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EXECUTIVE SUMMARY
 

The EducaLiona!, Policy, Management and Technology (EPMT) project 

embarked upon an important headtcacher management training 

programme in 1991 to run over a five year period. The aim of the 

programme is to train all headteachers in the Kingdom of 

Swaziland school system. A national training needs assessment
 

(TNA) Idci, i ' irei various training nemd.s amen, he.dtcachers. 

These nceds were .grouped into four critical areas: Personnel 

Mnagcmnti, Organizationa Management, Money M-anagement and 

Instructiona 1 Leade:-:hip. A training syllabus was developed and 

appr'oved y L.lhe M nistcy of Education. The syllabus is based on 

a moduLar ;approach and training on the fir st module, which was 

on Monvy M>i ;geiicml., rommenced in November 1991. 

A form;iL,ivc evnluitioi was conducted once training on the module 

began. The maini t hrust of the evaluation was to compare the 

per'ormac:tii, of trained hadteachers with that of untrained 

hlitd teat he is on iimoneoy iiiaiia ge ieniLt practices. 

The evalu:tion estabLished that because of the training some 

headteachr.u-; were beginning to properly organize their financial 

cecord:-;. 'rained headteachers hag a better appreciation for 

planning uhe futur'c, of thei. r schools than untrained headteachers. 

Trained headL eachr-; al.so valued budgeting for their schools 

whe s untrai ned tea:lc 1not schools-imea- }heita' sr did prepare 

budgets.. A beginning has been made. Monitoring and supervision 

are needdl I" sLaini the training already given. 



The evaluation also found that trained headteachers tended to be 

better organ ized than untrained headteachers. Trained 

headteachers were able to locate relevant financial documents 

while some untr.aned headLeachers often could not remember where 

their documents were. Trained leateacheos began to practice 

good record keeping after the training even though they were 

uncertLain about how tu utilized t.he vital information they had 

in their riecorI,. Al.l head teachers were found to be in need of 

hel p wit. h regards to using thLe Cash and Analysis Book, the 

Imajor it y being the untrained. 

To improve tihe quali ty and impact of the headteacher management 

traLning progr;mme and L.o ensure trans fer of knowledge and 

skills, recommendaLions are made for past trainees and future 

training. P;as l. t r;inees should be visited withm a view to help 

them imlmnL skills. For future trainii.g it is suggested that 

hands -onm e ri c(' emphasized the Alson'ie be in training. follow­

up sessioin- m>:-;t, be assured ini the programmme. It is further 

recommnenI tIm;mt. 1 inIks be made between the institution providing 

in-servi,, r'aining and those that regulate school accounts. 



INTRODUCTION
 

This is a report of a formative evaluation exercise undertaken 

for lleadtcacher .ManagementTraining programme. The purpose of 

the evaluation was to find out if the tr. ning conducted for 

about 200 hundred primary school headteachers from the four 

regions- or f.he 1Kingiom of twailand was making a difference in 

their perfCormance. The particular trainirig referred to here was 

carried out. in November 1991 wi tn the evaluation happening four 

mon ths ]afer fnamely in April 1992. Details about the 

bac kgroudI or tle he adlteache r management training and issues of 

how the evaluat. ion was conceived and carried out are covered in 

subseqi ic'ni. sec t oris of the reporL. 

Suft'icer iL. to say that the traini.ng dealt with Money Management 

and wa:-; .Lfam L.:a"}ght by a group Ltraiiers wit ii some in-put froIi 

of'C ciat r m relevaitn, goveirnmert deparLtmenls. The trainers who 

coimlpisdta v.fc:ran ieadtcacfiers or secondary anl.I hghi schools and 

school. iiip-; p'c Lois hiad all. uidergone an i ntens ive Trai ning of 

Trainer: course prior1o eimbarking on trai n ing their colleagues. 

'he 1ony .:tmigiem Litmodule was the first module in the first 

ycIc' ort Wiltl alicir imanag1mnL . W ini'ng )rogralmmiiie. All the 

parL ic ,,t.-; ( twe,.e rier- ) i r- hnads o primary schools.. The 

uluraLti of W ite rc,-id-'tia] tra iniiig was t.wo weeks. 

The "o. mig of were b. co-ordinatorI I own e er:; reneieace used the 

or Lhe I rimaLLve ev:lunation: 

L. c inrormat.ion froimi project filescol lec:t. bac kg rounid 
on ciiieLi. formaLtive evaluation approaches specific 

http:traini.ng


to traini ng in money managemen t 

I o ;i.Ltnld alt. least two days of the tralin ag sessions 
and obser'e t.rnainLng, trainees, module evaluation 
ptrocedure s, interyview tra iners about views on 
f"oll1ow,-up.
 

draw up a conceptual maode for carrying out the 
Formativye Evaiiat ion. 

lie rto mn ;a comipa rat ive study of the effect of 
t.i+ai i ng on headLeache r performance regarding 
IdlqtoLing, hanlli nnd recording monies, keeping 
:n,',,Lj and i anial t r ordls to those who had not 

ORGAN1 zVI' ION OF r P(',T 

This v.,rL is ,tivil d i alo seven se Lloa-. The first section 

provids a brief baieckg round and jus ti ficat ion for headLeacher 

managemnt L,iaining in Swa::il;nd. This section refers to the 

generl ;tLat.e of lna;-tg iiiro in d ing counltri.es arid focuses'ee.IOl 

on Swazil anid's- schools-. It furthe'. :l ]ludes to tW, reason why the 

Governmniit or Swo:ni i:ino (GOS) through it.:-Mi nistrv of Education 

(MOE) iWt.A;i ,l the Ilead'vacher laniagement Trlaininag Programme 

urde, ta , " tLhe Elhuc;iLiona:l, Policy, .Management ard Technology 

(I."P 'IM pr .icI.)l 

The secowl v-cLi urn a brief the rationale for theas dliscussion of 

ru'm aLi . -'.: lat ion. This seL ion i give% an overv'iew of 

,val ual i ,i ;iiit h tihe di.tferent Lypes of evaluation,e ieus 

procexsq -, L n hatri:s 'ornmaL.iv, va.traL ion. is in- at ne oan ye It 

t.his sp'L ion ai lao whee., the importl anc of undertaking a formative 

evaluali n ii thre IHend'I'eacher Manaagiement. Tra ining Progrannme is 

d isctssed 

http:counltri.es
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The third section of the report covers the method of inquiry used 

during the eva.luation exercise. This section discusses the sites 

selection, identification and training of data collectors as well 

as the daLa co.llcction activity. Some weaknesses inherent in the 

methodology and ways or safe guarding against them thus ensuring 

validity of the data collecoted are briefly discussed.
 

The rourth sect ion discusses how the data was analyzed. This 

section ,iscusse how data was coded, stored and examined to 

identify major cat rgoies pertinent to money management. The 

analysi.s sought to compare the performancc of headteachers 

trained in school management and those who wore untrained. 

The fifth section d icusses the major findings of the formative 

evaluaL ion ;tLdy. 'The results reported in tils section are 

de.ib ,ra:iey confined to Lhose issues directly related to money 

managenii.L. Other sign ificant irindings w,'hich though important 

in scho"] iialtiagemlnL but. are not strictly rel.ated to money 

mariagem,.L atle diwcsse in the sixth section as general issues. 

Tie ,',cii. h ndt fin,i section concludes the report and offers 

some rucimii dal. iotis. The aim oC the recanseomndations is to give 

tLh t, I :,, ins-t. i ti charged the of' rion with execut, ing rest the 

rCmaic iii,- ira.initng cyey] e0.or the lHeadteacher Maragemert Training 

pogrnw;ii Ws:- LiLt rila be implemented t.o improve the programmnte. 



BACKGROUND AND JUSI'I FiCAITON 

The need t'to r compeLenL managers in developing countries has long 

been realized (lEiggundu 1990) Swai."land like other developing 

count i'ies has a dire need for competent and capable managers in 

both the pr i Le and pubi ic sector and this need has been 

ext:erisiwe lv doc:iien Led and comiuenLed upon (Shields et al: 1986; 

NASPAA; l (i; ,, 1991 ) S:hoo ils like other public 

organizaLi u is s uf'ter Irom poor management. Consequently, there 

has been an octey at di[feren levels of the Swazi society at 

tLie mainer Aii which school:s are ron particulary the way in which 

accoiit.edi for'.
finances are managed and 

TIte Ltask W matnagilg an organization is a demanding one requiring 

know,edg'' , :-;liLs and proper attitudes. In a developing country 

the task iP; itllr compounded by lack of adequate training, poor 

sultpev i .n i *- i .quatLe infrastruc"re support and poor 

r;te expected to be effective andill'ertt. ye.;. <lile managers 

efric cii. in i-ungit e'ir organ i::ations, quite often they lack 

t he La;L.r.' nec ';aV LuLo even begin to be effective 

matagel';. '' 1 a-:a c ha:;ic managerial, skills resolts in a 

viciou.s ci r::i,' in whicl the lim.Ll;ie s who are blamed for poor 

in their
leinagetenl.t. ,raet.Lices and misuse ofr resources entrusted 

care try harlde' onl y to d i:smal ly fail and still incur blame. 

,Articl.es and I ' Ltet'-; to the Editor about shoddy 

maiiagemiient in the schools increesingly appeared in the 
r

' w',.-of' ._-:.. ii_Jj. newspape between 1989 - 1992. 
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lleadteachers !1ke managers in other organizations in Swaziland 

are handicapped by lack of managerial capability. This problem 

is exacerbated by the tundo'ncy for the educational authorities 

to catap I., overnight, a teacher into a leadership role without 

adequate preparAion and proper induction.L Furthermore, in 

addition, to being manageis of their schools, most headteachers 

Iave to prtovide instrucLion to pupils. Consequently, they tend 

o sptll l heir Lill rnLher too thiMull. across a number of 

acti 'i i ;, 'l', resuL. L i.- L iat. who to t.he y are expecLed to 

.xercise proper zipctv i-ion of w-.-i ff anid students and maintain 

liroler mn;iage ria 1 recor'd:-", which invariably include proper 

financi ;t ma ni gemeniL and accounLinhg they are found to be wanting. 

Beside.-;, m;anatgori;il 'res:-;lonsibili ty iri a modern Swaziland demands 

ve :satii i on Lb., iart. or due 'nanoTher, rh e 'i ." L C ng 

matiaged iK- eu.liIllghL.envd and expects a lot from the manager, yet 

Lieo l'gill :;',it tnlti ant (liV i co ntgt . constrainL may be 

Luke (1977) Itake ant I ncisive aidprohibi i. v,. L.rr igfan arid 

poignuait o,:-;a't\ation aiboil. mnaging in i developing country when 

Lh y :;:,' "lantlfl melt. lia; to tin- "s.etc i d i1 m that areoty lrortilients 

dynati c: an: uiiict a;iin". l'ii:-;, therefore, riqtirtOs ioe than 

a!-; Ic(i.;;hi,,',: of th t.raild i I lonal functions of inaiagetient 

:- aS 1 ' , be( It'ukpi] , I972 ) . iu.'oIac'h; er:l , schooll tltgo- -rs iuSt 

groOtli'w, li Loii r L:;-i c fiti ia ions as we]l as be lable to study 

si .I . , in tid ,iiil. la}ii i' matn;igeiunL .atyle :-; (hus avoid being 

ml .Io .eti int Lhe o[ a dy miiic ei vi-ontnrit,cendurudt i L face 

Iie-td,';iohtet e' t, 'ssdi frut;attiLiun ibout. Lihis practice
 

during th, Ita collection in April 1992.
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To increase the headteachers managerial capacity and to equip 

them with essential and appropriate manageoial skills, the MOE 

in 1991 launched a systematLc headteacher management training 

onprogrammenlie. The sy.llabu-; for the training programme was based 

(TNA)a count r..-w i de headteacher trcai ning needs assessment 

Lhe paucity of managerial abilityexercise. This TNA conFLi rmed 

among hea:u It :1 lie'; ina Swaziland at both primary and secondary 

TN.\ and the resultant HIeadteacher Managementschool lvvv Is Ihe 


Training pr.ogratimme was executed through the Educational, Policy,
 

Managempnti and Technology (EPMIT) Project funded by the United
 

States Agency ror International. Development (USAID).
 

The INA reveal ed that heads of schools desperately needed 

four areas, narrmely, personnel management,manage r i :t ra initg in 

maniage:ient, money management and instructionalorgan!ia, izaion, 

to PO>11).' The consequent training whichleadershi. p (shortened 


over ;a four to five yearha.,; bc.11 a rr:tilged in cycl .; t.o lruin1 

period ('ith}i cycle:s- two to r'ive run by the In-service Education 

the >tO.) is primari]y aimed at increasingand Irahininq: Uit of 

areas.h}eadteacl,'r capbil it.y in the tour major 

have the potential to redress.lanngemiit-L trainingi does indeed 

al calC i ty of head teachersreal needsa ai - incres:;e lal:i 

Policy, Management and
Bickg.;round to t.he Educ t i onal, 
l Assessment is
Technolov prWct nation; Traini ng Needs 

given by II. 1. Bei'tr -ma in :;pe r Ltl.L nen i ")esig and 

Implem i.oLt.iol Ofr .\ Traitniing Needs A:-;sess:-;ment For' Head 
' 

Teacher:-; >ntn;ii:a'i+mvI 'Trainitg Pro'graum In Swazi-land' 

l re a t-1, t.I i , I i,, it u at. i R ,- :i rchI'Il.<:\ ' i , 1;t1 

S Vll Oiii v0iir '. s,iii' u St; ilanrd , us. ia; a t Kiwa l 


Jul y/Atlqut:t 1991 .
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provided it. is properly struc Lured and del ivered. 4 Equally 

pertinent. Lo programme structure and delivery is ensuring that 

proper arr:urge:Irc, ts are made for appropriate transfer of learning 

from the Lrailig enrvir-onrert to the workplace. 

The EMPT oeadLeacher Management Training programme structure is 

urIdoubt eOi,ly [,t lon Ithe expce.-ssed needs of headteachers in 

Swa; ilaI,1 ;1:.. dei ved from Lhe naLi onia 1. TNA e.ercise . As already 

staled I,I -;s"1 MuS and modules were designed wiLh the express 

irpose ,a ,.',1.1 i ng heads of schools with basic requisite skills 

ill thl.e le v "ea-;, Ir ilevy, PO1I. TIh, e:xtenl, to which trainers 

wcre all ivI r Ile mod l ;and fawi]. i Late transfer of 

leIuriri t - -o:-.v,:-:aeuIs-pl t el"f'u Lri indivi dual area. LaterFoI 

in Lhi. I,,1"epotai e'ur]rt. ioZ1 of the oney Management module is 

made : ; t ,td earlier. 

PURPOSE, OF R'-!ATJ .V]:. -VA 1I..AT TON STUDY 

There m Iwo c-C)Ill i Io1 st 4L;s ll Li on1e -; of eva lu formative 

oval ua Li,,r, tnd :-;umnnLive eva].1ia Lion. Worthen and Sanders (1973) 

point, oumt. tIrL tLi1 prj ;rv purpose ofr anly evalrat ion is to make 

judgmenr llt, L ire vLit lur- 0 fe ;i ac. ivityL Weiss ( 1972 ) alsothoto . 

poirt:- oul!. tatL ire ,ulOse of" an c,valuatiorr i:-; u:Sual to find out 

"si,-h~ j't.,:Sr;r, .tll(l i. do Cot" airi incdicatew,,rl:; w (1'r n to which 

dirocLior l 'rw4;unr e itilni.mniezrer; Airourd follow. Tire abi lity of 

A alt aug but. geri . ,rgirllel;r about the efficacy of 
-rrr"In;tg rI-1. ta: ; ircu male by Rog 1' iil nire . i n ,an article 

ent it.]led il. I-l;nrale,'.iuuat. ioi for .eurl" ili Andrew Klakabadise and 
Muld i; 1 1 , Fl iit-ire rt;rgI_ l1caLiontir I li' of meai.E (New 

York: Nih'Iol:.; Purl, i:;hiwrg Cotupairv) pp.21 8-232. 
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an evaluation exercise to provide a definitive answer largely 

depends on the nature, size and time spent analyzing the activity 

in quest ion. An evaluation exercise hastily executed may riot 

shed enoaIih I .,'i abouL ht.oimpact and direcLion the activity in 

quest io. Tie obj(cCLi yes of an evaluation must be explicit and 

its exocut ion musL be carefully planned. 

EvalunaL. ion ha:-: been defined :is:
 

L111. !v; ( col1 ec Lion or' information about
t.ema, I.i c 

act. ivit. i ,,, charactcristics, and outcomes of programs 

for' use by specific people to reduce uncertainties, 

ilprove of fectivene.s, and make decisions with regard 

to whatL those programs are doing and affecting 

(Pat tLLon: 1986:1.) 

FormaLive evaluation, like other kinds or evaluation, is 

primari ly tiirLakcu with the purpose of finding out how a 

progranme or a component or a programme is workirig. Patton 

(1980) ;iys: 

F,;rmlitLivc evliatlaions are coiducted ot'o the purpose of 

imp r ov i ng pr'oghrams invcontnras L to those eval.uat ions 

wi.i ;re don' for L.hie purpose of making basic 

d(e i sions about whieL.iier or niot. the pr'ogram is 

oetec.CLye, an] whether' or" iot. tnhe program should be 

cut".inu'rd or t.eLierj at,, ( Pat ton: 1980:71 ) 

'IhLa tol'lti vf, oval tiaLion seeks to isolate programme strengths 

and (e:rItc:; -.',a wi Lh the vi w to rind ways to reduce the 
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weaknesses. 

This formative evaluation was undertaken to establish whether or 

not there was a difference in the performance of headteachers 

trained in POMI and those who have not been trained. In essence 

the ke ques Lions that the evaluation sought to answer were: 

1. was the training delivered professionally? 

2. wre the learn ing objectives met?
 

3. was he original training need met?
 

4. was Lhe L'ainitng valuable?
 

5, were acqui red knowhledge and skills being applied?
 

MIETHOD 01' 1N 1WIRY 

The approach used in this evaluation was multifaceted. As a 

first step Lhe p'irincipal co-ordinaLor of the evaluation began by 

reviewing docume n t s incl uding the national Training Needs 

As:sessmien t. r, and those documents dealing withputL specifically 

the Noiy >:,t:.gemvnl. mimhou] r'or headteachier trai ing. This was 

fo1lowed hy obs-;r rva Lion of actu.a]l t rnin rg in which different 

trainers d tLivc'ed dif fer rt:. topics in Money Management. 

An interview check lisL was then developed in consultation with 

the EP.IT :m;icant Advisor amid offiials at the >linistriesn of 

Education (.chool Accounts secL ion) and Finance (School Accounts 

Au.lit ing -ecLt ion). [n fo t, in prcparing the interview checklist 

the Scholq,__.....' aj''-,n.q y;tLl1992 and OJp!ouyL _aL;_g.,ment ;nd 

Iu LdgfL., mdu Ie-; were thorough ly re'iewed. The interview 
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instrument was, however, riot pilot tested. 

Respondents and Intervowers Selection 

The main informants in the evaluation werc 20 trained 

headteachers selected from a sample of 200 trained headteachers, 

and 20 untrained headteachers selected from a sample of more than 

300 untrained headteachers. Five trained and five untrained 

headteachers were picked from each of the four regions. The 

trained headteachers were randomly picked. The untrained 

headLeachers though randomly selected, their schools had to be 

in proximity with those of trained headteachers to be included 

in the evalnation. This was done to ensure short distances 

between t-,'ajned and untrained headteachers. IHeadteachers were 

info'med i.n advance about the evaluation by the co-ordinator and 

by their ld . 

The interviews for the evaluation were carried out by a team of 

eight (S) d;ata co].lectors who worked in teams of two per region. 

The interviewers were se] ected on the basis of their 

understanding of and experience in the educational system in 

Swaziland. All thi( members of the data collecting team had 

experience with working with teachers either as inspectors or in­

service t.rai nes. Some in thc team had been involved in the TNA 

act iv i ty which result,1 in the 11cadteacher Management Training 

progrillme. 

The inLer'vixewers once selected, attended a one-day training 
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session. During the training session the evaluation co-ordinator 

went over the interview instrument in detail and sensitized the 

inLerviewers about the interview process and explored with them 

way:; to handl.e di fferenL kinds of si'tuations that could arise 

during :n .inturyview. InLerviewers were also appraised about what 

the t ta in]ag had covered and were given a copy of the training 

handbook to go through so as to gain familiarity with what was 

D,_-gjjno[ Sgt.ds' 

The evaluation study sought to compare the performance of 20 

trained and 20 untrained headteachers. This was done by asking 

the same quest ions from both trained and untrained headteachers.
 

Thus Lhe in tlelowers used 
 the same interview instrument. 

In to rv i ow, r:-;were under ins truction to interview a trained 

headte;ICl)Qlr and Lhen an untrained headteacher or vice versa. 

Suffice i l.Lo y that there are different designs for evaluating 

tira liing i apse't.. BoLh quantilt ive and qual.itative approaches 

are sI:ome tH.W- ,scl to collect evaluative data. In this formative 

Sva I.ul.Jon, a de. Jibe raLe decision was made to assess the impact 

of the Mo 11," MS llagele e using rt.t uiodt 1. a point of departure the 

TNA rso ,11,:;. Sincc t. he evaluation was only one part of a larger 

training tvolgrhlluf, tIhe co-odinat.or decided not to strictly 

fol low coP.'tn ion.l.'e,.]uat.i on designs (Schuler, 1987). Hlowever, 

an efforl w;I.; made to reduce any inequalities in the two types 

of reslpoldet-.., (a;ae] y, trained and untrained headteachers. For 

http:co-odinat.or


instance, a trained headteacher in a rural school was paired with 

an untrained headteacher within the same rural area. 

Data Co lection 

The data collection exercise took place on April 13 to 16, 1992 

in all four regions of the country. A pair of schools had to be 

visited on \pI il 21, 1992 in the Shiselweni region. The data 

collecting teams were under pressure to complete the exercise 

within thesc dates because schools were due to go on an early 

recess for the first ternm by April 17, 1992. A few schools 

closed o: the scheduled date at the end of April. However, this 

s an ideal time to visit the schools since headteachers by then 

were less busy and would have prepared their financial records 

for the term. 

The data were collected using an interview checklist as a guide. 

The interview checklist included closed and open questions (see 

Appendix F) . Where the a respondent's answer was affirmative, 

the interlvi ewer s asked for the money management documents in 

question to peruse through and check to confirm or disconfirm a 

headteachers response. This was followed by relevant probing 

questions to seek further clarification and draw examples from 

the headLtarn' I. II" the headteachers response was negative, 

re].e'vanL. puing questions wpre still asked aimed at sol.iciting 

more i n fr'm:tIoion. 

Again, the same inL.erview checklist was used for untrained 
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headteachers. The steps described in the preceding paragraph 

were followed even with untrained head teachers. The interviewers 

asked the quesLions and sought evidence from the headteacher to 

substantiate his/her response. Relevant probing questions were 

asked. 

Where possible copies of documents regarding money management 

procedures and record keeping were obtained for careful analysis 

by the evaluation co-ordinator. In all instances, the data 

collect~i g teams took copious notes during the interviews. The 

teams also conrdiicted informal observations of the state of the 

headteacher' a ofrice or working space and the general state of 

the school premises. Brief written notes were made about these 

observat ions. At the end of each interview the interviewers 

took ti me to exchange notes and write an overview of what they 

had hea'd and see"t. These notes were tur'ned in with the rest of 

the dou'uint. - oin each :school visited. 

DATA AN.\IYSIS 

In data collection and analysis there is always the danger of 

bias and e:,ror. To reiterate, in order to guard against bias and 

erroneou-; findings diring the data co].lection interviewers were 

trained and thcn strongly cautioned to ask the correct questions 

and to IQ' con:; istent. Durling the data analysis extreme care was 

taken wShe in reading, coding and analyzing the answers and 

documentsI 'rm each school. 
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The responses by headteachers to the checklist were all carefully 

coded and analyzed. Documents and interview teams' summaries 

were also carefully read and analyzed. This resulted in a number 

of categories vital to money management being identified. These 

were: goal setting, budgeting, teacher involvement, cash 

managemenLt procedures and processes, records, auditing, safety, 

role of the community arind school committee, and hcadteacher 

needs.
 

Data from each school was stored separately in manila folders. 

The data was inLerially analyzed and then a cross analysis was 

conducted. An internal analysis involved closely analyzing data 

f om head Leachers within a region. For instancu, trained 

teachers Irom Luhombo region were compared with each other before 

a comp 'ison wans made ,it h Lraned head teachers in other regions. 

A simil Uun parison was conducted t'or untrained teachers. 

MAJOR ."',;!) nI g. 

Thes ['ridinrigs should be understood in the light of the TNA and 

the result:tLri lraining. Certainly, those headteachers who have 

riot yvLI. irgoiorane train ng (untrained headteachers ) should 

no ri .llyinoL he :pec tei] to have needs very different from those 

idenLt iriod when tinc TNA was coniducted in 1990. With respect to 

those eadt.ILchers who have undergonie traini.ng ( trained 

head tean:,,rs:-;1 t wo licl be noteworthy to keep in mind the 

object ie.; or" Lhe Money Management module whose impact was being 

evau led ini Lheir case. To both gr.ounps (trained and untrained 

http:traini.ng
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headteachers) what is funidamental are the main functions of 

headteachers in primary schools in Swaziland. According to the
 

Headteacher Management Training syllabus, the main functions of
 

headLeacheis of primary schools in so far as money management is 

concerned are:
 

handling and accounting for funds and cash
 

bidgeting for school prog rammes
 

Vrepan'i.rg financial airdits per Government regulations
 

The ormaL ive eva:].autaLior major thrust was, inter alia, to assess 

how he.,itearc'}ars c:'rry out these functions whether they were 

tratined or not trained. The formative evaluation results 

revea l h adLa RN managers of schools, maketWLeacie rs;, 

decis-i on L tti imtlpac t o ho 1 te'ourccs (human and non-human) 

available in tihe school. are uti.lised. Thus the major categories 

that em' 'ge, i.rLt tir ti;aLa anaLysis which have direct impact on 

school I inaot"c irl management were the following: 

1. School Goal SetLLing
 

2 School BudgL itl
 

3 Techer inrvo lvement
 

A. Money .>atogettCuLrt Practices
 

5 F A
iltritncial li Ls
 

. "sigtir'ic:atnl.Tssues in Money:,' Management
 

Schoo I (;o I ..-I-1,. irjt 

The headL ea 'ir whetherL tr'ained or untrainec was found to be 

insLrument al in charting the direction of the school by either 
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setting goals or influencing the School Committee to set goals 

for the school. In all schools headtcachers were aware of this 

role but wiLh di'fferent ivels of' success. Among trained 

headteachsrs, 55% (11) indicaLed that they haO discussed goals 

for their schoo]s with their teachiers and School Committees. Of 

these, 30% (3) had actual had theiri" goals written or minuted in 

the School. ComminItte .in Les Book. The region with the highest 

nlhiiilU'i' 01 lio;il .i.," lh :-; who di.scu:-;sed and recorded theirorrna 

school goals was Sbi,.elwen i. In this region 100% of the trained 

headteacher.; realijzed the importance of goal setting in money 

managementt. Mani.in with of the trained headteachersiii 20% 

repotin ig-eI. Ling and recording school goaIs had the lowest 

ilinbcr. 

On the othr hand, less than 5, (10) of the untrained 

headLva chor reportod having set goals for their schools. Of the 

20 unLeini li_:iltcachers, at least 30% (6) had written or 

rocord ,i .gu:!N. Tei untr'a ined hadteachers acknowledged the 

imporLtirc,' or ha vinig school goals, but their lack of knowledge 

and slrat,ei g- aboutL how to efrfect vely work with their School 

Commir. t,' r: ,nll!e, in failure to push for such goals. 

Therc fr'', tinh, commonoii cry amo:g untiraJined headteachcrs was that 

the School Committee had too mich control over what went on in 

the sclhoo.
 

Both train',l rid untrained headteachers who had set goals, 

dent ir i oil the i r goal s as Ihv i ng to do w i. tL e- :panding school 

physical r. nou r's , incr ;e d e1irol1neits!; and inproved school 
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performance. Iluwever , trained headlteachers, in addition to these 

common goal s, were very clear and emphatic about how they would 

improve t.he ovcra.l performiance )f their schoolu; pointing out 

their rolesi as irstructional 1.1.eade:rs. The nminner in which these 

headLeacher.; dly;cussed this matter certainly indicated that they 

had been infi' .mcedby bei:.g exposed to training. For instance, 

ealr.'t'd from trained headteachers:the followina com ionL was eoften 

T lid ino . ,,re:tlizv how im 'ort;ant this thing is. I will 

plan -cliool goals with the teachers and then discuss 

them iLb thWe School Comlmi ttce . '['ie R[EO will also get 

those goals, I ha''e been bu.y -iAnce I returcned from 

thre conv.-e ]. havIWe iot been able to do what I want to 

do (Trained Ileadleaicher: Shiselweni ) 

Thus, i t cain be deduced that trained head teache -s had been 

sen'isti;d by iree training about the vole and the need to take 

the ini iatv, in setting school goals. ["lie majority of the 

not qlui. te aware of the importnce of"nLrinc! ire.'leaclers were 

goal s,.I I i ng and cas.i I y became i impenLtL and despondent if the 

oppo:,ed whatL they wanted to accomplish,School Commiiiii. L Lie 

i rsl•2 li.n_,e _; t l I {iL q 

to goal settirig and is cr-itical toSchool ii qet,.Wi in :; rel' aLted 

liagmnt in the shool. It was found that 80% of the 

The rest of 

m0roniey lii;ml 
v 

trainild headiloacheir: did l, reparviL' a school budget. 


lI. L i i nod }eaU ,t 'acI't f; liad :Illl(e t)lnl.IglgL. thou h i some cases the
'n 

tenchlersblli,l' . i'.,: l lt ,, . v w I .Lp, All I jiei d l ale 
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understood the importance of having a budget and linking that 

budget to the set school goals. In Hhohho, Lubombo and 

Shiseweni regions at least 80% of the trained headteachers 

reported an./or ,'produceda wr.itten budget. .San zini was the only 

region whre le'ns t.han 50% of the trained headteachers reported 

and/or had a prx'eiar'ed budget. 

Nev iL he e:-A, it must. be rioLted tUaL there is disparity between 

the performance of Mazini during the-end-of session in class 

evaluatli on and performtance ini the field. For instance, Manzini 

had the hig{h,.:t mea n scores in Money Mlrinnageien t (with 69% for the 

first week a nI 76% for t.e second week). The discrepancy between 

what happlened during trainLng what found ber the and was to the 

case i he fi erlid, runty speak L.o a need to standardize the 

grad ing, or it. may iiply indicente that the trained headteachers 

who were vi:;it,,d were those who did not. score well or were in 

iied of ui'lai at ioni. In anye case the variance in performance 

during ie t ra ining and the field of work is cause for concern 

ainI desv~ '' i nve-;tigat ion.- frther 

The "nl. ra i ned head teachers Ca red very badly i.n this area. In 

l'ae I. 70% r'o pot'trd that. they d id not. Lake L,ime to prepare their 

school ,,udgLts. lhe uiI)l icationju for this for fiscal or money 

managem ent ai se'r'ioIs. luidgeL i ng is the pirime activity 

.ri'ess:y: ,orwinaging money. A raller chaotic state would exist 

wi thoit p,', budgeL. irig - becase headteachers would simply 

'
 slwend "anL - ,y p~lpas-e .
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The method used by untrained headteachers to meet the day to day 

needs of the school can best be described as "random budgeting". 

That is , most untrained headteachers did not plan how they will 

acquire and spend the financial resources of the school. The 

acquisition of funds is, of course, somewhat guaranteed as 

children h:ave t.o pay s choo] fevs. But the manner in which funds 

were cxpe nded .in schools headed by untrained headteachers was 

found Io he Iph;:ard and total ly unsatisfacLory. The following 

comments apLy capture the sent iments expressed by several 

unLraino, izead ,..achers: 

bbudg tL as spend. W1hen I have to buy books or 

other L Lnis then T sit down and do my planning for 

that shopping tri p (Untrained Hieadteacher:Manzini). 

Inr fart!., Itere .ere some among these headteaclers who did not see 

the nii(,IA to bud get or to have a school budget. 

At le:; at 60% a F tiLhe unti rained hieadteachers relied upon classroom 

teachers t ,'i a re .ists-; of wh; Lt onthe school should purchase 

a week by wvek, or month by month basis or in some instances on 

a termly bas is. rnforLunaLely, these teacher-initiated lists 

were niol (:o-ord iriaLed or conso. ial.ed in any way. It is 

sg nUi rnI. t.o rote L.haL 70% (141) of I,he inlra ined head teachers 

were oparat ing whoii.hL a prepared budget at the end of the first 

term of" the :chool year. It. shou.]d also be noted that the 

head!.a,'lor -ould at ]ii1 veto or al t en the teacher-prepared lists 

Muims. (Mons:;eIjuil. ly, u", rail ore by headteachers to have an 

inn;,l school bud-L tended to Ir'u:sLrat and strain hlendteacher ­

http:whoii.hL
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teacher relationships, headteachcr - School Committee 

relationships and headteacher to the Ministry of Education. 

Teacher Q]lvorment 

Thu Money .Managementmodule emphasizes a leadership style that
 

is democr'aLic or participative. In performing their duties as
 

school chier[ accountants or financial managers, headteachers are 

expected to mobilize teachers (in some instances, community 

member.s through such mechanisms as School Committees) in the 

of the their schools' resources. Asacquisition and utiliz ation 

evide rin :school hudge .ing, t.Lra nod and to some extent untrained 

headLte: c h" r'; ni ved teachers in some aspects of money 

if such teachermanagemo nL. 'Thi' eva.u atior sought to e.s tabl.ish 

involv mentL was a liability or an asset. 

Among Lhe Lr'ained head teachers, 100% reported involving their 

do withteacher's in some deci.sion making mainly having to 

ot1l izal,ion or" r'e:;ou 'ces in the classroom. Teachers were also 

involv',l in the c'ollection of funds part icular'ly at the beginning 

or' the year. Hloweve r, ,10% of th-e s. rained headteachers reported 

that Lhey did not allow their' teachers to directly handle school 

Money in any way. Those who used teachers ir this fashion 

reporLed Lhat delegating :-;uch t.:-: to the class teachers was 

hellp Lo p. r'ents wh no longer had to make soveral trips to school 

untiltLe rourid tiLe headteac hor to receive the morrey. It had 

Thi s i a alltuded to in Ilandout 1d . of the modules 

H-anrdboo . 
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also freed them to do other things. Though these headteachers 

could not say to what extent this was a result of being trained, 

more than 50% felt the training had encouraged them to seek ways 

to utili:e their staffs in their general management of their 

schools. 

Class Iteacher involvement in 60% of the schools managed by 

untrained headL teache rs was limi ted to routine tasks like 

suerivis in g puilis in di.f ferent ext'a-mlulral activities. A total 

of 10% of.. Lhe unLrained headteachers reported that they never 

allowed the i. teachers to handle school funds or cash at any 

L i me . Even a t Los when payment, of fees was at peak level, such 

wore mlad e i yevcy t 1 to the head teacior and very rarely to the 

deputy heal.eLeacIou. Tie headteache rs who strictly controlled 

recoip., of :-;o foes_, Liat did want any oneslool a rguled they not 

else to handl1e mone y or doterm ine how much was used because in 

the end t hey, were Lc only ones who had to suffer if auditors 

f'ound d(.scz'epancies in the school accounits. 

Th,is sLate or ;iffairs does not augur well for headteacher-staff 

relatioashipf-;. ii schools where this is the case, it can be 

expet-e toliaL t;pclieus would not regard thems elves as having any 

rspons-tibi Ly for conLtributing good money management.-hi Lowards 

Als:.o Leat ',i:; in ho- schiool-, iiiay ioL. have an approciation for 

t.he ricd L.a eficienLly use tvai lable resorii.'eos because they may 

have no know ledge o0 tlie income and expenditure of tie school. 
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Money Mau.unement Practices 

There were four major categories that were closely evaluated with 

the aim of establishing and gaining insight into how headtcachers 

manage finances in the schools. These were:
 

banking procedures
 

cash and analy:sis book: entries and preparation
 

ieconci ialtion of books of accounts 

pCt ty cash accounting 

Banking P rocedu res 

IL was found that 65% of the trained headteachers operated 

current accounLt;. One headteacher reported that she had opened 

af[ iearning of accounta current lte about the advantages such an 

diring the L i'ai n nt. Othe'wi se current accounts were being 

operated evon be fore training. The headteachers reported that 

d the bank as many times as they had to make depositsthey vis i 

or wi thd rwa'I.a for purchases. For instance, some trained 

hea. te;che r':- had made as many as 10 trips to the bank in the 

(rii, Of' - year. some cases was twofirst t, Lhie hool In a trip 

hoursr;l ; hi i.e:h a considerable amount of the'y meant 

headteao:}1' t i me was spent travelin g. It was evident that in 

some inst : ui'e'-the numerous trips to the bank were a result of 

failure t pLan. Tho se trained headteachers who had prepared 

scliool bugI L. and followed them made infrequent trips to the 

bank and shoepp ing centres. 
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What is of significance though is that 50% of trained 

headteacher- had emba .ked upon meticulous record keeping. This 

newly found vigouir to maintain proper bank transactions records 

can be atLribuLed to the training. Headteachers stated that they 

were now aware of the need to keep proper records. The 50% of 

trained head teachers kept good records of bank transactions 

which included school receipt books, files of deposit slips and 

used ch.'qilie . Hlowever, the trained head tealr ers failed to use 

the iriformation and other financial documents they had, to keep 

their bank i In less 50% obooks up-to-daLe. fact, than trained 

licadteacliers were able to te] I how Imch cash in hand was 

ava i._abl (e deos i L. e having these recorids, A commiion excuse given 

for this was: i lltteqtiaLe m. to r'econrcile and balance the books.ir 

Untrained hie:ad teache rs per forlmlallCe in banking procedures was 

dismal, Whri Pl 60% of Lhese headteachers operated current 

accourints, riolii of themr kept p'roler records. Therefore, they had 

serious lpr Ialusm:- locatin where t.ie di ff[erent financialr rg records 

were elir ask! to produce them luring ani interview, A total of 

66% cotild loLt tell how irmuch was available in the bank. With 

re:-;pect. o wr Ling cheques, it was found that 75% of untrained 

head teacr irs had inc "'rec:ly completed the cheque stubs. 	 For 

,insLanc , vre dale would not be ref[lecled, the purpose for 

casin rg " :li''ie wsl irut stated, LIte payee was not be mrentioried, 

the baliCe WaS not calculated. Quite often a cheque 	 was 

wasi ipropel y car:lc el or lc ft tnrica ncelled evei though there 

no longer any iMntii.ion to use it, 
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Those untrained headteachers who operated without a school 

much time as their trainedbudget, were found to spend as 

counterpai'ts makling unscheduled trips to the bank arid shopping 

amongcentres. However, in the absence of good record keeping 

not account foruntrained headteachers, most of them (65%) could 

these trips-except referring to the logbook. The logbook though 

only indicate the date and destinationa useful document, would 

and not I.the renson(s) fro a trip or hiows' muci money was used and 

for what puipose. 

Cash arid Anal ys is Book 

The Cash .niid Ana] ysi s Book is indispensable for proper money 

management in the school. As matter of fact quite a great deal 

of time ( I .5 hours ) during the training was spent on the Cash and 

Analysis Book., Among trained headteachers it was found that 

15% did noL keep the Cash and Analysis Book. These headteachers 

were usci,_ ordinary exercise books to simply record the number 

of pupils in the school and the school funds they had paid per 

school iten, such as sports, books and school fees. The 85% that 

using it as anhad the Ca:sh a nd Anal ysis Book were also not all 

as a record book tooanalys-is book. They we us.ing it largely 

the pupils, indicated feesin which Lhey alphibetically recorded 

to which those fees had been allocated.paid, and s:peci f ied arpeas 

Cash and Analysis Books wereThe on].y colujiIns completed in these 

the entry or income columns. The expenditure side of the books 

5 -7 cover aspects of the Cash and Analysis Book.Modu]es 
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schools managed bywere found blank in all but 6 (30%) of the 

trained headL eachers. The headteachers were aware that they were 

doing all that they were supposed to do and learned duringnot 

the training. Ileadteachers certain].y had difficulty completing 

While trained headteachers werethe Cash and Analysis Book. 

comrlete the Cash and Analysisaware that in order to properly 

only 40% reported doing so
Book they needod to set aside time, 

and stiI. they were unable to do it right. 

Among unLrained headteachers, 25, did not keep 	 the Cash and 

to record the
Analvsi:s Book. They used ordinary exercise books 

. Of the 15 (75%) of the untrained headteacherspupils' payment s . 

had not properlythat had the Cas;h arid Analysis Books, 11 

and ,4 had Cash arid Analysis Books that werecompleted them, 

61% that had attempted to complete the
completely l]ank. The 

they had not set aside time for preparingbooks indeicaLcd that 

the Cash and 	 Annly.is Book. 

Petty Cash Account ing 

petty cash is a necessary exercise for a
Accounting 	 for 

and most. of them admitted that petty cash float is
headLeacher 

cash
essential for meeting incidental expenses. Hownver, petty 

they fail to properly
is prob I ai;. c for headteachiers because 

it. During the evaluation it was 
account. )'orhow they have used 

to not keepingestabi] iheI Lhat somie headLeachers have resorted 

The primary
any pet I.y cashdi. Two reasons were advanced for this. 

hard to account for. A secondary reason 
reason was 	 .L;:t it was 

http:Annly.is
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given was that schools were not very secure.
 

For instance, 30% of the trained headteachers reported that they 

no longer dealt with potty cash. To meet incidental expenses 

they used their own money and then reimbursed themselves from the 

schoul Fees. Among trained headteachers the 70% who still kept 

petty ca;h, the amount of cash they had ranged from E20 to E600. 

The ave ago amouznt of petty cash was E200. Amazingly, 50% of 

these head tenchers maint ained that they did not know the MOE's 

maximum amount of E500 on petty cash. Overwhelmingly, lack of 

the minimum security measures was cited as the major reason why 

small amunt:-; of petty cash were being kept. However, trained 

headteacheis had begun maintaining very good records such as 

petty cash vouchers and receipts showing how funds were being 

used. Still, information on petty cash was not recorded in the 

Cash and Analys is Book.
 

There werc 55% of untrained head teachers who did not maintain any 

petty cash float. Those who kept petty cash (15%) had small 

amounts ranging from E50 to E250, the average being E200. Though 

none of these headteachers kept an amount exceeding the MOE 

limit, 75% of them were unaware that there was a regulation on 

the amount of petty cash they could keep. The record keeping 

with rep;cr t to petty cash accounting among untrained 

headteac i':; was I ess than impressive. For instance, 65% did nnt 

keep voucher/reccipt files, consequently, they could not give a 

proper ;tccount.i ng of pttLy cash. 
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Record Keeping 

School record keeping is an important aspect of money management 

as it has been already mentioned. Availability of proper records 

does not only facilitaLe the preparation of annual financial 

reports, it. also greatly enhances budgeting. Headteachers who 

maintain all the essential records are most likely to be prepared 

Lo race GovemIlent school auditors without an," fear. Record 

keeping wa-;rgiven at tention during the training. 

The evaluation Sought to find out whether or not headteachers 

were keeping records, what type of records they kept, the state 

of those rucoids and their usefulness in money management in 

their .schools. Good record keeping can assist a headteacher in 

his/her latnning, budgeting, receijt of school. fees as well as 

keeping track on who is or is not being payed among the staff. 

The headteacher mnagemen t training syllabus assumes that 

headteachers keel, the following records: pupil record cards, Cash 

and Analys is Book, petty cash vouchers, bank statements, accounts 

books (c le qI me book cheque book stubs and/or savings book, stock 

book or inven tory book and Teachers' Salary Register. The same 

in the School Account ing I ulations book.records ale emphns i 'ed 

The Cash ;uid Anlys is Book, bank statements, accounts books and 

petty cah:-:l vouchers/receipts have been discussed. 

Both trained and untrail.ned headteachers did not perform well on 

the mialt.eharmre of pi i.i cards, Teachers' Salary Register and 
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stock hook. For example, 30% of trained headteachers did not 

have the Teachers' Salary Register, nor did they have a stock 

book nor did they use the pupil record cards which are supplied 

by the MOE. The main excuse given for not keeping the pupil 

record cards and Teachers' Salary Register was that these had not 

been smpp I.lied by the Regional. Education Officers in the 

respect i ve regions. This may indicate a need in the way 

Iipectors:- v:;i schoo]s, the way they interact with 

headteachers, the frequency of their visits and the 

responmsiveness of the REO's to school and headteachers needs. 

To be effective hadteachers need an effective infrastructure to 

support them. The mid-management systems of monitoring and 

supervising in the MOE may need to be seriously looked at. 

With regards to the stock book, it was found that 70% of trained 

he adL each,:r: had pattially complete stock books which were not 

up-to-date. Thse headtLeachers, however, acknowledged that they 

were aw.a ' of t he imnpoctanc e of keeping such records particulary 

bec o Ihohligh rate of thefts of school property. 

On tlme Ct.ht. hand, the number of untrained headteachers who 

failed Lo keep the orfficial Teacher SalarN Register was 30%, 

similar touL. of trained headteachers. The same excuses were 

made for noL hmaving these records. Only 25% of untrained 

head teacherms had something resembling a stock book an even then 

the information contained was incomplete. The rest did not have 

any me'cOa',Ior property and equLpment iA, the school. With regards 

to pupi l tecard cards, 65% of tml.,'lrined headteachers were not 
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using them e i ther because they were not available in their region 

or because they did not know how to complete them. 

FinanciaL Audits 

rhis is an area which is outside the scope of the headteachcr. 

The headteacher is the subject of a financial audit. However, 

the evaluation sou ht to find out if and how headteachers 

repared for being audited. It also sought to establish if 

headteachers knew what was exlpec-ted by auditors. In any case, 

head teachcrs need to re\'iew their financial management when 

preparingz annual fi n.anciaal reports for parents and MOE. 

There fore, i t i s to thei r advantage to gain knowledge and skills 

about on how to prepare for external auditors. During training 

Lime was spent oh auditing school accounts. 

I t was fourd Lhat among na headteachers , 10% had noI. med 

experien:c e prepa ring a ri'nanciai report. The majority (90%) of
 

, e t.;ia }hu';idleche =s had prepa red financial statements while
 

in headshi:-;Iip and reported ga ining from the training session on
 

anditLin . As a resultI. or the training, 75% (15) of the trained
 

head eacher.: reported that they felt confident and ready to face
 

what the auditaudi.tor. :. lhe rev-L were still not too sure about 

'Their uncert ain ty may seem to suggest thatreqiirireit-; were, 


the training IKud if. tic imp;c L., it is seems reasonable to believe
 

that tLhrr fear was 1largely due to the fact that they had not
 

been vii.iL'd Qy arud itors before.
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Among untrained headtcachcrs , also 10% reported that they had riot 

pir*pared any annual financial reports before. In some instances 

where produced, it was usually prepared by the treasurer of the 

School Commi t tee. About half (50%) of the untrained headteachers 

reported L.haL t.hy were not sure of what auditors wanted. Only 

40% felt they would be in a pos ition to show their books of 

accoiuL- Lo audi totrs wiLith confidence. There were 15% of 

tin trained hie;tdLeachers who reported being visited by auditors 

between 1989 and 1992. 

GENERVAL iSn!_ )N >ONEY >.\NAGEENT 

The evanl t ion ' ved both Lra ined and untrainedia c vieea tlatL 

headLeichrs expressed grave reservations about handling cash in 

the light of the apparent escalation nr lawlessness and criminal 

acLi i L, in i ih,couniLty. Solie h(;t(tdlo e hoN':-; repiorted having to 

seek asF:-; i .iati( fr(m the lloy Swa;ai 1 nd Pal ice to provide 

sec-tiLty luing col lecLion of schoo1 fees on the first day of 

schoo! . r and th.ei'n escort them to the bank. All the 

hedl.e achrs iale iia s.rong pl.ea for" Lhe MOE to hire bursars. 

Their ma;; jor aragument was that since they also had to teach, they 

did jioL li;a'.e enolgh Lime to do all Lhe paperwork necessary in 

money lll:lg(aleiit . This points to the imlorLance of explicitly 

demons trat i ii{the role of the hiad ietd- in money lianageilent 

even i. Iep/M-le does not actually hanil1e cash. Money management. 

is more th;i| couting 'ardcash and heads of schools must be iade 

aware of thtI. fact. 
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Certainly, the lack of basic storage facilities such as lockable 

steel cabinets and proper stationery for filing in the majority 

of the schools seem to discourage proper record keeping. Of 

course Ihere were some among the trained headteachers who against 

all odds w,',,re beg inning to keep good records. However, even 

thCse hltacLhte;iClors suffered from poor time management and let 

the papeor wor ucciulate to frightening levels. 

A si gnil'icant number of heaclteacheIs , trained or untrained, felt 

that. t system (it] riot Lprpare them for headship. They felt 

thaL ;i ,i. -ii t 0f eiling IIi. I-prepared to be headteachers they 

found th;it they were :-;wamped by work and ini the end could not do 

any of' thii r trax:.t s- ttis ac tori ly including money management. 

Tho se lie;ad techer_,; who had been vi.si ted by auditors noted that 

audi Lor:; werec- rare]y helpful because they camne with the atLtitude 

that Lthe heat.eacher knew whlat was required when the opposite was 

true. 11i lie-' emotet0, the rod i tors reports at the end of the 

%.t Lu l. i t too technical was2:c c -I ; o :.; i rice wa.s . I t 

M i did Lake Lime to lieadteachers how 

to mak e t.1lf correc! entries in the Cas;h and Analysis Book. Both 

trailnled aiel uIlitrainled hleadtcachers wanted hands-on training at 

thi i .choo !s oft llnial/g jig s-chool accoLLts. 

a l. 'g , III Lat tUiors not show 

lrai c, i,.;d t eJ'ilit'ri- al' iecjitted the training in money 

miu.igm,.nt. "The untiiid headteachers, who head gathered 

iil'orm;il iont ' r m j're:55; r tep ,s and from their colleagues about 

the EIIT IeC.idLeacher ;airagemenit train ing, were desirous for their 

turn to go La ' trait in . Mosi untrained head teachers realized 

http:miu.igm,.nt
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their need for Lraining in money management. 

CONCLuSrON AND RECOMENDATTONS
 

Tie evalution addressed the critical aspects of money management 

which wet' t:ovuid during the training. The formative evalu:tion 

report has idenit. ified how these critical areas are handled by 

both trAined and untrinned headL.eachers. The prevalent practices 

in mone y iinageite at in Sw;:land's primary schools i n particular, 

were found to he highlv unsatisfactory. lowever, the training 

offered t n ih the FTPMT project was making a positive difference 

sli lit, LIoa i seemed to be, lEven though trained headteachers 

performance was rar from excel.ing, there was a marked difference 

between .hem and the unt rained headteachers, 

CevtLainl, L'i was evidence LIMt trained head teachers had 

ga.ined li"" kiowldge about how Lo bet tcr manage school money. 

NoneLlie]-, Lhere was a clear gap between knowing and applying 

suchI know , .. There was a desire and intention on the part of 

trained hwad:t~c.;riers Lo apply the skills and knowledge they had 

gained. hlie los-;rved slIow sLarL in InplementiL g all that they 

.learned could },avo been a resuI1. of Lo L.ime lapsed between the 

end rU theIra Ining and the evaluatio. Tie headteachers may not 

have had cuo ugli t.en to change their practices. 

TIe e'va] 110 Linor I indings lead to the 'o].1.owing recomnendatiois 

which ar. pirtp",el Lo a -ssisI tihe people charged wiLih training 

heidt.tench rs. or immediate imiportance is helping headteachers 
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who have gone through the first cycle of training to correctly 

practice what. they learned. Implementation of future training 

cycles was given due consideration in these recommendations.
 

RecommendaLions for PasL Trainees
 

1, That 
there si-hould be planned follow-up sessions with all the 

traindL headleachers to find out how they are doing. These
 

follow-up ses:ion.s cou].d be conducted by Inspectors, Regional 

EducatLo officers or the In-service Education and Training 

Unit. hese follow-up sessions should be designed to be
 

diagno.s it an remLO .Jn
.Ledial natuie.
 

For e:. :Impl, e, the In-Service Education and Tr aining Unit 

(INSET) could be assigned to visit 25 trained headteachers in 

each ri'i<.,'I Lectu.rers could .spend a day in such:annuLly.y. 


schoul :and' 
 -UleLv isup approach51 ig a isi on he .2 advise and 

enConIlvL':Lo I.nI;ilied ieadt(eachers. InspecLors could visit the 

other 25 i ii headtLeachers per region anually doing the 

2. ThaL, ti Li, ]leadLteachers should have access to technicians 

in tie 1inisLtrie; or Educ.tion an,(d Flinance responsible for 

School .LCoiLsI Lo tcoislIt LIILLm for advice and ass istLance when 

niecem-:i ., Thi',MOE s:holLd, 
ensu re' Ihat all n:ecessary 

LL teria l -;, dOcLILLell ts, reL:CoII books i.inare the o r all 

heaK 1 I"•-,,i 


3. That hn:. ilu.chers hie enr',raged to netwo'k and en:change 

.informall i ILn, ski] ls and strategies used to efficiently manage 
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money in their areas.
 

4. 	That headLeache 's be supplied with the necessary support
 

jiatteriaLs;:-; :incess;ary for proper money management ron the HOE 

thus onhincing appl].icat ion of acquired skills and knowledge. 

S. 	ThaL a:- part. of the follow-up headLeachers be assisted in 

general orri'co oreganization and personal tine mnargement in 

order to begin Lrct. fv money ianagemenL practices insteadto 

of prornl-. inatin. Insp eclors should visit all schools and 

use the vi-i s to Ltroubie shoot for problems in money 

nanagemen., Thi3 may require that all Inspectors themselves
 

should be brought up-to-date with the Management Training 

Co 	 rs e . 

Recommendai.jons for fuLure Traini ng 

1. 	That the I. raining should be . taggered with a break in the 

middle to a]low trainee:; Lo return to tl-ir schools and work 

on their none. anagemnt rcords which they should then bring 

to th, dlirilg the .conii part. of the training. 

2, 	 That. lanls;-on ca er i'irun l t 1 e an inritegral part of the 

teai L,o enhance al:. 1 de'e opment in trainees and ensure 

Lrans-rabl'lL ort W arnilg. Hlands-on experience would bei 

faci iyt imiplIii'Lit.ii;ion or the first recommendation. 

3, 	 Tial hrils;ou]d be links or collaboration between the In-

Service i.dlcal. i on and Trainling Unit and School Accounts 

sect. ion ot OE ;aliA Schiool :\udit ing Sect ion of the Ministry of 

Financ' in order to ex;change pertinent i iforniation and 

faciliLtl the prreo' tr;ining or lertdLeacher-, 
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•I. 	 That ad itors of schools be encouraged to perceive their role 

diffeoent: to combine regulation and advising. 

5. That t.Lainces should prepare action plans at the end of the 

t-a ini n WiLii Specif w c dead lines which can be used during 

f'ollow-tlp sess tons by the Inspectors. 

6. 	 That admli l., a rind In:-pecto rs should be provided the Money 

Manageii e ii. Tt'aining module1cs to review. Also, this Formative 

Evalu:t. ioi UlpotL :Lhould be made available to all REO's, 

In:pector-; nd Auditors-, and a follow-up meet'ing held to 

di.scus;: , vy- to hel.p headtea ichevs to conLtp_ with MOE 

Regu1at. ionf-. and tssist Tnspect.o ::;Lro better monitor what is 

iiapjpeni in i:o ieyii:tii;gein t ill the schools. 

Traini.ng wLthout. follow-up wil] be of uninim ,l effect in the 

school s y!; Le. The MOE imust. be cone keenly aware of the 

result:s of this evaluation. 

7. ThaL, echan olead teaclht- us ad difficulty completing the Cash 

arid Anl I ool:, time be given during two ofyi:; more the weeks 

t airii uig ,u pirt,'l .ork in class-. There has to be a 

reduct.ion of Aliol'etical t r..i ning and an increase in practical 

S kill .. i1 ii11 . Thi i eans- Lh.t. trainers should lecture less 

and g ie noi e individuat] rd group exercie. 

http:Traini.ng
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APPENDIX I
 

EDUCATIONAL POLICY, MANAGEMENT AND TECHNOLOGY PROJECT
 

FORMATIVE_ EVALUVIMON 'I'RAINING PLAN
 

MONEY MANAGEMENT MODULE: 

NAME O F S('IC)O ,: ................................ DATE :.......... 

NOTETO .1'EiVI'E Ak the 'o].lowing questions and mark YES'I As: 
or NO. t i, 11 ith. poinlts idical.ed below each question to 

probe for l, :;nl' I'i iif'oiumtion. lsxep Ci:;, care, caution and 
For cve ry \ES respOnse ;t:;k for TANGL13LEcour!'esy ;t:::.el probe. 


EVIDENC .'r sI)PORtT for :;uch an answer. For every NO ask why.
 

A. _GO_..AS, 

1. Do 	 yoia have any written goals set. for your' school? YES NO 

a. why did you develop these goals? 

-exp 	 c tatil On 

b. 	 how wore t~he gon- ,tbv(lCiopod?
 

- who was involved?
 

- why .ere .ise people involved?
 

c. how pol t.o meet these goals?(d t) ,:opo:-e 


- 1sO of fi nrace ;
 

- ;oui'co ( s ) of m'lloney
 

for such 11on Cy-;couit.nrg 

13. BUIG ' 

2. Do 	 you hav,;a copy of the School. Budget? YES NO 

-ui'po:e of bidgot
 

- it'c-:; .illaudget
includod 


a. 	 how did you prepare the budget
 

- people iinvol ved
 

http:idical.ed


- time of preparation 

- process of approval. 

C. ENROlMIENT_.RECORDS 

3. Do you have up-to-date enrolment records? YES NO 

- current enrolment (register) 

,1. Does .he school maintain Pupil Record Cards? YES NO 

- con tent of cards 

5. Do you have an up-to-datLo record about the fees 

charged per pupil by grade in 1992? YES NO 

- br0 ahrdikdowni or roes 

- COipareO to budge t items 

6. Do you havo a proje~c:ted enrolment figure for 1993? YES NO 

- link with goal1s 

- ] [ul; ,iLh budget 

D. TE.CIIE _DEC"IlD_ AND INO LV:_EN'I' 

7. Do you ke p a Tcacher s Salary Register? YES NO 

- up- Lo-date 

- nuimber or teachers 

- :-;e of Teache: Regi:ster 

B. Do teacher:; pay rent in lhis school? YES NO 

- to whom 

- loan from school (records if any) 

- :iccouii ng involved 

9. Do you i ne any Leach2 r:-; in handling money? YES NO 

- who - when 

- how - why 
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- what has been the outcome 

E. BANKTNG PIROCEDUIRE 

10. Do you have a banking account for the school YES NO 

- type of account(s) 

- signatories (are they Minuted?) 

- frequency of deposits L withdrawals 

- cheque stubs / deposit slips 

- end-of-month bank statements (,filed?) 

F. ANALYSI S CASH BOOK 

11. Do you have an Analys is Cash Book? YES NO 

- is it up-to-date 

- items in book 

- reconciliation with Bank Statement YES NO 

12. Do you have fixed times when you prepare the 

Analysi s Cash Book.' YES NO 

G. MAN.\2IFT or PETTY CASH 

13. Do you have a limit on Petty Cash Float? YES NO 

- sun in hand 

14I. Do you have a s ecure place for petty cash? YES NO 

- t. in hox, sLO"ng room, etc 

15. Do you keep n ile for Potty Cash 

Exend i Lure Vouc:hers YES NO 

- s- or peLtL.yLv cash 

- ;tcc ou aIng for petty cash 

16. Does Lhe school use the official School Receipt 

issued by Wime Ministry of Education YES NO 
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H. BUIIDTNG FUND 

17, Does the school have a Building Fund? YES NO 

- amount paid per family or pupi 

- how figure was determined 

- purpose of fund: any link to budget 

18, 	 las he Building Fund been approved? YES NO 

- by Mi.nistry of Education 

- by School Committee (how 

I. SCHOOL 	 SAFETY 

19, 	 Does the school have basic security measures? YES NO 

- burglar barn for office YES NO 

- Safe or lockable stool cabinet YES NO 

- ;tonL of;Lce door YES NO 

- insluran e coverage YES NO 

J. INVEN'TIO 1 (_QUI PM EN!' BOOK 

20. 	 Do you have an Inventory Book? YES NO 

- breakdown 

school 	 property 

1 propertyMnistr'y 

- any items in budget
 

- value of equi.pme:.L/assets known
 

K. REPOPTS. 

21. 	Db :,'ol p repare an Annual Financial Report? YES NO 

- who participates 

- when is it prepared 

- contenL of report and recipients 
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L. MTINISTRY OF FINANCE AUDIT 

22. 	 Have your books been audited in the last year? YES NO 

- When was the last time 

- what were auditors looking for 

- what was the outcoime 

23. 	 Were you prepar'ed whcn the auditors visited you? YES NO 

- indicators of readiness 

- indicators of not preparedness 

24. 	 Do you jiow wi,110 auditors look for when they visit? YES NO 

TiIS BRI.NGS US TO THE END OF THE INTERVIEW. IS THERE ANYTHING 

ELSE THAT YOU FEEL WE SHOULD TALK ABOUT REGARDING MONEY 

MIANAGENENYT THAT WE HAVE NOT COVERED? 

THANK YOU. 

FTNAL NOIl: TO 1N'IIVIEVER 

1) P1.ea:w;e Lake a few in nutes to reflect on the interview. 

(2) 	 Jol ,owl, yolir o}servaL,ioins arid key points. 

3) Compa;re youri notes wLtli your team mate. 

(I) 	 Prepare ; summary to be submitted to the co-ordinator with 
the -t. of' your notes arid material on this school. 
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APPENDIX IT 

EDUCATIONAL POLICY, MANAGEMENT AND TECHNOLOGY PROJECT 
MODEL 

FOR FORMATIVE EVALUATION 

REVIEW TRAINING MATERIALS 
& OTHER PROJECT MATERIALS 

OBSERVE TRAINING
 
Trainers
 

Trainees
 

DEVELOP SKILLS 
CHECKLIST 

TRAIN DATA COLLECTING
 
TEAM 

COLLECT DATA 
40 SCHOOLS 

20 UNTRAINED/20 TRAINED HEADS 

Team confers
 
L prepares a joint 

stlunary of findings 

COLLATE DATA AND 

FETP REPORT
 

1ST DRAFT 

2ND DRAFT
 

FINAL REPORT 
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