and 43 .33% of the teachers indicated 

that schools' officials tried to reduce redundant and uninteresting 

meetings. On the other hand, more th a n half of the teachers (56.67%) 

reported that schools were not made an effo r t to reduce redundant and 

uninteresting mee tings th a t consume their time. A chi-square test was 

calculated to see whether perceptual difference exists among the study 

groups. The result of the test s hows a statistica lly significant difference 

in perception among the study groups. Therefore, it is difficult to 

conclude that schools were made efforts to reduce redundant and 

uninteresting meetings. 

The sixth item tries to identify whether teachers were provided with office 

space free of interruption or not. As shown in the table, 71.22% of the 

total respondents reported that teachers were not provided with office 

space free of interruption. On the other hand, 28.80% of the total 

respondents, particularly 50% of th e principals a nd 50% of the 

supervisors reported that teachers provided with office space free of 

interruption. The result of a chi-square test also shows a statistically 

significant difference in perception among the study groups . Therefore, it 

is d ifficult to conclude that teachers were provided with office space free 

of interruption. 

The last item tries to present respondents view on schools effort to 

provide n ew teachers with lighter load . As it is shown in the table, 

majority of the total respondents (86. 96%) revealed that new teachers 

were not provided with lighter loads. On the other hand, 50% of the 

principals reported that they provided new or beginner teachers with 

lighter loads. In order to identify the difference among the responses of 

the study groups, a chi-square test was calculated . The result of the test 

shows a statistically significant difference in perception a mong the study 
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groups. Therefore, it is difficult to conclude that new or beginner 

teachers were provided with lighter loads. 

In general, on almost all the factors listed, except on the provision of 

formats and considera tion of areas of specializations, there was no 

agreemen t among the respondents especially, between teachers and 

principa ls. The principals tried to res pond positively to a ll factors listed 

in orde r to cover their weakness in providing teac hers with these services 

that lighten teachers' load . 

T bl 3 18 Att a e : empts M d a e to c re ate C d on UClve W k' E or mg nVlronme nt f W k or or e r 
N Item s Respondents X2 

0 
0 ""VI Principals Support Total cal 

VI " s t a ff 
" VI ~ .: No % No % No % 

I Consideration of area of Yes 22 100 34 75.56 56 83.58 
special ization No - - II 24.44 11 16.42 2.03 

2 Consideration of experience Ye s 22 100 34 75.56 56 83 .58 
No - II 24.44 11 16.42 6.43 

3 Reduction of redundant and Yes 22 lOa 23 51.11 45 67.16 
uninteresting meetings No - - 22 48.89 22 32.84 16.0 

4 Provision of office space free of Yes 18 81.82 34 75.56 52 77.61 
interruption No 4 18.18 1 I 24.44 15 22.39 0.32 

5 Provision of new workers with Yes 22 100 28 62.22 50 74.63 
induc tion No - - 17 37.78 17 25.37 16.2 

OF 1, X'2 CntJcal "" 3,84 at 0.05 level of slgnlficance. 

This table presents respondents' view to different items re lated to the 

working envi ronment of workers . In the first item, a question was posed 

to investigate whether workers were assigned ba sed on their area of 

specialization or not. Accordin gly, majority of the to ta l respondents 

(83.58%) revealed that workers ' a rea of specialization was considered 

during worker s assignment to posit ions . On the other han ds, 24.44% of 

the workers responded that a rea of specialization was not considered . A 

ch i- square test was calculated to identify whether the responses of the 

two study group have statistically significa nt difference or not, The result 

of the test revealed tha t there was no statis tica lly significan t differe nce 

between th e responses of the two study grou ps . Therefore , based on the 
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responses of the majority, it may be possible to infer that workers area of 

specialization was considered during workers ass ignment. 

The second item deals with consideration of expe rience d u rin g workers 

assignment. In relation to this, 86.58% of the total respondents reported 

that workers experience was considered. Conversely, 24.44% of th e 

workers responded that experience was not considered . A chi-square test 

was calculated to identify whether the responses of the two s tudy group 

h ave statistically significant difference or not. The result of the test 

revealed that there was n o statistically signi ficant diffe rence between th e 

responses of the two s tudy groups. Therefore, based on the responses of 

the m ajority, it m ay be possible to infer that workers experience was 

con s idered during workers assignment. 

The third item tries to identify whether attempts were made to reduce 

redundant and uninteresting m eetin gs that consume workers time. 

Concerning this item, 67.16% of the total respondents indicated th at 

efforts were m ade by officia ls to reduce redunda nt a n d uninteresting 

meetings. Where as on the other hand, 48.89% of the worker s assured 

that attempts were not made to reduce such activities . The result of a 

chi-square test a lso revealed that there was statis tically significant 

differen ce between the responses of the two s tudy groups . Therefore, 

based on the responses of the m ajority, it is difficult to infer that efforts 

were made by officia ls to reduce redundant and uninte resting meetings. 

The fourth item presents th e responses of the study groups on whether 

workers were provided with office s pace free of interruption or n ot. As 

s hown in the table, 77.61% reported that workers have office space free 

of interruption. Where as 22 .39% of the support staff indicated that 

workers were not provided with office space. A chi-square test was 

calculated to identify wh eth er the responses of th e two study group have 
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statistically significant difference or not. The result of the test revealed 

that there was no statistically s ignificant d ifference between" the 

responses of the two study groups . Therefore, based on the responses of 

the m aj ority, it may be reasonable to infer that workers were provided 

with office space free of inte rruption. 

The last item was aimed at investigat in g whether new workers provided 

with induction or not. As s h own in the table, almost 75% of the to tal 

respondents revealed th at new workers were provided with induction or 

orien tation . Conversely, 37.78% of the workers reported that new 

workers were not provided with induction. A chi-square test was 

calculated to identify whether the responses of the two study group have 

statistically s ignificant difference or not. The result of the test revealed 

that there was statistically significant difference between the responses 

of the two study groups. Therefore, based on the responses of the 

majority, it is difficult to infer that new workers were provided with 

induction or orientation . 

Table 3.19: Professional Assistance and Supervisions Provided to Teachers 
N Items Respondents X2 
0 Principals Supervisors Teachers Total cal 

No % No % No % No % 
1 Do teachers provided Yes 16 72 .73 7 58.33 4 1 27.33 64 34.78 

with adequate No 6 27.27 5 41.67 109 72.67 120 65.22 20 .00 
professional 
assistance? 

2 Who provided them with this 
assistance? 
REB s~ervisors 22 100 - 28 18.67 50 29.07 
Kebele education .desk - - - 8 5 .33 8 4 .65 
Schooit)rinc1Dals - - - 23 15 .33 23 23 .37 
Deoartment heads - - 5 3.33 5 2.91 
Professional associates - 5 3.33 5 2.91 

3 Do the assistance Yes 22 100 10 83.33 49 32.67 82 44.02 
contributed to No - 2 16.67 101 67 .33 103 55.98 45.07 
te achers' professional 
development? 

4 Is there a supervisory Yes 22 100 9 75.00 62 41.33 93 50.54 
service in your school? No - - 3 25 .00 88 58.67 91 49.46 29.49 

5 Does this service Yes 22 100 5 41.67 13 8.67 40 21.74 
contribute to teachers' No - - 4 33 .33 43 30.67 47 25 .54 37.87 
professional 
development? 

DF=2 and the critical value of X2 == 5 .99 at 0.05 level of significance . 
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The first item in the table concerned with whether or not teachers were 

provided with adequate professional assistance and supervision. As 

shown in the table, 65.22% revealed that teachers were not provided with 

adequate professional assistance and supervision. On the other hand, 

significant number of the total respondents (34.78%), particularly 

72.73% of principals and 58.33% of supervisors responded that teachers 

were provided with adequate professional assistance and supervision. A 

chi square test was calculated to check whether or not perceptual 

difference exists among the study groups. Accordingly, the result of the 

test revealed the existence of statistically significant difference among 

the perception of the study groups . 

Despite the s ignificant perceptual difference among the study groups, 

substantial proportion of the total respondents (65.22%) revealed that 

the professional support and supervision provided was inadequate. The 

posi tive respon se of most principals and supervisors may be to cover 

their weakness as the issue of s upervision is directly related to their 

work. Hence, it may be possible to infer that the support and supervision 

provided for teachers was not adequ ate because of the reasons that most 

of the teachers and some part of the principals and supervisors respond 

negatively. 

Moreover, the supervisors themselves respond that they have no 

adequate training and experience in relation to supervision. Similarly, 

the head of the Educational Program and Supervision responded that, 

during the interview conducted with him, the support and supervision 

provided to teachers was inadequate . He raised poor qualification, poor 

expenence and poor competence of th e supervisors, shortage of 

transportation faci lities and budget as reasons for not providing teachers 

with adequate professional support and supervision. 
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The second item in the same table deals with responses of the study 

groups for the question posed to iden t ify the providers of the professiona l 

assi stance a nd supervis ion. [n re lation to this, all the principa ls and 

about 19% of the teach ers reported that Regional Education Bureau 

supe rviso rs provided the professiona l assis tance a nd supervision . On the 

other hand , few num be rs of teacher s reported that school principa ls, 

Kebele education d esk , departm ent heads a n d professional a s sociates 

provided the limited profess ional ass istance and supervis ion. 

The thi rd item presents th e res pon ses of th e study groups on the 

con tr ibution of the professional assis ta n ce to teachers' professional 

development. As shown in the table , a great vari a tion was observed 

a m ong the respondents. 100% of the principals and 83 .33% of the 

supervisors reported th at th e profession al ass istan ce a nd supervision 

provided contributed to teach ers' p rofessional developmen t . On the oth er 

h a n d, abou t 6 7% of the teach ers responded negatively . 

A chi-square tes t was calculated to check whether perceptua l difference 

exists a m on g the s tudy grou ps or not. Accord ingly, th e result of the test 

revealed tha t for 2 degrees of freedom a t 0. 05 level of s ignificance, the 

cri tical value of X2 was much less tha n the ca lcula ted value of X2 implies 

the exis ten ce of statis tically significant differen ce a m ong the study 

groups perception. Despite the s ignifican t perceptua l d ifference among 

the s tudy grou ps, su bs tantial proportion of the to ta l respondents 

(55.98%) revealed tha t the profess ional suppor t a nd supervision p rovided 

was not adequate to con tribute to th e pro fessional developmen t of 

teachers . The positive respon se of a ll principa ls a nd supervisors m ay be 

to cover their wea kness . 
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On the other ha nd, those teachers responded negative ly were s trongly 

asserted that the supervisors were under qualified and they lack the 

n ecessary experience and competence to provide adequate assis tance 

that bring changes on teachers . Moreover, th ey also indicated tha t the 

supervisors visit s chools rarely and thei r limited visit was not a lso a imed 

at the improvement of teach ers, rather it a imed at the control purpose. 

Similarly, the head of Educationa l Program and Supervision indica ted, 

during an interview conducted with him , that the supervision and 

professional assistance provided to teachers was not adequate to 

con tribute to the professional development of teachers . He reported that 

shortage of qua lified m an power, inadequate budges and tra nsportation 

facilities as the m ajor impediment for the fa ilure of supervisors and 

experts to give su ch assistance. Hen ce, in general, it may be possible to 

infer that the support a nd supervision provided to teachers was not 

adequate to contribute to the professional development of teachers 

because of the reasons listed above. 

The fourth item, in the same table, presents responses of the study 

groups related to presence of supervisory service (in built supervision) in 

sch ools or not . Concerning this item a lso, a great variation was observed 

among the study group s. All the principals and 75% of the supervisors 

asserted that the service was functional in schools. Where as on the 

other hand, 58.67% of the teachers reported that the service was not 

functional in th eir schools. The result of a chi-square te s t also indicated 

th e existence of a great variation among the perception of the 

respondents. Hence, it is difficult to conclude that the service was 

provided in schools . 

The fifth item presents the responses of the study group on the 

contribution of th e supervisory service (in built supervis ion) to teachers' 

professional develo pment. Those who responded positively to item 
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number four were asked to respond to this item. Accordingly, a ll the 

principals a nd 41.67% of the supervisors responded that the service 

contribu ted to teachers ' professional development. On the oth er hand, 

30.67% of teachers asserted that the service was not contributed to 

teachers' professional development. The result of a chi-square test a lso 

asserted the existence of statistically significant di fference among the 

perceptions of the respondents. Hence, it is difficult to conclude that the 

service was contributed to teachers' professional development. 

T hi 320 P f a e : ro eSSlona I A 't S SIS ance an dS upervlslons P 'd d t S rovi e 0 uppar t t ff sa 
N Items Respondents X2 
0 Principals Support Total cal 

staff 
No % No % No % 

1 Do workers provided with adequate I Yes 11 50.00 22 48.89 33 49.25 
professional assistance? I No 11 50.00 23 51. 11 34 50.75 6,93 

2 Who provided t hem with this assistance? 

REB officials , , 22 48.89 22 32.84 

School principals 17 77.27 , 17 25.37 

Departmen t h eads 11 50.00 6 13.33 17 35.37 

Professional associates 6 27.27 . . 6 8.96 

1

3 Does the assis tance contributed to I Yes 11 50.00 17 37.78 28 41.79 
workers professional development? I No II 50.00 28 62.22 39 58.21 0.90 

DF' = 1 and the critical value ofX2 "" 3.8'1 at 0.05 level of significance . 

The firs t item presents the responses of the study groups on whether 

adequate professional ass istance was provided to administrative and 

support staff or not. Con cerning this , 50% of th e principals and 51.11 % 

of the administrative and support staff asserted that workers were not 

provided with adequate professional assistance. Where as 49.25% of the 

total respondents indicated that adequate profession al assistance was 

provided. The result of a ch i-square test a lso asserted the existence of 

statist ically significant differen ce between the perceptions of the 

respondents. Hence , it is difficult to conclude that adequate professional 

support and supervision was provided to the workers. 
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The second item p resents to the assistan ce provide rs . As s hown in the 

table, the responden ts reported that REB officia ls , school principals and 

department h eads respectively, provided the assista nces. 

The thi rd item presents the responses of the s tudy groups on whether 

the p rofes siona l a ssis ta n ce and su pervis ion provided to worker s were 

contributed to their professiona l development or n ot. Accordingly, 50% of 

the principals a nd 6 2 .22% of th e a dmin istrative a n d support staff 

reported tha t the assista n ce was not contribu ted to workers p rofessiona l 

development. Conversely, 50% of the prin cipals and 37. 78% of th e 

support staff indicated that the a ssis ta nce was contributed to workers 

profess iona l d evelopment. However , th e result of a chi-squa re tes t 

asserted that there wa s n o s tatistically s ignificant differen ce between the 

perceptions of the s tudy groups . Hence, based on the respon ses of the 

majority, it m ay be possible to infer that the a ssistance provided was not 

adequate to contribute to the profession a l development of the workers. 

Table 3.21: Teachers Training and Professional Development 
N Items Respondents X2 
0 Principals Supervisors Teachers Total cal 

No % No % No % No % 
1 Do teachers participate Yes 22 100 12 100 101 67. 33 135 73 .37 

in any form of training No - - - 49 32 .67 49 26 .63 1.15 
in the last two years? 

2 Who was the organizer of the 
training? 
REB 17 7 7.27 8 66.67 52 34 .6 7 77 4 1.85 
RCBB - - 2 16 .67 18 12.4 8 20 10 .87 
MOE 6 27 .27 5 4 1.67 54 36.00 65 35.33 
The school itself 17 77 .27 5 4 1.67 2 3 15.3 3 45 24.46 

3 What type of training? 
Short term 17 77.27 8 66.67 62 48.00 97 52.72 
Summer 2 2 100 8 66.67 44 29 .33 74 40.22 
Distance 17 77 .27 5 4 1.67 8 5 .33 30 16.30 
Vis iting oth er schools 17 77 .27 3 25.00 2 1 14.00 4 1 22.28 
Educational tour 11 50.00 2 16.67 3 2.00 16 8 .70 

4 Do the trainings Yes 22 12 12 100 78 52.00 11 2 60.87 
contributed to teachers' 

No 72 48 .00 72 39.13 26. 83 
professional 

- - -
development? 

OF = 2 and the critica l valuc of X? = 5_99 at 0.05 leve l of signilicancc 
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In relation to teachers training a nd deve lopment, different question were 

presen ted to the respondents. The first question was related to 

participation of teachers in any form of tra ining in the last two years. All 

the principals and a ll the supervisors responded that teachers were 

participated in trainings. S imilarly, 67.38% of the teachers responded 

that they get the opportunity to participate in trainings. On the other 

hand, 32.67% of the teachers reported that they were not participated in 

a ny form of training for the last two years . A chi-square test was 

calculated to check whether or not perceptual difference exists among 

the study groups. Accordingly, the result of the test revealed that there 

was no statistically significant difference among the perception of the 

s tudy groups. 

Hence, it may be possible to infer that teacher s were participated in 

different forms of trainings like short term, summer, distance made, 

visiting other schools and educational tours. Th ey a lso indicated that the 

trainings were organized by different bodies. According to the responses 

of the study groups the Regional Education Bureau, Ministry of 

Education, their respective schools and the Regional Capacity Building 

Bureau were the organizers of the trainings. 

The other question raised was on the contribution of the trainings to 

teach ers' professional development. In respond to this, 100% of the 

prin cipals, 100% of the supervisors and 52% of the teachers responded 

that the trainings provided were contributed to teachers' professional 

development. Where as on the other hand, 48% of the teachers reported 

that the trainings were not contributed to teachers professional 

development. They raised d ifferent reasons for their argument. They 

indicated that, the training were fragmented and not continuous to bring 

change on teachers, most trainings were not directly related to the 

teaching learning process, most teachers have not get the chance to 
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participate In trainings, the trainings were not organized based on the 

training needs of teachers, etc. Teachers and others staff education and 

training expert also ref1ected the same argument during an interview 

conducted with h im . A chi-square test was calculated to check whether 

or not perceptu al d ifference exists among the study groups. Accordingly, 

the result of the test revealed that for 2 degrees of freedom at 0.05 level 

of significance, th e cri t ical value of X2 was much less than the calculated 

value of X2 implies that there exists a statistically s ignificant d iffere nce 

among the study groups perception. Hence, it is d ifficul t to con clude that 

t ra inings were contributed to teach ers' p rofessiona l development. 

Table 3 .22: Administrative and SUI'l ort Staff Training and Development 
N Items Respondents X2 
0 Principals Support staffs Total c al 

No % No % No % 
1 Do s upport s taffs participate in Yes 16 72.73 34 75.56 50 74.63 

any form of training in the las t No 6 27 .27 11 24.44 17 25.37 0.06 
two years? 

2 Who was the organizer of the 
trainin2? 
REB 11 50.00 17 37.78 28 41.79 
RCBO 6 27.27 11 24.44 17 25.37 
MOE 6 27.27 17 37.78 23 34.33 
The organiza tion itself 5 22.73 - - 5 7.46 

3 What ~ype of traininJ!? 

Off-th e-j ob tr a ining 6 27.27 11 24.44 17 25.37 

On-the-job t r a ining 16 72.73 28 62.22 44 65.67 

Distan ce m ode 11 50.00 11 24.44 22 32.84 

Visiting other organizations 11 50.00 11 24.44 22 32.84 

Educational tour 6 27.27 6 13.33 12 17.9 1 
4 Do the trainings contributed to Yes 14 63.64 22 48.89 36 53.73 

workers' professional No 8 36.36 23 51.11 31 46.27 1. 3 0 
deve lopment? 

Dr == I and [he critical value ofX2 = 3.84 at 0.05 level ofsignificll!lCe 

The first item in this table presents the respon ses of the s tudy groups in 

relation to the ques tion posed to identify whether th e administrative and 

support s taff participated in any form of tra ining in the la s t two years or 

not. Accord ingly, 72 .75% of the principa ls a nd 75 .56% of administrative 

and suppor t s taff responded that most workers were participated in 

different forms of trainings like of-the-j ob, on-the-job, distance mode, 
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and vis iting othc r s ister organizations and educational tours to share 

expenence . Th ey a lso indicated that the trainings were organized by 

different bodies like the Regional Education Bureau , Min istry of 

Education , the Regional Capacity Building Bureau and their respective 

organizations. On the other hand, more than a quarter of the total 

respondents reported that workers did not participate in any form of 

training in the la st two years . A chi~square test was calculated to check 

whether or not perceptu a l difference exists between the study groups. 

Accordingly, the result of the test revealed that, for 1 degree of freedom at 

0.05 level of significance, there was no statistically significant difference 

between the perceptions of the study groups in relation to workers 

training. Hence, it is fair to infer that workers were participated in 

d ifferent forms of trainings. 

In relation to the contribu tion of the trainings to professional 

development of workers, 72.73% of the principals and 48.89% of the 

works responded that the trainings were contributed to workers 

professional development, where as on the other hand, 27.27% of the 

principa ls a nd 51 .11 % of the works responded that the trainings were 

not contributed to workers professional development. They listed 

different reasons for their negative response. Among these, lack of 

continuity of the trainings, the trainings were cover a small proportion of 

the workers, the trainings were not directly related to workers training 

needs etc. were the major ones . A chi~square test was calculated to check 

whether or not perceptu al difference exists between the study groups. 

Accordingly, the result of the test revealed that th ere was no statistically 

significant difference between th e perceptions of the study groups. 

Hence , it may be possible to infer that, based on the responses of the 

majority, the trainings were contributed to the professional developmen t 

of the workers. 
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Table 3.23: Attempts Made to Attraet and Retain Teachers 

Items C Responses 
" "" SD D UD A c 
0 

~ 
" No % No % No % No % '" 

Oppo rt u nity for ;u- I' 6 27.27 

service trai uill g S 5 41.67 4 33.33 2 16.67 

was sat isfac to ry T 24 16.00 34 22.67 29 1933 31 20.67 

To 24 1304 39 21.20 33 17.93 39 21.20 

O pPo rl ll lli ty for P II 50.00 6 27.27 

furl her edu cat ion S 2 16.67 3 25.00 I 833 6 50.00 

was sa ti sfac tory T 26 1733 32 21.33 16 10.67 42 28.00 

To 28 15.22 46 25.00 17 9.24 54 2935 

Supervision P 6 27.27 5 22.73 6 27.27 5 2273 

se rvices provided S I 8.33 8 66.67 2 16.67 I 8.33 

were satis fac tory T 50 33.33 53 35.33 21 1400 16 10.67 

To 57 30.98 66 35.87 29 15.67 22 11.96 

Supe rvision P - 6 27.27 - 11 50.00 

serv ices provided S - 2 16.67 3 25.00 4 33.33 

were he lpful T 37 54.67 29 1933 16 10.67 34 22.67 

To 37 20. 11 37 20.11 19 10.33 49 26.63 

Schools P - 6 27.27 5 22.73 6 27.27 

(,11 \' ; rO l1nl Cll l were S - 8 66.67 I 8.33 2 16.67 

co nve ni ent to shnrc T 2 1 14.00 34 22.67 2 1 14.00 50 33.33 

ex perience To 21 11.41 48 26.09 27 14.67 58 31.52 

A ll tea chers were P - 12 54.55 

retreat ed fa ir ly S 5 41.67 6 50.00 I 833 

T 29 1933 28 18.67 16 10.67 53 35.33 

To 29 15.76 39 2 1.20 22 11 .96 66 35.87 

Teachers were r - - 6 27.27 11 50.00 

properly assigned 5 2 16.67 3 25.00 4 33.33 3 25.00 

T 22 14.67 21 14.00 21 14.00 68 45.33 

To 24 13.04 24 13.04 31 16.85 82 44.56 

Opporl ll uit)' fo, P - 6 27.27 5 22.73 11 50.00 

I)c rso nal g row th 5 - 2 16.67 6 50.00 I 833 

was high T 39 26.00 29 1933 45 30.00 2 1 14.00 

To 39 2 1.20 37 20.11 56 30A3 33 17.93 

DF = 8 and the critical vallie ofX2 = 15.51 at O.051evel of significance 

SD = strongly disagree 

P = princi pals 

D = di sagree 

S = supcrvisors 

UD = undec ided A = agn.!c SA = strongly agree 

T = tcachers To = totn l 

SA To 

No % No % 

16 72.73 22 100 

I 833 12 100 

32 21.33 150 100 

49 26.63 184 100 

5 22 .73 22 100 

- 12 100 

34 22.67 150 100 

39 21.20 184 100 

- 22 100 

- 12 100 

10 6.67 150 100 

10 5.43 184 100 

5 22.73 22 100 

3 25.00 12 100 

34 22.67 150 100 

42 22.83 184 100 

5 22.73 22 100 

I 833 12 100 

24 16.00 150 100 

30 1630 184 100 

10 45.45 22 100 

- 12 100 

24 16.00 150 100 

34 18.48 184 100 

5 22 .73 22 100 

12 100 

18 12.00 150 100 

23 12.50 184 100 

22 100 

3 25.00 12 100 

16 10.67 150 100 

19 10.33 184 100 

In this ta ble, the responses of the study groups on d ifferen t ideas were 

presen ted . Th e firs t item p resents the respon ses of th e study groups on 
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Lhe opportunity of in-se rvice training of teachers. All the principals 

respond that they agree or strangely agree with the presence of 

sa tisfactory opportunity for in-service training of teachers. On the other 

hand, 75% of the supervisors and 58% of teachers disagree with the 

responses of the principals. 38.67% of the teachers and 41.67% of the 

supervisors responded that there was no an opportunity for teachers to 

participate in in-service trainings. A chi-square test was calculated to 

check whether perceptua l difference exists or not among the study 

groups. Accordingly , the result of the test revealed, for 8 degrees of 

freedom at 0.05 level of significance, the exis tence of a statistically 

s ignificant difference among the perception of the study groups. Hence, it 

is difficult to in fer that teach ers have got satisfactory opportunities for 

in-service training. 

The second point deals with the opportunity for further education. 50% 

of the principals, 50% of the supervisors a nd 50.67% of teachers 

reported that they agree with the presence of satisfactory opportunity for 

further education in the region . Where as on the other hand, 50% of the 

principals, 50% of the supervisors and 49.33% of the teachers responded 

that there was no an opportunity for further education. The result of a 

chi-square test also shows the existence of a great variation in perception 

among the respondents. Hence , it is difficult to infer that the opportunity 

for further education was satisfactory. 

The third point was about the state of superviSIOn , whether it is 

satisfactory or not. Accordingly, 77.27% of the principals, 91 .67% of the 

supervisors and 82.67% of the teachers responded that the supervision 

services provided for teachers were not satisfactory. On the other hand, a 

few number of the respondents reported that the service was satisfactory. 

A chi-square test was calculated to check whether perceptual difference 

exists or not among the study groups. Consequently, the result of the 

84 



test revealed that, for 8 degrees of freedom at 0.05 level of significance, 

the critica l value of X2 was greater than the calculated value of X2 

Implying that, there was no statistically significant difference among the 

perceptions of the study groups. Hence, it may be possible to infer that, 

based on the responses of the majority; the supervision service provided 

for teachers was not satisfactory, which is in line with the previous 

conclusion under Ta ble 3.19. 

The fourth item deals with whether the professional supports and 

supervision provided to teachers were helpful or not. In respond to this, 

72 .73% of the principals , 58.33% of the supervisors and 45 .34% of the 

teachers responded that the supervision provided was too much helpful 

to teachers. Where as on the other hand, 27.27% of the principals, 

41.67% of the supervisors and 54.67% of the teachers responded that 

th e supervision and support provided was not helpful to teachers. The 

result of a chi-square test a lso s hows the exis tence of a great variation in 

perception among the respondents. Hence, it is difficult to infer that the 

supervision service provided was h elpful to teachers. 

The fifth point treated was about convenience of schools to teachers to 

share experience. In respond to this, 50% of the principals, 75% of the 

supervisors a nd 50.67% of the teachers responded that schools 

environment was not convenient for teachers to share experience. Where 

as the rest respondents asserted th at schools environment was 

convenient enough to share experience. In order to see the perceptual 

differen ce among the study groups, a chi-square test was calculated. 

Accordingly, the result of the test revealed the existence of statistically 

s ignificant difference in perception among th e study groups. Hence, it is 

difficult to infer that schools environments were convenient enough for 

teachers to share experience. 
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The sixth po in t presented was about fair treatment of teachers . In 

relation to th is, all th e principa ls reported that a ll teache rs treated fa irly 

in thei r respective sch ools. Similarly, 51.33% of the teachers also 

reported that they treated fa irly by the education officials at different 

levels. On the other h and, 91.67% of the supervisors and 48.67% of the 

teachers reported that teach ers were not treated fairly . The result of a 

chi-squa re tes t also s h ows the existence of a great variation in perception 

among the respondents . Hence , it is difficult to infer that the education 

officia ls and principa ls treated all teachers fairly . 

The seventh point was a bout teachers' assignment. In respect to this, 

72.73% of the principals and 57.33% of the teachers reported that 

teachers were properly assigned in their field of specia lization. Where as 

on the other hand, 75 .57% of the supervisors and 42.67% of the teachers 

reported that teachers were not assigned in accordance to their field of 

specia lization. A chi- square test was calculated to check whether 

perceptual difference exists or not among the study groups. Accordingly, 

the result of the test revealed that there was no statistically significant 

difference among the perception of the study groups. Hence, based on 

the responses of the majority, it may be possible to infer that teachers 

were assigned properly based on their areas of specializations. 

The last point trea ted in this table was about opportunity for teachers' 

per sonal growth . In respect to this, 50% of the principals, 33.33% of the 

supervisors a nd 24 .67% of the teachers reported that the re was a n 

opportunity for teachers to grow personally . On the other ha nd , 50% of 

th e principals, 66.67% of the supervisors a nd 75.33% of the teachers 

reported that there was no an opportunity for teachers to grow 

personally. The result of a chi-square test also shows the exis tence of a 

great variation in perception among the respondents . Hence, it is difficult 

to infer that the opportunity for personal growth was satisfactory. 
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Table 3.24: Attempts Made to Attract and Retain Support staff 

Items 
;; 

Respo nses 
~ 

SO 0 UO A 5 
~ 
~ No % No % No % No % 

Oppo r tunity foc P - 2 909 - 12 54.55 

training was S 3 6.67 7 15.56 3 6.67 17 37.78 

s:ltisfactory T 3 4.48 9 13.43 3 4.48 29 43.28 

° pP°rlun ity foc P 3 9.09 II 50.00 2 9.09 4 18.18 

furth er CdllC:lti oll S 13 28.89 17 37.78 5 111 1 7 15.56 

was sa li sf:lclory T 16 23.88 28 41.19 7 10.45 II 16.42 

S up ervision I' 6 27.27 3 9.09 10 45 .45 

services provided S 8 17.78 15 33.33 7 15.56 9 20.00 

arc satisfa cto ry T 14 2090 18 26.86 7 10.45 19 28.36 

Supcn'ision l' - - 6 27.27 10 45.45 

se rvices prov ided S 4 8.89 7 15.56 15 33.33 II 24.44 

wcre helpful T 4 5.97 7 10.45 21 31.34 21 31.34 

Working l' - - - 15 68.18 

c n VirQ IIITI {'lIt were S 4 8.89 3 6.67 3 6.67 22 48.89 

conve nien t to share T 4 5.97 3 4.48 3 4.48 37 55.22 

ex peri ence 

A ll workers wcre P - 18 81.82 

retrea ted fairty S 5 1111 21 46.67 2 4.44 10 22.22 

T 5 7.46 2 1 31.34 2 2.98 28 41.19 

W OI"kcrs were P - - - 16 72.73 

properly assigned S 5 111 1 4 889 6 13.33 18 40.00 

T 5 7.46 4 5.97 6 8.96 34 50.75 

Op po rtunity foc P 4 18.18 6 27.27 2 9 09 8 36.36 

perso nal growth S II 2444 15 33.33 ] 6.69 10 22.22 

was high T 15 22.39 21 31.34 5 7.46 18 26.86 

DF = 4 and the critical value of X? = 9.49 al 0.05 level of significance 

so = strongly di sagree 

P = principals 

D = disagree 

S = support statTs 

UD = undecided A::: agree SA = strongly agree 

T = total 

SA T 

No % No % 

8 36.36 22 100 

15 33.33 45 100 

23 34.33 67 100 

2 9.09 22 100 

3 6.67 45 100 

5 7.46 67 100 

3 9.09 22 100 

6 13.33 45 100 

9 13.43 67 100 

6 27.27 22 100 

8 17.78 45 100 

14 20.90 67 100 

7 31.82 22 100 

13 28.89 45 100 

20 29.85 67 100 

4 18.18 22 100 

7 15.56 45 100 

II 16.42 67 100 

6 27.27 22 100 

12 26.67 45 100 

18 26.86 67 100 

2 909 22 100 

6 13.33 45 100 

8 11.94 67 100 

In re lation to the attempts made to attract and retain competitive 

workers different Issues were presented to the study groups to indica te 

their agreem e n t or disagreement. The first point ra ised was about 

opportunities for tra inings . For the ques tion raised, 90 .91% of the 

principals and 71.1 1% of the support staff responded that th ere was a 

satisfactory opportunity for tra inings . Conversely, 9 .09% of the principals 

and 22 .23% of the suppor t staff responded that the opportunity for 
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tra ining wa s not sa tisfac tory . A chi-squa re te s t was calculated to ch eck 

whether perceptual difference exists or not between the study groups. 

Accordingly , the result of the test revealed that for 4 degrees of freedom 

a t 0.05 level of s ignifica nce, there was no s tatistically significant 

differen ce between the perceptions of the study groups. Hence, it may be 

possible to infer that, based on the res ponses of the majority, the 

opportuni ty for workers training was satisfactory, which coincides with 

what was concluded under Table 3 .22. 

The second point was about opportunities for further education. In 

response to this, 27.27% of the principa ls and 22.23% of the support 

staff responded that there was a satisfactory opportunity further 

education. On th e other hand, 59.09% of the principals a nd 66 .67% of 

the support staff responded that the opportunity for further education 

was not satisfactory. The result of a chi-square test, for 4 degrees of 

freedom at 0.05 level of significance, also shows that there was no 

statistica lly significant difference between the perceptions of the s tudy 

groups . Hence, it may be possible to infer that, based on the responses of 

the majority, the opportunity for further education was not satisfactory 

The third point was about professional support a nd supervision provided 

to administrative a nd support staff. In relation to this, 54.54% of the 

principals and 33.33% of the administrative and support s taff responded 

that the professional support and supervision provided to a dministrative 

and support staff was satisfactory. On the other hand, 36.36% of the 

principals and 51 .11 % of the administrative and suppor t staff responded 

that the professional support and supervision provided was not 

satisfactory . The result of a chi- square test also shows the existence of a 

great variation in perception between the respondents. Hence, it is 

difficult to infer that the professional support and supervision provided 

was satisfactory. 
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For the question posed to check whether the professional support and 

supervision provided was helpful to workers or not, 72.73% of the 

principals and 42.22% of the administrative and support staff responded 

that the professional support and supervision provided to workers was 

helpful. Conversely, 24.45% of the administrative and support staff 

responded it was not helpful to workers. The result of a chi-square test, 

for 4 degrees of freedom at 0.05 level of significance, shows that, there 

was no statistically significant difference between the perceptions of the 

study groups . Hence, it may be possible to infer that, based on the 

respon ses of the majority, th e professional support and superVISIOn 

provided was h elpful to workers professional development. 

The fifth point raised was about condu civen ess of the working 

environment to s h a re experience . In respond to this, a ll th e pri ncipals 

and 77 .78% of the support a nd administrative staff responded that the 

working en vironment was convenient for workers to share experience. 

On th e other hand, 15.56% of workers responded that the working 

environment was not convenient for workers to share exper ience . The 

result of a chi-square test, for 4 degrees of freedom at 0.05 level of 

significance, s hows that there was n o statis tically significant difference 

between th e perceptions of the study groups . Hen ce , it may be possible 

to infer t h at, based on the responses of the majori ty, the working 

environment was convenient to workers to s h a re experience. 

The sixth point raised was about workers treatment by officials. All th e 

principa ls and 37.78% of the administrative a n d suppor t staff responded 

that workers were treated fairly. Conversely, 57.78% of the 

administrative and support s taff responded that workers were not treated 

fairly . The result of a Chi-square test also s hows th e existence of a great 

variation in perception between the respondents. Hence , it is difficult to 

infer that the education a l official s treated workers fairly 
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The seventh point treated was about workers assignment. In relation to 

this, a ll the principals and 66.67% of th e administrative and support 

staff responded that workers were assigned properly in accordance to 

their field of specialization . On the oth er land, 20 .00% of th e workers 

responded that workers were not ass igned properly in accordance to 

their field of s pecia lization. The result of a chi-square test a lso sh ows the 

existence of a great variation in percep tion between the respondents. 

Hence it is difficu lt to infer that all workers were assign ed properly in 

accordance to their field of specialization. 

The last poin t t reated was a bout the exis tence of di ffere n t opportuni ties 

for workers to grow person a lly . Concerning this issue 45.45% of the 

principals and 4 5 .5 6% of the workers responded that the oppor tu n ity for 

person a l growth was satisfactory . Conver sely , 4 5.45% of the principa ls 

and 57.78% of worker s responded th at the opportunity fo r personal 

growth was not satisfactory. A chi-square test was calculated to check 

wheth er pe rcep tu a l differen ce exists or n ot between th e stu dy groups . 

Accordingly, th e result of th e tes t revealed th a t , fo r 4 degrees of freedom 

a t 0.05 level of s ignificance , th e crit ical value of X2 was greater th an the 

calculated value of X2. Therefore, th ere is no statistically s ignificant 

difference amon g the percep t ion of the s tudy groups in rela tion to th e 

workers oppor tunity for person a l growth. Hence , based on th e responses 

of the m ajority , it m ay be possible to infer tha t the opportu n ity for 

workers person a l growth was not sati s fac tory . 
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CHAPTER FOUR 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

Under this chapter, summary of the major findings of the study, 

conclusions drawn on the basis of the findings and recommendations 

that are assumed to alleviate the problems are presented. 

4.1 Summary 

The purpose of this study was to assess the practices and problems of 

human resource utilization in Dire Dawa education sector. To meet this 

purpose, the study was conducted in randomly selected 18 primary 

schools, in all the available three secondary schools and in on e technical 

and vocational education and training college and in the Regional 

Education Bureau. The necessary information was gathered mainly 

through questionnaire and document analys is. Moreover, interviews were 

conducted with three education officials to extract information with 

regard to issues that required clarification. The data collected were 

analyzed by using different statistical tools such at; Chi-t;quare, 

percentage, rank order and weighted mean. Based on the analysis made, 

the major findings of the study are presented here under. 

1. The majority of the principal-ship and supervisory positions were 

occupied by males. 

2. More than 90% of the principals, all the supervIsors, more than 

60% of the teachers and about 85% of the administrative and 

support staff were more than 30 years of age . 

3. More than 68% of the principals, about 92% of the supervisors, a 

little more than 56% of the teachers, abou t two-third of the 

administrative and support staff had served for more than 15 

years in their respective position and other different positions and 

professions. 
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4. Even though all the principals have the required level of 

educational qualifications, the areas of specialization of 68% have 

not direct re lationship with Educational Management. 

5 . Almost all the supervisors were not trained in the area of 

supervlslOn and not have the required level of educational 

qualification. 

6. About 15% of the teachers were not qualified for the levels they 

were teaching, particularly, more than 25% of the TVET teachers 

were not qua lified for the leve l. 

7. More than 30% of the administrative and support staff were not 

qualified for the positions they were occupied or assigned to work. 

8 . Although the magnitude of the problem varies from school to 

school, 

8.1 Shor tage of teachers was found to be a problem in 

a lmost all subject areas, particularly in secondary and 

rura l primary schools. 

8.2 Som a li language, Civics, Music, General Business and 

Health and Physical Education were the first five 

subjects with shortage of qualified teachers. 

9. Assignment of teachers to grade levels and subject areas was made 

by principals 

10 .Qualification was the most widely employed criterion in assigning 

teach ers to various grade levels and subject areas. 

11. There was a great variation in d istribu tion of teach ing load among 

teachers : 

11.1 The majority of teachers (70.67%) taught between 21 

and 30 periods per week. 

11.2 More than a quarter (27.33%) of the teachers taught 

between 10 and 20 per iods per week 

11.3 About 2% of the teachers taught a bove 30 periods 

11.4 All the principals were not assigned to teach at a ll. 
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12. Assignment of the administrative and support staff was made by 

different bodies like the Regiona l Education Bureau, heads of the 

educational institutions (school principals, college dean etc .) a nd 

the Regional Civil Service Commission. 

13 .Different criteria were employed to assign the administrative and 

support staff to positions, such as qualification, field of 

specialization, worker s competence, a nd experien ce . 

14. Less experienced teachers were forced to carry h eavier load than 

well experienced teachers. 

I S. The majority of the teachers were assigned to teac h in their a rea of 

specialization, however , few numbers of teachers (4 .67%) were 

assigned to teach subjects for which they were not trained. 

16 . Some of the administrative and support staff were assigned to 

positions that h a ve direct relation with their areas of 

specializations, however, about 40% of them were not assigned to 

a reas that have relation with their field of specialization . 

17.Almost in all schools, particularly in secondary schools, the class­

size was very large and beyond the standard set by the Ministry of 

Education . 

IS .The pupil-teacher ratio was also beyond the expectations In all 

sample schools . 

19. Majority of the teachers (71%) were assigned to teach more than 

one grade levels. 

20.Almost a ll the teach ers spent considerable time In non-classroom 

responsibilities. 

2 1. Factors like class-size , number of preparations , non-classroom 

responsibilities were not considered during teaching load 

assignme nt. 

22. Factors that contribute to lighten teaching load, like prevlOus 

experience, provision of clerical services, reduction of redundant 
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and uninteresting meelings, provision of office space free of 

interruption etc. were not taken in to consideration in a ll schools. 

23. The professional support and supervision provided to teachers and 

administrative and support staff were not adequate. 

24.Almost a ll teachers and administrative and support staff were 

participated in different forms of trainings. 

25. The trainings provided were not contributed to the professional 

development and competence of teachers. 

26. Efforts made by the Regiona l Education Bureau to attract and 

retain competitive and committed teachers and administrative and 

support staff were not satisfactory. 

4.2 Conclusions 

Based on the findings listed above, the following conclusions are 

drawn . 

1. As shown III the findings, even though most of th e principals, 

teachers, administrative and support staff were qualified for the 

levels they were assigned, a lmost a ll the supervisors, considerable 

number of support staff members, and some of the teachers were 

not professionally qua lified. Assignment of under qua lified 

personnel a nd teachers to positions h as its own adverse impact on 

both the worker as well as on the quality of the education system. 

Especially, the poor quality of teacher s a nd supervisors in 

qualification, experience and competence h as a direct effect on the 

qu ality of the teaching learning process. Hence, in general, the 

quality of the education system in the Provisional Administration 

was suffering by lack of well qualified teachers and other 

personnel. 

2. Most of the principals, superVIsors, and teachers, particularly, 

urban prim ary school teachers, served for a long period s of time 
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and they were not in a position to learn and up-date themselves 

with the contemporary knowledge and s kills. Such assignment, 

based on only experience, have its own impact on the quality of 

ed u cation. Hence , the practice of assignmen t of workers and 

teachers was not mos tly considered different cri teria like 

compe ten ce; commitment etc . Such inappropria te assignment 

hindered effective utilization of the available human resource. 

Therefore, it may be possible to conclude that the REB was not 

utilize its human resource effectively 

3. As shown in the findings, even though, most teachers, some 

principals and administra tive and support staff were assigned in 

accordance . to their field of specialization, almost a ll the 

supervisors, some proportion of the principals and support staff 

were assigned to levels and a reas outside their field of 

specialization. Such assignment of workers to positions outside 

their field of specialization hampered the attainment of the 

educational objectives. Hence, the practice of workers assignment 

in the region was not based on quality rather it was aimed towards 

covering vacant positions. 

4. Proper assignment of the available trained, well experienced and 

committed human resource contributes too much to the 

attainment of the educational objectives. Hence, factors like 

qualification, experience, competence, and even preference of the 

workers have to be taken in to consideration during the available 

huma n resource assignment to utilize them effectively. However, as 

shown in the findings, the criterion mostly used to assign teachers 

was found to be qualification. But such type of assignment , based 

on only a single criterion, resulted to under utiliza tion of the 

available human resource. Hence, the practice of teachers' 

u tilization in the Regional Educa tion sector was not effective. 
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5. As shown in the findings, teaching load distribution among 

teachers was not fa ir. Some teachers were forced to carry heavy 

teaching load wh ere some others were assigned to teach very few 

number of period s per week. Moreover, the other surprising 

findings was that, new or beginner teachers were assigned to teach 

the maximum teaching load where as well experienced teachers 

were assigned to teach less loads. This unfair assignment of heavy 

teaching load to some proportion of teachers, particula rly to less 

experienced teachers, creates p sychological and physical pressure 

on them, which initiates them to leave the profess ion as well as the 

region. On the other hand, such trend, contributes to the under 

utilization of the over accumulated knowledge, skills and 

experiences of well-experienced teachers. Hence, it may be possible 

to conclude that the practice of teachers' utilization in the 

Provisional Administration was not e ffective. 

6. Factors like number of preparations, class-size and non-classroom 

responsibilities were not considered while distributing teaching 

load among teachers. To this effec t, some teachers were overloaded 

by both classroom a nd non -classroom responsibilities, which has a 

direct impact on the effectiveness of the teaching learning process. 

Similarly, most administrative and support staff, particularly, 

those at expert positions, were assigned to cover the positions of 

two or more personnel, with out any incentives. Such improper 

assignment may frustra te both teachers and the administrative 

and support s taff and push them to leave the sector as well as the 

region. This forced the sector to lose competent a nd committed 

man power. Hence , the prac tice of human resource u tilization in 

the sector was based on conventional approach rather tha n on 

considering basic principles for effective work force utilization. 

7. The professional support and supervIsIOn provided to both 

teachers a nd administrative and support staff was not adequa te . 
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Even the limited school visit made by supervisors aimed at control 

purpose rather than providing professional support to teachers. 

Moreover, the supervisors were not well qualified, experienced , and 

not competent en ough to share expenence. In general the 

supervision system in the regiona l education sector was highly 

impaired in lack of both competitive, experienced a nd well qualified 

personnel as well as lack of the necessary m ateria ls like 

tra n s portation fac ili ty, budge t etc . 

8. Most teach ers h ave participated 111 different forms of trainings. 

However, they were not benefited from the trainings becau se of the 

trainings were not organized in such a way that they -contributed to 

the professional development of the beneficiaries. The trainings 

were fragmented and not continuous, not based on the training 

needs of teachers, they were not directly related to the teaching 

lea rning process. Hence, the trainings conducted in the past years 

were end up to the wastage of both human and materials as well 

time resources with out contributing to the professional 

development of the beneficia ries. 

9. Factors like short-term trainings, opportunity for furth er 

education, s upervisory services aimed at the improvement of 

participants ' competence, smooth working environment, fa ir 

treatment of a ll workers, proper assignment, and opportunity for 

personal growth etc help a given sector to attract and retain 

competent and experienced work force as well as to effectively 

u t ilize the available human resource. But the findin gs of this study 

asserted that the trend in Dire Dawa Education Sector was 111 

opposite to this. He nce, as a conclusion attempts m ade by the 

education sector to a ttract and retain competitive teachers and 

workers were not satisfactory. 
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time and energies of teachers. So that, they have to be considered 

during teaching load assignment. Hence, for teachers, who 

assigned to classes with large number of students, to two or more 

different grade levels, and who participate in non-class room 

activities, it is important to reduce, in the same proportion, the 

number of teaching load. Hence the REB has to train principals on 

how to consider these factors during teaching load assignment. 

9. Factors like provision of clerical services, reduction of redundant 

and uninteresting meetings, provision of office space free of 

interruption etc. lighten teachers load. Therefore, the Regional 

Education Bureau a nd schools have to provide teachers with these 

services and also try to reduce act ivities that consume teacher's 

time and energy unnecessary. 

10. To strengthen the professional support and supervision provided 

to teachers, it appears to be useful to install a system in schools in 

which senior and experienced teachers provide other teachers with 

supervisory services. Hence, the Regional Education Bureau and 

schools have to work together to create the system in schools and 

to train senior teachers with the principles and techniques of 

supervision so that they can help junior teachers in their subject 

area of specializations. In order to effective ly implement the system 

REB has to provide the selected teachers to provide the service 

with some incentives. 

11. Improving the competences of teachers and other administrative 

staff through trainings enables them to perform their jobs in a 

good quality. Trained and motivated teachers and administrative 

staff are likely to be committed to their organization and 

profession. Hence in order to enhance teachers and administrative 

staff professional development as well as to utilize their 

potentialities to the maximum: 
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11.1 Continuous school-based tra ining program of teachers, in 

wh ich teachers can learn from each other and share 

experience, has to be well des igned and implemented . 

11.2 training programs organized by d ifferent bodies h ave to be 

based on the n eeds of teach ers and administrative and 

sup port staffs, 

11 .3 trainings, as much as possible, have to cover a ll the 

con cerned teachers and administrative staffs. 

11.4 priorities for in-service and summer tra inings have to be 

given for under qualified teachers. 

11.5 The opportunity of further edu cation pa rticu la rly, for 

second degree, has to be improved in order to attract and 

retain competitive human resource. 
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10. In general , the practice of human resource utilization in the 

Regional Education Sector was too poor to util ize the available 

human resource effectively as well as to attract and retain 

competent, committed, well qualified, and well experienced 

teachers and oth er personnel. 

4.3 Recommendations 

Based on the major findings and conclusions drawn with respect to 

the practices and problems of human resource utilization in Dire 

Dawa education sector, the following recommendations are suggested. 

1. Assignment of both experienced and new energetic and committed 

teachers to a school is very recommendable. This is because the 

students get an opportunity to gain knowledge, skills and 

experience from both age groups, as well teachers also learn from 

each other. So, such school environment creates a positive 

competition among teachers, which facilitates the teaching 

learning process and creates a possibility for students to benefit 

more. Therefore, it is not advisable to accumulate only aged and 

fadeout teachers to certain schools and new or beginner teachers 

to other schools, particularly to rural and schools a t the 

boundaries of the town, in the name of experience. Hence, the 

Regional Education Bureau has to reconsider assignment of 

teachers so that both experienced and new teachers will assigned 

to all schools. 

2 . Teachers benefit from the supervisory services provided to them on 

different issues like teaching methodology, subject area knowl edge, 

classroom management, management of s tudents' disciplinary 

problems etc . In order to provide teachers with such services, the 

supervisors have to be well qualified, experienced and competent 

enough. Hence, the Regional Education Bureau has to assign well 
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- qualified, experienced, competent and trained individuals in the 

supervlslOn position, rather than making it a corner for 

incompetent individua ls . 

. 3. To minimize the problem In relation to shortage of qualified 
, 

teachers, particularly, those whose subject expertise is in short 

supply, the Regional Education Bureau needs to introduce the use 

of qualified and specialized teachers in a given subject area more 

effectiv_ely. This may be realized by assigning the qualified and 

specialized teachers to two schools that a re near to each other. For 

the successful implementation of the strategy, teachers have to be 

provided with extra pay for extra assignment and other incentives 

so that they can be motivated to accept this mode of teaching. 

4. Similarly, in order to minimize the impact of shortage of qualified 

administrative and suppor t staff, particularly, of those at expert 

positions, the Regiona l Education Bureau needs to transfer well 

qualified teachers to vacant positions, in a way that does not affect 

or bring shortage of qualified teachers in schools. 

5. Among others, one of the major factors for educational 

organizations to be effective is assignment of both teachers and 

support staff properly. Proper assignment of teachers and other 

support workers enable them to use their potentials to the 

maximum for the benefit of their organization. Hence, it is 

important to assign each teacher as well as administrative worker, 

as much as possible, to a work which he/she can perform with in 

the intended time and quality. Moreover, assignment of teachers to 

subjects and grade levels and assignment of workers to positions 

in which they have adequate trainings is more likely to minImIze 

their work load. Therefore, the REB have to make an assessment 

on the available human resource in the education sector and 

redesign the assignment process and criteria to ass ign teachers 
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and o ther per sonnel to their a reas of s pecia lization ra ther than 

forcing them to work on areas for which they were not trained . 

6 . Assignment of teachers to subject a reas and gra de levels has to be 

seen from different angles, since it ha s a direct impact on the 

moral and performance of teachers as well on the students' 

performance. Therefore , the criteria employed for teachers' 

assignment should be so rational and transparent that encourages 

effective utilization of the potentialities of teachers. Hence, 

assignm ent of teachers, as much as possible, has to be based on 

qualification, area of specialization, competence, experience, and 

preference of the teachers . Moreover, it is a lso important to involve 

different bodies, like department h eads, vice principal, unit 

leaders, even members of departments in assignment decisions, 

s ince it helps to collect important information about each teacher. 

Therefore, sch ool principals have to take into account all these 

considerations during teachers' assignment. 

7. Proper assignment of teaching load to teachers enables to build the 

moral of thc teaching s taff and to utilize the potentialities of 

teachers effective ly. Therefore , it IS important to consider the 

experiences of teachers during teaching load assignment. New or 

beginner teachers need ample time to adopt themselves to schools 

environment, and a lso for preparations, so that they have to 

assigned lighter load. Where as on the other h and, experienced 

teachers h ave wide a nd accumulated knowledge of the subject 

matter, they a lso h ave rich experience on the teaching learning 

process. So, it is advisab le to utilize the knowledge, experience, 

and skills of th ese teachers effectively to the m aximum. Hence 

principals have to take experience of teachers in to consideration 

while assigning teaching loads to teachers . 

8. Since class-size , number of preparations, and participa tion 111 

non- classroom responsibilities require additional and considerable 
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a) Occupation of experienced workers with different committee 

responsibilitiesO 

b) High turnover of competitive workersO 

c) Assignment of competitive workers to oth er sectors out of education 

by the region offici alsO d) If other please specify ...... .............. . 

5. What are the major problems in your organization in workers training 

and professional development? 

a) Trainings are not continuous to bring change on workers::] 

b) Trainings are not direc tly related to the workers jobO 

c) Trainings are not organized based on th e needs of the workersO 

d) There was a problem in workers selection for training, some workers 

get repeated trainings where others neverO 

e) If oth er please specify ........ . ..... ........... .. ....... . . .......... ............... ... . 

6. What are th e major problems in relation to professional support and 

supervis ion provided to workers? 

a) Workers are not willing to lea rn from the support providersD 

b) Workers see the support providers as th e ear of officia ls and fault 

finders so that they are not willing to learn from them 0 

c) The support providers see themselves as a boss so that they 

emphasized on fault finding rather than h elping workersO 

d) The suppor t providers emphasizes on administrative affairs rather 

than on professional assistanceD 

e) I f other please specify . .................... . .. .. ... . . . .... .. . ........ ... .. ........... . 

113 



Addis Ababa University 

College of Education 

School of Graduate Studies 

Department of Educational Planning and Management 

Questionnaire to be filled by school principals 

Dear Respondents, 

This questionnaire is designed to collect information about the 

practices and problems of human resource utilization in Dire Oawa 

Provisional Administration Education Sector. The success of this 

study, to a great extent, depends on your genuine responses. 

Therefore, you are kindly requested to respond honestly to a ll items 

provided in the questionnaire. 

Note: 

1. Put "x" mark for questions with options, and write your option 

for open -end questions; 

2. All your responses will be kept confidential and used only for 

academic purposes; 

3. You a r e not required to write your name. 

Thank you in advance for your kind cooperation! 

Part One: Respondents Background Information 

1. Name o f the school----------------- ---------------------

2. Level of the sch ool---------------------------------------

3. Sex a) male D b) Female D 

4. Age a ) Less than 20 years D b) 20-25 D c) 26-30 D 

d) 3 1-35 D e) 36-40 D f) 41 or above D 

5. Service year a) in teaching ----------------------------

b) as a principa l-------------------------



6. Educational level of qualification 

a) MA/ MSC 0 b) SA / BSC 0 c) 12+2 0 d) 12+1 0 

e) If 0 ther specify -- ------------------- ----- -- ---------- ------ ----- ---

7. Academic rank 

a) Beginner teacher 0 

d) Senior teacher 0 

b) Junior teacher 0 c) Teacher 0 

e) If other specify-------------------------

8. Subject area of specialization a ) major-----------------------------­

b) minor--------- -- ------ ----- ---- ---

Part Two: Data Pertaining to Teacher Assignment. 

1. Number of periods you are teaching per week---------------------- -

2. Grade level (s) you are teaching now- ---------------------------------

3. You are working in a) only one shift 0 b) both shifts 0 

4 . In your school, who decides on the number of teaching loads for each 

teach er? 

a) School director 0 b) Vice director 0 c) Depa rtment head 0 

d) Director with v / director 0 e)V / director with de partment headD 

f) Department head with members of the depa rtment 0 

g) Committee decision 0 h) If other specif'y------------------------

5 . What is / are the criterion/criteria employed in assigning teachers in 

your school? a) Qualification 0 b) Experience 0 c) Field of 

specialization 0 d) Teachers competence 0 e) Teachers performance 0 

f) Administrative decision 0 g) If other specify------ ------- ---------

6 . In assigning teachers , do you take into account teach er 's 

responsibilities apart from classroom teaching? a) Yes 0 b) No 0 

7. The following are some of the factors to be considered in determining 

teaching load. Please, indicate the degree of your agreem ent or 

disagreement u sing "x" m a rk and show to what exten t they are 

con s idered in teacher assignment. The numbers represent: 

5 = stron gly agree 4 = agree 3 = undecided 

2 = disagree 1 = stron gly disagree. 



NQ 

7.1 

7. 2 

7. 3 

Item Choices 
5 4 3 

Class size 
Number of students in a given section is considered 
in distributi on of teaching loa d among teachers 
Number of Preparations 
7.2. 1. A teacher who h as two or more preparations is 

given ligh ter load 
7 .2 .2 A teacher wh o h as only one preparatIOn IS given 

Heavy loa d. 
7. 2 .3 A teacher who teaches two or more grade leve ls is 

given lighter load than who teaches only one grade leve l 
Non- Classroom Responsibilities. 
7. 3 .1 Home-room teachers are given lighter load than those who are not 
7.3.2. Department h eads are given lighter load . 
7.3.3. Teachers wh o serve in different committees a re 
Given lighter load . 
7 .3.4 . Club s ponsors (club coordinators) a re given lighter load 
7.3.5. Teachers wh o participate in different social services i 
the community a re given lighte r load 
7.3.6. Non- Classroom responsibilities are not at all considered i 
distribu tion of teaching load among teachers 

8. Are teachers In your school provided With Simplified forms of: 

No Form Yes No 
a Lesson plan 
b Attendance s heet 
c Mark sheet 
d Roster 

9. Do you m ake som e effort to assign teacher In accordance to their 

a rea of specialization? a ) Yes 0 b) No 0 

10. If your answer for question number "9" is "no" the reason(s) is (are)? 

a) Inadequate number of teachers available in each field of studyO 

b) Lack of interest by teachers to teach in their a rea of specializationO 

c) Rules a nd regulation of the edu cation office force us n ot to do so D 

d) To enable teachers to master all subj ects O 

e) If oth er please specify--- ---------------- --------------- ---- --- -- ----- ---------

II. Do you take experience of teachers, li ke grade levels they have 

tau ght before, into considera tion while assigning teachers? 

3 
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6. Highest level of Educational qualification .. . .. . .. . .. .. ..... .. . . . . 

7. Subject area of s pecialization ......................... . 

Part Two: Issues Pertaining to Administrative and Support Staff 

Assignment 

1. in your organization who decides on th e ass ignment of a dministrative 

and support staff? a ) Head of th e organ izationD 

b) Administration and fina nce hea dD 

c) Regional civil Service CommissionD 

d) If others please specify ............ .. ............ .... .. .. .. .. 

2. What is / are the criterion / criteria employed in assess ing support staff 

in your organization? 

a ) Qua lificationD b) ExperienceD c) Field of s pecia lizationD 

d) Workers competenceD e) workers preference D 

o Administrative decisionjJ g) I f others please specify ........... . 

3 . Do you think th at, in your organization, some efforts were made to 

assign workers in accorda n ce to their field of specia lization? 

a ) Yes D b) NoD 

4. If your a nswer for question number "3" is "No" what is/ are the 

reason(s)? a ) Sh ortage of qualified workersD 

b) Most workers were assigned based on experienceD 

c) If others please specify ......... .... .... .. ........................ .. 

5 . Do you think that most of the support staffs in your organization have 

the appropriate level of educational qualification for the positions they 

hold? a ) Yes D b) NoD 

6 . If your response fo r question number "5" is "No" what do you thin k is 

/ are the reason(s)? a) Shortage of qualified workersO 
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b) To upgrade the available workers 

c) The available positions require experience rather than quali ficationO 

d) if others please specify .......................... ....................... ............ . 

7. Do your organization and you yourself try to avoid some activities like 

long a nd uninteresting meetings that consume workers' time? 

a ) Yes 0 b) NoD 

8 Do you have office space, for all workers in your department, free of 

in terru ption? a) Yes 0 b) NoD 

9. Do experiences of workers taken in to consideration during 

assignment? a ) YesO b) NoD 

10 do you or your organization provide new or beginner workers with 

orientation or induction? a) Yes 0 b) No 0 

Part Three: Issues Pertaining to Professional Support and 

Supervision 

1. Do administrative and support workers in your department a ttend a ny 

form of training in the last two years? a ) Yes 0 b) NoD 

2. If your response is "yes" what type of training(s) they attended? And by 

whom the training(s) was/were organized? Indicate by putting "x" mark 

in the following table. Note: 

No 

a 

b 

c 

d 

e 

f 

REB = Regional Education Bureau 

RCBB = Regiona l Capacity Building Bureau 

MOE = Ministry of Education 

Types of Training Organizer 

REB ReBB MOE The Organ i-

zation itself 

Off-the-job trainingO 

On-th e-jo b trainingO 

Distance mode trainingO 

Visiting oth er organizationO 

Educational tourO 
If others please specify 

11 0 
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3. Do you think that the trainings contribute to the workers professional 

competence? a) Yes 0 b) NoD 

4. If your response to question number "3" is "Yes" what skills and 

knowledge did they obtained from the trainings? 

a) They improve their performance in terms of quantityD 

b) They improve the quality of their workD 

c) They improve their work style so that they save their timeD 

d) If others p lease specify .............. .. .......... .. ............ ...... . . 

5 . If your response to question number "3" is "No" what were the reasons 

for the failure? 

a ) The training was inadequate to bring change on the workersD 

b) The trainings was not directly related to the workers jobD 

c) The trainings was not well organized D 

d) If other please specify ..... . . . .. ... . . ....... . .. . ............. . .... .... . . ...... . .. . 

6. Do the workers get a dequate professional assistance from you or other 

officia ls? a ) Yes D b) NoD 

7. If your response is "yes" what lype of assistance did they get? 

a) On how to improve th eir work qualityD 

b) On how to improve the quantity on their out putD 

c) On how to perform a given work with in a s hort period of timeD 

d) If others please specify ............. ... .. ..... . . ... . ....................... . . ... . 

8 . Who provides the workers with professional assistance? 

a) REB officia ls D b) Department head sD 

c) Professional associatesD d) If others please specify .... 

9. Do the assistance contribu ted to workers professional development? 

a)Yes D b)No D 

10. The following items are related to workers training and professional 

development. Please, indicate your agreement or d isagreement by using 

"x" mark. The number represents: 
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5 ~ strongly agree 

2 ~ di sagree 

4 = agree 3 ~ undecided 

1 ~ strongly disagree 

N Items Ch oice 
0 5 4 
a Oppor tunity for trainin g is satisfactory 
b Opportu n ity for fu r ther education is satisfactory 
c Professional support and supervision provided to 

workers is adequate 
d The professional support and supervision provided 

was too much h elpful to workers development 
e your organ ization's effort to create an opportu n ity 

for worker s to share experience is satisfactory 
f your organization treats all workers. fa irly 
g your organization makes all its best to assign 

workers properly 
h The opportunity for per sonal growth is high 

3 2 1 

Part Seven: Gene ral Information about Administrative and Support 

Staff 

1. In your organ ization, is there shortage of qualified workers? 

a) Yes 0 b) No 0 

2. If your respon se is "yes "please t ly to indicate th e area in a ranking 

order according to the severity. 

1't ................. . 4th ............. . 7th ........ . ...... 10th . . .... . . 

2nd ........ . . .. .. . . 5 th .............. • .. 8 tl1 .... . . . ..... . . . 

3 rd .. ....... . ..... . 6 tl1 ... 9 th .... . . ... ... . 

3. What strategies did your organization employed to overcome shortage 

of workers? 

a ) By assign ing under qu alified workersD 

b) By forcing the available workers to cover d ifferen t position sO 

c) By combining two or more positions together to be covered by 

individual worke rO d) If other please specify ........ . 

4 . Indicate the major problems your organization encountered in workers 

u tilization 
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APPENDICES 

Addis Ababa University 

College of Education 

School of Graduate Studies 

Department of Edu cational Planning and Management 

Questionnaire to be filled by REB Department Heads 

Dear respondents, 

This questionnaire is designed to collect information about the practices 

a nd problems of human resource utiliza tion in Dire Dawa Provision a l 

Administration Education Sector. The success of this stu dy, to a great 

extent, depends on your genuine res ponses. Therefore, you ar e kindly 

requested to respond honestly to all items provided in th e questionnaire. 

Note: 

I. Put "x" mark for qu estions with options, and write your suggestion for 

open-end questions; 

2. All your respon ses will be kept confidentia l and used only for acade mic 

purpose; 

3. You are n ot reques ted to write your n ame . 

Thank you in advance for your kind cooperation! 

Part one: Respondent's Background Information 

1. Name of your organization ... ...... ..... . 

2 . Your posit ion ..... ........... ........ .... . 

3. Sex a ) Male 0 b) FemaleO 

4. Age a ) less than 20 years = b) 20-250 c) 26-300 

d) 31 -35 0 e) 36-400 n 4 1 or aboveO 

5 . Service year a) In you r cu rrent position .............. . 

b) In other position(s) ..... .. ......... . 
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a) Yes 0 b) No 0 

12. Do you provide teachers with clerical services? 

a) Yes 0 b) No 0 

13. Do you try to avoid some activities, like long and uninteresting 

meetings, etc that consume teachers time? 

a) Yes 0 b) No 0 

14. Do you have office space free of interruption for teachers? 

a) Yes 0 b) No 0 

15. Do you provide new or beginner teachers with lighter load? 

a) Yes 0 b) No 

Part Three: Data Pertaining to Professional Support and 

Supervision 

1. Do teachers in your school attend any form of training in the last 

two years? a) Yes 0 b) No 0 

2 . If your response is "Yes" from the types of training listed below, 

what types of training did they attend? And by whom the training was 

organized? 

Types of training Organizer 
REB ReBO MOE The school Others 

itself 

a. Short term training 0 
b. Summer training 0 
c. Distance mode training 0 

d. Visiting other schools 0 
e. Educational tour 0 
f. If others specify 
3. Do you thInk the traInIng contnbuted to teachers' profeSSIOnal 

competence? A) Yes 0 b) No 0 

4. If your response is "Yes" What change do you observed on 

teachers? a) Improvement in subject area mastery 0 

b) Improvement in teaching methodology 0 

c) Improvement in classroom management 0 

d) If other please specify---------------- -------------- -- ---- -------
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5. If your response to question number "3" is "no" what were the 

reasons for the fa ilure? 

a ) The training was inadequate to bring change on teachers 0 

b) The train ing was not directly related to the teaching 

learning process 0 

c) The tra ining was not well organized 0 

d) If other please specify---- --------------------- ------ ------ ---- -- --

6 . Do teachers ge t adequate professional assis tance from educational 

officials? a ) Yes 0 b) No 0 

7. If you response is "Yes" what type of assistance did they get? 

a ) On how to improve their teaching methodo logy 0 

b) On h ow to improve their knowledge on the subj ect they tea ch 0 

c) On how to improve their classroom m anagem entD 

d) On how to bring ch a n ge on their personal development 0 

e) If other please specify------------------ ------- ---------------------- -----

8. Who mostly give the profession a l assistance? 
a ) Regional ed ucation bureau supervisors and experts 0 

b) Kebele education desk coordinator 0 

c) Professional associates 0 

d) If other please specify-- ------------------------------------ -----

9. Do you think the assistances given contribute to teachers' 

professional d evelopment? a ) Yes 0 b) No 0 

10. If your respon se is "Yes" what change did you observe on teaches? 

a) Improvemen t in teaching methodology 0 

b) Improvem ent in their knowledge on the subject they teach 0 

c) Improvement in classroom managem en tD 

d) Cha n ge on their personal development 0 

e) If other please s pecify---------------- ------- ----- ------------------ --



11. Do you h ave a supervisory services in your school in which sen ior 

and experienced teach ers provide other teachers with supervi sion 

services? a ) Yes D b) No D 

12. If your respon se is "Yes" do you think the servlce contribu tes to 

teache rs' professional developmen t? a) Yes D b) No D 

13. If you response to question number " 12" is "Yes" what change it 

brought to your academic staffs development? 

a ) I t improves most teachers ' individua l competence D 

b) It brings a positive competition among s taff m embers D 

c) It brings cooperation among teachers D 

d) If other please s pecify--------------- --------- --- ---------- --- ----- --

14. If your respon se to question number "12" is "No" what was the 

problem? a) The system was not well organized D 

b) The experienced teach ers were not willing to share their 

experience D 

c) Other teach ers were not wi lling to s ha re the experience of 

senior teachers D 

d) If other please specify-- ------------------------- ----------------

15. In the past two years, ha ve you organized a ny form of training for 

teacher s? a) Yes D b) No D 

16. If your respon se is "Yes" please indicate the form and frequency of 

the tra inings. 

No Types of training frequency 

a. Short term t rainings (workshops , seminars, panel 
discussions, etc) D 

b. Short term tra ining by inviting resource persons from 
other institutions D 

c. Vis iting other schools / institution s D 

d. If other s specify 



17 . The following items are re lated to teachers t raining a nd 

professional development. Please, indicate your a greement or 

disagreem en t by using "X" ma rk. The numbers represents 

5=strongly agree 4= agree 3= Undecided 

2 = d isagree 1 = strongly disagree 

No Items Choices 
5 4 3 

a. Opportunity for in- service tra ining is satisfac tory 

b. Opportunity for further education is sati s factory 

c. Professional support and supervision given for 
teach ers by educationa l officials is adequate 

d. Professional support a nd supervision given by 
educational officia ls is to mach helpful to teach er 
development 

e. Th e school's effort to create a n oppor tunity fo r 
teach ers to share their experience is satis fac tory 

f. Your sch ool trea ts a ll teachers fairly 

g. The sch ool mark a ll its best to assign teachers 
properly 

h . Th e opportunity for personal growth is high 

Part Four: General Information 

1. In your school is there shortage of quali fied teachers? 

a ) Yes 0 b) No 0 

2. If your respon se is "Yes" in wh ich su bject a rea? Please, rank 

them accord ing to the severity. 

a. Englis h -- -- --- j. Art------

b. Amha ric------ k. Biology-----

c. Soma li language----- I. Ch emistry----

d. Oromifa language---- m . Physics- ----

e. Mathematics-------- n . History-----

f. Gen eral science------ o . Geography------

g. Socia l study------- p . Civics-- ---- --

2 

h. Mu sic------ - q . Productive Tech nology----

7 
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i. Physica l education---- r. Home Economics -------

s. If 0 thers specify ------ --- -- ----- -- ---- ---------- -- ------ ----- ------- --------

3 . What strategies did you use to overcome teachers shortage? 

a ) By assigning under qualified teachers 0 

b) By assessing the available teach ers to teach in both their major 

and minor a reas as well as related courses 0 

c) By forcing the available teachers to carry heavy loads 0 

d) By elimina ting classrooms with small number of studen ts and 

combining them with other classroom s 0 

e) By combining two or more classrooms together during the 

periods of subjects with shortage of teachers 0 

n If oth er please specify--- ------------------- --- -------------- -------------

4 . What are the m ajor problem s you encountered in teachers' 

utilization? 

a) Occupation of experienced teachers with diffe rent non-teaching 

responsibilities 0 

b) High turnover of competitive teachers 0 

c) Assignment of competitive teach ers to other non-teaching jobs 

by the regional officials 0 

d) If others please specify---- ----------------------------------------------

5. What are the major problem in your school in teachers training and 

professional development? 

a) Trainings a re n ot continuou s to bring change on teachers 0 

b) Trainings are not directly related to the teaching learning 

process 0 

c) The trainings a re not organized based on the needs of teach ers 0 

d) The is a problem in selection of teachers for training some 

teach ers get repeated trainings where oth ers never 0 

e) If other please specify------------------------------------------------------



6 . What a re the major problem s in rela tion to teachers support a nd 

supe rv is ion? 

a ) [n rela tion to teachers : 

a ) Teac~ers are not willing to learn from supervisors 0 

b) Teach ers undermine s u pervisors so tha t they a re not interested 

to get support from them 0 

c) Teach ers see s upervi sors a s the ear of officia ls and fault find ers 

so th at th ey are n ot willing to learn from supervisors 0 

d) If oth ers p lease s pecify- -------------------- -- ----- ----------- -- ------- --

b) In rela tion to supervisors : 

a ) Supervisors see them selves as a boss so that th ey emphasizes 

on fault finding rather tha n helping teach ers 0 

b) Supervisors are not well qua lified in order to help teacher s 0 

c) Supervisors are not well experienced to help teach ers 0 

d) Supervisors did not get a ny t raining a bout supervis ion so tha t 

they emphasized on control rath er tha n helping teach ers 0 

e) Supervisors emphas ized on administrative a ffairs ra ther tha n 

professional assis tance 0 

f) If others please s pecify---- ----- -----------------------------------------

7. Wha t do you think are the solutions to these problems? 

a) Tra ining of both parties on the objectives of supervisionD 

b) Tra ining of supervisors on supervisionD 

c) Ma king a carefu l selection of supervisors 0 

d) If oth er s please specify--- --------------- ----------------- ------- -- -------
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Part Five: Data Pertaining to Administrative and Support Staff 

Assignment. 

1. In your organization/School/, who decides on the assignment of 

support staffs? a ) The School principal 0 

b) Administrative and finance vice principal 0 

c) Regional education bureau 0 

d) Regional civil service commission 0 

e) If other please specify---- --------------- ------ ----- -- ----

2. What is / are the criterion/criteria employed in assigning support 

staffs in your school? 

a) Qualification 0 b) Experience 0 c) Field of specialization 0 

d) Workers competence 0 

o Administrative decision 0 

e) Workers performance 0 

g) If other please s pecify-- --- ------ --

3. Do you think that, in your organization, some efforts are made to 

assign support workers in accordance to their field of specialization? 

a) YesO b) No 0 

4. If your answer for question number "3" is "no" what is / are the 

reason(s)? a) Shortage of qualified workersO 

b) Most workers are assigned based on experienceD 

c) If other please specify-----------------7- -----------------------

5. Do you think that most of the support staffs in your schools h ave , 
the appropriate qualification for the position they assigned? 

a ) Yes 0 b) NoD 

6. If your res ponse is "No" what do you think is / a re the reason(s)? 

a) Shortage of qualified workers 0 

b) To upgrade the available workers 0 

c) The available pos itions need experience rath er than qualificationO 

d) If other please specify--------------------------------- --- ----------- ------ -



7 . Do you try to a void some activities, like long a nd uninteresting 

meetings, that consu me workers time? a) Yes D b) No D 

8. Do you h a ve offi ce space free of interruption for workers? 

a ) Yes D b) No D 

9. Do expenences of workers are taken in to consideration during 

assignment? a) Yes D b) No D 

10. Do you provide new or beginner workers with orientatio n or 

induction? a) Yes D b) No D 

Part Six: Data Pertaining to Professional Support and 

Supervision of Support and Administrative Staffs 

1. Do the support workers attend any form of tra ining m the last 

two year? a ) Yes D b) No D 

2 . If your response is "Yes" wh at type of training did they attend? And 

by whom the training was organized? Indicate by putting "x" m ark in 

the fo llowing table. Note : REB ; Regional Education Bureau, 

a . 
b. 
c. 

d. 
e. 
f. 

RCBO ; Region a l Capacity Buildin g Office and 

MOE ; Ministry Of Education 

Types of training Organizer 
REB RCBO MOE The org/n Others 

itself 
Off-th e-j ob training D 
On-the-job training D 
Distance mode training D 

Visiting other organizationD 
Educational tour D 
If others specify 

3. Do you thmk the trammg contnbutes to the workers professIOnal 

competence? a) Yes D b) No D 

4. If your response is "Yes" what skills and knowledge did they 

obtained from the training? 

a ) They improve their p erforma n ce in terms ofquantityD 

b) They improve the qua li ty of their work (out put) D 

c) They improve their work style so tha t they save timeD 

d) If others please s pecify------- ---------------------------------- --------



5. If your response is to question numbe r "3" is "No" what were the 

reason s for the fai lure? 

a ) The training was inadequate to bring change on the workers 0 

b) The training was not directly related to the workers current jobs 0 

c) The tra ining was n ot well organized 0 

d) If other please specify--- ---------------------------------------- ------------

6. Do the workers ge t adequate professional assistan ce from 

organ izational officials? a) Yes 0 b) No 0 

7 . If your response is "Yes" what type of assistan ce did they get? 

a) On how to improve their wore qualityD 

b) On how to improve the qua ntity of their out putD 

c) On how to perform a given work with in a s hort period of time 0 

d) If other please specify------------------- ---- ----------------------------

8. Who provides them with professiona l assistance? 

a) Regional education bureau official s 0 b) The school principal 0 

c) Department head 0 d) Professional associates 0 

e) If other please s pecify-- ----------------------------------------------- -----

9. Do the assistance contributed to the workers professional 

development? a )Yes b) No 

10. The following items a re related to support staffs training and 

professional developm ent. Please, indicate your agreement or 

disagreem ent by using "X" mark. The numbers represents 

5~strongly agree 4~ agree 3~ Undecided 

2 ~ disagree 1 ~ strongly disagree 

No Items Choices 
5 4 3 2 

a . Opportunity for training is satisfactory 
b. Opportunity for further education is satisfactory 
c. Professiona l support and supe rvision given for 

workers by officials is adequate 
d. Professional support and supervision given by 

officials is to mach helpful to workers development 

I.J 
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e. The organization 's effort to create an opportunity for 
workers to share their experience is satisfac tory 

L The organiza tion treats a ll workers fairly 
g. The organization makes all its best to assign 

workers properly 
h . The opportunity for person a l growth is high 

Part seven: General Information about support staffs 

1. In your organiza tion, is there s hortage of qualified wor kers? 

a) Yes 0 b) No 0 

2. If your response is "Yes" Please try to indicate the area in a ra nking 

order according to th e severi ty. 

1 s t - -- - ------------ -----
2

nd 
_______ _________ ___ _ _ 

3
rd 

______ ___ ___ ______ __ _ 

<tth------- -------------

5th-- --- ---- -- ------- --

6th-------------- -----------

7th------ ------------------

8 th---------- --------------

9th-------------------------

1 Oth-------- ------ ------ ---

3 . Wha t strategies did you employed to overcome s h,ortage of workers? 

a ) By assigning under qu a lified workers 0 

b) By forcing the available workers to cover different positions 0 

c) By combining two or more positions together to be covered by 

individual worker 0 

d) If other please specify-- ---- --- ------------------------ ----------------

<t o Indicate the major problems you countered in worke rs u tilization 

a) Occupation of experienced workers with different committee 

responsibilities 0 

b) High turnover of competitive workers 0 

c) Assignment of competitive workers to other sectors out of 

education by the regional officials 0 

d) If oth e rs please s pecify--------- ------- --------- ------ ----------------- --



5. What are the major problem in your organization in workers 

tra ining a nd professiona l developm ent? 

a ) Tra inings a re n ot continuous to brin g change on workers 0 

b) Tra inings are not directly related to the worker s jobs 0 

c) Tra inings a re not organized based on th e need s of th e workers 0 

d) The is a problem in se lection of workers for train ing some 

worker s get repeated trainings where others never 0 

e) [f 0 ther please s pec i fy -- ---- ------- --- -- -- -- ------------- ---- ----- ----------

6 . What a re th e m aj or p roblems in relation to workers support and 

supervis ion? 

a ) Worke rs a re not willing to learn from departme n t head s 0 

b) Workers see depa rtment h eads as the ear of officia ls a nd fault 

finde rs so that they a re not willing to learn from the m 0 

c) Depa r tm ent h ead s see them selves as a boss so tha t they 

emphasizes on fa ult finding ra ther than helpin g workers 0 

d) Depa rtment heads emphas ized on administrative affairs rather 

tha n on professional assis tance 0 

f) If others please s pecify---- -------------------- -------------------------- -----
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Addis Ababa University 

College of Education 

School of Graduate Studies 

Department of Educational Planning and Management 

Questionnaire to be filled by school supervisors 

Dear Respondents, 

This question naire IS designed to collect inform ation about the 

practices and problem s of huma n resource uti lization in Dire Dawa 

Provisional Adminis tration Education Sector. The success of this 

study, to a great extent, depends on your genuine responses . 

Therefore, you a re kindly requested to respond hones tly to a ll items 

provided in the questionnaire. 

Note: 

1.. Put "x" m a rk for question s with options, and write your option for 

open-end questions; 

2 . All your responses will be kept confidential a nd u sed only for 

academic purposes; 

3 . You are not required to write your name. 

Thank you in advance for your kind cooperation! 

Part One: Respondents Background Information 

1. Name of your organization------------------------------- ------ -

2 . Your pos ition ---------------------------------------

3. Sex a) m a le D b) Female D 

4 . Age a) Less than 20 years D b) 20-25 D c) 26-30 D 

d) 3 1-35 D e) 36-40 D f) 41 or above D 

5. Service year a ) as a supervisor --------- ------ ------- ------

b) in other position---------------- -----



6 . Education a l level of qualification 

a ) MA/MSC 0 b) SA/SSC 0 c) 12+2 0 d) 12+1 0 

e) If 0 tiler specify --- --- ----- -- ---- --- --- --- --------- ---- --- -- --- -- ---

7 . Subject area of specialization a) m ajor-----------------------------­

b) minor----- ---- ----- --- ------------

Part Two: Data Pertaining to Teacher Assignment. 

l. Number of schools you supervise-------------------------------

2. How many times, per month, do you visit a school? -------------------- -

3. In sch ool, who decides on the number of teaching loa d s for each 

teacher? 

a) School director 0 b) Vice director 0 c) Department head 0 

d) Director with v / director 0 e)V /director with department headD 

n Department head with members of the department 0 

g) Committee decision 0 h) If other please specify------ -------------

4. What is/ are the criterion/ criteria employed in assigning teachers in 

school? 

a) Qualification 0 

c) Field of specialization 0 

e) Teachers competence 0 

g) Administrative decision 0 

b) Experience 0 

d) Teachers competence 0 

n Teachers performance 0 

h) If other please specify------

5. In assigning teachers, do teacher's responsibilities apart from 

classroom teaching are taken in to consideration? a) Yes 0 b) No 0 

6. The following are some of the factors to be considered in determining 

teaching load. Please, indicate the degree of your agreement or 

disagreement using "x" mark and show to what extent they a re 

considered in teacher assignment. The numbers represent: 

5 ; strongly agree 4 ; agree 3 ; undecided 

2 ; disagree 1 ; strongly disagree. 



NQ 

6. 1 

6.2 

6.3 

Item Choices 
5 4 3 

Class size 
Number of students in a given section is con s idered 
in distribution of teaching load among teachers 
Number of Preparations 
6 .2. 1. A teach er who has two or more preparations is 

given lighter load 
6.2 . ~ A teach er who has only one preparatIOn IS given 

Heavy load . 

6.2.3 A teacher who teach es two or more grade levels is 
given lighter load than who teaches only one grade level 

Non- Classroom Responsibilities. 
6.3 .1 Home-room teachers are given lighter load than those who are not 
6 .3.2 . Department h ead s a re given lighter load. 
6.3.3 . Teachers who serve in different committees are 
Given lighter loa d. 
6.3.4: Club sponsors (club coordinators) are given lighter load 
6.3 .5. Teachers who participate in different social seines in th 
community are given lighter load 
6.3 .6. Non- Classroom responsibilities are not at all considered 1 

distribution of teaching load among teachers .. 
7. Are teachers under your supervIsIOn provided wIth s lmphfied forms 

017 

No Form Yes No 
a Lesson pla n . 
b Attendance sheet 
c Mark sheet 
d Roster . . 

8. Do schools under your supervIsIOn m ake some effort to assIgn 

teacher in accordance to their area of specialization? 

a) Yes D b) No D 

9 . If your response for question number "8" IS "no" what is / a re the 

reason(s )? 

a ) Inadequate number of teachers available in each field of study D 

b) Lack of in terest by teachers to teach in their a rea of s pecia lizationD 

c) Rules and regula tion of the education office force not to do so D 

d) To en a ble teachers to master a ll subjects D 

2 1 



e) [f other please specify-- -------- ----------------------- -------- -----------------

10. Do experiences of teachers, like grade levels they have taught 

before, into con s ideration while assigning teachers? 

a) Yes 0 b) No 0 

11. Do teachers provided with clerical services? 

a ) Yes 0 b) No 0 

12. Do schools under your supervision try to avoid some activities, like 

long and u n interesting meetings, etc that consume teachers' time? 

a) Yes 0 b) No 0 

13. Do schools h ave office space free of interruption for teachers? 

a ) Yes 0 b) No 0 

14. Do new or beginner teachers provided with lighter load? 

a ) Yes 0 b) No 0 

Part Three: Data Pertaining to Professional Support and 
Supervision 
1. Do you attend any form of tra ining in the last two year 

con cerning supervision? 

a) Yes 0 b) No 0 

2. [f your response is "yes" what type of training did you a ttend? And 

by whom the training was organized? Indica te by putting "x" mark in 

the following table. Note: REB; Regional Education Bureau, 

RCBO ; Regional Capacity Building Office and 

MOE ; Ministry Of Education 



Types of. T raining Or anizer 
REB RCBO MOE The school Others 

itself 

a. Short term tra ining 0 
b. Summer training 0 
c . Distance mode training 0 
d. Visiting oth er schools 0 
e. Educationa l tour abroad 0 
f. If others specify 

3. Do teach ers m schools under your supervlslOn attend any form of 

training in the last two years? a ) Yes 0 b) No 0 

4. If your response is "Yes" what types of tra ining did they attend? 

And by whom th e training was organized? 

Types of training Organizer 
REB RCBO MOE The school 

itself 

a. Short term training 0 
b. Summer tra ining 0 
c. Distance mode training 0 

d. Visiting oth er schools 0 
e . Educationa l tour 0 
f. If others s pecify 
5. Do you th mk the tra mmg contnbutes to teachers' professlOnal 

competence? 0) Yes 0 b) No 0 

6 . If your response is "Yes" What change do you observed on 

teachers? a ) Improvement in subj ect area m astery 0 

b) Improvemen t in teaching m ethodology 0 

c) Improvement in classroom m anagement 0 

Others 

d) If other please specify---------------------------- ---------------

7. If your response to question number "5" is "no" what were the 

reason s for the failure? 

a) The tra ining was inadequate to br ing ch a nge on teach ers 0 

b) The training was not directly re lated to the teaching 

learning process 0 

c) The training was not well orga nized 0 -, 

d) If other please specify-------------------------- -- ----- -------------



8 . Do you think teachers get adequate professional assistan ce from 

supervisors? a ) Yes D b) No D 

9. If you response is "Yes" please try to specify the major assistan ce 

that you provided to teachers. 

a ) On how to improve their teaching methodology D 

b) On how to improve their knowledge on the subject they teach D 

c) On h ow to improve their classroom managementD 

d) On hovv to bring change on their personal development D 

e) If other please specify------- ---------------------------------------------

10. Do you think the assistances you provided contribute to teachers' 

professional development? a) Yes D b) No D 

11. If your response is "Yes" wha t ch ange did you observe on teaches? 

a ) Improvement in teaching methodology D 

b) Improvement in their knowledge on the subject they teach 0 

c) Improvement in classroom managementD · 

d) Change on their personal development D 

e) If other please specify------------------------------------------------

12. Do schools have a supervisory service in which senior and 

experienced teachers provide other teachers with supervision 

services? a) Yes D b) NoD ' 

13. If your response is "Yes" do you think the service contributes to 

teachers' professional development? a) Yes D b) No D 

14. If you response to question number " 13" is "Yes" what changes it 

bring to teachers professiona l development?-------------------

a ) It improves most teachers' individual competence D 

b) It brings a positive competition among staff m embers D 

c) It brings cooperation among teachers D 

d) If other please specify-----------------------------------------------

15. If your response to question number" 13" is "No" what problems 

encoun tered? a) The system was not well organized D 



b) The experienced teachers were not willing to share their 

experience to other teachers D 

c) Other teachers were not willing to share the experience of 

sen ior teachers D 

d) If other. please specify------------ ----------------------------------­
/ 

16. In the past two years , h ave you organized a ny form of tra ining for 

teachers? a ) Yes D b) No 0 

17. If your response is "Yes" please in dicate th e form and frequency of 

training. 

Types of training 

a. Sh ort term tra inings (worksh ops, seminars, panel 
discu ssions , etc) 0 

b. Short term tra ining by inviting resource person s from 
other institutions 0 

c . Vis iting other sch ools / institution s 0 

d . If oth er s specify 

18. The followmg Item s are re lated to teachers trammg and 

professional development. Please, indicate your agreement or 

disagreement by using "X" mark. The numbers represents 

5=s trongly agree 4= agree 3= Un decided 

2 = disagree 1 = strongly disagree 

frequency 

No Items Choices 

5 4 3 2 1 
a . Opportunity for in -service tra ining is satis factory 
b. Opportuni ty for further education is sa tisfactor;y 
c . Professional support and supervision given for 

teach ers by educa tional officia ls is adequa te 
d. Professional support and supervision given by educational 

officia ls is to mach help ful to teacher d evelopment 

e. The sch ool's effort to crea te an opportunity fo r 
teachers to sh a re their experience is satisfac tory 

f. Your school treats a ll teach ers fa irly 
g. The school mark all its best to assign teachers properly . • 

h. The opportuni ty for person a l growth is high 

7 



Part Four: General Information 

1. In sch ools is there shortage of qualified teach ers? 

a) Yes 0 b) No 0 

2. If your response is "Yes" in which subject area? Please, rank 

them according to the severity. 

a. English------- j . Art------
b. Amharic---- -- k. Biology-----
c. Somali language----- I. Chemistry----
d . Oromifa language---- m. Physics-----
e. Mathematics-------- n. History-----
f. General science------ o. Geography------
g. Social study--- ---- p. Civics--- -----
h. Music------- q. Productive Technology----
i. Physical education---- r. Home Economics-------
s. If others specify ------------------------- --- --------------------------------

3. What strategies do school principals use to overcome teachers 

shortage? a) By assigning less qualified teachers 0 

b) By forcing the available teachers to carry maximum load 0 

c) By eliminating classrooms with small number of students and 

combining them with other classrooms 0 

d) By combining two or more classrooms together 0 

e) If other please specify------------------------c---cc--- -------------------

4.lndicate the major problems schools encountered in teachers 

utilization 

a) Occupation of experienced teachers with different non-teaching 

responsibilities 0 

b) High turnover of competitive teachers 0 ,. 

c) Assignment of competitive teachers to other non-teaching jobs 

by the regional officials 0 

d) If others please specify---------------------------------- ------- ---------
5. What are the major problem in school in teachers training and 

professional development? 

a) Trainings a re not continuous to bring change on teachers 0 



b) Trainings are not directly related to the teaching learning 

process 0 

c) The trainings are not organized based on the needs of teachers 0 

d) The is a problem in selection of teachers for training some 

teachers get repeated trainings where others never 0 

e) If oth er please specify--------------------------------------------- ---------

6. What are th e major problems in relation to teachers support and 

supervis ion? 6.1) In relation to teachers: 

a) Teachers are not willing to learn from supervisors 0 

b) Teach ers undermine supervisors so that they a re not interested 

to get support from them 0 

c) Teach ers see supervisors as the ear of officials and fault finders 

so tha t they are not willing to learn from supervisors 0 

d) If others please specify--------------------------------------------------

6 .2) In relation to supervisors: 

a) Supervisors see themselves as a boss so that they emphasizes 

on fault finding rather than helping teachers 0 

b) Supervisors are not well qualified in order to h elp teachers 0 

c) Supervisors are not well experienced to help teachers 0 

d) Supervisors did not get any training a bout supervision so that 

they emphasized on control rather than helping teachers 0 

e) Supervisors emphasized on administrative affairs ra ther tha n 

professional assistance 0 

D If others please specify------------------------------------- --- ----------

7 . What do you think a re the solutions to these problems? 

a) Tra ining of both parties on the objectives of supervisionD 

b) Tra ining of supervisors on supervisionD 

c) Ma king a careful selection of supervisors 0 

d) If others please specify--------------------------------- -- -------- -- ------



Addis Ababa University 

College of Education 

School of Graduate Studies 

Department of Educational Planning and Management 

Questionnaire to be filled by teachers 

Dear Re spondents, 

This ques tionnaire IS des igned to collect information about the 

practices and problems of human resource utilization in Dire Dawa 

Provisional Admin is tration Education Sector. The success of th is 

stu dy, to a great extent, depends on your genuine responses . 

Th erefore, you are k indly requested to respond honestly to a ll items 

provided in the qu estionnaire. 

Note: 

1. Put "x" mark for qu estions with options, and write your option for 

open-end question s; 

2. All your responses will be kept confiden tial and u sed only for 

academic purposes; 

3. You are not required to write your n am e. 

Thank you in advance for your kind c ooperation! 

Part One: Respondents Background Information 

1. Na m e of th e school----- ---------------------------------

2 . Level of the sch ool---------------------------------------

3. Sex a) male 0 b) Fem ale 0 

4. Age a ) Less than 20 years 0 b) 20-25 0 c) 26-30 0 

d) 31-35 0 e) 36-40 0 0 4 1 or above 0 

5. Service years a ) in teaching -- --------- --------------

b) on oth er job(s)-------------------- -



6 . Educational level of qualification 

a ) MA / MSC 0 b) BA/BSC 0 c) 12+2 0 d) 12+ 10 

e) If other p lease s pecify-- ---- ---------------------------------------- ---

7. Academic rank 

a ) Beginner teacher 0 b) Junior teacher 0 c) Teacher 0 

d) Senior teacher 0 e) If oth er specify----------- ---------- ----

8. Subj ect area of s pecialization a ) maj or-----------------------------­

b) minor-------- ---------------------

Part Two: Data Pertaining to Teacher Assignment. 

1. Number of periods you a re assigned to teach per week------------------

2. Grade level (s) you a re assigned to teach now------ ----------- -- -- -------

3. You are working in a ) only one shift 0 b) both shifts 0 

4 . Currently you a re teaching 

a ) you r major area 0 b) your minor area 0 

c) both major and minor areaD d) outside your field of tra iningD 

s. How did you assigned to teach the subject(s) you are teaching now? 

a ) Since it is your major and/ or your minor area 0 

b) Since there is a shortage of teachers in the subject a rea 0 

c) You are s imply assigned to teach the subject with out any 

Convincing reason 0 

d) If other please s pecify ---------------------------------------- -----------

6. In your school, who decides on the number of teaching loads for each 

teacher? 

a) School director 0 b) Vice director 0 c) Depa rtment head 0 

d) Director with v / director 0 e)V / director with department hea dD 

D Department head with members of the department 0 

g) Committee decision 0 h) If other specify------------------------

7 . Wha t is (a re) the criter ion/ criteria em ployed in ass igning teachers in 

your school? 

a) Qualification 0 b) Experience 0 c) Field of specialization 0 



NQ 

10. 1 

10. 

10. 

d) Teachers competence 0 e) Teachers performa n ce 0 

J) Administra tive decis ion 0 g) If other s pecify----- -----------------

8. Do you participate in the following activities? Indicate the activity 

(ies) in which you participate by using "x" mark in the table below 

No Activities yes no 
8.1 Unit leader 
8.2 Department head 
8 .3 Home-room teacher 
8 .4 Co-curricular activities 
8.5 Different committee in the sch ool 
8.6 Different community services out s ide the school 

9. In a ss igning teaching load , do these n on -classroom teacher 's 

respons ibili ties are taken in to account in your sch ool? 

a) Yes 0 b) No 0 

10. The following a re som e of the fac tors to be considered in 

determining teaching load. Please, indicate the degree of your 

agreement or disagreement u s ing "x" mark a nd show to what exte nt 

they a re considered in teacher assignment. The numbers represent: 

5 = s trongly agree 

2 = disagree 

4 = agree 3 = undecided 

1 = stron gly disagree 

Item Choices 
5 4 3 2 

Class size 
Number of students in a given section is considered 
in distribution of teaching load a mong teach ers 
Number of Preparations 
10.2.1. A teacher who has two or more prepa ra tions is 

given lighter load 
10.2 .2 ·A teacher who has only one preparauon IS given 

Heavy load. 
10.2.3 A tea cher who teaches two or more grade levels is 

given lighter load than who teach es only one grade level 
Non- Classroom Responsibilities. .. 
10.3 .1 Home-room teachers are given lighter load than those who are not 
10.3.2. Department heads are given lighter load. 

10. 3.3. Teach ers who serve in different committees are 
given lighter load. 
10.3.4. Club sponsors (club coordinators) are given lighter load 

.3 
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1O.3.5.Teachers who participate in different social services in 
the community are given lighter load 
1O.3 .6.Non- Classroom responsibilities are not at all considered 
in distribution of teaching load among teachers 

11 . Are you provided ~J(¢l;s: with simplified forms of? 

No Forms Yes No 

a Lesson plan 
b Attendance sheet 
c Mark sheet 
d Roster 

12. Are you assigned In accordance to your area of specialization? 

a ) Yes 0 b) No 0 

13. If your response for question number "9" is "no" what do you think 

is the reason? 

a ) Inadequate number of teachers available in each field of studyD 

b) Lack of interest by teach ers to teach in their area of specializationD 

c) Rules and regulation of the education office 0 

d ) To enable teachers to master a ll subjects 0 

e) If other please specify--- ------------ --------------------- ---------------------

14. Do your experience, like grade levels you have taught before, a re 

taken in to consideration while you are assigned? 

a) Yes 0 b) No 0 

15. Do you provided with clerical services? 

a) Yes 0 b) No 0 

16. Do principa ls or department head t ry to avoid some activities, like 

long and uninteresting meetings, etc that consume your time? 

a) Yes 0 b) No 0 

17. Do you h ave office s pace free of interruption? 

a.) Yes 0 b) No 0 

18. Do new or beginner teachers provided with lighter load In your 

school a ) Yes 0 b) No 0 

.d. 



Part Three: Data Pertaining to Professional Support and 

Supervision 

1. Do you attend any form of training in the last two years? 

a) Yes 0 b) No 0 
2. If your response is "Yes" what type of training did you a ttend? And 

by whom the training was organized? Indicate by putting "x" m a rk in 

the following table. Note: REB = Regional Education Bureau, 

No 

a 
b 
c 
d 
e 
f 

RCBO = Regional Ca pacity Building Office and 

MOE = Ministry Of Education 

Types of training Organizer 
REB RCBO MOE The school Others 

itself 

Short term trainingO 
Summer trainingO 
Dista nce mode trainingO 
Visiting other schoolsO 
Educational tour abroadO 
If other please specify 

3. Do you thmk the trammg contrIbutes to your profess1Ona i 

competence? a ) Yes 0 b) No 0 

4. If your response is "Yes" what skills and knowledge did you 

obtained from the training? 

a) Improvement in subject area mastery 0 

b) Improvement in teaching methodology 0 

c) Improvement in classroom management 0 

d) If other please specify-------------------------------------------

5. If your response to question number "3" is "No" what were the 

rea sons for the failure? 

a ) The training was inadequate to bring change 0 

b) The tra ining was not directly related to the teaching 

learning process 0 

c) The tra ining was not well organized 0 

d) If other please specify---------- ------------- --------- --------------



6. Do you get adequate professional assistance from educational 

officials? a) Yes D b) No D 

7. If your response is "Yes" what type of assistance did you get? 

a) On how to improve my teaching methodology D 

b) On how to improve my knowledge on the subject I taught D 

c) On how to improve my classroom management D 

d) On how to bring change on my personal development D 

e) If other please specify-------- ---------- -- ------- ----- --- --- -------- ----- -

8. Who provides you with professional assistance? 

a ) Regional education bureau supervisors and experts D 

b) Kebele education desk coordinator D 

c) School directors D 

d) Department h eadD 

c) Professional associates D 

d) If other please specify-------------------------------------------

9 . Do you think the assistance given contributes to your professional 

development? a) Yes D b) No D 

16. If your response is "Yes" what knowledge and skills do you 

obtained? 

a) Improvement in teaching methodology D 

b) Improvement in knowledge on the subject I taught D 

c) Improve in classroom managementD 

d) Change on personal development D 

e) If other please specify---------------------------------- --- -------

10. If your response is "No" what is/are the major reason(s)? 

a) The officials are not rich enough in experience to shareD 

b) They provide assistance very rarelyD 

c) Their visit is not aimed at the improvem ent of teachers rather 

it a imed to control purposeD 

d) If other please specify----------- ---- - ---------~-- --------------- - ---

b 



11 . Is there a supervisory service in your school in which senior a nd 

experienced teach er s provide other teachers with supervision 

services? a ) Yes D b) No D 

12. If your response is "Yes" do you think the service con tributes to 

your profession a l development? a) Yes D b) No D 

13 . If you response to question number "12" is "Yes" specify the 

changes it brings to your academic development or competen ce? 

a ) It improves my individual competence D 

b) It brings a positive competition among staff members D 

c) It brings cooperation a mong teachers D 

d) If other please specify---------------------------------- ----- --------

14 . If your response to question number "12" is qNo" what was the 

problem? 

a) The system was not well organized D 

b) The experienced teachers were not willing to share their 

experiences D 

c) Other teachers were not willing to sha re the experiences of 

senior teachers D 

d) If other please specify--- -------------------------------- ------------

15. In the past two years , have you participated in any form of 

training that was organized by your school? 

a ) Yes D b) No D 

16 . If your response is "Yes" please indicate the form a nd frequency of 

tra ining in the table below. 

Types of training . frequency 

a. Short term trainings (workshops, seminars, panel 
discuss ions , etc) D 

b. Short te rm training by inviting resource persons from 
oth er institutions D 

c. Vis iting other schools / institution s D 

d. If others specify 
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17. The following items a re related to teachers training and 

professional development. Please, indicate your agreement or 

disagreement by using "X" mark. The numbers represents 

5=strongly agree 4= agree 3= Undecided 

2 = disagree 1 = strongly disagree 

No Items Choices 

a . Opportunity for in-service training is satisfactory 5 4 3 2 
b. Opportunity for further education is satisfactory 
c . Professional support and supervision given for 

teachers by educational officials is adequate 
d. Professional support and supervision given by educational 

officials is to mtich helpful to teacher development 

e. The school's effort to create an opportunity for 
teachers to share their experience is satisfactory 

f. Your school treats all teachers fairly 
g. The school mark all its best to assign teachers properly 

h. The opportunity for personal growth is high 

Part Four: General Information 

1. In your opinion, what are the major problems your school 

encountered in teachers utilization 

a) Occupation of experienced teachers with different non-teaching 

responsibilities 0 

b) High turnover of competitive teachers 0 

c) Assignment of competitive teachers to other non-teaching jobs 

by the regional officials 0 

1 

d) If others please specify----------------------------- ---------------- -------

2. What are the major problem in your school in teachers training and 

pmfessional development? 

a) Trainings are not continuous to bring change on teachers 0 

b) Trainings are not directly related to the teaching learning 

process 0 

c) The trainings are not organized based on the needs of teachers 0 

g 



d) There is a problem in selection of teachers for training some 

teachers get repeated trainings where others never 0 

e) If other please specify-------------------------- ---- ------------------------

3. What are the major problems in relation to teachers support and 

supervis ion? 

a) In relation to teachers: 

a ) Teachers are not willing to learn from supervisors 0 

b) Teach ers undermine supervisors so that they are not interested 

to get support from them 0 

c) Teachers see supervisors as the ear of officials and faul t finders 

so that they are not willing to learn from supervisors 0 

d) If oth ers please specify------------------ ----------------- ---------------

b) In relation to supervisors: 

a ) Supervisors see themselves as a boss so that they emphasizes 

on fault finding rather than helping teachers 0 

b) Supervisors are not well qualified in order to help teachers 0 

c) Supervisors are not well experienced to help teachers 0 

d) Supervisors did n ot get any training about supervision so that 

they emphasized on control rather than helping teachers 0 

e) Supervisors emphasized on administrative affairs rather than 

professional assistance 0 

f) If others p lease specify-- ------ ---------- --------------------------------

4. What do you think are the solution s to these problems? 

a ) Training of both parties on the objectives of supervisionD 

b) Training of supervisor s on supervis ionD 

c) Making a careful selection of supervisors 0 

d) If others please specify--------- -- ------ -- ---------- - -- -~-----------------

q 



Addis Ababa University 

College of Education 

School of Graduate Studies 

Department of Educational Planning and Management 

Questionnaire to be filled by administrative and support staff 

Dear Respondents, 

This questionnaire IS designed to collect information about the 

practices and problems of human re source utilization in Dire Dawa 

Provisional Administration Education Sector. The success of this 

study, to a great extent, depends on your genuine responses. 

Therefore , you are kindly requested to respond honestly to a ll items 

p rovided in the questionna ire. 

Note: 

1. Put "x" mark for questions with options, and write your option for 

open-end questions; 

2 . All your resp onses will ue kept confidentia l and used only for 

academic purposes; 

3 . You are no t required to write your name. 

Thank you in advance for your kind cooperl\tion! 

Part One: Respondents Background Information 

1. Name of the organization/ school----- ------------ ------------------

2. Sex a) male 0 b) Female 0 

3. Age a) Less tha n 20 years 0 b) 20-25 0 c) 26-30 0 

d) 31 -35 0 e) 36-40 0 I) 41 or a bove 0 

4. Service year a) in the organization ---------- ---- --------------

b) in other organization(s)------- ----------- -------



5 . Education a l level of quali fication 

a) MA / MSC D b) BA/ BSC D c) 12+2 D d) 12+ 1 D 

e) If 0 ther s pecify ---- -------- -- -- ----------- ------- --- ---- -----------

6. Your position-------------------------

7. Subject area of s pecialization a) major------------------ -- ---------­

b) mino r---- ------ ------ --------- ----

Part Two: Data Pertaining to Administrative and support Staff 

Assignment. 

1. In your organization, who decides on the position you assigned? 

a) Head of the organization D 

b) The organization's administra tive and finance h ead D 

c) The organization's human resource expert D 

d) Regional education bureau D 

e) Regional civil service commission D 

n If other please specify------------------------

2. What is/ are the criterion / criteria employed in assigning workers m 

your organization? 

a) Qualification D b) Experience D c) Field of specialization D 

d) Workers competence D e) Workers performance D 

n Administrative decision D 

g) If other please specify----------------------------------- --------------------

3 . Do you think that, in your organization, some efforts were made to 

ass ign workers in accordance to their area of specialization? 

a) Yes D b)NoD 

4. If your answer for question number "3" is "no" what is /are the 

reason(s)? a) Shortage of qualified workersD 

b) Most workers are assigned based on experienceD 

c) If other please specify--------------- -------- -------------------



5. Do the organization 's managers try to avoid so me ac tivities, like long 

a nd uninteres t in g m eetin gs, e tc that cons ume you r time? 

a) Yes 0 b) No 0 

6 . Do you h ave office s pace free of in terruption? 

a ) Yes 0 b) No 0 

7 . Do your expen en ces a re ta ken in to con s idera tion while you a re 

assigned? 

a ) Yes 0 b) No 0 

8. Do n ew or beginner workers provided with o rie ntat ion or indu c tion . 

a) Yes 0 b) No 0 

Part Three: Data Pertaining to Professional Support and 

Supervision of Administrative and Support Staffs 

1. Do you atten d any form of tra ining in the last two year? 

a ) Yes 0 b) No 0 
2. If your respon se is "Ye s" wha t type of train in g d id you a ttend? And 

by wh om the tra ining was organized? Ind icate by putting "x" mark in 

th e following table . Note : REB ~ Regiona l Education Bureau , 

a. 
b. 
c . 

d. 
e. 
f. 

RCBO ~ Region a l Ca pacity Bu ilding Office a nd 

MOE ~ Minis try Of Education 

Types of training Organizer 
REB ReBO MOE The org/n Others 

itself 
Off-th e -job tra ining 0 
On-the-job tra ining 0 
Dista n ce mode training 0 
Vis iting other organizationD 
Educationa l tour 0 
If other s specify 

3 . Do you th Ink the tra InIng contnbuted to your professlOn a l 

competen ce? a ) Ye s 0 b) No 0 

4 . If your resp onse is "Yes" wha t s kill s and knowledge d id you 

obtained from th e training? Specify---- ----- ----- -- --- -- -- ---- ----- ------- ----

-- ---- -- - --- ------ ------ --- ----- ----- -- ----- - ---- -- - -- -- --- - -- -- --- - -- - ---- - -- ---- --- -. 
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5. If your response is to question number "3" is "No" what were the 

reasons for the fa ilure? 

a ) The training was inadequ ate to brin g change 0 

b) The t ra ining was not d irectly related to my current job 0 

c) The training was n ot well organized 0 

d) I f other please s pecify --- -- ------ -- --- -- --- -- ---- ---- ----- ---------- ---------

6 . Did you ge t adequate professional assistance from organizational 

officials? a) Yes 0 b) No 0 

7. If your response is "Yes" what type of assistance did you get? 

a) On how to improve my work qua li tyO 

b) On how to improve the quantity of my out putO 

c) On h ow to perform a given work with in a s h ort period of time 0 

d) If oth er please specify-------------------------------- ------------- --- ---

8 . Who provides you with professional assistance? 

a ) Regional ed ucation bureau officials 0 

b) The schoo l principa l 0 

c) Department head 0 

d) Professiona l associates 0 

e) If others specify--- ---------------- --------c----------------------

9 . Do the assistan ces contributed to your professional development? 

a) yes b) no 

14 . The following items are related to your tra ining and professional 

development. Please, indicate your agreement or disagreement by 

using "X" m a rk . The numbers represents 

5=stron gly agree 4= agree 3= Undecided 

2 = disagree 1 = s tron gly disagree 

No Items Choices 
5 4 3 2 

a. Opportunity for training is satisfacto ry 
b. Opportunity for further education is satis factory 

+ 
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c. Profession a l s u pport a n d supervis ion given fo r 
workers by officials is adequate 

d . Professional suppor t and supervision given by 
officia ls is to mach helpful to workers 
development 

e . The organ ization 's effort to crea te an opportu ni ty 
for workers to share their experience is 
satisfactory 

f. The organization treats a ll workers fa irly 
g. The organization m a kes a ll its best to ass ign 

worke rs prope rly 
h. The opportunity for persona l g rowth is high 

Part Four: General Information 

1. In your opinion, is there shortage of qua lified workers? 

a) Yes D b) No D 

2 . If your respon se is "Ye s" Plea se try to indicate the area in a ranking 

order according to the severi ty . 

1 s t -- - - - - - -- - - --- - 6 tlL _ - -- ____ __ --- --

2nd_ - ---- - - -- - c 
7

t h 
___ ___ ___ __ __ __ _ 

3
rd 

_____ __ ____ _ _ 
8 th --- - - -- - ---- - - -

4 th - ---- - -- --- - 9 th - - - - - -- - - - - ---

5 th - - ---- - - - - -- l Oth- - -- -- ------

3. In your opinion, What strategies did your organization employ to 

overcome shortage of workers? 

a ) By assigning under qualified workers D 

b) By forcing the ava ilable workers to cover differe nt pos itions D 

c) By combining two or more positions together to be covered by 

individua l worker D 

d) If other please s pecify------------------ ------- ----- ----------- ---- ----

4 . Indicate the major problems your organization countered in 

workers utilization 

a ) Occu pation of exper ien ced workers with different committee 

responsibilities D 



b) High turnover of competitive workers 0 

c) Assignment of competitive workers to othe r sectors out of 

education by the regional officials 0 

d) If others please s pecify-------------------------------- ------------------

5. What a re the m ajor problem in your organization in re lation to 

workers tra ining and professiona l development? 

a ) Trainings a re not continuous to bring change on workers 0 

b) Trainings are not directly related to the workers jobs 0 

c) Trainings are not organized based on the needs of the worke rs 0 

d) The is a problem in selection of workers for tra ining som e 

workers get repeated trainings where others n ever 0 

e) If other please specify------------------------------------------------- -----

6. What are the major problems in relation to workers support and 

su pervision? 

a ) Workers a re not willing to learn from department heads 0 

b) Workers see department hcads as the ear of officials and faulL 

finders so that they are not willing to learn from them 0 

c) Department h eads see themselves as a boss so that they 

emphasizes on fault finding rather than helping workers 0 

d) Department h eads emphasized on administrative affairs rather 

than on professional assistance 0 

f) If others please s pecify-- --- -------- -- ------------- --- ------------------------
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Addis Ababa University 

College of Education 

School of Graduate Studies 

Department of Educational Planning and Management 

Interview with Regional Education Bureau, Administration and 

Finance Head, Education Programs and Supervision Department 

Head and with Teachers and Other personnel Training Expert. 

1. How are teachers and other administrative and support staff workers 

assigned to schools and head office? 

2 . What are the criteria you employed to assign teachers to schools and 

administrative and support staffs to schools and head office? 

3. Is there shortage of qualified teachers and administrative and support 

staffs in the education sector? 

4. What strategies you employed to overcome these shortages? 

5. Do supervisors frequently visit schools? How often? 

6. What are the major problems related to professional support and 

supervision? 

7 . Do you provide teachers and administrative and support staffs with 

relevant and adequate training and d evelopment? Is there a system to 

implement the training and development properly in the education 

sector? 

8. What are the criteria you employed to select teachers and 

administrative a nd support staffs for training? 

9. What a re the major problems in relation to teachers and 

administrative and support staffs utilization? 

10. What do you think are the solution to these problems? 



The following forms are designed to gather data from documents 

Form 1 

Form 1 is design ed to gather da ta concerning number of section s a nd 

number of s tudents enrolled in the academic year1 998 E.C. in the 

sample schools . 

Grade S tream Number of Number of S tudents Rem ark 
level sec tions Male Fem a le Total 
1s t 
2nd 
3 rd 
4th 
5th 

6tf1 
7 th 

8th 

9 th 
lOth 
11th 
12th 
10+1 
10+2 
10+3 

Form 2 
This form 

Hi 
IS designed to collec t information a bout teachers ' 

qua 1 lcatlon In eac h b' f I h I su lJect area rom sample sc 00 s 
Subject Number of tea chers b Qualification By sex 

10+1/ 10+3/ B.A/ M.A/ Others M F T 
12+1 12+2 B. SC M.SC 

Amha ric 
English 
Oromiffa 
Somali 
Maths 
Chemistry 
Biology 
Physics 
History 
Geography 
Civics 



Form 3 
This form is design ed to collect information about non-academic 

ff ' H i s ta s qua I lcatlOn 
Qua lification Ma le Fem a le Total Remark 
10+1/12+ 1 
10+3 / 12+2 
B.A/ B.Se 
M.A/ M.Se 
Other s 
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