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ABSTRACT 

The purpose of this study was to examine the role of principals in involving secondClly school 
teachers in CPD in Sebeta city administration. The study was used four basic research questions 
the research was employed in the study was descriptive survey method. which was used 
Quantitative and qualitative data. The sampling technique used including purposive. The sample 
size was 60 teachers, 8 department heads, 4 principals, 2 education office experts and 1 cluster 
supervisor with the total of 75 participants out of 100 study populations. The data gathering 
tools were employed questionnaire, interview. focus group discussion, and document analysis. 
The participants of interview were principals, cluster supervisor and city education office 
experts while department heads participated in focus group discussion. Questionnaire was 
administered to 60 teachers of which 60 of them where properly filled and returned. Then, the 
data gathered through closed-ended questionnaire was analyzed using percentage, frequency, 
standard division and mean score while the data gathered through inten1iew, focus group 
discussion and open-ended questions were narrated qualitatively. Results of the document 
analysis where also described. The findings indicated thaI the extent to which school principals 
in involving teachers in professional development activities such as CP D development, control 
over the factors which negatively influencing school environment, identify development need of 
each teacher. The cluster supervisor, senior teachers, city education office experts were 

providing insuffiCient support for the school principals and teachers. The major challenges 
identified were lack of training. Lack of commitment, lack of knowledge (awareness) , lack of 
budget and incentive, lack of interest, lack of peer coaching and peer evaluation were identified 
by this research as the serious challenges of involving secondCIIJ) school teachers in CP D in 
Sebeta City Administration. To overcome the challenges encountered, recommendations have 

been forwarded. This include: Orienting (creating) awarenessfor school principals and teachers 
in advance with the overall contents of the professional growth. motivating school principals and 
teachers to willingly take more responsibilities in the involving in CP D process, lack of 
coordination commitment, lack of awareness, lack of leader ship, motivation skills and 

incentive to effectively achieve the intended goals. Moreover. Sebeta city education office has to 
play the sign(ficant roles by assigning the experienced and knowledgeable supervisors and CPD 

trainers for the involvement o.fteachers in CPD program. 

VI 



CHAPTER ONE: -INTRODUCTION 

1.1. BACKGROUND OF THE STUDY 

The success of any school system depends up on the dynamism and interest of the head of the 

school. In light of this, the three essential skills (technical, human and conceptual) and 

competency of the principal (the school manager) play a decisive role for the successful 

achievement of organizational goals. Dim mock, (1993:33-34) the school principal, as the 

manager of the school , is responsible for designing an organization structure. This includes the 

determination of what tasks are to be done, who is to do them, how the task are to be grouped 

who reports to whom, and where decisions are to be made. He has to identi fy the needs the 

scarce resources, like interests, abilities and capabilities of the teachers and make them work 

enthusiastically for the welfare of the school. I-lis/her has to create conducive environment for 

jointly working of teachers, students and the community towards the progress of the school 

(Talesra, Dashora and Sarupia, 2002: 185: Robbins, 200 I :2-4). 

According to Reynolds (1997:83-84), the principals role can no longer be limited to managing 

the status go through control and compliance. The principal must meet both the management and 

leadership demands of the school by creating a school setting that improve the effectiveness of 

the school. This school setting can be built by principal focusing on: meeting the management 

needs of the school, creating a positive organizational climate, inOuencing attitudes and beliefs 

about change, developing the school wide perspective of the educational program and adopting 

the strategic planning model for school improvement. Maintaining these, Dimmock (1993:66) 

identified the characteristics of effective principal as: 

Having clear visions and goals for their schools, being able to articulate and translate the vision 

for all school constituents, providing a supportive environment that enhances teaching and 

learning, monitoring class room and school practices, actively intervening to reinforce positive 

features of the work of teachers and students but also taking corrective action to target problems. 

In general, the extent to which the principal positively affect the schools effectiveness depends 

on the principals ' ability to demonstrate vision, trust credibility, and inspiration. It is very 

difficult to efficiently and effective implement school education plan and have effective school 

without capable and effective principal (Reynolds, 1997:84). 
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Providing training to principal , teachers, parents, student, parent teacher association (PTA) and 

school administrators to understand what the plan and the change involves and to learn how to 

paJ1icipate effectively in an environment characterized by shared decision making and 

collaborative work relationship would be essential. Different authors have written on school 

principal leadership practices in different administrative setting and tasks of school organization 

Benjamin, J. and Blase, J (1999) noted that a leader who intends to bring about a change must 

develop and articulate a vision of what a school looks like. In order to manage and administrator 

school efficiently, he must provide organizational leadership in the school. In this respect, he is 

responsible for planning, organizing, coordinating, operating, monitoring the staff and the 

students and managing school building and facilities (Mussaz, 1982). 

He/she also noted that the principal is an organizational man who must plan and sustain an 

organization of the school. He plays an important role in communicating his ideas to those with 

whom the works and he must be responsive to the communication of other. I-Ie provides a 

leadership recognizing the impact of the changing word out side. He also seeks to transform the 

behavior of teachers, students, and member of the community. So that they will better serve 

themselves their follow men , and the educational enterprise from which they reap untold cultural 

and personal benefits. 

According to the GLiSI (2006) study, there are eight major roles of school principals: 

curriculum, assessment and instruction ; data analysis, process improvement, learning and 

professional development, leadership; performance operations and change. On the other hand, 

www.wikipedia.org listed about seven major roles of school principals: 

They make sure the faculty is doing their jobs correctly and are happy doing their jobs, they 

make sure the curriculum up to standards of teaching, they make sure that staff learning need 

wand professional development is maintained, they keep lines of communication open with the 

teachers and parents, they keep up on what is going on at other schools around them so they can 

stay on top of educational needs and preferences, they get together with staff on a regular basis to 

see if any new ideas or suggestions can be used at their school to improve it for the students 

learning process. 

They deal with administration, soundings etc. Similarly, MOE (2002) listed about 22 roles of a 

school principal , of which the follovving are crucial : The school principal together with parent 

teacher unity and school community prepared annual plans with executing budget there by. 
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implement it accordingly when approved. He makes sure that each department and teacher 

prepares a plan that emanates from the school plan and assures that it is based up on national and 

regional goals set. 

He also makes sure that teachers are informed and introduced with new events and new teaching 

and learning as well as working methods by preparing short term training and experience sharing 

programs at the school level with the view of helping them develop professionally. And 

coordinates co-curricular activities together with parent-teacher unity for the success of students 

educational activities performed in the class as well as outside the class. 

As a result, the well-being of a nation is dependent up on the quality of its citizens. The quality 

of citizens is significantly determined by the quality of education they receive. The quality of 

education depends up on the quality of teachers the system produces. Miyan in Raj put 

(1996:140) 

Various Models were developed to explain professional development of teachers. Guskey(2002) 

has viewed CPD as a tri- dimensional aspect of the change process that includes teachers' class 

room practices change in teachers attitudes and beliefs systems and change in the learning out 

comes of students. The pedagogical versus subject area model emphasized the need for qual i fied 

teachers who have appropriate subject knowledge and pedagogical skills (Amare,A, Daniel, D. 

Derebssa, D., &Wanna, L. 2006). Ehman, bonk and Yamagata (2005) developed the Teacher 

Institute for Curriculum Knowledge about Integration of Technology (TICKIT) Model. The 

Model integrates technology with individual and group activities in the school settings. 

An evaluation study by I-Im'amaya University (MOE, 2009a), for example, indicated that the 

CPD structure was absent or in adequately organized in most of the schools. The study further 

reported in consistencies in implementation, resource limitations, and communication gaps 

among stake holders.Although interviewed teachers ascertained that the program has brought 

significant changed in their attitude towards the profession, lack of readiness to participate 

actively in the program was found to be an overarching problem. 
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An assessment made by Mekelle University (MOE, 2006) also suggested that ELiP and CPO 

trainings resulted in outstanding changes compared to other forms of trainings received by 

teachers, to demonstrate the "student centered" approach in their class rooms. 

Taking into account the major findings and implications of the impact studies conducted by the 

two universities and the recommendations entailed from need analysis (MOE,2009b, the new 

CPO program underlines the importance of awareness-based understanding of all stake holders 

on essence of CPO, active involvement of teachers in planning and implementing the CPO 

program, relentless effort to bring change in students' learning through continuous improvement 

of one ' s teaching methodology. 

According to the new CPO frame work and toolkit documents (MOE,2009b), the CPO IS a 

developmental program that moves in a cyclical path anchored at four stages namely: 

Analyze -> Plan -> 00 -> Evaluate.The aim of the new CPO is "to improve the performance of 

teachers in the class room in order to raise student achievement and learning. It is a career - long 

process to improve knowledge, skills and attitudes centered on the local context particularly class 

room practice" (MOE, 2009a, P.16). 

To make this tangible principal is supposed to believe in the power of education to make 

difference to the lives of individuals and to society.As long as she/he is the leading educational 

professional in school , she/he is required to inspire students, staff and members of the 

community to continuously enhance the learning of all. The Major role of the principal is 

prevailing professional leader ship and Management for a school. This will promote a secure 

foundation from which to achieve high standards in all areas of the school ' s work. Principal must 

establish a culture that promotes excellence, equality and high expectations of all pupils. 

Principal provides vision , leader ship and direction for the school and ensures that it is Managed 

and organized to meet its aims and targets . 

The role of principals are the most important responsibilities is to ensure that improvement of 

plans renect the characteristics of their own school and its community. In matter of school 

change, traditional top down leadership is a recipe for failure " leader ship to be effective must 

4 



spread throughout the organization"(Fullan ,2005 ,pS7). One way to begin the distribution of 

leader ship for change is to appoint a core leadership team that includes a majority of teachers. 

This team can coordinate the change effort, and members can serve as liaison to other teachers 

over time, other teachers throughout the school can assume various leadership roles in the 

change effort. 

Principal as the school leader should give attention on school improvement through strong 

instructional leader ship pre supposes the impOltance of building teachers capacity through 

continuous professional development. Therefore, it is essential for school system to improve and 

keep up to date the professional competences and academic abilities of principals and teacher as 

well.As scholars stated that the biggest and recent shift in the role of the principal towards being 

the instructional leader of a school has made a paradigm shift. The new role is significant, 

requiring that a principal must be steeped in curriculum, instruction, and assessment in order to 

supervise a continuous improvement process that measures progress in raising student 

performance (Elmore, 2000). 

Remember to support the learning of all teachers in the school including the principal you can ' t 

change other people, you can only change yourselfwith the motto of ' never give up'. 

Teacher perceptions of the principal as instructional leader can have a major impact on the 

school culture. If the teachers think their principal to be only a manager, it is reflected by the 

culture at the school. Smith and Andrews (1989) described the instructional leader principal as 

being visible in them frequently , and providing them with instructional support in the school as 

supporting teachers with materials and resources, communicating their work. 

The most influential portion of a principal role as an instructional leader is supporting and 

developing the professional growth of teacher. Sergiovanni (1987) labels the instructional leader 

as the " leader of leaders" because he/she develops instructional leadership in teachers and 

Quality of instructional leaders to create systems. Which enable relevant professional activities 

to occur for principals, just like teachers, principals professional development must be planned 

for the long term embedded in their jobs focused on stuclents achievement and supportive of 

reflective practice. It needs to include opportunities to work discuss and solve problems with 

colleagues. 
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Successful professional development takes time principals, just like their teachers, benefit 

fi·om professional development that designed to improve student learning cultivates team 

relationships examined best practices, provides coaching support, encourage risk-taking and 

provides quality time for reflection and renewal.At the end, principals and teachers should leave 

these experiences with a renewed sense of faith in the trans formative power of school in 

students ' lives. The major purpose of this research is improving the continuity of teachers 

involving in CPO and developing teacher's attitude towards the importance of CPO in and 

outside of the school during teaching and learning process. Thus, the objectives of this study is 

to examine the roles of school principals in facilitating CPO, opportunities, challenges and 

prospects of continuous professional development with interaction of principals as per the new 

CPO program in a selectee secondary school at Sebeta city Administra~ion. 

1.2. Statement of the problem 

The Education and Training policy of Ethiopia (ETP) recognized the need for the continued 

professional growth and development of all teachers at schools. The continued professional 

growth and development of teachers is necessary for secondary schools to continue to provide 

educational program school principal plays every role which brings new instructional methods 

by being good facilitator to exchange different experiences among stakeholders. 

According to an evaluation study by Haramaya university (MOE, 2009a), for example, indicated 

that the CPO structure was absent or in adequately organized in most of the schools. The study 

further reported in consistencies in implementation, resource limitations, and communication 

gaps among stake holders. 

A Ithough teachers in their attitude towards the profession, lack of readiness to participate 

actively in the program was found to be more in problems. An assessment made by Mekelle 

University (MOE, 2006) also suggested that ELiP and CPO trainings resulted in outstanding 

changes compared to other forms of trainings received by teachers to demonstrate the "student 

centered" approach in their class rooms.From these two assessments taken by different 

Universities I understood that there were the limitations of resources, time and communication 

gaps and lack of continuity. Even though these limitations challenging the activities of CPO, in 

my point of view it is better to do through coordinating the school teachers on the behalf of 
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school principal as a change agent to bring continuous CPO provision in school compound with 

the full commitments. 

Here the school principal plays every role which brings new instructional methods by being role 

model for the school stakeholders. 

Research Questions 

I. How do teachers and CPO committee members perceive the purpose and importance of 

school- based teacher professional development? 

2. What are the principal key roles in involving teachers in professional development at school? 

3. What provisions are in place to support teacher professional development efforts at school 

level? 

4. What are the major challenges and short comings observed in implementing teacher 

professional development program? 

1.3 Objectives of the Study 

1.3.1 General Objective of the Study 

The main objective of this research is to study and explore the current roles of principals III 

involving teachers on professional development and to improve the quality of education 111 

the secondary schools at Sebeta city admini stration and present alternative suggestions for 

full-fledged provision and implementation of continuous professional development (CPO) 

The objective of this study is to examine the major challenges that affect school based 

professional development (CPO) programs is to raise the achievement of students in secondary 

schools of Sebeta city administration as \,vell as to improve the performance of teachers in the 

class room. It is career long process of improving knowledge, skills and attitudes - centered on 

the local context and , particularly, class rooms practice. According s to MOE (2009b) all 

teachers must be actively engaged in: 

Their own learning process, working with their colleagues, identi fying their own needs and the 

wide range of activities, formal and informal , that will bring about improvement of their own 

practice and the practice of others. 

One of the most important responsibilities of principals is to ensure the implementation of 

continuing professional development in the new perspective ,,,ilh its several characteristics. 
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1.3.2 Specific Objective of the Study 

The specific objectives will be: 

.~ To investigate the roles of school principals' through strong instructional leadership 

presupposes the importance of building teachers capacity through teachers' professionals 

development. 

~ To forming partnership with the school community describes how principals build, 

facilitate and maintain working relationships with teachers, colleagues and other 

educational experts to enhance student learning . 

. i, To improve principals' roles and teachers' subject matter knowledge based on the content 

of the curriculum and the teaching approaches which require teachers to engage students 

in the development of higher order thinking skills. 

~ To identify the school leadership roles on implementation CPO opportunities challenges, 

and useful experiences. 

4- To propose solution for the observed problems. 

1.4 Significance of the Study 

The main purpose of this study is to investigate the major roles of school leadership /principals/ 

in involving teachers on professional development and its challenges encountered in practicing 

school based continuing professional development. To what extent principals using different 

opportunities and engaging teachers on their own continuous professional development 

throughout their careers, and how much principals and teachers working collaboratively with 

colleagues to improve teaching and learning. In this process the research may suggest some 

possible ideas for unsuccessful principals' roles in secondary schools at Sebeta city 

administration . The results of the study may benefit: 

I. It may give pertinent and timely information to secondary schools, governmental and non­

governmental agencies concerning the existing roles of principals to involve teachers or CPO 

programs 

2.The results can increase the a,vareness of key officials of federal regional and 'city education 

bureau ' regarding the roles or principals to involve teachers on CPO in comprehensive and 

sustainable programs that can help teachers develop their capacity in I:elation to the newly 

and timely priorities of the country. 
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3. Findings of this study can have implications for the improvement of quality of education, 

which is the pressing problem of the education sector in general and the secondary education in 

particular 

4. It provides information, to keep policy makers and decision makers who are involved directing 

or in directly in the planning, development, management and improvement of the secondary 

school principals and teachers' professional development. 

5. It may initiate intervention programs that may introduce frame work for implementing a 

system of establishing roles of principals in involving teachers on professional development not 

only at the secondary levels but also all level of the sector and other ministry of the country 

6.1t may also serve as a reference for further research in the area of school leadership roles to 

involve teachers on continuous professional development (CPO) as it is crucial issue in 

school functioning that improves learning opportunities. 

1.5 Delimitation of the Study 

Although there can be other educational issues which may affect the quality of education, this 

study focuses on the roles of school leadership to involve teachers on continuous professional 

development in relation to quality of education. Besides, the researcher believes that it would 

be better to extend the number of the research participants used in the study. The other underling 

reason for the selection is that first no similar studies have been conducted so far in Sebeta City 

Administration, thus the nobility of the research makes it viable. Second, although the city is 

not marginalized area and is located close to the capital city of the country , Addis Ababa, 

Sebeta has one of the least performance of the students in , which perhaps demands further 

investigation. 

Third, the city can be a representative as there are some variations among all secondary schools 

as far as activities in principals ' roles to involve teachers on CPO are concerned. Finally the 

study area is accessible that can facilitate easy communication for investigation hence , the 

study will only focus on two government general secondary schools. The two have been 

purposely selected from the center of Sebeta city administration setting due to the low 

performance of the students ' result in National Examinations and their accessibility to the 

researcher. Furthermore these are the only two government schools available and CPO is 

implemented. 
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1.6 .Limitation of the study 

It is obvious that research work could not be free from limitation, that hinder this study was also 

constrained with some limitation. One of the limitations was that most of the principals, 

teachers, 

department heads, supervisors and city education office experts were burden by routine office 

and 

none teaching activities and they were not devoted to fill the questionnaires and interviews on 

time. 

1.7. Operational Definition of Terms 

Cluster resource supervisor: - is an educational expelt assigned by education office of the city 

to give professional support. 

Continuous:- none stopping. 

CPD:- Continuous Professional Development 

Development:- stronger than before Or good standard. 

Influence:-the power to affect, change or control , somebody or something. 

Involve - something to take part in or be concerned with something. 

Principal :- refers to director of the school. 

Professional:- connected with ajob that needs a high level of training and lor education. 

Role:- the position or function of somebody or something in a particular situation. 

Secondary school: a structure of educational system that includes general secondary education 

(9-10) and preparatory education. 

1. 8. Organization of the Study 

This study was organized in to five major chapters, the first chapter was deal vvith introduction 

and statement of the problem, chapter two was deal with review of related literature, chapter 

three dealt with the research design and methodology. Chapter four was treated presentation and 

analysis of the data. 

Finally, chapter five included summary, conclusion and recommendations of the study 
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CHAPTER TWO: -REVIEW OF RELATED LITERATURE 

2.1. WHAT IS CONTINUOUS PROFESSIONAL DEVELOPMENT? 

The idea of continuous professional development emanates from the understanding that 

reflection on sel f- practices and collaboration are essential to improve competence and bring 

quality in education. Teachers and schools are responsible for student learning knowledge does 

not power from outsiders; it is to develop through collaborative discussions, application and 

reflection in accordance with local real ities (Sparks and Hirsh, 1997). 

Scholars defined the practice of teacher's continuous professional development in various ways; 

but they express the same concept. For example Hayes (2004) defined continuous professional 

development as, "The activities designed to support teachers in using standards, based instruction 

and also to help them to develop and interpret standards, based assessment" Tilahun (1990) also 

designs continuous professional development as whole range of planned activities by which 

education personnel in active service have opportunities to further their education develop their 

understanding of educational principles and techniques. 

The definitions given by the above scholars have one crucial thing in common; they all agree that 

continuous professional development activities are mainly concerned with the improvement as 

schools and professional development of individual teachers and the school community as a 

whole. We can therefore understand from this that continuous professional development 

activities are career life endeavors to improve professional competencies and standards. The 

definitions also carry the message that the process includes renovation of knowledge, skill and 

attitude so as to elevate one ' s professional status to the desirable level. 

Continuous professional development prepares teachers to manage their future responsibility 

because it is a future oriented process. It is considered in this research as one of the most 

important pedagogical activities that is used to improve teachers effectiveness and enhance 

school improvement with all its constitute parts. 

Many writers use continuous professional development interchangeably with staff development 

(Tilahun , 1990) and (Clyne, 1995). However, (Huberman in Soler, 2001) and AbdalHaff (1998) 

Scrutinized the differences between the two. 
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He considered staff development as narrowly focusing on minor in situational missions; lacked 

integration among en forces , follow-up mechanisms, results were not satisfactory; attempts were 

just to relieve crises; and reliance was on external the content and method of learning to choose 

the content and method of learning. Continuous professional development, on the other hand, is 

concerned with staff collaboration, broadening of pedagogical and subject matter knowledge, 

strengthening of relationships between schools and research institutions, minimizing the gap 

between professional requirements and limitations in pre service teacher training, limitations in 

pre service teacher training and focuses on capacity building up to required standards. It 

emphasizes on empowerment and responsiveness to local needs and identified development 

needs rather than prescribed ones. 

2.1.1. What necessitates continuous professional development? 

Change is inevitable and unavoidable. One of the means to cope up with changes is improving 

oneself through learning, which is a continuous process. Ongoing experimentation on existing 

knowledge is always useful. In order to cope up with the ever changing environment, however, 

the need for improving oneself is unquestionable. In this respect, professional development has 
~ \: 

become increasingly int r ci'rtant as a way to ensure that teachers succeed in matching their 
< 

teaching goals with their students and demands of the community. The future of any country 

depends on the quality of man power and technical ability. To have a qualified man power with 

such ability, one time training is not sufficient, it should be given continuously. By the same 

taken, to have a well fitted and up to date teacher, a continuous developmental training is a must. 

In this respect, Fullan (1998) noted the following :"1 I' schools are to become responsive, 

reviewing institutional that they must, the teachers in them must be purposefully engaged in the 

renewal process." 

TESO (2003) noted that the malll factors that initiate the needs for teachers continuous 

professional developments practices are diversification of student culture, rising demand for 

quality education and ,vork conditions, varying service deliver reform , expectation of curriculum 

to serve immediate needs from various interested groups, students inadequacy in social skills and 

sci r-centeredness of adults . Sharma (2005) on the other hand , pointed out some factors that 

initiate the need for professional development as: the defects in pre service training and 
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education, gap in pre service training and real working situation, introduction of new roles of 

teachers and others. Craft (2004) also listed some reasons as to the need for continuous 

professional development. To improve the job performance skills of the whole staff or groups of 

staff. Improve the job performance skills of an individual teacher, extend the experience of an 

individual teacher for career development or promotion purposes, develop professional 

knowledge and understanding of an individual teacher, develop an enhanced view of the job and 

enable teachers to anticipate and prepare for change and clarify the whole school or departments 

policy 

In short, the need for continuous professional development and the reason why many teachers 

engage in professional development is to be able to do a better job, to be a better teacher and to 

improve the learning of their students. In this respect, Bell and Gilbert (1996) noted that while 

these professionals concerns are for most, they will also protect their own series of well-being, 

self-esteem and ensure that they as teachers are viewed with respect by their students, colleagues 

and the community. In view of all the above facts, one can clearly understands that continuous 

development training must be considered as normal characteristics of teachers work throughout 

their entire career. And the success of thi s practice needs active participation of all stake holders 

such as school principals, teachers, student's community representatives and officials of the 

education sector. 

2.1.2. Approaches to continllolls professional development 

In a broader sense, as noted in the web site, www.wikipedia.org, professional development may 

include formal types of vocational education, typically post-secondary or polytechnic training 

leading to qualification or credential required to obtain or retain employment. Professional 

development may also come in the form of pre-service or in-service professional development 

programs. These programs may be formal , or informal, group or individualized . 

Professional development opportunities can range fi'om a single work shop to a semester-long 

academic course, to services offered by di fferent professional development providers and 

varying widely with respect to the philosophy, content, and format of the learning experiences. 

Some examples of approaches to proressional deve lopment listed by the same web site include: 
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Case study method, consultation, coaching, and communities of practice, lesson study, 

mentoring, reflective supervision and technical assistance 

Similarly, John Nixon (1989) put CPO approaches by categorizing them in to three groups based 

on the methods they follow: 

Methods 

On-the-job method Off- the- job method (school- based) Off- the- job method (external) 

Instruction Discussion groups External courses 

Demonstration Staff meeting Management courses 

Coaching Visiting speakers Visits 

Counseling S,chool based courses Second mentor 

Job rotation Team workshops Cross-school link 

Observation Pupil- tracking Conferences 

Team teaching School Conferences Regional meeting 

Gusky T. and Huberman, M. (1995) on the other hand , listed four major approaches to 

professional development, Work shop (presentation- fosters acquisition of new skills and 

knowledge about a topic through direct instruction and pal1icipatory activities, Observation 

/Feedback provides practitioners with data and feedback regarding their performance, Inquiry 

/research- requires practitioners to reflect up on their daily practices in a systematic, intentional 

manner, over time and Product/program-development-engages practitioners in such processes as 

curriculum development, program enhancement, and program improvement. 

According to these authors, workshops / presentations may be a first step in the professional 

development process, particularly if the purpose is to raise awareness among participants 

regarding new ideas or strategies. A work shop may be a vehicle for introducing practitioners to 

other approaches to professional development, or it may be a jumping off point for renning skills 

or for further exploring other concepts. Practitioners may, for instance, want to practice a new 

skill introduced in the work shop, and choose to follow up with the observation /feedback 

approach. Or, practitioners may wish to explore a new concept introduced in the vvork shop 

through the Inquiry/ research approach. Likewise, workshops or conferences may be held to 
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discuss needs assessments and to collaboratively plan program or product-development 

activities.Different literatures reveal that there is no single best approach to professional 

development rather; it is preferable for multiple approaches to be integrated with one another and 

address the complex and dynamic characteristics of specific program contents and learner needs. 

Success rests on finding the optimal combination of approaches for different situations. Fullan 

(1999) pointed out the importance of the recognition that the educational change process is 

complex. To deal with such complexity is not to control the change, but to guide it. Also, he 

provides eight new lessons about guiding change . 

.i- Moral purpose is complex and problematic 

.i- Theories of education and theories of change need each other 

.i- Conflict and diversity are our friends 

.i- Understanding the meaning of operating on the edge of chaos 

J- Emotional intelligence is anxiety provoking and anxiety containing 

.i- Collaborative cultures are anxiety provoking and anxiety containing 

.i- Attack incoherence connectedness and knowledge creation are critical 

.i- There is no si ngle so lution. Craft your own theories and actions by being a critical 

consumer. 

2.1.3 Purposes of continuous professional development 

Although the purpose of CPO depends on one's instance and on the value the beneficiary assigns 

to professional development. Multiple purposes of CPO can be observed. According to Nashville 

state community college (http:www.nscc.edu) 

It is concerned with maintaining knowledge and skills. More recently, this would be summarized 

as maintaining one's competence or competencies. It is about keeping up-to-date. 

CPO improves and broadens knowledge and skill; that is , CPO is intended to support future 

professional development 

It develops personal qualities necessary to execute professional and technical duties; such 

personal qualities as maybe needed to achieve the above two purposes. 

As we can see above, the first purpose clearly benefits not on Iy employees and employers, but 

also contributes to the reputation of the profession as a whole and the professional body as well 

as public interest. The second purpose relates largely to the individual professional as the 
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beneficiary. It supports individual professionals in developing and broadening their knowledge 

and skills, which can then support their career development. The third purpose benefits not only 

individual professionals, but also affects clients and employers. 

Sparks and Hirsh (1997), on the other hand, stresses that professional development should be 

designed and implemented for one of the following purposes; awareness /exploration/, skill 

building activities, program improvement, and strategic planning. 

The purpose of CPO according to TESO (2003) is to prepare and support teachers and school 

communities to help students achieve the highest learning standard through improving learning 

process and school environment. Because the purposes of the whole education systems are the 

production of good caring citizens who are enterprising problem solvers, endowed with a belief 

in democratic principles. To meet these long term purposes, the teachers ' education system must 

implement practical and effective continuous professional programs. 

2.1.4 Principles of continuous professional development 

The dynamic evolution of science, technology, culture and school system itself makes it 

necessary for the basic training of teachers to be complemented by the further training. 

According to west (1989) the principles of staff development are the following: Staff must see 

themselves as owners of the program, it Illust suit all staffs, it must be rooted in the 

organizations ' culture and it should be based on need assessment. 

The web site teaching expertise (htlp://wwvv.teaching expertise.com) looks at the principles of 

professional development from a di fferent angle. Accordingly, the principles that a professional 

developments practice should be based are: 

Fairness in selecting beneficiaries and giving equal chance for all staff, based up on rigorous and 

continuous analysis of professional learning needs, be part of a school's overall strategy and sel f­

evaluation, supported by senior leader/managers, subject to review, critically examining all 

evidence, including any unexpected evidence for unintended out comes, and evaluation of 

impact. 

The principles of professional development which help as a guidance reflect the mall1 

characteristics of professional teachers and characteristics of professional teachers and based on 

the societal requirements. This means they are based on the socio economic and cultural 
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development of the society. Consequently, MOE (1994) noted that the professional requirements 

rely on creativity; knowledge and skills, collaboration and cooperation among colleagues and its 

positive attitude towards the needs of the society. 

2.2. Continuous professional development in Ethiopian context 

As indicated above, CPO is a recent phenomenon worldwide. In Ethiopia, as some literatures 

indicate it is even a new issue that has not yet got the attention deserved. As revealed in MOE 

(2005), even though there might have been some efforts to upgrade teacher' s professional 

competence through workshops, seminars and short term training, a dedicated training of CPO 

for primary school teachers was developed only in 2005 . And it was introduced with two 

components. A two year indication program for new teachers, giving training for those who are 

already in the system where each teacher is expected to compete a minimum of 60 hours CPO 

per year. 

Many of the ideas of education quality and teacher learning are evident in Ethiopia 's current 

policies and programs, particularly in the overall guide lines for quality teacher development in 

the teacher education strategic objective (TESO) and the in service continuous professional 

development (CPO) program, both of which are national policies adopted by all of the regional 

states (MOE, 2005). 

In the same taken , Amare et al (2006) indicate that the government acknO\Nledges the key role 

that teachers play in education quality and places teachers at the core of its quality improvement 

strategies. 

Never the less, findings at different studies show that the quality of CPO program in Ethiopia is 

low and it was deservingly criticized for focusing on qual i fication up grading, inefficient 111 

producing enough number of teachers and for lack of necessary quality. Moreover, CPO III 

Ethiopia did not equip teachers with the necessary pedagogical skills and sense of 

professionalism (Bilillign cited in Tilahun 1990). MOE (2005) also recognized:"Lack of 

teacher ' s commitment, school initiatives, trainers' capacity problem and lack of supervisory 

support from the principal were among the various implementation problems while CPO was 

practiced:'Furthermore, TESO (2003) identified the problems of the CPO program in the country 
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as; poor educational management and planning, and lack of crucial, effective and positive 

support and supervision combined with mismanagement of scarce resources. In addition, the 

quality of educational leadership at grass root level and the role of the community in the 

implementation process have not been satisfactory as desired. 

2.2.1. The Role of TESO program in relation to continuous professional development 

The policy document MOE (1994) indicates that during the earlier two decades education was 

entangled with complex problems in that it lacked relevance, quality, equity, and accessibility. 

In addition , in adequate facilitates , in sufficient training of teachers, overcrowded classes, 

shortage of books and other teaching materials are mentioned as indicators of low quality of 

education . On top of these, low participation rate of the relevant age cohort, wastage due to 

discontinuity of education and relapse to illiteracy are cited as major problems. The document 

further states that, to overcome these problems, the government of Ethiopia set a new education 

and training policy. The policy states general and specific objectives of education, an overall 

strategy and areas of special attention and prioritized action . 

Teachers training and over all professional development of teachers and other personnel has been 

considered among the three areas of special attention and prioritized action. According to the 

some document, to facilitate implementation of the policy in the area of teacher education, a task 

force was formed to study the problems. 

The study repol1 showed that the Ethiopian teachers ' education had multifaceted problems, and 

this led to a complete teacher education system over hour, hence, the emergence of TESO. 

The strategy set for staff development includes introduction of relevant pre- service and in­

service teacher training and development of educational and subject maller competence among 

teachers. To this effect short- term training and learning in higher education and diploma 

program for teacher certification are being implemented. From the above point, one can 

understand that TESO is created to improve the overall quality of education based on the new 

education and training policy. This was to be accomplished through teacher training and over all 

professional development of teachers and other personnel. 

The national frame work for the teacher education system over haul (TESO) document has 

envisaged five major priority programs. It is an extensive and radical reform of the teacher 

educntion system encompassing areas raining from pre- service teacher education to continuing 
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professional development. Though CPO is not new to Ethiopia, there was no structured provision 

of CPO for teachers in schools. TESO-CPO strategies aim to put this structure in place (MOE, 

2004). 

The TESO _CPO strategy has three phases to be accomplished at the school or cluster level: 

Induction, the proper CPO training and individual CPO. The former two are modular approaches 

planned for two successive years. Induction is a program for newly deployed teachers having 

four modules, two per year to be practiced in the actual teaching with mentor. 

The proper CPO, on the other hand , is meant for those teachers already 111 the system or 

requirement with the objective of licensing. 

Besides, TESO (2003) identifies features influencing CPO programs implementation as follows:­

I. Lack of motivation and application , combined with self-interest and lack of training 

appointees, have created achievement of apathy and cynicism amongst teachers; 

2. The geographical feature of many regions and resulting problem of access transport and 

communication will limit access for many teachers to sustained professional development 

programs outside their own school; 

3 . Lack of available City Education Experts, personnel to plan, manage and monitor the 

program; 

4. The quality of knowledge and expel1ise available in administrative positions; 

5. The severely restricted availability of resources to sustain development, including access to 

electricity and technology, especially in schools of remote areas. 

So, from the above facts it looks that by revising TESO in order to Improve the qual ity of 

education in Ethiopia to large extent through teachers ' professional development strategies. It 

does not only suppol1 CPO activities but CPO is became one component ofTESO. 

2.2.2. School-Based Practices of Teachers' Con tinllolls Professional Development 

The schools, ,vhere teachers work together on a daily basis and share their professional 

experiences is the obvious place for the most effective staff development to take place (TESO, 

2003). In other words, school based practices of teachers ' continuous professional development 

as a new approach where teachers, school principals and others develop their knowledge and 

skills at the work site, is the best way that change in education can be realized and sustained. It is 
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where improvement in education start' . . I . . . . s, I.e., at IInp ementatlon level. It IS also effective m terms 
of time and cost saving for training experience. 

Different examples of CPD activit' " . I " . . les lor teac leI'S can be Identified here:Asslstmg students on 

their personal needs, participating in curriculum- based activities, the use of ICT to increase 

knowledge. 

Moreover, endeavors to meet national qualification or quality standards, reflection on self­

practices, consultation with professional bodies, participation in educational panels, working to 

implement educational plans by school, departments or others as members of a task force, 

sharing experience with other school teachers etc. are all CPD activities (Ti lahun, 1990). CPD 

practices can be formally or informally practiced through the exposure of new information and 

techniques and are varied based on their requirements of time and place. However, the most 

commonly used practices are briefly discussed below: 

2.2.2.1. Induction 

Induction is a systematic organizational effort to assist personnel to adjust to new assignment 

(Castetter, 1992). It could be argued that induction is an intended activity to help beginners and / 

or new staff so as to properly perform their duties. This is because the first year of teaching has 

always been difficult as almost any serving teaching will testify. Newly hired teachers need to 

understand how the system is functioning and how they fit in to it. More specifically newly fired 

teachers face difficulties in understanding their responsibilities due to lack of information about 

the schools mission and its goals. It can be crucial for new staff to have job description and 

knowledge of the formal structure of the school (Craft, 2004). 

According to David (2006) unless teachers get sufficient information about their roles, 

responsibilities and other related issues, they will frustrate and may leave their professional. 

Schools should avoid placing newly qualified teachers to perform complex tasks. They should 

establish guidance and provide assistance to ensure that they can demonstrate their proficiency in 

their teaching. To this effect, Induction programs should be customized based on analysis of 

individual needs to support new teachers from widely diverse backgrounds and experiences. 

The importance of teacher' s induction both for the beginner teachers and the schools is that it 

contributes to avoid unnecessary tension and future mal function. It is known from studies on 
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teachers' professional developme t t'h ' . n - at, teachers who have been left to fend for they In the 

first years of teaching tend to develop a strongly survival- oriented repertoire of actions 

sometimes called survival kit Reilly 1996). 

2.2.2.2. Mentoring 

According to Bladford (2000) mentoring can be defined as a process (assistance) offered bye 

experienced staff to other practitioner who needs to acquire professional skill. The experienced 

practitioner is appointed as a mentor to assist beginning or inexperienced teacher to adapt to the 

demands ofa complex job of teaching. Mentoring recognizes that growth in teaching is a process 

that takes time. A mentor focuses on leal'nino rather than teachino and enoaoes in co- enquiry to 
b b:;:, b 

encourage reflection on teaching as a process. This reflective model i:npropriates more critical 

element in the mentoring process to move teachers from novice thought to expert status 

(Berliner, 1994) 

A mentor provides a new comer with support, problem solving, guidance and new work of staff 

who shares resources, insight, practices and materials. Mentors are also expected to establish a 

supportive supervisory relationship and apply effective counsel ing ski lis (Bleach, 1999). 

Moreover, induction tutors, in their day to day work with newly qualified teachers are expected 

to respect, encourage, motivate and understand them to take increasing responsibility for their 

own development. 

For mentoring to be successful it should be free from compulsion and external pressures. 

Mentees are free to choose their mentors. Mentoring activities are fruitful if they help newly 

qualified teachers to develop; if relationships are cohesive and efforts are collaborative. Group 

achievements are celebrated more than individual efforts. Mentees have chances to reflect. 

Mentors have development opportunities (Glover and Law, 1996). 

2.2.2.3. Peer coaching 

Coaching is the process where a person with expertise III the field assists colleagues through 

structured discussions and activities on how to solve their problems and perform their tasks 

better than they would do it without this assistance (TT A, 1998). The main purpose of coaching 

is improving practical skills. It takes place at work place when workers seek advice, explanations 

or demonstrations. Major coaching opportunities are research participation in study groups. 
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problem-solving teams, observation 
. . . on performance orh . 

participatlflg 111 Improvement endeavors (K . . t elr colleagues, writing journals, 
. alll1auckas 111 Clyne 1995 

In class, coach mg may take different f, , ). 
orms depending on the . 

i e technical coaching- involves tl purposes and goals for coachll1g, 
. le transfer of teachino m h . 
lass room (Moon et al. 200 I) E ' b et ods, II1troduced in workshops, to the 

c '. xpert coach utilizes . II . 
. g particular methods Th b. speCla y trall1ed teachers with expertise 

USln . ey 0 sel ve, support and . 

I I 
' . proVide feedback to the other teachers. 

In genera coac lll1g requires human . t 
111 erpersonal relat' h' . . Ions IpS, collegial atmosphere and 

collaboratIOn. Skill full , knowledoeable ad' 
• . b n committed teachers are required to play coaching 

role. Selectmg appropnate coaches is essential If h' . . . 
. t IS process IS successfully Implemented m 

schools, the education system will benefit a lot. 

2.2.2.4. Action research 

One of the major CPO activities for t I . . eac leI'S IS action research. It is an important practice in 

developing educational profession in educational system. 

To appreciate is importance; we have to answer these questions: 

i. What is action research? 

~ How it is useful for the development of teaching professional and the educational 

system? 

Different scholars viewed action research from different perspectives. According to Gay and 

Airasian (2000) action research is a form of collective self rellective enquiry undertaken by 

participants in social situations in order to improve the rationality and justice of their own social 

or educational practices as well as their understanding of the practices and the situations in which 

the practices are carried out. 

ICDR (1998) also viewed action research as, " .... .. a small -scale intervention in the function of 

the real world and close examination of the effects of such intervention." This entails that it is the 

process by which the researcher involves in the function of real world in order to understand the 

function of real world. 

What makes action research different from pure research is that the former is directed to increase 

the quality of practical appl ication. It is international and fractional in nature. It follows phases of 

bl 'd . • . systelnc·'t ·lc data collection, rellecrion, analysis. data driven action and pro em I entJ hcatlon , . 
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Problem redefinition. It is then ilnp ' . lOVing act" I ( IOn t lrough sy t . . 
2000). s ematlc studies (Gay and A irasian, 

According to Mc. Bride (1996) there are th b' 
ree aSIC reasons I . 

teacher's professional developme t Th w ly action research is good for 
n. ese are :- enquiry based and II . .. 

I 'r own words ' aimed at th . a ows teachers to rnvestlgate 
t lei , e Improvement of t h' 

. . eac rng and learning in schools and leads to 
deliberate and planned action to improve c d" . 

' . on Itlons for teachrng and learning. 
Research IS then useful to generate knowl d . e ge to dlssem' t' . . ' lila e It, to Improve practice and to win 
public esteem to teachers and their professional Th . . . . 

. . . . at IS why school principals and concerned 
educatIOnal authOrities have to undertake ex . 

emplary action research allocate fund furnish 
libraries with current education journals and rei t d . ' I .' , 

a e matena sand IIlvolve teachers in research 
activities (Terry cited in Amare et aI., 200 I). 

2.3. The role of secondary school principals in involving school teachers in CPD 

School principals have mUltiple roles to play in the school to ensure teaching and learning. In 

this part, the overall roles of school principals and their specific roles in enhancing teacher 

professional development are briefly discussed under this section. 

The principal 's primary responsibility is to promote the learning and the success of all students. 

Professional development for teachers that is ongoing and focused toward school goals are 

among the key tasks that principals must perform to be effective instructional leaders in a 

professional learning community(Lunenburg &Irby, 2006). This will require principal leadership 

focused directly on learn ing. School principal can execute this by (I) focusing on learning, (2) 

encouraging collaboration, (3) using data to improve learning, (4) providing support, and (5) 

aligning curriculum, instruction, and assessment. Taken together, these five dimensions provide 

a compelling frame work for accomplishing sustained school- wide success for all children 

(Fullan, 20 I 0; Lunburg& Carr, 2003;Marzano& Waters, 20 I 0). 

The school principal is the chief executive and has the vital role in managing the school. They 

are responsible for planning, organizing, coordinating, operating, monitoring the staff and 

st d t d . I I bLII'ldin <r and facilities On top of that thev are responsible for u en s, an managll1g sc 100 b • J 

' . f' I by developin a CPD proarams. They" .. . should mobilize Improvlllg the qual ity o · leac leI'S b b 

. d beliefs so that every child's learning and growth are 
people to adapt their practices an -

Tiley should be committed to developing their schools as a 
optimized"(Donaldson ,2006:p.1 ). 
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' IJrofessional commun ity'. Principals a" I k 
let le ey pers . d . . 

G d principals are focus d'. ons 111 eterml11l11g the success of a school. 
00 ' e on InstructIon a d t d 

.' . n s u ent learning (Sparks,2002). 
The prIncIpal IS expected to work with p I 

eop e-teachers st d t . " " ' u en s, parents, and the communIty at 
large. EHectlve pnnclpals help other peo Ie to efft· . . 

. P ectlvely do theIr respective work. The school 
PrincIpal demonstrates a personal and profie' I . 

SSlona code of ethIcs. 
She/he demonstrates values, beliefs, and atft d h . ' . . 

lues t at I11Spll e others to hIgher levels of 
performance; serves as a role model and a . .. 

ccepts responsIbIlIty for school operations. They help 
to define and allocate tasks and to coordinate the m . f " . . 

e orts 0 people under theIr supervIsIon . WIth 
reuard to teacher pro fessional developme t . . I 

" n , pnnclpa s need to ensure that strong professional 
development programs are in place in their schools. 

In Ethiopia; school principals are responsible for the overall operations of their schools. They 

serve as the educational leader, responsible for managing the policies, regulations and procedures 

to ensure that the teaching learning process is implemented in a conducive learning environment 

that meets the objectives of the approved curricula. They are also responsible for the 

development of staff training programs in developing and achieving educational objectives in 

accordance with the needs of the school (MOE,2005a) As delineated in the Ministry of 

Education Directive for Educational Management, Organization, Public participation and 

Finance issued in 2002, the duties and responsibilities of school principals include: Providing 

directions and guidance, and assuring that teachers are the necessary instructional materials to 

carry out their duties, creating suitable conditions that make teachers to participate in decision 

making process on matters related to the teaching learning process, creating smooth relationship 

with school community to facilitate teaching-learning process, managing human , financial and 

material capital at their disposal , and mobilizing community for the betterment of secondary 

schools, are only a few (MOE,2002c). 

The purpose of schools is to prepare students to be future functioning members of society, and 

the main function of school principals is to make sure that the teaching and learning takes place 

f'f' . I' I I tl t II stlldents achieve to the best ortheir abilities. The core mission of e ectlve y 111 SC 100 S so la a 

h I " d t' al ach ievements of all learners. At the heart of the school life is sc 00 S IS to Improve e uca IOn, 

h I d I · I' I I d . 11'IP of a school that ensures that the other aspects of a school are t e ea ersllp. tIS tle ea els 
, I d -rl school leadership the school principal in our case, held touether and further deve ope. le , 

b f' . . . . ' .' f'tl school A school principal , a school leader. perorms place a deCISIve role 111 the actIvItIes 0 le . 
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tWO main functions: providing di . ' rectlOn and exercisin . 
simply impose goals on followers but tl g Influence. School principals do not 

, ley work with tl . f, 
purpose and direction. The principal isl' lelr ollowers to create a shared sense of 

. . , ' tlechlefexecutiveofaschool 
The pnnclpal s role IS broad; and his/h I ' . . . er ro e IS crucial to the ef~' .. 
instance, the pnnclpal is responsible f, . " ectlveness of the school. For 

or establishing a str .. 
chievement of the overall go I -f .1 ong vIsion that gives direction to the 

a as 0 tle school She/I . I . 

d
. ., . . le IS a so responSible for maintaining proper 

order and IsclpiIne III the school. She/h . . e IS In charae of s . " . . . . ' '" upel VISing the IIlstructlon of student 

and organIZIng and managlllg the school. She/he la . . . ' . . . p ys a leadelshlp lole III the dally operation of 

a schOOl. She/he provides leadership b d . ' . y emonstratlng care and commitment to academic 

success and by creatlllg a safe teachin G d I .' . '" an eat nlllg environment. In relation to this, Leithwood 

ers lave strong positive influences on staff et al. (2006) states that successful school lead I 

motivation, commitment, and workinG conditions I d' . '" , ea IIlg to enhanced class room practices, 

e, sc 100 plInClpa s need to develop staff which is the core business of schools.As stated abo v I I .' . I 

, '" pmen an wor Ing In teams to capacity and capability, for example throUGh professional develo t d k' . 

ea ers 11 p researc leI'S support identify and address challenges. Extensive studies conducted by I d I' I 

the view that school leadership is the most important element of an effective teacher professional 

development (Sergiovanni , 1984; Elmore, 2000; Stoll, 2004). 

Effective leadership identifies the types of professional developments required to achieve 

intended goals and expectations. Educational leaders create clear understandinG of the chanGe '" b 

process and a deep, current, and critical understanding of how teachers' grow and how students 

learn. Effective leaders engage their staff in professional discourse, drawing on external ideas 

and research to inform their thinking and actions, and encourage them to reflect on what they are 

trying to achieve with students and how they are doing it(stoll ,2004).The prime responsibility of 

all school leaders is to sustain learning. School leaders put learning at the center of everything 

they do. They give due attention to student learning first and then to other things that support the 

learning of students (Blankstein, 2004). In this regard, effective school leaders are supposed to 

have a clear vision of effective teaching and learning (Joyce & Showers, \980). They also need to 

appreciate professional development of their staff and how it can be put into effect as part of an 

O II 
c I I' 'ovement School leaders are required to create conducive 

vera strategy lor sc 100 Impl . 
. sl)1 I'lnprove their teaching practices through continuous 

conditions for teachers to contllluOU 
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learning. They are supposed to provide Ie . . al n II1g Opport .. 
knowledge, skills and attitudes that ar . unities for teachers to develop their 

e needed to lin . . plOve student achievement. 

They facilitate opportunities for staff t I o earn from each th . 

le
dge and model co t' '. 0 er, provide access to specialized 

know, n II1UOUS learnll1g 111 th . . . elr Own practice. Effective school leaders also 
continuously evaluate the impact of prof! . I . . eSSlona learning on the basis of the effect it has on 
student achievement. Pnnclpals play an im '. . . ... . . ' . . pOI tant role 111 factiltatll1g teacher professional 
development that IS central to the Improvement . .. . . . of the qualtty of teachll1g In schools. ThiS IS 

because profeSSional development provides 0 . .. . . . . PPOI tunltles for teachers to acquire new knowledge, 

skills, and attitudes that can lead to the ch a " . . anbes 111 behaviors that result 111 II1creased student 

achievement (Seyfarth , 1996). Principals are 'bl fi . responsl e '01' the organization and management of 

individual schools including the budget assi oned to the sellool b tl d' t . I dd" h I b Y le IS nct. n a ILion, sc 00 

principals are the primary leaders in schools. Good leaders always lead by example. They should 

be positive, enthusiastic, have their hands in the day-to-day activities of the school , and listen to 

what their staff members say. 

Effective leaders are available to teachers, staff members, parents, students, and community 

members. Good leaders stay calm in difficult situations, think before they act, and put the needs 

of the school before themselves. An effective leader steps up to fill in holes as needed. In 

Ethiopia, school principals are expected to play a vital role in coordinating professional 

development activities of teachers. They are key leaders in helping build teacher capacity. 

Within schools, principals are in unique positions to inlluence the implementation of the CPO 

programs because they are the ones who have the greatest direct control over the factors 

affecting school environment. 

As clearly identified in the Ministry of Education Directive (2009, pp. 32- 33), the role of school 

.. . I' I' I" 'I'essional develol)ment include then following: ensuring that 
pi Inelpa s 111 en lancll1g teac lei pi 0 < 

I 
. . ' . I sive and at the center of strategic planning and resource 

earnmg and student achievement IS Inc u ' 
. . p. f'essional Development management strategy within the 

manaboement· creatll1 0 a ContInuOUS 10 , b . 
. . .' CPO eds anal)lsis is carried out each year; together With 

institution; ensunna that an effectIve ne b , 'd . t' n as Continuous Professional Development 
colleagues, identifying issues for conSI ela 10 ' 
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priorities; ensuring that the institution/department/faculty produces an Annual Continuous 
Professional Development . planning and . 

, managll1g the budget; regularly monitoring the 
effectiveness of the changes to teaching and learning. 

Ensuring the quality of engagement of teachers in Continuous Professional Development 

activities, monitoring and assessing the content of individual professional Portfolios and giving 

constructive feedback; collaborating with other local institutional leaders to facilitate effective 

responses to shared Continuous Professional Development issues; collaborating with City 

Education Office and REB professionals to ensure that national and regional Continuous 

Professional Development priorities are addressed in institutional Continuous Professional 

Development planning; taking part in regional and national CPD activities which ensure that 

their own knowledge and experience is up-to- date; and ensuring that all teachers in schools take 

part in sixty hours of Continuous Professional Development activities each year;. The above 

citation highlights the role of secondary school principals in Ethiopian vis-a-vis professional 

development in schools. The school principal as instructional leader should be well acquainted 

with his/her role so that effective teaching and learning takes place and student achievements be 

improved 

2.3.1 The central role of principals in involving secondary school teachers in CPD 

Research done on school improvement revealed that the most effective principals have a clear 

vision of how the school could serve its students had lined resources and piratical with the 

vision, and outside the school , in achieving the goals embedded in the vision (MOE 2012): 

National professional standard for school principals. The principal is the leading professional in 

the school. The major role of the principal is providing professional leadership and management 

for a school. This will promote a secure foundation from which to achieve high standards in all 

areas of the schools work. Principals must establish a culture that promotes excellence, equality 

and high expectations of all pupils. 

I d I · alld direction for the school and ensures that it IS A principal provides vision , ea ers IIp 

managed and organized to meet its aims and targets. 
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The principals working with others is re . 
. . " sponslble for evaluating the schools performance to 

identl fy the prIontles for continuous improve . . 
. . ment and raisIng standards, ensuring equality of 

opportunity for all; developing school rules ad' 
. . ,n regulation and practices, ensuring that resources 

are efficiently and effectively used to achi I . 
eve t le schools alms and objectives and for the day to 

day management organization and administration f th hi " . . 
o e sc 00 . The principal worklllg With and 

throu oh others secures the commitment ofth'd' . 
b e WI er community to the school by developlllg and 

maintaining effective partnerships with different stake holders. Principal is responsible and 

accountable for the development of cll ' ld d I ren an young people so that they can become 

successful learners, confident creative individuals and active informed citizens. Principals 

networks and collaborates with a wide range of people to secure the best possible learning out 

comes and wellbeing of all students she is skilled at establishing and maintaining professional 

relationships and structures principals able to embrace uncertain, complex and challenging 

contexts and work with others to seek creative and innovative solutions that SUppOit quality out 

comes for all. Principal is supposed to believe in the power of education to make a difference to 

the lives of individuals and to society. 

As long as s/he is the leading educational professional in school s/he is required to inspire 

students, staff and members of the community to continuously enhance the learning of all. 

Principals use their strong foundation of knowledge, skills and abilities to innovate and enhance 

their schools and City Education Office. They are leaders who empower and inOuence others. 

They anticipate and monitor situations III their schools and effectively reshape their 

environments accordingly. They respond to the needs of their colleagues and students 

immediately and effectively . For the effectiveness of involving teachers in Continuous 

Professional Development, principals should play the vital role that makes them different from 

other teachers through :-

~ School vision and community leadership 

P · . I I did I t of the vision of the school. Principals understand , mediate and nnclpa s ea t le eve opmen 

I b · f 111'lty This resonates throuoh the strategic vision , cultural values, serve tle est Interests 0 COlllllll . b 

. • ·1 tl seek to prolllote across the school. Principals ensure the traditional and pOSItIve et lOS ley 

by co I I 'c' bOI"at 'l 11 !l with ram i I ies and stakeholders, who represent di verse Sllccess 0 f all studen ts .• ~ 
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community interests and needs and mob·I· - · I IZll1g commun·t . . I Y resources that Improve teachll1g and 
learning. They are able to build trust ac· h 

. . lOSS t e school community and to create a positive 
learning atmosphere for students and staff d . . h· 

. an Wit In the community in which they work. 
J.. InstructIOnal leadership 

Principals share and distribute responsibilities t ·d . . 
o ProVI e quality, effectiveness and coherence all 

components of the instructional system (s I I . . . 
l C 1 as cUrriculum, Instructional materials pedagogy, 

and student assessment). Principles en . . . 
gage 111 contll1uous Il1quiry about effectiveness of 

curricular and instructional practices and work collab . t· I k . ola Ive y to rna e opportunity changes that 
improve results 

Principals have accurate knowledge and understandino of I·e sea I . ttl · I . d 
b rc 1 111 U eac 11l1g earnll1g an 

child development and how to apply such research to the needs of the students in the school 

Principals apply acknowledge and understanding of current developments in education policy, 

schooling and social and environmental trends and developments to improve educational 

opportunities in the school principals provide opportunities for all member of the school 

community to build their capacity and participate in important school decisions. 

J.. Administrative leader ship 

Principal 's mage daily operations and environments through efficiently and effectively aligning 

resources with vision and goals valuable resources include financial human time. Material , 

technology, physical plant, and other system components. Principals identify and allocate 

resources equitably to address the unique academic physical and mental health needs of all 

students. They manage themselves well and use ethical practices and social skills to deal with 

conflict effectively. They understand the implications of child safety, health and wellbeing, 

human resource development 

Principals are able to define challenges clearly and seek positive solutions, often in collaboration 

with others. They know when decisions are required and are able to use the available evidence 

and information to support, inform and communicate their decision. 
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Unit of competenccs 

Dom.No Domains 
Competences 

I School vision and community leader 
I. Lead and faculty ship vision and 

learning 
2. Develop and manage school 

Instructional leadership 
community relations 

II 3. Lead and manage learning and 
teaching 

4. Lead and develop individuals and 
team 

III Administrative leadership 5. Lead and manage school operations 
and resources 

2.4. The challenges in involving teachers on CPD program 

According to Ashebir Mekonnen.(20 14) Master thesis on title of " Practices and Challenges of 

school based continuous professional development in secondary schools of Kemashi Zone" at 

Jimma University. Cited that there are different challenges or obstacles in order to achieve the 

predetermined goals. These challenges need effort and strength of mind to solve the existing 

problems and to become successful. According to the finding of the MOE (20 I 0) , the major 

challenges identified at the national level to practice CPD program are; lack of trained facilitator, 

time constraints of teachers, the cluster resource centers were not well organized and 

transforming CPO activities, teachers are not provided awareness about the background of CPD, 

lack of CPO books, absence of coordination between the stakeholders , teachers are not 

motivated by the city education officials to solve the ongoing problems, and less committed of 

the stakeholders. 

According to Falk (200 I) lack of uniformity of the CPD format for Portfolio and absence of 

guide line about what should be included in the format confuses teachers. Similarly, principals 

and the school based CPO facilitators or mentors are not performing their responsibilities of 

providing clear feedback for teachers on the portfolio documents. This absence of feedback on 

the portfolio development compels teachers to repeatedly copy the already existing portfolio 

documents. Most teachers have no knowledge about the purpose of the pOltfolio. Thus, teachers 

see it as time wasting paper work rather than as means of professional development. Many 

t I fill " tl C'ol'lllat not knowina why and what the outcome of the task could be. eac lers are 'ling In le (' ( "' 
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This creates less comm itment and resist . 
ance agall1st the implementatio f th CPO " 

F rt l ennore leadership ad' . n 0 e practices. u 1 , n SuperVIsion for rofe . 
. . . . P SSlonal development is distributed among 

teachers, principals and other admlllistrato S h 
rs. cool based CPO' . . IS most effective when there are 

strong leadership and supervisory assistance. 

But, defects in the leaders recognition of the I f h' . 
va ue 0 Igh quality professional development 

discourages and underm ines teacher participatl' d C " 
on an ommUlllcatlon about the benefits of 

professional development to stake holders(Gray 2005) B 'd I" . , . eSI es IInlted resources hll1der the 
effective implementation of CPO. Almost II CPO. . a proglam need a certalll amount of monetary 
and material inputs to run . It does not matter wilelilel' I't 's I I ff I I ' b d I on-sc 100 or 0 " - SC 100 site ase 
CPD. Without financial resources, CPO program cannot run. 

These programs need financial resources for logistical purposes. These may include 

transportation, buying of materials to use during and after the training, paying allowances to 

resource persons and participant and paying for accommodation of participants if the training is 

an off- school site based CPO program (Mohammed, 2006). Governments need to commit 

themselves to CPO program budgets and ensure that they are used for the intended purpose. Cost 

effective ways of running effective CPO programs need to be explored so that the programs do 

not suffer much due to limited funding. In addition, duration and time span of CPO program is 

another determining factor for the effective implementation of CPO. Several authors including 

Penuel , Fish man , Yamaguch i & Gallagher (2007) have pointed out that a common criticism of 

professional development activities designed for teachers is that they are too short and offer 

limited follow-up of teachers once they begin to teach . His results in teachers either assimilating 

teachino- strateoies into their current repertories with little substantive change or rejecting the 
'" '" 

suggested changes altogether. 

Another scholar, Brown (2004) argues that professional development that is of longer duration 

and time span is more likely to contain the kinds of learning opportunities necessary for teachers 

to integrate new knowledge into practice. And also, Little( 1992), stated that in most cases 

t I I · ced to imlJlel11ent reforms in subject matter teaching that end with eac leI'S are poor y expenen 

tl b f I · t' Or' tlle contents with students opportunity to learn. Fine (1992) as le a sence 0 ' t le II1tegra Ion 

31 



cited in Little( 1992), further indicate that the magnitude of CPO task frustrate teachers and 

discourage them dilemmas. Moreover less committed leaders damage the coordination of CPO 

program. Generally, the main challenges that can hinder teachers from active involvement in the 

process of school based CPO are lack of skill, lack of budget, lack of interest, becoming too 

ambitious and looking for immediate return from CPO program, less commitment and teachers' 

resistance, low level of understanding about the significance of CPO, scarcity of need based 

trainings, lack of uniformity on how to use the portfolio modules, and absence of consolidated 

collaborative school system. 
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CHAPTER THREE:- RESEARCH DESIGN AND METHODOLOGY 

3.1 I~ESEARCH DESIGN 

This chapter deals with the research desion . . 
'" , soulce of data, sample population and samplIng 

techniques. Moreover, it deals with instrum t ·f d' . 
en 0 ata collectIOn, methods and presentatIOn of 

data analysis. The main intention of this study as ITIe t' d I' . h I f n lOne ear ler IS to assess t e ro e 0 

secondary school principals in involvin o secondary SCllool t h . CPO Th· · d '" eac ers 111 program. IS stu y 

used the descriptive survey methods to apply due to the following purposes; to triangulate 

instruments and to apply both statistical and document analysis. 

The research design employed in this study was descriptive survey because it was in which the 

researcher interacted with the participant, may involve surveys or interviews to collect the 

necessary information with the belief that this method was suitable to obtain sufficient 

information on the issue under study from a relatively large number of cases as a particular time 

and it enabled to answer the basic questions identi tied. I also agree according to (Cover et ai , in 

ICDR, 1999). 

This kind of Descriptive survey methods was assessing the following methodology: 

Describe the nature of the existing condition 

Identify the standards against which existing conditions can be compared 

Determine the relationships that exist between specific events 

Hence, it was preferable to use descriptive survey method in light of the objective of this study. 

3.2 SOURCES OF DATA 

The primary data mainly included school principals, supervisors, teachers as well as Education 

. ' d S d Y source of data treated schools CPO Experts of Sebeta City AdminIstratIon. An as econ ar 

I · d ol·t~olio document system. plan, the study report, eva uatlon an p II 

3.3 SAMPLE AND SAMPLING TECHNIQUES 
. . .. . .. , oovernmental and seven private secondary schools. 

In Sebeta cIty admll1lstratIOn , thele 81e two", '. 
. ental schools were taken lor the study PUI pose 

Among those secondary schools two govel nm . 
. d . , schools teacher is more expected In . . I' 'nvolvll1° secon 81) because the role of pnnclpa In I '" . . 

I k r readiness lack of commItment to update 
f I teachers have ac 0' , governmental school. Most o · tle . , 
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their knowledge and they are not dedicated fl . 
, . . or w lat they are teaching in case of enhancing the 

student s pel fOrInance when compared with ot! . 
ler prIvate secondary schools. 

In this research the researcher took 100 populati ~ 
. ons rom both secondary schools because these 

numbers were already eXisted thus from sebeta d 
' secon ary school 41 males 13 females and , 

totally 54. From Wato secondary school 35 males II C" I , lema es, totally 46. From the two schools 
76 males and 24 females. 

To increase the reliability of responses and since the total number of teachers in the two schools 

were relatively small , large numbers of sample population were taken. Hence, the study took 60, 

(80%) teachers from both secondary school 30 from Sebeta and 30 from Wato secondary schools 

because the number of teachers which the researcher took enough for the purpose of minimizing 

the cost of resource. To ensure a fair representation of samples from each school, the total 

population of 100 and 75 were selected as a sample using simple random sampling technique 

depending on the population distribution or teachers in each secondary school. According to 

John W. Best and James V. Kahn (2005) ;the simple random sampling indicated that the 

individuals were chosen in such a way that each has an equal and independent chance of being 

selected . 

From the total population 15 of the respondents were department heads, principals, cluster super 

visors and experts. The study took 15, (20%) involved in interview and focus group discussion. 

School principals (two from each school) on the basis of purposive sampling techniques to select 

education office experts, department heads and supervisors as well , purposive sampling 

techniques was also employed . 

3.4 Instruments of data collection 
. . d ' tl' s study were Questionnaire for teachers from the 

The data collection tools that wele use 11l 11 

. . I d two vice principals from each school and two 
two selected school , Interview two pnnclpa s an . . . 

. . ds and few experienced teacherswere participated 11l 
education office experts. Depal tment hea . .' . 

I AI Document analysIs on the roles of the plll1clpals 
Foclls group discussionfrom both Schoo s. so, 

regarding the CPO. 
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Questionnaire 

A self-report questionnaire piloted in two sec d. 
on al y schools was distributed to 40 teachers 

teaching in the secondary schools located in Seb t C· .. . . ., 
. e a Ity Admll1lstratlon. SIxty questIonnaIres 

were returned whIch makes the return rate was around 67%, and the result was lack of 

coordination and commitment of school principal . . I ' 

Professional Development. 
s 111 II1VO vll1g teachers in Continuous 

A questionnaire was prepared to collect information from teachers. Both open ended and closed 

ended questions were included in the questionnaire to create an opportunity for respondents to 

express their feelings freely. The questionnaire was prepared in English because the respondents 

were secondary school teachers and is assumed they do understand the language. 

The questioner was constructed in four parts: the first part of the questioner was used to obtain 

relevant personal information about respondents; the second part was designed to secure 

information about the actual practice of teacher' s continuous professional development program. 

The third part was constructed to obtain information about the assessment and evaluation 

mechanisms of continuous professional development program in schools. The fourth part was 

constructed free suggestion about their experience related to the solution for the current 

challenge. 

Interviews 

Two types of structured interviews guide were prepared. The first for school principal and vice 

principal and the second was designed to obtain primary information from education experts. 

Focus Group Discussion (FGD) 

FGD was also used to obtain data from the four teachers in each school using basic questions. In 

order to represent the teachers the researcher used more experienced teachers and few 

d I I The researcher was prepared unstructured experienced teachers from each selecte sc 100 . 

questions and pose for the group discussion. . ' 
. d t, ' to investi aate the vlevvs and Ideas of each 

The researcher was led the discusSIon an s nve '" . . 
, . discussion focused on the role of prlllclpais in 

discussant by probing them. The focus gloup , 
I eantime. data was taken on note book. 

involvina teachers 011 CPD program. In t le m , 
'" 
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Documents Analysis 

B 'des questionnaire, interviews and foc d" est us group tScUsston, the researcher used, the document 
'nclude schools CPO plan reporti I' . may t , ng, eva uatton system and teachers portfolto documents. 

Documentary analysis was used to support the information obtain using questionnaire, focus 

aroup discussion and interviews. 
"' 

3.5 Procedures of data collection and analysis 

The data collected during the study using questionnaire was tallied and systematically organized 

through tabulation to facilitate analysis. The interview, focused group discussion and document 

result compared with the data taken from the open ended questions were qualitatively analyzed . 

The information, which was gathered using the document inspection, organized and 

incorporated . The results obtained were analyzed, interpreted and counter checked against the 

result obtain from primary sources. Moreover, percentages and a series of tables were also used 

to summarize and clari ry the research data. 
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CHAPTER FOUR: - PRESENTATION AN 
, ALYSIS AND INTERPRETATION OF THE 

DATA 

This chapter presents the description of the I . 
samp e populatIon, analysis and interpretation of the 

data based on the information obtained throu o '. . 
. "h the questIOnnaIres, InterVIews, Focus group 

discussIOn and document analysis . It consists f " 
o two pmts. The first part IS concerned wIth the 

description of characteristics of the respondents I . 'h . ' w lereas, t e second part deals wIth the analysIs 
and interpretation of the data. The purpose f tl' d . o lIS ata was to explore the Role of Principals in 
involvino Secondary school teachers in C f P . 

b on II1UOus rofesslOnal Development in Sebeta City 

Administration. To this end , the investioator developed data tl . t I h . . " ga lenng 00 stat II1tegrate vanous 

aspects of Principals in involving Secondary school teachers and challenges of school based 

CPD. For this purpose, sixty teachers, four principals ', one cluster supervisor, two Sebeta City 

education office experts, and eight depaIiment heads with a total of Seventy five respondents 

were also selected from two secondary schools of Sebeta City Administration. 

Schools CPO reports, teachers portfol io, and CPD report documents of the Ministry of Education 

were also analyzed in this section of the study. The data was distributed and collected through 

questionnaires from sixty respondents a total of seventy five respondents and the restof fifteen 

respondents were participated on interview and Focus group discussions. Totally all selected 

respondents were actively filled the given copies. To this end, a total of 60 copies of 

questionnaires were distributed , among these 60( I 00%) were filled in and collected. Four 

principals, one clusters supervisor, eight department heads and two Sebeta City Education office 

experts were interviewed and participated on the focus group discussion . Finally, the research 

analyses were done based on the data obtained from the 75 (100%) of the questionnaires, 

interview focus oroup discussion results and document analysis. 
, b 

Teachers responded to both open and closed-ended questionnaire items. The closed-ended items 

. t I alld analyzed usino tally percentage, table and systematic 
across sub-cateOOrIes were compu ec - <:> ' 

" . .'1' de. easy IJresentation of frequency distribution and for 
analysIs. Percentage was utI Ize 101 

. '1' tl e role of principals in involving secondary school 
comparison of the degree of the pI eval IIlg 1 

. d" t· tion In addition. items across each category were 
teachers in CPO in Sebeta CIty A mll11S I a . ( . 

. _ ints These five points scale range from very hIgh = 
arranged under the rating scale wIth hve po . 
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5 high:= 4, medium == 3, low == 2 and . 
, < vely low == I. Besides d . . . 

discussion and document analysis we . ' ' ata from interviews, focus group 
re trrangulated to validate th . 

Mean scores were calculated from the e findings. 
responses. 

For the purpose of easy analysis and interp t f 
' .. re a lon, the mean values of each item and dimension 

were II1tel preted as follows The principal . . 
. . S In Involving secondary school teachers the benefits of 

school CPO With a mean value of 1-269 a I 
'. . s very ow, 2.70-4.04 as low, 4.05-19.47 as medium, 

20.48 -31 .29 as high achievement of the task d 3 " " . 
. . , ,an 2 . .)0-.)5 .7 as very high benefits of the 

actiVities. On the other hand, for items relat d t . 
e 0 concerning the actual practice of teachers 

Continuous Professional Development program which are considered as pre conditions in 
planning Continuous Professional Development. 

Accordingly, 1-3 .79 == very low, 4.80-11.41 == low 1242-2832- Ined ' 29 "" 3" 5 - I ' I d ,. . - lum, . .).)-.). - llg 1 an 

34.6-22.86 as very high in the magnitude of plm1l1ing COlltl'llll0US pt: . I 0 I rOleSSlona eve opment 

And also, Fr: Frequency, SO: standard deviation and Total%: 100. 

4.1. The Study Location and Area 

Location:-Sebeta is one of the cities of Oromia Special Zone surrounding Finfine Situated at 

about 24 km west or Addis Ababa along Jimma road and emerged before the Italian invaded 

Ethiopia in 1935. It located within an approximate geographical coordinates of 8053" 38.50" N-

8059'58. I 7"N latitude and 38035 ' 11.91 " E - 380 39'33.75" E longitude with regard to relative 

location, it shares common boundaries with Addis Ababa in the North, North East and East , 

Burayu town in the North, and rural village of Sebeta Awas Woreda to the South and west. 

Area:- total area that is covered with the current base/topographic map of the city is estimated 

about 99sq.km according to the master plan of the city which was prepared in 1996 E.C Sebeta 

has about 1762 hectares of a reserved total area from which about 433 hectares of land actually 

urbanized. In addition to this, according to the reform of 1999, Sebeta city total area is estimated 

that 17.62squ.km accounting for 0.18% of the zonal area. It is the largest industrial zone in 

special zone ofOromia Special Zone surrounding Finline. 

Tile b
· 'sts of eioht maJ'or kebeles including Sebeta (01), Alemgena 

present se eta city consl to 

(02),Walate (03), Furi (04). Dil11l11a (05) , Dalati (06),sebeta{07},Alemgena(08) 
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Fig. 4.1 Geographical I 
ocation of Sebeta City 

Source GIS 2015/16 

According to the data obtained from the city office of Finance and Economic Development , the 

total population of this city for the year 2015 is 148,051(77,680) males & 70,370 females). 

The city administration comes up to this figure by considering the newly added kebeles and rapid 

expansion ofllie city. According, the base population of the city in 2017 becomes 161 ,347 using 

1994 medium variant growth rates . Whereas, the population of the city will become 156,892 

when we adopt 2007 growth rate of Oromia region. 
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4.1.1 population ofSebeta city in 2015 

No Kebele 
Population Number 

Male 
Female Total 

fJ (01) Sebeta 15,420 13,649 29,069 
~ (02) Alemgena 10,688 8,460 19,148 
I-;; (03) Welate 18,161 16,496 ) 

34,657 
~ (04) Furi 7,999 10,242 18,241 
5 (05) Dima 7,101 4,733 11,834 
6 (06) Dalati 5,087 4,703 9,790 
7 (07) Sebeta 7,723 6,824 14,548 

8 (08) Alemgena 5,50 I 5,262 10,763 

Total 77,680 70,370 148,051 

Source :- ( FlIlance and Economic office and Kebele ' s, 2007) 

On the other hand, as the information gathered from Sebeta City Education Office on October, 

2015, shows Sebeta has the following profile with the respect to education. 

Grade Number Total 

Non-Governmental Governmental 

KG 31 8 39 

Elementary ( 1-8) 65 12 77 

High School 7 2 9 

Preparatory 3 2 5 
.., 

I 2 .) rVET 

College - 1 I 

. . - ffice 2015 Source:- (Sebeta City Adm IIllstlatlon Education 0 ) 
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1: 
I 

.'1 

I 
412 Characteristics of the respoll I . . . ( ellts ii 

,----- Respondents 
I. 

Category Teachers Department ltenlS Principal Cluster 
, 

Sebeta City Education 
heads 

I 

s supervisors II No % No 
experts 

% N % 
II 

No % No % 
I 

0 

~er M 47 78.2 5 62.5 ! 3 75 I 100 I 50 • 
F 13 21.66 3 

I 
37.5 I 25 - I 50 

Total 60 100 8 100 4 100 I 100 2 100 
I-- Diploma Level - - - - - - - - - -
of First Degree 58 96.6 6 75 2 50 I 100 2 100 
Educati Master 2 " " 2 .) . .) 25 2 50 - - - -

on Degree 

Others - - - - - - - - -

Year of 1-5 10 16.6 - - - - - - - -

services 6-10 7 11.6 - - - - - - - -

11-20 14 23 .3 4 50 2 50 - - - -

21-30 17 28.3 4 50 2 50 I 100 2 100 

Above 30 12 20 - - - - - - - -

years 

rield of Ethiopian English Math 's Natural Social EdPM Others Total 

study Language and science SCience 

Literature 

Total 14 10 9 17 12 13 - 75 

r---
Age or 20 & below 21- 25 26-30 31-35 36-40 41-45 46-50 51& above 

-
, Respondents M F M F M F M F M F M F M F M F 

1 4 9 2 8 2 9 5 5 2 8 " 9 2 
L - - 7 

.) 

-
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The above table shows the respondel t h. ' . 
1 S C aJ actenstlcs 

background, field of studyand year of servO In terms of gender, age, educational 
Ices. Regarding te I 

teachers constituted 47(78.2%) whi Ie th fi ac lers respondents, the male 
e emale teachers hold 

principals male 3(75%) and female 1(25%) I . up 13 (26.66%). Concerning 
, Custer Supervisor male I (I OOo/c d 

I 5 (62.5) and females "(37 5) S . 0, epartment heads 
ma es .) " ebeta city ed r f 

uca IOn 0 fice experts male I (50%) and female 
1(50%). 

Even though the essential data was mainly obt' d .~ 
ame ,rom both male and female the male 

respondents were greater than the females Mo' ' 
. I eover, one can understand that the number of 

females in the teaching profession is much lowe d . . 
r compare to males In Secondary Schools of 

Sebeta City Administration . 

When we come to see the education level of the respondents tile b t bl I I I . a ove a e SlOWS t.lat t lere IS 

no diploma graduates and 58 (96.6%) teachers were graduated in first degree while 2 (3.3) 

respondents graduated with master' s degree holders. This implies that the qualification standards 

set by MoE were almost achieved . The standard states that minimum request qualification to 

teach at Secondary Schools is first degree (MoE, 2006). 

Additionally the academic qualification of respondents listed in the above table shows that 

2(50%) principals graduated with first degree and other 2(50%) graduated with master' s degree. 

Furthermore, all the Department Heads, cluster supervisors, SebetaCity education office experts 

hold first degree. Therefore, according to their qualification , they could be the sources of reliable 

and important information for the study. 

According to the year of services of the respondents, I O( 16.6%) of teachers 0 respondents had 1-

5years of service as teachers. 

Few teachers respondents 7( 11.6%) were between 6-10 year of service and some of teachers 

respondents 14 (%23.3) I 1-20, 17 (28 .3% ) 21 - 30 year of experience respectively. And 

12(20%) of teachers respondents were above 30 year services. 

M · . d ·t t I ds IJI"lllcipals supervisors. education experts and facilitators had the 
01 eo vel , epm men lea , ' ' 

k . f II?O d 21 "0 sel'vl'ces This shows that the schools have teachers D with wor ' experience 0 ·· -_ an - .) . 

more experienced. 
., I I I d' 'ere more experienced , there had being unmotivated. However, the majority of sc 100 ea els v, 

. . . . ... tft Ides towards Continuous Professional Development 
lal:k 01 wIllingness and havJl1g negative a I L 

prngram . 
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But, literature supports that the principal ' s primary responsibilities are to promote the learning 

and the success of all students. Professional development for teachers that is ongoing and 

focused toward school goals are among the key tasks that principals must perform to be effective 

instructional leaders in a professional learning community (Lunenburg & Irby, 2006). Also the 

table indicated that the respondents were involved from di fferent educational back ground and 
ages. 

a T ble I Information concerning the actual practice in planning CPD program 

1 don't know 
. ts which should be Very high High Low Very low 

Po III . 

5 4 ... 
2 1 

'dered in planning 
j 

conSI 

CPD program No % No % No % No % No % Mean 
Cost effectiveness of the 13 21.7 21 35 21 35 3.65 2 ... ... ... 5 j.j j 

programs 

8.3 3.90 26 43 .3 13 21.7 5 - -Observation of the school 16 26.7 

environment 

10 ? ... ... 3.75 6 j . j Assessment of teachers' 21 35 22 36.7 9 15 

training need 

Assessment of students' 9 15 28 46.7 16 26.7 5 8.3 2 3.3 3.61 

interest 

12 20 2 3.3 3.34 20 ......... 18.3 15 25 j j. j Availability of resources III II 

involving teachers on CPO 

program 

Willingness of 15 25 14 23.3 ?O 33.3 2 ...... 3.51 9 15 j.j 

administrative staff to 

support teachers 

System of reviewing the II 18.3 15 25 20 ......... 
j j. j 9 15 5 8.3 3.28 

training program 

I Average 
3.57 

~-1_. __ 
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SD 

1.35 

1.46 

1.38 

1.31 

1.18 

1.26 

1.16 

1.30 



In table I item I above respondents were asked t 
. . c " 0 rate the e t ' 

programs 111 1I110rmatIOn concern ing the x ent to Cost effectiveness of the 
actual practice of te' .. 

CPD program. acher s pre condItIons in planning 

Accordingly, 13(21.7%) and 21 ("5o/c .J 0) respondents rated th 
programs in information concernino th e extent to Cost effectiveness of the 

b e actual practice o'f t h ' eac er s pre d' " . 
CPD prooram. very high and h' I' con ItlOns 111 plannll1g 

b Igl respectlvel 0 y. n the other hand 21 (" 5%) 2(J"%) d 
3(5%)respondents rated that C t" ' .J 0 , . .J ° an on II1UOUS Professional Oev I . . d' e opment Improves Cost effectiveness 
of the programs IS me lum, low and very I . , ow respectIvely. 

As we can see from the table the mean Score i 3 6 '" s . 5, whIch IS 111 the ··ranoe of low level of 
SuppOlt. From the results, it can be said that the c .'b " . . b ontll utlon of CPO In IInprovino classroom 

activities was found to be inadequate. The response of tl . .' I I' b.. le IIltel vIew le d wIth school prIncIpals, 

department heads, and cluster supervisors confirmed tl t th . f " la e SUppOlt 0 CPO to Improve the 

extent to Cost effectiveness of the proorams I'll l' ll"ol'lnat'o . I . I b II I n concernlllg t le actua practice of 

teacher's pre conditions in planning CPO program is very low. 

As indicated in the above table I item 2, the respondents were asked to give their opinion by 

rating to what extent CPO Observation of the school environment. 16(26.7%), 26(43.3%), 

13(21.7%), 5(8.3%) and 0(0%) respondents rated that CPO Observation of the school 

environment actions as very high , high, low, very low and f don ' t know respectively. 

The mean of the item is 3.90 which are in the range of high level of support. From the data , it can 

be said that the contribution of CPO on Observation of the school environment is high . Likewise, 

the interview results from principals, Sebeta education office experts and cluster supervisors and 

department heads through group discussion conlirmed that Observation of the school 

environment is high of support. I-fence, one may say that Observation of the school environment 

was at high stage in Sebeta City education office. 

Re d
· bl I' "f dents were asked to Assessment of teachers ' training need. 

gar II1g ta e Item.J 0 , respon 

A d
· d 2?("670/ ) respondents replied that the importance of CPO in 

Ccor II1gly, 21 (35%) an - .J . 1 0 , 

. . I' hand hiuh respectively. And also, 9( 15%), 6( I 0%). 
changing teachers knowledge IS velY llg , , b 
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?(3.3%) respondents responded that tI d 
- le a vantage of CPO' 
need is low, very low and I don't know re' 111 Assessment of teachers' training 

spectlvely. As stated' h b 
'tem is 3.75 which are in the ranoe ofh'oh . 111 tea ove table the mean of the 
I 0 10 level of support. 
This indicates that the importance of Co t' 

n II1UOus Professional Oevelo' . . 
I ers' training need is at h' h I I pment 111 Assessment of 

teac 1 Ig eve of support at school I I eve. 
From the data it can be stated that the im 

portance of CPO actions in Assessment of teachers' 
training need was adequate and got high attention. 

In table I item 4 of the same shows that CPO I I . le ps enhancll1g the Assessment of students' 
interest. Accordingly, 9(15%) 28 and (46.7%) of d .' respon ents leplled that CPO helps to enhance 
the quality of learning and teaching is very hioh d h' I' . 

o an Igl lespectlvely. On the other hand, 

16(26.7%), 5(8.3%) and2 (3.3%)respondents responded that CPO helps to enhance the qual ity of 

Assessment of students ' interest is, low, very low, I don ' t know respectively. 

As the mean score 3.61 indicates that the importance of CPO enhancing Assessment of students' 

interest high level of support. This implies that to enhance the Assessment of students' interest 

CPO is helpful at school level. From this, it can be stated that the important of CPO to enhance 

the Assessment of students ' interest was effective. And also, the information gained from the 

interview from City education office experts confirmed that the practices of Continuous 

Professional Development implementation is effective in Sebeta City to improve the quality of 

education, as well as the academic achievement of students. 

In table I item 5 of the above respondents were asked to rate the Availability of resources in 

involvino teachers on Continuous Professional Development program. Accordingly, I 1(18.3%), 
o 

15(25%)of respondents replied that the use of CPO to the Availability of resources in involving 

teachers on Continuous Professional Development program is very high and high 

t· I Add't' II 70("" "0/) 12(70%) and 7(3 3%)respondents responded that the use of respeclvey. Iionay,- -'-'.-'i'0 , - -' 

C t
· pc' I 0 I plnellt to tile Availability of resources in involving teachers on 

on II1UOUS rOleSSlona eve 0 

CPO 
. I I d I don't know respectively at school level. The mean of the 

program IS ow, very ow an 
. . "1 f low This implies that the Availability of resources in 

responses IS 3.34whlch are 111 t le scope 0 . 

. . . . I it ' s not in the expected level. In table I item 6, the 
II1volvll1g teachers on CPO progl am IS ow so, . . . 

.1 'm ortance of CPO that gives Willingness of 
respondents were asked to answel t le I p ., " "0 

.' I . Accordinol)1 15(25%), and the maJol'lty 14(2.:u%) 
administrative staff to support teanels. 0 , . 

. f C ltinlioliS Professional Development that gives 
respondents replied that rhe Importance 0 01 
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WillingnesS of administrative starf to 
SUpport teachers is vel' I' . 

contrary, 20(33.3%), 9( 15%) and 2(330/,) y llgh and high respectively. On the 
• • . 0 respondents respo d d 'h 

Willingness of admlllistrative staff t net at of CPO that gives 
o support teachers ' I 

. I IS ow, very low and I don't know 
respective y. 

As stated in the above table the mean sco fl' 
. . '. re 0 t le Item is 3.51 which is in the range of low level 
of supportlllg and Involvlllg teachers So 
. ' . " ones can say that the Willingness of administrative 

staff to IIlvolVlllg teachers III CPO program in th I . . . 
. . e sc 1001 level IS IIldlcated that low result. 

Reaardlllg Item 7 of table I, teachers were ask d 
o e to rate the System of reviewino the training 

proaram. Majority number II (18.3%) 15(0/, 25) d 20(3 0 
o , 0 an 3.3%) of the respondents replied that 

the importance of CPO that System of reviewino tile t· .. . .. o lallllllg programls very hloh hloh and low 
0' 0 

respectively. 

On the other hand, the Significant number 9(15%) and 5(8.3%) respondents responded that the 

advantage of Continuous Professional Development that System of reviewing the training 

program is verylow and I don't know respectively. The mean of the item is 3.28, which are in the 

range of low level of support. Th is ind icates that Continuous Professional Development does not 

give System of reviewing the training program. Thus, it can be concluded that teachers were not 

benefited from System of reviewing the training program in their teaching learning process at 

Secondary Schools of Sebeta City education office. Generally, the data results showed that the 

benefits of CPO activities to improve the quality of education are at low level. 

Department heads discussed on over all teaching and learning process in a program called CPO 

on monthly basis. They pointed out that such trainings need to be given to all teachers in a 

sustainable manner to help them update their profession. They noted that: 

As YOll know it teachers shollid be given training withollt discrimination. Bill this is 

. . . t "IC/le' ,'" or !?rinci!?als mostly get the refreshment trainings 
not trlle sll1ce Sel1l01 e.. J 

. ' I' '011 '11 levels However the majority 0/ teachers do not receive 
courses 111 cily anc. I egl" . • 

. " 1:, th'se trainees 0/ trainers(i.e. senior teachers orland 
the reqlllreci capacity ./10111 e 

, . I I " , tl ey {'or they themselves are not )IIell- trained to pass 
pl'lnclpals)as we neec. ec. ,I II1Ce 1 ./' 

/ ,,' their respective schools. 
on their experiences to teac 'leiS /11 • , 

, ' . f teachers oettino access to such trallllllgs indicated 
The limitations hinderino the maJonty 0' 0 0 

o A 'd'no to Fullan (1999) , promising professional 
above are time. money among others, . CCOI I 0 

. tl nore COI1lI)lex the change process, the more 
d . t and chanoe le I evelopment about Improvemen, ' 0 , 
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I 

I 

dictable it is. Teachers to work together in new ways in order to improve schooling for al l 
unpre 

d ts Principals and teachers need time, focus and resource to learn new ways of working 
stu en . 

I er and tackling the complexities of teaching wi th the limited resources and exposure. IOget 1 

I . 2 Roles and responsibilities of school principal in involving teachers in CPD program, as Tab e . 

. . try of education stated. MilliS 

Very high High Low Very low I don 't 
r;;:: Activities 
No 

know 
~ 

5 4 3 2 I (!) 0 
~ C/) 

No % No % No % No % No % I 
16.7 2 3.3 4.0 1 1.52 

10 16.7 26 43.3 12 20 10 
rcPD development 

18.3 4 6.7 3.96 1.49 

Iii 
Control over the 9 15 22 36.7 14 23 .3 1\ ~ 
factors which . 
negatively influenclllg 
school environment 

3.76 1.39 21 35 22 36.7 8 13.3 4 6.7 r Tdentify development 8 13.3 
d of each teacher 

11.7 2 3.3 3.93 1.48 

nee 

40 19 31.7 7 8 13.3 24 /4 Decides on the . 
appropriate duratIon 

i and timing for the 
course 

2 -. " 3.88 1.45 36.7 9 15 .).J 6 10 2 1 35 ?2 5 Decides on the 
formation of the 
oroups and which 
~eachers wi ll be 

8.3 5 8.3 3.54 1.28 
~articipants . 

,,-. " 25 41.7 5 5 8.3 20 J J . J 6 Select and appropnate 
facilitator for the 
groups 

7 Contact a nearby 5 8.3 17 28 .3 ?2 36.7 II 18.3 5 8.3 3.76 1.39 

school to act as 

16.7 I 1.7 3.58 1.30 
~artners schoo ls 

31.7 19 31.7 10 I I 18.3 19 8 Given orientation on 
the course to the 

LQmtici2,ants 
Average 

3.80 1.43 
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Table 2 above deals with Activ·t· . lIes stated bl . 
responsibilities of school principal in in . Y t1e mll1istry of education as roles and 

volvll1g teachers in CPO program. 

Regarding item I of table 2, teacher responde t 
n s were asked t . 

development. Accordingly, larGe nllmb 10 0 gIve their opinion thatCPO 
b er (16.7%), 26(43.3%) d 0 

that CPD development is very hiGh hiGh an 12(20Ya) of teachers reacted 
b , b, and low res ' I 

teachers I O( 16.7%) and 2(" 3o/c) . pectIve y. On the other hand, few of 
J. 0 replIed that CPO dev I . 

. I TI e opment IS very low and I don ' t know 
respectIve y. 1e mean score of the item is 4 01' . . . whIch are 111 the scope of high level 
From the data results, It can be learned tl t CPO . 1a developm t" . en 111 II1volvll1g secondary school 
teachers were demonstrated that low lev If' . . . . . . e 0 glVll1g attentIon according to roles and 
responsIbilItIes of school principalas statedby th " . . . e mll1lstry of educatIon 111 II1volving teachers in 

CPD program 

In item 2 of table 2, the respondents were asked to rate Ct · I . Ie' . on 10 ovel t 1e lactors whIch negatIvely 

influencing school environment. Accordingly, majority number9( 15%) and 22(36.7%) of 

teachers rated is very high, and high respectively. On the other hand, some teachers 14(23.3%), 

11(18.3%) and 4(6.7%) replied that school principal in involving teachers on CPO program to 

Control over the factors which negatively influencing school environment is low, very low and I 

don 't know respectively. The mean of the item is 3.96 which are in the range of low level of 

activities. 

From the data it can be said that school principal in involving teachers in CPO program were 

insufficiently Control over the factors which negatively influencing school environment. 

In item 3 of the same table 2, variolls responses were given regarding the extent to which the 

roles and responsibilities of school principal in involving teachers in CPO programidentify 

development need of each teacher. According to MoE (2009), guide lineschool principal having 

responsibilities 111 identify development need of each teacher. Therefore, majority 

number8( 13.3%), 21 (35%) and 22(36.7%) of respondents responded that roles and 

responsibilities of school principal in involving teachers on CPO program to Identify 

de I d f I I
· e'y hioh hioh and medium respectively. On the contrary, the 

ve opment nee o · eac 1 teac leI v I b ' b 
• • (" '>0/) _j' t cl ers replied that roles and responsibilities of school 

mll10nty 7(11.7%) ad 2J.J/0 0 ea 1 
." ..' . CPO . o'amis low and very low respectively. The mean score 

Plll1Clpal1l1 Il1volvll1g teachers In PIObl, 

f I
· . . " 6 I' I .' 1 the sCol)e of low level. 

o t1lsltemresponsels J .7 \V1lclatell 
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This indicated that the roles of school r' . 
. P mClpals were on select' . 

the groupS were 111 the very low level. Ing and appropnate facilitator for 

Item 7 of table 2 intended the role of sch I . . 
00 pnnClpal toContact . 

schools. With regard to this, 5(8.3%), and 17 0 a nealby school to act as partners 
(28.3 Yo) of teachers said th . h' . 

the absence of commitment of school . . at velY Igh and high that 
pnnclpal to act a . 

M
over 22(36.7%) and I I (18 30 / ) . s partners 111 the secondary schools. 

ore, , . /0 of teachers sho dl 
. . . . we t lat low and very low with the playino 

their roles and responslblittles.As 5 (8 3D;() . d' d b 

• " •• • 0 111 Icate that teachers said I don't know. The mean 
score IS ).76 whIch IS very low level ThllS . , one can say that th . . . . e commitment of pnnclpals to 
contact a nearby school to act partner's school HIe . fA' 

n re InSU IClent. 

The response of respondents from principals s . d ( , upervlsor an education office experts those 

interviewed and department heads throuoh focus 01'0 d' . b 
b b up ISCusslon a out the , role of school 

principal to contact a nearby school to act as partners schools were insufficient. 

Moreover, this is one of the challenoes to Contact a neal'by SCllool t t t . tl I boac as par ners In le ro es 

of Secondary School principals. 

In item 8 of table 2, respondents were asked to give their suggestion for the given orientation on 

the course to the participants. Accordingly, II (18.3%), and 19(31.7%) of respondents showed 

very high and high respectively on given orientation on the course to the participants. And also, 

19(31.7%), and I O( 16.7%) of teachers showed low and very low on the role of school principal 

given orientation on the course to the participants.A Iso, I (1 .7%) of teachers replied I don't know. 

The mean value was 3.58 the role of school principal play the given orientation on the courses to 

the participants almost represented by low level. 

This reveals that the roles and responsibilities of school principalon the given orientation on the 

courses in involving teachers inContinuous Professional Development programis not as 

d I I L k f d ate kllowledoe and experience on Continuous Professional 
expecte eve. ac 0 a equ, b 

D I f 
·1 . bl as reported by teachers. The respondents of the research 

eve opment was one 0 t le PIO ems 
. .. ... . "ncipal or orollp leaders to have the following 

nevertheless underlll1ed the need fOl supel VISOI, pll b , 
qualities to organize and properly lead CPO. 
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The promises made b" I he II· . 
J II/1/SII)1 or , f . 

•. '.! ~c IICatlon relalior . . . 
hardworkll1g pnncipals anrll I I 10 1II01lval/On and incenlive ror Ihe 

c, eac lers C . J' 
on Onl1/1/IOlls Profe .. 

nol been implemel1lecl. This S·I . s.nonal Develop/llenl progralll have 
I llallon has led I . 

a conjilslon and I k ,r ,. . 
principals and leachers Th· . . IIC OJ [, Irecllon on Ihe parI of 

. IS SlIlIallon wOllld I·k I . ley enlati neg I· . . . 
suslainabilily or Ihe CPD .. . a Ive l/IIpaCI on COnll/11111y and 

'.! aCIIVllles by p.. . I 
Ilnclpa sand leachers Gr I d .. 

sllpervisors mllsl hc. . . . OIlP ea ers, pnnclpals and 
Ive CIIII em SlIbslanlive knowle' . 

I d (;1 c.ge on effecllve leaching and learning 
mel 10 s Jor sluaenls and adulls Th 

. ey IIIl1S1 have kif b . . . nowecge a oul Irends /11 effecllve 
professional developmem and on o,rr;e .. I 

'.!J' lIng essons on ('·rf· . b · !'.!el enl SII 'leCls as leachers leach various 
subjeCls for dijJerenl class levels. In ord . . 

. . el make leaclung and learning a priorily, supervisor 
and pnnclpals I1'/IISI save guard leacher d . 

an sludenl lillie, engage Ihe enlire slaff in taking 
responsibilily for Ihe professional deve! . 

Oplllenl, 1II0dei collegial relalionship wilh leachers and 

sludenls, and parlicipale aClively in Ihe lerlrI11·/1g co ·1· ,r I I I 
c. 11111111/1/ Y OJ 17e SC 100 . 

They also stated that there are teachers who don't want to explicitly express their own problems 

in the teaching and learning process since they believe that if they air it in the staff group 

discussion; they think they will be disparaged and regarded as slow teachers. Let us look at the 

following in the connection with this fact: 

Even Ihollgh we grollp each olher monlhly basis 10 exchange ideas and bring aboll! 

maIlers Ihal need Ihe alienI ion and sllpporl of Ihose who are well experienced and 

capable leachers, some of us become reluclanl 10 pUI forlh Ihe challenges and 

problems Ihal we face in ollr day- 10- day aclivilies. This mainly elllanales ji-Olll /1110 

Ihings: Firslly we don 'I wanl 10 be seen Ihal we are incolllpelenl and delicale in Ollr 

academic endeavors and secondly as we know each olher's capacily we don 'I wan! 

10 be laughl or gllided by Ollr colleaglles who are eqllivalenl in all Iheir IInder 

lakings. 

. d tl 'oper value towards the leader of the 
This indicates that the absence of the respect an le pi 
. . , b' . f tl e school based professional development since it 

diSCUSSion could hamper the vel y 0 ~ectlve 0 1 .. 

. . 1' matter what the background of the participants 
needs the cooperative learnlllg from one ot lei no 

of the discussion, 

pal,ticularly those who achieved the highest 
. f' · I . na eXIJerience Teacher With Ion a years 0 teaC 11 '" ' , . I 

'" " of the Continuous Professlona 
. their interest in the activity 

career structure seem to lose t' .. s were appeared to them 
I t· fi II out on the ques IOnel , 

D I B 110st responc en s 
eve opment. ecause as I ,I 'was able to understand that 

. - b. fit The reseal c lei , 
that the CPO would initial no significant ene . 
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l e of experienced teachers were relucta t t 
SOil n 0 coach the 1 . 

. .' d new Y recruited teachers who were in their induction pello . 

I not few cases, teachers held negative positi b 
n . . . on a out the program. Results showed that the 

CPD was too ambitious 111 terms of what was ex 
pected of teachers. Quite many teachers reported 

ience of stress and overload problem '. 
exper 111 connectIOn to the sixty hour CPO activities in the 

demic year. This situation has resulted' I I I 
aca 111 ow eve of understandinG of the contents and 

<> 
d f CPD on the parts of s I I . . 

metho soc 100 prinCipals and teachers who are the major target in the 

program. 

The attitude of princi pals and teachers towards Continuous Professional Development is not as 

roles and responsibilities of school principal as Ministry of education stated. Principals, cluster 

supervisor, and Sebeta City Education office experts were not able to help teachers to develop 

clear understanding on CPD program; hence, teachers viewed the contribution of the principals 

and trainers as limited. Another dimension of the issue relates to knowledge of the coordinators 

of the program at school level. Review of teachers ' views indicated that city education officers 

involved in the coordination of the program do not have clear understanding about Continuous 

Professional Development and its implementation strategies. It appear that this situation has 

resulted in low level of understanding on the part of the principals and teachers ' who are the 

major targets in the CPD program. 
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Table. 3 Factors that negativelychallengethe teachersin involving in CPO program 
~hool related factors Hi gh Moderate Least effect No Undecided 
No 

effect effect effect 
5 4 3 2 1 
No % No % No % No % No % Mean SO 

'T Absence appropriate 19 31.7 25 41.7 14 23.3 2 .., .... 
3.53 1.27 j.j - -

resources 

rz Unfavorable school 23 38.3 19 31.7 13 21.7 .., 
5 2 3.3 3.35 1.19 j 

environment 

0 Lack of support from 16 26.7 20 .... .., .., 
18 30 6 10 3.49 1.25 ) jj.j - -

school principals 

4 Lack of time to 22 36.7 16 26.7 18 30 4 6.7 - - 3.48 1.25 
effectively in involving 

teachers on the 

program 

13 21.7 17 28.3 4 6.7 2 3.3 .., .... .., 1.18 5 Lack of budget in 24 40 j . jj 

involving teachers on 

the program 

6 Lack of knowledge in 17 28.3 17 28.3 14 7 ........ 
-j . j 6 10 6 10 3.24 1.14 

involving teachers on 

the program 

20 ........ .., 19 31.7 12 20 5 8.3 4 6.7 3.09 1.08 7 Willingness of teachers jj.j 

to share experience 111 

involving by 

themselves through the 

CPO program 

8 Lack of readiness of 21 35 15 25 9 15 8 13. 7 II. 3.48 1.25 

teachers to learn 3 7 

further 
1- - - - 3.37 1.20 Average 
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In item I of table 3, teacher respondents were asked . . 
. " to late Absence approprtate resources the 

extent to whIch prtnclpals effolt to School related fact I . 0' . 0 " • 

. ors w llCh negatIvely lJ1lluenclJ1g tt1Volvtt1g 
teachers tt1 CPD program. Accordingly 19(31 70ft) 25(41 70/) 

. . . . 0, . /0, and 14(23.3%) of respondents 
replied that prtnclpals effort to role and responsibTf I 

I lIes on sc 1001 related factors is High effect, 
Moderate effect and Least effect respectively. 

On the other hand, the significant number 2(3.3%) teachers responded is No effect and none of 

teachers undecided on the absence of appropriate resource Th f °h . . e mean score 0 t ese responses IS 

3.53. This indicates that the School related factors which negatively influencing involving 

teachers in CPD program is in low level at the Secondary Schools of Sebeta City Administration. 

Regarding item 2 of the same table, the respondents were asked to give their opinion about un 

favorable school environment. Accordingly, 23(38.3%), 19(31 .7%), 13(21.7%) of teachers 

replied that unfavorable school environment for teachers is High effect, Moderate effect and Last 

effect respectively. 

Moreover, the insignificant 3(5%), and 2(3.3%) of the respondents responded that unfavorable 

school environment at school level is no effect and undecided respectively. The mean score of 

the item is 3.35 which show unfavorable school environment is in no effect level. In item 3 of 

table 3, the respondents were asked to give their suggestion for Lack of support from school 

principals. 

Accordingly, majority number 16(26.7%), 20(33.3), 18(30%) of respondents replied that the 

School related factors which negatively influencing involving teachers in CPO program High 

effect, Moderate effect and Last effect respectively. On the other hand, the significant number 

6(10%), no effect and undecided respectively. The mean of the item is 3.49. 

In item 4 of the same table, the respondents were asked to give their opinions on Lack of time to 

effectively in involving teachers on the program. Accordingly, 22(36.7%), and the majority 16 

(26.7%) of respondents responded that the School related factors which negatively inf"luencing 

involving teachers in CPD program is High effect and Moderate effect. 

On the other hand, 18(30%), and 4(6 .7%), and 0(%) of teachers replied that Last effect, No effect 

and Undecided respectively. The mean score of the responses is 3.48 which are in the scope of 

least effect level of participation. 
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In item 5 of the above table respondents k 
were as ed to rate Lack of bud . " . 

. CPD program In this get 111 IIlvolvll1g teachers 
In . respect majority n b f' 

, um er 0 respondents 24(40o/c) 1"(21 0 

17(28.3%) responded that Lack of bud t " . 0 , .) .7Yo), and 
ge In II1volvll1o teacI . C . 

b lers 111 ontilluous Professional 
Development program teachers is High effe t M d 

c , 0 erate effect and Last effect respectively. On 
the contrary, few numbers of respondents 4 (67%) 0 

'. • 0, and 2(3.3%) responded that Lack of budget in 
involvlllg teachers In Continuous Profession I D I 

a eve opment program is no effect and undecided 
respectively. This implies that principals effo t t '. 

r 0 arrange Induction program for newly deployed 
teachers and to develop self-confidence and to avoid . 

unnecessary tensIOn and future malfunction is low. 
The mean score of this response is 3.33 which are in the sco f I I I f pe 0 ow eve 0 support. 

Regarding item 6 of table 3, teachers O respondents were asked to answer Lack of knowledoe in 
b 

involving teachers in the Continuous Professional Development program. 

Accordingly, significant number 17(28.3%), and 17(28.3%), and 14(23.3%) of teachers 

answered that Lack of knowledge in involving teachers in the CPO program is High effect, 

Moderate effect and Last effect respectively. 

In addition, few of respondents 6( I 0%), and 6( I 0%) responded that Lack of knowledge in 

involving teachers in the Continuous Professional Development program is no effect and 

undecided respectively. 

In the same way the mean score 3.24 incl ined in the last effect of evaluating and giving feedback 

on Continuous Professional Development activities of teachers by principals. 

With item 7 of table 3, teachers were asked to rate Willingness of teachers to share experience in 

involving by themselves through the Continuous Professional Development program. 

Accordingly, majority numbers 20(33.3%), 19(31.7%), 12(20%) respondents replied that 

Willingness of teachers to share experience in involving by themselves through the Continuous 

Professional Development program is High effect, Moderate effect and Last effect respectively. 

On the other hand, few numbers 5(8.3%), and 4(6.7%) of respondents responded that 

Willingness of teachers to share experience in involving by themselves through the CPO 

program is no effect and undecided respectively. 

The mean score of the item is 3.09 which show no effect on Willingness of teachers to share 

experience in involving by themselves through the CPO program. 
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In the same way, the data obtained through the interviews with 
C· Ed super visors, principals and 

Sebeta Ity ucation experts and throu h foc .. 
. . g us group discussion from department heads 

confirmed that Wdlll1gness of teachers to h .. 
. . . s are expenence In involving by themselves through 

the Contll1uous ProfessIOnal Development . . 
... plOgram IS one of School related factors which 

negatively Influencll1g involvino teachers in CPD 
'" program. The average mean was 3.37. 

This implies that the willingness of teachers to h . .. .. . 
s ale expellence 111 II1volvll1g by themselves 

through Continuous Professional Development has b . d . 
een raise as school related factors which 

negatively influencing involving teachers in CPD proo · t d h 
",lam a secon ary sc 001 indicated high 

effect level. 

Regarding item 8 of table 3, teachers were asked to give their opinion Lack of readiness of 

teachers to learn flllther. Accordingly, most of respondents 21 (35%), 15(25%), and 9(15%) of 

respondents replied that the Lack of readiness of teachers to learn further of CPD is High effect, 

Moderate effect and Last effect respectively. Some of the respondents 8( 13.3%), and 7( 11.7%) 

Lack of readiness of teachers to learn flllther is no effect and undecided respectively. 

As we can see from the above table the mean score is 3.48 which are in the scope of high effect 

of SUppOlt. 

The gap in the knowledge and understanding of school principals and in involving teachers in 

CPD as noted by teacher, was attributed to problem with the overloaded by non-academic things. 

Document analysis carried out in selected secondary schools, for examples, identi fying the three 

top priority areas at school levels. 

Further analysis of the problems enabled sorting out of three top problems that meet immediate 

intervention and resource mobilization in that particular school context. The three priority 

agenda of the school were; enhancing involvement in student education, improving students 

interest to perform good result in every subjects and increase teacher awareness on the 

importance of continuous assessment. It was around this three problems that each subject 

teacher, departments and principals ,vorked their respective CPD module plan. In order to 

accomplish the anticipated module plans, procedures and specific actions were devised at all 

levels. The sixty-hour CPO time were further apportioned into deferent activities in line with 

three basic priority problems. 

56 



I 
I 
I 

The CPD follows a different approach. It . 
al/ns at up-dating and u radin '. 

teachers in terms of knowledge and adjustm t ' . pg g princIpals and 
. . . en In cm eer structure. Here, schools are expected to 

identIfy three pnorlty problems out of which ea h . 
. . c teacher selects and Implements one based on 

his/her Interests and area of study. In other word I . . 
. s, a p an for teacher professIOnal development is 

developed and Implemented by each school with . . 
. " actIve Involvement of teachers in groups at 

department level and at IIldlvldual teacher level It · . ' .1 " . 
. n el vIew WIt 1 prinCIpals dIsclosed that quite in 

many cases, teachers show low interest to partici t . d' . 
pa e III ISCUSSlons on CPO. A quote from 

Sebeta secondary school focus group discussions with department heads substantiated the views 
of two schools principals. 

Commitment of each teacher is a key to progmlll suslainability. Teacher should be 

convinced to be cOl/lmilled to Iheir profession. As it is Ihe mandalOlY to participate in 

Ihe prograll1, Ihe sallie is true for principals. ! believe Ihat il will slIslain. There are 

many teachers who have been convinced abolll ils imparlance and usefiliness. Slep­

by-steps, it will become part of the day to day aClivilies of school principals and 

leachers. !twill suslain. 

Lack of clear scheme to motivate school principals and teachers to engage in CPO activities, as 

noted by teachers as contributed to the fall in principals and teachers motivation . As solution to 

this problem, participants underlined the importance of establishing procedure to recognize, 

incentive and reward the efforts of hardworking principals and teachers. Participants of the focus 

group discussion noted: 

Qualitative data captured through open ended question, focus group discussions, interviews and 

analyses of documents such as portfolios, checklists and minutes were clustered around three 

thematic areas, namely oppOltunities, challenges and useful experiences. 

Challenges 

~ Lack of commitment, knowledge and experience on the theoretical underpinnings, 

involving teachers inconsistencies, lack of uniformity in involving, confusion and 

redundancy; 

~ Lack of budget to run the program at the school level ; 

~ Lack of interest, initiative and commitment by school principals and some teachers 

especially by teachers with long years of teaching experience; 

... Becomina too ambitious and looking for immediate return from the CPO program 
b 
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l. The incomparable nature of the sixty-ho l' d 
. . ur Ime emand and regular work load of school 

pnnclpals and teachers; 

-.. Lack of incentive procedures to recoonize s hi' . 
b c 00 princIpals and teachers who make at 

most effort to change themselves and their colleagues; 

-.. Lack of peer coaching, and peer evaluation' , 
l. The approach of CPD is always generic (not speci fic) 

Opportunities 

·t The new CPD followed bottom-top approach. It is planned, executed, analyzed and 

evaluated at school level; hence, it opened opportunity to contextualize the program. 

l. Career development as a motive for executing CPD at school level ; 

.. Continuous Professional Development is considered as an opportunity of self­

enhancement, improvisation of quality of education as well as student achievements; 

4- It empowered school principals and teachers as well. 

4- CPD make principals and teachers familiar with the new technology and recent approach. 

Useful Experience 

4- Opened window of hope in practicing student-centered approach, developing team sprit, 

improvement in student learning, reduction of drop out of student and school based 

disciplinary problems; 

-i. Facilitated easy flow of information and feed-back among school principals, teachers, in 

departments, cluster schools, and the management at large. The territory that bounded 

" them has become porous; 

l. Facilitated documentation of better experience and success stories in portfolios and 

anecdotal records. 
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Table:4 Tools that used to evaluate CPO ( program 

No Instruments to 5 4 3 2 I 
evaluate the Usually Sometime Rarely Not at all 
effectiveness of 

Undecided 
s 

CPO No % No 
c: 

% No % No '" % No % 
Cl) 0 

I Questionnaires 9 
::2! if) 

15 15 25 19 31.7 10 16.7 7 I 1.7 3.15 1.10 
2 Observation 10 16.7 24 40 14 23.3 7 11.7 5 8.3 3.45 1.23 
~ Discussion 13 21.7 20 J 33.3 4 6.7 9 15 4 6.7 2.98 1.04 
4 Interviews 5 8.3 1 I 18.3 16 26.7 19 31.7 9 15 2.59 0.93 
5 Systematic 8 13 .3 16 26.7 22 36.7 18 30 6 10 3.53 1.26 

follow up 

6 Analysis of 8 13.3 23 38.3 14 23.3 10 16.7 5 8.3 3.3 I 1.17 
documents 

7 Taking pOltfolio 10 16.7 15 25 18 30 II 18.3 6 10 3.20 

Average 3.17 

In item I of table 4, states that thelnstruments to evaluate the effectiveness of CPO through 

Questionnaires. Teachers were asked to respond their opinion about the effectiveness of CPO. 

Few numbers of 9( 15%), and 15(25%) of teachers replied that the effectiveness of CPO IS 

usually and sometimes respectively. However, the majority 19(31.7%) saidthe effectiveness of 

CPO rarely. 

Significant number 10(16.7%), and 7 (11.7%), of teachers replied that about Instruments to 

evaluate the effectiveness of CPO through Questionnaires wasnot at all and undecided. The 

mean score of this item response is 3.15 which are in the scope of rarely. 

1.12 

1.12 

Reaardin a item 2 of the same table, indicated that the Instruments to evaluate the effectiveness of 
b b 

CPO through observation was I O( 16.7%), and 24(40%) respondents showed that usually and 

sometimes respectively. Additionally, 14(23.3%), 12(15%) and 5(8 .3%) of teachers said rarely , 

not at all and undecided respectively. 

The mean score of this item is 3.45 
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This result shows that the Instruments to I . . . 
eva uate the effectiveness of CPD throu h observation 

in secondary schools were indicated in the f . g 
Scope 0 sometimes. 

In item 3 of the above table states that h I 
. . t e nstruments to evaluate the effectiveness of CPD 

through DIscussion. Accordingly the majority n b f I'" 
. . , um er 0 ,,(21.7%), and 20(33.3%) respondents 
Indicated that usually and sometimes respectivel y. 

On the other hand few of respondents 4(6.7O/C) 9(15°/ ) d 4 6 0 . " . ° , / 0 an (.7 Yo) , of teachers II1dlcated their 
rarely, not at all and undecided respectively. 

The mean score of this item is 298 h' I . . 
• W IC 1 are 111 the scope of effectiveness of CPD throuah 

b 

Discussion indicated that sometimes. 

With item 4 of table 4, which was raised the Instruments to evaluate the effectiveness of CPD 

through Interviews. Accordingly, 5(8.3%), 11(18.3%) and 16(26.7%) of teachers replied that 

usually, sometimes and rarely respectively. Moreover, 9(11.25%), and 11(13.75%) respondents 

showed that respectively. Majority number was 19(31 .7%) which was indicated that the 

effectiveness of CPO through Interviews was not at all and 9( 15%) undecided respectively. 

The mean score of this item response is 2.59indicated in the scope of rarely and not at all. 

In item 5 of table 4 were the Instruments to evaluate the effectiveness ofCPD through systematic 

follow up. Accordingly, the significant numbers 8(13.3%), and 16(26.7%) of teachers responded 

usually and sometimes respectively. And, majority numbers 22(36.7%), and 18(30%) of teachers 

pointed out rarely and not at all respectively. Moreover, 6( I 0%) respondents undecided. The 

mean score of the item is 3.53 which show high level of influence. 

This implies that the Instruments to evaluate the effectiveness ofCPD through systematic follow 

up indicated that in the scope of rarely and not at all. 

With item 6 of table 4, respondents were asked to give their opinion on the Instruments to 

evaluate the effectiveness of CPD through document analysis. Accordingly, the majority 

8( 13 .3%), and 23(38.3%) of teachers showed that usually and sometimes respectively. On the 

other hand, 14(23 .3%), 10 (16.7%) and 5(8.3%) of respondents replied rarely, not at all and 

undecided respectively. The mean score of this item is 3.31 which are in the scope of sometimes. 

In item 7 of table 4, respondents were asked to give their suggestion Instruments to evaluate the 

elTecliveness ofCPD through taking portfolio. Accordingly, some of 10(16.7%). and \5(25%) 
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N 
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2 

.., 
j 

4 

5 

6 

7 

respondents showed usually and someti mes respectively. And also, majority of 18(30%), and 

II ( 18.3%) teachers showed rarely and not at all on the Instruments to eva luate the effectiveness 

of CPO through taking portfol io. Few of respondents 6( I 0%) of teachers said that undecided .. 

Th is reveals that Instruments to eval uate the effectiveness of CPO through taking portfol iowas 

rarely threatening the actual implementation of CPO. The mean va lue was 3. 17 which almost 
represen t rare ly. 

Table 5- Contri bution of CPO program to achieve schoo l goals. 

Items Options 
5 4 .., 

j 2 I 
Very high High Medium Low Very low 

~ 

No % No % No % 
~ 

% <l) No % No 
~ 

CPO improves class 18 30 22 36.7 18 30 I 1.7 I 1.7 3.9 1 
room activities 

It promotes teachers 20 33.3 20 
..,.., .., 
j j. j 17 ?S .3 2 

.., .., 
j.j I 1.7 3.92 

to evaluate their 
actions 

.., .., 
I 1.7 4.03 22 36.7 ?? 36.7 13 2 1.7 2 j .j CPO helps to 

improve teachers 
knowledge 

5 4.06 ?1.7 .., - -23 38.3 2 1 35 13 j It helps to en hance 
the quality of 
learn ing and teachi ng 

.., 
5 I 1.7 3.97 19 3 1. 7 25 41.7 J? 20 j It helps to apply 

conti nuous 
assessment methods 

.., 
5 I 1.7 3.82 46.7 20 

..,.., .., 
8 13.3 j CPO helps to give 28 j j . j 

experience shari ng 
through colleague 
teachers 

5 2 
.., .., 

3.89 
.., 

j . j 18 30 17 28.3 j ?O 
..,.., .., 

It helps to give the j j • j 

renewal ofa 
professional teachi ng 
license 
Average 3.93 

"f! . d' ITerent of responses between the respondents. NB.SO: showed the Slgn l Icance I 
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1.46 

1.47 

1.66 

1.55 

1.50 

1.42 

1.43 

1.49 



I 
In item I of table 5, the respondents were asked to . t . 

· I D I' I a e the extent to which Continuous 
ProfesslOna eve opment Improves clas ... 

. . . . sroom activities. Accordingly, 18(30%), and 22(36.7%) 
respondents I ated that CPD Improves class . " . 

... room activItIes IS very high and high respectively. 
On the other hand , 18(-,0%), I (1.7%) and 1(17° 

· ' . Yo) respondents rated that Continuous 
Professional Development improves class' ". . 

· room activities IS medium, low, and very low 
respectively. As we can see from th t bl I . 

e a e t 1e mean Score IS 3.91 which is in the ranoe of low 
level of support. From the results it ca b ·d ·h .1 " . "' . 

, n e sal t at t 1e contnbutlon of Contll1uous Professional 
Development in improving classroom activities was found t b . d . TI o e lI1a eq uate. 1e response of the 
interview held with school principals d ·t h d . , epal ment ea s, and cluster supervisors confirmed that 

the support of Continuous Professional Development to improve classroom activities as well as 

the students 0 academic achievement is very low. 

As indicated in the above table 2 item 2, the respondents were asked to give their opinion by 

rating to what extent Continuous Professional Development promotes teachers to evaluate their 

actions. 20(33.3%),20(33.3%), 17(28.3%), 2(3.3%), 1(1.7%) respondents rated that CPD 

promotes teachers to evaluate their actions as very hi gh, high, medium, low and very low 

respectively. The mean of the item is 3.92 which are in the range of medium level of support. 

From the data, it can be said that the contribution of Continuous Professional Development 

activities motivates teachers to evaluate their actions is moderate. Likewise, the interview results 

from principals, department heads, Continuous Professional Development facilitators, cluster 

supervisors confirmed that the status of CPD implementation and preparing teachers for 

evaluating their action is medium level of support. I-Ience, one may say that the importance of 

Continuous Professional Development for teachers to evaluate the success of Continuous 

Professional Development activities was at medium stage in Sebeta City Administration 

education Oftice. 

Regarding item 3 of table 5, respondents were asked to rate the importance of Continuous 

Professional Development helps to improve teacher' s knowledge. Teachers are attracted to 

professional development because they believe that it will expand their knowledge and skills, 

contribute to their growth , and enhance their eftectiveness with students (Fullan, 1999). 

Accordingly, 22(36.7%), 22(36.7%) respondents replied that the importance of CPD helps to 

improve teaohers kno\ovleclge is very high , and high respectively. 
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And also, 13 (21.7%), 2(3.3%) 1(170f<) . 
, • 0 I espondents responded th h 

changing teachers knowledge is medium I at t e advantage of CPD in 
, ow and very low respectivel A . 

table the mean of the item is 4 03 wh o h . y. s stated 111 the above 
. IC are 111 the ra (] f I 

. nbe 0 ow level of Support This indicates 
that the Impoltance of Continuous Professional D '. . 

evelopment In changll1g teachers' knowledae is 
at lowlevel of SUppOlt at school level From tl d t . b 

' " . le a a It can be stated that the importance of CPD 
actIOns rn changrng teachers ' knowledge w . d . 

as rna equate and got little attention. 

In item 4 of the same table shows th t CPD I I 
. . a le ps to enhance the quality of learning and teaching. 

Continuous professional development I ' ., . . 
pays an ImpOI tant role rn helprng teachers to manage 

current demands of the on-aoing a dd . I . 
'" n ynamlc c langes for enhancing the quality of learning and 

teaching (Fullan, 1995; 2006; Hopkins and I-lan'is, 2000). Accordingly, 23(38.3%), 21 (35%)of 

respondents replied that CPO helps to enhance the quality of learning and teaching is very high 

and high respectively. 

On the other hand , 13(21 .7%), 3(5%) and 0(0%) very low respondents responded that CPD helps 

to enhance the quality of learning and teaching is medium, low, and very low respectively. As 

the mean score 4.06 indicates that the importance of Continuous Professional Development 

enhancing the quality of learning and teaching is low level of support. This implies that to 

enhance the quality of learning and teaching Continuous Professional Development is not helpful 

at school level. 

From this, it can be stated that the important of Continuous Professional Development to 

enhance the quality of teaching and learning was ineffective. And also, the information gained 

from the interview from City education office experts confirmed that the practices of 

Continuous Professional Development to improve classroom activities as well as the students ' 

academic achievement is very low ,because of turnover of experienced teachers. 

In item 5 of the above table respondents were asked to rate Continuous Professional 

Development helps to apply continuous assessment methods. Accordingly, 19(31.7%) and 

25(41 .7%), of respondents replied that the use of CPD to apply continuous assessment methods 

is very high and high respectively. Additionally, 12(20%), 3(5%), and 1(1.7%) respondents 

responded that the use of Continuous Professional Development to apply continuous assessment 

methods is medium, low and very low respectively at school level. The mean or the responses 
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is 3.97 which are in the Scope of med' Th" . 
Illin. IS IInpiJes that the use of C' . ' 

Development to practice conti ontlnUOUS ProfessIOnal 
nuous assessment methods . 

level. 
IS medium but not in the expected 

In item 6 of table 5, the respondents were asked to answer 
the Continuous Professional 

Development helps to oive experie h' 
b nce s anng through colleague teachers. Accordingly 

28(46.7%), and the majority 20("3 "o/c). ' 
j .j 0 , respondents repiJed that the importance of CPO that 

oives experience sharino throuoh c II I' . 
o b b 0 eagues teac lers IS very hIgh and high respectively. On the 
contrary, 8(13.3%),3(5%) and 1(1.7%) respondellts d d I I . respon e t lat t le use of Contllluous 

Professional Development to give experience sharing through colleagues teachers is medium, 

low, and very low respectively. As stated in the above table the mean score of the item is 3.50 

which is in the range of high level of support. This indicates that Continuous Professional 

Development is impoltant to give experience and knowledge sharing through colleagues D 

teachers at school level. So, one may say that teachers were regularly involving in discussions to 

share experiences with colleagues within the school so as to promote professional skills. 

Regarding item 7 of table 5, teachers were asked to rate CPO helps to give the renewal of a 

professional teaching license. The majority number 20(33 .3%), 18(30%) and 17(28.3%)of the 

respondents replied that the importance of CPO that gives the renewal of a professional teaching 

license is very high , high and medium respectively. On the other hand, the minority 3(5%) and 

2(3.3%) respondents responded that Continuous Professional Development helps to give the 

renewal of a professional teaching license is low and very low respectively. The mean of the 

item is 3.82, which are in the range of low level of support. 

This indicates that Continuous Professional Development does not give the renewal of a 

professional teaching license. Thus, it can be concluded that teachers were not benefited from 

CPO to promote their profession and to get their license in their teaching learning process at 

Sebeta City Administration education Office. Generally, the data results showed that the benefits 

of CPO activities to improve the quality of education are at very high and high level of support. 

The participants of the study stated that teachers know more about their job which may be 

making teaching more interesting as clearly explained here after: 
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COl1linIlOIl,\' Professional 0 , I 
' eve opmenl conlriblIlion in 0111' ' , 

aliI' aI/ill/des lowards Ie I ' . Siudy program /II/proved 
ac lIng 10 Ihe eXlenl Ihal as a leachel' b", 

kilO) I ' b ' J now we leachel'· 
I 11/01 e a alii aliI' work i h J 

, anc I e needs of aliI' sillden/s than before, 
[t was also po lilted out that the program I I d 
" , 1e pe teachers to be effective and capable to solve their 
Immediate problems 111 the school discuss' tl' 

, ' mg 111lgS amongst themselves, The department heads 
believe that:-

CPO help 1/10s1 leachers I I" 
a ac lIa y aI/end 10 I heir ill/mediale problems and needs 

because I hey cc. "I b ' 
iI1 eas l Y ring them lip during workshops and get them aI/end to on 

olher hand, they help II/ostly with idenlifying experts amongst teachers, 

4.2. The Benefits of School Continuous Professional Development to achieve Teachers 

competency 

This section deals with the items related to the benefits of school CPO to achieve school 

objective, Each item is analyzed based on the data obtained through questionnaires responded by 

teachers and flllther backed by the data obtained from interview, focus group discussion and 

document analysis, Accordingly, the four items were interpreted as indicated in the table above, 

4.3.The Role of supervisor in involving secondary school teachers in Continuous 

Professional Development 

School supervisors are expected to undertake three sets of tasks including control (in a sense of 

monitoring complains requirements and providing feedbacks) , support, evaluation and liaison at 

schools to achieve unification and standardization of the school system, They must be ab le to 

facilitate both vertical and horizontal communications (work as liaison) , They are also expected 

to promote communications vertically by informing schools with policies and rules and the 

ministry with the needs and reality in the schools; and horizontally through facilitating 

interactions, net workings school functions , The realization of these all tasks of school 

superVisors, however, requires the development and implementation of a generic professional 

competency standard for the super visors as an integral part of insuring qual ity learning and 

teaching at all schools, Therefore, this generic professional competence standard for school 

supervisor is developed in alignment with the four professional levels which could be achieved 

lip on fulfilling the required professional competence, 
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Professional requirements of school supervisors have 
been displayed here for simplicity 

thematically as vision and values' personal I' . 
, qua Illes and social and interpersonal skills; 

knowledge and understanding, and professional practice. 

The standards of competence are interconnected and ' t d d . . . 
111 er epen ent and they ongll1ate from the 

four themes of professional requirements of school lead . . d 
el s mentlone above. I n essence, the 

whole professional practices of school supervisors are 00verlled b th " h 
I:> Y ese lour t emes. 

Conversely, each of the professional standards for school supervisors are aligned and 

interconnected with these requirements in one hand and the elements and indicators on the other 

hand. 

Qualitative data from interviews, focus group discussions and documents were analyzed to 

identify the role of principals in involving secondary school teachers in Continuous Professional 

Development in Sebeta City Administration and its practice in enhancing quality education. 

Categories were derived from interviews and discussions. Issues of benefits that emerged from 

the open-ended items, interviews conducted with principals, cluster supervisor, education 

officers and focus group discussions with the role of principals in involving teachers 111 

Continuous Professional Development were triangulated for the purpose of comparison. 

Teachers ' responses to open-ended questions in the self-report questionnaire revealed a number 

of problems that affected in involving teachers in Continuous Professional Development 

programs at secondary school level. One of the major challenges reported was the issue of 

commitment from the side of principals as well as teachers, knowledge and understanding in the 

incense of CPO program . This point of explain with the reference to teachers, school principals, 

cluster super visor and trainers each of which are involved in the program in different ways and 

at various levels. 
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CHAPTER FIVE: - SUMMARY CONCLUS , ION AND RECOM 
5.1. SUMMARY OFFINDlNGS MENDATIONS 

The main objective of this study was to . 
. examllle the role of principals in involv' 

school teachers III CPD in Sebeta City Ad " . mg secondary 
m IIllstratlon. 

In order to meet this purpose, basic researcl . . 
., 1 questions related to the purpose and importance of 

Contmuous Professional Development the p.' . I , IlIlclpa s key roles in involving in Continuous 
Professional Development pr " . , 0VISlons to SUppOit teachers professional development at school 

level and the major challenges and short coming ob . d " . sel ve 111 Implementll1g Continuous 
Professional Development were raised. 

Therefore, attempt was made to investioate the role of princi I .. I ' I '" pa s m Invo vll1g secone ary school 

teachers in Continuous Professional Development in Sebeta City Administration. 

To search answers for these questions, a descriptive survey method was employed. The data 

collected from the open and closed ended questionnaires was analyzed and interpreted using 

different statically tools such as frequency, percentage, mean , and standard deviation. Also the 

data gathered through interviews, focus group discussions and document analysis were analyzed 

qualitatively. 

On the basis of the analysis and interpretation of the data gathered through all the instruments, 

the following major findings were indicated. 

I. The finding of the study revealed that Teachers understanding of the contribution of 

Continuous Professional Development to achieve school objectives in secondary school 

indicated medium level. 

2. The study results indicated that Information concerning the actual practice of teacher's pre 

conditions in planning Continuous Professional Development program was found to be 

insufficient in Secondary Schools of Sebeta City Administration. 

3. The result of Activities stated by the ministry of education as roles and responsibilities of 

school principal demonstrated that Continuous Professional Development in involving 

secondary school teachers were low level of giving attention. 

4. The finding of the study showed that the School related factors which negatively influencing 

involving teachers in CPO program was found to be at moderate effect level. 

5. Most respondents replied Instruments to evaluate the effectiveness of Continuous 

Professional Development in involving teachers were indicated in the scope of rarely level. 
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6. From this study we can understood 
that the Willingness of teach 

involving by themselves was show ers to share experience in 
s no effect because of the ne' . 

Continuous Professional Development gatlve attitude towards 
program. 

7. It was found out that the most comm . 
are: on constralllts of principals and City Education experts 

t Lack of coordination and commitme t 
n among power actor' s teachers principals, city 

education officials and local government authorities. ' 

t Lack of awareness of some of the participants about the CPO program. 

... Some of the major actors of the . a' . . . . 
. plObl am , pal tlcularly city education officials, cluster 

supervisor and principals are busy and reluctant. 

~ Lack of Leadership and motivation skills coupled with the lack ofa good organization of 
the program. 

~ The Continuous Professional Development is generic (it is not specific as the nature of 

various subjects) 

5.2. CONCLUSIONS 

Based on the major findings, the following conclusions were drawn . 

.4- The finding of the study indicated that teachers' understanding of the contribution of 

CPD, the understanding of CPO that helps to facilitate changes in education, and the 

understanding of the goals of CPO actions was to be found at medium level. From this, 

we can conclude that teachers ' understanding of the purpose and importance of CPO in 

each Secondary Schools of Sebeta City Administration were at medium level. 

Generally, teachers did not sufficiently practice in CPO actions and also, they are not 

effectively and collaboratively solving educational challenges in planning CPO program. 

Teachers do not well realize their CPO plan, and consequently portfolio documents were 

not well prepared. Thus, using CPO as an instrument for development of knowledge was 

given less attention in Secondary Schools of Sebeta City Administration . 

4- The result of activities stated by the ministry of education as the roles and responsibilities 

of school principal demonstrated that CPO development in involving secondary school 

teachers were low level of giving attention. However, among the roles and 

responsibilities expected (-i'om school principals are preparing training or workshops, 

68 



organize experience sharing with the nearb I 
I did h ' Y sc 1001s, arrange induction program for 

new y ep oye teac ers evaluating d " 
. ' an glVll1g feedback on CPO activities of teachers 

But, the analYSIs of this study revealed th t -I h . 
a t le sc 001 principals failed to meet these 

responsibilities. Therefore, from the d t f -I . . 
a a 0 t le stud It IS possible to conclude that 

teachers were not encouraged by th hi" 
e sc 00 principals to accomplish the CPO activities 

and develop their professional skills in order to bring into the light them with the modern 

trends in their respective subjects. 

l,. Trained CPO facilitators were not available in all Secondary Schools of Sebeta City 

Administration to provide continuous professional development support for teachers. 

Relevant professional trainings of CPO were not adequately conducted. The activities in 

CPO were not directly connected with teacher' s day-to-day life as solving the student's 

academic failure , to re-licensing career development structure in Secondary Schools of 

Sebeta City Administration . 

t Sebeta City education office experts, cluster supervisors, school principals and other 

school based CPO implementers were less supportive on the activities of CPO. That is, 

failure to allocate sufficient budget, absence of preparing local CPO plans, organizing 

training programs, intra- and inter group discussions, encouraging peer evaluation and 

timely feedback regarding the practical involvement of CPO program. Therefore, there 

was absence of commitment and lack of responsibilities among CPO stake holders for its 

practical involvement. 

i. Most respondents replied that the importance of CPO that gives experience sharing 

through colleagues and teachers 'vvithin the school was found to be at high level but it is 

insufficient with the nearby schools. 

i. The study showed that the practice of CPO to alleviate the day today problems, 

preparation of portfolio, and involving in peer coaching with colleagues and teachers, as 

well as the role of school principal in involving teachers in CPO were found to be 

inadequate level. 

i. The study results indicated that the roles of principal in involving teachers in CPO 

effectiveness in their profession, and for technical cooperation among teachers, as well as 

the improvement of subject matter action was found to be insu fficient. 
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~ This study indicated that the em t f S '. 
01 0 chool prIncipal to re . . 

among colleagues and teachers w p pare expenence shanng 
as low, whereas preparing trainin d . 

colleagues and teacher' s evaluafl I' g, an arranging 
, on was ess effective . 

. ~ Most respondents believed that lack f I' 
. . " . 0 se ectlon relevant topics and which can update 
teachels, lI1ablllty of preparing trainin on CPD " . 

. g , lack of organlzlIlg IIlduction program 
lack of evaluation and giving feedback b h . . ' 
. . . Y t e school pnnclpals has high negative 
Illfluence 111 Illvolving teachers in CPO program. 

~ The result of this study showed tl t th . b 
1a e malll 0 stacles that operate agai nst the practice 

and involving teachers of school based CPO wi ' ere ess commitment of school leaders to 

pmticipate in CPO activities and lack of teachers readiness and motivation on the actions 

of CPO were identi fied the serious challenges . 

.4- From the study we can conclude that the principals and teachers were expected to playas 

the role model and key roles to change school community. However, different challenges 

like lack of awareness, understanding, negative attitude, being busy due to non-academic 

tasks, unable to lise relevant media of instruction and absence of working in team spirit 

were hindered the principal to work in involving secondary school teachers in CPO 

program at Sebeta City Administration . 

Moreover, fai lure to allocate budget and lack of CPO materials, absence of career structure in the 

actions of CPO was to be found the problems that hinder in involving teachers in CPO. On the 

other hand , absence of giving feedback from the concerned bodies, lack of commitment of 

school principal and teachers to practice CPO actions, failure to organize training on CPO 

programs, and shortage of time for teachers to involve in the actions of CPO was found to be 

least effect in the practical involvement of teachers in CPO in Secondary Schools of Sebeta City 

Administration . 

5.3. RECOMMENDATIONS 

Based on the major findings of the study and the conclusions drawn , the following 

recommendations are forwarded. 

I. To make school principal 's instructional leadership and teachers professionally 

competent, that is improving classroom activities of teachers, teacher ' s knowledge and 
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improving the quality of teaching and 
learning, various methods of CPD s h . 

service training, action research d , an 
uc as 1/1-

induction prog ~ 
ram lor newly deployed teachers is 

recommended to be implemented. 

2. In addition, intra- and inter school 
group discussion on the action of CPD . 

h· , mentonng 
peer coac Illg, and peer evaluati . ' 

. . on al e suggested to be practiced in the Secondary 
Schools of Sebeta Administration M h 

" . . oreover, t e study results confirmed that teachers 
and pnnclpals II1sufficiently practiced these strat . Th '" 

egles. ereIOl'e, all CPD stakeholders' 
Like principals, teachers, supervisors ,students as well as Sebeta City education Offic~ 
experts should make great effort to improve the . t' f . '. pi ac Ice 0 action research, Illductlon 

program for newly deployed teachers, mentoring, peer coaching and peer evaluation, in-

service traininos and workshops . t· d ' hi' . 
'" , III el an mtra sc 00 group discussion to apply the role 

of principal instructional leadership skill in involving teachers in CPD in Secondary 

Schools of Sebeta City Administration. 

3. To enhance the role of school principals in involving secondary school teachers in CPD, 

it is essential to develop or incentive mechanism for principals through rewarding and 

may be financial incentives in the form of allowance, or subsiding housing and better 

training opportunities. Teacher's performance of any practices of school based 

Continuous Professional Development practical to be allied with their career 

development so that principals and teachers would not be hesitant in involving teachers in 

CPO. To this end, the MOE, Regional education Bureau, City education office, School 

principal and departments are advised to consider attempts to involve in CPD as part of 

the performance by exchanging the new approach of principals and teachers career 

structure development criteria and it needs immediate actions in order to solve the 

problem. 

4. The contributions of school principals in involving teachers in Continuous Professional 

Development program were not sufficient. One of the major factors , as indicated under 

findinos has been lack of commitment from school principals in involving teachers in '" , 
CPD activities. Hence, for the Continuous Professional Development program to be 

successful for cluster super visors, City education office in collaboration with other 

stakeholders has to organize the necessary workshops on CPD as well as educational 

leadership and management to school principals and should organize motivation program 
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by preparing free discussion time 'tl f" 
WI 1 lee lunch. The same sh Id b . 

education oftice experts and It. ou e done for CIty 
c us er SupervIsors A I C . 

I . so, ontllluoUs Professional 
Deve opment should be specific w'th' . 

I vanous subjects nature. 

S. Principals have to prepare the school CPD I " . 
. " p an III IIlvolvlllg teachers in the selection of 

the SCh~OI CPD pr~ontles. This condition helps teachers to be adapted with the plan and 

used to mclude theIr needs and demands as · II h " 
. we as t e eXlstlllg challenges of the schools. 

These mcreases mutual responsibility for the school . . I " . 

facilitating the CPD activities effectively. 
prlllclpa S III IIlvolvlllg teachers and 

6. It is recommended that the Sebeta City education office experts, cluster supervisors, 

school principals and senior teachers should practically assist teachers by creating 

conducive environment for skill development through both short and long term training 

programs, allocating sufficient budget, by preparing self and peer evaluation 

opportunities and followed by timely feedback. In addition, by fulfilling CPD materials 

and increasing the commitment of principals and teachers by giving motivation, in order 

to in involving teachers in Continuous Professional Development actions sufficiently and 

to improve the students ' academic performance. 

7. The study results showed that support from cluster supervisors and school principal for 

the involving of school based Continuous Professional Development were found to be 

inadequate. It is strongly recommended that cluster supervisors and school principal 

should take immediate actions and follow up the school Continuous Professional 

Development performance, organize teachers to change their attitude on the activities of 

Continuous Professional Development and maintain experience sharing with the nearby 

cluster schools and share Continuous Professional Development manuals and materials to 

all secondary schools for the real implementation of school based Continuous 

Professional Development, as well as to improve the quality of teaching and learning 

activities, and to improve students result in Secondary Schools of Sebeta City 

Adm in istration. 

8. The school community: set a regular discuss ion program on new technological 

approaches by the coordination of school principals and experienced teachers. 
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9. All the school principals, supervisors te I. , ' . 
. ' ac leI s need to be trall1ed In addressing individual 

needs. EducatIon office of the city need t f; " . 
' . 0 acIlltate dIfferent awareness program 

onContll1uous ProfessIonal Development b '. 
Y cooperatll1g wIth education bureau of the 

region so that all principals supervisors te h d 
' , ac ers up ated by short term trainino at least 

' . b 

tWIce per a semester In every academic year. 

10. The participant of the research have . d 
pOll1te out the roles of school principals in 

involving teachers in CPD should be :_ 

• 

• 

Assist teachers to properly discharge their duties and responsibilities up to 

the expectations of students, parents, government and other stakeholders, 

in general ; 

Motivate and encourage and teachers to use different methods to improve 

their profession through collaborative and collegial relation-ship and 

discussions, distance learning, online learning and other related 

mechanisms; 

• Playa leading role and become exemplary in the continued professional 

development of teachers; 

• Act fairly and avoid un fair and biased administration, but should rather 

introduce a transparent and accountable system of school-based 

professional development of teachers. 

• Engage him Iher in the ever changing environment since principals like 

teachers need to up-date themselves in order to properly carry out their 

responsibi lities; 

• Set in place a mechanism for evaluating, monitoring and appraisal of 

teachers so as to late them felt they get what they deserve from schools 

since it is through such system that continuous and fruitful professional 

development of teachers can be realized 

11. Finally, to better address the problems, it can be suggested that further studies need to be 

conducted in this area with regard to the role of principals in involving secondary school 

teachers in CPD in Sebeta City Administration. 
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