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PREFACE

mﬂWmmwh.Mnm academic
organization for capacity building of Educanion Managers, Palicy-makers and Planners
at grass root level. For professional growth and enhancement it is pre-requisite 1o have

in August 2001. The major purpase of

gruss-root {evel. Simultaneously ESR

: sﬂmmm Adult Lileracy, Improving Quality of Education, Mainstreaming
g

* Miadrasahs, of general education ar Secondary Level, and Public
Private Partnership, wiich obviously demand professioml growth of personnel for

After devolution plin the role of Education Manager becomes made more
challenging than in the past. Considering the importance of the role of Education
Education Managers under Devolution Plan”. The study investigaied those
fuctors which influence the professional requirements of Education Managers.
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Officer. 1 admire the services of Mr. Ikhtisar Ali, Programmer and Mr. Numair,
Internee for providing technical sssistance of computer for data analysis. The services
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the report.
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EXECUTIVE SUMMARY

This study was designed to evaluate the implementation status of education
policies and to astess the professional requirements of education managers under
devolution plan for capacity building in educutional planning and management. In this
context the study aimed to give particular attention to important changes that occurred
in the education sector since after devolution plan 2001, On the basis of socio-ecONOMIC
indicators, district index for each province was developed. The low female literacy
among the districts was used as main criteria for selection of sample districts. In this
regard tots] fourteen districts, including FANA/FATA and AJK were taken as sample,
Pilot testing of research instrument was made in district Lahorc and Sargodha.
Respondents of those districts have also been included in final report. The purpose for
adaptation of these criteria for selection of sample was to have a true representative
sample at national level. Moreover. Karachi being the biggest city of Pakistan was also
included. The Education Managers who visited AEPAM during the training workshop
from January 1o June 2005 were requested 1o fill the questionnaire of this study. In this
way it can be said that sample of this study was true representative at national level,
District wise detail of the respondents is given below:

S.Nop. | District Education Man:ﬁﬁmmn
1. Islamabad 1
Z. Multn 20
A Antock 9
4 Bhalkkar 12
5. Lahore 33
6. Sargodha 36
1. Karach 0
B, Thartta 2
9. K hairpur 8
10. Khuozdar 2
1. ZLhoh 4
12, | DI Khan 12
13. Kohistan 10
14, Khvher Agency 6
15, F.R. Kohat 9
L6, Gilmi ]
17 Rawalakot 12
I8, Focus Group 03
Total A9

The major findings were: 1t was found that Devolution Plan has been effective
in Planning. Policy Implementation. Monitoring, Evaluation and many other aspects of
education system at district level. Datn indicated that 65% Education Managers were
familiar with the components of ESR program. whercas 29% Managers had not

Wil



knowledge about ESR program. As far as thrust arcas of ESR program were concerned,
according 10 43% Educarion Managers, universal primary education was their concern,
28% managers gave their opinion that aduly literacy campaign was relaled with them,
44% Managers tald that quality of education was not related with them. It was observed
that 50% respondents did not bother to answer the questions. For 45% Education
Managers, the targets of ESR were realistic but 20% Edueation Managers were of the
opinion that targets of ESR were ambitious. 46% Managers reported that universal
primary education had been achieved. As far #s quality of education is concerned, 48%
managers told that this component has been partially achieved. The other COMpOnents
of ESR, i.e. Mainstreaming Madrasahs, introduction of technical stream and public-
private partnership were concerned targets of these could not be achieved.

councils had quarterly meeting. Data show that 67% schools had S M.Cs. whereas 315,
had P.T.A in their schools.

Effectiveness of PTA/SMC was also investigated, According to 77%
Managers SM.C/PTA can be used for enhancing the enrolment, whereas 4%
Managers had opinion that SMC/PTA can be used to ensure the atiendance of students
and teachers in schools. 70% Managers were of the opinion that SMC® can be used for
decreasing the dropout raic ar primary level; 69% Managers wld that $.M C/PTAs are
important for generating resources for school and 68% thought that 5.M.C/PTAs are
important for improving physical facilities ut school leval. :

hwusdnplnmbleMMrcmaIMMuugmthhnth:yludﬂmagenf
supporting staff and 44% Education Managers said that teaching staff was shart in their
districts. Data indicated that 72% Managers recommendad tn provide professional
training 1o AFOs; whercas 66% Manugers recommended  inclusion of
Headmaster/Headmistress in training. Managers also recommended for professional
training of DEOs and Deputy DEOs. for enhancing professional capabilitics. 65%
managers told that they had enough time for in-service training. 50% Managers gave
their opinion in favor of two week duration of training whereas 39% thought that
training may be for one week.

Education Managers emphasized and gave high priority 1o the management

skills for capacity building. It was found, that 84% Mansgers voted for teaching of

System, 80% emphasized for training of in-service rules and regulations;

T9% Managers gave high priority to motivational technique and decision making skills.

Similarty, 78% emphasized the need for training in delegation of powers. 77%, vored

for training in preparation of job-training; 76% told that performance Evaluation should

be included in capacity building training. 79% opted for the need for training in
decision making. and 74% felt the riced for training in Devolution of Powers.

vifi



It was also found that 83% Managers gave high priority 1o Identification of
problems, whereas 82% Managers emphasized for monitoring/Evaluation of projects.
Similarly, 78% felt the need for training in short-term and long-term planning; 75%
Manager emphasized for training in project development and setting priorities. Training
need in the Development of P.C. forms and development of indicators was also given
priorities,

Fintncial Management is a very crucial issue in the district management data
indicates that 79% mangers placed high priority to maintenance of accounts,
expenditure, book keeping, whereas 78% thought that financial management cancept,
scope and audit rules were importani for managers: 77% Managers emphasized that
general budgeting techniques, financial rules, transfer of funds and expenditure
statements, TA/DA bills may be included in financial management training,

Data illustrates the supervision skills required for Education Managers; 82%
managers gave high priority to supervision, inspection and monitoring technigues,
whereas for 79% managers, the skills in reporting progress and quality Education are
very important. According to 76% Managers interpersonal communication and student
examination system was important for capacity building traming.

It was found that §2% respondents attached high priority to establishment of
linkages between community and schools, whercas 80% managers gave prianty 1o
SMC. It was interesting 10 notc that 73% rospondents told teachers’ involvement in
PTA as priority area of communiry participation. Similarly 69% Managers told that role
of local government in SMCs as important aréa of management fraiming for
professional development of managers.

Data indicited that 84% managers told that uwse of computer in planning was
their job requirement, whereas 80% attached high priority to the usc of computar in
management. Similarly 75% showed interest in data analysis and MS WordMS Excel
programs fof training,

Education Managers may be provided training in:

a) Management wskills, Management system. TLeadershup  skills,
Motivational tcchniques, Persomal management, Delegation of
powers, Job description, Performance evaluation, Service rules and
regulations, Decision making, Devolution of powers.

b} Planning skills, Project development, Data collection, Development
of indicators, Tdentification of problems, Setting priorities,
Monitoring of projects, Short and long-term planning, Preparation of
PCs,
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Financial Management Skills, Financial management; concept and
~scope. Maintenance of accounts expenditure, book keeping, general

budgeting techniques, Finuncial rules and regulations. Audit rules:

Internal and external, performance audit, Expenditure statements

TA/DA bills, etc.. Financial rules and regulations, Transfer of funds,
Local resource generation,

Supervision Skills, Supervision, inspection, moniloring, Interpersonal
communication in institution, School-bascd evaluntion. Student
cxamination system. Reporting progress and  results, Qualiry
Education.

Community Participation Skills, Linkages between community and
schools, Role of local government in PTA (formal/informal),
Teachers involvememt in PTA, SMC {School  Management
Committec). Role of local government in SMC.

Computer Skills, Use of computer in planning, Use of computer in
mamagement. Data analysis, MS Word/ MS Excel, Emailflnternat,



CHAPTER ONE
i INTRODUCTION

This study was designed to evaluate the implementation status of palicies
{ifder devolution plan at district level and o assess the professional requirements of
district government personnel for capacity building in educational planning and
management. In this context the study aimed to give particular atteniion o important
changes that occurred in the education séctor since after devolution plan 2001. On the
basis of socio-economic indicatars, district index for each’ provifice was developed. The
low female literacy among the district was tised 35 main critetia for selection of sample
districtt. T this regard total fourteen districts, including FANAMFATA and AJK were
-, waken as sample. The purpose for adiptation of these criteria for selection i sample
— M s 1o Wave a trie representative sample it national fevel. Moreover, pilot testing of
Research instrument was made ot Lahore and Sargodha. The instrument was found
correct in final report respondents of these two districts were also included. Moreover,
Karachi being the biggest city of Pakistan was also included. The Education Managers
who visited AEPAM during the training workshop from January to June 2005 were
requested to fill the questionnaire of this study. In this way it can be said that sample of
this study was true representative at national level.

1.1 District Education Management

Education management plays vital role in the quantitative expansion and
qualitative improvement of education system in the country. Effective manapement is
pre-requisite for bringing the education system to meet the challenges of modemn era of
information technology which made the role of education manager more complex than
ever before. Fducation manager has to meel the challenges of constant changing
scenario not only within the country but in global village. In order to enhancing
efficiency of the system, government has introduced various reforms in educatim
system. In this regard decentralization was made through devolution plan in August
2001. After devolution. district governments have been empowered to look after the
affairs of education in respective districts.

District government is responsible for planning, organizing, leading and
contralling the human, physical, financial and information resources ol education for
development of education at district level. For achieving the pre-determined objectives.
district management unites the resources 1o increase the internal and external efficiency
of education system in an effective and efficient munner. When district governments
were established in 2001, responsibilines were imposed on education managers,
whereas, professional training was not provided to them for smooth functioning of
affairs of district government.

Management training of the district education managers s necessary for
preparing them to handle educational matters in their respective districts.  AEPAM
provides management-training facility for cupacity building of education managers.



policy-makers and planners across the country. District education managers are
responsible © monitor the activities, establish accountability system and to work for
professional development of the administrators and teachers for enhancing cfficiency of
the system. They are also supposed to maintain good relations with communitics,
national and international agencies. District education managers are expected to play
the role of top-level managers w implement government policies and bring innovations
to cater the needs of society. Considering the needs of managerial training of district
education managers, the munagement of the Academy of Educational Planning and
Munagement decided to assess the needs of management troining of district education
managers so that desired training could be designed.

1.2 Statement of the Problem

The study was aimed to assess the professional requirements of educational
managers under devolution plan for capacity building.

1.3 Objectives of the Study
The abjectives of the study were as under:

I To amalyze perception of educational managers at district level about
devolution plan.

2, To assess the competencies of educational managers al district level

3. To evaluate the implementation of policies under devolution plan at
district level.

4 To identify the necds of district government personnel for their capaciry

building in educational planning and management.

L4 Significance of the Study

The research was designed to study the prevalent education management
systems, ity cffectiveness and internal efficiency of the education system ar district
level. The findings of this report would enhance the insight of the Education Managers
1o understand problems ar district level and smooth running of the district with different
constraints. The advantages and disadvantages of devolstion plan, ESR programs’
benefits have been investigated in this report. This is a comprehensive rescarch study
which covers all aspects of district education system even at school level, with focus of
thrust areas of ESR program. Maoreover, major functions of education managers have
been included for investigating professional requirements,

The report would be significant for policy makers in understanding present
management system at district level and designing pragmatic policies for development
of education, with consideration of capacity building training needs of district
managers. Moreover, Management of the AEPAM would be able to design the training
courses for Education Managers according to their job requirements.



15 Delimitations of the Study

This study was delimited o only sevenieen districts of Pakistan due 1o
financial and time constraints.

1.6 Limitations of the Study

It was decided 10 collect data from all district education managers from sample
Districts; But during field visits research team found most of education managers either
were not available in district due 1o official assignment or positions were vicanl
Therefore research team collected data only from available respondents at the time of
field visits.



CHAPTER TWO

2 REVIEW OF LITERATURE

21 Management

Management ix ﬂm-m of attmining m:aniﬁml goals hy,-umc:iumd:
cificient planming, organizing, leading, and contrulfing the organization's Byman,

EE: ® I “Iu:rﬁ mmﬂ & c' t.l il 'Ia' : mﬁ L il w I .--.. _': ; w* Lyt » -
ensure optimal utibzation of available resources. ) '
-According 1o (Weihrich & Knontz, 1993 p4). Managément is the proeess of
designing and maintaining an environment in which individuals working together in
groups efficiently accomplish sclected aims™. However, Shah (1999) said. “Education
smmmmmmmwﬁmyw_-mm
allocation, and use of rexources availible hmw'ﬂ:qunﬁty.dndhmmh
quality of ecducation™ (Shah, 1999 p.l6) Tt is also obvieus thar for eoffective:
management, training of the munsgers Is very cssentlal. Unfortunately, in Pakistan,
umﬂmm.m@ummmmmmmmmfw
education managers. Thut is why the performance of education Managery: is not
satisfactory:

The Commission on Nationsl Fducation (1959 p.268) emphasized that
“administrative staff, inspectors, headmusters, and subject specialisis lor multi-purposs
schools should receive in-serviee training through the education extension ceaters” n
National Education policy (1997 p.72) it has been accepted that management has failed
to produce: desired outputs. The policy stated, “our system of cducational management
and supervision is a legacy of the past and is not equipped to cope with the increasing
and changing demands of education in the country”™. The existing educational
management system was adopted instcad of designing new one to fulfill the
requirements. INESCO, 1980, emphasized on the South East Asian countrics i
prepare “pnincipals, heads of schools, administrators and key-personncl, who could
mtroduce and implement inngvations in education”. (Shah, 1999 p.15):

It also stated “(Hayes, 1987 p.78-97). That “inadequate management, lack of
familiarity with the task and dearth of traincd management personnel were among the
causes of deleriorating academic standards and failure of education reforms. Similarly
"99.1% teachers had negative atitude towards financial management of the
administrators”. (Hussain, 2002 p.106). These findings of different studies clearly
indicate that management trauning of Education Mangcr is a ¢rucial problem that neads
0 be considered senously.



12 Management Functions
Management has to play the following four main functions.

a) Planning: The process of formulating goals and developing ways w
achieve
them.

b) Organiring: The process of creating a framework for developing and
waork activities (o achieve goals. '

¢) Leading: The process of using influcnce 19 motivate others to work
wward accomplishing goals.

d) Controlling: The process of monitoring and regulating the organization's
progress toward achieving goals.

23 Effective Management

Management has 1o perform some major functions in order o optimally utilize
the resources. In this regard manugement has to take manifold decisions, which have
multi-dimensional effects on the Interns! und external cfficiency. Educational
mansgement has to accomplish the tusk of providing skilled, trained and qualified
personnet for the cconomic development of the country, The World Bank's education
palicy paper suggested that eduction system should try to achieve muximom imernal
efficiency through the minagement, allocation and use of resources availuble for
i sing the quantily and improving the quality of education.

24 Educational Management

By the mid-scventies, the government had begun to realize the cconomic
realities and the after-effects of quantitative expansion of higher education mentioned
shove. Criticism from within the country and from the foreign funding bodics resulted
in u shift in the government policy, cmphasizing the role of education in developing
man-power for different levels of the cconomy and the role of institutional managers in
achieving these objectives.

Although, the néed for management development on educational site has been
recognized much earlier (Report of the National: 1959), it received emphasis from the
1980s onwards. In 1980, a UNESCO mesting of the educational admimstrators and key
personnel from eleven south East Asian countries was held at Seol to discuss
innovations in education. The major emphasis was on preparation of principals, heads
of schools, administrators and key-personnel who could introduce and implement those
innovations. This reflected an understanding of the fact that without developing the
skills of the people immediately responsibie for delivering education. improvements



unddﬂhndlimsmunmh:uhhmmmmminmmﬂwﬁuum
acceptance of the importance of institutional management and the need 1o develop il.

In-depth discussions were undertaken to identify the issues and to prepare guidelines
for the training of key-personnel (UNESCO Report:1981"), The signals from the World
Bank that “money is not and will not far a long time to be available for everything”
(Hultin:1986:12) increased the demand for effective management. Hultin mentions
World Banks education policy paper for 1980 which suggested along with other things
that; “education system should try to achieve maximum internal efficiency through the
management allocation, and use of resources available for increasing the quantity, and
improving the quality of education” (1986:2),

Such observations directed focus on educational management which were
further reinforced by the findings that inadequate management, lack of familiarity with
the task and dearth of trained management persomnel (Hayes: 1987:78-97) were amaong
the causes of deteriorating academic standards and failure of educational reforms,

Educational development to & considerable extent depends on the capabilities
of the administrative heads to exccute and support  the developmental and
implementation phases. Ilence the preparation and development of educational
managers with this perspective was quite important. In spite of a large expansion of
educational institutions, the situation in Pakistan was summed up as:

An incresse in unemployment, particularly among uncmployed graduates:
Non-expluitation ol national resources:

A general decling in the quality of education:

A lurge shortfull in the availability of scientifiy man-power; and

Absence of an inteprated information system to co-ordinate higher education
with national man power requirements (Faraj: 1988,

* & 4 & @

Such findings unveiled the disparities between policy-making  and
implementation in Pakistan. Palicy making and planning worked in linear process, from
top Lo battom, and those planning at the top were mostly not aware of the realities of the
actual educational situation, of of the implications involved in implementation of
educational changes (Iqbal;1981; Hayes: 1987), They noted the symptoms but could not
cure 48 they were not the specialists, and also because they were not the people with
experience of work in education. Changes in the educational context, resulting from
political and socio-economic forces aclive at micro and macro levels, gradually
changed the concepts within management and shifted the focus towards the institutional
managers. A Major development initiating from this shift of focus was realization of the
need for management development and training of institutional heads as a pre-requisite
to make their involvement active and effective,

In implementation, the practice of imposing a policy or situation, without
preparing the key personnel responsible for managing it, meant that even the best plany
could not attain the desired goals. In addition to that, political changes, power-play, and
corruption, coupled with socio-cultural pressures made management & hard task in



itself. In these circumstances, it can be argued thut professional compelence and
development of management skills might improve the ability and effectiveness of the
college heads, adding to strength and confidence to manipulate these interferences in a
effective way to achieve the target goals. Moreover, the world wide economic recession
imposed restraints on budgets, The country could hardly afford to put huge amounts of
money into education as it did in the seventies, without some quality assurance and
making education responsive 1o economic needs.

Duties Assigned to District Education Officer:

10,

1.

12.

13

To look after the educational affairs of the concerned distriets, to hold
inguiries and 1o solve the problems of the teachers.

To act as controlling officer.
Supervision and guidance of primary, middie and high schools.

To write the ACRs of the heads of the high schools, Dy. DEOs and
AEDs ete.

Controlling the budget allocation and maintenance of accounts.
Submission of budget estimates/list of excess and surrenders/income
and expenditure statements regarding schools and offices in the
district to EDO Education.

Implementation of ADP in the district.

To look after the scouting and annual school tournaments.

Preparation of working papers regarding audit observation of the
schools and the offices,

To attend all the meetings at district Jevel convened by the D.C. or
Chairman of District Council.

Award of Selection Grade and settlement of other relevant service
matters.

Supervision all of the schools, functioning in the district

Proper  coordination  al  various  levels  through  Dy.
DEO«AEOs/Headmasters’ Association and Resource persons.



14, Provision of guidance 1o primary, middle and high school teachers
and organizating refresher courses for all levels of the officers, AEOs
and the Resource persons.

25 Decentralization of Education in the Context of Educational Policies

Pakistan had o weak educational setup at the time of independence. Most of
the people were illiterate and number of educational institutions was insufficient for
educating people. Pukistan inherited administrative setup from British in 1947 and since
then the system had been improved to some extent through a number of administrative
reforms. but revamping of administrative structures did not take place. In Pakistan.
usully educational administration had been practiced through centralized system. The
constitution of Pakistan calls for encourngement of local government, bur the structure
and functions of local governmenmt had not been enshrined in the constitution
Provincial governments have delegated some functions to the local councils through
ordinances. The system of local government before Devolution Plan was established in
1979,

It was realized that highly centralized system of education was greatly
hampering the efficiency and effectiveness of delivery service at the grass-root level.
Successive governments addressed this problem in their policics and plans. A brief
review of education policies in respect of decentralization of education is given below:

In 1959, the “Repont of the Commission on National Education” proposed the
creation of separate sections with considerable autonomy within their spheres of
responsibility which introduced a concept of the devolution of authority bur it did not
receive much appreciation in educational admimistration.

National Education Policy 1970 also proposed the introduction of
decentralization of educational sdministration to ensure ncademic freedom and
financial autonomy required for the healthy and effective growth of educational
institutions at varous levels.

National Educanon Policy 1979 stated that educational administration would
be deceniralized for effective supervision and management of education through
providing more powers and facilities 1o educational management at lower levels.

National Edueation Policy 1992 emphasized that the process of decision-
making will be decentralized. Educational development plans shall be effectively
coardinated and momiored. Management of district level education will be improved by
associating the local community, (Jatoi. 1998)

The National Educaton Policy 1998-2010 proposed the following provisions
for decentralization in educai.an:



s  Management and supervision shall be improved through greater
decentralization and accountability.,

= District BEducaton Officers (DEOs), Assistamt District Educanon Officers
{(ADEOS), Learning Coordinator and Village Education Committees (VECs)
shall be imparted training in management and VEC organization so as to
improve the quality of admimstration and teaching in the school. .

®  Selected management functions and clementary education shall be
decentralized towards the district. the schotl and community, while helping
communities and local bodies 10 organize their efforts more effectively.

v Good Governance in educational institutions will be achicved by mmparting
intensive training in management and supervision through Provincial Institute
ol Teacher Education (PITE) to all headmastersheadmistresses and personnel
of supervisory cadre.

*  District Educption Authorities and School Munogement Committees (SMCs)
will be set up for implementation, monitoring and evaluation of the National
Education Policy, 1998

2.6 Federal Role under Devolution of Power (DOP)

The Federal Government is responsible for setting teacher pay levels, defining
required Leacher oredentials, setting the national core curriculum, and assessing student
performance through 4 natonal examination. Through the allocation of funds, it also
plays a shared role in ensuring equity in education. However, its role in the new system
to ensure access of school 1o disadvantaged children is siill not defined.

.7 Provincial Role under Devolution of Power (DOP)

The provincial governmants have much more restricted role under devolution
than was pre-devolution. They wtain primary responsibility for pre-service teacher
training and share responsibility for in-service training with the district governments.
Puotentially they have an important role to play in ensuring equity, access o schooling.
and they can play other impornt roles in influencing curriculum and ensuring quality
(Winkler et al, 2002).

28 District Role under Devolution of Power (DOP)

The district governments have acquired significantly greater responsibilities
under devolution. Presently the responsibility for paying and managing teachers lies at
district level, even though teacher pay levels and teacher educational requirements are
sed notionally. This is 4 signficant change from the pre-devolution arrangement where
provincial governments managed and paid teachers.



Financing of Education is nnother key Area under devolution that lies with the
district government. The source of revenues from Federal revenues that are transferred
to the provinces. The provinces retransfer the revenues to the districts as per formula set
by Provincial Finance Commission. Now it is the district management that will decide
how much 10 spend on education as compared to other public services for which district
government |s respansible.

Finally, the disirict governments acquired lead to responsibilities in deciding
where 1o locate new schools and how 1o finance construction and inspection of schools.
It ensured the carrying oul the annual evaluation of teachers and headmasters. Sub-
district community organizations called Community Development Boards (CDBs) miry,
also, play an important role in determining the location und timing of new school
fucilities, however, their precise role is still undefined (Winkler et al, 2002),

29 The structural changes after devolution of power

In education. the new district structures have been cvolved further and are
mare setiled than in the health sector. This is probably because, prior to devolution,
provincial education departments were already a fong way down the road of
decentralization and appropriate management structures had been established at the
sub-provincial level. The sector has eeen considerable experimentation ut the district
level — thus, although in all districis the basic structure of the District Education Officer
1 in place, below that level a variety of education department structures Lre emerging
tn meet district —specific circumstances,

Important variations among provinces and districts characterize the devolution
of education munagement. The structure of the Departments of Education in Punjab and
NWFP include three directorates - Primary, Secundary and High — while Balochistan
initially merged them into one but subsequently created a separate dircetorate for
collepes. At the distriet level, Punjab has created sepurste departments for education
and literacy, while the other provinces have opted for single departments for both
sectors. In Karachi. the district government has not yet achieved uniformity in
managing its own schools and those that were formerly under the tehsils. Procedures for
tehsil schools — such as procurement rules ~ are still in place and so although schools
are all now nominally under the Karachi Education Department, different rules and
procedures allow former tehsil schools latitude denied 1o district schools. These parallel
service delivery arrangements have resulted in jurisdictionul conflicts and overlupping
and confusion among the concerned stakeholders in local government,

210 Financial Matters at District Level
In majority of cases, the District Coordinating Officer (DCO) is &
Category | officer and the Executive District Officer (Education) is a Category 11

Officer. The Executive District Officer (EDO) and District Coordinating Officer
(DCO) can only be transferred by the provincial government, and the authority far

10



transfer is linked to grade levels. Different rules apply for different grades, and for
mira and inter district transfers.

Generally speaking, if the present District Coardinating Officer (DCO) is
equated with the previous DC and the Executive District Officer (Education) with
the old District Education Officer (DEO), i miost cases, the financial powers at the
district level have been divided between the District Coordinating Officer (DCO)
and the Executive District Officer (Education) with the later having less authority,
Before devolution, the District Education Officer was the major authority at the
district level and reported directly to the provincial Department of Education,
Although the District Education Officer’s post has not been abolishied so far. it has
Iost its financial authority with the current incumbent functioning as a rubber
stamp. In this situation it is questionable where devolution has occurred. the
financial powers have devolved 1o the administrative head e the District
Coordimating Officer and not the Executive District Officer (Education). In fact,
financial powers appear to have moved up at the district level.
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Figure 3: Strong, Weak & Broken Links in Financial Matters

Secretary Schools  y----------- Accountant General

Source: UNESCO uwnit-EFA Wing, Minsiry of Educstion Fiscal Devolution in
Education



211 The Key Challenges facing Devolution
*  Completing devolution is not séen to be inevitable Although the aband nnses

of the reforms is unlikely, especially now that local governments are prola.cu
under the Sixth Schedule of the Constitunon, there 15 some hope thar i might
be frozen ot s current stage. There is also a widely held view that is
completion 15 tied 1o the sustainability of the Musharraf government,

reduce the commitment of serior statf, Vm*ﬁl programs hm largely hul not
entirely outlived their usefulness. Given pressure 1w improve service delivery
and the perception that central control is required to overcome local
governance problems, federal governments and donors alike have favored
vertical programs. That approach, however, represents an outdmed mindser
that held central control 1o be feasible, o view refuted by very strong evidence
that such top-down management causes s many problems as it solves.

Dcvulmm Was SCEn a5 4 Zero-sum game in wlud: any gama’- fur lma]
government were inevitably losses for the provinees, This problem is clearly
evident in the jurisdictionnl conflicts outlined in detail in the second volume
particularly the problem of politicians in higher levels of government cloiming
credit for the efforts of local governments. This verdict will not change
without some credible signals being sent about the future role of the provinces
and, very particularly. Withowt the transfer of functions from federal to
provincial governments along with at least the medium term prospect of
reducing the chronic vertical fiscal imbalances.

Senior staff and politicians from the local government consider themselves to
be under threat from the provinces. Many feel that the provincial governmants will seek
ways o undermine thewr performance however determined their efforis. This fecling is
certminly justified in chstniels that are politically opposed 1o the provinee (for example,
Killa Saifullah and Khawpue). where the provinee can use its administralive control
over senior district staff, such as the DCO, to mfluence the flow of funds and the
implementation of local development schemes. Mirronng the federal-provincial
relationships, some credible signals of future intentions are necessary; they necd
include further transfer of some functions such as PHED o local authorities and the
prospect of some 1dx reassignments and debt-for-performance swaps. Certain
weaknesses thal have emerged in the implementation of the LGOD concerming
sanctioning powers in local government. the moniioring commitice and the weak
oversight offered by the Local Government Commission also need 10 be addressed

*  Sentor staff and politicians from local governments have not vet mlﬂm.d the
degree to which they are in charge of thetr own affairs. For example, as
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discussed in the second volume. local governments remain heavily reliant on
provincial revenue transfers and. while noting that the taxes assigned 1o them

lack buoyancy and potency. they have mot fully utilized user charges as
potential sources of own source revenue increases. The past has, of course,
shaped the present, and despite the large numbers of new councilors, a legacy
of dependency and of waiting for instruction hangs on. Local governments are
now in o position to reduce the development throw = forward, o increase the
coverage of user charges and to improve inter-jurisdiction planning and
coordination.

Federal and provincial government. do not perceive many aliernatives te
vertical programs. The debate has been cast in terms of either secking,
ineffectively, 1o over-determine the behavior of sub-national governments
through vertical programs, or abandoning both the programs and any Prospects
for communicating the PRSP goals from the federal to the provincial and then
to the local level. The potential use of conditional grants as an interim measure
to achieve service-delivery and poverty — reduction goals have not yet won the
full accord of federal and provincinl governments. The range of such grants
available w federal and provincial governments can be increased through
négotiations with the donors and by improving the range and quality of social-
indicator data available,

& do \ ir f. As noted cuarlier. and
elabarated in the second volume, local governments have little de Facto control
over the APT authorities of local staff, and especially little control aver the
DCO and DPO. The ambiguities in the present arrangements and the reality
that, for many district staff, there is no pressing reason to follow the
instructions or the policy direction set the nazim or the council will only be
overcome through the creation of a district, local-government, career service.
Accountability also requires the provincialization of accounts as a first step
toward complete preparation by districts and the mpintenance of thely own
accounts,

The separation of judicial and executive powers is incomplete. The reparting
arrangements hetween the District Police Officer and the nazim are uncertain
and the transfer of al non-adjudicatory powers to the courts have combined to
lower confidence in the police and judiciary even further. Nazimeen have little
control over the police and as a result the enforcement of regulations has
suffered. there has been some decline in prosecutions, and there is a
widespread perception that corruption has risen.

14



CHAPTER THREE

3 METHODOLOGY

The study was planned to launch &t national level with following
methodology.

a1 Population
All district Education Managers working m the country served as population.
32 Procedure for sample district selection

The selection of sample districts was done on the basis ol language.
geographical situation and hiteracy rate. The map of Pakistan was divided into various
pockets considering  provineial  represenation and  the  districts  from  each
provincefregion were selected in view of the above parameters. Socin-cconomic
indicators ie. Winguage population. literacy rate, fomale litcracy rute, avuilability of
walter. electricity, Radio, TV, medical facilities und other civie facilities of each district
were used as 8 criveria for the preparation of district index; On the hasis of these socio.
cconomic indicators district index for each province wis developed. The low female
literacy among the districts was used as muin eriteria for selection of sample districts.
In this regard total fourteen districts, with the lowest female literacy rate in cach
province, including FANA; FATA and AJK were included in the sumple. The main
purpose for adaptation of the above criteria for selection of sample wus o have a
representative sample at mational level. The pilot testing was done in Lahore and
Sargoduh districis, During pilot-testing it was found (hat Lahore and Karachi have been
wrned 10 Uity Governmeot, Therefore. it was decided 1o fake Karachi or case study. In
this way 1okl seventeen ¢istricts were included in this stady for data collection.

i3 Focos Group

Academy provides training to Education Mandgers across the country. The
participants anending these workshops from February to June 2005 were requested o
fill in our research instrument. For this study, responses of the participanis of these
workshops has heen shown as foous proup. District-wise detail of the respordent is
given bolow:



34

S.No. | District Education Managers/Administrators
| Islamahad i
2 Multan 20
3 Attock 0
4. Bhakkar 12
5. Lahcire 13
G, Sargodha 6
A Karachi i)
5. Thatta 2
0 Khairpur 5
0 K huedar 2
L1 Zhob -
i B [1.1. Khan 12
13 Kohistan 10
14 Khyber Agency 1]
15 I'R. Kohut 9
16. | Gilgit 10
e Rawalakol 12
18 Focus Group i3
Tatal 09

Research Instrument

One questionnaire was designed for District educanon managers in order o

get their opinions.

A5

Pilots testing of rescarch instruments

Pilot testing was made in two districts of Lahore and Sarpodha. Necessary
changes have been made in the research instruments; however, instruments were found

valid for conducting the study

Field observations

Hescarch tcam had some field observations that have been reported in chapter

four,

Duata Collection

Research team personally visited the sample districts. Research team visited
the offices of the Executive Districts Education officers and requested for formal
mestings. The information was collected from DEOs, DDEOs and AEOs. Discussion

was also held with the officers concerned.




38 Tnterpretations and Analysis of Data

Coded questionnnires were entered in the computer und data were tabulated.
while considering objectives of the study.
i Findings, Conclusion, Summary and Recommendations

On the basis of the data analysis, the findings were written, Conclusions were
drawn from the findings of the study with the consideration of the objectives of the

study. Recommendations were made on the basis of findings and conclusions of the
study.
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CHAPTER FOUR

4. FIELD OBSERVATION/FINDINGS
4.1 Management and Supervision

The present procedures of supervision are authoritarian and based on mistrust
in the teachers, which is adversely affecting performance of the weachers. Supervision is
the effort to stimulate, eoordinate and guide the continual growth of professional
knowledge of the teacher. In faet the role of supervision is to improve teachin g-learning
situation, It is the dire need of the madern supervision to provide specific help to the
teachers in the professional problems and 1o develop 8 sound working relationship in
which teachers feel secure and accepted. The supervision is a cooperafive enterprise in
which all the tcachers participate (o solve the common problems of the pupils. We
should adopt the dynamic supervisory attitude and techniques appropricte to the
conditions 1o improve the instruction,

4.2 DEQ as Controlling Olficer

Supervision of schools is not &t all attended 10 (0 the least befitting manner
because of the mamfld duties of the Distriet Tducation Officers. As & result of this
hefshe fails to do justice with most important sspect of his her duty due 1o CnEmeTme i
in other related matters of education,

Due to the cnirmisus expansion m the field of primary. middle and secondary
educition, the present supervivory staff is inadequate 1o answer the full needs of the
DEOs. Tence. some of the emerging problems along with suggestions regarding
mangement and supervision are put forth,

It was assumed by the officials of education department that the position of
District Fducation officer i a powerful position, Hence doring field visits (i) 1t wis
abserved that this position is over-burdened. The concerned officer is not in o pusiton
to do justice with the management/administrative responsibilities. The DEQ's have 1o
deal with more thun five hundred schools of different categories, situated in the far-
fTung areas. 1t is not possible for District Education Officer to visit all the schools even
once u year. Consequently the aetunl task of inspectionsupervision is being ignored.
Lack of supervision creates a number of problems in the sehools. Teachers do not take
interest i performing their duties, because there is no accountability. There are other
factors negatively effecting DEO duties as well.

43 Political Interference

The education system is not functioning properly because of politscal
interference. The district officer has to oblige the politicians, in order to protect their

18



service, appointments, transfers, posting and leave is granted on the basis of polincal
affiliations

44 Litigation

The district education officer is responsible i appear before: the court in
connection with courts coses, The wide ranging litigaton imvolves termination,
promotion, penston delays and even suspension. Most of the tme is spest 10 meet the
reguirements (of courn.

45  Links with other agencies

Education department is an integral part of the social structure of the country.
District management has 1o coordingie with other donor agencies, which launch social
developmental sctivities in the respective disticr. A lot of time of District Management
15 spent i muntimng good relationship with these agencies, consequently actual
responsibilities of district officers are ignored.

4.6 Incompetent Officers

The pasitions of Deputy DEOs and AEQs are very important. It was observid
by the research team that incompetent officers arg working on these positions. Most of
them do not take interest in performing their official duties.
4.7 Office Record

During the fivld visits 1 was observed that office wweord in terms of budeet,
pastings, number of wstitutions, number of teachers i mol maintained properly which
creates embarrassment of district management while providing data at the required
Lime.

48 Accountability of Teachers

Maost of the District Education officers were of the view that there was no
accountability of teachers. due to a number of internal and external pressures on the
management. Whenever, action was proposed o be teken againgt teachers that was not
implemented by the competent authority, due 1o external pressure.

4.9 Other Observations
491  School Building
= School buildings are not provided according to the requirement of classes.

For example in pnmary schools there are seven closses whereas only two
teachers are posted and primary schools, consisted of two or three rooms,
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492  Preference of parents

*  Parents give preference to private schools because in the private schools,
physical facilities are available and quality education is provided 1o their
children.

4.93. Monitoring System

= In private sector monitoring system is strong. whereas in public sector no
monitonng system 1s available.

494  Quality of Education

During field visits it was observed that quality of education is deteriorating
due to non-availability of required training of teachers.

= If we want o improve quality of education then teacher training should be
designed according to the practical requirements of the teachers,

4.9.5  Views of teachers about in-service training

* UNICEF provided traiming to primary school teachers. This training was
very pseful. Government should provide training as the pattern of UNICEF,
Some primary school teachers told that UNICEF arranged training in
Islamabad in the month of August 2004, This training was very interesting,
which helped in improving quality of education.

*  New talent should be inducted in the education department. The old-teachers
only pass time in schools. They are conservative and change is not
acceptable to them.

496  Suggestions given by different people for improvement
#) Access can be enhanced by providing.
*  Free books
=  Attraction in the school
*  Physical facihnes
s Uniforms
= Incentives for girls students
b) Gender wise equity can be established by;
Imparting education 1o parents

Affective campaign for awareness among the massss
Changing methodology of teaching
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For enhancing quality of education:

Refresher courses should be designed

Practical work should be given

Participating technigues should be adopted

Curricula should be changed according to the modern requirements

Computer based method of teaching should be adopted for creating micrest in
the students.

Students should be allowed to ask questions in the class.

Quality Indicators ane:

Teacher training 4 content knowledge
Language obstacles in the field

Physical facilities

Communication skills

Community participations

Child-cemercd method of teaching
Teachers absentegism

High moral of teachers

Tncentives for teachers for increasing moral of teachers
Apprecintion lor talented students
Corporal punishment/physical punishment
Contimucd assessmend

For Management Traimng there should be:

Coordination between different organization
Financial — Budgeting & Accounts

Personal Managemcnl

Human Resource Management

Quality Control Management

Decision making

Major Problems indicated:

Long distance and less officers

In-effective curricula

Idealistic/theoretical books

Community and govemment is oot involved for increasing educational
Tucilities

No visible change in behavior
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U I B B

Areas/ Actions Proposed Tor Immediate nttention

Increased and timely availability of financial resources

Ingreasing the share of the development budger

Prowvision of teachers especinily in mathematics, science, English, computers
Provision af school textbooks at the start of the school year

Provision of classroom teaching/learming books and materials

Ensuring participation of civil society and making it mandatory for
government 1o invalve expericnced and reputable NGOs, while at the same
fime ensuring that newly created NGOs by Nazims., MNASMPAs do not
divert resources

Strengthening the role of the PTSMC/SCw by increasing their decision
making powers

Information regarding devolution/decemrlization and role of EDOs and other
officials of the district education department (DED) needs to be communicated
1o each and every school.

Clarification of role and responsibilities of EDO-E and DED

Traming of school head/teachers in making school budgets, account keeping,
elc.

Mimimizing the role of the clencal staff

Decentralization of quality sssuranee components. including teacher training



CHAPTER FIVE

5 DATA ANALYSIS AND INTERPRETATION

The data analysis was done in view of the laid down objectives of the study.
This is important to mention that the questionnaires were developed to interface the
objectives so that appropeiate and relevant data could be collected from the field. Data
onalysis is made under the lollowing headings.
51 Devolution Plan

The respondents were requested to provide information abowt devolution plan.
The opinion of the Education Managers |s given in mble-1,

Table-1 Devolution Plan

S# Devolution Plan Yes | Partially | No | Missing | Total

1. | Decentralized at District level a3 30 28 9 100

2. | Empowered at District 34 i 26 13 100
Educational M

3. | Planned a1 District level 45 27 19 9 100

4. | Effective in Policy 43 27 19 11 160
implementation at district level

3. | Effective in Monitoring and 47 27 16 (1] 100
Evaluation at district level

6. | Allocated Financial Powers 34 26 30 10 100

7. | Authorized Powers for re- 32 24 33 H 100
allocation of funds

8. | Given nuthority (o appoint 32 23 38 7 100
regular staff

B, | Given authority to appoint staff 28 24 i8 10 100
on contract basis

10 | Given authority to make 27 23 39 1 100
lemperary arrangement

Il | Using effective Supervision 40 32 17 11 100
Mechanism

12 | Arranging district based EMIS 39 28 23 10 100
and planning for palicy makers

13 | Coordinating the offices at 42 29 L7 12 100
Dristrict/ Provincial level

14 | Empowering Head teachers 38 22 32 8 100

15 | Tnvolving Commumty at school 39 29 L5 17 100
level




Table-1 shows that under the devolution plan, the District Education System
has been changed. Sixty three (63%) Education Managers told that District Education

System had been decentralized. The Devolution Plan has empowered district
educational managers upto 61%. Similarly, the devolution plan has been effective in
planning, policy implementation, monitoring and evaluntion and many other aspects of

education system at district level.
52 Familiarity with ESR
Dwuring the pilol testing program it was found that some managers were un-

aware about ESR that s why familiarity with the components of Education Sector
Reform (ESR) was slso investigated. Responses are given in table-2.

Table-2 Familiarity with ESR
Yes No M Tuotal
65 29 6 100

Table-2 indicates that 65% Fducation Manugers were familiar with the
components of ESR whereas 29% Education Managers were un-familiar.

53 Thrust Areas of ESR Program

ESR program was launched in different thrust areas; The Education managers
were asked to provide information about the relevance of ESR program. Their
respanscs are presentation tablc-3,

Table-3 Thrust Arcas of ESR P‘roinm

&# | Throst areas of ESR
Program No Yos Missing Total

I, | Umversal Primary Education | 43 30 ¢ A 100
(UPE)

2. | Adult Literacy - National 28 28 44 100
Literacy Campaign _

3. | Improving the Quality of 30 44 216 100
Education

4. | Mainstreaming Madrasahs 28 26 46 100
Education

5. | Technical Stream ot 30 27 43 100
Secondary Level

6. | Public Private Partnership 24 33 43 100

Table-3 shows that 43% managers told that universal primary education was
related with them, 28% managers gave their opinion in favowr of adult lieracy
campaign. 44% Managers told that quality of education as not related with them.
Similarly 30% Manger showed concern for technical stream at secondary level,
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54 Target of ESR

Efforis were made to collect information about targets of ESR program.
Manngers were asked about the targets of ESR program.

Table-4 Target of ESR
Realistic | Ambitious Do not know Missing | Total
45 20 24 11 100

Table-4 illustrates that for mangers, the 45% trget of ESR were realistic and
for 20%, targets of ESR were ambitious.

55 Achicvements of ESR Targets

The achievements of ESR targets were investigated and responses are
presented in table-5

Table-5 Target of ESR achieved

S# | Thrust areas of ESR

Program Fully Partially | Not Missing
Achieved | achieved | achieved

L Universal Primary 12 46 17 25
Education (UPE)

z Adult Literacy - 3 20 k) 40
National Literacy
Campaign

3 Improving the Quality 13 48 19 20
of Education

4 Mainstredaming k] 16 a5 46
Madrazahs Education

5. Technical Stream at 5 21 i 43
Secondary Level

6. Public Private f 7 28 39
Partnership

Table-5 depicts that 46% Manapers thought that universal primary education
have been partially achicved and 12% managers told that UPE have been fully
achieved. As far as quality of education was concerned. 48% managers wld that this
component of ESR have been partially achieved and 13% Managers were of the
opinion that this component has been fully achieved. The mable also shows that the
achievement in the areas of Adult Literacy, Main streaming of Madrasahs, technical
stream at secondary level and public private partnership was negligible.
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5.6

School Management Committee

Public-private partnership is very important for development of Education.
The responsés are presented in table-6,

Table-6 S.M.C.

Yes No Missing Total
a0 12 5 100
Table-6 illustrates that 80% schools had School Councile/SMCs in their
institutions.
537 Mecting of S.M.C.

Mere existence is nol sulficient, unless these committees meet regularly.
Responses are given in table-7

Table-7 Meeting of SM.C.

Monthiy

Quarterly

Annually

Missing

Tuotal

52

29

4

15

190

Table-7 deseribes that 52% Managers told that SM.C. had moathly mecting
whereas 29% Manager responded thar SMC had quarterly meeting. Four percent of
SMCs had annual meetings.

58

School Councils™TA/SMC

There are many committess which are formulated for providing cducational
facilities, Respondents were requested for providing information in this regard.
Responses are given in the following table,

Table-8 School Counclls/PTASMC
5# | Avallability of School Councils Yes No Missing | Total
I Purents teacher association (PTA) 31 28 4| 100
i School manpgement Commitiee 67 Ll 22 100
(SMIC)
3 Any other 15 18 67 100

Dats shows thut 67% schools had S M.C. whereas 11% had PT.A in their

schools.




59 Effectiveness of PTA/SMC
To what extent these school councils (PTAs and SMCs) are effective with
respect [0 the following:
Table-9 Effectiveness of PTA/SMC
5 [ School Councils be made Very. | lmpo- | Less | Do | Mis- | Total
L) active for important | riant | impo | nof sng
riant | know
| | Enhancing the enrolment | 44 33 6 0 17 100
in schools
2 | Decreasing the children a7 i3 3 3 19 100
dropout rate
3 | Generating resources for 9 30 8 3 20 100
school from community
4 | Ensuning the attendance of | 48 26 9 0 17 100
students and teachers in
schools
5 | Improving the physical 3 31 9 4 19 100
facilimes in schools

Table-9 shows thar 77% Managers thought that $.M.C. could be used for enhancing the
cnralment in schools, whereas T4% Managers had opinion that SMO/PTA will ensure
the attendance of students mnd teachers in schoals. 70% Manngers were of the opinion
that SMC could be used for decreasing the dropout rate. Similarly 69% Managers wold
that SM.C. was imporant for generating resources for school and 68% thoughe that
SM.C. was impaortant for improving physical facilities at school level,

310

StalT Position

Education Managers were requesied for providing information about-sufficient
manpower 0 yun educational affoirs in the disincts. The responses are given in the

following mable-7.
Table-10 Stafl Positlon
S Stafl Position Yes No Missing | Total
1 Teaching Staff 44 48 8 100
2 Supporting Staff i3 50 17 100
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It is deplorable to note that 50% Managers told that they bad shortuge of
supporting staff and 48% said that iwaching staff was short at district level.

511 Interest of Managers in Professional Training

Interest of Education Mangers was explored for enhancing professional
capacity through training. Their respanses are presented in following table.

Table-11 Professional Training

Yes No Missing Total

a7 a 8 100

Data shows that 87% Managers showed interest in enbancing profiessional
training.

5.12 Recommendation about training of lunctionaries at district level

Recommendations about the most relevant functionaries of distriet for whom
troining may be designed were investigaled. Responses are presénied in follovwang
table-12

Table-12 Recommendation about Training

S# Position Yes | No | Missing | Total

B Executive District Officer 54 F: 28 100
(EDO)

2. Dhistrict Officer Elemeniary 36 I8 26 11043

3 District Officer Secondnry 31 B 41 100

4. | District Officer Planning & 32 5 43 100
EMIS

5. | Dy. Dustrict Officer 55 6 39 100
Elemeniary (Male)

6. | Dy. District Officer a0 7 43 100
Elementary (Female)

1. Dy. Disrict Officer Secondary 43 9 34 100
iMale)

8. Dy. District Officer Secondary | 45 0 46 100
iFemale)

g, Dy. District Officer Planning 43 7 50 104}
& EMIS

10 | Dy. Dustrict Officer 45 10 45 100
Headguarter

11. | Assistant Education Officers 72 8 0 100

12. | Headmasier/Headmistress 66 8 26 100

13. | Others (Speciiy) i3 7 55 100
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Data indicates that 72% Managers recommended that AEOs may be given
professional training, whereas 66% Managers told that Headmasier/Headmistress may
be included in raining. Managers also recommended for professional training of DEOs
and Deputy DEOs for enhancing professional capabilities.

513  In-Service Training
In was observed during feld visits that education managers had not enough

time for in-service ruining. Therefore managers were requested to provide information
about time, which can be spared for in-service training. The responses are given in the

following table.
Table-13 In-Service Training
S.No. Yes No. Missing Total
L. 635 4 8 _ 100

Data in above table shows that 65% managers have enough time for in-service
raIning.

5.14  Duration of Training
Academy provides training 1o the Education Managers. The duration is usually
one week, which is nol sufficient. The opinion of managers wis sought in this regard.

The responses are is given in the table below:

Table-14  Duration of Training

S.No. One wieek Twn Mhnin; Total

1. R 50 11 100

Table-14 shows that 50% Managers gave their opinion in favor of two week
durition of training whereas 39% thought that training may be for one week.

515  Method of Data Collection
Are you satisfied with the current methods used for data collection by

provinces & AEPAM.
Table-15  Methed of Data Collection

54 Yes Mo Mi&i’mg Total

| 72 17 11 100

Table- indicates that 7T2% managers considered that the methods used for data
collection adopted by the provinces and AEPAM as correct.
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516  Professional Training Requirements of Education Managers

The swdy was designed to assess the tmining needs of management for
Education Managers. The major functions of Education Managers were included in the
closed form of questionniire and respondents were requested to tick them in arder of
priority. Function-wise responses are presented in the following ables.

5161 Manugement Needs
Table-16 Management Skills

S# | Management Skills | High | Middle | Averuge | Irrelevant Missing | Total
I | Management 68 16 l 2 13 100
System
2 | Leadership Skills 6 18 5 5 16 100
3 | Mativatianal 54 25 fi 3 12 100
Techniques
4 | Personal 54 21 ) 2 16 100
Management
5 | Delegation Of 59 19 f 2 14 100
Powers
6 | Preparing job 43 34 [ 1 16 100
description
7 | Performance 55 rd | 5 2 17 100
Evahmtion
§ | Service rules and 67 13 5 1 14 100
regulations
9 _| Decision making 67 12 4 2 15 100
10 | Devolution of 59 15 [ 3 17 100
Power

The wble-16 shows the areas of Management for which the Education
Managers need training for capacity building. According to the data responses were
such as:

=  For 84% Muanagers Management System should be taught

=  80% emphasized the training need (or service rules and regulations
79% Managers gave high priority to motivational techniques and decision
making skills for training

¢ Similarly, 78% ¢mphasized the need for raining in delegation of powers; 77%,
voted for training in preparation of job-training; 76% pressurized for training in
performance Evaluation,

s 79% opted for the need for training in decision making, and 74% felt the need
for training in Devolution of Powers,




5.16.2 Planning Needs

Planning is a very important function of management, therefore planning
technigues were also included in the questionnaire. The responses are given in below
table.

Table-17 Planning Skills

SK | Planning Skills | High | Middle | Average | Trrelevant | Missing | Total

| | Project a4 121 3 6 16 100
development

2 | Dam collection 58 23 4 k) 12 100

3 | Development of 43 27 L 4 17 100
Inclicators

4 | Identification of 63 20 2 i 13 100
Problems

5 | Setting Priorities 55 20 4 4 17 100

6 | Monitoring / 60 ] 3 2 13 100
Evaluation of
Projects

7 | Short and Long 53 25 3 3 16 100
term Pllnﬂinﬂ_

§ | Pe-LIL IIL IV & 56 15 ] 3 20 100
v

The table-17 indicates that 83% Managers gave high priority to identification
of problems, whereas 82% and 8159 Muonagers emphasized for monitoring/Evaluation
of projects. Similorly, T8% falt the nesd for training in short and long term planning;
75% Managor emphasized for training in project development and seiting priorities.
Traiming need 0 the Development of P.C. forms and development of indicators was
also given priorities.

5163 Financial Management Needs

Financial managemen! Is a very crucial issve in the district management
Responses of the Manipgers are given in table- 18,
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Table-18  Financial Management Skills

S# | Financial High | Middle | Average | Irelevant | Missing | Total
Management
Skills

I | Finnncial 65 13 1 5 16 100
management,
concept and scope

2 | Maintenance of 71 8 3 5 13 1043}
BCCOUNS
expenditure, book

kecping

3 | General budgeting | 36 21 4 4 15 100
techniques

11 3 -+ 16 100

g

4 | Financial rules
and m&uln:inm

3 | Audit rules, i) 15 3 3 6 100
Internal and
external,
perfarmance audit

6 | Expenditure 58 I8 6 a4 14 100
statements TADA
bills, etc.

15 100

7 | Transfer of funds 54 2 3
B | Local resource 44 )
peneration

e R

20 100

The table-18 shows that 79% mangers placed high priority to maintenance of
accounts, expenditure, book keeping. whereas 78% thought that financial manigement
concepl, scope and audit rules were important for manugers. 77% Munagers
emphasized that general budgeting techniques, financial rules, transfer of funds and
expenditure statements, TA/DA bills may be included in financial management
traming.
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5.16.4 Supervision Needs

Table-19  Supervision Skills

S# | Supervision Skills | High | Middle | Average | lrrelevant | Missing | Totl

| | Supervision, 74 B l l 16 100
Inspection,
Mnni!nriﬂE

2 | Interpersonal 47 25 3 2 19 100
Communication in
InELution

3 | Schoal-hased A0 5 6 | 18 100
Evaluation "

4 | Swecdent Examination | 57 19 [ 3 IS 100
Sysiem

5 | Repoming progress 52 a7 . i I8 100
and results

6 | Quality Education 67 12 3 i 17 100

Dot presented in the table-19 illustrates the supervision skills required for
Education Managers. It can be seen in the above table that §2% managers gave high
priority o supervision, inspection and monitoring techniques, whereas for 79%
managers, the skills in reporting progress and quality education are very important,
According to 765 Managers interpersonal communication and student examination
system wis important for capacity building training. These ure dilferent supervision
skills for which need for truining of Education Mangers was felt,

5165 Community Participation Needs

Communpity plays vital male in development of education, that is why
interaction with community members 15 very important, The respondents were
requested 1o provide information in this regard, Their responses are given in table-20

Table-20 Community Particlpation Skills
54 Topic High | Middle | Average | Irrelevant | Missin Total
I | Linkages between 66 16 4 1 13 100
community and
schonls
2 | Role of loeal 40 28 L] f 17 108
povernment in PTA
3 | Teachers involvement 49 24 f 3 18 100
inPTA
4 | SMC 62 15 3 2 15 100
5 | Roleof local 7 2 9 7 15 1]
government in SMC




The table-20 indicates that 82% respondents attached high priority 10
establishment of linkages between community and schools, whereas 80% managers
gave priority to SMC. [t was interesting 1o note that 73% respondents told teachers’
involvement in PTA as priority arca of community participation, Similarly 697%
Managers told that role of local government in SMCs as important area of management
traiming for professional development of managers. Role of SMCs way also very
sigmificant {80%:).

5.16.0 Computer Needs

Table-21 Computer Skills

5& | Computer Skills High | Middle J"i'-'!'t'ﬂ}t Irrelevant | Missi Total

1 Use of computer in 75 9 1 4 11 100
planming

2 | Use of computer in 69 11 2 5 13 100
management

3 | Data Anaiysis 67 8 i 5 16 100

4 | MS Word/ MS 57 17 3 6 17 100
Excel

5 | Emaill Internet Al 15 7 2 Z! 100

The daia in mble-21 indicates thar B4% managers told that use of computer in
planning was their job requirement, whercas 807 attached high priority to the use of
compuler in manggement. Similarly 75% showed micrest in data analysis and MS
Word/MS Excel programs for tralning. These were different training nceds for
Education Managers as identified through this data.




Chapter 6

FINDINGS, CONCLUSIONS AND RECOMMENDATIONS

findings;

6.l

As a result of data collection and data analysis, following were the major

Devalution Plan

It was found that devolution plan has been effective in planning, policy

implementation, monitoring, evaluation and many other aspects of education system at

district level.
6.2 ESR Program
a) Data indicated that 65% Education Managers were familiar with the

6.3

components of ESR program, whereas 29% Manager had not
knowledge about ESR program. As fur as thrust arcas of ESR
program were concemed, according 1o 43% Education Managers,
universal primary education was related with them. 28% managers
guve their opinion that adult literacy campaign was related with them;
44% Manogers told that guality of edocation was not related with
them. Tt was observed that 50% respondents did not bother to answer
this question.

b} For 45% Education Managers, the targets of ESR were realistic and
only 20% Education Managers were of the opinion that target of ESR
were ambitions. 46% Managers reported that universal primary
education had been achieved As far os quality of educatiom i
concerned, 48% managers 1old that this componen! has been partially
achieved. The other components of ESR, ie Muinstreaming
Madrasahs, introductton of technical stream and public-private
pamnership was concerned target of these could not be nchieved.

School Management Committec

i) According to B0% Manager Schools had School Councils/SMC in
their institutions: As far us meating of SMCO/PTAs was concerned S2%
Manogers told that SM.C. had monthly meeting wherens 29% Education
Munagers indicated that these councils had quarterly meeting: Dt shows that
67% schools had S.M.C. whercas 31% had P.T.A in their schools.

i) Effectiveness of PTA/SMC was also investigated. According to 77%

Managers S M.CPTA can be used for enhancing the enrolment, whereas 74%
Managers had opinion that SMU/PTA can be used o ensure the attendance of
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students and teachers in schools. 70% Managers were of the opinion that SMC
can be used for decreasing the dropout rate at primary level. 69% Munagers
told that SM.C/PTAs are important for generating resources for school and
68% thought that S,M.C/PTAs are important for improving physical facilities
at school level.

6.4 Stalf Position

It wns deplorable to note that 50% Managers told that they had shortage of
supporting staff and 44% Education Manugers sald thut teaching staff was short in their
districts.

6.5 Training of functionaries at district level

Data indicates thar 72% Manugers recommended that AEOs may be given
professional training, whercas 66% Managers twld thar Headmaster/Fleadmistress may
he included in truining. Managers also recommended lor professional training of DEQs
and Depaty DEOs for enhancing professional capabilities.

6.6 In-Service Training nand Duration of Training

Data shows thit 65% managers have enough time for in-service
training. 50% Munagers gave their opinion in favor of two week duration of training
whereas 39% thought that training may be for onc week.

6.7 Training Requirements of Education Managers

6.7.1  Management Needs

Education Managers cmphasized and gave high priority to the management
skills tor capucity building of education mangers it was found, Lor 84% Managers
Management System should be taught, 80% emphasized the training need for service
rules and regulations, 79% Managers gave high priority to motivational technigue and
decision making skills for training. Similarly, 78% emphasized the nced for training in
delegation of powers; 77%. voted for training in preparation of job-lmaining; 76%
pressurized for rraining in performance Evaluation, 79% opted for the necd for training
in decision making, and 74% felt the need for training in Devalution of Powers.

6.7.2 Planning Needs

It was found indicates that 83% Managers gave high priority to identification
of problems, whereas 82% and 81% Managers emphasized for monitoring/Evaluatin of
projects. Similarly, 78% felt the need for training in shont and long term planning; 75%
Manager emphasized for raining in project development and setting priorities. Training



need in the Development of P.C. forms and development of indicators was also given
priceity.

6.73  Financial Management Needs

Financial Management is a very crucial issue in the district management that
79% mangers placed high priorty 10 maintenance of accounts, expenditure, book
keeping. whereas T8% thought that financial management concept, scope and audit
rules were important for managers. 77% Managers emphasized that general budgeting
techniques, fmancinl rules, transfer of funds and expenditure statements, TA/DA bills
muy be included in financial management training.

6.7.4  Supervision Needs

Data illustrates the supervision skills required for Education Managers, that
B2% managers gave high priority 10 supervision. inspection and monitoring technigues,
wheneas for 79% managers, the skills in reporting progress and guality Education are
very important, According (o 76% Managers interperscinal communication and student
cxamination system was important for capacity building training.

6.7.5  Community Participation Needs

It was found that 82% respondents attached high priority to establishment of
linkages between community and schools, wherens B0% managers gave priority Lo
SMC. It was interesting to note that 73% respondents told teachers” involvement in
PTA as priorty ares of community partcipation. Similarly 69% Managers wold that role
of local government in SMCs as important area of Mansgement Training for
professional development of managers.

6.7.6 Computer Necds

Data indicated that 84% managers wid that use of computer in planning was
their job requirement, wheress 80% attached high priority 1o the use of computer in
management. Similarly 75% showed interest 1o data analysis and MS Word™MS Excel
programs for training.
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Concluslons
On the basis of findings, following conclusions were drawn:

i Devolution Plan had been effective in Planning, Policy
making, Implementation at District level,

i) Devolution plan hud been centralized at district level.
iii) Education Managers were familiar with components of ESR
Program :

iv) Targets of ESR program were realistic

¥ SMCs & PTAs could be used for enhancing enralment and
for gencrating resources,

Vi) There was shortage of staff at district level,

wii) Education Managers at district level need training in:

a) Management akills

b) Planning skills

] Financial Mansgement skills
di Supervision skills

e) Community participation skills
f) Computer skills

Recommendation sbout training of functionaries at district level

1) Educational Managers i.e. headmaster/headmistress may be provided
professional training.

23 Educational Managers may be provided training in:
a) Management skills

i} Management system

i1} Leadership skills

i) Motivational (echiigues

iv) Personal management

V) Delegation of powers

vi) Job description ;
vii) Performance evaluation

viii) Service rules and regulations
ix) Decision making

x) Devolution of powers

by Planning skills

i) Project development
i) Data collection
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hid) Development of indicators

vl Tdentification of problems

v) Setting priorities

wi) Monitoring of prajects

vi) Short-term and long-term planning
wiii) Preparation of PCs

c) Financial Management Skills

D

Financial management; concept and scope
Maintenance of accounts expenditure, book keeping
General budgeting techniques

Financial rules and regulations

Audit rules: Imernal and external, performance audit
Expenditure staternents TA/DA bills, ete.

Transfer of funds

Local resource generation

d) Supervision Skills

DV e W D -

Supervision, inspection and monitoring
Interpersonal communication in institution
School-based evaluation

Student examination system

Reporting progress and results
Quality Education

e) Community Participation Skills

o ol

Linkages between community and schools

Role of local government in PTA (formalfinformal )
Teachers involvement in FTA

SMC (School Management Commitiee )

Role of local government in SMC

f) Computer Skills

bl oo o

Use of computer n planning
Use of computer in management
Data analysis

MS Word/ MS Excel
Email/Internet
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arrange
week/two weeks training for Education Managers at district level in different
required skills.
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(CASE STUDY

of
KARACHI CITY GOVERNMENT)

45






1. SITU

ATION ANALYSIS:

Karachi is the bigges: city of Pakistan. Before devolution of power in 2001
Kamchi was divided into five districts. Afier implementation of devolution of power at
gross oot level city district government was established under City Nazim. Under the
direct supervision of City Nazim education department has been divided into two wings

i government and local bodies wings (which was previously Functioming under KMC

This local bodies wing was to be merged in education department but due 1o
administrative problems this could not be done. However, the head of district education
department 15 Executive District Officer Eduecation who s answeruble o City Nazim.
Details of number of institutions, teachers and enrolment 18 presented in the following

tables.
Table-1: Enrolment 2004-2005
5. No, School level Enrolment
Boys Girls Total
L, Primary 1400936 161070 2006
1. Elementary 23787 31410 35197
X Secopdary 71902 113519 [§5421
&, Secondary & T691 12900 20591
Higher Secondary
Total 244316 I B899 563215
Table-2: Number of Teachers 2004 - 2005
5.No. School level Teachers
Male Female Total
. Primary 5447 S0} 15437
2. Elementary 977 2537 3514
3. Secondary 3059 G676 9735
id. Secondary & 419 443 862
Higher Secondary
Total 9902 19646 20548
Table-3: Vacancy Position
S No, CADRE TOTAL WORKING VACANT
SANCTIONED POSITION
POSTS
i Teaching (35) 32471 29025 3446
2. Non-Teaching ( 1) 501 8738 282
TOTAL 45 CADRES 41483 37763 3728
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3. FINANCIAL POSITION OF CITY GOVERNMENT (DISTRICT)

Table-4: Salary & Non-Salary Budget 2004-2005

S No. | Head of Accounts | Budget Estimates {In million) Budge! Release
{In Million)
1, Salary 3,995.4%6 1.927.108
2. Non-Salary 44 826 6.03]
Total 4,040,322 1.933.139

4. CONFLICT OF POWERS AMONG IMMEDIATE OFFICERS

Chief Secretary

Education Minister MNA

MPA

devolution.

.

Provincial
Secretary

!

City Nazim

:

D.C.O.

ED.O.(E)
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Education managers told the résearch team that before D.O.P, Karachi was
divided into 5 Districts. After devolution of power, it has become City Government
district under city Nazim and district coordinating officer. Now it has been centralized.
There are 18 Towns in Karachi. If any officer wants to avail leave, the Head master
concerned forwards it o Assistant District Officer, which is then forwarded 10 DOE,
then EDO whu only can forward to DCO. DCO sends it to city Nazim who forwards 1o
provincial secretary. In this situstion we can say that powers have been centralized after
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6. PUBLIC PRIVATE PARTNERSHIP
Table-7: Adoption of Schools

S.No. No. of Schools Adopted No. of Adoplers

1 120
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Table-8: Funds Released to the School Management Committee

S.No. Name of office Funds released
{im million)
2001-02 2002-03 200304
1. D.O.E. (Local Rs. 151 Million 30.730 1.108
Bodies) were released but
2. D.0.E, {Elem.) Male Rs. 84 Million 31.629 0246
3. D.O.E, (Elem.) distributed by DCO 15.255 0.190
Female directly 1o SMCs.
Tatal 24,000 77.614 1.544
Amount being released - - 4,854
7. PROBLEMS IN RELEASE OF ESR
Executive District Officer Education Karachi
Budget released for 2001-02 1% 22.03-2002 Rs. 66.5RE (M)
By Finance Department 2%y 29052002 Rs. 66.588 (M)
Total Releases Rz 133,176
(M)
- Tender Chnlled 15-06-2002
. Aveard of contract 18-12-2002
= Budget transferred in Revenue 30-12-2003
Component from Capital side.
. Bill submined in A.G, Sindh 10-01-2004
- Budget Revalidated by the Finance Department 03-03-2004




. INTERVIEW OF EDUCATION MANAGERS

Research team during the field visit conducted interview of EDO (Education)
and DOE (Elementary & Secondary) Education. Some of the important answers of the
guestions are reported bere in this section. Whereas detailed analysis have also been
made in the data analysis of research instruments.

al
Q.

Q.2

Ans:

Q.3

Q.5

Interview of ED.O. (Education)
Under the devolution plan you ire head of education department at

district level. Are you satisfied about the limitation of devolution
plan?

Devolution plan has many advantages but it has not been fully
implemented in Karachi as devolution was made for decentralization
but after devolution it has been centralized. Before devolution
Karachi was divided into five districts whereas now it became city
government district onder the supervision of D.C.O. and City Nazam,

Whut are the major advantages o DOP?

We can develop various developmental schemes at district level.
According o the requirements of the ared, we can  provide
educational facililies o the people. If we have good relanon with
local commumty, community participation may help in increasing
eomiment as well as teacher nhsenteetsm might be reduced. Most of
the decisions are taken st district level.

What are the major disadvantages of DOP?

As fiir as disadvantages are concerned, EDOD Edueation is answermble
o many olficers, DCO, Secretary and Nazim. There is no clear line
whuo is immediste officer of the EDO.

Do your have sufficient manpower?

No, when district povernment was established positions, had not been
created pecording to the requirements of the district government.
following positions should be created at district level:

l. Financial Officer/ Account Officer
2. Planning and Development Officer
3. Commumcation Officer

4. Lingation Officer

Do you have sufficient resources?
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No, T have scarcity of resources.

Do you have sufficient finuncial power o allocate funds?
No, only DCO can re-allocate the resources.

Federal Government started Education Sector Reform Program nnd
fund was provided to the district government. Did you get any mooey
from ESR Program?

Yes, we have started many activities under ESR Program. We will
provide you list of schemes, which have been started after getting the
funds:.

Do you think targets set under ESR Program were realistic or
ambitious?

The mrgets were realistic but there were problems of release of funds
uand the activities could not be started on time. It is recommended that
fund should be given direct 1o the EDO (Education) imstead of
Provincinl Government or District Nazim. So that activities can be
started on time and monitoring can be mide.

Do you think that there 5 a need of management training of District
Manngers who are working under your supervision?

Yes, they must be provided training facility for capacity building.

What are the major areas in which training is required? Would you
like to specify?

Computer literacy, financial management, leadership qualities,
community participation and rules and regulations particulorly service
rule. The most important is motivational technigues so that guality of
education can be improved. It 15 also recommend that Research Wing
may be established at district level so thar identification of problems
could be made and on the basis of research, training courses should

be designed.
Interview of DOE (Elementary & Secondary)
Rescarch  team conducted imterview of DOE  (Elementary &

Secondary Education) during the field visit. Some of the important
answers are reported:

56



- & & @&

Q.1 Under the devolution plan you are playing vital role at district level
for development of education. Do you have sufficient powers!?

Ans:  After devolution of power, Karachi District hos been centralized. We
do not have powers to do each and every thing in our district. We
only supervise the activities,

Q2 What are the major functions of DOE alter devolution?

Overall supervision
Muonitaring, inspection

Look after quality of Education
Ensure stafl pvallobility

R =

Q. Swfl arangement is youwr responsibility. Do vou make any
appoimments 0 ensule st ff avallability in your diserict?

Ans:  DOE connol even transfer the peon, whereas appointment is a big
task. This s a powerless position, Transfer is made on
recommendation under politicnl pressure.

Do vou think that there is need of manogement troming of district education
managers whio are working under your supervision?

Training should be given according 1o the requirements of the officer
concerned, However, following argas are very important:

Management skills

Leadership skills/qualities

Finuncial Management

Implementation of rules and utilization of funds.

o000

What are the Major demerits of DOP?

There is no clarity of power in local government ordinance, to some extenl, il
is clear but practically DOE is powerless. Powers should be given to officers
nccording o local governnien| ordinange, considering real spirit of' devolution

of power at gross root level In education department powery should be
decentrulized

What are major Problems and Bottleneck

Transfers/detminments on non-administrative basis

Shortage of non-teaching staff

Shorage of school buildings due to denatonalization policy

Curtailment of teaching / non-teaching staff from SNEs by the government of
Sindh.

Second Shift Problem
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Problems refated to Hnd Shift in Primary/Secondary (Boys) schools.
Short Timings of 1" Shift Schools
School Timings on Fridays

Would you like to suggest measures for improvement?

g-|-

10,

Immediate training needs of district Karachi in:

Professional Skill Development
Teschers” Motivation
Personality Development

High Class Rescarch Facilities

Training Counrses

Development of Courses with the help of National & International Institutions
Discussion with Members of the European Commission Delegation on

04/ 1272004 who showed positive response.

Possible affiliation with Tnternational Tnstitutes like Oxford or Cambridge eic,
Round the year. Traiming Courses for constant follow-up.

Pre-Primary / Early Childhood Education Courses for Teachers.

Broad area for Research

Selected! Dedicated Teachers would be assigned this task on permanent basis
wpecform following tasks.

To prepare a solid Data Base of Teachers, Schools and Students. This will be
computerized and all Data regarding Transfers, Postings, Promotions and
Retirements etc. would be"maintsined with the Centralized Computer Data
Base.

Constant. monitoring and evBluation of results of Tramings provided for
Tenchers as well as Students.

To evaluate the standard of Eduzation in Government Schools on the basis of
research and suggest measurds for further improvement.

To study various models of reaching around the world and evaluate their
applicability and suggest any changes.

Tao suggest changes [ modifications in teaching Courses for Teachers in the
light of their research.

Selection of Examination Centers by the Board of Intermediate and Secondary
Education, Karachi should be done in consulintion with the Executive District
Officer Education (Schools), City Nizim may take up the matter with the
Boards.
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The funds collected by Board of Intermediate and Secondary Education
Karachi on account of Sports, Seouts, Girl Guides and for examination fee
should be transferred to the Executive District Officer Education (Schools) for
proper utilization,

Establishment of a proper Professioms] Training Institute for Teaching and
Mon-Teaching Staff.

Feedback on ongoing schemes 1o be streamlined and strengthencd.

Shortage of Sports Teachers may be overcome and adequate funding for
Sports! Cualtiral activities be provided

For recruitment of teaching staff, female candidates may be given preference;
Shortage of non-teaching staff may be met on urgent basis,

In the ongming recruitment process, preference may be given to Science and
English teachers 1o fulfill the existing shortage.

12 Training requirements of District Managers Karachi
2.1 Management Needs
Table-9 Management Skills
5# High | Middle | Average | Irrelevant | Missing | Total
Management
Skills

1 | Munagement 76 2 2 1] 10 100
Svslem

2 | Leadership Skills 68 8 7 2 15 100

3 | Mouvaotiono! 67 io 7 i 15 100
Technigues

4 | Personal i ] 15 7 0 18 1o
Munaug:mr.'m

5 | Delegation OF T2 3 8 0 KT 100
Powers

6 | Preparing job 50 28 4 0 18 100
description

7 | Perlormance 68 7 ¥ i p ] (A4
Evaluation

8§ | Service rules and 79 3 3 [¥] 15 {TATH
rcgul:linm

9 | Decision making 75 2 1 7 18 100

10 | Devoliution of T0 | 7 2 2 100
Power
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The table-9 reveals that Education manager emphasized and have given high
priority 0 following management skills for which the education managers nesd
training. According lo the dath responges wiere such ae:.

For 88% Manager's management system should be taught.

82% cmphasized as service rules and regulations very important,

T8% Managers has given high prionty to leaderstup skills and preparation of
job description

TT% Managers said that motivational techniques and decision making
techniques were the job requirements of manager

For 75% Managers, personal management, delegation of power and
performance evaluation were job requirements of the managers

122 Planning Needs
Table-10: _Planning Skills

S# | Planning Skills | High | Middle | Average | Irrelevant | M Total

I | Project 62 17 5 1 15 100
development

2 | Data collection 67 20 3 0 10 100

3 | Development of 55 23 2 ] 20 100
Indicators

4 | Identification of 72 el 3 0 13 100
Problems

5 | Seming Prioritics 57 18 3 0 22 100

6 | Monmitonng f 70 14 2 0 14 100
Evaluation of
Projects

7 | Short and Long 65 I 2 0 i7 160
term Planning

8 | Pl ILILTIV& ] i 5 0 25 100
v

According to B7% managers, data collection was the most importamt
requirement of their job whereas B4'% have gave high priority to identification of
problems and monitaring/ eviluation of projects. Similarly, 79% respondents indicated
project development, 78% pointed out to development of indicators and 75% to setting
pricnities as major planning skills necensary for Education Managers..




12.3 Financial Management Needs

Table-11:_Financial Management Skills

s#

Financial

Management
Skills

High

Average

Irrelevant

Missing

Tatal

Fimancial
management,
concept und scope

T

15

100

Maintenance of
accounts
expenditure, book
keeping

82

L5 ]

15

100

General budgeting
techniguies

17

100

Financinl rules
and regulations

15

100

Audit rules,
Imtzrnal and
external,
performance audit

16

Expenditure
sintemenis
TADA hills, elc.

15

Financial rules
and regu lations

75

15

100

Transfer of funds

i0

-]

100

Laocal resource
I::n:r-tinn

65
o4

10

20

100

The table shows that B4% Managers placed high priority w0 financial
Management, Concept and scope; wherens 82% thought that maintenance of accounts,
expenditure, book keeping, budgeting techniques, rulés and regulations and audit rules
were very crucial for Education Managers. Wherans 78% considered financial rules and
transfer of funds as important area of financial management for their job requirements.
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124 Supervision Needs

Table-12: Supervision Skills

5#

Supervision
Skills

High

Middle

Avernge

Irrelevant

Missing

Total

Supervision,
Inspection,
Monitoring

i

5

0

13

100

B

Interpersona)
Communication in
institution

60

oo

School-based
Evaluaticn

67

I8

100

Student
Examination
Swvstem

72

I'7

100

Repuorting
progress and
resulls

i

16

100

Quality Education

77

Z

3

0

18

100

Dan presented in table illustrates the supervision skills required for educaton
managers. It can be seen in the above table that 845 managers gave high priority o
reporting, progress and results whereas 82% told that supervision, inspection,
monitoring and student examination system as job requirement for education managers
very important. According to 79% managers, school based evaluation and quality of
education was important. Similarly 78% thought interpersonal communication as
importont skills required for education managers.
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128 Community Participation Needs
Table-13:  Community Participation Skills
S Community High | Middle | Average | Irrelevant | Missing | Total
participation
skills
I | Linkages between | 72 12 2 | 13 100
community and
schools
2 | Role of local 60 15 i 3 15 100
govermment in
FTA
3 | Teachers 67 13 3 2 I5 100
invalvement in
FTA
4 | SMC 75 10 2 2 11 100
5 | Role of local 73 10 k] 2 12 100
government in
SMC

The table sthows that 85% respondents attached high priodty to SMC, whereas
B4% mansgers twold thot linkage between community and schools as very important
requirements of their job. B3% emphasized on the role of local government in SMC as
high priority area of community participation skills. It was important to note that 80%
manager considered that teachers involvement in PTA & priority area of participation
skills for the job requirement of education managers.
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12,6 Computer Requirements

Table-14: Wm

S# | Computer Skills High | Middle Average | Irrelevant Total

1 Use of computer 78 7 0 3 12 100
in ptmﬂ;g_

2 | Use of computer 76 3 3 i 15 100}
in management

3 | Data Analysis T 2 | 3 17 100

4 | MS Word/ M8 68 7 2 3 20 100
Excel

5 | Email/ Internet 63 10 2 3 2 100

The above indicates that for 85% manager, the use of computer in planning a5

their job requirement, whereas 79% thought that use of compuler in management and
data analysis as high priority area of their job, Similarly 78% showed interest in Email/
Internet training.

Conclusions:

The following conclosions were drawn.

Devolution plan had been effective in planning, policy making and
implementation at district level, Hence, after devolution Karachi has been
centralized,

Bducation Sector Reforms program have very positive impact in the
development of education in Karachi.

Immediste training needs of district Karachi in: professional skills
development, Teachers® motivation personality development and Research
facilities may be provided at district level.



