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Abstract 

Teachers' CPD is being viewed as a key ingredient in improving teachers' professional 

knowledge, skill and attitudes. The main purpose of this study was to assess the 

implementation of teachers' CPD program in general secondary schools of 'South 

Gondar Zone. To realize this study four basic research questions were asked; the 

attitude of teachers, the support given to teachers on how to practice the program, the 

effects of implementation CPD program on teachers' daily activity and challenges in 

implementing CPD. To address these questions, descriptive survey method was 

employed. Three Woredas and three schools were selected by stratified, random and 

purposive sampling techniques. From these sample 120 teachers, 15 facilitators, 6 

principals, one expert from each WEO, ZEO and REB were selected. Questionnaire and 

interview were employed to collect primary data. The analysis of portfolio and training 

material were used as secondary data. The quantitative data were first organized, 

tabulated and then analyzed using mean and percentage. The qualitative data were 

analyzed according to the response and the researcher understands. The result of data 

analysis and interpretation indicated that some teachers have negative attitude to 

wards the CPD program due to lack of awareness, supports and time; the schools did 

not adapt the training module prepared by MoE; the CPD training was not implemented 

based on teachers' career structure, there was no responsible body to assess ,make 

follow up evaluate and give immediate feedback; and teachers are not offered any 

incentives related to CPD implementation. Finally, the s tudy made recommendation. 

VII 



CHAPTER ONE 

Introduction 

1.1 Background of the Study 

There are many reforms in education system around the world at different times. Many societies 

are engaging in serious and promising educational reforms. One of the key elements in most of 

these reforms is a professional development of the teachers. Societies are acknowledged that 

teachers are not only one of the "Variables" that needs to be changed in order to improve their 

education system. But they are also the most significant change agents in these reforms. This 

double role of teachers in education reforms being both subj ect and object of change-makes. 

Hence, the field of teachers' professional development is growing and challenging area, and one 

that has received major attention during the past few years (Villegas-Remier, 2003). 

Among the major functions, teachers are to be changing agent of knowledge, skill, and attitude. 

And they are preparing the young generation for different responsibilities in the society. To this 

effect, teachers should develop professionally through out their life in a sustainable way. In this 

dynamic world, teachers are advised to change themselves all the time to cope up with the 

changes and to fit them with the need of the society. Teachers educate the society to cope up 

with the change by selecting the appropriate knowledge and skill from updated sources. 

Teachers are likely to success with this respect when they themselves believe and have interest 
, 

in continuous learning. 

According to Villages-Remers (2003), teachers are both subj ects and objects of change. 

Moreover, several studies reveal that quality of education correlates with quality of teachers and 

has become a major concern all over the world. For instance a study made by World Bank 

(1991) witness that teachers are central to the delivery of quality education. Hence, it is 

believed that the academic and professional development of teachers have direct and positive 

bearing on the quality of the performance and the achievement of the students. Likewise, 

Lockheed and Verspoor (1991) reported that the core determining element of students' 

achievement is the quality of teaching. This results from effective pre-service and in-service 
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training of teachers. Teachers who feel professionally unfulfilled and trapped impede students' 

achievement either directly or indirectly. Teachers have been the term coined to describe the 

emotional and intellectual capitulation of a profession without options. But meaningful personal 

changes embodied in real career choice for teachers can give new hope directly to teachers and 

indirectly to the children they served (Marczely, 1996: 1 0). 

With respect to teachers' education, Villegas-Reimers (2003) reported that those many societies 

consider pre-service teacher education to be the only professional preparation teachers receive 

through their careers. The current tendency is to acknowledge that this is merely the first step in 

a long process of professional -development. Thus, learning of teachers commences in a pre­

service training and continues through time until one leaves the profession. 

From the foregoing discussion, it is possible to say that teachers are always professional 

learners no matter how extensive excellent their formal education and preparation might be. It is 

this inseparable nature of teaching and learning that results the emergence of a new approach 

called Continuous Professional Development (CPD). The 1994 Education and Training Policy 

of Ethiopia has given emphasis for teachers ' education in pre-service and in service training 

programs. Continuous Professional Development was introduced to the education system of 

Ethiopia in 2003 as a result of an extensive study by Ministry of Education (MoE) in 2002. The 

study entitled "The quality and effectiveness of teacher education in Ethiopia." has five major 

objectives. The objectives aimed at identifying the existing educational problems with 

particular emphasis on teachers, and coming up with some solutions and concrete action plan. 

The study revealed that the system enables to provide education in accordance with the goals of 

the 1994 Education and Training Policy is weakened by several factors, the following were 

identified as major ones. 

i) The difficult conditions of work environment; ii) Weak pre- service preparation and lack of 

continuing in service professional development; iii) An entirely academic, often irrelevant and 

not well understood curriculum; iv) an examination system that discourages active learning, 

creative thinking and the development of higher order thinking skills and v) weak management 

and leader ship (MoE, 2003). 

2 



The study also recommended an extensive series of programs to transfer the education and 

development of teachers. The recommendations were soon accepted by MoE and other 

government organs and pre-eminent individual. This study produces a further document known 

as the "National Framework for Teacher Education System Overhaul" (TESO) program. From 

TESO, programs given priority were teacher trainings such as i) upgrading untrained (under 

qualified) teachers to the level which they are assigned to teach, through extension ii) updating 

teachers in the field of change takes place in current education system of Ethiopia (MoE, 2003). 

Thus, the study focuses on the implementation of the second type of training mentioned in 

TESO program. The MoE believes that the new approach (CPD) will solve the shortcoming of 

the pre-service training program. These problems include poor management of education 

development, lack of motivation of teachers and lack of sustained, coherent and professional 

development program. This program is intended to be practiced either at school and/or cluster 

level (MOE, 2003). 

Concerning implementation of teachers' Continuous Professional Development Program in the 

general secondary schools of the target area was not conducted any research. However, Zenebe, 

(2007) studied about the practice of teachers' CPD program in primary and secondary schools 

of Oromia region indicated some problems. Such as: lack of training materials, lack of time and 

financial support; lack of incentives and lack of awareness training. Based on these findings the 

researcher will study the implementation of teachers' CPD in general secondary schools of 

South Gondar Zone. To study how schools adapt the program; their culture of support; the 

effects of CPD implementation in general secondary school and how they facilitate the 

implementation are very important and timely issues. Hence conducting a research on the 

mentioned issues is a timely and very important. 

1.2 Statement of the Problem 

Teaching as the process of changing behavior and cognition of the learner, demands the 

appropriate pedagogical, academic and psychological preparation of teachers. The role of the 

teachers in this respect can not be over looked. Various educators, Lockheed and Verspoor 

(1991), Yalew (2000) indicated some among many reports that the quality of education rests 

mainly on the quality of teachers. 
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To attain the required professional knowledge, skill and attitude, teachers must go through a 

lengthy, pre-service and in-service teacher preparation. The current tendency is to recognize the 

pre-service teachers' preparation as merely the first step in a long process of continuing 

professional development. Successful professional development experiences have a remarkable 

impact on teachers' work on the assumption that significant number of teachers through out the 

world are under prepared for their profession (Villegas-Reimer, 2003). 

In addition, there are a number of critics on secondary school teachers' skills, attitudes and 

knowledge necessary for effective teaching. In other words, a significant number of secondary 

school teachers have different problems on their teaching practice. Lack of practical skills of 

teaching, inadequate knowledge and lack of professional commitment are identified as the main 

problems (MoE 1998 E.C 21-26). 

Hence, teachers should continuously improve and update their competence and skills for the 

benefit of the society and the students they serve. This shows that in the dynamic world being 

certified in the pre-service training is not the only guaranteed to become a well competent and 

effective teacher. Thus teachers should continuously update themselves as they teach their 

students. The effectiveness and efficiency of an institution are highly relied on the quality of 

performance of professional competences. That is why globally there is a growing interest in 

the concepts of competence learning in various areas of education training and professional 

development. 

As Gizaw (2006:77) reports that " the competency of teachers and sustainability of their 

professional development is always under question in all countries and more in developing 

countries ... " The National Education Conference Document (July, 2002) as cited in Gizaw 

(2006) stated that teachers are not committed to their knowledge; they do not have the 

necessary professional and academic profession; and they do not employ modern methods of 

teaching. The 1994 Education and Training Policy and the various subsequent documents 

produced by MoE also underline that teachers are essential since it is in the classroom that the 

real learning takes place. 

But, in spit of the above reality, the quality in the Ethiopian education system has suffered 

much at present time. Thi s is mainly because MoE in its ESOP II document reported that 
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teachers do not continuously update their competency and Skill (MoE, 2005). To this fact, Craft 

(2000) discussed that the dynamic nature of educational environment can not be easily managed 

without continuous learning. This is why the MoE designed different packages for quality 

improvement in education under several programs. Therefore, continuous professional 

development is one of the most important programs which is currently operating in all schools 
/' 

in the country through improving professional competences and to attain a desired quality 

education. However, the implementation of CPD in school was not effective as intended 

because of the lack of in-depth training for practitioner. Leave alone the teachers and the 

principals complain not to have clear knowledge about the Continuous Professional 

Development in general secondary schools. For instance, portfolios of many teachers in 

different schools were often found to be copies of a few active teachers, teachers were not 

committed to practice the program, absence of motivation and continuous follow up. Most 

teachers used traditional method of teaching and evaluation (Zenebe, 2007). There is a gap 

between what teachers did and the intended teachers' CPD program implementation. 

Based on the above research finding, the researcher (formerly work in woreda education office 

and director of the secondary school in South GondaI' Zone) has participated in different 

activities in implementing teachers' CPD prograt'n, shared experience of different Woredas ' and 

Zones' practice in Amhara Region. Therefore, from the researcher's experience, it is possible to 

say that the program was not effectively implemented. This has initiated the researcher t6 

conduct research on the implementation of Teacher Continuous Professional Development 

program in general secondary schools of South GondaI' Zone. 

Therefore, the following basic questions were formulated to address the problems of the study. 

I. How do teachers perceive the importance of CPD implementation in their teaching in 

general secondary schools of South GondaI' Zone? 

2. How far do schools adapt the course modules of CPD Program developed by MoE in 

general secondary schools of South GondaI' Zone? 

3. What type of support was given to teachers in implementing CPD program in general 

secondary schools of South GondaI' Zone? 

4. What is the encouraging and impeding factor in implementing teachers' CPD program 

in general secondary schools South GondaI' Zone? 
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1.3 Objectives of the Study 

The general objective of this study was to assess the implementation, the encouraging and 

hindering factors of teachers ' CPD program in general secondary schools of South Gondar 

Zone. Specifically, the objectives were stated as follow: 

I. To identifY the perception of teachers regarding the implementation of CPD program 

available in general secondary schools. 

2. To investigate activities incorporated 111 planning and implementing CPD program 111 

general secondary s schools. 

3. To identifY the types of support given for teachers in implementing CPD program in general 

secondary schools. 

4. To identifY the constraints and effects in implementing teachers CPD in general secondary 

schools. 

1.4 Significance of the Study 

The main purpose of this study was to assess the implementation of teaches' CPD program in 

general secondary schools of South GondaI' Zone. The study helps to understand both hindering 

and fostering factors in implementing CPD, and the supp0l1s offered from the stakeholders. In 

general the researcher believes that the significant of the study would be the following. 

• It helps to identifY the teacher's perception about CPD program in general secondary 

schools. 

• It helps to identify the degree of implementation of CPD program in general 

secondary schools. This in turn helps to provide relevant information to the 

responsible bodies. 

• It helps to find out the strategies on how to implement Teachers' CPD program in 

general secondary schools. 

• It helps to find out the factors promoting the implementation of CPD. 

• It helps to find out the constraints in implementing Teachers' CPD Program in 

schools and then suggest the possible solution to alleviate the problems. 

• It helps as steppingstone or reference material for other researcher in this area. 
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1.5 Delimitation of the Study 

This study was delimited to the implementation of the teachers' CPD program in general 

secondary schools of South Gondar Zone. It was also confined to deal with the teachers' CPD 

program implementation in 3 general secondary schools in South GondaI' Zone. The study 

included the implementation of CPD program from 2006 to 200911 0 academic years. 

1.6 Limitation of the Study 

In conducting this study the researcher faced some problems. The main problems were; lack of 

budget and time hence the researcher limited the sample size to three woredas. Using the audio 

visual recording is very important to make the responses of the interviews more clear and 

manageable. But the researcher did not use it which was one limitation of the study. 

1.7 Operational Definition of Terms 

CPD: is a continuous training program for teachers to enhance their competence and efficiency 

in teaching-learning process (Leu, 2004) 

Updating: Improving one's knowledge, skill and attitude to cope up with a dynamic world or 

changing environment 

Facilitator: a teacher who is responsible to fac ilitate the implementation of the proper CPD 

activity in a group 

Mentor: is a teacher who acts as counselor or guider for NDTs during attending induction 

program. 

Perception: is the way someone thinks about CPD program or the impression someone has on 

CPD program. 

Attitude: is a learned beliefs that develops over time about CPD (Reynold and Fletcher, 1990) 

\ 
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CHAPTER TWO 

Review of the Related Literature 

2.1 Theoretical Framework of CPD Implementation 

Education is a process by which man transmits his experiences, new findings and values 

accumulated over the years in his struggle for survival and development through generation 

(Teklehimanot, 1999). Hence teachers should improve their profession by different 

opportunities of in service training program. Continuous professional development program is 

preparing teachers to manage their future responsibilities, because it is a current and future 

oriented process. It is considered as one of the most important pedagogical activities that is used 

to update teachers knowledge, skill and fostering school improvement with all its constitution 

parts (MoE, 1994). 

The implementation of teachers' CPO contributes much for enhancement of educational 

quality. Scholars define teachers' CPO in various ways, but they express the same concept. For 

instance, Hayes (2004:22) cited in Yihune(2008) defined CPO as; "The activities designed to 

support teachers in using standard based instruction and also to help them to develop and 

interpret standard based assessment." Another scholars Leu (2004) also defined as CPD is the 

process of continually updating one's professional skills and knowledge through out his/her 

working life. 

The definitions given by those scholars have common consensus in which CPD activities are 

mainly concede with the improvement of the school and professional development of individual 

teachers and school community as a whole continuous professional development. The 

implementation, on the other hand, concerned with staff collaboration, increasing pedagogical 

and subject matter knowledge, strengthening of relationships between scholars and research 

institutions. It also minimizes the gap between professional requirements and limitations of pre­

service teachers training, and focused on the capacity building up to the required standards. 

Teachers' CPO implementation is the process of putting the developed plan into practice. 

Implementation involves the reduction of differences between existing practices and practice 

suggested by planners. It includes attempts to change individuals' knowledge, actions and 
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attitudes. Implementation of CPD incorporates the following important activities (Ornstein, 

1988) Such as: 

• Planning is essential for effective implementation which addresses the needs of teachers, 

res?urces, the need of the society, adapted the plan developed at central level out side the 

school. 

• Communication is the process of making people to get the right kind of information about 

CPD program. The awareness about the program is created in teachers, principals and other 

responsible bodies by means of workshop, meeting, demonstration role playing situation, 

seminars, etc. 

• Cooperation: in implementing teachers ' CPD the teachers, school principals, supervisors 

and other personnel should collaboratively participated. 

• Support: in implementing teachers' CPD, financial, technical and material supports are very 

important to be effective. 

Recent researchers on curriculum implementation categorized curriculum implementation 

approaches into three categories. These are fidelity perspective, mutual adaptation perspective, 

and enactment perspective. These approaches are different concerning curriculum knowledge, 

curriculum change and role of the teacher. 

a) Fidelity perspective 

In fidelity perspective, curriculum knowledge is primary developed outside the school. The 

curriculum change in the fidelity perspective is linear process. Concerning the role of the 

teachers, the teachers implement the curriculum following the directions designed by experts 

(curriculum development) 

b) Mutual adaptation perspective 

In mutual adaptation, the curriculum knowledge is crated outside the schools by experts but the 

curriculum can be adapted by teachers based on the school (classroom) context. The curriculum 

change is viewed as a more unpredictable, less linear process with the more active consumer at 

the end of the process. The teacher'S role is becoming more active in shaping the curriculum to 

meet the demand of the local context. 
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c) Enactment perspective 

In the enactment perspective, the curriculum is not depending on externally developed 

curriculum. The teachers and students create the enacted curriculum and give meaning to it. 

They are creators rather than primary receiver of the curriculum knowledge. The curriculum 

changes as a process of growth for teachers and students, change in thinking and practice rather 

than organized procedures for design and implement a new curriculum. Thinking, feeling and 

assumptions must be changed, not just content and materials. The role of teachers is integral to 

the process, for there would be no curriculum with out teachers and students giving form to the 

classroom. A teacher is a curriculum developer with his students based on enacted experience 

(Jackson 1996). 

From the above approaches of implementation, I argue that the mutual adaptation approach is 

more convenient to implement teachers ' CPD program in school. Since this approach allows re­

plan and adapt the training materials developed nationally or by responsible organizations out 

of a school. The teachers orland the school could able to modify the guidelines (training 

materials) developed by external experts based on their needs and school context. Therefore, 

teachers' continuous professional development program is effectively implemented by planning 

based on the school context, teachers ' need and the guidelines developed based on national 

priorities and professional requirements. In fidelity approach, the teachers should implement 

with out changing the training material prepared outside the school by experts without 

considering the needs of trainees and school context Fullan (1982:54) in Jackson stated that, 

legislations and policy maters seemed to ignore the fact that what people did and did not do was 

the crucial variable. In the enactment approach, the teachers or the school plan the training 

program without considering the national guidelines and the national objectives. In this case, 

the program may loss the national priorities or central objectives and becomes more 

individualized. Hence the researcher undertaking this study focused on the implementation of 

teachers' CPD program in the schools. 

Introducing a number of models and frameworks should provide us tools for analyzing the CPD 

concerned with learning of teachers and students. According to Les and Chris (1991), there are 

three models of CPD 
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a) The first models are individualistic approach to CPO: this model is professional development 

through apprenticeship process model. Teachers act as more or less isolated individuals in 

identifying, prioritizing and finding ways of meeting his Iher development needs. It is 

sometimes referred as anticipatory socialization that takes place before the actual work. It is the 

process through which the entrance into an occupation and for professional consciously or 

unconsciously acquires attitudes, values, behavioral patterns and the appearance of member of 

the profession. 

b) The second model is a group approach to CPO: Teachers act in group as well as responding 

as individuals though conversation, interaction and common work, member find ways to 

influence one another, to provide collegiality and support, and encourage self improvement and 

progress. 

c) Third model is the school development approach to CPD. Thi s characteri zes the extent at which 

teachers make the whole school level as well as the grou p and individua l leve ls. This model is based on 

the view of learning community. It identifies many o f its problems includi ng INSET and needs of its 

staff. 

2.2 Teachers' Continuous Professional Development (CPD) 

Every person is engaged in a life long learning process. From our earliest years we learn 

continually in both formal and informal situations. At school, the formal learning becomes more 

structured and subsequently is focused on the chosen vocational or academic career path. For 

those who enter pre-service courses in Teacher Education Institution, to be educated and 

qualified as teachers, this marks the beginning of the ir professional education (MoE, 2004). 

According to smith and Gillespie (2004), in 1990s some experts began suggest that the existed 

forms of teacher professional development lacked the focus on, intensity and continuity to 

change classroom practices. Thus, CPO as they called it "Job embedded pro fessional 

development" became popular approach in 1990s. It locates professional development with in 

the school or local contexts. It was rooted in the belief that students would benefit more when 

teachers learn in their work place. Villegas-Reimers (2003) reported that CPO emerged out of 

the limitations of the pre-service and in-service teachers' education. Leu (2004) also state that 

CPO emerged out of two independent paradigm shifts. The first was that the shift in approach to 
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both students and teacher learning from passive to active learning. The second was the shift to 

more decentralized forms of authority, activity and agency. These two reasons are accompanied 

by rapid expansion of emollment. Literatures have categorized the reason that necessitated 

CPD, into three major groups as the continuous nature of learning to teach, the issue of 

globalization and complex social changes and emergence of constructivist. 

It is paramount importance to raise the recommendation adopted by the 1975 Education 

Conference, and addressed to Ministry of Education of the member states of UNESCO as 

quoted in Goble and Porter (1977: 15) which states that "a comprehensive policy is needed to 

ensure that teachers' education is recognized as a continuous co-ordinate process which begins 

with pre-service education and continues through out teachers' professional career." Different 

educators proposed the importance of teachers' Continuous Professional Development before 

the conference. For instance, Dent (1961) said that a teacher should have the kind of mind 

which always wants to go on learning. This shows that the teaching is a job at which one will 

never be perfect. Deignton (1971) also reported that even the best per-service teacher education 

program can not do more than produce a beginning teacher. According to Balam (1981) in 

service education is defined as "Education and training activities engaged by primary and 

secondary school teachers" The definition indicates that the main aim of an INSET program for 

teachers is to enhance the professional knowledge and skills of unqualified teachers or under 

qualified teachers following their initial certificate that leads to upgrading, updating, salary 

employment and able to teach children effectively 

Continuous Professional Development is the process of continually updating ones professional 

skill and knowledge through out hislher working life. Updating refers to programs that bring 

new idea to teachers' and encourage them to share it and to generate new ones about good 

practice (Leu, 2004). Therefore, CPD is the process in which teachers maintain the quality and 

relevant of professional service though Ollt their professional life. CPD has a constructivist 

based knowledge which is dynamic and subjective. And thus, the learning of teachers should 

take place at their working place (school) (Leu, 2004). As a strategy for the management of 

change, CPD continuously inform teachers about any educational and technological change. 

To this fact Kirk (2000) said that there is no curriculum change without teacher development. 
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The quality of teaching profession can not be secured simply by ensuring the highest standard at 

initial teacher education. 

Even though different educators have different definitions and assumptions about the CPO 

program, according to Marczely (1996), 

$ It should be conducted in a supportive climate of trust, peer support, open communication 

and staff commitment to a set of clearly unde rstood norms for functioning in an institution. 

~ It requires support form administration and school board including time, personnel, training 

materials and fund to enable the training necessary to implement educational programs in 

their schoo I. 

~ Decisions concerning the objectives, experiences and assessment of in service education 

should be co-operatively developed by those involved in and affected by the training 

programs. 

~ It should be based upon assessed needs of participants . A need is defined as the gap 

between the expected professional performance and actual performance in the working set. 

• It should has three major components a) alt itude b) Pedagogical skill c) substantive 

knowledge, 

e It should be decentralized, focus on the actua l school problem, goal , need and plans, and be 

conducted, whenever feasible in the school setting 

~ It should emphasize use of reward (such as opportunity of increased autonomy, participating 

in decision making, increased competence, success and advancement) which has been 

shown to promote high commitment and perfo rmance. 

• It should be experientially based with opport unities to select, adapt and tryout new 

professional in real and simulated work setting 

• It should provide for follow up and "on call " ass istance to educators as they use their skill s 

and understanding in the work setting after they have been trained. 

@ Evaluation of CPO program should be both formative and sUl11l11ative and should examine 

the immediate effect on participants, ex tent of transfer to the work setting and the effect on 

achieving institutional goals . 
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2.3 Characteristics of Effective Implementation of CPD Program 

Every movement in the lives of teachers and pupils bring critical decision of motivation, 

reinforcement, reward, ego enhancement, and goal direction. Proper professional decisions 

enhance learning and life; improper decision sends the learners to wards increment death, in 

openness to experience and in ability to learn. Teaching is definitely a matter of life and death. 

It should be entrusted only to the most thoroughl y prepared professionals.iThe professional 

states of teaching will not improved merely by expanding the knowledge and skill base of 

teachers. If the content of teachers' education can not be used in the work place of the teachers, 

then colleges of education will continue to be viewed as out of touch and absolute. Educators 

have listed down various characteristics of effective CPD programs depend on their 

professional priority and philosophy and circumstance in which they practice. But what they 

have mentioned is more or less similar. It is also believed that no professional development 

approach is always useful in all circumstances (Craft, 2000). 
,/ 

Corcoran (1995) cited in Villegas-Reimers (2003) proposed the following characteristics of 

effectively implementing CPD program. The program must: Stimulate and support site based 

initiatives; be grounded in knowledge about teaching; model constructivist teaching; offer 

intellectual, social and emotional engagement with ideas, materials and colleagues; demonstrate 

respect for teachers as professional and as adult learners; be accessible and inclusive; and 

provide sufficient time and follow up. 

Moreover, Craig et al. (1998) as cited in McNeil (2004) state that, an effective professional 

development program has the following qualities. 

• Its designing requires a thorough and participatory need assessment of teachers and staff; 

• The over all strategic vision and framework for the continuous implementation of 

professional development efforts service as a base to design it; 

• Teachers, school staff and administrator should participate in all stages of planning and 

implementation; 

• There should be a balance between pedagogy and content in its program, rather than over 

emphasis one over the other; and 
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• There should be commitment to continuous improvement through ongomg guidance, 

mentoring and feedback, and technical support. 

Fenwick (2001) cited in Yihune (2008) also li sted down the extensive characteristic of high 

quality professional development. Any professional development should: Encourage teachers 

to development a variety of classroom base assessment skill s; focus on teachers as central to 

students learning, yet includes all other member of the school community; focus on individual, 

collegial and organizational improvement; respect and nurture, the intellectual and leadership 

capacity of teachers, principals and others in the school community; reflect best available 

research and practice in teaching learning and leaclershi p; enable teachers and directors further 

expertise in subject, content, teaching strategies, and other essential elements in teaching to 

high standards; promote continuous inquiry and improvement embedded in the daily life of 

school; be planned collaborative by those who will participate in and faci litate that 

development; maintain a coherent long term plan; be evaluated on the basis of impact on 

teacher effectiveness and student learning, and use thi s evaluation as a guide to subsequent 

professional development 

Villegas-Reimer (2003) by acknowledging different ed ucators summarized that CPO has the 

following characteristics. 1) it is based on constructi vist model; 2) it is perceived as a long term 

process (teacher learning over time); 3) it is perceived as a process that takes place within a 

particular context (it is based on schools); 4) thi s process is intimately linked to school reform; 

<./ 5) a teacher is conceived of as a reflective pract itioners; 6) it is conceived of collaborative 

process; 7) it may look and be very different in di ve rse setting; and even within a single 

setting, it can have a variety of dimensions. 

Based on the above listed qualities, it is possible to say that CPO programs are dynamic and 

integrated. The program, address the needs of indi vidual teachers and the sUPPOtt needed for 

teachers to undertake activities. They also consider teachers as professionals and central to 

students' learning, encourage teachers do individually or collegially over time in their working 

place and give balance for content and pedagogy. Bes ides, CPO is not working towards a 

mmtmum standard; it is about continuous improvement and making such a commitment 

transparent. 
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2.4 Modalities of School-Based CPD 

Teachers preparation and Continuing Profess ional Development program IS continuum 

beginning in college career and extending tluough the ex perience of professional educators. 

The term professional development program implies "Traini ng teachers by providing them with 

prescribed knowledge in workshop to add their ex isting knowledge." Learning does occur in a 

professional development program because teachers sometimes gain a better understanding of 

what they already do but a one-off workshop tends to rei nforce the existing practice rather than 

transform them, which is consistent with no time of single loop training (Hoban, 2002) cited in 

Zenebe (2007). 

In general teachers ' continuous professional development includes di ffe rent programs. Such as: 

Induction program, higher diploma English language Improvement program and proper CPD 

program. Among these programs, induction and proper CPD are offered for primary and 

secondary school teachers in schools. This stud y is focused on the implementation of these two 

programs. 

2.4.1 Induction, and Mentoring and Mentor 

2.4.1.1 Induction 

The process of induction at the start of career recogni zes the transmission from the student to 

the professional. Under the induction arrangements, the induction tutor tasks recognizable from 

the formal mentor role in initial training. The new deployed teachers should be oriented about 

the school environment, the social conditions, the working principles of the schools, etc. The 

induction program is given to NDTs in the first two yea rs of their employment. The beginning 

teacher may faced to some problems related to the classroom, such as a provision of work and 

v teaching materials, measuring achievements, teachers and pupils participation in the recitation, 

teachers participation, making assignment of the classroom. 

MoE (2004b) stated that the aim of this program (course) is to support new teachers during their 

years of teaching. It also ensures that NDTs may have the sk ill and knowledge to become 

increasingly competent professional. Thus, the NDTs will be competent in: 

I. The knowledge of values, attributes, ethics and abiliti es essential to professionalism. 

2. The subject matter and methodologies 
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3. The management of classroom; and 

4. Understanding of the school, its community and the educational system. 

The effective results of an induction program includes workshops, homework assignments, 

journal writings, didactic seminar, school experience such as observation and giving lesson 

project work and assigning experienced teachers to mentor beginners. In addition, the mentor 

teachers also able to participate in workshop and receive other forms of support during the 

program (Javinen and Kohoe, 1995) cited in Villegas Reimer (2003). 

2.4.1.2 Mentoring and Mentor 

Melltorillg: is a continuous staff development activity which a system is once in place happen 

during normal school life (Blandford, 2000).Mentoring skil ls arc ~xercised in context. The 

constant professional dialogue has the potential to elicit development needs, even if the 

mentoring is not formally codified. Effective mentoring creates reali stic framework for support 

and know how to exploit contextual factors. They demonstrate the process of listening and 

counseling, motivating, supporting, consultation, drawing out, renewing and reflecting, sharing 

experience, problem solving and developing common approaches. Mentoring enhance other 

areas of the professional role and improve work with pupil s, and under standing learning needs. 

Melltor: - Provides that new comer teachers with support guidance, feedback, problems 

solving guidance and a net work of colleagues (Ru bbin 1999:40) in Villegas-Reamer (2003) 

stated the role of mentor as sharing of information, provide access to resource, role modeling, 

counseling, coaching, encouraging reflection, aci vising, ca reer moves and supporting new 

teachers. Similarly MoE (2004) mention the responsi bilities of mentors as followings; 

a. Plan the CPD program with the trainees 

b. Provide CP and personal support to those learners 

c. Evaluate activities/assignments done by teachers and monitor program and quality 

improvement made by teachers in the classroom as indicated in the program. 

d. Discuss and keep records (portfolios) of all completed activities, classroom objectives 

and meeting held with teachers, have them signed by themselves and make them 

available to principals and supervisors when required. 

e . Submit assessment report to school directors at the end of each semester. 
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2.4.2 Experience Sharing 

Anyone who think about the source of teacher knowledge will have admit the single most 

important source is the act of teach in~ itself. In deed the acceptance of this fact is clearly 

reflected the salary schedule of most schools system. Teachers who did nothing but teaching 

presumably would grown his professional ability even if he/she never read professional journals 

or attending professional convention. Thus, from this point of view the greatest contribution to 

in-service training is the experience of teaching itself (Rubin 1971). 

According to Wallance (1996:19) in Burham, and O'sal ivan defines experiential learning as: 

The emphasis is an active engagement of learners, the primacy of their 

learning experience facilitation (as opposed to transmitting knowledge) and 

making sense of experience through reflective dialogue between facilitator and 

learner. However, no distinction is made between different kinds of experience 

and the degree to which they relative to the context in which the learning is 

designed to be used. 

It is the important insight of this last sentence that raises the central issues with experiential 

learning, the extent to which learning as applicable. Collegiality is valuable professional 

development activity of teachers . Because it takes teachers' development beyond once own 

reflection. To a point where teachers can learn from one another, sharing of experiences build 

expertise all colleagues. It is important for Teachers' Professional Development even though it 

is often underestimated (Craft 2000 :29). CPD encourages horizontal learning rather than 

vertical cascade model. 

Obviously, for majority of teachers, collegiality leads to a conm1i tment to continuous 

improvement and development on essential obligation. Vi llegas-Reimer (2003:99), listed 

specific activities of collegial development as: professional dialogue to discuss professional 

issues; curriculum developers were teams of teachers develop curriculum units; peer 

supervision; peer assistance; collaborative action research; report to colleagues on teachers 

own personal case study. 

From the above discussion, teachers ' net works bring teachers together to address the problem 

which they experience in their work, and this promotes their own professional development as 

individuals and as groups. The number of professional development program offer teachers the 

opportunities to observe colleagues who have been recognized for their expertise and 
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excellence in teaching. Thus, teachers have the opportunities to learn and reflect on the 

knowledge, skills and attitudes that excellent teachers implement in the classroom. 

2.4.3 Action Research 

Researchers define action research in different ways. For example, Elliot (1991) defines action 

research as "the study of social situation with a view of improving quality of action with in it.' 

Action research is a process of investigating, reflecting and taking act ion which deliberately 

aims to improve, or make an impact on the quality of real situation which forms the focus on 

the investigation. Action research involves self evaluation, critical awareness and contributes to 

the existing knowledge of the educational community (O' Hinlon, 1996), in Villages-Reimer 

2003). 

According to Elliot (1991) action research is taken as part of a teachers' professional 

development. In relation to this, Mekennon (1995) suggested the reason why teachers conduct 

action research. The reasons are: naturalistic settings are best studied and researched those 

participants experiencing the problems; behavior is highly influenced by naturalistic 

surroundings in which it occurs; and qualitative methodology as best suited for researching 

naturalistic setting. In addition Lo the above rcason for conducting action research. Sachs (2003) 

noted the purpose of conducting action research is; it serves as strategy for broader change 

initiative with in school or classroom; it helps to improve classroom practice; it contributes to 

better understanding of nature of teacher's knowledge; and it serves as a basis for teacher 

development 

In general the main objective of action research is to solve teaching problems, to make 

systematic change in teaching practice that results in increasing students learning. In line with 

this, Mills, (2000); Cohen, Manion and Marrison, (2003) reviewed the characteristic of action 

research as follows; can help teachers to investigate a relevant classroom problem; involve 

teachers reflection at each step in the inquiry process; can be used to improve practice, solve 

problems, institute change, enhance teachers development; is a naturalistic and often uses 

participant observation in techniques of study a phenomenon; is a collaborative process with the 

individuals who are responsible for action conducting the research; often involves solving 

practical problems and exploring classroom issues; expend teachers professional knowledge in 
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a specific discipline; dynamic change is an inherent part of the action research process; and 

involves teachers engaging in the cyclical process of planning, acting and reflecting. 

2.4.4 Active Learning Approach 

Educators define active learning in different forms. But all definitions have one thing in 

common, that is in active learning, students are not passive receivers of information rather they 

actively participate in teaching learning process. Acti ve learning as the name indicates is the 

process where by learners is actively engaged in the learning process rather than passively 

observing lectures (http://www student's smart-com/ resources acti ve learning htm). 

From the above expression one can understand that in contrast to the traditional teaching 

method, in active learning, students are actively engaged in their own learning. According to 

ICDR (1998) as quoted by Mekonnen (2006: II ), effecti ve ly learn ing is stated as: 

Teaching is effective only when students are learning Learning is effective when it 

is meaningful to students. Learning is meaning/it! only when students can use it, 

connect it to their lives or actively participate in it. Memorizing, facts and bits of 

knowledge alone is not effective learning. We will prevent meaningful learning 

from taking place when we teach only by giving facts. This implies that teaching 

without students ' active involvement is meaning less. 

In active learning as Temechegn (2002:vol. I) points out, 

• Teaching is not confined to classroom base; 

• Teaching integrates subject matter; 

• Teaching involves students active participation 

• Teaching learning pre dominantly by discovery techniques 

• External reward and punishments not necessary i. e., intrinsic motivation 

• Teaching learning includes little testing 

• Focus on cooperative group work, creative express ion and process is valued. 

2.4.5 Continuous Assessment 

Assessment is a way of observing, collecting information and making decision based on 

information. Good assessment of students' lea rning provides valid and reliable evidence of 
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students' performance to take appropriate decisions Choi lore et al. (2003) cited in Zenebe 

(2007). Continuous assessment is a classroom strategy implemented by teachers to ascel1ain the 

knowledge, understanding and skills attained by pupi ls. From the above definition, it is possible 

to say the continuous assessment is a classroom strategy which is useful to assess the overall 

achievement of students. And thus MoE in its ESOP III document, consider continuous 

assessment as an integral component of teaching learning process (MoE, 2005). National 

Institution for Education Development (NIED) stated that the assessment is continuous because 

it occurs at various time as a part of instruction by asking oral questions to check whether the 

instruction is going well ; to use it students achieve objectives by giving different exercises it 

may occur following a lesson and usually occurs following a topic and frequently following a 

theme as a mechanism. 

To sum up, continuous assessment IS important because it helps teachers to get regular 

information about the teaching learning objectives and his/her compctence. When teachers 

practice continuous assessment, their every day classroom experience becomes an important 

means for their own professional development. On the other hand, successful implementation 

of continuous assessment demands to become profess ionally more competent. Therefore 

continuous assessment and professional development are interdependent. 

2.4.6 Teachers' Professional Development Portfolio 

Portfolio is a collection of evidence gathered over a certain period of time, to illustrate different 

aspect of teaching work; professional development and ab ilities (Rigges and Sadline, 2000). It 

includes information to a particular teaching act ivity and on the explanation fo r the rational 

behind the specific teaching experience. Reece and Walker (2003 :23) also defined portfolio as a 

mixture of evidence typically gathered from diverse sources. It therefore, describes and 

documents multiple aspects of teaching ability, teaching experience, as well as selected 

important work as scholar. The successful use of port fol io provides an opportunity for teachers 

to reflection their own work, goals, activities in and out of the classroom. More specifically, 

Seldin (1997) has listed the purpose of p0l1folio as foll ows: 

Reflecting on your goals as a teacher; assessing one' s teaching strength and area which need 

improvement; document one's progress as a teacher; generating idea for future teaching 

development; identify your personal teaching style; use elements of portfolio to promote 
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dialogue with fellow teachers; considering new ways of gathering students feedback; 

gathering detail data to support your goals and collecting multiple sow'ce of evidence that 

documents the implementation of your teaching goals and their success. The general categories 

on developing portfolio that are deemed necessary to follow are: Start as clear as possible, 

plan well and systematically collected data, develop a good filing system, regularly sort through 

organized and update information, involve assess as consultant and contributors. 

Based on the above idea, it is possible to say that teachers should be selective and follows the 

proper procedures of preparing portfolio. Teachers will maintain personal portfolio in which 

they will write their learning experience arising from the CPD program activities. In portfolio, 

teachers will devise and implement their own personal action plans with reference to the target 

set annually with their school director or head of department and other progress to wards these 

(MOE, 2004). 

2.5 Teachers Attitude toward Implementing CPD Program in 

School 

The term attitude has been defined in different ways. For instance, Reynold, and Fletcher 

(1990: 1 08) defined it as "learned belief that develops over time." According to these definitions 

attitude is a feeling development from ones experience with other and the environment, and it 

influences the way people behave. Rokeach (1962:159) also defined it as "A package of beliefs 

consisting of inter connected assertion of the effect that certain things about a specific object or 

situation are true or false, and other things about it are desirable or undesirable." This definition 

implies that attitudes are an organization of several beliefs that focus on a specific objective of 

situation. Some ofthese beliefs about an objective or situation concern matter of fact and others 

concern matter of evaluation. 

From the above definitions one can note that one's attitude plays a great role to facilitate or 

hinder what he/she does. Regarding this, various literatures reveal that attitude and practice 

have strong relationship. Pertinent to this , Nisbet and Nisbet (1985) as quoted in Hussen 

(2000:236) stated that "The effectiveness of innovation, no mater at what level it is initiated in a 

school organization is dependant on the extent to which people concerned perceived a 

problems and realize the existence of need ... " This shows that an ill conceived program can 
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not be effective no mater how well it is organized and how feasible it may be. Bishop (1976) 
also reported that attitude of teachers is one of those variables that affect instructional 
outcomes. Consequently attitude may predispose individuals to accept or reject the practice of 
a specific program. Houl (1900) as cited in Toddy (1987) clearly showed that the effect of 
teachers attitude on the practice of CPO. He indicated that CPO may not have a good effect on 
the day to day activities of teachers . To explain this failure, he suggested it is helpful to draw 
distinction between what a teacher knows Icompetence/, what a teacher does Iperformance/, 
what a teacher achieves leffectiveness/. Then, he argues that it is relatively easy to affect what a 
teacher knows. It is less easy to affect what a teacher does with what he/she knows; attitude, pre 
conceptions and prejudices may all combine to produce little change in action terms from the 
new knowledge and understanding. This implies that teachers may not reform what they are 
supposed to do in the classroom though they know very well. The above discussion shows that 
the favor or disfavor perception of teachers about the CPO program facilitate or hinder their 
practice. Teachers who feel professionally fulfilled will generate the programs, procedure and 
research that create successful schools. It will require the development of professional trust 
among all accepted parties (Marezely, 1996). 

According to James (2005: 107-108), teachers are most ready to accept idt:as for change if they 
resonate with their existing or previous beliefs and experiences. However, this does not make 
them right or appropriate; teachers need to develop the knowledge and skills to evaluate 
evidence and the confidence to challenge taken for general assumptions including their own. 

2.6 Coordination of School Based Teachers' CPD Program Implementation 
Nothing is more important than knowing the starting point of a journey in relation to the 
direction it determines both the direction and pace of travel. Need analysis provides the crucial 
infonnation to ensure that professional learning is appropriate, valid and relevant. A variety of 
techniques are available all of which are essentially concerned with diagnosis on the basis of 
evidence in order to inform perceptions and so determination (Burnham and O'Sulivan, 1998). 

In implementing of the CPO programs, the individual variation of teachers ' experiences 
expertise, skills and knowledge and their right to further professional development to improve 
the quality of teaching take into account in the capacity of proper designing and managing of 
the program (MoE,2003 :13). 
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Professional CPD management is the provision of clear instruction on sequence of action to be 
followed, and making of objectives clear, monitoring and evaluation, provisions of necessary 
services, materials, finance and governing polices are essential. Management of CPD practices 
deals with the planning, structuring and coordinating functions (Full an, 1998:74, TESO, 2003: 
99). 

2.6.1 Planning School Based Teachers' CPO Program 
In any in-service training program, the planner considers the needs of each teachers, and taking 
into account his/her unique qualities. The difference in teaching ability noting that some 
teachers perform better in certain areas than the others, and certain approaches may be more 
appropriate for certain outcomes than for others (Rubin, 1971). Professional growth should 
relate to life in classroom test and the teacher continuing education should be directly upon the 
problems she/he encountered in his work. 

Concerning planning, the schools must come to recognize that the same needs to 
individualization exist in professional development for teacher themselves. Teachers differ not 
only on the professional goals they set for themselves but also in their learning modes, stages of 
development, philosophies and abilities. 

~ Researches and experiences suggest that it is best to involve teachers in planning training 
program to give them a vested interest in the success of the program. Teachers must participate 
in the governance of his/her professional growth. Those who serve as facilitating agent must 
themselves acquire the skill of collaborative interaction which permits them to work effectively 
with teachers. The improvement of teaching skill must be come a routine aspect of professional 
life. Teachers must be given time, and other resources with which to assess the professional 
needs and to carryon improvement activities (Tyler, 1949). 

According to Burnham and O'sallivan (1998), any systematic planning ( approaches) to 
professional Learning should be take the following elements in to consideration: There has to 
be clear and explicit link with school improvement strategies and integration with relevant 
management; professional Learning has to be expressed through learning policy which 
embraces all member of school community; individual and organizational needs has to be 
reconciled recognizing the equal integrity and validity of both; individual learning progress has 
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to be designed on the basis of negotiated diagnosis; professional learning has to be focused on 

the actual work of the individual and on their capacity to grow and develop; any external 

provision should be planned so as to reinforce and integrate with internal provision; all 

professional learning should serve as a model, an exemplification of best practice for learning 

of students; professional learning needs to be focused on research based, problem solving , 

critical and analytical studies; whenever possible professional learning should be team-based to 

facilitate learning; coaching has to become the most significant working relationship in the 

school. 

The success or failure of teachers CPO relies on the developed plan. Therefore, the school 

based teachers' CPO program should be planned based on the needs of the individual teachers, 

the school and the nationally developed guidelines. And teachers should participate in planning 

the CPO program in the schools. 

2.6.2 The Role of Principal to Foster Teachers' CPD Program 

In order for professional development to be successful, the principal should be a model for 

teachers. Regarding this smith and Gillespie (2004), wrote that since CPO is a new experience 

for teachers, they need assistance to overcome their nature reluctance to share their concerns 

and students' work with other teachers. The systematic leadership of the effective school 

principal can not underestimated as a change agents. Thus, the school principal should a learner 

as well as a leader. 

Beyond having a supportive attitude and creating an atmosphere where there is a love of 

teaching, school principals must be a primary CPO developer. Because, the principal has high 

responsibility to control the factors affecting the school based CPO (Marczely, 1996:98; MoE 

2003:14). Identifying the development needs of each teacher and the school staff as a whole; 

arranging CPO opportunities; mentoring progress and evaluating performance must be taken by 

school principal. 

The principals' role nurturing CPO is significant and it begins with sensitivity to the school 

development needs and needs of the trainees. Regarding this, MoE (2004) stated the 

responsibilities of the schools director as: 
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Identify individual and school priorities for development; set annual target for teachers' 
professional development at school level in accordance with the individual needs and national 
priorities; designate suitable staff to be mentors for NOTs closely monitor and support them in 
fulfilling the induction requirements; plan, organize, budget, manage and supervise CPO 
program at school level ; ensure that the ongoing of professional development opportwlities 
either school or cluster based is available for all teachers of the school; facilitate particular 
CPO opportunity for female teachers; provide supportive guidance to initiate and mobilize 
professional resource at school level; keep linkage with education offices, cluster centers, TEIs 
and NGOs' to provide further CPO opportunities for teachers; monitor CPO teachers though 
checking portfolio, as part of annual evaluation and performance management and provide 
constructive feedback to teachers from observation and evaluation in a fair and equitable 
manner; keep portfolios of teachers and provide evidence of Good practices as necessary; 
provide evaluation reports to Woreda education office at the end of each semester on teachers 
CPO performance; identify individuals and school priorities to support the future identification 
of national priorities' on years to years; participate in CPO program, for their own CPO and 
keep a portfolio recording their own activities 

2.6.3 The Role of Woreda, Zone and Region Education Office in Implementing Teachers' CPD 
Program in Schools . 

For successful school based teachers' CPO program, a comprehensive and coordinated 
approach needs to be established between all those educational sectors and concerned 
stakeholder. Schools are small community centre where different individuals, groups and 
organizations are involved in improving its effectiveness directly or indirectly. There should be 
smooth relationship between the school and the stakeholder to facilitate CPO activities at school 
level. 

In the Ethiopian context, TESO (2003: X) and MoE (2003:9) expressed that "A collaborative 
mechanism needs to be evolved among the federal and regional education office at the various 
levels, teachers' education institution, school clusters, school board, and parent and teachers 
association." Especially it is obvious that the woreda and zone education officials are the near 
by facilitations of school improvement. MoE (2004), list the responsibilities of WoredaiZone 
Office and Regional Bureau to the successful teachers CPO implementation. 
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2.6.3.1 WoredalZone Education Offices Responsibilities 
For the successful teachers ' CPD implementation, the WoredalZone Education Office 
responsibilities are, planning, organizing, coordinating, supervising and supporting teachers ' 
CPD program. And ensure their effective implementation on the local context; plan and develop 
communication system to ensure the effective dissemination of information and the sharing of 
good practice at the Woreda level; ensure all staff are aware and capable of managing 
effectively and efficiently all aspect of CPD program of teachers; posses modem and relevant 
professional knowledge and skill to support the program at Woreda level; provide opportunities 
in cooperation with the Regional Education Bureau for the delivery of centrally and locally 
developed CPD courses and individually initiated activities related to school improvement; 
provide practiced support to schools and cluster centers and facilitate implementation of CPD 
program at the Woreda level; arrange particular CPD opportunities for female teachers; provide 
license Ire-license based on the evaluation reports from mentors, principals and supervisors; 
maintain accurate record Iregister the CPD program progress, licensing decision and the status 
of teachers; and communication these at the end of each academic year to the REB. 

2.6.3.2 The Regional Education Bureau Responsibilities 
The Regional Education Bureau responsibilities are: plan and develop communication system to 
ensure the effective dissemination of information and sharing of good practice with in the 
region; translate and adapted the centrally developed guidelines, induction package and courses 
as appropriate to their context and arrange for delivery of the course books, for the NDTs and 
mentor to the schools; provide training support and supervision for local delivery of CPD 
courses and teachers evaluation, licensing and re-licensing; provide technical, professional, 
materials and capacity building support to Zones/Woredas and TEls for the effective 
implementation of CPD program of teachers in the region. 

Therefore, they are required to do their best in the organizing and provision of school based 
practices of teachers CPD in schools. 

2.7 Overview of the School Based CPD in Ethiopia 
The challenges for improving instruction and the need for enhance of students' achievement -both requires professional knowledge and skills. One of the strategies in addressing this 
challenge is to' enhance the expertise of teachers. As Amare et al. (2006.81) indicated. "The 
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govenunent acknowledges the key role of that teachers play in education quality and places 

teachers at the core of its quality improvement strategies." This demands to evaluate different 

alternatives to design and implement suitable teacher development program. Before the late 

1990s, Ethiopia depends mainly on cascade or the training model of teachers' professional 

development through which selected teachers are trained and intern trained their colleges. This 

can help to introduce new strategies and make teachers clear about policy issues. Effective 

teaching, however, must be responsive to a number of variables involving students' classroom 

and school environment. Apart from centralized occasional workshop, CPO is intended to 

carryout pre-dominantly at the school and cluster level. In other words, beginning in 2004, the --MoE developed CPO programs as its primary strategy for improving teacher's quality through 

in-service training program. In relation to the designed objectives of the CPO program, it was 

intended to enhance the capacity of teachers to cope up with new technological changes, 

through out their professional life (MOE, 2005). The immediate objectives, specific to the 

practical needs for the implementation of CPO in schools were as fo llows: develop the 

awareness of teachers on the necessity of CPO; enable teachers to have positive attitude 

towards CPO so as to make them active participant and beneficiaries in the program; provide 

teachers with wide opp0l1unities for ongoing CPO program; to offer the opportunities for 

improving teachers professional knowledge and skill ; to ensure that CPO program has to be part 

of the school program. 

It is worth noting that the CPO program was designed to developed teachers by raising the 

awareness of the program as well as through active participation of them in their schools. To 

implement the strategies of CPO program, teachers, principals and supervisors were made 

aware of the induction program designed for beginner teachers and the proper CPO program for 

experienced teachers (MoE, 2005). Once it is understood that the CPO program could help to 

promote teachers professional development. The Amhara Region Education Bureau distributed 

induction handbook to facilitate the implementation of CPO at schools. Apart from this, CPO 

course modules were also distributed to schools that promote teachers to implement 

professional development program at schools. 

In addition to the above initiatives, the teachers also motivated by the outcome of the CPO 

program such as all teachers will: have access to high quality CPO programs; systematically 
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build their professional skills, knowledge' s and attitudes require of them in accordance with the 

ETP; remain competent and up-to-date in their own level of specialty of expertise through a 

compulsory ongoing programs of staff development opportunities to meet the need of both the 

school and the individual teachers; consider CPO as integral part of their evaluation licensing 

Ire-licensing career development; and offer higher quality of education to the benefit of students 

at every level. The specific objectives of CPO stated by MoE (2003b) are: to improve and 
, -

sustain professional development; to improve opportunities for teacher to keep up with change 

in education; to provide an opportunity to share professional experiences; to encourage and 

assist teachers to produce local teaching materials; to enable teachers to localize the curriculum 

to include their environment; to facilitate mentoring of teachers; and to motivate teachers to 

under take action research. 

In general, the objectives of CPO in Ethiopia reveal that it has multidimensional purposes 

firstly; changing the attitudes of teachers and other stakeholders to think that learning to teach is 

continuous. Secondly, continuous improvement of the CPO activities accessible to all teachers 

to improve the skills and knowledge they have had. Thirdly, informing teachers the priorities of 

the government and innovation in their filed of specialization and lastly, taking the performance 

of individual teachers in CPO activities as one criterion in their evaluation, licensinglre­

licensing and career promotion. 

However, CPO is implemented 111 schools and varIOUS problems are observed. The major 

problems witnessed are the lack of the supervisory support, train capacity program and lack of 

trainer commitment to schools initiatives (MoE 2005). This implies that the continuous 

attention and support is crucial to run the program effectively. To sum up, even though school 

based CPO program has been introduced, it is yet at its early stage. 
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CHAPTER THREE 

Research Design and Methodology 

This Chapter consists of the method used, the source of data, samples and sampling techniques, 

the instrument employed and data analysis procedures. 

3.1 Research Methods 

The methodology of research study emerges out of the nature of the problem and purpose of the 

study. As mentioned in Chapter One, the main purpose of this study was to assess the 

implementation of School Based Teachers' Continuous Professional Development Program, the 

challenges and effects of implementation of CPD Program in general secondary schools of 

South Gondar Zone. Descriptive survey method was employed in 'this study .Bedause this 

method is helpful to obtain reliable and relevant information from different groups on the actual 

implementation of the program. In line with this, Koul (1996) stated that the descriptive method 

helps to have general understanding of the problem by studying the current status, nature of the 

prevailing conditions, practices and trends through relevant and precise information. In addition 

to this, Gay and Airasia (2000) wrote that descriptive survey is concerning with the assessment 

of attitude, opinion, preferences, demographic practices and procedures. On the other hand, , 
Singsidhu (1985 :69) stated descriptive survey is the method of investigating which attempts to 

describe and interpret what exists at present in the form of conditions, practices, procedures, 

trends, effects, attitude, beliefs etc. Consequently, in describing the status of CPD, the 

descriptive survey method was employed to be relevant and convenient. Hence, on the basis of 

this assumption, it was found to be convincing to employ descriptive survey predominated by 

quantitative approach. 

Survey method gathers data from relatively large number of cases at a particular time. It is not 

concerned with the characteristic of individuals as individuals. It is concerned with the statistics 

that results when the data are abstract~d from a number of individual cases. 

The characteristics of descriptive survey that distinguishing it from the others are: 

• It involves hypothesis formulation and tests. 
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• It uses the logical methods of induction-deduction reasoning to arrive at generalization 

• It often employs method of randomization so that error may be estimated when 

population characteristics are inferred from observation of samples. 

• The variables and procedures are described as accurately and completely as possible so 

that the study can be replicated by other researchers. 

Descriptive research methods are non-experimental because they deal with the relationship 

among non-manipulated variables. Because the events or conditions have already occurred, the 

researchers merely select relevant variables to analyze their relationships (Best, 2006: 129). 

3.2 Sources of Data 

The choice of particular method of collecting data depend upon the purpose of collecting 

information, the types of information being collected, the resource available for the researcher 

and the skill of the researcher (Kumar, 1996) 

The researcher used both primary and secondary sow'ces of data. The primary sources of data 

were secondary school teachers, principals, facilitators, and WEO, ZEO and REB experts. The 

secondary sources of data were portfolios of teachers which were recorded at school with 

respect to CPO activities and training materials developed by MoE. 

3.3 Sample and Sampling Techniques 

Pertaining to sampling techniques, both purposive and random sampling techniques were 

employed to seleot the sample Woredas, schools and respondents. South Gondar Zone has 

eleven Woredas. These Woredas were stratified into three categories based on their facilities: a) 

well facilitated Debre Tabor, Laygayint, Woreta and Addis Zemen; b) Medium facilitated, 

Farta, East Estie and Dera; and c) Least facilitated Woredas Simada, Tachgayint, West Estie 

and Ebnat. There are twenty general secondary schools in South Gondar Zone. Among eleven 

Woredas, three Woredas were selected using the sampling technique mentioned above. These 

are Debre Tabor Woreda which is well facilitated, the second is Farta Woreda which is located 

near Debre Tabor and categorized under the medium facilitated, and the third Semada Woreda 

is under the category of least faci litated Woreda. From the sample Woredas, Debre Tabor and 

Semada Wored as were selected purposively because Debre Tabor Woreda easily reachable by 
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experts to provide any supports from REB and ZEO experts. And Semada Woreda is the 

former work place of the researcher, hence the researcher enables to obtain necessary data 

easily. And Farta Woreda was selected randomly from its category. The sample schools from 

the selected Woredas were also selected using purposive and random sampling techniques. In 

Farta Woreda, there are two secondary schools. The researcher selected Gasagn Secondary 

School randomly. In the case of Semada Woreda, Tagel Secondary School is purposively 

selected the reason is the researcher was the director of the school hence it enables the 

researcher to gather the necessary data easily. In Debre Tabor Woreda, Tewodros secondary 

school is selected randomly. 

In general, from the total of 20 secondary schools in the target area, 3 schools were selected. 

Because of the homogeneity of the population in each category, one school can represent the 

other schools. From the total population, 15% were selected. When we come to the respondents, 

120 teachers, 15 fac ilitators, 6 principals, and three Woredas, one Zonal and one Regional 

expert were selected. 

From the total number of teachers in the selected general secondary schools, the researcher 

selected purposely the experienced teachers assuming that the experienced teachers were 

familiar with both induction and proper CPD programs. Hence, they are able to provide the 

relevant and sufficient information. Tewodros General Secondary High School has 81 

experienced teachers and 8 teachers have one and two years of service. Among the experienced 

teachers, 67 teachers were randomly selected. The other sample school, Tagel General 

Secondary High School has a total number of 77 teachers. From these teachers, 45 of them were 

experienced and the rest were less with experience than 2 years of services. Hence 

proportionally 36 teachers were selected by random sampling technique. The third sample 

school is Gasagn General Secpndary High School; it has 28 teachers, out of these 20 teachers 

were experienced. From 20 experienced teachers, 17 teachers were selected randomly by lottery 

system; fifteen facilitators (8 from Tewodros, 5 from Tagel, and 2 from Gasagn General 

Secondary Schools) randomly selected by lottery system and six principals (one principal and 

one vice principal from each school) were selected. The teacher professional development and 

training program expelis were selected purposively (one from each sample Woreda, Zone and 

Region) . The Woreda, Zonal and Regional Education Office experts were selected purposely. 
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The experts were selected purposively because they are under the department of teacher 

professional development and they are few in number. 

Table I: Number of Respondents across their Respective Places 

No Name of Name of No of respondents Remark 

Woreda Schools 
ET Fs Ps Experts 

I Semada Tagel 36 5 2 I 

2 Farta Gasagn 17 2 2 I 

3 Debre Tabor Tewodros 69 8 2 I 

Total 120 15 6 5 2 experts from REB 

andZEO 

.. 
P- Pnnclpal, F- FacJiltator, ETs- Expenenced Teachers 

3.4 Instruments and Data Collection Procedures 

Qualitative and quantitative data were collected using the questiolmaire, interview and 

document analysis instruments. According to Kumar (1996), the methods used to collect 

primary data were mainly determined by the purpose of the study, the resource available and 

the skills of the researcher. Accordingly, questionnaire and semi-structured interviews were 

developed from the reviewed literature to collect primary data for the study. The qualitative 

data were collected from open ended questions, interviews as well as the training modules and 

portfolios. Whereas the quantitative data were mainly collected through questionnaire (closed 

ended). 

3.4.1 Questionnaire 

The researcher should make sure that respondents clearly understand the purpose and relevance 

of the study, especially when a questionnaire is used to collect data (Kumar, 1996). Thus, the 

questionnaire had three parts. The purpose of the questiOlmaire and the importance of their 

responses for the success of the study are clearly stated in the first part ofthe questionnaire. The 
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second part concerned the bio-data of the respondents and the third part presents questions 

related to the basic research questions. To gather the relevant and necessary data, the questions 

should be clear and easy to understand. Therefore, to check the reliability and validity of the 

questionnaires, a pilot study was carried out in one school on five teachers and principals, and 

two education experts who worked in South Gondar Zone Education Office. Validity shows the 

linkage between the questions and the objectives of the study. That is the quality of data 

gathering instruments to measure the supposed to be measured. The reliability test was 

conducted using Cronbach alpha. This was done with the intention that the reliability of items 

would be determined based on the correlation coefficient alpha 0.7(70%) to be acceptable. 

Other wise it needs to be modified. After the respondents have completed filling the 

questionnaire, the reliability level of the two questionnaires was analyzed separately. The result 

of reliability index of the questionnaires was 0.84(84%). Based on the results obtained from the 

pilot study and the suggestions from Zone Education office experts, the questionnaire for the 

department heads was discarded, the question saying what is the importance of CPD, and why 

teachers implement CPD are related to the same objective. Hence these two questions 

generalized under why teachers involved in CPD program to one question and Typing errors 

and other unclear questions were modified. 

The piloted and then modified questionnaires were distributed to sample teachers, principals 

and facilitators in each school one day after orienting the respondents about the purpose of the 

study, their kindly and genuine participation determines the success of the study. The 

questionnaires were collected with in two days. 

3.4.2 Interview 

Semi-structured interview was made to collect qualitative data from Woreda, Zone and 

Regional Bureau experts. The interview was conducted in Amharic and response was translated 

into English. The structured interview is used to provide uniform information, which assured 

the comparability of data (Kumar, 1996). From the interview, the responses were collected by 

taking notes. (i.e. important points). Then coding and categorizing the data to support the data 

from questionnaires. 
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3.4.3 Document Analysis 

The researcher cheek the activities incorporated in modules, weather the modules prepared by 

the trainees or not, the teachers performance by referring their portfolios, and the relation 

between the teachers ' daily activities and the contents. 

The researcher has analyzed the activities incorporated on training materials of teachers' CPD 

and portfolios prepared by teachers. Thus document analysis was employed to cross check the 

correspondence between what respondents said and what they practically did. 

3.5 Data Analysis Procedures 

The quantitative data collected from questionnaire were first edited, classified and tabulated, 

and finally described by using statistical techniques. These techniques are percentage 

(frequency) and mean. The qualitative data were first organized categorized and then 

interpreted with respect to the basic questions described as understood by the researcher. The 

data obtained from the secondary source of data were described in such a way that where they 

were in favor or contradictory with the primary data. 
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CHAPTER FOUR 

Presentation, Analysis and Interpretation of Data 

This Chapter deals with presentation, analysis and interpretation of the data collected from 

sampled respondents to address the basic research questions. This Chapter has two parts. These 

are the background of the respondents and the description of the results of the study. The data 

collected from the questionnaire, first presented in table and statistical tools were used for 

analysis. The data obtained from the interview and document analysis were also narrated or 

quoted as it was so as to strengthen the data obtained from questionnaires. 

4.1 Characteristics of the Respondents 

The characteristics of the respondents who answered the questionnaires and were interviewed 

were presented under this section. Totally, 141 copies of questionnaires (120 copies for 

experienced teachers, 6 for principals and 15 facilitators) were distributed. From the total copies 

distributed, 133 (93.7%) copies were filled in and returned. That means, from the distributed 

questionnaires, 112(93.3%) returned by experienced teachers, 15 (100%) by the facilitators and 

6(100%) by principals were incorporated in the analysis of this thesis. Interview was conducted 

with three Woreda experts, one Zonal Education Office expert and one Regional Education 

Bureau expert. 

The detail information concerning the distribution of respondents by sex, and age is given in 

Table 2 below. In the table below, from the total of 133 respondents, 125 (94%) are males while 

8 (6%) are females. The table also shows the sex proportion against the three types of 

respondents. Accordingly, from the ETs the sex proportion is 104 (92.9%) are males and 

8(7.1 %) are females and all the principals and facilitators are males. 
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Table 2: Distribution of Respondents by Sex and Age 

Description ETs Ps and Fs Total respondents 

a) Sex N % N % N % 

M 104 92 .9 21 100 125 94 

F 8 7.1 a a 8 6 

Total 11 2 100 21 100 133 100 

b) Age in years interval 

20 and below 0 a a a a a 

21-25 4 3.6 0 a 4 3 

26-30 22 19.7 I 4.8 23 17.3 

31 -35 24 21.4 6 28.6 30 22.6 

36-40 18 16 5 23.8 23 17.3 

41 -45 31 27.7 6 28.6 37 27.8 

46 and above 13 11.6 3 14.3 16 12 

Total 112 100 21 100 133 100 

.. 
F- FacIlitators, P-Pnnclpals, ETs-Expenenced Teachers 

The above table represents the age distribution of respondents. All the teachers are above 20 

years. Specifically 4(3.6%), 22 (19.7%), 24 (21.4%) 18(16%), 31 (27.7%) and 13 (11.6%) 

respondents are in the age range of 21-25, 26-30, 31-35, 36-40, 41-54 and 46 and above 

respectively. Concerning the Facilitators and Principals respondent, 1(4.8%) are found in the 

age range 26-30 and 6(28.6), 5 (23.8) and 3 (14.3%) are found in the age range of31-35, 36-40, 

41-45 years and 46 years and above respectively. There is no any respondent in the age range of 

21-25 years. Teacher respondents consisted of both males and females 104(92.9%) and 8(7.1%) 

respectively while the facilitators and principles are all males. Therefore the teacher 

respondents are found in all age ranges and consisted of males and females. The data shows that 

females are not empowered as facilitator and principal. This less participation of females in the 

leading position may affect the initiation of females to implement and actively participate in 

CPD program. The teacher respondents are both males and females which properly represents 
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the population. Concerning the respondents age, they are found in different age ranges this 

helps to represent teachers at different age level. 

Table 3: Description of Respondents by Qualification and Work Experience 

Description ETs Fs& Ps Total Respondents 

a) Qualification N % N % N % 

Diploma 03 2.7 0 0 03 2.3 

Degree 109 97.3 21 100 130 97.9 

Others 0 0 0 0 0 0 

Total 112 100 21 100 133 100 

b )Service year in 
current position 

3-5 15 13.4 0 0 15 11.3 

6-9 19 17 7 33.3 26 19.5 

10-13 14 12.5 3 14.3 17 12.8 

14-17 27 24.1 2 9.5 29 21.8 

18-21 21 18.7 3 14.3 24 18.1 

> 21 16 14.3 6 28.6 22 16.5 

Total 112 100 21 100 133 100 

As shown from the table 3 above, 3(2.7%) of the teachers respondents are diploma holders 

while the rest 109(97.3%) of teachers respondents and all the Facilitators & Principals 

respondents are degree holders. Based on the data presented above, it is possible to say that 

almost all teachers are qualified with respect to standards stated by ETP (MoE 1994). But from 

the teacher respondents 3 (2.7%) of them are under qualified, i.e. they are Diploma holders. 

This shows that almost all teachers have taken the pre-service training developed for secondary 

school teachers. This has positive impact on CPD implementation since CPD stats from pre­

service education 
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Regarding work experience, all teacher respondents have the experience of teaching but they do 

not have any service in other working place. Principals have experience in teaching before 

coming to the current position. From teachers respondents 15(13.4%), 19(17%), 14(12.5%), 

27(24.1),21(18.7%),16(14.3%) are found in the work experience ranges of2-5, 6-9,10-13,14-

17,18-21 and above 21 years respectively. The Facilitator & Principal respondents are served 

for more than 6 years, 28.6% of the facilitator & Principal experienced longer than 21 years, the 

rest 7(33.3%), 3(14.3%),2 (9.5%) and 3(14.3%) served in the experience range of 6-9, 10-13, 

14-17, 18-21 years respectively. The Principals reported that they were teachers before 

appointed in the current position. From the ongoing discussion, it can be noted that all 

principals were teachers and they had an experi~nce of teaching before being a principal. 

Teachers and facilitators were found in different ranges of service year. The respondents have 

different years of experience. The vacation in service helps to represent teachers of different 

experience. Teachers with different experience have different professional knowledge hence 

their variation in experience helps to obtain the necessary data. 

4.2 The perception of teachers about CPD program implementation 

Successful implementation of the CPD program may be depends on how teachers perceive the 

importance of the program. Concerning teachers' perception about CPD program, the responses 

of teachers, principals and facilitators are presented as follow (see table 4). 

Table 4: Teachers perception on CPD program implementation 

Respondents Options 

Yes No No response Total 

N % N % N % N % 

Experienced Teachers 74 66.1 29 25.9 9 8 112 100 

Principal and facilitator 15 71.4 6 28.6 0 0 21 100 

Total 89 66.9 35 26.3 9 6.8 133 100 

As is depicted in the table above, the respondents replied as 74 (66.1 %) of teachers and 

15(71.4%) of principals and facilitators replied that teachers have positive perception to CPD 
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Program while 29(25.9%) of teachers and 6(28.6%) of principals and faci litators responded that 

teachers do not positively perceive. Nine (8%) of teachers did not provide any response. 

They also answered open ended questions which concerned with the reasons for their present 

perception of CPO. As they responded, teachers ' perceive CPO program positively due to the 

irnplementation of CPO has shows some encouraging effects in teaching-learning process. To 

the contrary, teachers perceived the CPO program negatively due to lack of awareness, lack of 

assistance, lack of time. In line with this, the interviewee at Zonal Education Office expert 

expressed as: 

Even though the teachers perceived the program as very important to their profession and 

explain its impact on teaching learning process, the CPO program is not implemented 

effectively. 

Table 5: The perception of Teachers about the CPO Program 

Item Level of teachers' agreement 
Strongly Agree Undecided Disagree Strongly Mean 
agree (5) (4) (3) (2) disagree( l) 

N % N % N % N % N % 

The program is interesting 2 1.8 29 25.9 22 19.6 21 18.8 38 33.9 2.43 

The program is relevant 2 1 18.8 43 38.4 12 10.7 30 26.8 6 5.3 3.38 

The program is participatory 19 17 52 46.4 16 14.3 20 17.9 5 4.4 3.54 

The program is feasible 25 22 .3 32 28.6 9 8 26 23.2 20 17.9 3. 14 - : 

The program is cost effective 47 42 2 1.8 23 20.5 40 35.7 0 0 3.5 

The program improves 24. 1 43 38.4 12 10.7 22 19.6 8 7. 1 3.53 
teachers I competence 27 

The program is up-to-date 37 33 54 48.2 6 5.3 15 13.4 0 0 4.01 

The degree of agreement concerning the perception of teachers about CPO program in table 5 

was interpreted as, the mean values less that 1.5 is strongly disagree; from 1.5 to 2.49 IS 

disagree; from 2.5 to 3.49 is undecided; from 3.5 to 4.49 is agree; and above 4.5 is strongly 
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agree. The mean value of item 1 is in the range of disagree. That means teachers perceived the 

CPD program was not interesting. Items 3, 5, 6, and 7 have the mean vales of 3.54, 3.53 and 

4.10 respectively. This shows that teachers perceived the CPD program participatory. Cost 

effective up-to-data and increases teachers competence. Whereas items 2 and 4, the mean value 

occurred in the range of undecided. That is teachers did not decide about the relevance and 

feasibility of the program. 

However most of the teachers perceived positively the characteristics of the program, 

they did not perceive as the program is interesting. As teachers replied from the open-ended 

questions why teachers were not interested in implementing CPD program as; lack of stationary 

materials, incentives and time, large class size, and the activities in the module are not related to 

the need of individual teacher. The interview from ZEO and WEO also confirmed that the 

problems indicated by teachers were appeared in CPD implementation. 

4.3 The Implementation of CPD Activities 

Continuous Professional Development is the process of continually updating ones professional 

skills and knowledge through out hislher working life. CPD continuously informs teachers 

about an educational and technological change (Leu, 2004).Teachers as a practitioner have 

varieties of learning opportunities in their daily activities in classroom and the frequent contact 

with colleagues. Amhara Region Education Bureau distributed induction and proper CPD 

course modules prepared by MoE. In preparing induction course modules, MoE was prioritized 

activities focused on classroom management conducting action research, formal and classroom 

observation done by mentors or other experienced teachers. There are three course modules for 

experienced teachers. The activities prioritized by MoE in a) CPD course one are professional 

ethics, counseling and mentoring using active learning methodology; b) CPD course two are 

Gender and HIV I AIDS issues, continuous assessment and planning approach to individual 

subject area; and c) CPD course three are rural development, civics and methodology. In 

addition to the course modules, the training guideline was distributed. The guideline states the 

role of stakeholders, as the career promotion is teaching will be given after CPD 

implementation, the CPD training related to career structure and the school and teachers and 

adapt the courses prepared by MoE based on their needs. Planning lesson together, sharing of 

good practice, maintain professional assessing students work continuously, text book evaluation 
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reflection of self practice etc. The CPO activities available in the course modules are observed 

by the researcher which is in line with the activities mentioned above. Teachers' attitude 

towards CPO program with respect to the importance of training and the opinion of teachers, 

principals and facilitators on the benefits of the CPO program in teaching leaming process is 

presented in the table 6 below. 

Table 6: The Reasons Why Teachers Involved in CPO Program 

No Item Respondents Option 

True Not true 

N % N % 

1 To be competent in teaching profession ETs 63 56.3 49 43.7 

Fs&Ps 19 90.5 2 9.5 

2 To be involved in action research ETs 71 63.4 41 36.6 

Fs &Ps 18 85.7 3 14.3 

3 To get general and professional knowledge in the ETs 82 73.2 30 26.8 

subject 
Fs &Ps 20 95.2 I 4.8 

4 To learn new methods and techniques to increase ETs 79 70.5 33 29.5 

performance efficiency 
Fs &Ps 21 100 0 0 

5 To get career promotion ETs 95 84.8 17 15.2 

Fs &Ps 13 61.9 8 38.1 

6 Teaching needs continuous learning ETs 76 67.9 35 32.1 

Fs &Ps 16 76.2 5 23.8 

7 Due to the interest of the government ETs 84 75 28 25 

Fs &Ps 15 71.4 6 28.6 

8 Due to inadequacy of the knowledge and competence ETs 40 357 72 64.3 

got in the pre-service training 
Fs &Ps 5 23.8 16 76.2 

9 To update myself with a current innovations ETs 91 81.3 21 18.7 

Fs &Ps 21 100 0 0 

to To facilitate professional experience sharing among ETs 81 77.7 25 22.3 

teachers 
Fs &Ps 20 95.2 I 4.8 
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Most of the respondents replied that teachers are involving in CPO training program due to 

various reasons (see table 6). However, concerning the reason due to the inadequacy of 

knowledge and competence teachers got in pre-service, 72(64.3%) of teachers, 16(76.2%) of 

facilitators and principals responded teachers are not involved. On the other hand, teachers 

engaged in the program to update themselves as responded by 91(81.3%) of teachers, and 

21(100%) facilitators and principals). Teaching needs continuous learning is the one reason 

why teachers involved in the program as revealed by 76 (67.9%) of teachers, 16(76.2%) of 

facilitators and principals. Thus, the respondents believed that teaches attend the program to 

updating themselves, to know current innovations and teaching profession needs a continuous 

learning. But they did not accept the reasons, due to lack of knowledge and competence in pre­

service training. 

Teachers practice the CPO program to be competent in the profession, to get general and 

professional knowledge and to learn new methods of teaching as responded by 63(56.3%) of 

teachers, 19(90.5%) facilitators and principals, 82(73.2%) of teachers 20(95.2%) facilitators and 

principals, and 79(70.5%) of teachers, and 21(100%) of Facilitators and Principals respectively. 

From this one can understand that teachers attending the CPO program since it contributes more 

to their profession (teaching-learning process). Teachers' involvement in the program to learn 

basic skill to conduct action research is accepted by 71(63.4%) of teachers, 18(85.7%) of 

facilitators and principals. Regarding items 5 and 7, the respondents replied 95(84.8%) of 

teachers, 13(61.9%) of facilitators and principals and 84(75%) of teachers, and 15(71.4%) of 

facilitators and principals respectively as teachers are involved in the program to get career 

promotion and due to the interest of the government. 

From the foregoing discussion, it was clear that the teachers are involved to get career 

promotion and due to the interests of the government. In line with the idea of career promotion 

the Semada Woreda Education Office expert replied that all teachers were not benefited from 

career promotion. Even though CPO is important to improve their teaching competence and 

other professional issues the leading teachers (in teachers' career structure) complained to 

practice CPO program. The response from interviews and open ended questions made at 

various levels were in line with the responses presented in Table 5 above. Teachers will get 

license of teaching and career promotion by implementing CPO. Continuous Professional 
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Development is the process in which teachers maintain the quality and relevant of professional 

service through out their professional life (Leu, 2004). In relation to this Kirk (2000) stated that 

there is no curriculum change with out teachers' development. 

Regarding how they adapted training material prepared by MoE based on the school needs and 

implemented it was asked to the respondents using five point scales. Their responses are 

presented in the table 7 below. 

Table 7: The Coordination of CPO Activities in School 

Item Types of Coordinating level 
respondent 

Very high High (4) Medium (3) Low (2) Very low (I) Mea 
(5) n 

No % No % No % No % No % 

Identity and ETs 0 0 3 2.7 23 20.5 67 59.8 19 17 2.08 
prioritizing teachers 
needs Fs &Ps 0 0 4 19 8 38.1 9 42.9 0 0 2.76 

Incorporation CPO ETs 5 4.5 16 14.3 31 27.7 54 48.2 6 5.4 2.64 
program in annual 
plan Fs &Ps 0 0 6 28.6 II 52.4 4 19.0 0 0 3.1 

Teachers participate ETs 0 0 07 6.3 2 1 18.6 59 52.7 25 22.3 2.23 
in planning the CPO 
program in school Fs &Ps 0 0 0 0 7 33.3 12 57 2 9.5 2.23 

provision of course ETs 0 0 22 19.6 76 67.9 13 1.6 1.0 0.9 3.06 
modules and 
assigning faci litator Fs &Ps 2 9.5 10 47.6 6 28.6 3 14.3 0 0 3.52 
and mentor 

Evaluation of school ETs 0 0 19 17 41 36.6 51 45.5 I 0.9 2.7 
based CPO activities 

Fs &Ps 0 0 5 23.8 10 47 .6 6 28.6 0 0 2.95 

Adapting the CPO ETs 0 0 0 0 29 25.9 72 64.3 II 9.8 2.16 
courses prepared by 
MoE based on their Fs &Ps 0 0 I 4.8 10 47.6 9 42.9 I 4.8 2.52 
school 

As portrayed in Table 7, the coordinating level of CPO activities listed in the table is di scussed 

with respect to the expected average mean values. The teachers replied mean values for the 

activities identifying the needs of teachers, including the CPO in school annual plan, teacher's 
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Participation in CPD planning, evaluation of CPD activities and adapting the CPD modules 
prepared by MOE were less than the average mean value that is 2.08, 2.64, 2.09, 2.7 and 2.16 
respectively. This indicates that the coordination of CPD program is low. Most of the teachers 
replied that they do not participate in adapting and planning the CPD program based on their 
needs. On the other hand, the result regarding coordination is above the expected mean for 
provision of course modules and assigning the facilitators and mentors (i.e., mean=3.06). The 
responses of principals and facilitators are above the average mean in activities like 
incorporating CPD program in annual plan and in provision of course modules and assigning 
facilitators and mentors. The mean values of their responses are 3.1 and 3.06 respectively. 
Whereas in activities like identifYing and prioritizing teacher needs, participation of teachers in 
planning the CPD program in the school, evaluation of CPD activities and adapting the training 
module prepared by MoE, teachers and principals responded below the average mean 
specifically, 2.76, 2.23, 2.95 and 2.52 respectively. Therefore, from both respondents almost the 
coordination in implementing CPD program is limited. In line with this, the interviews were 
conducted at different levels. The assistance by WEO, ZEO REB was providing course modules 
and provision of training how teachers implement CPD for experts and principals. Regarding 
this and Craig et al. (1998) stated that CPD has the qualities of designing that requires thorough 
and participatory need assessment of teachers and staffs. Teachers, school staff administrators 
of should participate in all stages of planning and implementation. They also should be 
committed to continuous improvement through ongoing guidance, monitoring, and give 
feedback and technical support. In implementing CPD, teachers have to plan and revise the 
course module to make it localized. According to Jackson (1 996), in mutual adaptation 
perspective, implementation of the program should not be linear process. The teacher becomes 
more active in shaping the curriculum (CPD progran1) to meet the demand of the local context. 
Marczely (1996) also described about the CPD program as the decisions concerning the 
objectives, experiences and assessment of CPD training should be cooperatively developed by 
those involved in and affected by the training program. It should assess the needs of the 
participants, becoming decentralized and focus on the actual school problems. 
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Table 8: Implementation of CPD Activities by Teachers 

Types of Options 
respondents 

NDTs ETs 

Individuals In groups Mixed Individual Group Mixed 

N % N % N % N % N % N % 

ETs 81 72.3 II 9.8 20 17.9 3 2.7 69 61.6 40 35.7 

Fs&Ps 12 57.1 3 14.3 6 28.6 0 0 5 23.8 16 76.2 

Total 93 69.9 14 10.5 26 19.6 3 23 74 55.6 56 42.1 

NDTs- New Deployed Teachers 

The majority of teachers, 81(72.3%) for NDTs and 69 (61.6%) for ETs replied they 

implemented the activities individually and in group respectively (see table 8). While the 

principals and facilitators also replied that 12(57.1 %) for NDTs practiced individually and for 

ETs, 16(76.2%) practiced the activities both individually and in group. 

As observed from the above table, the NDTs practice most of the activities individually with the 

help of their mentors. Some respondents replied that NDTs practice in group based on the fact 

that when teachers discussed with their mentors and with their colleagues about some issues 

(activities) considered as a group. 

Concerning those experienced teachers, the table indicates that teachers implement the CPD 

activities in group but some respondents of the teachers and majority of the principals and 

facilitators replied in both individually and in group. The respondents considered that after 

every group activities there are individual tasks like doing action research, classroom 

management, preparing portfolio, preparing teaching materials, applying new method teaching 

etc. From this point of view, some respondents replied teachers implement CPD activities 

individually. In line with this, the researcher read CPD for school teachers (guidelines) and the 

training module and approved that similar to the above discussion, most of the induction 

activities can be done individually even though there might be some activities done in group 

like discussing with mentor, self reflection, observation etc. In the case of proper CPD program, 
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most of the activities can be done in group arranged by facilitators . Of course there are activities 

which can be done individually out of class and in class during teaching learning process. 

Table 9: Group Formation in Implementing CPD Program 

Item Type of respondents 

ETs Fs & Ps Total 

N % N % N % 

By department without considering career 2 1.8 0 0 2 1.5 
structure 

By department of the same career structure 10 8.9 2 9.5 12 9 

Inter department of the same career structure 7 6.3 0 0 7 5.3 

Mixed type 93 83 19 90.5 11 2 84.2 

Total 112 100 21 100 133 100 

From Table 9, 93(83%) of teachers and 19(90.5%) of principals and facilitators) replied that 

teachers are organized in group by mixing teachers with different educational backgrounds and 

career structure. From the open ended questions, regarding the number of teachers in a group 

the respondents revealed that the number of teachers in a group varies depend on different 

factors as mentioned by them like number of experienced teachers, the school facility, and the 

availability of facilitators and training materials. In line with this idea, the researcher observed 

the document of training material (CPD Course 1,2,3) prepared by MoE. This ensures that the 

number of teachers can range from three to eight in a group. Similarly, the interviewees from 

each Woreda Education Office strengthened this idea. The number of teachers in a group 

depends on the different factors on the range of three to eight. 

In table 8 above, those respondents replied as in group, requested to answer how often the 

group meets together. They responded as presented in the table below. 
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Table 10: Number of Group Meeting 

Type of Once per Twice per Once per Twice per 
respondent week week month month 

N % N % N % N % 

ETs 96 85.7 10 8.9 0 0 6 5.4 

Ps and Fs 19 90.5 2 9.5 0 0 0 0 

As is portrayed in Table 10 above, from the eligible respondents, 96(85.7%) of the teachers and 
19(90.5%) of the principals and facilitators responded that the group met once per week on the 
other hand, 10(8.9%) of teachers and 2(9.5%) of principals and facilitators replied that the 
group met twice per week. From teachers respondents 6(5.4%) of them replied as the group met 
twice per month. The researcher was observed through the documents like training module and 
portfolio, to check the time allocated per each session. From the document analysis, the 
researcher approved that the time allotted for one session is two hours, which is in line with the 
majority of the respondents. 

4.4 The Assistance Given for Teachers to Implement CPD Program 

For the successful implementation of CPD program, a comprehensive and organized approach 
should be established between educational sectors and concerned stakeholder. To implement 
the program, a technical, financial and material support is important for both NDTs and ETs. 
The question intended to investigate the assistance delivered to teachers before and after 
starting the program were provided to the respondents. Their responses are presented as follow 

Table 11: The Training is given to Teachers to Aware the School Based CPD Program 

Types of respondents Options 

Yes No 

N % N % 

ETs 36 32.1 76 67 .9 

Fs and Ps 16 76.2 5 23.8 

Total respondents 52 39. 1 81 60.9 
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As presented in Table II , 36(32%) of teachers and 16(76.2%) of principals and facilitators 

responded that the initial training was provided to teachers how they implement the CPD 

program. On the contrary, 76(67.9%) of teachers and 5(23.8%) of principals and facilitators 

replied that the initial training to start the program was not offered for teachers. Out of the total 

respondents, 81(60.9%) of total revealed that they were not given training on how to implement 

the program. 

Therefore, majority of the teachers responded initial training is not offered. And principals and 

facilitators replied as teachers were assisted to start the program by school principals and 

facilitators who trained earlier. This shows that teachers do not aware how to practice the 

program. In line with this, Fullan (1998), TESO (2003) expressed as professional CPD 

management is the provision of clear instruction on sequence of action to be followed and 

making objective clear, monitoring and evaluation, provision of necessary services, finance and 

governing policies are essential. The training to aware teachers how to start implementation is 

very important. Burnham and O'sulivan (1998) explain as nothing is important than knowing 

starting point of a journey in relation to the direction it determines both direction and pace of 

travel. 

For the open ended questions, those who replied that initial training is not provided mentioned 

their own opinion why the training is not offered; the program was not clear to the principals 

and facilitators; the training material is prepared out of the school; and there is no responsible 

body. In contrary to the teachers, and principal and facilitator respondents, the education 

experts at WEO, ZEO and REB replied for the forwarded interview regarding the initial 

training, the training was provided at regional and zonal level for all experts, supervisors and 

principals of each Woreda. But at school level the supervisors and principals were expected to 

provide the training continuously for teachers and facilitators. 

The respondents who replied as they received the training to start implementing CPD program 

also asked to mention the extent of their training and presented the topics involved and their 

response in Table 12 below. 
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-1- Table 12: The Types of Training given for teachers about epn Program 

Options 

No Item Respondents Good (3) Fair (2) Poor (I) 

N % N % N % 

I How to implement CPO ETs 10 8.9 23 20.6 79 70.5 program 
Ps&Fs 12 57.1 4 19 5 23.8 

Informing the ETs 29 25.9 59 52.3 24 21.4 
importance of CPO for Ps&Fs 14 66.6 6 28.6 I 4.8 teachers 

2 

Creating team in teachers ETs 43 38.4 53 47.3 16 14.3 and better working 
3 environment Ps&Fs 13 61.9 7 33.3 I 4.8 

Motivating teachers to ETs 7 6.3 68 60.7 37 33 engage in CPO 
4 Ps&Fs 10 47.6 9 425 2 9.5 

5 Orienting the role of ETs 13 11.6 36 32.1 63 . 56.3 facilitators and mentors 
Ps &Fs 8 40 11 55 I 5 

As presented in the table above, 10(8.9%),23 (20.6%) and 79(70.5%) of teachers replied good, 
fair and poor respectively about the training offered how to implement CPD. This shows 
majority of the teachers said that training is not given for teachers. On the other hand, principal 
and facilitators responded on the same topic 12(57%), 4(19%) and 5(23.8%) of them replied 
good, fair and poor respectively. This indicates that the initial training how to implement CPD 
is given to teachers. 29(25.9%) 59(52.3%) and 24(21.4%) of the teachers respondents replied 
good, fair and poor respectively. Almost above half of the teachers' response said that the 
training about the importance of CPD is provided. 14(66.6%), 6(28.6%) and 1(4.8%) of 
Principals and Facilitators responded good, fair and poor respectively. Therefore the majority of 
P and F replied as train is supplied for trainees about the importance of CPD program. 
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Table 12 also indicated about the initial training how to create team and peer groups and create 

better working atmosphere, regarding this, 43(38.4%), 53 (47. 3%) and 16(14.3%) of teachers 

replied good fair and poor. This shows that teachers are aware of the program employed in 

group and in collegiality. Whereas the Principal and Facilitator respondents on the same topic, 

13(61.9%), 7(33.3%) and 1(4.8%) replied good, fair and poor respectively. Therefore, the 

majority of the respondents responded the training is given to teachers on how to from group 

before starting the program. As depicted in the same table, 7(6.3%), 68(60.7%) and 37(33%) of 

teachers said good, fair and poor respectively and from the principal and facilitator respondents 

10(47.6%), 9(42.9%) and 2(9.5%) were responded good, fair and poor respectively. The 

teachers are initiated to engage in the program. From both respondents the majority of the 

respondents are fair and good which is above the average. 

Regarding the role of the facilitators and mentors 13(11.6%), 36 (32.1 %) and 63(56.3%) of the 

teachers replied good, fair and poor respectively. This shows that the teachers do not aware 

about the roles of facilitators and mentors well. On the other hand, 8(40%), 11(55.0%) and 

1(5%) at Principal and Facilitator responded good, fair and poor. The largest proportion of the 

Principal and Facilitator said the training given was good and fair which is contrary to what the 

teachers replied. In this regard, Rabbin (1999) in Villegas Reimer (2003) stated the role of 

mentors and facilitators as sharing of information, providing access to resources, role 

modeling, counseling, coaching, encouraging, reflecting, advising, career moves and supporting 

teachers, providing feedback, problem solving, guidance etc. 

The assistance to teachers in implementing CPO does not terminate at a point. Teachers need a 

continuous support from the responsible bodies (facilitators, mentors, principals, and other 

stakeholders). The implementation of CPO needs financial, technical and material provision. 

The assistance from stakeholders in implementing CPO are: provision of training material, 

planning based on the teachers' need, preparing portfolio, coaching, peer observation and give 

immediate feedback, how to solve problems, in preparing teaching material in school and 

assigning facilitators and mentors, arrange groups and orient how to practice and evaluate the 

effects of the program arranging the opportunity of experience sharing, guide how to conduct 

action research etc. The assistance given while teachers were implementing CPO was the 

question for respondents. Their responses are presented in the Table 13 below. 
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Table 13: The Assistance Given to Teachers while they were attending the CPD Program 

Respondents Option Total 
respondents 

Yes No 

N % N % 

ETs 41 36.6 71 63.4 I 12 

Ps and Fs 17 81 4 19 21 

Total 58 43 .6 75 56.4 133 

As shown in the table 13 above, 71(63.4%) of teachers are replied that the assistance was not 

given and 41(36.6%) of teachers responded that the assistance is given for teachers in contrast 

to teachers, 17(8 1%) at principals and facilitators responded the assistance is given to teachers 

when they were attending the program and 4(19) of principals and facilitators responded there 

is no assistance given to teachers. 

From this, someone can understand that sufficient support is not given to teachers in school by 

principals, facilitators and other stakeholders. Concerning the managing of CPO 

implementation, Fullan,(I998),TESO,2003) stated managing is the provision of clear 

instruction on the sequence of action to be followed, making of objectives clear, monitoring and 

evaluation, provision of necessary services, materials, finance and governing polices are 

important. The respondents who replied that teachers did not given any support while they 

implementing CPO provided reasons as presented in the table below. 
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./ Table 14: The Reasons for not Getting Support in Implementing CPD 

Respondents 

Item ETs Ps and Fs Total 

N % N % N % 

There is no any concerned body at any level for this 25 22.3 0 0 25 18.8 
purpose 

Lack of commitment on the part of the concerned 27 24.1 4 19 31 23.3 
body 

Lack of expertise on the concerned body 96 85.7 10 47.6 106 79.7 

There is no budget for this purpose 10 8.9 14 66.7 24 18 

The implement of CPD does not require any support 0 0 0 0 0 0 

As observed from the table 14 above, the numbers of respondents m the table are greater than 

the numbers of respondents who said no support given due to the multiple response of one 

respondent. The table shows that from the given alternatives the majority of the respondents 

aggregated percentage of 106 (79.7%) replied that they did not receive any assistance due to the 

reason that lack of expertise on the concerned body at any level. Lack of commitment on the 

concerned body 31(23.3%) absence of concerned body 25(18.8%), there is no budget for this 

purpose 24(18%) are the reasons responded for the absence of assistance. 

For effective implementation of CPD program there should be continuous assistance for 

teachers. To know the types of support teachers' received, teachers who gain support were 

asked what types of support they received. The options of the types of support were material, 

technical and financial. Majority of the teachers responded the support is material provision and 

some of the teachers replied that the support is technical support. The facilitators and school 

principals responded that the types of support offered for teachers are; assigning faci litator, and 

mentors; Supply training to increase teachers' awareness; Arranging groups and orienting how 

to they practice the program; Provision of training materials. Therefore, the assistances given 

to teachers are materials and technical. Financial support is limited hence trainees did not share 

experiences from other school and buying stationary materials from their pocket. 
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The respondents were asked who are supporting and the extent of support for those responded 

positively. Their responses are displayed in the table 15 below. 

Table 15: The Extent of Assistance Given by Different Organizations 

Name Respond Very high High (4) Fair (3) Low (2) Very low (I) Mean 
ents (5) 

N % N % N % N % N % 

ETs 12 10.7 27 24.1 43 38.4 14 12.5 16 14.3 3.0 

School Ps &Fs 3 14.3 7 33.3 9 42.9 2 9.5 0 0 3.5 

Ers 0 0 12 10.7 27 24.1 48 42.9 25 22.3 2.2 

WEO 
Ps &Fs 0 0 3 14.3 II 52.4 6 28.6 I 4.8 2.8 

Ers 0 0 5 4.5 16 14.3 54 48.2 37 33 1.9 

ZED 
Ps & Fs 0 0 I 4.8 8 38. 1 5 23.8 7 33.3 2. 1 

Ers 0 0 0 0 13 11.6 59 52.7 40 35.7 1.76 

REB 
Ps& Fs 0 0 0 0 4 19 9 42.9 8 38. 1 1.8 

Ers 0 0 0 0 I 0.9 41 36.6 70 62.5 1.4 

MOE Ps &Fs 0 0 0 0 2 9.5 9 42.9 10 47.6 1.6 

- -
Ers 0 0 0 0 I 0.9 7 1 63.4 40 35.7 1.7 

MGOS 
Ps &Fs 0 0 0 0 3 14.3 4 19 14 66.7 1.48 

As indicated in table 15, above the average m~an is taken as 3. The table shows that the support 

given by the school as responded by teachers, and P and F, the means are 3 and 3.5 

respectively. Hence the school provided the support to teachers which are fair as compared to 

the average mean. The assistance provided by WEO was as portrayed in the table the mean of 

teachers responses is 2.2 and the mean of P and F is 2.8. This shows that the support provided 
.~ 

from WEO for teachers are below the expected mean (3). The support from ZEO, REB, MoE 

and NGOs as responded by teachers, and P and F have the mean value (1.9 and 2.1), (1.76 and 

1.8), (1.1 and 1.6) and (1.7 and 1.48) respectively. This indicates the assistance supplied for the 

teachers from ZEO, REB, MoE and NGOs are very limited (low or very low). 
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Regarding the assistances given for teacher's interview was made with WEO, ZEO and REB 

experts with respect to before the program started and during practice. At WEO level there is 

the department named as teacher development program processer under this department the 

researcher consulted one expert who was assigned by the department to reply the interview. The 

WEO supported teachers by providing training modules and orienting teachers about the 

objectives of CPD program. They follow up the implementation through the school report and 

clinical supervision gave immediate feedback. In line with this, the researcher also analyzed the 

document that the WEO experts had commented and put his suggestions. 

The ZEO and the REB interviewees replied that they gave training for WEO experts and the 

school principals. The REB interviewee said that they evaluated the CPD program and it was 

not effective as intended. As the study indicates, the students' achievement, teachers' 

professional ethnics, doing action research, solving problem, practicing active learning method 

of teaching continuous assessment and other activities of the CPD were not effective as 

intended. Therefore, as he replied the REB prepared a new training framework and provided the 

training for the ZEO and WEO experts about the new framework. For instance the new 

framework focused on cyclic process of implementing using both formative and summative 

evaluation (planning practicing evaluating then planning), they designed as the training direct 

related to the career promotion etc. 

4.5 The Effects of CPD Program Implementation 

The training program has its own prescribed objectives which intended to be achieved. The 

primary objectives of teachers CPD program is to improve the quality of Ethiopian Education 

System via developing teachers' competence. Hence to know the effects of implementing CPD 

on the teachers daily activities, the questions were developed and were presented to the 

respondents with five alternatives (see table 17). The mean result was interpreted as less than 

1.5 was not at all; from 1.5 to 2.49 was limited extent; from 2.5 to 3.49 was to same extent; 

from 3.5-4.49 to target and above 4.5 greatest extents. 
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Table 16: The Effect ofCPD Program on the Daily Activities of Teachers 

No Item Options 

C Greatest Greater extent Some extent (3) Limited extent(2) Not at all ( I) Mean 
~ extent (5) (4) "0 

" 0 
~ 

~ N % N % N % N % N % 

'" 
I Practicing activities ETs 0 0 27 24.1 67 59.8 18 16.1 0 0 3.08 

learning methodology 
in classroom Ps & Fs 0 0 2 9.5 13 61.9 5 23.8 I 4.8 2.76 

2 Implementing En 5 4.5 23 20.5 71 63.4 II 9.& 2 1.8 3. 16 

continuous assessment 
Ps & Fs 0 0 6 28.6 12 57.1 3 143 0 0 3. 14 

3 Conducting action ETs 0 0 0 0 63 56.3 31 27.7 1& 16.1 2.4 

research 
Ps & Fs 0 0 I 4.8 9 42.9 7 33.3 4 19 2.33 

4 Solve students ETs 3 2.7 37 33 56 50 15 \3.4 I 0.9 3.2 

problem 
Ps & Fs I 4.8 6 28.6 12 57. 1 2 9.5 0 0 3.29 

5 Collegial learning ETs 32 2& .5 61 54.5 17 15.2 2 1.& 0 0 4.09 

among teachers 
Ps & Fs 9 42.9 8 3& .1 4 19 0 0 0 0 4.4 

6 Creating teachers self ETs 0 0 27 24.1 43 3&.4 41 36.6 I 0.9 3.02 

initiation 
Ps & Fs 0 0 I 4.8 II 52.4 7 33.3 2 9.5 2.52 

7 Improve students ETs I I 9.8 29 25.9 46 41.1 17 15.2 9 8 3.14 

learning 
Ps & Fs 2 9.5 6 2&.6 9 42.9 3 14.3 I 4.& 3.24 

8 Increase ETs 0 0 \3 11.6 39 34.8 52 46 & 7.1 2.51 

professionalism 
Ps & Fs 0 0 3 14.3 12 57. 1 6 23.6 0 0 2.86 

As portrayed in the table 16 above, the effects of CPD implementation listed in the table 

existing in the mean range of 2.5 and 3.49 for most items by teachers, and principals and 

facilitators respondents. Concerning conducting action research, the means of all teachers and 

principals and faci litators respondents are below 2.5. This indicates that teachers do not 

significantly engage in conducting action research. According to Elliot (199\), action research 

is taken as part of teachers' professional development .It is the process of investigating, 
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reflection and taking action which deliberately aims to improve, or make an impact on quality 

of real situation which form the focus on investigation 

As it is depicted in the same table, the effects of CPO implementation are mentioned. Teachers, 

and principals and facilitators replied about the extent of the effects on teachers activities. 

Regarding the practicing of active learning methodology, the mean value of the respondents are 

3.08 and 2.76 for teachers, and principal and facilitators respectively. That means teachers 

practiced active learning methodology to some extent. Similarly, continuously assesslllg 

students' performance, solving student's problem, self motivation, improving student' s 

achievement, all these activities are the effects of continuous professional development program 

as responded by teachers, and principals and facilitators in the range of same extent (mean 

range from 2.5 to 3.49. From the table, one can understand that CPO implementation increase 

collegiality to greater extent (the means of both respondents are above 3.5). From the given 

alternatives to determine the extent of the effects of CPO in teachers' daily activity, some 

respondents said "limited extent and not at all" they replied the reason why they said limited 

extent or not at all as: The program was not related to teachers' career structure; Lack of time, 

expertise, stationary materials and initial assistance 

Interviews were made to experts at various levels regarding the effects of CPO implementation. 

The ZEO and WEO experts responded that there are improvements to some extent in practicing 

active learning methodology, conducting action research, solving students' problem collegial 

learning and teachers' attitude towards the program. These are the encouraging effects of CPO 

implementation. Whereas the REB, expert (in the department of teacher development program) 

replied as the program was not effective due to different factors. The expert mentioned some 

problems such as the CPO module was prepared by MoE not considering the needs of 

individual teachers, teachers efficiency is not directly related to teachers' career promotion, 

there was no any responsible body or department related to teacher development except pre 

service and in service training expert. Concerning this the MoE document (MoE; 2004) stated 

the CPO program should be implemented after planning by prioritizing the needs of school and 

the individual teachers in addition to the national and regional issues. 
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4.6 Challenges of the Implementation of Teachers' CPD Program 

It is obvious that the implementation of any program may face challenges. Concerning this, 

open ended questions were presented to respondents to identifY the problems faced teachers in 

implementing CPD program. All the respondents indicated the problems faced them during 

implementation. Even though the problems listed by the respondents were large in number, the 

researcher classified them into the major groups. The groups made were with respect to 

teachers ' attitude, assistance, provision of training materials, and planning the program. 

From the attitudinal perspective, they identified the following problems: 

• Teachers assume the program makes them busy and pre-service training is sufficient 

• Lack of interest, awareness i.e. teacher do not accept that CPD helps them to improve 

their competence; 

• Teachers did not relate the CPD program to the students' achievement; 

• Experienced teachers (leading teachers) believe that they do not be beneficiary from the 

implementing the program; and 

• Teachers assume that CPD does not have professional benefit but imposed by 

government. 

Regarding to the assistance, they mentioned the problems as: 

• Lack of responsible body to support technically. This is to mean that experts from WEO, 

ZEO and REB had lack of expertise to give support and training; 

• Unavailable of resourceful person to make clear concepts in the module; 

• Lack of provision of stationary materials, training module, budget, internet access, 

motivation and some incentives 

• No 0ppoliunity to share experience with teachers in other school; 

• Inconvenience of place and time to discuss in group accordingly the group arrangement; 

• Lack of continuous follow up and revise the plans and encouraging the teachers with good 

performance; 

• The portfolio has lack of reliability. In most teachers, the portfolio is copied from their colleagues 

instead of documenting (recording) daily performance with respect to the CPO program; and 
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• Large class size. 

The other challenges that respondents replied are concerning training module preparation 

as: 

• The training module for proper CPO is the same for all level of experienced teachers 

(different career structure); 

• The module preparation did not incorporate the need of individual teachers. 

• Lack of coordination how to plan the CPO program in school; 

• The CPO training was not initially planned in relation to the school improvement 

program; 

• In Gasagn Secondary School teachers replied that there is the shortage of training 

module; and 

• There is no reference materials regarding the CPO implementation and to conduct 

action research. 

The teachers, and principals and facilitators made suggestion on how to alleviate the problems 

during implementing CPO as follow; 

• Evaluate the implantation of CPO continuously, then, discuss about the effects of the 

program with respect to the objectives. Thus, this frequent discussion changes teachers ' 

awareness about the program. 

• The shortage of time was solved by doing the activities on Sunday and Saturday, and out of 

the working hours. 

• The facilitators and principals provided orientation to teachers at the beginning of the 

academic year to develop the awareness about the CPO program and its objectives. 

• Teachers having best practice and experience are assigned as coordinator and played a great 

role to change the attitudes of teachers towards CPO. 

Teachers, principals and facilitators suggested the following solutions for the future; 
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Implementing the program needs continuous assistance. Hence at each level, there should 

be experts who are competent professionals and responsible to assist teachers. 

The facilitator should be well trained, know the way how to help teachers and facilitators 

should get an incentive. 

The module should be prepared considering teachers' career structure. 

The stationary material and budget should be available for teachers. 

There should be the opportunities to share experience with neighboring school teachers 

Career promotion and some kinds of incentives should be given based on CPO 

implementation. 

The computer and internet access should be available digitally. 

The WEO, ZEO and REB should be prepare different training program, create the 

opportunity to share best practice, continuously follow up and give immediate feedback. 

The interviewees also replied similar suggestions for the problems proposed by them. In 

addition to these, the Woreda and Zone Education office experts, accepting the problems raised 

by teachers, and the ZEO expert said that: 

02001 f"}·9"UC."i' lion"} 01"oo;e:ool(J)' f'MIt-C t,Y.l}{;e::r f1(J).1' f'on9D Ut-T} flAm') 

f''''1.h;r'''f1''}' l'on9"ut-"} A"'1."i' Il.TC'}·on'}~· IlflfJD'f?''f MfI· M,(.II'I,(J)·'} h'ltJ') tJ."i'~'A 

O"'1.1':l"l OM.'IfJ9" 'I.e f''''1;r~ 'f"lc:":f' f1,&.'/: .e'f"f1':: 

That indicated there is a responsible body to follow up, continuously assist, give training and 

feed back about the implementation of CPO. 

The expert from REB also stated that: The new deployed teachers deny the implementation of 

the CPO program. Therefore it's better to relate the in-service and pre-service training in the 

case of professional and pedagogical activities incorporated in the training. This is why teachers 

raised some ideas concerning the program as they know in their pre-service training. The other 

point he raised was the module should be prepared (planned) from bottom to top. That is the 

CPO program should be planned by trainee teachers based on the modules prepared by MoE. 
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CHAPTER FIVE 

Summary, Conclusion and Recommendation 

This Chapter includes three main parts: summary, conclusion and recommendations. That 

means the general summary and the main findings of the study, the major conclusion drawn 

based on the findings, and the recommendations of the study. 

5.1 Summary 

The main purpose of the study is to assess the implementation, effects and challenges of the 

CPD program in general secondary school of South Gondar Zone. To realize these objectives, 

the following basic questions were formulated related to the perception of teachers about the 

CPD implementation; adapt the course modules of CPD developed by MoE; the type of support 

and the encouraging and impeding factors in implementing CPD in the schools. 

The descriptive survey method was employed to address the leading questions. The sampling 

techniques employed were purposive and random sampling. The relevant data were collected 

using questionnaire, interview and document analysis. Finally, the data gathered were 

interpreted by applying percentage and mean. From the discussion made concerning the data 

collected, the following major findings are drawn. 

1. Concerning the perception of teachers 74(66.1 %) of teachers and 15(71.4%) of principals 

and facilitators responded that teachers have positive attitude towards CPD and 29(25.9%) 

of teachers and 6(28.6%) principals and facilitators responded that teachers do not have 

positive attitude towards CPD is implementation. Therefore, teachers' attitude towards CPD 

is improved and majority ofthe teachers have positive attitude towards the program 

2. Concerning some characteristics and the importance of the CPD program the mean score of 

the respondents are greater than the expected means for the program is participatory, 

feasible, increase teachers' competence, cost effective, up-to-date, (table 5). And from table 

6, the respondents replied the program is important to get career promotion, initiate to 

conduct action research, motivate collegial learning, help to solve students' problem. 

Therefore, from these points of view most of the teachers' attitude towards CPD 

61 -



implementation is positive. However, there are some teachers whose attitudes are not 

positive. The reason as mentioned by the respondents are lack of incentives, the program is 

not directly related to the career promotion, lack of time and stationary materials and the 

training modules are the same for all teachers attending either induction or proper CPO. 

3. As the researcher observed from the training modules, activities like active learning 

methodology, continuous assessment, action research classroom management, experience 

sharing, rural development, HIV I AIDS and gender issues, civics and professional ethics are 

incorporated in the training module which are given priority by MoE. This indicates that 

the schools did not plan the CPO activities based on the need of the teachers and priority of 

the schools. Teachers did not participate in planning the CPO program (table 7). According 

to Tyler (1949), teachers must participate in the governance of hislher professional growth 

and teachers must be given time and other responses to assess the professional needs and to 

carryon improvement activities. 

4. The school based CPO program includes induction and proper CPO. The respondents 

revealed that induction program offered to NOTs and a mentor was assigned for individual 

teachers. Most of the activities were done individually. And some activities were done in 

groups like reflection, observation and dealing with a mentor. The experienced teachers 

(ETs) are attending the proper CPO program in group. The groups were formed by mixed 

types without considering the career structure, qualifications and department. As majority of 

the respondents replied, the group met once a week. The trainees did many activities 

individually in the rest six day of a week. 

S. With respect to the support given related to the CPO implementation 76(67.9%) of teachers 

responded that they didn't get initial training how to implement. 36 (32.1 %) of the teachers 

responded that they were received initial training; 16(76.2%) of principals and facilitators 

replied that initial training was given to teachers. But the majority of the total respondents 

81(60.9%) revealed that the initial training was not given to all teachers. Some teachers do 

not aware about the objectives of the program and how to implement it. The REB and ZEO 

expelts responded that training was offered to WEO experts, supervisors and principals. But 

the training was not given for teachers at school level. Related to this, Burnham and 

O'sul ivan (1998) described that nothing is more important than knowledge the starting point 
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of a journey. In relation to this, starting point of a journey determines both the direction and 

pace oftravel. 

6. The mentors and facilitators are assigned to NOTs and ETs respectively. But as they 

replied the facilitators and mentors do not have a special training how to coordinate the 

mentees and they are too loaded to assist the trainees. Regarding these 72(63.4%) of 

teachers replied that they do not properly supported by the school. They also replied about 

the reasons for the low support as 96(85.7%) of teachers said lack of expertise on the 

concerned body, 25(22.3%) of teachers responded due to the absence of the responsible 

body, and 27(24.1 %) of teachers replied due to lack of commitment. Similarly principals 

and facilitators responded due to lack of expertise and budget, 10(47.6%) and 14(66.7%) 

respectively the support is to low extent. According to Fullan (1998) and TESO (2003), 

clear instruction on sequence of action to be followed and making of objectives clear, 

monitoring and evaluation, provision of necessary services, materials, finance and 

governing policies are essential in CPO coordination. 

7. Concerning the support provided by different organizations presented in table 6 indicated 

that the support given by the school is better than given by other organizations. The mean 

values of the respondents are 3.0 and 3.5 for teachers and principals and facilitators 

respectively. The mean score of the support from WEO are 2.2 and 2.8 by teachers, and 

principals and facilitators respectively. But the support from ZEO, REB, MoE, NGOs and 

other stakeholders were very low. 

8 .. Concerning the effects of implementing CPO, the respondents revealed implementation 

of CPO help teachers to employ active learning methodology, practice continuous 

assessment, solve students' problem, motivated collegial learning and enhanced teachers' 

professional competence to some extent. Most teachers are not involved in conducting 

action research (table 16) because of lack of expertise and experience, related literature and 

stationary materials. Some respondents replied implementing CPO in school has a limited extent 

effects and not at all on teachers' daily activities due to; the modules are not related to individual 

teachers' needs. Teachers do not attend properly because of lack of time, awareness and continuous 

assistance. There is no responsible body to lead the program in all education offices. In line with 

this, the experts at each level revealed that there is no responsible body specifically to lead the 

program. The REB practiced the BPR since 2009; hence the expert from REB replied that in this 
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structural reform, there is a department that follows the teachers ' development program 

implementation at each level. 

5.2 Conclusion 

According to the above findings, the following conclusions were drawn. 

• Though the majority of the teachers know the purpose of teachers ' CPD and perceive the 

program positively, there are also some teachers having negative perception. The study 

indicated that the initial training to aware the program's objective; how to implement CPD, 

prepare portfolio, plan CPD; and the role of facilitators were not given sufficiently to all 

teachers 

• The CPD modules prepared by MoE did not adapt in school based on the priorities of the 

school and the needs of the individual teacher. And CPD modules are the same for 

experienced teachers having different career structures. 

• Teachers did not get any opportunity to share experience between different groups in 

school and inter schools, no panel discussion and reflection program prepared by the 

school. 

• The facilitators and mentors didn' t get any training on how to suppOli teach~rs in 

planning, guiding, preparing portfolio, providing immediate feedback, etc in implementing 

CPD program. 

• The support given by different organization in implement CPD at school level is very 

limited. The support from the school is confined to provision of training modules, and 

assigning faci litators and mentors. 

• The encouraging effects of implementing CPD are: teachers are practicing active learning 

method of teaching, assessing students continuously, sharing experience, updating 

themselves, improved students' achievement and increase personal reading to some extent, 

and most of the teachers understand the objective ofCPD. 

• Some of the impeding factors in implementing CPO in general secondary school are: 

o Lack of time, support and internet access, absence of resourceful person, some kind of 

incentives and awareness about CPD, and the training modules do not satisfy the need of 

teachers. 

• , 
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o The modules are similar fall all teachers attending the same program (for induction or 

proper CPD) 

5.3 Recommendation 

Based on the major finding and conclusion the following recommendations are suggested: 

I. It is found that the perceptions of most of the teachers towards implementing CPO program 

are positive. However, some teachers have negative perception to implement CPO. 

Therefore, the teachers, principals and facilitator should be given training on how to 

implement the program, the role of teachers, principals, facilitators, mentors and other 

stakeholders, 

2. Teachers are implementing the CPO courses prepared by MoE without adaptation. Therefore: 

• The schools should be incorporated CPO program in annual plan and School 

Improvement Program based on the school needs and priorities given from 

MoE. 

• The school based teachers' CPO training program should be related to the career 

structure and the school should prioritize the activities expected from teachers 

at each career level. 

3. The implementation of CPO program needs supportive climate. Therefore; 

• The REB and ZEO should plan the program and give training to the WEO Experts, 

supervisors, principals, facilitators, teachers and other stakeholders on how to plan the 

program in school, prepare the training module, facilitate or support trainees, prepare 

portfolio, evaluate the implementation and give immediate feedback. 

• The school should allocate the sufficient budget from the money given by WEO, by 

finding a fund from NGOs and generating other means of income for stationary 

materials and experience sharing with in school and inter schools. 

• The school should prepare panel discussion to reflect ones individual work, evaluate the 

implementation of the CPO program and give immediate feedback. 
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• The school should make the CPO training materials available digitally. 

4. Teachers should be encouraged based on the implementation of CPO by providing some 

kinds of incentives like career promotion, teaching license, chance of upgrading, 

recognition, etc. based on the implementation of CPO. Related to this, Marczely (1996) 

stated that CPD should emphasize use of reward such as increase autonomy, participating in 

decision making, increase competence, success and advancement which have been shown to 

promote high commitment and performance. 

66 



Bibliography 

Amare Asgedom et aI., (2006). Ethiopian Pilot Study of Teachers professional development. 
Quality in Education, Teaching and Learning: Perceptions and Practice. IER, AAU. 

Balam, R. (1993). Recent Development and Emerging Issues in the CPD of Teachers. London: 
General Teachers Council for England and Wales (GTC). 

BESO (2002). Teachers Professional Development Profile: Education Quality Improvement Program. 
Mekele, USAID. 

Best, J. and Kahn, J. (2006). Research in Education. New Delhi: Printice Hall 

Bishop, L. (1996). Staff Development and Instructional Improvement: Plans and Procedures. 
Boston: Allyn and Bacon, Inc. 

Blandford, S. (2000). Managing Professional Development in Schools. London: Routledge. 

Burnham, J. and O'Sullivan, F. (1998). Leadership and Professional Development in Schools: How 
to Promote Techniques for Effective professional Learning. Boston: Pearson Education group 
Inc. 

Bush, W. (1999). Why a Bankro ll Alone can not Change Teaching practice. Journal of Staff 
Development, 20 (3), 53-78 

Cohen, L., Manion, L. and Morison, K. (2003). Research methods in Education (5th ed) New 
York: Routledged Falmer 

~ Craft, A. (2000). Continuing Professional Development. A Practical Guide for Teachers 
and Schools (2nd ed). London: Rout Ledge. 

Deignton, L. (Ed.). (1971). The Encyclopedia of Educatiou. New York:The Macmillan Company and 
Free Press. Vol. 9 

Dent, H. (1961). Teaching as a Career. London: BJ. Batsfordacademic press. 
Elliott, 1. (1991). Action Research for Educational Change. Philadelphia: Open University 
Press. 

Fullan, M. (1998). Change Forces: Probing the Depth of Educational Reform. London: The Falmer 
Press. 

Gay, L. and Airasia, P. (2000). Educational Research: Competencies for Analysis and Application 
(6th ed). New Jersey: Prentice Hall, Inc. 

Gizaw Tessisa (2006). Teaching Professionalism: School Level Professional Development. The 
case of Holy Primary school: Proceeding of the Conference on Teacher Education For 
Sustainable Development in Ethiopia. May 5-6, 2006 Ethiopian Management institute, 
Debrezeit college of Education: AAU P.76-103 . 

Goble, N. and ProteI', J. (1977).The Changing Role of the Teachers: International Perspectives. 
Paris:UNESCO 

/ 67 



Holland, A. (1972). The Transformation of Mrican Teaching Profession in Tanzania. New York: 
Columbia University. Retrieved on Jan 10, 2009from http://wwwsuddenlysmart.Com/resources­
active learning. htm. 

Hussen Eshetu (2000). Determination of Teachers Involvement in Conducting Educational Research: 
The Case of Secondary School teachers in Dessies Proceedings of National Conference Held in 
Nazeretl; March 10-11 ,2000. IER: AAU. pp 235-248. 

James, A. (2005). Introduction to the Foundation of America Education. New Hampshire: 
CroomHelm Ltd. 

Kirk, G. (2000). Policy and Practice in Education: Enhancing Quality Teachers Education. 
Dunedin,Academic press Ltd. 

Koul, L. (1996). Methods of Educational Research. New Delhi: Hinduston Offset. 

Kumar, R. (1996). Research Methodology: A Step-By-Step Guide for Beginners. London: 
SAGE publication Ltd. 

Les, B. and Chris, D. (1991). Managing the professional development of teachers. New 
Delhi: Open University Press. 

Leu, E. (2005). "The Role of teachers, schools and communities in Quality education." A 
review of Literature. Washington DC: AED, Global Education Center. 

Lockheed, M. and Verspoor, A. (1991). Improving Primary Education in Developing 
Countries. Oxford: Oxford university press. 

Maekelech Gidey (2002). "Preparing more and better Teachers A New Vision of Teacher 
Development In Ethiopia." A Paper presented At The Annual Meeting of the 
Comparative and International Education Society. Retrived Dec. 28, 2009 from 
http/Eric-ed.gov/ERICDOCS/data lericdocs 25ql/content storage-
01l0088019bll 018d/e3 -pdf. 

Marczely, B. (1996). Personalizing Professional Growth: Staff Development that works. 
California: Crown press, 

McKernan, J. (1995). Curriculum Action Research: A Handbook of Methods and Resources for the 
Reflective Practitioners (2"d ed). London: Routledge Falmer, Tylor and Francis Group. 

Mclaughlin, W. and Oberman, I. (1996). Teacher Learning New Policies, New Practices. Columbia: 
Teachers college of Columbia University. 

McNeil, J. (2004). School and Cluster Based Teachers Professional Development: Brining Teachers 
Learning to the School. New York: World Ed ition, Inc. 

Mekonnen, Belay (2006). The Teaching of Biology in Grade Seven and Eight Vis-a-vis. Active 
Learning Approach. The Case of Four Primary schools. In Addis Ababa Unpublished MA 
Thesis, AAU. 

Merry, M., Elaine, J. and Sarah, P. (1997). Preparing Teachers to Teach: Global Perspectives: A 
Handbook for Teacher Education. California: Crown Press, Inc. 

68 



Mills, G. (2000) Action Research: A Guide for Teacher Researcher (2"ded). New Jersey: Merrill 
Prentice Hall 

MoE (2006) Teachers Development Program in Ethiopia. Addis Ababa: Berehanena Selam 
Printing Enterprise. 

_ __ (2005) Educational Sector Developmeut Program III Action Plan. Addis Ababa. 
Berehana Selam Printing Press. 

___ (2005). CPD Conrses, One Two and Three. Addis Ababa 

____ (2004b). Induction Course for NDTS. Addis Ababa 

__ (2003) Teacher Education System Overhaul (TESO). Addis Ababa 

__ (2002). "The quality and Effectiveness of Teachers Education in Ethiopia: Report of 
the Study Finding with Recommendation for Action" by George Livingston, Elizabeth 
Leu, and Eric woods. Addis Ababa Ministry of Education, Federal Task force on 
Teacher education 

___ (I 994). The Education and Training Policy of Ethiopia. Addis Ababa. 

Nichols, G. (200). Professional Development in Higher Education. New Dimensional Direction. 
London: Kogan Page Ltd. 

Ornestein, A. and Hunkins, F. (1988) . Curriculum Foundations, Principles and Issues. New Jersey: 
Prentice Hall. 

Philip, W.Jackson (1996). Handbook of Research on Curriculum . New York: Simon and Schuster 
Macmillan. 

Reece, I and Walker, S. (2003). Teaching, Training and Learning: A Practical Guide (5 th ed). 
Oxford: Business Education publisher Limited. 

Riggs, I and Sandline, R. (2000). Teaching Portfolios of Support of Teachers' Professional Growth. 
NASSP Bulletin, 86(618), 22-25. 

Reynolds, C. and Fletcher, J. (eds). (1990). Concise Encyclopedia of Special Education. New York: 
John Wiley and Sane, Inc. 

Rokeach, M. (1962). Beliefs, Attitudes and Values: A Theory of Organization and Change 
Sanfrmicsco: Jossey Bass Inc. 

Rubin, L. (1971). Improving in-service Education: Proposal and Procedures for Change. Boston: 
Allyn and Baconinc, Inc. 

Sachs, J. (2003). The Activist Teaching Professional. New Delhi: Open University Press 

Saito, C. et al. (2008). "Problem of Primary School. Based in-service training in vetnam: A case study 
on Bac Griang province." International Journal of Education Development. 28( I), 89-103. 
Retrieved on Jan. 6/2010 from http://www.sciencedirect.Com/sc ince/journal /07380599 .. 

Sed lin, P. (1997). The Teaching Portfolios (2"d ed). Bolton: Anker Publish ing Inc. 

69 



Sing Sidhu, K. (1985). Methodology of Research in Education. New Delhi: Sterling publishers. 

Smith, C and Gillespie, M. (2004). "Quality of Professional Development Criteria." Retrieved on Dec 
5, 2009 from http:// www deverinia govNDOE/nclb/HQPD criteria 4.04-pdt. 

Teklehimanet Haileselassie (1999). The Cultural Founclation of Education in Ethiopia. IER, Flambeau 
Vol. 7, No. 1. 

Temchegn Engida (2006). "Teaching primary school subjects using learner center 
methodology." The Ethiopian Journal of Educational Researcher's Association. 
Addis Ababa 1(1) P. 31-57. 

Toddy, F. (1987). Planning Continuous Professional Development. Landon: Billings and Croom 
Helm Ltd. 

Tyler, R. (1949). Basic Principles of Curriculum and Instruction. London: The University of Chicago 
press Ltd, 

Villegas-Reimer, E. (2003). Teacher Professional Development: An International Review of 
the Literature. Paris: UNESCO, International Institute of Educational Planning. 

World Bank (1991). World Development Report: Challenge of Development. New York: 
Oxford University press. 

Yalew Endawoke (2000). Research Problem and Future Direction. An Investigation of 
Elementary and Secondary School Teaches Involvement in Educational Research. 
Proceeding on the National Conference Held in Nazereth, March 10-11 , 2000. IER: 
AAU P. 249-264 

Yehune Melak (2008). The Practice and Challenges of Continuous Professional Development 
Program in Primary School of West Gojam Zone. MA Thesis, AAU 

Zenebe Bekele (2007). School Based practice of Teachers CPD in service secondary school of 
North Shewa Zone ofOromiya Region MA Thesis. AAU 

70 



Appendix A 

Addis Ababa University 

Co llege of Education 

Sc hool of Graduate Studies 

Department of Curriwlull1 and Teachers Professional Studies 

A Questionnai re to be filled by Genera l Seconda ry School Teachers 

General Dircctir)ll 

Continuous ProICssional Developmcnt (C PO) progral11 has been given for prll11ary and 

secondary sc hool teaehcrs throughout the cou ntry. The purpose of thi s questionnaire is to 

col lect data on the impl el11entation 01' teachers" Continuous Pro i"(;ssional Developl11ent progral11 

li-ol11 generiri seconcim), school teachers in South Gondar Zone in partial fultilll11ent for post 

graduate degrce. The study ail11s at in ves tigating how secondary school teachers il11plel11enting 

the ( I'D progral11. and identifyin g the hindering and l110tivating ['lctors in il11plementing. 

FinallY. to suggest the possible solutions to alleviate the problel11s and tilus, your gen uine. fi'ank 

"nci til11ely responses are vi tal to deterl11ine the success of this study . Therefore realizing the 

inlimmll illn you provide will be useci (lnly I(Jr thi s research purpose. you arc kindly requested to 

con tribut(, yom OW Il in tilling th~ lfuc,tionlwirc honestl y and responsibl y 

Note 

I . No need of writing your 1l8 1llC on any page 

..., To th05C qll ~S lj O Jl S ",ilh altcrIl<lti vcs, 1\1:11'1< your response 011 the space provided by putting ·, \1" 

nr eJlci rcic tile !cll lT (Ii)r rhe letter type (ltHIIllOn; tl11111 Olle n,':spollSC is poss ible) 

3. For any ad di tional op inioll or e:-.:pl<-111<1Ii ol1 . you are kindly requested to writer hriel-l y 0 11 the 

space provided. 

Thank you in advance for your cooperation 
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Part I: Personal Bio-data 

1. Name of School 

2. \\foreda 

3. Responclent" s sex , agc. education level , fi eld or stucl y and wo rk experience 

Sex Agc Education Dcpartment/ field or study Years or service in 

level 
Tcaehing Other if any 

.. -.----.------.-.-~------.--------~--I--------I 

--- - --- .------.-~ -- -.-~,,--- -- -------_._----

Part II: Teachers' perception about CPD Program 

I. do you perceive the CPO program posit ive ly? How do you perceive the CPO program0 

Pl ease indicate how' much you agree or disagree on each of' the following statements by 

putting .. \ /1- (Lise: 5 to s trongl y agrcc~ 4 to agree; 3 to undecided ; 2 to disagree; and I to 

strongl y disagree) 

rc -"T"--- - -
I No I I tcm 

l iiI TI,-e-I-Jrog-n-In-1 'Cis-' interesting 

--

._.-

._-----------
Leve l of agrecmcnt 

5432 1 f-;-- lTl--~ 
~" 

- --- -- .-1--' ----
1.2 The program is relevant 

1.3 The program is participatory 
- f--

r -:-+:::c:-- --- .--------"------- -
I.~ The program is i'easiblc 

1---

I -- --- -~-r--r--~.-

~ --
1.6 The program improves teachers competence 

i--=-+:::c-------:---~----~-·----·-·-~~---
1.7 The program is up-to date 

.~ f---

._ - -------.-----------~-------- --
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Part III: Why Teachers Pa rti c ipate in C PO Pogrom'! 

2. Why do you in volved in CPD program') Please indica te yo ur response by putting "..J" in 

the tab le be low 

Item I No I 
I True 

Options 

Not true 

~'~T~o~b~e'--c-o-ln-pe-t-e-n-t ~il-l -te-a-c~h~il-lg--p-rO-t~e-s-~s i~o-n----------------I~-------+------------i 

I 

12.1 . To be invo lved in action rescarch 

L----.,-----.- ---- -- -:-----:--:---- :-..,------..,.....,----,---I-----j--------I 

I 2.3 To ge t gencral and professional knowledge and In the 
I 
I 

l su bj ec t I teach 

---r-=---'-- - .. .. ------- ---- ----- -: ------------- ----------.. 

! 2.4 To learn new methods and tech niques to Increase 

12.6 
I 

I 
performance efficiency 

To get career promotion 

Teachi ng needs continuous learning 

I~ _ _ ~--_---:-:---~-------------------I-----+----~ 
I 1.7 Due to the interest or the government 

I 
Due to inadequacy of the knowledge and competence or 

I sk ill s f go t in the pre-service train ing 

I 

[2:9 ! To get opportunity to update myself with the current 

i I innovations and ed uca ti onal rclo rill s 

~j()"llrth~re is ~n y -;:; ason Ielt out. please specify __ - __ . _______ -.~~ .. ~.~~-_-_.1_-_-_---------1 
I I 

I I 

L_l=-_-_~=--_---~~_=-__ -.=--_-_-_-_~.~_-_=__=_~_=_ _ _=__=__=__=__=_-_==--_ =======_=__=__=__=__=_-_-_-_-___ -
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Part I V: How Teachers arc il1Jpl eJllent in ~ C I'D I'l'Ogralll'i 

3. What are the activities available in CPD modules? 

4. The following statement refers to the way in which continuous profess ional deve lopment 

activates can be coordinated in schoo ls. Indicate the level o r coordination in the table below 

by putt ing .. ;j" (use: 5 to ve ry high : 4 to high: 3 to medi um : 2 to low: and I to very low). 

_ .. - -_.- -

No Acti v ily Coordinat ing leve l 

..... 

rs needs I -1. 1 Identify and pr ior iti zi ng teache 

I' 4.2 '! Ineo rporat i;-:;g (' P[5J) I~gralll ~l-

14.) i Teachers participat ion in plann 

---- ---
school an nual plan 

ing kachel'S CPD progr:111l 

I school 

In 

~-.f41 Pro\; i ~"ion 01 cO~II'se Ill od ules HI 
- -~--

-_ .. ... _--

ld ass igning 1~lci lilators 

acti vilies L,_ '-. _ .. , , 
j 4.5 I Evaluat ion 01 school based CI'D 

'--1----·---· 
, 4.6 I Adapting the CPD course mod ul es prepared by MOE based 

I on their school 

5 4 3 

- --

.. - _ .. - - - ----
_. _._J_ .. _._ .. _ 

5. Who i, rcsjJ(lIlslble 101' eoordimlling s<.:I100 1 based <":1' 1) ac ti vities? 

/\. /\ ppoi llt ccltL'acllers ' IS coordil:ator 8. The principals 

C. DepannlCnt heads I). The vice principa ls 

E. I t' any other. speci I)' ........ _ _ _ .. _ .. ___ _ 

(,. I-! O\\' do you prac tice the ac tivi ties in the lllodules" 

i\. lndi viduall y B. In group C. Hoth in group and individ ually 

7. Il you sa id "inilividually"to O. fl. ho w ortcn do you e:Irry out yo uraeti viti L's') 

I-\.I)ai ly B. On every Saturday and Sunday C. Once pCI' week 

iI. Once pCI' month E. Others irallv. speeily 

8. II ' Y')(I sa id in "gl'Oup" tu Q. (1. Il uw was the group J(m11ed 

2 I 

.. - -
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A. By depa rtment wi th out considc ring the ca rce r level 

B. In group by department o r the sa ill e career structure 

C. In group by inter-deparlmelll or thc same caree r structure, 

D. By mixing teachers or dilTercnt educati onal background and experiencc E. Other, il' any 

spec ify 

9. II' you said in "group" to Q. 6, how o l'tcn does a group lll eet together? 

A. Onee pe r week 13 . More than once per-week C. Onee per month D. More than once 

per month L. Others irany, spee iry ____ _ 

Part V: Ass istanc(' to Implement Teachers' C PI) Program 

10. Did) ou get an y tra ining concerning CPO belo re yo u sta rted it s impleill entation? A. Yes 

B. No 

II . II' your answer is "No" to C) . 13, what do you th ink is the reason') _ 

I ~. II' yo ur answer is "yes" to Q. 13, to what ex tent is the tra in ing to take related to the 

fc)ll owin g topic s" 

(Use: 5 to very good ; 4 to good; 3 to Ill ediulll; 2 to low; and I to very low) 

- - --_.-
Acti vity Rating sca le 

5 43J2--' 
-- r----- c--i--- --~I--

, i 
f- -- i~~'~--- -- -----~--- -- ---~---.-,~-~---- .-----
: I ~. I Info rming the important o l' CPO program 

i 12i l -HO,,; to -i IllI; i em~;:;;CI'-Dprogr';;;-;-- -~ -----.~. -- -----I-- - -

L-_ I __ ~~~ __ - ----~- ------- ------- .--- __ _ ---
I 12.3 I Form ing tcam I'll]' di scuss ion and be ller wo rkll1 

en vlronmen t 

l ,~~~~~------~-,~~----~ 
I 12.4 Moti vating teachers to engage in CPO 

" '" 

I ~.5 The role ul' mentor. princ ipals and other stake holder s 

I 
1. ____ ~ 

----

- -

13. Ir the re is any top ic that is not included in the tall ie, please li st £10'1' 11 

-- 1--

. -

~ -_. -

~ 1 ._ L_ I 
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14. Do you have any support duri ng prHctic ing CPO activi ti es') 

A. Yes B. No 

15. I I' you response is "No" to Q. I R, what do you thi nk is the reason ? 

A. The practices or CP O acti vities do not requi res any external support and I don' t need 

any 

B. There is no concerned body at any Icvel ler this pu rpose 

C. Lack of commi tment on thc part of the concerned body 

0, Lack of expertise on the pa rt of the concerncd body 

E, The is no budget for thi s purpose 

F, Spec ify others: il' any l1lore __ 

16. If your resp() n~e is "Yes" to Q.1 8, what are the 111M in supports gi vcn to you '? 

A. Techn ical 11. Ma teria l C. Fi nancial 

17. Ind icate thc extcnt or sup port you ha vc go, from dirICrcnt sou rces" (usc: 5 to vcry high: 4 

to high: 3 to mediu l1l : 2 to low: and I to very low) 

r-No ,----- -----. ----.-- - Nanlc-

I 

ri 7.1-1 Schoo l 

1 17.? I Wereda Ed ucation Office 

! 
lIi.-:;-: /Llnc . hlueation Department 

i 174 I- Regi ; naITdu~atio;;- B~real-.1 --­

~ 7.5 -I Mini strY-;;;: .':::clucati()~l-·------

1176-rNGO; 

k---l- -- -,- -- -. --. --- -
1 17,7 I Othel s d' any. specd'y 

I 

- -----1 Rating ~eals 

1-5' 4 3 2 I I 

- - .- - --I-- --

. - - _. - - - -_._-- --_. 

----_.- -+------- -----

I 
------ ---r-+-- ,._- I--

I - ------ -r'-- - - -
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18_ How do yo u ra te the suppo rt and I,ll low up or yo ur l11e ntor in each act iv ity in yo ur C PO 

program ? 

f\. Ve ry good 13 _ good C. rai r 0 _ poor E_ very poor 

Part VI: Effects of C PO Program 

19 _ In you r opini o n what e fleCi has the implementin g o r C PO prog ram In th e cla y to clay 

activ iti es 01-teac he rs 0 

Please ind ica tc yo ur res ponsc a bo ut the ex tent or the e ffects o f th e C PD o n the fo ll owing 

activ ities or teac he rs (use: 5 to grea tes t ex tend; 4 to greate r ex tent; 3 to some ex tent 2 to 

lim ited ex telll : and I to not at a ll )_ 

t---
- 19 _1 

t·----
19A 

9.5 

r---~­

I 

I 

Ac tiv iti es 
-----~--,--=--:----:---:-:---, 

Rating indicate 

-,-- ------:--
~ 4 3 :1 I 

I-r~aclicing -;cti v~~i~~ rnin g methodo logy ~:,-n-c-'-I a-s--s-r~o-o-n-l-~-~ --

J_ _ ____________________ _ 

I Il11plementin g conti nuo us ~I sscssment 
-~---I----e-- ~- --- -

i Conciucting acti on resea rch 
, L I 

--~--- , --I---I - f---

-- ------~-~- - -

-+-- -- ----
. Slll, -c sl udcnts prob lems 

I 
I-----~ ---- ------------ ---I Coll egial lea rn ing amo ng k achers 

c-:-::--:-~ -------------I---+-~- +--t--~ 
9_0 I Creating teachers se lf in itia tio n 

~ -- - ~ --- ~---- --
9 _7 ' Inc rease pro fess iona li sm 

~ ---- ------. ---------- ---- ---~--- -9.g- l- imp~:(;;' i nt-! sl~dents !~an~ il~g 
I -

I 19_9-r-:-lI-l1-p-r-o-V:-in-~-' --:tb-e-' s-·c--h:--o-(--:)I------ ----------------- --+--1------- ---

! _____ ___ _ ______ ~ _ __ _ _______ __~ _ '___ _...1, __ --'----'-__ _ 
20 _ II' you choosc " lim ited ex tcn,-- or --no I at all' - to thl' aCli v iti es stated un de r Q_ 18, w hat do 

you think is thc reaso n0 
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~ I. from yo ur own ex perience. huw do yo u ratc whether ur not (' I'D ' Icti vitics link contents 

with subj ec t mcthodulogy? 

A. Very hi gh 8. High C. Mcd ium D. Low E. Very low 

Part VII: C hallenges in Implementin g C PO Program 

22. What are the maior challengcs you ha ve laced in implementi ng activities o j' the CPD at 

schoo l leve l" 

13. l-I uw do yo u uver came the probl ems yo u lilced'l 

2-1. What is your suggestion to ovcr come the problel11s that hinder the imp lementation of CPD 

program in the I'uture? 

25, II' )'ou ha ve an)' gcncnd suggcs tion on tile implcmentati on proecdl" 'cs anel content or the 

CPD progra please mention them on the space provided below, 

The End 

Thank you for yo ur cooperation I 
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Appendix B 

Addis Aba ba University 

Co ll ege of Education 

Schoo l of Craduatc Stud ies 

Depa rtm ent of C urriculum and Teachers Profess ional Development Studies 

!\ quest ionnai rc to be fill ed by secondary schoo l pr inc ipa ls ,lJ1d fac ilitators 

Genera l Direct ion 

Continuous profess ional deve lopment (('I'D) has been given for prima ry and secondary school 

teac hers through out the cou ntry. The propose 0 " thi s questi onn ai re IS to co ll ect data 

conccrn ing the implementation oj' (' I' D program !'i'om secondary school principals. vice 

. principals and facil itators in South C,ondar m ne in parti a l fulfill ment I'or pos t graduate degree. 

The study a im s at invest igating how thc secondary schoo l teachers implement CPD program: 

assess how they adap t the guidel ines oj' the program prepared by MOE, inves tigating hindering 

f'ilctors and the impac t of (' I'D in the school improvement. TIIUS, yo ur genlline, '.'rank and til11e1 y 

responses are vi tal to determine the success oj' thi s study. Therefore real izing of the 

inifJrl11ation yo u provide will used only lil r tll is research purpose, yo u are kind ly rcquestt'd to 

contribu te you r own in lill ing the question naire honestly and responsibly. 

Nott : 

I. No Jleed of \\rili ng your Il alll~ Oll allY page 

~ , Tu those qllcstions wit h a ltcl'llHti vcs . mark )'011 1' response lIll tire space providcd by pull ing 

(\) or ellcil'ele the latter (101' thc feller typc and more th"'l one response is possi ble). 

3. For all\ addiliol),d opinioll or c:-.:p lanUli on. YlIU }Ire kindly required to \-vri lt' hriclly on the 

space' prol'ided 

{""nk V illi in "dl'(lnce/i)J' VUI'" e:llllpcm/iol1. 
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Part I Personal Bio-Data 

I. Name ol'the schoo l - -----
2, Wo recia 
3. Respondents' sex, age , educat ional leve l and work ex peri ence 

~ Age Educatiolla l leve l Years of se rvice r ,_ ]', -.. - Principal J-F-~'-IC-il-il'-llo-r-s -
- ------

Part II: Teachers perception about C PO Program 

I. Do teachers have posi ti ve percepti on abou t C PO program? Why did you thi nk these 

perce ptions came inlo be ing? .. --_._----

2. Why teachers a re invol ved in the C PI) program'! Please indicate your response in the table 

belolV by putt ing " ,j" on the respect ive spaee provided, 

~, -,-,--,-
No I Item 

-----------,--;::----,-------, 
O pl'iOIl I 

Yes No 

I 2.\ To be competent in tcachi ng profession 

r2.2"- 10 g.et Invo l ved~lct loll resc,lI ch 

~---, --- --------- --- --
123 1-' 0 ~c t !.!cnclal and profess lolldl knowled!!.e in th e subject lie/she teaches 
I i - - • 

--,- - ------

124 I To lea rn new method s and tech niques for increased performance 

L--I ~~~~~ne~______ ____ __ _ __ __ _ _ __ , __ 
l2.) I 10 get career promoti on I 

,2 .6' - -i-:-I ·-~(~C·G";;_lg lll'l:cl s Cl~,~·t~~~~~~Tc;·l"I1ill g --- - --------- ---,-.------ ----~ 
)------t-::;:---- --- -
~ . 7 I Due to the in terests of th e governm en t 

~-I Due to inadequacy of the knolVlcdge and competence sk ill s he/she-'!,-'o--r'Ci-n+ ----t 
J til e prc-s('['vicc training 

I --;---c---:-;-.~----- f---+----
2.(-) --I-·~ ~i';~ (;P1;(;~'l~lI1j l jcs ror teachers to update themselves with the current 

1 innovations and edu cational reform s 

, ~ I To lilcil italt! prulcss iollal ex perience sharing among tcm.:hGrs 

~~~'-~-----,--~~,--------------,~----------------,----~,----
3, II there IS any reason leI! out. pkasc specify _ 

2. II) 
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-----~.---

Pa l-t III. How T eachers Implement C PD Program '? 

4. What are the activities avai lable in CPD modules 

5. Who is responsible for coordinating school based CPD act:iviti es? 

A. Appointed teachers as coord inator B. The principal s 

C. Department heads D. The vicc principal s 

E. Ifany other. specify ___ ~ 

6. Th t' lollowing statement refers to the way In which continuous profess ional development 

acti vities can be coordi nated in schools. Indi ca te the level of coordination like in question 

no 5 bv I)uttin o ,. ~- . 
, b 

IN~- I--
. - . --- -_ .. . --- ._._- -_._- - ... ._- -

Activi ty Coordinating tevel 
I ' 
I : 5 4 3 2 I 

I, I t ''''; Ii m, d p,'; 00;'; ,; "g ,"""", ',,,d, ' 
- _. 

L-, 
6.2 Incorporating CpD activities in school annual plan 

T - .~------.... -------~----. 
. . 0 Teachers participation in planning teachers CPD program In 

school 

_.0-~--.-~ . 
j 6 A I P 1O~'; OI'~ Will" "lOd llle l '" d "'PPOl' 

r 6.) I Eva luation 01 school based CPD acti vIti es 

i 6.6 ! Adapting the CPD coursc moc!ul es prepared by MO E based ! I 

1_ J on thell schoo l 

. . - .. ------ - -- --- ---- --------- -- ---- _.-

7. How do teachers practice the act iviti es in the modu le 

A. Indi vidual ly B. In group C i10th in group ancl incli viduall y 
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8. If yo u sa id in ' group' to Q. 7. how was the group forl11 ed? 

1\. 13y dCpa rl lll cnt without considering the cal'(;cr level 

B. In groups by departl11 en t of the sal11e career structure 

C. In group by inter-dependant of the sal11e ca ree r structu re 

D. By l11ixing teachers of difference educational background and experience: 

E. Others ifany, specify -------------------------------
9. If you sa id in "group" to Q 7. how l11an y teachers does one group have? 

10. If you sa id in "group" to Q. 7. how olicn does the group l11 eet together? 

A . Once per week B. twice per-week C. once pCI' 1110nth D. twice per 1110th E. others, if 

an)' . speci l'y ____ _ 
-----------

Part IV: Ass ista nce to Implement CI'I) Program 

I I. Did teachers receive any training concerning CPD bcfore they started its illlpleillentation" 

A. Yes B. No 

12. If Q. 15, .- what do yo ur .~swer to you IS think IS the 

reason? i 

13 . If vour answer is "yes" to Q. 15. to what ex tent is the tra in given related to the fo llowing 

topics" (5 to ve ry good: 4 to good: 3 to fai r 2 to poor: and I to ve ry poor) 
- - --------_._---- -_._--,--=---:---,- -....., 

Ac tivity Rating scale 

1 13. 1 

L-
1 3.~ , 

How to il11plel11 ent CPD prog r~1ll 5 ' 4321 
I 

.----- . -1-- -·1----- ~ - ." __ ~__ -0 ~ ___ _ ___ _ 

Inlorming the importance ofCPD lor teachers 

I I - '-- - -1------
I 1:> .3 1 Creating tealll spi rit a illong tcachers and bette r working 

I ~atmosPhere 
.............. ----- - - ------------ ---- ------------- -.. - -+-- -I--' 
I 13.4 Moti, 'at ing tcachers to engage in CPD 
L __ I__ --- --- -- --- ---- .. 1-.-1----
I 13.5 ' Orienti ng the role of facilitator. princi pals and other 

stakeholders 
___ ~' ________________________ ~_L-~_~_~ __ _ 

14. If there IS any topi c that IS not included In the table, pl ease li st cl own: 
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15. Did teachers rece ive an y support while they have becn implementing (, I)D aetivities0 A. 

Yes B. No 

16. Ir yo ur response is "No" to (). :2IJ . what do you think is the reason '! 

A. There is no concerned body at an y level lor thi s purpuse 

B. Lack ofcoJ11 mitment on the part orlhe concerned body 

C. Lack 01' experti se on the part or the conce rn ed body 

D. There is no budget lelr thi s purpose 

E. The impl ementation 01' (P D activit ies does not require any external support 'l 

F. Specify others. if an y more __ _ 

17. If vour respunse IS "yes" to (). 20. what are the ma jor supports given to teachers by the 

schoo l" ----_._----

18. How do you tollow up and eva luate the impl ementation oj' (, PD 

program ? 

19. In yo ur opinion. do you think that the support given to teachers li'om different sources IS 

ad<...:qu:.t\c '.' !!ldiclIll' the L.:xtc nl ul'thc sLippOrl1C;.lchers Iw vl' got I'ro111 dilTcrcnt sou rc es'? 

(use: 5 to vcry high: 4 to hi gh; J to 1 ~lir. 2 to low; and I to ve ry Inv) 

Na Illl' 

19.t Sc boo l 

I 19.2 Worcd" Ed ll ca li oll Ot'licc 

i : eu I Zo n; - I': cllI ~ali~';;;-i)cp"'1~~~;:;1I 
. I .----,::--

19.4 i Re!.!iollal Educat ion Bureau 

; ::: I :~~~'>"r1""';':' =_ ~----- --- ---
, 

11) .7' (JIbeI' il ' " ,l' ' pce il y 
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20. In vou opinion. what e lTects has the impicmentation of the (, I'l) program to encourage 

teachers in their day to day activities') Plcase indicate the extent o l'the effec t or the CPD on 

the l"allowing ac ti viti es 01" teachers (usc: 5 to grea test ex tent : 4 to grea ter ex tent; 3 to some 

extent : 2 to li mi ted; and 1 to not at all) 

r- -- - --~ r- Act iv ity Rating sca le 

--, 
I 5 4 0 

, I 

I 
- - - -- -- - - -

20 .1 Practici ng active learn ing methodologies 

- -- -
20.2 1m pi ement i ng cont i n uous assessment 

20.3 Conduct ing action r~sca rc ll 

~- - - -- -_._------ -~----

20.-1 Classroom manageincilt 

- --- I - _._- - .-- - -- --r --------.-
20.5 Solv ing students probl em 

I ---- .. --- -------- - -

20.6 Co ll egial learning among teachers 

I --

I 
- - - - - ---

I 20.7 C reati ng teachers sell" in iliation 
I 
! 20.8 ' 

--~----. ._----- -- - -- ------ - 1--- -- --
Career promot ion 

--
20.9 Others ir any. please spee i I~y, ___ . --_._._----

- -- ---- - --- - -- - - -- -------- -_. 
I I I I 
I 
~ ----- - - - - - - -- - -_._. -----

21. If \"(lU chose " lim ited extent " or "nol at all" 10 the act ivities sta ted under Q.20. what do yo u 
think is the 1 \~'lSlln' ) ____ _ 
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Part VI: Challenges in Implementin g Tcachcrs ' CI'D 

22. What are the Ill a jor /probicills in illlplclll cnting the acti vit ies o j" the CPO at school " 

23 . How ciid you overco ill e the probl elll yo u "Iccci at sc hool leve l') 

24 . 'NIHll is yo ur suggestion to ovcreoillc the problems that hincler the implementati on 01' the 

CPO program l'o r the Ililure" 

25 . IJ" 'llU have an)' gene ral suggestion 011 the illlplementing pmeeclures anci contents 01' the 

CPO program. please menti on them on the space prov ided be low 

The END 

Thank You for Your Cooperation! 
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