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EXECUTIVE SUMMARY 
 
The Kenya Education Management Capacity Assessment (KEMACA) survey 

was carried out at the request of the Government of Kenya, with funding 

from USAID. The exercise was executed by RTI International and East Africa 

Development Consultants (EADEC). The main objective of the survey was to 

ascertain capacity weaknesses in the Kenyan education system, which 

might impede the proper execution of the Kenya Education Sector Support 

Programme (KESSP). 

 

The survey was a “census” type analysis of all levels of the educational 

system down to the district and school levels. Down to the district level all 

units were sampled; but below that, the survey was based on random 

samples of zones, divisions and schools. The survey was designed in late 

2006 and early 2007, and carried out in early 2007. At each level, generally, 

two sorts of questions were asked: areas of strength or weaknesses with 

regard to capacity (in particular skills), and rating of own performance on 

“objective” performance indicators. For example, at the district level, 

questions on a total of some 145 skills perceptions and/or performance 

indicators were asked. These typically covered areas of general skills, 

curricular planning and management skills, teacher support skills, planning 

and management skills, and EMIS and information skills—in short, all the 

key capacities needed to run an education system.   

 

Great care was taken to analyze all the key policy documents (such as the 

Sessional Paper No. 1 of 2005; the KESSP, and others), to see what skills 

requirements were implied by the policies.  Thus, the skills lists are partly 

derived from international best practice, but mostly derived from the skills 

that are explicitly or implicitly needed by all the key functions assigned 

various levels of the education system. In rating skills, respondents were 

asked to self-assess on a 1 to 4 scale in most cases (from worst, 1, to best, 

4). In other cases the rating was yes-no, and in other cases (mostly relating 

to performance indicators, such as how many months it takes to execute a 



 

  v 

certain transaction) the unit may have been time (weeks, months) or some 

other “physical” or “objective” unit. 

 

It needs to be stated that, to the knowledge of those producing this survey, 

Kenya has the distinction of having requested what is perhaps the most 

exhaustive survey of this type ever. Many countries launch into 

decentralization and the delegation of duties and powers to sub-national 

structures without a proper understanding of the readiness of such sub-

national units to absorb those duties and powers; and, more importantly, 

without any basis for planning the supply of capacity to absorb those duties 

and powers. Kenya has, therefore, taken this issue seriously. Because this 

is, to our knowledge, the first truly detailed survey of this type, there are 

some interesting methodological and policy conclusions that emerge that we 

hope will be of interest not only in Kenya, but elsewhere; and which will 

show Kenya as a path-breaker in this respect. 

 

There were detailed conclusions which are nearly impossible to summarize 

in an Executive Summary, due to their very nature, but an attempt is made 

here. There were detailed conclusions as to which units of governance 

(districts, provinces, divisions, etc.) feel weakest in which areas. Naturally, 

given the sample nature of the approach below the district level, statistical 

inference about specific units is possible only down only to the district level. 

Statistical inference about schools is possible, but only about schools in 

general and, to a limited degree, when schools are aggregated to the district 

level, something can be said about the district and its schools, as a whole. 

Similarly, there are detailed conclusions about which areas of skills are 

most sorely lacking. These two sorts of information can be crossed, to 

determine which units of government are weakest in which areas.  (This is in 

the database, but is impossible to cross-tabulate for a report, as it would 

result in enormous tables.) 

 



 

  vi 

Secondly, there are what we believe to be some broad analytical conclusions 

that should be of interest to Kenyan policy-makers and should be engaged 

with as one designs capacity-building strategies. 

 

Specific areas of skills needs 

Since, as indicated, the survey asked about skills needs in some 145 areas, 

the real interest is in the details. An attempt at a mere summary in some 

sense does a disservice to the survey. Furthermore, we should note that 

there are many things that are going well, and areas where staff self-assess 

well. But in an executive summary it is impossible to delve into these and 

keep the summary to a reasonable length. Thus, the reader is referred to the 

report, and in particular Annexes 6 and 7, to see the many things that do go 

well. For lack of space we will focus only on the teacher level, the Head 

teacher level, the district, and the national levels. The main body of the 

report and the annexes provide exhaustive data on all levels.   

 

With those caveats in mind, a few things do stand out:  

1.      Of any actors in the sector, teachers in general have the highest 

opinion of their own skills. This creates an immediate and obvious 

problem for capacity-development, in that only those who understand 

they lack capacity typically provide a vigorous demand side for 

capacity building programs. The solution is that, clearly, standards of 

performance (or service charters) at the teaching level need to be 

created and data on performance against standard need to be 

disseminated, or else it will be relatively hard to create a “demand 

side” for hard-core and specific skills-building as opposed to generic 

in-service training.   

 

A few areas of self-acknowledged lack did stand out: a) skills in 

dealing with special-needs learners, b) skills in assessing children and 

communicating to parents, c) skills in managing large classes and 

multi-grade situations. An important finding is that only 60% of 

teachers say they have ever been helped by anyone outside the school 
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on a pedagogical problem that they reported. This would indicate that 

teacher support has not been sufficiently problem-oriented and 

demand-driven. Similarly, 43% of teachers say that they do not go to 

TAC Tutors when they have pedagogical problems.  Mostly they confer 

casually with each other. There may be a lesson there for how one 

organizes support. 

 

2.       When Head teachers were queried, areas of skill or capacity that were 

most sorely lacking were as follows. 

(i) Some 27% of schools did not have an action plan at all.  But of 

those who claimed they did, only 49% were able to actually 

produce it.  School action plans were frequently not at all 

focused on pedagogical issues such as materials acquisition, 

peer teaching, assessment, etc. but on more generic issues and 

infrastructure.  So there is clearly a problem with school 

planning skills. 

  

(ii) In general, when schools claim to have key administrative 

records (and in the majority of cases they do), something in the 

order of 50% or so of Head teachers were unable to show most 

of the key administrative records schools are supposed to keep.  

This is disconcerting. 

 

(iii) Ability of the SMC/BOG to deal with pedagogical or staffing 

issues was problematic, Head teachers giving these skills areas 

the worst possible rating around 40% of the time.   

 

(iv) Quality of training received in financial planning stood out as 

problematic.  28% of Head teachers gave this training the worst 

possible rating. 

 

(v) Head teachers report serious problems dealing with, and filling 

out data sheets from the TSC and KNEC, about half of Head 
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teachers giving the data form from these two institutions the 

worst possible rating. Data forms from the MOE headquarters 

were reported as much less difficult to deal with.   

 

(vi) Finally, the lack of computers or computers skills also received 

the worst possible rating from something in the range of 70% to 

85% of Head teachers. 

 

3.       At the district level, the areas of concern are: 

(i) Lack of clarity as to procedures for replacing retired teachers 

(received worst possible rating from 30% of district officials 

interviewed). 

 

(ii) The whole area of “project management,” such as how to specify 

work for others, how to draft a budget, and so on, is 

problematic, being rated as worst by some 20% to 30% 

(depending on sub-skill) of district officials.   

 

(iii) Skills in computer use are drastically poor, 44% of officials 

giving this area the worst rating. Similarly, skills in any form of 

quantitative analyses were rated as extremely poor.  

Interestingly, it is particularly the aspect of computer 

applications to the skill, rather than the underlying conceptual 

skill, that received the worst ratings. One suspects this may not 

be real, but it is an important perception. For example, only 

19% of district level personnel rated their skills in data 

interpretation as a “worst” area, but full 70% rated their ability 

to use computers for this task as a “worst” area.   

 

(iv) Views of TAC skills from the district perspective are similar to 

those from the Head teacher perspective: the TAC are seen, too 

often (by 29% of district personnel) as meriting the worst 

judgment.   
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(v) Some 25% to 50% of district officials gave “worst possible” 

ratings to the issue of clarity of regulation in a whole array of 

areas such as tendering, contract performance, tender 

evaluation, etc.   

 

(vi) Too many (42%) of district officials report not using any 

performance appraisal system. 

 

4.       Finally, at the national level the areas of biggest concern were: 

(i) Lack of skills in project management, such as (similar to district 

level) knowing how to write scopes of work for others. 

 

(ii) General lack of planning, budgeting, and similar skills.  These 

were given a “worst” rating by around 30% to 40% of those 

interviewed.   

 

(iii) Skills in all areas of data handling, all the way from database 

management to marketing of data products, were given the 

“worst” rating by some 50% of respondents (though data vary 

from sub-area to sub-area). 

 

General conclusions from quantitative analysis 

The survey delivered some general findings. Some of them we think are of 

utility not just to Kenya but possibly to other countries. 

 

Staffing intensity not a good predictor of performance.  An interesting finding 

is that, in general, performance on “objective” indicators, such as frequency 

of school inspections, time it takes to answer queries from schools, time it 

takes to effect a transfer of teachers, and so on, is not correlated to staffing 

intensity or staff shortages. This does not, by any means, imply that the 

system is over-staffed. On the contrary, we saw considerable evidence of 

under-staffing. But it does imply that the system does not know how to 

effectively and predictably get performance out of staff. Again, we suggest 
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that this is related to the lack of reasonable, but reasonably demanding, 

benchmarks of performance or service charters.   

 

Performance on key indicators varies: quite good on some, not so good on 

others. The report produces information on a few of these “objective” 

performance indicators, such as those listed above.  Some of the current 

average levels are indeed somewhat alarming. An example would be the 

reported fact that it might take as long as 9 months to effect a teacher 

transfer, or that 60% of teachers report never having had pedagogical 

assistance on a problem that they reported. Some other indicators look 

rather good, for a developing country, such as the number of visits schools 

get from outside quality assurance officers or other suppliers of input. One 

could argue that more visits should take place, but the fact that schools are 

visited 1.6 times per term, on average, by zonal QASOs, and 1.9 times per 

year by divisional QASOs, is heartening. In many countries whole swathes of 

schools are never visited, and certainly few countries can boast as average 

inspection or support visits as high as Kenya. However, the productivity of 

such visits, and the knowledge of the visitors, as rated by the schools 

themselves, still leaves a lot to be desired, as schools rated the quality of 

these visits at a mediocre 2.5 (in a scale of 1 to 4).   

 

Note that some of these questions were “triangulated” between respondents 

or, rather, whenever possible, the level that does not have an incentive to 

misrepresent reality was asked the same question: for example, not only the 

district staff, but also school staff, were asked how often quality assurance 

or similar visits take place. In general the coincidence was rather good. As 

noted, for some of these indicators things look rather good, but for some 

others performance leaves a lot to be desired.   

 

Total staffing, at least at district levels, seems rationally distributed, but 

relationships between types of staff does not seem as rational. Kenya seems 

to do a rather good job, compared to other countries, in distributing staff to 

districts. First, the correlation between staffing levels with enrollment is 
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really rather high, at 0.72, certainly high for a developing country. Second, 

whether by design or by accident (probably a little of both) staffing is pro-

poor. The poorest 10% of learners have access to 15% of district-level staff. 

One aspect of staffing that does not appear too rational is that of ratios 

between types of staff. For example, there is a very low correlation between 

professional and support staff across districts, which seem somewhat 

irrational. The correlation between numbers of all professional staff and the 

numbers of clerks, to take one just case, is only 0.19. The Ministry might do 

well to look into this matter, in its allocations, to try to issue norms that 

force districts to allocate staff more rationally. 

 

Conclusions from qualitative analysis 

The quantitative analysis could typically focus only on certain types of 

issues. More structural issues, having to do with overall managerial 

constraints to improved performance, as opposed to numbers and skills 

constraints, are difficult to analyze quantitatively. For that reason, the 

survey was complemented by qualitative analysis. The conclusions of this 

analysis can be summarized as follows. 

 

Strategic planning 

(i) In terms of strategic planning, mission and vision statements tend to 

be rather general and not sufficiently focused on outputs and 

outcomes.   

 

(ii) Ability to strategize in order to turn the mission and vision into 

operational plans is not yet optimal. Plans often read more like lists, 

with little apparent sense of prioritization. Top leadership is clear and 

able to prioritize, but mid-level management does not seem to have 

the skills needed, or the tradition, to turn top-level visions into 

operational plans. Much capacity development is required at this level, 

including practice in blunt debate and criticism.   
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(iii) As a result, operational plans are often lacking in quality or missing 

altogether, and top-level leadership is pressed for time.  The inability 

of top level leadership to rely on mid-level management to turn vision 

into operations means that top level leadership has to delve into 

operational matters, including a constant re-translation of vision and 

mission, which takes time away from strategic thinking. 

 

Division of labor 

(i) Fragmentation of the sector is higher than in other countries. Key 

functions normally, such as training of staff, that are performed (or 

normed, led, and quality-assured, if actual training is outsourced) in 

other countries by the Ministry itself, such as curricular development, 

teacher training, and staff development, are in Kenya under the 

control of relatively autonomous institutions. This is not without its 

advantages, and in any case may be such a rooted tradition that it is 

impossible to change. But it is important to note, in any case, that 

this does create disunity and lack of control.  

 

(ii) The line-up between KESSP and traditional sector functions is not 

clear. KESSP, a highly commendable initiative, does in a sense create 

a need to execute “in parallel” and runs the danger of creating a sort 

of “shadow” bureaucracy along the real one. Better specification of 

how KESSP and traditional line authority work together is needed. 

 

Staff issues 

(i) There are absolute shortages of staff, as is well known. In the 

quantitative survey, lack of staff was one of the most frequent 

concerns as well.  However, note that no correlation could be found 

between staff intensity at district level and performance of some key 

services. This is not to say there is no under-staffing, but simply to 

say that staff are not currently optimally utilized or their skills are 

insufficient.   
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(ii) Skills, therefore, are a main issue. The qualitative interviews singled 

out financial skills as a key constraint, consistent with the 

quantitative findings. The lack of proper job descriptions, and 

allocation and evaluation of staff against job descriptions or 

performance standards also came up as a significant hindrance. 

 

Managerial practices 

(i) Many processes in the sector seem to take too long. The time required 

for staffing approvals and movement, for example, was often cited as 

taking too long, and this is confirmed by the quantitative survey.  

Carrying out process analysis was beyond the scope of this study, but 

could be done at a subsequent stage.   

 

(ii) Operational planning, based on norms and operational requirements, 

is not as common as it should be.  Resources thus sometimes get 

distributed out of proportion to operating needs.  Operational norms 

and planning should be introduced more widely, if possible. 

 

Options for investing in capacity development 

While it was not the scope of work of this survey to come up with a solid 

capacity-development plan, it is possible to make a set of recommendations 

based on the survey results, the qualitative analysis, and various structured 

conversations held with Kenyan counterparts and experts. The 

recommendations that follow first establish and structure the “demand” side 

for a sort of capacity building process and then establish the supply side. 

 

Demand side 

Make credible commitment to long-term investment in capacity development.  

Unless the government commits to set aside, either from own-source or 

donor funds, a reasonably large amount for capacity development, over a 

long period, the supply of capacity development services will not come 

about.  Actors will not take the risk to develop the materials and training 

ability unless they can see a well-structured market with effective demand, 
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and one of the requirements for such a market is funding for the demand 

side. At this point it would be premature to state an amount of spending per 

year. An estimate would have to be subject of a separate piece of analysis. 

 

Consider demand-side financing as a first option. Financing for training, say 

at the district level (but at any other level), could be transferred to districts, 

most likely as an earmarked grant. Districts would then provide themselves 

with capacity building services from providers. 

 

Performance standards setting and measurement. In order to create and 

focus the demand side, sector professionals need further specification of the 

levels of performance that are expected of them, in sharp, quantitative 

terms. As has been seen above and in the main body of the report, many 

actors on the Kenyan scene think rather highly of their current abilities and, 

ironically, it is the actors one has reason to suspect have the lowest skills 

that fail to see their own lack of capacity. This happens in part because 

actors have no sense of what a good standard of performance is. The 

Ministry then would have to set standards of performance (related to, or the 

same as, a service charter) and enforce their measurement and the 

dissemination of the results. The work of establishing the standards can be 

outsourced, but the work of measurement and reporting ought to be an in-

house function for the Ministry.   

 

Supply side 

A central authority on the supply side. This report recommends that a central 

authority be in charge of capacity development at least for administrative 

(non-teaching) issues. Whether this should be KESI or not is for the Ministry 

to decide. If it is KESI, then KESI’s own capacity needs to be strengthened, 

literally, many-fold. This will require a large and urgent program. 

 

Roles for a central authority.  A central certifying authority should not in any 

way be involved in provision, intermediation or logistics, or even funding.  Its 

role should be one of certifying and quality assuring two aspects: a) 
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providers and b) curricular materials. There are several possible levels of 

“requirement” with regard to certification. The most draconian, perhaps, 

would be to prohibit anyone from providing capacity building on an official 

project unless they are certified by the central authority. A second option 

would be not to prohibit any training from taking place if the trainer is not 

certified, but to require certification for any training provided with 

government funds. A third option would simply be to let the buyer beware, 

and provide certification only as a way of informing the buyers (districts, for 

instance) as to who the good quality suppliers are. Probably the most 

reasonable option is the intermediate one.   

 

Relate certification of curricular materials and suppliers to performance 

standards. The development of materials and training capacity should go 

along with the standards of performance. However, it would create some 

conflict of interest if the authority that approves and certifies suppliers also 

crafts the standards of performance. In any case the skills required for the 

latter are different. 

 

Consider importing skills to kick-start the supply side of the processes.  This 

report, and other donor initiatives, now maintain that educational 

development in Kenya, as in most developing countries, is as constrained by 

lack of capacity, and specifically skills (though other forms of capacity, such 

as organizational structure, are also a constraint, as we have seen) as by 

lack of funding. However, lack of capacity is a vicious cycle.  If a country 

lacks capacities, and especially if it needs to develop them quickly, it needs 

to access capacity somewhere to kick-start the process. Judicious use of 

imported skills, via donor funding of experts whose main task is capacity 

building rather than providing direct technical or financial assistance, 

should be considered.   

 

However, making sure that capacity that is brought in does not create a self-

perpetuating demand is a challenge. The way to solve this is to ensure that 

skilled foreigners are given technical tasks and formal capacity-transfer 
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tasks. The ideal situation is one where those who provide technical 

assistance, for example, in drafting standards and norms, also train others 

in how to apply them. Training works best when those who train are the 

same as those who helped develop the norms against which training takes 

place. This suggests that technical assistants be the same as those who 

train. But the training cannot be expected to happen purely on-the-job, as a 

by-product of the technical assistance, by having skilled foreigners working 

together and solving problems with the Kenyan counterparts. It has to 

happen both on-the-job and in formal situations. Otherwise the exigencies of 

work pressures will create situations where even the very counterparts 

whose capacities are to be built will put pressure on the foreigners to 

provide urgent technical solutions, rather than spend time working slowly 

with the counterparts to build their capacities. Any plan that uses foreign 

help needs to take these issues into account. 
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CHAPTER ONE 
 
1.0 INTRODUCTION 

Contextual Background 
1.1 Since independence, the Kenya Government has placed the highest 

priority on education in its development agenda. This is in recognition of the 

strategic importance of raising the overall education level of Kenyans within 

the context of poverty reduction and economic growth. In this regard, 

education is not only perceived as a welfare indicator but also as a key 

determinant of earnings and, therefore, an important exit route from 

poverty. Therefore, investing in the education of its people is identified as 

one of the pillars of the Government’s overall Economic Recovery Strategy. 

 

1.2 As a core social development sector, Government budgetary 

allocations to the education sector have progressively increased over the 

years. Spending on the sector as a share of GDP has grown from 6% to 7 % 

over the last ten years. The sector’s share of the national annual budget has 

also progressively grown. At independence, it was allocated 15 percent of the 

Recurrent Budget. This proportion has grown to the current 30 percent. In 

absolute terms, the sector was allocated Kshs.112.0 billion during this 

financial year (2007/08) emerging as one with the highest allocation under 

the national budget. 

 

1.3 In response to increased resource inflows, the sector has expanded 

rapidly with a significant increase in the number of educational institutions 

and the learners enrolled. At the primary school level, the number of 

learners rose from 6.1 million in 2002 to 7.6 million in 2005. The Gross 

Enrolment Rate (GER) for secondary education has grown from 29.8 percent 

in 2004 to 30.2 percent in 2005; while the number of secondary schools 

increased from 3,657 in 2001 to 4,197 in 2005. Enrolment in vocational and 

technical education institutions has also grown, rising from 52,254 in 2002 

to 66,737 in 2005. Similarly, university education has witnessed significant 

growth with student enrolment rising from 517 in 1963 to 57,293 in 2002. 
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Overall, the total number of Kenyans enrolled at various educational levels 

in the year 2000 was more than 8.0 million or 30% of the total population. 

 

1.4 The phenomenal growth of the sector over the years has come with 

new challenges. First, the gains made in expanding access and participation 

has not always been matched by improvements in educational quality. 

Secondly, the institutional framework for the management of education 

services requires strengthening. This aspect is recognized in the MOE’s 

Strategic Plan, which has flagged the establishment of adequate managerial, 

and institutional strength in the Kenyan education system as a priority area 

requiring attention. The Plan, therefore, calls for the implementation of a 

well-developed capacity building programme1. 

 

1.5 The Ministry of Education has also identified capacity development as 

an essential component for facilitating the implementation of the other 

investment components in the Kenya Education Sector Support Programme 

(KESSP). The objective of the capacity building component in KESSP is to 

enhance the abilities of individuals, institutions and communities involved 

in the implementation of the programme. Whereas, recent policy initiatives 

have focused on access, there is increasing concern for both the internal 

and external efficiency in the education system. Therefore, the central 

objective of this survey is to identify the gaps in the system that require to 

be addressed as part of the overall strategy for institutional strengthening. 

 

1.6 Worldwide, the Education for All (EFA) and the Fast Track Initiative 

(FTI) recognize that, in pursuit of the EFA targets and the MDGs, there are 

four types of constraints namely: financial, data, policy, and capacity. In this 

regard, the FTI Secretariat has started developing improved methods for 

assessing capacity constraints in education systems and proposing 

strategies for resolving them.  Kenya, by undertaking this capacity 

assessment, is a pioneer in this respect.  

 
                                                 
1 The MOE Strategic Plan 2006 – 2011 pg.13 
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1.7 Capacity building remains one of the major challenges facing the 

Ministry of Education; and in the various Commissions, Taskforces and 

Studies it has undertaken especially The Master Plan in Education and 

Training (MPET 1997-2010) and The Education Sector Review and 

Development Directions (ESR, 2003), it has been shown that in the majority 

of cases, competencies are not always matched with tasks. The Ministry has 

also acknowledged that there is indeed a mis-match between the existing 

level of capacities and those required to implement the KESSP. Nevertheless, 

the precise extent of this mis-match has been hard to discern without 

conducting a systemic assessment of the education system. 

 

1.8 It is, however, noteworthy that even without the benefit of a study, the 

Ministry of Education (MOE) as part of its reform agenda and in an effort to 

enhance service delivery has made efforts to rationalize its structures and 

functions. More effort is however required to build the institutional capacity 

in order to carry the demands of its functions and programme. The 

implementation of KESSP will be largely based on the abilities of the 

frontline structures and staff particularly at the district and school levels. 

However, the frontline service providers at these levels including, District 

Education Boards (DEBs), Boards of Governors (BOGs), Primary School 

Management Committees (SMCs), and Parent Teacher Associations (PTAs), 

currently lack sufficient authority and the capacity to effectively manage this 

programme. 

 

1.9 In order to effectively implement the capacity building component of 

its programme as outlined in the KESSP, the Ministry has undertaken the 

Kenya Education Management Capacity Assessment (KEMACA) to establish 

the capacity gaps existing in the system. This exercise will enable the 

Ministry to focus its capacity building efforts and resources in those areas 

that are lacking. It will also enable the Ministry to have a profile of the 

capacities that are most lacking across districts and schools. It is ultimately 

expected that the results of the capacity assessment will be used to develop 

appropriate interventions. 
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Other Important Contextual Considerations  

1.10 According to the complement control data of the entire Civil Service in 

Kenya, 16,496 officers are expected to retire over a 5 year period (2006 – 

2010) after attaining the mandatory retirement age of 55 years. It is also 

estimated that 3,000 officers exit the service each year through natural 

attrition (death, resignation, dismissal and desertions). This brings the 

number exiting the service to about 30,000 over that period.  

 

1.11 Initiatives to reduce staff in the entire Civil Service started in 1989 as 

a cost containment measure under the Budget Rationalization Programme 

launched by the Government in 1986. The measure was undertaken 

ostensibly to reduce expenditures on Personal Emoluments in the Civil 

Service which had increased to almost 70% of the total recurrent 

expenditure. The specific initiatives entailed: 

− enforcement of strict complement control measures; 

− freezing of all vacant posts which had not been filled for more 

than 6 months; 

− selective creation of new posts; and  

− freezing of new recruitments at all levels; 

 

1.12  Due to the a foregoing staff rationalization measures, the Ministry of 

Education’s Establishment has been severely affected. Under the first phase 

of Voluntary Early Retirement Scheme (VERS), a total of 623 officers retired 

from service in the Ministry. Moreover, no proper succession management 

plans in the Ministry were developed or implemented and as a result, it is 

projected that 39% of the senior officers in the Ministry, on Job Groups ‘P’ to 

‘V’ are above 50 years of age. Some other officers have been retained in 

service on contract as a result of the succession management problem. It is 

imperative that the retirement of the middle level to senior managers needs 

to be carefully managed so as not to deny the Ministry of the skills acquired 

over time by these officers. 
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Current Analysis of the Cadre of Educational Officers 

 

1.13 As can be seen from the graphical presentation below, various 

scenarios have emerged depicting major concerns in the MOE’s 

establishment as follows: 

a. There are no officers on job group ‘K’ due to the following 

reasons: 

(i) Embargo on recruitment for the last sixteen (16) years. 

(ii) Job Groups ‘K/L’ is a common establishment in the cadre 

of Education Officers. 

b. Job Group ‘L’ is over-established due to the fact that officers 

from Job Group ‘K’ automatically moved to Job Group ‘L’, after 

serving the mandatory period of three (3) years. 

 

c. The in-post positions reduce drastically at Job Group ‘M’ due to 

the following reasons:- 

(i) Requirements of the Scheme of Service; and  

(ii) Posts are not advertised due to Administrative laxity and 

Budgetary provisions. 

 

d. In-posts increases from sixty (60) to sixty seven (67) at Job 

Group ‘N’ due to re-designation/promotion from other cadres. 

 

e. The in-post number reduces from sixty seven (67) to forty two 

(42) at Job Group ‘P’ due to:- 

(i) Scheme of Service requirements 

(ii) Natural attrition. 

 

f. The in-post number reduces from forty (40) to eighteen (18) at 

Job Group ‘Q’ due to:- 

(i) Posts not being advertised; and  

(ii) Posts not being attractive to serving officers particularly 

Teachers due to salary variations. 
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g. At Job Group ‘R’ the in-post number reduces to three (3) .from  

eighteen (18), due to:- 

(i) Posts not being immediately advertised; and  

(ii) Not being attractive to serving officers of TSC. 

 

h. Approved Establishment and in-posts tally at Job Group ‘S’ due 

to the fact that the Posts were created and filled recently. 

 

i. It is further observed that 34% (216) of officers are expected to 

retire in the next five years while 62% (390) of the officers are 

expected to retire in the next fifteen (15) years. 
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1.14 As will be seen in the main body of the report below and as has been 

noted in the Executive Summary, Kenya most likely does not possess all the 

mid-level managerial skills it needs.  But it is important to contextualize 

this.  Part of the problem of skills in the education sector is a reflection of 

long-run policies on human resources, as well as of natural trends, both of 

which have adversely affected the supply of the most experienced personnel.  

First, several decades (going back to the 1970s) ago enrollment grew rapidly 

in Kenya, and many staff were appointed.   

 

1.15 The staff were the ones from which a relative administrative elite 

would eventually emerge.  Assuming only a small proportion are likely to 
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become head teachers or district and national administrators, the pool of 

potential talent available a few decades later  was relatively large in the 

1960s and 1970s.  This means that in the 1980s and into the 1990s there 

was a good bit of potential talent to draw from.  In any system where 

appointments surge over a couple of decades the pool of potential talent that 

rises through the system is naturally larger. 

 

1.16 As has been stated, appointments slowed down drastically in the late 

1990s due to fiscal restrictions applied in the 1990s and of the particular 

way in which these were implemented. This fiscal cut-back was due to two 

reasons: a general need to control fiscal pressure, and a reflection on the 

part of authorities that enrolment growth in schools had slowed down 

somewhat, and so it was difficult to justify continued increases in numbers 

of staff. However, as is unfortunately common in many countries, when 

retrenchment programmes are applied, it is not always the least talented 

who leave.  In large-scale retrenchment programmes that are imposed due to 

the need for fiscal restriction, the retrenchment selection process is not 

always well-managed; and the incentives work in such a way that it is often 

the more talented who leave, unless very carefully crafted policies are 

designed. This was unfortunately the case in most Government ministries in 

Kenya including the Ministry of Education.  

  

1.17 As a result of these various pressures, the system by the mid-2000s 

has less talent to manage itself—precisely at a time when enrolment has re-

surged due to the introduction of Free Primary Education and the skills 

demand of the KESSP.  In that sense the findings of the KEMACA study 

relating to the lack of some critical skills confirm the negative effects of the 

Government’s retrenchment programmes in the sector.  

 

1.18 That being said, the result is a dearth of skills which needs to be 

attended to.  It is also the case that it is difficult to solve the skills crisis 

through faster entry of young talented personnel into either the teaching 

profession or into the administrative cadres. This is because even with fairly 
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high attrition, the rate of new entry is somewhat limited.  It is difficult to 

change the quality of “stock” of personnel in the system by altering the 

quality of the “flow” into the system.  A good analogy is the attempt to 

change the average quality of the inventory of goods in a warehouse simply 

by improving the quality of the inflow into the inventory.  This takes a long 

time, because the quality of what was already in the warehouse cannot be 

changed. In education, however, unlike in commercial operations, we are 

fortunate in that the quality of what is already in the warehouse can indeed 

be improved without having to wait for the better inflow into the inventory to 

gradually improve the average quality of that inventory.  Instead, one must 

simply work on the in-service training of both teaching and administrative 

staff, as this report recommends.”  

 

1.19 Another important contextual point needs to be raised.  Part of the 

expressed insecurity, with regard to the low self-rating in district officers’ 

ability to support schools pedagogically may have to do with the fact that 

Kenya in recent years has introduced new curricula or curricular elements.  

Elements dealing with gender and the environment, for example, are new, 

and may be causing some of the skill gaps. Also, teachers are expressing 

concerns with their ability to deal with children with special needs—this is 

understandable, as inclusivity is a relatively new policy.  Nonetheless, the 

expressed desire for skilling is there. 

 

Objectives of the Study 
1.20 The objectives of the Kenya Education Management Capacity 

Assessment study were: 

1. To establish the existing capacities of the structures in the 

MOE’s institutional framework for the implementation of 

KESSP; 

2. To establish a baseline capacity status in all the 78 Districts, 

Divisions and Zones; and 570 sampled Schools implementing 

KESSP; 
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3. To identify the capacity gaps in terms of facilities, resources, 

skills and personnel at the district and school levels; 

4. To identify possible areas of programme design and intervention 

for enhancing the abilities of districts to implement KESSP; and  

5. To inform the development of an investment programme for the 

Kenya Education Staff Institute (KESI). 2  The Institute’s 

programme in capacity building for the sector has been thus far, 

largely based on anecdotal evidence rather than informed study.  

 

1.21 The KEMACA study is a project of the Ministry of Education, which 

was undertaken, with the support of USAID. The study was conducted by 

the East African Development Consultants (EADEC), which was 

subcontracted by the Research Triangle Institute International (RTI) of the 

USA.  The Kenya Education Staff Institute (KESI) participated in the study 

as a primary stakeholder and the focal institution in the sector charged with 

the responsibility for capacity building. The survey was carried out and 

completed between October 2006 and June 2007.  

Interpretation of the Terms of Reference 
1.22 The detailed Terms of Reference are annexed to this Report as Annex 

4.  Overall, the study was conducted within the framework defined under 

the terms of reference as follows: 

i) Analysis of existing policy documents – a comprehensive 

literature review of existing policy documents including, the 

Sessional Paper No.1 of 2005 on a Policy Framework on 

Education Training and Research; the Education Sector Review; 

the Report of the National Conference on Education and 

Training; the Kenya Education Sector Support Programme; A 

                                                 
2 KESI is the Human Resource Development agency of the Ministry of Education, mandated in 
developing education sector human resources. The Legal Notice 565 of 1988 mandates the institute to 
play a crucial role in training of education staff within the Ministry of Education, and the sector more 
generally, with a view to ensuring effective service delivery and improvement of educational standards 
in the country. In conjunction with other Semi-Autonomous Government Agencies (SAGAs) and other 
stakeholders, KESI has the challenge of serving as a catalyst for poverty reduction by enhancing 
educational leaders’ management competencies as well as inculcating practices and values that will 
lead to paradigm shift among educational leaders and managers.   
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Master Plan on Education and Training and Draft District Plans 

of Action. This exercise yielded the contextual background for 

the study and pointed at the key variables used in the survey; 

ii) Development of Survey Instruments – the development of survey 

instruments was a participatory exercise in a working setting, 

involving all the key stakeholders (MOE, RTI, EADEC, KESI, 

KIE, TSC and KNEC). The instruments were developed to obtain 

data and information from all the levels involved in the 

management of education services in Kenya; 

iii) Training of Survey Personnel – the research personnel who 

participated in the study were selected from a pool of persons 

knowledgeable in education management. Training was 

provided to sharpen their skills in research methodology; and 

iv) Data Collection – data and information were collected using the 

developed instruments. The information was collated analyzed 

and used in the development of this report. 

Organization and Structure of the Report 
The report is composed of five main chapters namely: Chapter One on 

Introduction; Chapter Two covering the Research Methodology; Chapter 

Three on Quantitative Survey Findings and Analysis; Chapter 4 on the 

Qualitative Assessment of Capacity Findings; and chapter 5 on Additional 

Dimensions of the Capacity Assessment Survey.  

 

CHAPTER TWO 
 
2.0 RESEARCH METHODOLOGY 

Survey Steps 
2.1 The research design used in this study was typical of a descriptive 

survey. The study aimed at collecting information from respondents 

regarding their roles in the provision of education services, and their general 

and specific skills in performing their respective roles. In order to 

accomplish this task, the following steps were followed:- 
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Step 1: Literature Review – this entailed a review of existing key 

documents on the sector. The basic documents reviewed included, the 

Education Sector Review, which provided important information on 

the sector; and which has served as a baseline for the on-going 

reforms and programmes in education. The survey team also 

extensively reviewed the Sessional Paper No.1 of 2005 on a Policy 

Framework for Education, Training and Research in order to 

understand the MOE’s policy direction regarding institutional 

strengthening. In the same vein, the MOE’s Strategic Plan was 

reviewed in order to place the study within the appropriate strategic 

context. The Team reviewed the KESSP document in order to obtain 

clearer insights into the investment programmes and the role 

accorded to the Capacity Building component within the programme. 

 

The existing District Action Plans were reviewed in order to gain 

insights into the priority activities of the districts, and the challenges 

encountered in implementation. This was an essential consideration 

due to the fact that it is at these levels that the implementation of 

KESSP will be concentrated. 

 

The team also reviewed other relevant documents including the 

Master Plan on Education and Training. The constraints and issues 

identified in the literature review informed the development of the 

survey instruments used in this study. 

 

Step 2: Development of the Survey Instruments – In December 

2006, a set of draft survey instruments was developed to assess 

existing capacity at the national, district, division, zonal, and school 

levels against the list of capacities identified as required to perform the 

functions assigned to these structures. Each questionnaire was 

structured along very similar lines, and presented questions in the 

same order: a) organizational/operational constraints and generic 
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skills, b) some “factual” questions, such as “Does your office have a 

performance appraisal system?” c) some benchmarks, such as “How 

long does it take to perform function x?,” and d) assessment of specific 

skills each unit’s staff have or should have.  Most of the questions 

were opinion-based and thus, using the scale (1 - 4) to record 

answers.  The interviewers were deliberately denied the mid-point on 

the scale in order to record the most accurate answer and deprive the 

respondents of vague answers by choosing the mid-point, a tendency 

that has been observed in research of this type in other developing 

countries. 

 

The draft instruments formed the basis upon which a three-day-long 

workshop of education stakeholders was held. The aim of the 

workshop, which included participants from the MOE, RTI 

International, EADEC, KESI, KNEC, KIE and District Education 

Officers, was to review and revise the draft survey instruments. The 

stakeholders analyzed the questionnaire structure, list and 

completeness of skills, roles and responsibilities to be assessed at 

various levels. The instruments were then finalized based on the 

feedback obtained from the workshop. 

  

Step 3: Pilot-Testing the Survey Instrument - A training session 

for 4 supervisors and 12 interviewers was held in order to prepare 

them to pilot-test the draft survey instruments. The objective of the 

pilot was to identify the needs for the main training, which included 

all field enumerators. A training manual was developed and used 

during training. During training, the participants were provided with 

an overview of KESSP, the KEMACA survey design and the 

implementation plan. The draft instruments were used during the 

pilot training. Roles for both interviewer and supervisor were clearly 

defined; and emphasis placed on the fact that feedback on the quality 

of instruments and their implementability based on the pilot was 

crucial. The second part of the training was spent conducting mock 
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interviews to determine how long it would take to administer the 

instruments as well as provide feedback on the clarity of questions.   

 

Step 4: Pilot testing of Draft Instruments.3  Following the 

results of the stakeholder’s workshop, the survey instruments were 

finalized and then piloted in 6 districts. The districts were of two 

categories: one category was used for quantitative assessment of the 

draft instruments while the second was for qualitative assessment as 

listed below: 

a)  Quantitative assessment districts - 

i) Kiambu district  - representing the high potential areas; 

ii) Kajiado district  - representing Arid and Semi-Arid Lands; 

and 

iii)  Thika Municipality - representing urban areas.  

 

b) Qualitative assessment districts - 

i)  Thika District - representing the rural areas; 

ii)  Machakos District- representing arid and Semi-Arid 

Lands; 

iii)  City Council of Nairobi- representing the urban areas. 

 

Important information and insights into the appropriateness and 

quality of instruments were gathered during the pilot. With the 

assistance received from the field enumerators, the following 

observations were made:-  

i) The administration of district level instruments (district, 

division, zone, Head teacher, and teacher) took less time 

                                                 
3 Researchers are in agreement that pre-testing of research instruments is critical for a number of 
reasons. First and foremost, pilot testing gives the would-be respondents a chance to critique the 
instruments in terms of clarity and hence ensure that vague items are streamlined to bring out what 
the research team intends to capture. Moreover, the practitioners in the field may add to some of the 
aspects that they consider pertinent in their operations but which the formulators of the research 
instrument may have inadvertently overlooked. Moreover, pre-testing affords the administrators of the 
instrument a feel of reality regarding logistics such as timing, possible repetition and the length of the 
instrument. Most of the foregoing aspects were captured during the pilot testing, necessitating 
appropriate changes.  
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than what had been anticipated.  As a result, the 

instruments were revised to include an additional section 

aimed at identifying interviewee’s views with respect to the 

five most important needs which if met, would improve 

their performance;  

 
ii) Some questions in the instruments needed to be further 

tailored and simplified so that they could be easily 

understood when asked; and 

 

iii) That the scheduling of interviews with all District 

Education Officers might become difficult due to 

unavailability of respondents. As a result of this finding, 

KESI staff agreed to make a follow-up on the scheduled 

dates with all districts in order to reinforce the request by 

the Permanent Secretary, Ministry of Education for full 

participation by all education officers in the survey. 

 
Step 5: Revision and Finalization of the Instruments - 

Following the pilot testing exercise, the instruments were finalized.  A 

total of six different instruments were finally developed, each for a 

specific educational management level. At the school level, two 

instruments were developed; one for Head teachers while the other 

was for teachers. Thus, instruments were designed for the Ministry 

headquarters (National questionnaire), Provincial Education Offices, 

District Education Offices/ Municipal Education Offices, Divisional 

Education Offices, zonal educational offices, the School Heads and key 

teachers. The final set of instruments was completed and 

subsequently approved by the MOE. A complete set of the survey 

instruments is appended to this Report as Annex 3.  

 
Step 6:  Recruitment, Training and Deployment of Field 

Enumerators – A total of 40 interviewers were recruited based on 

established criteria. All those selected had Bachelors qualifications 
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with experience in conducting research. The interviewers were then 

trained using established manuals and the instruments. Eight teams, 

each consisting of four researchers and one supervisor, were deployed 

to the districts, each team being assigned approximately eight districts 

that were proximate to each other. This was done in order to minimize 

the time spent in travel. Each team spent, approximately, three days 

in each district.  

 
 

Step 7: Development and Use of Quality Control Mechanisms 

Each team consisted of 4 interviewers and 1 supervisor with each 

being assigned their respective roles and responsibilities (see Annex 

5). As a quality control measure, the interviewers were requested to 

edit questionnaires immediately upon the completion of an interview; 

while the supervisor was supposed to edit each of the interviewers’ 

questionnaires at the end of each day.  

 
The supervisor was made accountable for the timely and accurate 

administration of instruments; and was provided with control sheets 

that enabled them to record progress and make observations on the 

quality of instruments’ administration. The supervisors were also 

provided with sufficient funds to stay in contact with the 

Headquarters’ team in order to provide updates on progress, 

problems, and other unexpected circumstances. Finally, the 

headquarter’s team made field visits and contacted field teams by 

telephone. 

 

Step 8: Development of Data Entry Program, Training of 

Data Clerks, and Spot-Checking of Data Entry Accuracy - A data 

entry programme using the CSPro 3.1 software package was developed 

for all of the instruments used in the survey. This software was 

chosen for its user-friendly interface, which enabled accurate data 

entry. A total of 6 data entry clerks and 1 supervisor were recruited for 

data entry. The Clerks were trained on how to edit instruments in 
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order to identify gaps; and how to use the CSPro 3.1 data entry 

program. The supervisor had responsibility for ensuring that the data 

entry clerks correctly edited the instruments, collected missing 

information, and correctly entered data into the data entry 

application.  

 

The accuracy of the data was crosschecked using about 236 school-

level instruments. Eleven school level instruments were randomly 

selected (each instrument containing around 110 questions). Each 

answer entered into the data entry application was checked against 

the corresponding questions and the answer recorded by the 

interviewers. At the end of the process, it was found that there were 

only 3 wrong entries, which indicated that the data entry clerks were 

99.9% accurate while entering data.  From the data entered the 

response rate was quite high. 

 
Step 9: Qualitative Assessments - RTI International recruited an 

international expert to conduct a number of qualitative research 

interviews with education officers at the national, district, and school 

levels. The findings of this analysis form part of this report and are 

contained in Chapter 4. The findings of the Qualitative survey provide 

complementary and supporting evidence to the quantitative aspects of 

the survey. The international expert assessed both institutional 

capacities and skills of education officers at the mentioned levels by 

focusing on the following:  

 

a) Assessing the degree of possible mismatch between the KESSP’s 

implementation requirements and organizational and 

institutional capacity of the Ministry of Education and its 

related agencies. This was done by interviewing key informants, 

and paying particular attention to the possible mismatch or 

complexity introduced by the need to implement KESSP outside 

of the traditional organization framework of the Ministry. Focus 
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was also on Investment Managers some who did not seem to 

possess staff or line authority;  

 

b) Assessing both organizational and individual capacity and skills 

at the district/zonal and school levels. This was done by 

traveling to two districts and carrying out interviews at the 

district office and at one school per district. 

 

c) Reporting both findings and recommendations on how the 

identified gaps and deficiencies can be mitigated and overcome 

by future capacity-building efforts or, importantly, by 

organizational improvements; and 

 

d) Assessing the issue of quantitative imbalance (numbers of staff 

at central level vs. sub-national levels).  

 

In addition, qualitative interviews we carried out with the national 

level education officers. The interviews covered the senior officers of 

the four Directorates- Policy and Planning; Basic Education; Higher 

Education; and Quality Assurance and Standards. It also covered 

support departments namely: Procurement, Finance, and Accounts.  

 

Step 10: Data Analysis and Report Writing - Data analysis 

began on May 16 and the first draft of the report was ready by June 1.  

The draft report was then shared with RTI International staff, which 

reviewed the draft report by conducting additional sets of analyses. 

The analyses were conducted by using STATA9 statistical software 

and Excel.  

 

Step 11: Dissemination of Survey Findings – The draft report 

has been shared with the MOE for initial comments after which it will 

be subsequently tabled at a workshop of stakeholders. 
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Target Population and Sample Size 
2.2 The study population encompassed all the five education management 

levels in the Kenyan education system viz, National level (Ministry of 

Education Headquarters), Provincial Education Office, District Education 

Office, Divisional Education Office, Zonal Education Office and School levels. 

All these levels are involved in the implementation of the Kenya Education 

Sector Support Programme.  

 

2.3 The study also covered all the 8 provinces and the 78 district and 

municipal education offices countrywide on a “census” or full-count basis. 

Within each district, one division was sampled, and in-turn, one zone 

sampled from the sampled division. A total of 570 schools were sampled 

from the entire school population in the country, but within districts. An 

additional category of 25 schools was purposively selected comprising 

special schools, Arid Zone Primary Boarding Schools and schools in the 

slums. This was done in order to investigate any peculiar skills that may be 

needed to provide services in such schools.  

 

2.4 In interpreting the findings, it is important to note that, in general, the 

district-level opinions reflect the opinions of the individuals in charge of 

particular operations.  Thus, the opinions around QASOs tend to reflect the 

opinions of the QASOs themselves.  In cases where QASOs could not be 

found, the DEO’s opinions are reflected.  Thus, in this sense, the reactions 

are based upon self-reflection by those who are directly in charge of certain 

functions.  Occasionally the DEO was asked to reflect on the skills of certain 

officials, but only if those officials could not be found.  The DEO was of 

course asked about the overall levels of skills in general management areas 

of his or her office. 

Problems Encountered and Research Limitations 
2.5 During the study, various challenges manifested themselves at 

different stages as follows: 

Data Collection 
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i) Vast distances between the schools due to random sampling. The 

secondary schools were sampled at the district level since the 

disaggregated data available for secondary schools was at that level. 

Similarly, some primary schools were far apart, especially in the ASAL 

areas. 

 
ii) Unavailability of respondents. Some respondents, despite an earlier 

communication about the survey, were not available at their work 

stations due to other engagements. This led to delays in the schedule 

of data collection and in some cases these respondents (officers) were 

not interviewed altogether. 

 
iii) Non-response to all questions in the questionnaire.  It was noted by 

enumerators that respondents felt that some questionnaires were very 

lengthy and time-consuming. Even though some designated sections 

were to be filled by officers in charge of those areas of jurisdiction, 

they did not respond to some of the questions, referring the 

interviewer to other officers. This challenge was mainly noted with 

some DICECE and Officers in Charge of Special Needs at the District 

headquarters. 

 
iv) Timing of data collection. Towards the end of the survey, data 

collection was being done at the end of school term.  Some 

respondents at the school level had difficulty giving their time to the 

exercise due to pressing school duties. 

 
v) Inaccessibility to observation units. The terrain, weather, and distance 

in the country, especially in the ASAL areas, posed a challenge in 

reaching some schools that had been selected blindly, without 

reference to geography using a simple random process.  Such schools 

had to be replaced. 

 

vi) Insecurity. Concerns by the government security system over the 

security of enumerators, especially in the North Eastern and Coast 
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Province, featured prominently when traveling to entities to interview 

respondents. The cost of hiring security personnel to accompany the 

enumerators had not been factored into the budget; but had to be 

absorbed.  

 
vii) Geographical location of observation units. During the data collection 

process, the teams depended on the direction of the officers at the 

Zonal level to reach the sampled schools. The routing map for the 

schools was not provided and this posed as a challenge in data 

collection. This is an important lesson others could learn as they 

undertake research of this nature. 
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CHAPTER THREE 
 

3.0 QUANTITATIVE SURVEY FINDINGS AND ANALYSIS 

Introduction 
3.1 The survey assessed the skill levels of the personnel deployed at 

various management levels of the Kenya education system. Thus, the 

existing skills at the National, Provincial, District, Divisional, Zonal and 

School levels were assessed against the roles and functions commonly 

performed at these levels. At the National level, the areas assessed included: 

organization structure and general management of education services; 

general skill requirements as relates to policy formulation, communication 

and administration; Education Management Information Systems (EMIS); 

finance and planning; human resource management and development; 

quality assurance and standards; and procurement. At the National level, 

both qualitative and quantitative responses were obtained and have been 

used to triangulate the findings. 

 

3.2 At the Provincial level, the most commonly performed roles which were 

surveyed included: quality assurance and standards monitoring; human 

resource management and development (training); finance and planning; 

EMIS; and general management of education services. It was recognized that 

the structures at this level replicated most of the functions of the national 

level on a regional basis. Generally, the Provincial Education Office 

superintends over the activities of the districts on behalf of the national 

directorates. It also performs the important agency role of managing the 

teaching force on behalf of the Teachers Service Commission (TSC). The 

survey, therefore, sought to identify the skill gaps existing at this level in 

relation to the performance of these functions.  

 

3.3 The District level structures are perhaps the most critical in delivering 

the outcomes envisaged under the Kenya Education Sector Support 

Programme. This survey has focused on the skills needed at this level to 
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perform the key functions that include: teacher management; EMIS; quality 

assurance and standards; financial management and school audits; human 

resource development (training); and school administration and the 

management of the learning process. The study took cognizance of the fact 

that it is the Government’s stated policy to decentralize the management of 

the KESSP as much as possible to the district and school levels in order to 

enhance accountability and efficiency in programme implementation. The 

Sessional Paper4 has identified decentralization of the management of 

education and training services as a key strategy for achieving enhanced 

service delivery. Particular focus was, therefore, made in the survey to 

identify the skill gaps of the personnel deployed to the districts in addition to 

the concomitant resource requirements for effective service delivery.   

 

3.4 In interpreting the findings, it is important to note that, in general, the 

district-level opinions reflect the opinions of the individuals in charge of 

particular operations.  Thus, the opinions around QASOs tend to reflect the 

opinions of QASOs themselves.  In cases where QASOs could not be found, 

the DEO’s opinions are reflected.  Thus, in this sense, the reactions are 

based upon self-reflection by those who are directly in charge of certain 

functions.  Occasionally the DEO was asked to reflect on the skills of certain 

officials, but only if those officials could not be found.  The DEO was of 

course asked about the overall levels of skills in general management areas 

of his or her office. 

 

3.5 The Divisional level is not very pronounced in the Kenyan education 

system. Nonetheless, it is important as a structure that is used to develop 

and manage the teaching force. The Area Education Officers are domiciled at 

this level; and their role is mainly of a supervisory nature, overseeing the 

activities of teachers, zonal officers and the School Management Committees 

(SMCs). They also mobilize community level resources in support of the 

development of basic infrastructure in schools. Under this survey, three key 

                                                 
4 Sessional Paper No.1 of 2005 on A Policy Framework for Education Training and Research pg.66 
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skill areas relating to general management, EMIS; and school development 

and management were investigated at this level. 

 

3.6 The Zonal level in the Kenyan education system represents the 

interface between the formal services of the Ministry of Education and 

schools. It is at the Zonal level that Quality Assurance Officers and Teacher 

Advisory Center (TAC) Tutors are stationed to provide constant backstopping 

to teachers and schools. The Kenya Education Sector Support Programme 

espouses the Government’s new policy direction that calls for school-based 

teacher development initiatives in which the TAC Tutors play the central 

role. This survey therefore, focused on the skills required for enhancing 

school learning; school management; EMIS; teacher development and 

management; quality assurance; and procurement at the school level.   

 

3.7 The survey at the school level focused on the following areas: school 

organization and management; curriculum implementation and learning 

support. An added dimension focused on Head teachers where the following 

areas were investigated: general skills for Head teachers including, peer 

teaching, teacher management, planning, scheduling delegating and quality 

assurance. Two different survey instruments were deliberately employed for 

this level in order to bring out the skill gaps and requirements for both the 

administrative and learning dimensions at the school. An in-depth 

investigation was undertaken at this level in the light of the fact that the 

school is the ultimate repository of the KESSP.   

 

Statistical Significance and Reliability Issues 

3.8 In a report of this nature it is difficult to report on the statistical 

significance of every single piece of data.  It is not, after all, an academic 

report.  However, it is important to note that the findings, in general, have 

enough statistical power to effectively distinguish between the strong and 

the weak areas.  The differences, then, are clearly not random or due to 

sampling error, and the sample size used is large enough to reduce 

“standard error” down to manageable levels.  While it is impossible to 
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provide precise statistical significance tests to every single piece of data, as 

there are hundreds and hundreds of results to report, it is possible to 

provide the reader with a sense of the levels of differences between behaviors 

that are, and to provide a sense of the size of differences that typically carry 

statistical significance. For example, is there much reliable statistical 

difference between a skill that is deemed satisfactory 70% of the time, and 

one that is deemed satisfactory 55% of the time?  Generally no, and thus 

such differences should pass unremarked. However, is there statistical 

difference between behaviors that are seemed satisfactory 80% of the time 

and those that are deemed satisfactory 30% of the time?  Most likely yes.  In 

order to establish statistical significance it is better to rely on the fact that 

most responses were elicited on a scale from 1 to 4, which 1 being the least 

favorable and 4 being the most favorable.  Annex 1 reports the findings 

distributed across the response scale, from 1 to 4, in percentage terms.  For 

judging the differences between the levels, however, Annex 2 is more useful, 

as it reveals the average level of the response on each item.  

 

3.9 Issues of statistical significance pertain only to the parts of the 

assessment that were survey based, namely levels below the district level, 

but in particular schools.  Since the district and above were survey in a 

census fashion, issues of sampling error do not arise, and the data should 

be seen as significant by definition.  Now, at school level, a general rule of 

thumb with respect to the results is that any differences in these averages of 

more than 0.20 points tend to be statistically significant.  Thus, referring to 

the data in Annex 2, for example, we find the following situation:   

• Teacher’s self-rate skills at dealing with HIV/AIDS at 2.26 on 

the 1-4 scale. 

• Teacher’s self-rate skills at dealing with orphans at 2.47 on the 

1-4 scale. 

• Teacher’s self-rate skills at dealing with children with special 

needs at 1.37 on a 1-4 scale. 
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3.10 The way to utilize these findings, from a statistical point of view, 

would be to conclude that the difference between HIV/AIDS and orphans is 

barely significant if at all, but the difference between either of those and the 

special needs children is very strongly significant.  In general, to assess 

issues of statistical significance, the reader should refer to Annex 2 rather 

than Annex 1.  If behaviors or ratings of skills differ by more than 20 points 

(more than 0.20) then the difference is likely to be statistically significant. In 

more general terms, the survey’s response structure appears reliable.  A few 

worries typical of studies of this nature are not justified in the case of 

Kenya. 

 

3.11 First, respondents do not appear to respond purely at random.  The 

internal correlations between the self-ratings of skills was high: around 

90%. This means that while there are differences between the skills in which 

individuals feel strong or weak, individuals who are stronger in some skills, 

tend to be strong across the board, suggesting that they are not merely 

responding at random; that there is structure to the responses. 

 

3.12 This could be due to individuals simply responding in a censored way, 

i.e., tending to respond slightly to the positive side of the middle.  This is 

frequently observed in surveys of this nature.  Respondents want to give the 

interviewer a slightly rosy but not too rosy picture.  But this appears not to 

have been the case in this survey.  We know that respondents were very 

sincere in their down-rating of some skills, such as skills in dealing with 

children with special needs.  So the response was not censored.  With a 

theoretical range of 1 to 4, or 3 (4-1=3) on all responses, the average 

empirical range on the average question, across all individuals was 2.77, or 

92% of the theoretically maximum range—so, individuals do not simply give 

a highly censored response, and hence the good internal structure of the 

survey is not due to a tendency of individuals to rate everything as good or 

bad. Similarly, the average range across the district-wide average of 

individuals was 2.45, so the “average” individual within a district was not 

rating all issues the same way.  We can conclude that the data structure 
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reflects not just general positivity or negativity, or that the data are not mere 

noise—we can conclude that there is considerable structure and information 

in the data.  

Findings at the school level 
3.13 Under school organization and support, a major finding, which is of 

interest, is the extent teachers and Head teachers are aware of their 

responsibilities as defined in the Teachers Service Commission Act (Cap 

212) and the TSC Code of Conduct for Teachers. Only 24% of the teachers 

and 25% of Head teachers interviewed reported that they were aware of their 

responsibilities. This suggests that most teachers are deployed to teach 

without a clear specification of their duties and responsibilities by the 

employer.  Moreover, when teachers were interviewed regarding the extent to 

which their duties were clearly defined by the school management, only 21% 

of the teachers responded in the affirmative. This suggests that about 79% 

of the teachers operate without clearly spelt out duties. Indeed, the Teacher 

Service Commission’s Operational Manual on Teacher Management 

published in 2002, articulates well the functions of the agency, save for the 

duties of the teacher. This may also suggest that standards of teacher 

performance have not been clarified so that teachers have an objective 

which to compare themselves. 

 

3.14 The most important aim of school development planning is to improve 

the quality of teaching and learning in the school. A school plan is also very 

useful in fostering the support and commitment of staff and the school 

community since it helps them understand the direction the school is 

moving in.  In this regard, the development of School Action Plans (School 

Development Plans) should be a collaborative activity involving the school 

administration, teachers, school management committees (or BoGs in 

secondary schools) and the community.  

 

3.15 Regarding the development of School Action Plans, 39% of the Head 

teachers interviewed indicated that their schools had a vision, mission and 
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objectives set out clearly in writing while 21% reported not having them. 

This suggests that many schools have no organizational goals, values and 

expectations to work towards and the desired commitment to achieve them. 

This is further reflected in the 27% of the Head teachers who have no School 

Action Plans. (Of those who reported having them, only 49% were able to 

show copies of their action plans). Further, the study shows that 21% of 

teachers interviewed were not at all involved in the development of School 

Action Plans; and that 40% reported that they were somewhat involved; 

signifying limited involvement in such an important activity.   

 

3.16 An important issue needs to be noted in the paragraph immediately 

above, though this comment applies to other similar cases. KEMACA took 

the approach of asking individuals for various documents, when individuals 

said they possessed certain documents. When individuals did not produce 

the documents, one is not, emphasize not, to take this as a sign of the fact 

that they did not possess them.  It could be that the documents were not up 

to date, or were not in a condition that the respondent felt proud of.  In a 

very few cases it may even be that the respondent had the document at 

home, though research in other countries suggest that when visitors ask 

about documents at a school, the excuse “I was working with it at home and 

left it at home” is frequently used. If the documents exist, but are not in 

good shape, pressure and/or patience would naturally induce the 

respondents to produce the documents, but this might still not be 

something that the respondent would be proud of, or the interviewer would 

accept as being of the quality that is needed. Thus, in general, the non-

response on these documentary issues should be taken only broadly as a 

sign that these documents are not in the shape that they should be, or that 

they may not exist. 

 

3.17 A disturbing finding is in regard to the content of the School Action 

Plans and their failure to focus on core learning activities. For example, 29% 

of the Head teachers interviewed indicated that their respective plans did 

not specify activities on the acquisition of teaching and learning materials; 
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46% did not mention in-service training activities; 49% did not mention 

activities in peer teaching; 32% did not mention activities relating to pupils’ 

written work; while 40% did not mention activities relating to lesson 

observation.  

 

3.18 Overall, there is a general lack of planning skills among the Head 

teachers, which has partly contributed to their inability to identify priority 

activities that enhance learning. The Head teachers themselves reported 

lacking skills in planning. In addition, 29% reported that they needed 

training in the construction of a logical framework matrix (the heart of 

School Action Plan). Finally, 83% of the Head teachers reported not having 

been able to use the skills they had received in management training. This 

may suggest that either training provided was not relevant or that it was not 

linked to performance. It may also suggest that the management skills 

imparted required mentoring.   

 

3.19 The finding on the rating of provision of instructional leadership and 

support by Head teachers shows that only 14% of the teachers interviewed 

rated the provision of instructional leadership and support as being 

provided all the time. This leaves 86% of the teachers rating as being unable 

to obtain fulltime instructional leadership and support from their Head 

teachers. This result may be due to the lack of skills in instructional 

leadership and support in most of the Head teachers in schools. The Head 

teachers own rating to their providing instructional leadership and support 

to teachers confirms that most of them do not perform this task. Only 9% of 

the Head teachers interviewed reported providing pedagogical leadership to 

teachers; 12% reported providing support in curricula coverage and another 

12% reported providing support in student learning needs assessment. The 

results also show that 21% of the Head teachers do not at all provide any 

support on large class management.  

 

3.20 Overall, Head teachers’ skills to support teachers in teamwork are 

quite insufficient. Only 12% reported having the requisite skills. This places 
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most of the Head teachers at a disadvantage since they are unable to foster 

a supportive teaching environment. These findings were confirmed by the 

results obtained from interviews of the Head teachers themselves that 

showed that most did not know students’ progress because 34 % did not go 

to classrooms to observe the teaching and learning process. Moreover, 22% 

did not evaluate students orally while and 29% did not review their 

observations with the QASOs. Only 20% of the Head teachers had their 

teachers give written tests and track students’ performance; and another 

20% had teachers provide student progress reports. This suggests a weak 

supervisory role by Head teachers who are expected by policy to be the first 

quality assurance officers. It also puts to question the role of the Head 

teacher as an instructional leader.   

 

3.21 With regard to the extent teachers co-operated as a team, the survey 

results show that only 14% of teachers reported that they cooperated. This 

suggests that most of the teachers still operate under the outmoded 

approach of competitive teaching instead of the modern collegial or peer 

support in teaching. These results suggest inadequate skills in collegial 

approaches such as collaborative planning, problem solving and 

commitment to expected student learning outcomes that is characteristic of 

effective schools.   

 

3.22  The Sessional Paper No.1 of 2005 on Education and Training, places 

particular focus on teacher development under which the in-service training 

of teachers is a key strategy. The policy articulates the need for continuous 

improvement in the quality of services through continuous teacher 

development. The rationale being, to remove existing weaknesses in teacher 

quality, and to equip practicing teachers with skills beyond those acquired 

in their pre-service training. In-service training should link professional 

development opportunities, school improvement initiatives and appraisal 

with a mentoring system designed to support the teacher in mastering the 

many aspects related to teaching and learning.   
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3.23 When asked about this important area, only 16% of the teachers 

interviewed say the in-service courses respond to their needs. This shows 

that the in-service courses when provided are supply driven and not 

sufficiently linked to teacher needs. A related finding is that 60% of the 

teachers reported that they had never received or even been given any in-

service training (or feedback) based on a pedagogical problem reported. This 

suggests that the in-service courses that are being provided are supply 

driven and not focused on the classroom/ student learning achievement.  

 

3.24 Related to this response, 53% of the teachers reported that the in-

service courses were not frequent enough. This suggests that most teachers 

hardly attended any in-service training in their prime career period. It may 

also suggest there are no structured programmes for in servicing of teachers 

over a defined period. The survey results show that 21% of teachers say they 

have never attended any Teacher in - Service Training to allow better 

working and accomplishing their goals in teaching. This would suggest 

inadequate provision of in-service courses for teachers apart from its 

frequency. And more disturbing is the fact that most of the teachers (88% of 

teachers), feel that formal in-service training is not at all frequent enough. 

In-service training contributes to educational innovation and to the 

resolution of concrete problems that teachers face in their professional lives.  

 

3.25 According to the "change paradigm" and the "problem-solving 

paradigm", in-service training provides opportunities in such a way as to 

enhance specific domains on which in-service training should focus. These 

include aspects such as teachers' motivation and teachers' group work. Both 

contribute to the personal and professional development of teachers and 

suggest that there is a need for a structured formal in-service program 

focused on regularly enhancing teachers’ pedagogical skills. The results also 

show that teachers with pedagogical difficulties hardly seek assistance from 

Head teachers or TAC tutors. Instead only 12% confer casually with other 

teachers and 43% do not at all seek advice from the TAC tutor. This 

suggests that pedagogical problem-solving opportunities do not explicitly 
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exist nor are there avenues known for this type of support in schools. 

Another concern is the utility of the skills and knowledge received from the 

in-service training. A mere 9% of teachers say they use the knowledge they 

have received for teaching. This suggests that the in-service training content 

is not relevant to the teachers teaching needs.   

 

3.26 Regarding the extent to which teachers are involved in making 

decisions pertaining to the procurement, distribution, production and 

storage of teaching and learning materials, the survey results show that only 

25% of the teachers are involved in the decision making process. Related to 

this, 28% of the teachers indicated that they were not at all involved in 

decision-making regarding repairs and maintenance in their schools. 

Similarly, the results show that there is an acute lack of skills in some key 

aspects of asset management in most of the teachers.  Only 13% of the Head 

teachers said that their staff had skills in textbook requisition; while 14% 

said that their staff had skills in distribution of learning support materials.   

Teacher workload 
3.27 An appropriate balance in teaching load is vital for successful 

teaching and learning in a school. Teaching and learning are likely to be 

influenced by the workload teachers have in the school.  It is here that the 

impact of curricula is felt; that teacher methods work well or not, and that 

learners are motivated to participate and learn how to learn. The actual 

teaching methods, styles, and learning processes (as these occur in the 

classroom), includes teacher time spent on teaching, assessing students and 

monitoring student progress. Only 28% of teachers said that their workload 

does not allow them to work well; while 24% said the workload is conducive 

to their working better. This situation suggests understaffing or poor 

utilization of teachers in most schools. To support this observation; 35% of 

the Head teachers interviewed reported that they did not have the required 

staff. Thus, overload for teachers may imply inadequate preparation for 

teaching, poor coverage of the syllabi and inadequate assessment of pupils. 
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Consequently, the quality of teaching suffers and is likely to affect the 

learner achievement as well.   

School Infrastructure 
3.28 The survey sought information from teachers regarding school 

infrastructure as a key environmental support factor for effective teaching 

and learning. The school infrastructure which includes: buildings, play 

grounds, special rooms, and school compound as perceived in their 

adaptability, comfort and health aesthetics plays an important role in 

facilitating academic and physical education in schools. The survey results 

show that 23% of teachers say that school infrastructure is not at all 

conducive for better working conditions. This suggests that some schools 

have inadequate physical facilities to cater for teachers’ and learners’ needs. 

The situation could be compounded following the upsurge in enrolments 

due to the implementation of the FPE strategy.  

 

3.29 Teachers were asked to rate a number of variables including teacher 

compensation; parental and community involvement; support guidance and 

counseling from Quality Assurance Officers and TAC Tutors; workload; 

teacher in-service training; guidance and counseling from Head teacher; and 

school infrastructure which were thought to contribute to a congenial 

working environment. Regarding teacher compensation, 28% of the teachers 

said that the level of compensation they enjoyed did not contribute positively 

to the working environment.  

 

3.30 The finding on the extent to which School Management Committees 

assist to make a good working environment in schools is, as shown below:   

i) 31% of the SMCs were reported as not assisting in school 

cleanliness and other aspects of school infrastructure 

maintenance; 

ii) 21% of the same do not at all assist in ensuring that children 

are disciplined; 

iii) 20% do not mobilize community resources 
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iv) Worse, 34% do not at all meet with teachers on regular basis to 

discuss any problems facing them. 

 

3.31 In general, there is a lack of the necessary capacities and skills in 

SMCs and BOGs to provide the requisite management support and 

assistance to schools. The survey result gives a clear lack of skills for the 

SMCs and BOGs to handle teacher management and curriculum support in 

schools. The results show that 39% of Head teachers reported that these 

bodies were not equipped to handle teacher absence; 41% reported that they 

were not equipped to handle teacher recruitment and to provide teacher 

support.  

 

3.32 Moreover, only 14% of the Head teachers interviewed reported that 

school management bodies were functional. The results also show that 49% 

of the SMCs and BoGs have no skills to review school curriculum 

implementation. Worse still, 21% of the Head teachers reported that SMCs 

and BoGs had no skills in planning and project supervision. The Sessional 

Paper No.1 of 2005 is emphatic on the need to enhance the capacities of 

SMCs and BOGs in order to participate effectively in school management.  

Curriculum/Learning Process  
3.33 Teaching and lesson guides are derived from the national curriculum 

and syllabi regulations. Thus, the teaching and lesson guides are 

indispensable tools for teachers. Surprisingly, the survey results show that 

only 21% of teachers say that they utilize the official teaching and lesson 

guides. This would suggest that teachers do not prepare their lessons in 

accordance with the objectives established in the approved national 

curriculum. Only 18% of teachers have sufficient skills to utilize the 

teaching/ lesson guides. These startling results were corroborated by the 

Head teachers only 19% of whom reported that teachers had sufficient skills 

to prepare timetables; 22% said that timetables were effectively used to 

manage teaching loads; and only 13% said that syllabi linked to subject 

plans and learner assessments. This indicates that a large proportion of 
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teachers lack the skills to use teaching/lesson guides. This would also 

suggest that a large proportion of teachers do not adequately prepare their 

lesson plans. It is also possible that this may lead to insufficient or 

irrelevant content and inappropriate delivery methods. This can be a major 

technical flaw in the teaching process, which could result in ineffective 

teaching practices and poor learner achievement.   

 

3.34 Similarly, the results show that only 15% of teachers utilize group 

work in their teaching. This suggests that the pedagogical approaches 

commonly used do not serve children well: they are often too rigid and 

heavily teacher centered, placing students in a passive role. Modern 

educational teaching approaches advocate for structured teaching i.e. a 

combination of direct instruction, guided practice and independent learning 

(group work); and yet only 17% of the teachers reported having sufficient 

skills in the use of group work. Moreover, only 19% of the teachers have 

skills to coach learners individually. This suggests that most teachers do not 

have skills to guide learners using inquiry methods in teaching. Therefore, 

re-orienting teachers in new pedagogical approaches and skills could be the 

only way to enhance quality teaching in our schools.   

 

3.35 When teachers were interviewed on the teaching approach of 

combining classes, the results show that an overwhelming 52% of the 

teachers do not at all combine classes. Some 27% of the teachers reported 

not at all having skills to combine classes with other teachers. This suggests 

that collaborative and team teaching skills are lacking. In a situation where 

teacher shortage is an issue or where collegial teaching is espoused, the 

establishment of subject theaters or special rooms may be a viable strategy. 

Under this approach, which is practiced in effective schools, and where 

school-based teacher development is promoted, it is possible for a key 

resource teacher to play the lead role while the other teachers play the 

complementary role.  
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3.36 The results of the survey further reveal that teachers have insufficient 

skills in the following areas:   

(i) 27% of teachers do not at all have sufficient skills in managing 

overcrowded classrooms; 

(ii) 31% of teachers do not at all have sufficient skills to use multi-

grade teaching methods; 

(iii) Only 18% can use real life examples to illustrate various topics 

in the curriculum. 

 

3.37 When teachers were interviewed on sufficiency of the necessary skills 

to motivate pupils/students to take individual initiatives in a number of 

specific areas, it was equally low as the results show below:  

(i) Only 13% of teachers reported to have sufficient skills in 

motivating pupils/students to ask questions; 

(ii) Only 12% of teachers said they had sufficient skills in 

motivating pupils/students to use reasoning to learn; 

(iii) 14% of teachers have sufficient skills in motivating 

pupils/students to engage in co-curricular activities; 

(iv) 21% of teachers have sufficient skills in motivating 

pupils/students to assist in keeping the school clean and 

maintain cleanliness. 

 

3.38 The finding on the lack of teachers’ skills for designing tests and 

assignments for homework is rather disturbing. Only 14% of teachers 

interviewed said that they had the skills. This suggests that most teachers 

do not give homework to pupils or if they do, the homework given is not well 

designed. The use of learning assessment or evaluation by teachers in 

general, seems to be less applied in class as shown below: 

(i) Only 19% of teachers use it in giving marks in their classes they 

teach; 

(ii) 18% of teachers use it in preparing the next lesson; while 

(iii) 14% of teachers use it in improving teaching methods. 

 



 

  36 

3.39 The survey results show that teachers use different methods to 

determine the progress of their students as shown below:  

(i) Some 16% of teachers use quality of student participation in 

class; 

(ii) 20% of teachers use written tests; 

(iii) 22% check their homework; 

(iv) 34% use end of term evaluation. 

 

These results imply a low usage of any of the above methods. 

 

3.40 Despite the Ministry having rationalized the curriculum most teachers 

still feel the curriculum is overloaded. The results showed that only 20% of 

teachers feel that the curriculum in not overloaded. Similarly, 0nly 15% feel 

the curriculum responds to the needs of the students. The report also shows 

that 23% of teachers do not have sufficient skills to teach students infected 

or affected by HIV/AIDS.  

 

3.41 Regarding the contribution from QASOs/TAC Tutors towards the 

accomplishment of their goals, although 32% expressed having received 

support, 20% of teachers said that they had not at all received any external 

support from QASOs/TAC Tutors. This would indicate that Quality 

Assurance and Standards Officers and TAC tutors were not readily available 

to support teachers in schools. It may also indicate the lack of a clearly 

designed teacher support programme. These responses by teachers were 

corroborated by 66% of the Head teachers who reported that no education 

official had ever visited their schools in respect of an administrative problem 

faced in the last three years. For example, 81% of the Head teachers 

reported insufficient support from the District Education Office in respect of 

the administration of national examinations and 28% in financial 

management.  
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3.42 In establishing the performance of Quality Assurance and Standards 

Officers during their school visits in last one year, the following findings 

were obtained:   

i) 21% of Head teachers said that the QASOs did not check for the 

availability of schools’ finance records; 

ii) 20% did not check for student attendance register;  

iii) 42% did not check for teachers’ personal files;  

iv) 23% did not check on students’ progress records;  

v) 35% did not check   for availability of water supply;  

vi) 38% did not check   to ensure there were working bathrooms for 

girls and boys;  

vii) 34% did not sit in the class to observe when class was in 

session; and 

viii) 23% did not check on the recent student assessment tests and 

evaluation processes;  

Education Management Information System in Schools 
3.43 The Ministry of Education recognizes the critical role of Education 

Management Information Systems (EMIS) in the provision of timely, reliable 

and accurate data and information for use at all levels of the education 

system. The survey sought to establish the efficacy of the existing EMIS 

system by identifying the gaps that exist both in data and information 

management and in their use.  

 

3.44 At the school level, the survey sought to find out the extent to which 

key EMIS-related documents were used by school administration. In respect 

of the school admission register, whereas 98% of the Head teachers reported 

that it was used, 40% of them were unable to produce the document to 

confirm its use. The results in respect of the other key documents surveyed 

are as shown below:    

(i) 73% reported class registers being in use but 38% could not 

produce the copies; 



 

  38 

(ii) 60% do not use fees registers and 64% of those who reported 

using could not produce them; 

(iii) 48% reported using staff returns but of these 41% could not 

produce them;  

(iv) Similarly, 48% reported using a textbook issue list, but 42% of 

them could not produce copies. 

 

3.45 This indicates the difficulty encountered to maintain proper records 

that can form the primary data for an effective EMIS at the school level. To 

confirm this finding, a significant proportion of Head teachers reported 

encountering a lot of problems filling the data forms as required by the MOE 

and related SAGAs. Twenty six per cent of the Head teachers reported 

having problems filling MOE data forms, 51% reported having problems with 

TSC data forms, 63% with the KNEC while 37% reported having problems 

with ad-hoc data forms.  

 

3.46 The results also show that 86% Head teachers reported that they did 

not have computers; and most of them do not carry out the analysis of data 

relating to examinations and school attendance in their schools. Only 16% 

carry out the analysis of examination related data and 25% on school 

attendance. These two variables are important in understanding trends in 

school performance and learning. The lack of skills in analyzing such data is 

of major concern as it is critical for school management. Similarly, the 

results show that the Head teachers do not utilize much of the data 

collected in the following areas:   

(i) Only 10% use the data in decision making; 

(ii) 12% use data in planning; 

(iii) 13% use in budgeting; and 

(iv) 18% use data to inform stakeholders on school performance. 

FINANCE, BUDGETING AND PROCUREMENT IN SCHOOLS 
3.47 The survey established that 96% of the Head teachers reported having 

some skills in budgeting, 88% in accounting and 93% in financial reporting. 
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Related to this, 81% of the Head teachers reported that their schools 

accounts had been audited.  However, there was still some backlog with 

school auditing as 50% of the Head teachers reported this aspect as 

outstanding. The positive results are testimony to the fact that the intensive 

training program mounted by the MOE in financial management areas has 

borne fruit. However, the results also indicate that 44% of Head teachers 

reported that parents who form the bulk of the BoGs and the SMCs have no 

skills in school budgeting. Similarly, 27% of the Head teachers reported that 

PTAs had no skills in school budgeting. This suggests PTAs are involved in 

preparing school budgets without the requisite competencies and skills. This 

is a matter of great concern in the light of the fact that they are also involved 

in budgeting for funds released to schools under FPE as capitation grants. 

 

3.48 The survey also sought to establish to what extent teachers, SMC and 

BOG members were involved in school procurement. Although the school 

procurement is supposed to involve teachers and SMCs/BOGs, only 22% of 

Head teachers interviewed said that these groups were involved. This 

suggests that the procurement process may be prone to manipulation since 

accountability is reduced.  

 

3.49 Asked whether the funds available to the school were sufficient, 54% 

of Head teachers reported that the funds were not. Before the 

implementation of the FPE strategy, the bulk of school financing was the 

responsibility of parents and communities. When asked the extent to which 

the community provided resources to the school, 52% of Head teachers 

indicated that this source was no longer forthcoming. Similarly, 59% 

indicated that in-kind contributions were not there; while 55% indicated free 

labor was also not available to schools. These results indicate inadequate 

financial resources for school needs. However, the funds available are 

already earmarked for specific activities. Thus, the schools have 

responsibility for spending and but not fully involved in making decisions 

regarding the allocation of funds.   
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3.50 The question regarding financial flexibility at school level was 

unfortunately asked directly of the head teacher, as in whether he or she felt 

he or she had sufficient authority to vire between line items in the school 

spending. Whether head teachers should have that authority, or not, relative 

to the school governance bodies or the education system per se, is a matter 

that cannot be settled here—it is a matter for policy.  However, the fact 

remains that in many systems the executive body, as it were, does have 

virement authority relative to budgets approved by the governance 

authorities.  Thus, ministries can have virement away from parliament-

approved budgets, at least within certain limits. And in many countries that 

virement authority is passed down to the school level, again within certain 

limits.  What those limits should be, again, is a matter of policy that cannot 

be settled here. However, the fact remains that many of the head teachers 

feel more discretion is useful.  Naturally, this is a universal comment on the 

part of any administrative officer with regard to governance officers or 

higher-level administrative officers, so it should not be overplayed. 

FINDINGS AT THE ZONAL LEVEL RESPONSES 
Organization structure 

3.51 As intimated in the preamble to this chapter, the Zonal level is critical 

in the Kenyan education system as it represents the link between the formal 

services of the MOE and schools. It is therefore expected to provide ready 

technical backstopping and professional advisory services to schools. Due to 

its importance, the survey sought to establish the extent of preparedness of 

the Zonal level to play this important role.  

 

3.52 The survey results show that only 21% of the Zonal officers were clear 

about their roles and responsibilities. This implies that the remaining 79% 

of the officers at this level are not clear about their roles and responsibilities. 

This is a serious gap as officers at this level are expected to anchor the 

implementation of KESSP including, teacher management and quality 

assurance. This may partly explain the response from the school level 
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interviews to the effect that expected services from Zonal officers were not 

satisfactory.  

 

3.53 Asked whether there was overlap in the roles and responsibilities of 

Zonal quality assurance officers with those of Teacher Advisory Center 

Tutors, 88% of the Zonal officers said that there is some form of overlap of 

roles and responsibilities. However, only 25% of the officers felt that this 

overlap was needed. Whereas some overlap could be needed, this can lead to 

duplication of roles by officers at this level. The survey results further show 

that 34% of the officers say incentives for collaboration at this level is not 

sufficient.  

 

3.54 The survey results also revealed that 61% of the officers said that the 

staffing numbers are insufficient. This suggests that the available staff may 

be holding double roles and responsibilities hence making it difficult to 

perform their duties effectively. Alongside the shortage of staff, the survey 

results showed that resources including funding were inadequate; this was 

reported by 62% of the officers interviewed.  

General Skills of the Zonal Officers 
3.55 One of the key functions of the officers at this level is to monitor 

student teaching and learning in schools. This function is documented in 

the MOE ‘Handbook for TAC Tutors’ and it is also a key training area during 

the in-service courses. The results show that 83% of the officers did not 

have skills in monitoring student teaching and learning in schools. The 

results also showed that 26% of the officers lacked skills in writing a scope 

of work for resource persons and research report. Finally, the survey results 

showed that only 17% of the officers were involved in the co- curricula 

activities. Overall, these results show that the Zonal officers lack important 

skills. 

 

3.56 The learning processes at the school level determine the quality of 

education being offered to the learners. For this to be achieved, effective 
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monitoring of instruction methodology is imperative on the part of zonal 

quality assurance and standards officers. These tasks require a wide range 

of specific skills. However, the results show that only a few of them are 

equipped with these skills as shown below: 

i) Only 18% have skills in organization of subject panels; 

ii)  16% have skills in organization and facilitation of in-service 

courses; 

iii)  16% have skills in carrying out demonstration lessons; 

iv)  21% have skills in Identifying Key Resources Teachers; 

v)  14% have skills in Monitoring CBE in schools; 

vi)  21% have skills in setting mock examinations; and 

vii) 25% have skills in analysis of examination results. 

 

3.57 These results indicate a serious deficiency of skills among the Zonal 

officers and a weak support system for teachers and schools. 

Education Management Information System at the Zonal Level 
3.58 Data and information at the Zonal level is key in monitoring program 

implementation, teacher management and teaching and learning processes 

at the school level. The survey established that substantial skills exist in key 

areas of design of data collection tools, data capture, analysis and 

presentation. The only skill gap revealed by the survey in this area relates to 

graphical data presentation where 27% of those interviewed reported lacking 

skills in this area.  

 

3.59 The survey also sought information on the existing infrastructure for 

information technology at the zonal level. Regarding the availability of 

computers, 94% of the zonal officers reported having no computers. In 

addition to the lack of computers they reported a pervasive lack of skills in 

ICT at this level as reflected below:   

i)  79% have no skills in Word-processing e.g. MS word; 
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ii) 85% have no skills Spreadsheets e.g. Ms Excel; 

iii)  93% have no skills in Statistical packages; 

iv)  88% have no skills in Presentation packages e.g. PowerPoint; 

and 

v)  86% have no skills in Data Management e.g. Access. 

Quality Assurance and Standards 
3.60 When asked about the quality of services they provided to schools, the 

Zonal Officers gave a positive rating on: teacher management (99%), teacher 

development (93%), school assessment and evaluation (97%), procurement 

(88%), administration of national exams (100%), giving support in subject 

areas (99%), continuous assessment of student progress (97%). They also 

rated themselves equally highly when asked about their skill levels in setting 

targets for learning progress (96%) writing best practices (93%) and 

developing assessment instruments (87%). The only area in which they rated 

themselves modestly was in school administration where 42% of them 

admitted giving poor services to schools. These responses appear to 

contradict the teachers’ ratings with regard to the technical backstopping 

and professional support, which indicated a low rating.    

 

3.61 The Zonal officers have however indicated skill deficiencies in other 

key areas that relate to learning in schools. When asked whether they had 

sufficient skills to support teachers in teamwork and collegial teaching, only 

11% reported having sufficient skills while 20% reported having skills in 

assessment of curriculum coverage. This admission of skills gaps is 

particularly noteworthy considering that the Education Sector Review has 

identified inadequate curriculum implementation as a major constraint to 

learner achievement in Kenyan schools. This is further confirmed by the 

survey results, which reveal that 33% of the officers said that the basic 

training for Quality Assurance Officers/TAC Tutors was not adequate at all. 
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In addition, 43% reported that the visits to schools by Zonal Officers were 

not frequent enough. 

DIVISIONAL LEVEL RESPONSES 
3.62 The survey shows that only 26% of the officers at the divisional level 

say their roles and responsibilities are clear. An even higher proportion, that 

is 45% of those interviewed, say they are not clear as to whom they should 

report to. When asked about the adequacy of the resources available at their 

level, the 60% of the officers reported that resources were insufficient. 

 

3.63 The survey also shows that over 84% of the officers at the Divisional 

level reported having limited skills in developing work plans, targets and 

reporting schedules. However, only 17% reported having skills in monitoring 

teaching and learning in schools. Related to this, the results show that the 

officers are not sufficiently equipped with skills in key areas as shown 

below:- 

(i) Only 10% of those interviewed expressed being equipped with 

sufficient skills in teacher management; 

(ii) 17% are well equipped with sufficient skills in school 

assessment and evaluation; 

(iii) 36% are equally equipped in the administration of national 

examinations; 

(iv) 19% are well equipped in curriculum implementation; and  

(v) 9% have skills in data dissemination. 

 

3.64 The indicators listed above reflect the lack of mandatory skills in most 

of the officers deployed at this level. The bulk of the officers (98%), reported 

that they lacked basic skills in software use (e.g. Ms Word, Ms Excel). In the 

light of the fact that the Sessional Paper No.1 of 2005 emphasizes the role of 

ICT in education and development, this indicator illustrates the urgency 

with which the development of ICT particularly at this level requires to be 

addressed. Part of the strategy for effective ICT implementation as 
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articulated in the KESSP, is to develop the institutional and human 

capacities of the structures of the MOE including the Divisional level. 

 

3.65 Another important finding is that almost all officers at the Divisional 

level reported having the skills needed to support schools in the preparation 

of their School Development Plans. This is a positive indication in the light of 

the fact that school development planning is still in its nascent stages. A 

critical mass of trainers with skills in planning is needed to provide schools 

with the requisite technical backstopping in this area. It is also noteworthy 

that over 62% of the officers at this level also expressed having skills to 

support schools in procurement. This again is encouraging considering that 

schools are now heavily involved in directly procuring school inputs. 

DISTRICT LEVEL RESPONSES 
3.66 The Education Sector Review of 2002 noted that decision-making in 

the education sector in Kenya was highly centralized at the Ministry of 

Education headquarters. In this regard, the curriculum was centrally 

managed, as are national examinations and teacher management. It further 

noted that whereas the actual delivery of educational services takes place at 

the institutional level, decision-making authority was lacking at this level. In 

order to address this aspect, the decentralization of the management of 

education services is justified. 

 

3.67 Decentralization of the management of education services would first 

require a clear definition and specification of the scope of services and 

authority at each management level in the education system. Both the 

Sessional Paper No.1 of 2005 and the MOE’s Strategic Plan are clear on the 

need to decentralize education services. The Sessional Paper is explicit on 

the need to decentralize some of the services to the district and school levels. 

As such, these levels occupy a central position in the management of 

education services and were accordingly given appropriate weighting under 

this study. 
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3.68 The survey results shows that some 33% of the District Education 

Officers say their functions are clear while an additional 47% say they are 

mostly clear. Only 2% of the district officers interviewed were not clear about 

their core functions. The results further show that 39% of the officers feel 

that their functions do not overlap with those of other levels. This is 

encouraging considering that effective decentralization requires that the 

functions and authority lines for each level of management be clearly 

defined. According to the Sessional Paper, such a separation of roles and 

functions will improve partnerships and make the working relationships 

cordial5. 

 

3.69 Regarding clarity as to whom they should report to, over 75% of the 

officers at the district level were mostly clear as to whom they should report 

to; while only a small proportion 4%, were not clear. However, when asked 

about clarity regarding their roles in the implementation of KESSP, 19% of 

those interviewed expressed total lack of clarity; while an additional 47% 

were somewhat clear. It is noteworthy that the proportion of those who 

originally expressed clarity regarding their roles declined from 37% to 11% 

when asked about clarity of their role in KESSP implementation. In the light 

of the importance of KESSP in the national objectives for education, and 

considering that the district level is expected to play the central role, this 

indicator merits urgent attention. 

 

3.70 Effective decentralization also calls for the allocation of resources 

commensurate with the functions vested upon the respective structures. 

According to the Education Sector Review6, the budgetary and human 

resource allocations to the district level are in most cases inadequate. The 

survey sought to verify this indicator; and when asked to what extent the 

staff numbers were sufficient to perform the office roles and functions at the 

district level, 37% of the district officers reported that they were not 

sufficient; while 43% said that they were “somewhat” sufficient. Only 5% 

                                                 
5 Session Paper No. 1 of 2005 page – 66. 
6 Education Sector Review page 74. 
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said that the staff numbers were sufficient. Regarding the extent to which 

operational sources of funding were sufficient, 35% said they were not; and 

a further 52% said they were “somewhat” sufficient. Only 3% of the officers 

interviewed said that funds at this level were sufficient for them to perform 

their tasks. 

 

3.71 Under the Public Sector Reform Programme of the Government, focus 

is on the delivery of quality services to the public. This aspect has been well 

articulated in the MOE’s performance contracting where service delivery and 

the implementation of service standards as stipulated in the customer 

charters is mandatory. The survey sought to establish the extent to which 

Education Service Delivery Standards were clearly defined in terms of 

various indicators of service delivery. In terms of replacing a retired teacher, 

30% of the district level respondents expressed lack of clarity in standards. 

Overall, only 6% said service delivery standards were used for the purpose of 

planning, while only 8% said they were used for the purpose of monitoring 

school performance. Those responses suggest that the culture of 

establishing service delivery standards as a best practice at the district level 

may not have taken root. 

 

3.72 The survey also sought to establish the availability of general skills at 

the district level relating to: the development of work plans, performance 

targets, reporting schedules, project planning and programme monitoring. It 

also sought to assess the extent of staff skills in: policy analysis and report 

writing, communication, budgeting, procurement and tendering procedures. 

The officers were also asked to state their skills levels in software use (Ms 

Excel, Ms Word, and Ms PowerPoint). 

 

3.73 Regarding their planning skills, 50% of the officers reported being able 

to develop work plans and performance targets. However, in terms of project 

planning, 60% of them reported lacking the requisite skills. Related to this, 

only 6% of the district education officers reported having the skills in 

programme monitoring. This is an important indicator for the 
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implementation of KESSP at the district level as skills in results-based 

monitoring are essential. 

 

3.74 The survey also revealed interesting results regarding the availability 

of general skills at the district level as follows:- 

(i) Twenty four percent of the district education officers do not 

have staff with analytical and communication skills for project 

report writing, extracting lessons learnt and policy analysis. 

What is more 54% of those interviewed reported having some 

skills, while only 4% confirmed having the skills to perform this 

important function. It is important to observe that the 

implementation of KESSP calls for substantial documentation 

and report writing around the many indicators of performance 

established for the programme. 

 

(ii) Twenty three percent of the district level staff reported lacking 

skills in the construction of simple unit-level budgets and 

tracking costs. This proportion becomes even more significant 

when it is considered that 45% reported only having “some” 

skills, while only 7% confirmed having the requisite skills. 

 

(iii) It is significant that 29% of the staff at the district level reported 

lacking skills in procurement and the tendering procedures in 

force. A further 42% reported having “some” skills while only 

10% confirmed having the requisite skills. In the light of the 

policy decision to decentralize this function to institutional level, 

it is imperative that district education office staffs have the 

skills in procurement and tendering in order to give the 

institutions the necessary backstopping. 

 

(iv) That 44% of the district level staff do not have basic skills in 

software use. This indicator is even more significant when it is 
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considered that a further 42% reported having some skills, 

while only 1 percent had the requisite skills in this area. 

Education Management Information Systems 
3.75 The management of education services at the district level would be 

more effective if the EMIS systems are effective. The system provides 

information to the providers including, district education staff and other 

stakeholders. Official documents on the sector recognize that the EMIS in 

the MOE is weak at all levels. Data on school enrolment, facilities, teachers 

and other indicators is collected at the institutional and district levels and 

sent to the headquarters for analysis. In most cases, such analysis is 

delayed for lack of capacity. 

 

3.76 The Government strategy for the development of EMIS is to develop an 

electronic-based infrastructure at all levels, to support processing, use, 

sharing and dissemination of available data and information. An integral 

component of this strategy, which is articulated in KESSP, is to build the 

capacities of staff at the district levels with the skills and competencies 

necessary to support the electronic-based system. 

 

3.77 The survey sought to establish the status of EMIS at the district level 

using various indicators. Asked what proportion of schools submitted TSC 

data to the districts on time, the district education officers indicated that 

only 12% of the schools did so. This leaves a majority of schools submitting 

data late to the district. The results further show that only 8% of the 

respondents agreed that the procedures and schedules for data collection, 

cleaning, analysis and flow were clear. Regarding data use, the results show 

that data collected at the district level is minimally used. Only 10% of the 

DEOs use data in planning and another 13% use the data in routine 

management and administration. Of more concern is the fact that only 10% 

of the district staff reported using the data for the implementation of KESSP; 

while 18% said they never used the data for this purpose. 
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3.78 The survey also sought to establish the skill levels of the district staff 

in data related areas. The results show that 24% of the district staff does not 

have skills in questionnaire design and a further 51% have limited skills. 

Twenty two percent (22%) reported lacking skills in sampling, 18% reported 

lacking skills in data analysis presentation and reporting; while 19% lack 

skills in data interpretation and report writing. The number of staff who 

reported having sufficient skills in these areas was very limited, on average, 

5%. This poor indicator explains why districts submit raw data to the MOE 

headquarters for analysis. It can also explain why districts do not benefit 

from data and information generated at that level in decision-making. 

 

3.79 The survey also sought to establish the status of the electronic-based 

infrastructure. Asked whether the number of computers was enough for 

them to perform their tasks, 62% of the officers reported that they were not 

enough. In computer use, the results show that most districts do not have 

staff with sufficient skills in all computer software packages as reflected 

below:- 

(i) 65% of the DEOs do not have staff with sufficient skills in 

questionnaire design; 

(ii) 57% of the DEOs have staff without sufficient skills in computer 

data capture; 

(iii) 70% of the DEOs have staff who do not have skills in computer 

database management and cleaning; 

(iv) 65% of the DEOs have staff who do not have sufficient skills in 

computer database packages; 

(v) 70% of the DEOs have staff who do not have skills in data 

analysis (spreadsheets and statistical packages); 

(vi) 69% of the DEOs have staff who do not have sufficient skills in 

computer data presentation and reporting; 

(vii) 73% of the DEOs have staff who do not have sufficient skills in 

computer graphical presentation; 

(viii) 70% have staff without skills in computer data interpretation 

and statistical report writing; 
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(ix) 76% of the DEOs have staff who do not have sufficient skills in 

computer systems management; and  

(x) 77% have staff without skills in computer sampling techniques. 

 

3.80 In the area of planning, most district education officers did not think 

that their staff had sufficient skills to perform important planning tasks. 

Only 6% of the DEOs had staff with sufficient skills in defining project 

activities; 3% in optimizing plans to meet budget deadlines; 7% in resource 

capturing/resource mobilization; and 8% in budget management. The DEOs 

also reported that only 8% of their staff had sufficient skills to develop 

District Action Plans based on District Situation Analysis. Similarly, only 4% 

had sufficient skills to support schools to develop their Action Plans. 

 

3.81 Asked the important question regarding the extent to which their staff 

have basic skills in understanding and using Educational Indicators to 

assess education performance (e.g. drop-out rates, transition rates, gender 

repetition rates etc), the DEOs thought only 7% had sufficient skills. 

Similarly, 29% thought that TAC Tutors were sufficiently trained to support 

primary schools in developing School Action Plans. Related to this indicator, 

25% of the DEOs say civil society organizations are not at all involved in 

making an input into the school action planning process. This result makes 

it imperative that the MOE urgently moves the sector-wide planning 

approach to the school level in order to foster increased stakeholder 

participation in the process. 

 

3.82 Regarding the skill levels of district staff in finance, the results show 

that 28% of the DEOs say that staff do not at all have skills in budget 

auditing. The situation becomes even more grave when asked about the 

extent to which their staff have sufficient software skills in budgeting. The 

responses show a near total lack of skills as follows: 

(i) Budget compilation - 71% 

(ii) Budget execution  - 72% 

(iii) Budget reporting  - 71% 
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(iv) Budget auditing  - 72% 

 

3.83 Related to the above, 36% of the DEOs reported that their staff totally 

lacked analytical financial skills to support schools to get bursary funds 

allocation. In regard to the clarity of legislation and regulation on 

procurement, the results by district officials show the following:- 

(i) 24% of their staff are not clear in development of tender 

documents; 

(ii) 24% not clear in awarding tenders; and  

(iii) 27% not clear in contract performance. 

 

3.84 The DEOs also feel that most of their staff do not have sufficient skills 

to design and develop the following documents: 

(i) Tender documents – 50% do not have skills; 

(ii) Evaluation of bids – 50% do not have skills; 

(iii) Finalizing contract deeds – 52% do not have skills. Related to 

this, a significant proportion, 21% DEOs feel procurement 

records are hardly used to inform management decisions in 

future procurements. 

 

3.85 Regarding school audits, 50% of the DEOs feel that capacity for 

auditing schools is not sufficient. This result is in line with the observations 

made in the MOE’s strategic plan regarding capacity constraints in auditing 

schools. This area requires to be urgently addressed especially considering 

the programme requirements of KESSP for strict reporting on financial 

management. 

Human Resources 
3.86 The results show that 21% of the district officials feel that the current 

set of skills of their staff do not respond to the task needs at their level. This 

indicator becomes even more significant considering that another 49% 

reported that the skills “somewhat” responded to task needs; and that only 

5% confirmed that the skills existing at that level responded to task needs. 
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This result implies that a significant proportion of the skills available at the 

district level are not matched with the tasks. The overall negative effect of 

this on performance is unimaginable.  

 

3.87 Related to the above indicator, the DEOs indicated that the existing 

performance appraisal system was not so efficacious in developing staff at 

the district. In this regard, 42% of the DEOs indicated it was not efficacious 

at all while another 41% indicated that it was “somewhat” efficacious. Only 

2% of the DEOs reported that the Performance appraisal system was useful 

in staff development. The district officials also reported that only 15% of all 

professional jobs at the district level were filled through competitive selection 

while only 16% of all the key jobs have clear and available job descriptions. 

Quality Assurance and Standards 
3.88 The provision of quality education to Kenyans is a central theme in 

the Mission of the MOE and the policy framework on the sector. Quality 

assurance in education entails effective monitoring of curriculum delivery in 

schools to ensure effectiveness. The survey set out to assess various 

capacities in quality assurance at the district level as a core function of the 

district. In terms of the adequacy of the services provided by the district 

education offices, the results on most of the key variables are quite 

disconcerting as follows:- 

- Only 5% rated financial management services to schools as 

adequate, while 49% said they were “somewhat” adequate. This 

indicator is important for the effective application of the funds 

particularly at the school level. 

 

- Only 5% rated teacher management services as adequate, while 

a significant proportion 38%, said “somewhat” adequate. It is a 

commonly upheld fact that the teacher is the locus of learning; 

and support to teacher management is critical to enhanced 

teacher performance. In this survey, it was found prudent to 

raise the threshold bar for the indicators relating to teacher 
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performance; and therefore, although a significant proportion of 

responses did not fall into the “not at all” category, it is still 

worrisome that only few were found in the “plenty” category that 

would signify sufficiency. 

 

- Only 4% rated teacher development services as adequate. It is 

noteworthy that on this indicator, 52% of the DEOs rated the 

services as “somewhat” sufficient. This result more or less tallies 

with what was reported by teachers that in-service services for 

them were insufficient. 

 

- Only 8% rated school assessment and evaluation services as 

adequate, while 44% said, it was “somewhat” sufficient. Again, 

this indicator has major implications for school-based 

assessment of learner achievement, which is a central strategy 

under KESSP. 

 

- Only 6% rated as adequate, procurement support services to 

schools by district staff. In the light of heightened procurement 

activities in schools, technical backstopping in this area is 

needed by schools. It is important to note that another 46% 

rated as “somewhat” adequate which would indicate that a total 

of 52% rated the services as inadequate. 

 

- Only 9% rated school administration services provided to 

schools by the District Education Office as adequate. 

 

- Perhaps the indicator given a relatively acceptable rating in the 

area of adequacy of district services to schools was 

administration of national examinations which was rated at 

36% followed by curriculum implementation at 13%. However, 

in the latter area, it is still worrisome that 35% of the DEOs 
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rated the adequacy of support to schools as “somewhat” 

adequate. 

 

- It is also important to note that DEOs reported that only 5% of 

services provided to schools in pedagogical support were 

adequate. On the same indicator, the DEOs gave a 50% rating 

as “somewhat” adequate the services given by the district 

education office. This is not a satisfactory performance 

considering the importance of the indicator. 

 

3.89 Poor ratings in regard to important skills sufficiency of staff in key 

service areas relating to learning in schools were also obtained as follows:- 

• Only 8% sufficient in setting targets for learning; 

• Only 8% sufficient in writing Best Practices based on 

school performance;  

• Only 5% sufficient in developing, piloting and 

administering various assessment instruments. 

• 4% sufficient in school planning; 

• 7% sufficient in monitoring education standards. It is 

worrying that a 35% rating on skill sufficiency was given 

as “somewhat” in this area in which the district level office 

is expected to be the leader. A further 7% rating was given 

by DEOs in total lack of skills category; 

• Only 10% skill sufficiency in teamwork and collegial 

teaching; 

• Only 10% skill sufficiency in the management of large 

classes. This are is particularly critical following the 

upsurge in enrolments due to FPE; 

• Only 6% skill sufficiency in remedial teaching; and  

• Perhaps most important, only 11% skill sufficiency in 

assessment of curriculum coverage. 
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3.90 When asked about the adequacy of the basic training for Quality 

Assurance Officers, 25% said the training was not at all adequate. Another 

53% said it was “somewhat” adequate; while only 3% said the basic training 

was adequate. This is an important result and may call for a review of the 

MOE’s policy on the recruitment and training of QASOs. 

 

3.91 When asked specific questions relating the core areas relating to 

learning, the DEOs responded as follows:- 

− Only 7% feel QAOS understand tests for various competencies; 

− Only 8% feel QAOS understand all learning goals for various 

grades; 

− Only 9% feel QAOS have skills to help teachers on the spot; and 

− Only 8% feel QAOS have sufficient skills to help School 

Principals/Head teachers improve school management 

practices. 

 

3.92 In regard to visits to schools by QASOs 48% of the district officers feel 

the visits are not frequent enough. This matter is even more acute when it is 

considered that a further 38% said that the visits were “somewhat” frequent; 

and that only 8% said they were frequent enough. Related to this indicator, 

when asked to what extent schools received timely and adequate support 

after being identified as low-performing schools only 16% said they received 

adequate support. 

PROVINCIAL LEVEL RESPONSES 
3.93 The provincial level is responsible for coordination of all education 

services in the province. The Provincial Director of Education is expected to 

coordinate district level activities. However, the office is not empowered to 

make conclusive decisions, mostly referring to Ministry’s headquarters for 

final decision-making. 

Organization Structure 
3.94 The survey sought to assess the various capacities of the provincial 

level against the services mostly performed at this level. Regarding the 
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clarity of their core functions, 35% of the provincial officials say that their 

core functions in the province are sufficiently clear; while an additional 50% 

say that they are “mostly” clear. At the same time, 27% of the provincial 

officials feel their functions do not overlap with those of other levels. 

However, a similar proportion of Provincial level officials (27%), feel that to 

some extent, such overlaps is needed between the provincial and national 

level; while 38% say it is needed with the district level. It is noteworthy that 

54% say that overlap with the national level is “somewhat” needed. This may 

be due to the fact that the province views itself as a mini-representation of 

the headquarters in the region. Thirty eight percent of the provincial officials 

say they have clarity as to whom to report to. The results also show that 

42% of the PDEs say that the staff numbers are not sufficient to perform the 

office roles and functions of the province. 

General Skills 
3.95 In regard to general skills, the survey shows that provincial officials 

rate themselves highly at 65% as having skills in designing and conducting 

relevant research. Regarding the extent of which staff can develop work 

plans and performance targets, the rating was divided with 50% saying, 

“somewhat”; while the other 50% said “most of the time” they were able to 

complete the tasks. Similarly, the provincial officers have expressed having 

some skills to monitor project plans; and monitoring program progress in 

regard to KESSP implementation. 

 

3.96 Regarding other skill levels, the results show that the PDE’s staff do 

not have any skills in a number of areas as outlined below:- 

(i) 23% do not have skills in analysis and communication; 

(ii) 38% do not have skills for constructing programme budgets and 

monitoring costs; 

(iii) 31% do not have the skills needed to support districts and 

schools to write a scope of work and Terms of Reference for a 

consultant/Technical Assistance; and  
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(iv) 27% do not have skills in understanding and using official 

procurement and tendering processes/procedures to support 

districts and schools. 

Education Management Information Systems 
3.97 The results shows that most of the staff in the provincial offices do not 

have sufficient skills in a number of aspects in EMIS as outlined below:- 

(i) 38% have no skills in data capture; 

(ii) 44% have no skills in database management and data cleaning; 

(iii) 56% have no skills in data analysis; and  

(iv) 22% have no skills in data presentation and reporting. 

 

3.98 The results also show that 33% of the officers do not use EMIS 

information to inform the management decisions. It further shows that 25% 

of the provinces do not give feedbacks to districts and schools regarding 

their data and information. Similarly, the provinces report that 25% of the 

districts use the analyzed data to implement the KESSP investment 

programmes. 

Financial planning and management 
3.99 In regard to financial planning management, 30% of the provincial 

officials say that the annual budgetary allocations do not meet the 

programme activity requirements in the province. Forty five percent of the 

staff do not have software skills in budget reporting and auditing and 36% 

do not have financial forecasting and planning skills driven by enrolment 

and priority development needs. 

Human Resources Management and Development 
3.100 The survey also set out to assess the skills levels in regard to human 

resource at the provincial level. According to the survey, 46% of the 

provincial officers say the skills inventory and audit review has never been 

conducted. The results further reveal that 54% of the performance 

assessment findings are not used to develop training plans. Only 23% of all 

the key positions in the province have clearly defined job descriptions. In 

addition, 38% of the provincial staff is not promoted when due. While 31% 
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have sufficient skills to carry out interviews for promotion and deployment 

of teachers, 23% of the staff do not have any skills in this task. Also the 

results show that only 15% of staff has sufficient skills for investigating, 

reporting and dealing with teachers discipline cases. 

Quality Assurance 
3.101 The services provided to schools by the Districts in three areas were 

reported in the survey as inadequate. The results show that 21% in teacher 

development, 21% in public – private partnerships and another 21% in 

procurement is not adequate. Only 21% in Administration of National 

examinations is rated to be adequate. 

NATIONAL LEVEL RESPONSES 
Organization Structure 

3.102 The results show that only 7% of the officers say that Directorate 

mandates have been explicitly defined to cover all functions. Also, only 4% of 

the officers say that lines of responsibility are clear up to the supervisor. In 

regard to personnel strength, the results show that 41% of the officers 

interviewed say that staff numbers are not sufficient. An interesting finding 

is that only 4% of the officers say that job descriptions for each of the 

positions in the Directorates are clear. The results show that 22% of the 

officers say accurate data and analysis in decisions–making is not used at 

all. 

General Skills 
3.103 Twenty three percent of the officers reported that they do not have 

analytical and communication skills for report writing, extracting lessons 

learnt policy analysis and case studies. Twenty six percent of the officers do 

not have the skills needed to write a scope of work and terms of reference for 

a consultant/outsourced technical assistance; while 21% of staff do not 

have sufficient skills to support districts in the implementation of KESSP. 

The results show that a number of staff have not been sufficiently trained in 

key skill areas as given below:- 

(i) 30% in management; 

(ii) 33% in planning; and 



 

  60 

(iii) 37% in financing. 

 

3.104 The survey results also show that a big percentage of staff do not have 

the necessary basic skills in computer software use in the following 

package:- 

(i) 43% in databases; 

(ii) 43% in spreadsheets; 

(iii) 61% in statistical packages; and  

(iv) 46% in presentation packages. 

EMIS 
3.105 The survey results reveal that most officers at the National level in 

various Directorates do not have sufficient skills to perform the various 

tasks in Education Management Information System as outlined below:- 

(i) 53% do not have skills in data management and data cleaning; 

(ii) 47% in data analysis; 

(iii) 29% in data presentation and reporting; 

(iv) 53% in graphic data presentation; 

(v) 53% in data interpretation and statistical report writing; 

(vi) 65% in systems management; and  

(vii) 82% in marketing of EMIS capabilities. 

 

3.106 The above indicators suggest that EMIS skills are an area of greatest 

skills need. The results also show that 25% of national officers say that the 

documents describing procedures and data schedules for data collection, 

data cleaning and flow of data up to the district are not clear at all. In regard 

to the use of information from EMIS in management decisions, the results 

show that 27% of staff says it is not used at all. Similarly, 33% say there are 

no clear guidelines on publishing and sharing analyzed data. The results 

further show that 30% of national officers say EMIS system is not accessible 

by different agencies responsible for the provision of education. And worse, 

56% of officers say that there is no feedback given by the Ministry 

Headquarters to districts and schools regarding their data and information. 
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Financial Planning and Management 
3.107 In regard to the financial disbursement, results show that 69% of the 

national officers say that the disbursement mostly comply with the 

allocations. Lack of IT skills in budget compilation, execution, reporting and 

auditing is illustrated by the response of those national officers interviewed. 

33% of the officers say the skills are totally lacking. Twenty three percent of 

them say they have no financial or accounting skills in budget compilation, 

execution, reporting and auditing. Twenty three percent of the respondents 

say they do not have skills to assist districts and schools set their funding 

levels. And 23% of the respondents also say they do not have analytical 

skills to determine the spending of funds according to the established 

guidelines. 

Human Resources Management and Development 
3.108     In relation to KESSP staffing issues at the Headquarters, the 

results show a very exciting finding. Some 71% of the national respondents 

say that all the needed positions for the implementation of KESSP are 

clearly identified. Fifty seven percent of the officers interviewed say that no 

skills inventory and audit has ever been conducted. A further 33% say 

Performance Assessment findings are not used for training/design 

development programmes. Twenty nine percent of the officers say the 

Schemes of Service are not clear and effective. Another positive finding is the 

indication by results that 86% of the respondents say that staff gets clear 

instructions on the tasks to be performed. Forty percent of the respondents 

say that there is training policy for the staff in the Ministry and another 33% 

say there is no in-house capacity for the provision of needed training. 

Quality Assurance and Standards 
3.109     The results show that 25% of the respondents rate the services 

provided to Districts and Schools by national officials as totally inadequate 

in integrating best practices. Also the results show that 33% of the 

respondents say national officers have no analytical skills for integration of 

best practices. However, 60% of the respondents say the national officials 

have necessary skills to support Heads of schools to carry out school-based 
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quality assurance in school administration. The results further show that 

67% of the respondents say they use performance assessment findings to 

inform decision making (for staff promotions/demotions, Improvements of 

in-service training, practices and policies). Sixty seven percent of the 

respondents say that the national officers have sufficient skills to train 

district and schools to implement KESSP in the monitoring of education 

standards.  

 

3.110     Forty percent of the national officials interviewed say that 

School/Teacher reports are not used to improve performance in teaching 

and learning outcomes. The national officials rated the clarity of guidelines 

for inspection 100%, the clarity of Teacher assessment guidelines 60% and 

the clarify of learning assessment 80%. The views on the clarity of the 

regulations for syllabi were rated as 67% and for examinations/testing were 

rated 83%. Sixty percent of the national officials say that lines of 

accountability for quality are clearly defined. A curious finding from the 

survey is the documentation of best practices. Results show that 75% of the 

respondents say the best practices are not documented at all at the national 

level. However, 33% of the respondents say the documented best practices 

are not disseminated. 

Procurement 
3.111     Results show that 22% of the national officials say that legislation 

and regulations on procurement is not clear on the award process. Lack of 

skills to design and develop is clearly indicated in the results: 

(i) 33% of the respondents say they lack skills in preparation of 

tender documents;  

(ii) 33% of the respondents say they lack skills in evaluation of 

bids; and  

(iii) 33% of the respondents say they lack skills in contract deeds. 

 

3.112      Twenty two percent of the respondents say procurement records 

are not used to inform management decisions in future procurements. 
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Twenty two percent of the respondents say they lack skills in the 

preparation of the procurement plans and schedules. 33% of the 

respondents say they lack procurement skills to support the districts and 

schools in the implementation of KESSP.  

 

3.113   For detailed findings and scores on the variables covered under this 

chapter see Annex 1. 
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CHAPTER FOUR 
 
4.0 QUALITATIVE ASSESSMENT OF CAPACITY ISSUES 

Introduction 
4.1 Other sections of this report quantitatively address “narrower” issues 

of capacity, specifically items such as skills or staff shortages. This section 

takes on the more qualitative issues that pertain to leadership and 

organizational structure, though it also addresses the more qualitative 

dimensions of skills shortages. In any case the two factors are inter-related. 

For example, the relative inability of mid-level staff to craft a clearer written 

vision that corresponds to the vision of the top-level leadership, we believe, 

is due partly to a shortage of technical or process-management skills 

amongst mid-level staff in the sector. These issues are covered in this 

section.  

 

4.2 The greatest challenge faced by the Kenyan MOE and the education 

sector as a whole is to balance what it wants to do in the next five to ten 

years with what it can actually do, either by moderating what it wants to do, 

or by vastly improving what it can do.  What is clear is that at the moment 

the two are not in balance. The Ministry wants to greatly expand access to 

education, to ensure equity in its provision at all levels and to improve the 

quality and relevance of instruction in all institutions. It currently has 19 

major objectives to be achieved in the short to medium term, and its 

strategic plan for the years 2006-2011 has 24 investment programs 

encompassing 203 sub-programs (called ‘strategies’ in the Ministry’s 

Strategic Plan document).  

 

4.3 Together, these represent “the single largest investment program ever 

undertaken by the Government in the education sector” (p.20). This is not 

only the single largest investment program; it is also the single most 

challenging program ever undertaken. Each of the 24 investment programs, 

looked at in isolation, may appear to be manageable, but cumulatively the 
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program is beyond the current capacity of the system. Each of the 24 major 

programs requires a high-level manager and each of the 203 sub-programs 

requires a mid-level manager. The cumulative burden on both mid-level and 

higher-level managers is huge and is bound to affect their performance. The 

cumulative burden is huge also on organizational units such procurement, 

accounting and financial management, which serve all programs and sub-

programs and the performance of these units too must be affected.  

 

4.4 There are three distinct ways to address situations of imbalance 

between a call for action and the ability to act: (a) to call for less and do less: 

for the Kenyan MOE this would have meant to simply reduce the number of 

objectives, investment programs, or operations, in its strategic plan; (b) to 

lengthen the time within which the objectives are to be achieved: for the 

MOE this would have meant to take time beyond 2011 for the achievement 

of some objectives; and (c) to increase capacity significantly enough, so as to 

match the work load if the number of objectives and the length of time for 

their achievement are not changed.  

 

4.5 The first two options achieve the balance by trying to fit what needs to 

be done to existing capacity. The third option achieves the balance by trying 

to fit capacity to what needs to be done. In many cases none of the three 

options alone is feasible. The most realistic strategy for most organizations is 

to follow all three options simultaneously in a coordinated way: reduce 

ambition, take a longer time and increase capacity. The Kenyan MOE has 

discarded the first two options and is going ahead with a very ambitious 

investment program to be implemented in a very short time. In principle, it 

has adopted the third option: to improve its capacity. In practice, its 

strategic plan does not provide an adequate and large enough capacity-

building action, yet.  

 

4.6 With respect to the second condition – allowing sufficient time for 

implementation - it is important to note that many targets are not given the 

necessary time. Most target dates for the years 2007 and 2008 are not 
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realistic and some will become past due very soon. These include, for 

example, “completing the rationalization of the organization structure of 

MOE at all levels” by June 2007, “developing a comprehensive Capacity 

Building program by KESI by June 2007, both of which have not been 

accomplished yet achieving a 70% transition from primary to secondary 

schools, ensuring that TIVET institutions are properly funded and equipped 

and constructing and renovating physical facilities in all schools – all by 

2008. Target dates for the achievement of key objectives by 2010 too are not 

likely to be met with current capacity. There is not sufficient time, for 

example, to achieve a 50% improvement in adult literacy and an increase in 

the proportion of students taking science-related subjects to 50% (with 1/3 

being women) by that year.  

 

4.7 Bearing all of the above in mind, we conclude that unless there is a 

design for a comprehensive capacity development program, the achievement 

of KESSP and other goals will be eroded.   

 

4.8 The analysis below shows some of the challenges or issues that 

prevent more capacity from emerging.  The solution, implicitly, is to work on 

improving on all of these issues.  The analysis starts from a) the highest-

level, strategic issues such as having a clear vision and mission, having 

clear strategic plans that correspond to the mission and vision, proceeds to 

b) issues such as lack of time for top leadership, and then goes on to 

structural issues such as c) division of labor.  The analysis then looks at d) 

the issue of staffing levels and skills. Finally, some management issues such 

as e) problems with insufficient operational planning, and f) lack of 

operating norms and standards.   

Strategic issues 
4.9 A sector’s institutional capacity starts at the most fundamental: is 

there a clear and specific vision and mission for the sector? A review of 

vision statements made by all agencies in the education sector indicates that 

many of them use short, very general statements, which provide little 
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practical direction to the organizations and their staffs and little help to 

societal stakeholders in evaluating the overall performance of these 

agencies.  

 

4.10 The vision of the TSC, for example, is “Effective services for quality 

teaching” (Strategic Plan, p.1). The vision of the Department of Education in 

the Municipal Council of Kisumu is “Effective and quality education for 

sustainable development and social equality in the Municipality” (Service 

Charter, undated).   

 

4.11 Many statements in Kenya’s education sector focus on what the 

organization will do, rather than what impact they will make on whom or 

what will be the outcomes of their actions. Such statements provide more 

information, but are still difficult to use in evaluating the overall 

effectiveness of the organizations in question and to hold them accountable 

for results – the organizations in question can be held accountable only for 

taking the promised action. The vision of the Ministry of Education, for 

example, is “to have a globally competitive quality education, training and 

research for Kenya’s sustainable development” (Strategic Plan p. 8). There is 

no mention in this vision of the outcomes of having an internationally 

competitive, quality education, other than the vague and indirect outcome of 

‘sustainable development’. The vision of the Quality Assurance and 

Standards Directorate is “to provide quality assurance and standards 

assessment feedback to all stakeholders on all educational and training 

institutions” (Newsletter, 2005/2006, p.3). There is no mention in this vision 

of what should be the outcome of such feedback, namely improved teaching 

and learning.  

 

4.12 Mission statements, when used in conjunction with vision statements 

and strategies should add specificity to the direction provided by both. To 

add specificity, good mission statements focus on outputs. They describe the 

quantity of output, the required specifications, or quality, and the time by 

when these outputs are to be produced. In the Kenyan education sector the 
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concept of ‘mission’ is used alongside that of ‘vision’, but is not well 

differentiated from vision. Mission statements add little specificity, and little 

value, to the vision statements. They lack expressions of quantity, quality 

and time. They often just repeat the content of visions in more and/or 

different words. The following examples illustrate this situation:  

 
“Our mission [is] to provide, promote, coordinate quality education, training and 
research for empowerment of individuals to become caring, competent and 
responsible citizens who value education as a life-long process.” [The vision is “to 
have…quality education…” and the mission is “to provide…quality education…” – a 
basically identical statement. The elaboration “for empowerment of individuals to 
become caring, competent citizens…” brings in the outcome, which needs to be in 
the vision. EO] MOE Strategic Plan 2006-2011, p.8 

 

“To establish, maintain and improve educational and training standards.” [The 
vision is “to provide QA and standards…” and the mission is “to establish” them. 
EO] 

 

“To establish and maintain a sufficient professional teaching service for educational 
institutions – responsive to environmental changes” TCS Strategic Plan 2005-2010, 
p.1 [The vision is “effective services for quality teaching”].  

 

Recommendations on vision and mission: re-focus mission and vision 

statements on practical and specific direction, and also on outcomes desired 

in terms of service delivery and social outcomes, rather than what the 

organization will do.   

Ability to strategize in order to achieve vision and mission 
4.13 After a clear vision and mission, the second important institutional 

capacity requirement is clear strategizing that has considered all the key 

options, and has chosen the most effective ones, based on analysis and 

consensus.  A common tendency in developing countries is to craft “laundry 

lists” rather than strategies.   

 

4.14 A review of written strategies developed in the Kenyan education 

sector reveals several areas that could be strengthened.  But more 

importantly, a comparison between written strategies and qualitative 

interviews with the top leadership reveals a problem also very common in 

developing countries.  At the top level there is clear strategic thinking.  But 
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this strategic thinking does not find a home in the capacity of mid-level staff 

to write strategically and to communicate this strategic vision either in 

writing or verbally.   

 

4.15 Thus, while the top leadership is indeed able to focus and articulate a 

focus, many of the written strategies in Kenya are really just lists of 

activities – some long, containing everything that can be done, while others 

are short. The Sessional Paper 2005 has a strategy to promote ECD. The 

strategy consists of a list of 13 activities. The activities are not of equal 

significance or weight. They are not prioritized and they do not seem to 

represent a considered choice among alternatives. All of them are to be 

carried out at the same time, suggesting that no insufficient assessment of 

feasibility was done. In the Ministry’s Strategic Plan there are 19 objectives – 

each accompanied by what is described as a list of strategies. Most 

objectives are accompanied by a mix of between 5 to 9 strategies and 

activities. Here is one example:   
Objective 6 in the Ministry’s Strategic Plan is “to attain effective inclusion of learners 
with special needs. To achieve these objectives the Ministry will implement the 
following strategies:  

1. Develop a national programme for Assessment of Learners with special needs 
2. Prepare existing schools for inclusion 
3. Mount a national sensitization campaign 
4. Develop adequate curriculum support materials 
5. Train teachers on new teaching approaches 
6. Train teachers in all areas of disabilities 
7. Enhance SNE component in Teacher Training Programmes; and 
8. Enhance the capacity of KESI to implement inclusive education” (pp. 49-50) 

 

4.16 A related issue is that strategies should contain more specific 

indicators. Currently, indicators are hardly differentiated from objectives, 

and are often stated in exactly the same way. The four examples below, 

comparing information in objectives with information in the logical 

framework in the National Strategy, illustrate this situation, and provide an 

obvious implicit recommendation for how to improve:  
(a) Objective: “Build the requisite HR capacities at all levels in planning, 

implementation, monitoring and evaluation of development programmes and 
projects” (p.46) 
Indicator: “The capacity of MOE’s HR and structures in program 
coordination, planning, monitoring and evaluation built” 
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There are no quantitative target and no time frame, other than end of 

planning period – 2011 - by when to achieve the objective: 
(b) Objective: “Increase direct budgetary contribution to ECDE sector” (p.48) 

Indicator: “The percentage increase in budgetary allocations toward ECDE” 
(p.62) 

 

Again, there is no quantitative target here specifying by how much the 

budget will increase and by when. 
(c) Objective: “Enhance use of radio broadcast in delivery of education 

programmes.” (p.48) 
  Indicator: None 
  

No further directive information provided. 
(d) Objective: “Provide additional teachers in core subjects” in secondary 

education. (p.49) 

  Indicator: “Availability of teachers in key subjects…” (p.64) 

 

No quantitative, qualitative and time information is provided.  

 

Recommendation on strategic thinking: increase the use of strategic 

thinking by having a clearer sense of priorities, choosing more clearly 

amongst alternatives, having clearer indicators of success. Most likely the 

thinking of the top leadership is already extremely strategic. But this does 

not find its way into written statements and sector plans. There is thus a 

great gap between the obvious ability of the high-level leadership to think 

strategically and their mid-level staff to craft the strategic thinking into 

written plans that are strategic in their presentation and their analysis. Top-

level leadership must therefore greatly invest in the mid-level cadres’ ability 

to take the strategic vision of the top leadership and translate it into written 

and verbal expression. This implies subjecting mid-level staff to the 

opportunity to be confronted by hard, clear thinking from external parties 

that can challenge the clarity of their thinking and writing in a constructive 

but demanding fashion. Top-level leadership must create “permission” for 

mid-level staff to subject themselves to this type of critical scrutiny, and 

must also create “permission” for those doing the scrutinizing to be firm and 

clear.  
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Time Availability for the Leadership 
4.17 The problem clearly related to the above is that Kenyan leadership 

currently suffers from an extreme lack of time. This may seem trite, as top-

level leadership in most countries work hard and suffer from lack of time, 

but we believe the Kenyan case may be extreme. The fact that mid-level 

ranks are relatively unable to translate top-level vision into clear plans and 

strategies means that top-level leadership has to over-invest time in re-

stating and re-confirming and communicating the vision, whilst written 

statements of the vision and mission, as well as of the strategy, lack the 

clarity that is evident in verbal expressions of the top leadership.  

 

4.18 Certain factors contribute to the problem.  The workload is objectively 

high, and has to be high, in part for the simple reason that the system is not 

only expanding, but at the same time trying to improve quality and to 

decentralize. This is a tall order indeed, but the decisions are irrevocable. 

What must be prevented is for the overload this creates to lead to 

prioritization by random choice.  

 

4.19 Three broad reasons account for this situation: (a) the work load with 

which many (but not all) senior managers have to cope is very high and (b) 

the number of managers may be too small, and (c) management culture and 

practices do not help managers well to use their time and work efficiently.  

 

4.20 The workload is high to begin with because the system is expanding. 

The number of schools and enrolled children is growing, and the number of 

calls for action, objectives and activities undertaken in an attempt to achieve 

them is growing even faster. As indicated earlier, the Ministry’s Strategic 

Plan for 2006-2011 and KESSP have 24 investment programs and 203 sub-

programs. Not all of them are new, but some are – and these new activities 

have been added to the workload without a corresponding addition to the 

number of staff in the Ministry and its agencies.  
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4.21 Regardless of the objective level of work, the capacity of mid-level staff 

to respond to the situation is low. This may, in turn, have two determinants: 

total numbers and skill levels.  We believe, on the basis of the reviews, that 

the issue of numbers is selective: in certain areas there may be actual 

shortages, but not everywhere. The issue of skills, however, we believe is 

much more widespread.   

 

4.22 Taking on the issue of numbers first, the Ministry and all other 

agencies may have enough people in many areas, though definitely not in 

all. They may not be deployed at the right places, but they can be re-

deployed, if necessary. In some areas, however, there is a severe objective 

shortage. In the Quality Assurance and Standards Directorate at the MOE 

more than half of all positions are vacant. The same is true for the Policy 

and Planning Unit there.  

 

4.23 As indicated earlier, the flood of activities resulting from the 24 

investment programs and the 203 sub-programs of KESSP is generating a 

much heavier work load in areas that are common to all programs – 

particularly procurement, accounting and financial management. More 

importantly, the fact that the line-up of KESSP with regular line duties in 

the bureaucracy has not been achieved creates a double-work load. KESSP 

in some sense has become a parallel sector or Ministry, but the regular line 

duties have not gone away. Processes related to these areas are already too 

slow and the increasing load will make them even slower if the number of 

staff in them remains unchanged (or if the financial management and 

accounting systems are not fully computerized).   

 

4.24 As far as the number of managers in the system is concerned, the 

situation is more difficult relative to the workload. Even if all management 

positions are filled, it is not clear that there are enough positions in the 

structure. Investment programs have to be managed. The Ministry’s 

investment programs are divided into sub-programs because of their size. 

Each of these sub-programs too has to be managed: 203 sub-programs 
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require 203 managers. While one manager can manage a number of sub-

programs, there is a limit to this number, among others, because each 

manager also has other work. Currently, too few people are required to 

manage too many projects. As a result some of the projects are managed 

poorly, or not being managed at all. A look at the list of project activities that 

should have been carried out by today, based on the Ministry’s Strategic 

Plan, but have not, could confirm this conclusion. 

 

4.25 Aside from lack of mid-level staff, other factors contribute to the 

problem of lack of time for top staff. The first factor is delegation of authority 

and the second is gate keeping and time management.   

 

4.26 Management in the public sector in Kenya is still characterized by 

high concentration of power and very limited delegation of authority. Two 

mutually reinforcing tendencies seem to be at work here: on one hand, top 

managers say that they cannot rely on, or trust, the lower-level managers 

reporting to them, because these managers don’t have the necessary skills 

and experience to make good decisions; on the other, lower-level managers 

push decision-making up the line in an attempt to avoid accountability, 

saying that they don’t feel safe enough to make the decisions themselves. 

This is complicated by the already-noted lack of mid-level management 

skills. The impasse has to be broken in two places at once. As long as mid-

level staffs are not delegated “real” tasks, they will have little incentive to 

face responsibility, get seriously skilled, and learn to think more 

strategically, as these are difficult tasks. On the other hand, if their skills 

base is low, delegation is dangerous. The implication is that delegation has 

to increase at the same time as skilling.   

 

4.27 The lack of time of course exacerbates the lack of strategic thinking. 

With so little time, the creation of lists of chores becomes the substitute for 

true strategy, and two problems ensue. One, the systems’ ability to 

anticipate and solve problems creatively where necessary is greatly 

constrained. The three cases below illustrate these symptoms: 
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1. The meritorious policy whereby funds are credited directly to 

school-based bank accounts and are no longer channeled 

through DEOs requires schools to compile simplified accounting 

statements and submit a summary monthly statement of 

expenditure to their respective DEOs. This has created a need in 

the DEO offices to verify a very large number of expenditure 

reports every month, even though their capacity to do this was 

already overstretched. The Ministry states openly in its Strategic 

Plan that “this requirement is not yet met largely due to 

capacity constraints at the DEO” (pp.42-3 Strategic Plan).   

 

2. In writing about the need to reform the examinations and 

certification system, the MOE states “Data that could be 

generated from a national assessment system, and which could 

be used for improvement of education quality is limited. Under 

the current system the analysis conducted by KNEC only 

provides information on the aggregate achievements of pupils in 

national examinations, the performance of schools and 

districts…”.  The Ministry goes on to say that much more than 

just “summative testing” needs to be done (pp. 32-33 Strategic 

Plan). 
 

3. Thousands of QA reports are compiled and collected every year 

by the Directorate of Quality Assurance and Standards, but very 

little analysis is done on the information in these reports. One 

District Director of Education has complained, for example, that 

“of all areas on the inspection lists which QASOs are looking at 

the worst in my district is lesson development; yet in many 

cases the only comment on lesson development coming from the 

QASOs following a visit to a school is a yes/no comment: yes – 

there was a good lesson plan or no – there was not. I wish they 

told me more. Better yet, I wish the [national] directorate of QA 

& Standards would come up with the reasons why teachers 
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have difficulties with lesson plan based on all inspections and 

would tell us what we can do about this.” 

Division of Labor in the Education Sector    
4.28 Aside from strategy and time, organizational issues are also an 

important institutional constraint in Kenya’s education sector.   

 

4.29 The division of labor within the sector could be much clearer than it is 

now at least at high levels. In the quantitative analysis we noted that at 

district level, in general, staff feel quite clear on their division of labor.  

 

4.30 It is not clear the mission and strategy are lined up with the internal 

division of labor and organization of the sector. One of the main problems 

has already been mentioned.  KESSP is such a massive plan, and requires 

so much time, that in reality it functions as a sort of parallel “conceptual” 

sector. Yet the traditional line functions of the sector still exist. A clearer 

articulation and on boarding of KESSP within traditional line functions, or, 

the opposite, an adaptation of line function to the imperatives of the main 

sectoral plan, seem an important step. It is not clear that it matters too 

much which “absorbs” which, but it does seem that one cannot proceed with 

the current parallel sets of imperatives and issues.   

 

4.31 Aside from this one major problem, there are mismatches in Kenya 

that are typical of those in other countries, namely duplicate functions and 

gaps between functions.   

 

4.32 For example, there are too many cases of misplaced and split 

functions. The most important issue that calls for attention in this area, 

however, is the existence of a Teachers Service Commission and to a lesser 

extent KESI as entities separate to the MOE. The TSC was set up in 1967, at 

a time when teachers serving in public institutions were employed by 

different bodies and worked under different terms and conditions of service. 

These bodies included religious organizations, local authorities, district 
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education boards and the central government. The rationale at that time 

was to bring all teachers under one employer and to harmonize the 

conditions of service. While the creation of the TSC solved one problem, it 

created another: a serious split in the location of a key function – the human 

resources management function. It is not suggested in this report that 

tackling the TSC issue is a logical priority; it is merely an example of the 

problem of divided or split functions.  An in-depth discussion of the TSC 

issue is included in an annex.   

 

4.33 A second issue related to split functions—again cited only as an 

example—has to do with the moving of district education offices in nine 

municipalities from the MOE to the municipal level. This may have resulted 

in sub-standard conditions of work at them. Municipal councils are unable 

to support district education offices as necessary because they do not have 

secure and stable sources of income. Thus they are not providing promised 

personnel and budgetary allocations to the education directorates. They are 

often unable to pay on time the salaries of persons already employed by 

them and deployed at the education directorates. The following quotation 

reflects this situation:  
 

“Belonging to municipality is a big, big constraint. You are reporting to people who 
don’t know education. And they depend on revenue, which they don’t collect. Look 
at what happened with ECD teachers [who should have been hired by the 
municipality]. We still don’t have them.  Look at our municipal staff: they have to go 
every month to the town hall to seek their salaries, or get some money. The nine 
municipality districts need to return to the MOE. The whole idea of transferring the 
function to municipalities is wrong. They too will say good riddance.”   

 

4.34 The functional area of teacher development, or as it used to be called 

‘in-service training’, is another example of a sub-optimal division of labor in 

the education sector. Four agencies are currently delivering services to 

teachers in this area: the Ministry, through its Quality Assurance and 

Standards Directorate, the Kenya Education Staff Institute (KESI), the 

Kenya Institute of Education (KIE) and the TSC. Although some of the 

training offered differs from organization to organization, there are also 

significant overlaps. The target population is often the same. Each 
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organization is responding to emerging issues with relatively little 

coordination. Simultaneously with these overlaps, while “everybody in the 

ministry and beyond is doing training” there is a functional gap: there is no 

single organizational home for teacher development in the education system 

and there is no leadership in this area.  

 

4.35 The functional area of general staff development – referring to all staff 

in the machinery that runs the system (all the ‘non-teachers’) – too calls for 

attention. KESI was established in 1988 as an entity distinct from the 

ministry to carry out the general staff development function for the Ministry. 

According to Legal Notice No. 565 of that year, KESI’s main functions were 

to identify the development needs of personnel involved in the 

administration and management of education and provide them with in-

service training. The law opened the door to KESI to become a professional, 

efficient and unitary organizational home for administrative and managerial 

staff development in the Ministry, but KESI missed this opportunity. The 

function remained highly fragmented and KESI has not yet become the lead 

entity in this area. By all accounts, KESI as an organization separate from 

the MOE could be much stronger. The level of respect from most 

directorates in the Ministry is not what it should be.  The following quotation 

from one Ministry officer illustrates how KESI is being perceived:   
 

“In the area of staff development we have a lot of undefined, ambiguous areas. We 
have conflicts and confrontations. We certainly need to realign. KESI is our center 
for training. It should come and convince us it can get somebody to train. The 
observation that everybody in the ministry is training is correct. But it is due to the 
weakness of KESI. We could do without KESI but we are stuck with it now that we 
continued to amplify its role in the Sessional Paper and in KESSP.  Why do we need 
KESI? Why are we moving it to a former teacher training college when there are so 
many good structures and facilities around and when its programs are mostly below 
35% utilization? There are many market providers for all kinds of training here. All 
our public universities are giving courses in education management.  Strathmore is 
attracting our Head teachers a lot more than KESI. So many institutes are training. 
This calls for fresh thinking, a fresh look at the role of KESI – not just as the 
coordinator.”  

 

Recommendation:  Ministry should pay closer attention to: a) the 

integration of KESSP within line functions, b) the optimality of the TSC as 

currently structured and the division of labor and loss of focus this implies, 
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c) the lack of a focused institution or wing of the Ministry that oversees 

teacher development, and d) the strengthening of KESI in the case of non-

teachers.  

 

4.36 Two additional capacity building measures need to be mentioned here: 

one relates to the division of labor within the MOE itself at head office and 

the other relates to the division of labor between the Ministry’s head office 

and its regional and district offices. In the first case, there is a need to 

complete the restructuring analysis and action at the Ministry’s head office, 

which started three years ago. At that time the Ministry reorganized at the 

top into five directorates, but it did not improve on the structure below the 

directors’ level. Key division-of-labor issues remain unresolved. As one 

director put it, “it is still not clear who is in charge of our DEOs in the field. 

Right now the person in charge is the director for higher education, not 

because his directorate is the best place for the management of the DEOs, but 

because the director there was seen as having the ability to take the extra 

work.”  Completion of the restructuring analysis and actual restructuring 

form one of the strategies in the Ministry’s Strategy Plan. Both are supposed 

to be completed by June 2007. The second capacity building measure is to 

do a vertical functional analysis that will determine in sufficient detail the 

extent of devolution from the national level to the districts and the schools.  

 

4.37 The need for these two measures was not discussed in the preceding 

paragraphs because they are already fully recognized by the Ministry and 

the necessary action is listed in its strategic plan.  

Human Resource Constraints 
4.38 Human resource constraints are analyzed in four areas: a) numbers of 

staff available, b) mix of skills and levels of competency that these staff have, 

c) their deployment, and d) their motivation.  

  

4.39 While number of staff is an issue, and has been brought up by 

respondents as an impediment or capacity constraint, it should be noted 
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that in the quantitative analysis carried out (see above) for this report, 

shortages in skills are also an important constraint at most levels of the 

system. Furthermore, there was little correlation between staffing levels and 

ability to perform certain indicator tasks. Nevertheless, there does seem to 

be an absolute shortage of staff, perhaps worst at the teaching level.  

 

The Number of Staff as a Constraint on Capacity 

4.40 The long-standing freeze on employment in the public sector in Kenya 

has taken the task of controlling size from the hands of the Ministry. It has 

resulted in a shortage of teachers in the schools as well as non-teaching 

staff in the MOE and all other agencies in the sector. Based on the norm of 

40:1 in primary schools (and a set of norms dependent on the curriculum 

offered for secondary schools), the shortage amounts to about 60,000 

primary school teachers and about 10,000 secondary school teachers (both 

figures taken from TSC’s Strategic Plan 2005-2010). On a school-by-school 

basis, the shortage is between one fourth and one third of the 

establishment.  

 

4.41 One of the ways in which this shortage shows up is in the time it 

takes to replace teachers. According to the interviewees, on average it is 

taking 9 months to replace a teacher. Increasing the number of teachers in 

the schools, it would seem, should take priority over increasing the number 

of staff in the machinery that runs the schools. It would most likely be wise 

to direct all funds that become available for the recruitment of staff be 

directed primarily into teaching.  

 

4.42 In allocating staff, given shortages, it seems prudent to make sure 

those smaller schools, and schools predominantly attended by the poor, are 

given priority. We saw in the analysis of district-level staff that poorer (and 

less densely populated) districts seem to get slightly more staff. The analysis 

could not be done at the level of schools for lack of school-specific poverty 

data. However, to the degree that it is possible, poorer schools, which cannot 

supplement lack of state-paid staff as easily, should be protected. Similarly 
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smaller schools, where the absence of just one teacher can make a large 

difference.   

 

4.43 The case of non-teaching staff in the system is more complicated. 

Shortages exist, and are critical, in some areas, but not necessarily in all. 

The shortages are much more serious in professional/technical areas and 

much less – if at all – in managerial, administrative, secretarial and other 

support areas. Most management positions are filled. There seems to be a 

tendency to fill them up from within the existing workforce and leave other 

positions vacant. The shortage seems to be more serious in the district 

offices then at head office. For example, there are no vacancies at all at the 

headquarters of the Quality Assurance and Standards Directorate in 

Nairobi, while in the districts 50% of all QASO positions are vacant. The 

shortage also seems to be more serious in weaker organizations than in 

stronger ones. For example, the shortage of staff in KIE is debilitating. The 

number of established positions for professionals is 395, but only 160, or 

40% are filled. The number of established positions for support staff is 408. 

Only 311, or 76%, are there.  In short, more attention should be paid to 

decentralizing staff positions.   

 

Staff skills as a capacity constraint 

4.44 The qualitative analysis confirms the findings of the survey: the issue 

is not just the number of staff needed to do a job, but the number of staff 

needed to do the job properly and in a timely manner. There is an 

interesting divergence of reporting on this, as noted elsewhere in this report. 

When asked point blank whether skills or numbers of staff are a bigger 

constraint, respondents at the district offices tend to respond that numbers 

are a bigger constraint. However, when queried as to whether staffs possess 

certain specific requisite skills, the opinions as to staff skills were fairly 

alarming in certain key areas.  

 

4.45 To take one example, financial management and accounting is still 

paper-based and manual in the Ministry. Currently, due to the work load 
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and the shortage of staff, all sorts of financial information are not attended 

to fast enough, financial transactions are not recorded fast enough, 

expenditure control is not happening in real time and financial statements 

are not provided to the users on time – whether to control expenditure well 

or to plan well. As the CFO says, “I don’t have real time information from 

schools. I am far from the information and I don’t have enough people to 

handle information. I don’t have full information to know, for example, how 

much to disburse.” As noted, at the district level, an astounding 90% or so of 

interviewees report a shortage of software skills in financial management.  

Numbers alone do not reflect the gravity of the shortage. Often the shortage 

results in a serious constraint not because there are not enough people, but 

because key people, technical and professional leaders are not there. As 

explained by the person in charge of the Policy and Planning Unit in the 

MOE: “This department is supposed to be headed by a chief economist… we 

still don’t have an economist. Yes, we are supposed to have 20 officers and 

right now we have only 6 and the volume of work is here to stay, but the lack 

of an economist is really an issue.”   

   

4.46 This is related to the issue of job descriptions. While job analyses have 

been done, these have not been as strong as they could have been, and have 

(perhaps in consequence) not been used as widely as they should. Many of 

the persons interviewed said that they were not sure if their job had been 

analyzed and if there was a job description for it. Some said they have never 

seen one; and a few said that they actually participated in the analysis of 

their jobs and the writing of the job descriptions.  

 

4.47 The important points to be made here are (a) that good job 

descriptions include a profile of the skills and competencies required on the 

job and (b) that they can be used for recruitment purposes: they help select 

the right people. This has not been the case in the education sector in 

Kenya. Most of the persons interviewed stated that recruitment and 

promotion into various positions were influenced in the past by 

considerations other than skills and merit and are based today mostly on 
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vague notions of the skills required. The following two quotations illustrate 

these two points:  
 
“I need to get a chance to select my officers. I need to say what competencies I 
require in a new person. We are given a person without looking at the skills. TSC 
and the Public Service Commission are looking only at formal qualification. Paper 
qualifications don’t tell the skills. I want quality. They are not giving me good 
service.”  
 
“Selection in the past suffered from all the ‘isms’: tribalism, favoritism, nepotism - all 
isms… loyalty was more important than merit. Now we are bearing the 
consequences.”      

 
4.48 The shortage of staff throughout the education system has led to the 

third factor: many members of staff are asked by their immediate, and even 

non-immediate, managers to provide help in areas that are outside their 

own job areas, in which they often have no training and no experience. The 

scope of this practice was surprising. Almost every person referred to it in 

the interviews said that the frequency of such requests is quite high and 

that the time spent on them is not insignificant. The following comment 

made represents this situation:  
 
“The hardest hit are my QASOs (the Quality Assurance and Standards Officers). 
They are playing two roles: they monitor and they also serve as the zonal Teacher 
Advisory Center (TAC) personnel, helping teachers pedagogically. This is a double 
duty, because the TAC officers have not been provided by the municipality. They 
have not enough time to give help and to do a fair job. Between the monitoring and 
the TAC job, they give more time to monitoring because they are being evaluated on 
this. I too am finding myself in a situation like this. About one third of my time is 
spent not on QA but on unplanned, ad hoc work coming from management. My 
manager has too few staff she can trust and is too busy.” Referring to this situation 
the manager said: “indeed we don’t have the required establishment, so we take the 
QA to help us here at HQ, e.g., in managing exams, and many other duties.” 

 

4.49 The MOE and the other organizations in the education sector have not 

done systematic skills’ needs analyses for training purposes in the past. 

Training in all of them has been based largely on ad-hoc offerings made by 

various training agencies and donor agencies, or on ad-hoc requests made 

by members of staff. A unanimous and sometimes emphatic consensus 

appeared in both the qualitative and quantitative with respect to the mix 

and level of skills in some areas and these areas are reported here.   
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4.50 Generally speaking, there was a consensus in all of the organizations 

interviewed that there are wide skills’ gaps and that they relate both to 

general management skills and specific job-related skills. In general 

management, the most important skills mentioned were in the areas of 

operational planning, project management, people management and 

communications. Narrower skill areas such as the use of computers for 

electronic mailing, searching for information on he internet, costing, 

budgeting and the writing of terms of reference and papers that go to higher 

level management were all mentioned by almost everybody in relation to 

these areas. These are all confirmed in the quantitative analysis.   

 

4.51 The need to upgrade job-related skills and competencies was 

emphasized by all of the organizations and units interviewed but, as 

expected, both the specific job areas and the severity of the situation differed 

from organization to organization and area to area. Skills in financial 

management were referred to by the CFO at the Ministry’s head office, as 

well as the district directors. Subject-matter knowledge and statistics to deal 

with figures were referred to by the Quality Assurance and Standards 

director at head office as well as in the districts. The most serious shortage 

of skills was found at the KIE. As stated by the director: “The people we get 

are classroom teachers, not curriculum specialists. They work with us and 

after so many years some of them become heads of divisions. They find it 

difficult to program work well and to give direction, because they have had no 

training over the last so many years. We don’t have even one PhD or one 

person with a MA degree in curriculum development.”  

 

Staff Motivation as a Constraint on Capacity  

4.52 Motivation is a silent killer. It influences greatly, but often 

imperceptibly, both utilization and efficiency. Motivated staffs are more fully 

utilized. They are not absent from work and they manage their time at work 

conscientiously and very well. They are also more efficient while at work 

because they look for better ways of doing what they need to do and they try 

harder. When the utilization of staff is high, other resources too are highly 
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utilized. Buildings, facilities, equipment and machinery don’t stand idle 

waiting for action. The reverse is true if staffs are not motivated. A high level 

of motivation is therefore crucial for increasing both labor productivity and 

the productivity of capital. No organization has a fully motivated workforce. 

In all organizations there will be highly motivated as well as unmotivated 

staff. Organizational performance is influenced one way or the other when a 

large number of employees are either motivated or de-motivated.  

 

4.53 The picture with respect to the motivation of staff in the MOE is mixed 

and somewhat confusing. High-level managers tend to think that the 

managers and staff under them are quite motivated, but the subordinate 

managers and staff say they are not quite as motivated. In two exercises that 

preceded this study district education managers and other Ministry officials 

were asked to rate the motivation of their staffs and their own motivation on 

a scale of 1 to 4. One represented very poor motivation and four represented 

very high motivation. In the first exercise, a large majority of the district 

education directors reported that both their staff and they themselves were 

rather poorly motivated. In the second exercise too the responses were 

predominantly in the range of 1 and 2. In the current exercise most high-

level managers at the Ministry’s Head Office and also at the TSC, KIE and 

KESI reported that their staffs (including the staff in the field, for the MOE 

and the TSC) are quite motivated.  

 

4.54 One manager explained the situation as follows: “there has been a 

recent increase in salaries in high-skill areas. High-level mangers were 

included in the high-skill areas. Their salaries went up; but a big gap was 

created between them and the middle level. They [the middle level officers] fill 

unmotivated.” The reasons for these differences in perception are not clear to 

us, but the difference does suggest that there is a disconnect between 

higher-level mangers and lower-level managers at head office and between 

managers at head office and managers and staff in the districts in this 

regard.    
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4.55 Perceptions of motivation aside, managers interviewed at the national 

level were able to identify the reasons why motivation is not as high as it 

could be. They attributed the reasons mainly to non-monetary working 

conditions, such as stagnation at work and no career path, poor working 

systems and tools, an extremely high workload and lack of skills to motivate 

people. Money is not an issue at senior and top levels, because salaries have 

been adjusted and are almost approaching market levels. As one director 

put it:  
 
“In my department they think they are overworked; they ask me why should I work 
more than others, when I am not paid for extra work. It is not just money. The work 
environment is de-motivating. Systems are still manual; documents move manually. 
Training me how to motivate my staff will not work unless I can provide first a better 
work environment.”  

 

Human Resources Constraints – Some suggestions 

4.56 There is not much that can be done with respect to the shortage of 

teachers, if the quality of instruction is to be improved, or even maintained. 

The only solution would be to recruit more teachers and post them in line 

with operational requirements and special factors such as those noted above 

in reference to the poorest communities and school size.   

 

4.57 As far as non-teachers are concerned, there are more alternatives for 

action and a combination of recruitment with system-wide reallocation or 

redeployment of staff is the most promising action.  While the allocation of 

total staff (say, at district level) seems to follow fairly reasonable patterns as 

related to enrollment, as noted in the quantitative analysis above, the 

allocation of staff specialties and the mix of staff does not seem so rational. 

As noted in the quantitative analysis, for example, the correlation between 

the numbers of filled clerk and non-clerk staff was only about 0.20. If one 

squares this number (to get the coefficient of determination), one gets the 

result that only 4% of the inter-district variation in clerk positions is driven 

by the inter-district variation in non-clerk positions. The correlation 

between, say, education officers and secretaries actually turned out to be 

negative (but very low). And there is almost no correlation between, say, 

statistical officers and any of the rest of the staff and/or enrollment. More 
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rationality in the allocation of resources by type of skill seems called for, 

even though the allocation of overall staff seems reasonably fair.  

  

4.58 To determine whether the shortage of non-teaching staff can be 

overcome by increased productivity, namely a change in the mix of 

resources, the Ministry needs to identify and pursue opportunities for the 

introduction of more technology into its systems. The most important 

technology to be introduced is computerization of systems and the most 

immediate and most important areas for the introduction of computerized 

systems at the Ministry today are the areas of general communications, 

financial management (including procurement and accounting) and 

personnel management.   

 

4.59 The introduction of wide area intranet as the main tool of 

communication within the Ministry and between it and all the regional and 

district offices will save both managers and staff much time, freeing them to 

deal with an increasing load of work and reducing the need for more people. 

Computerization in financial management and personnel management can 

significantly reduce the number of staff needed in these areas, since all the 

financial systems are still paper-based. It is therefore recommended 

generally that the Ministry attach the highest priority to the introduction of 

technology into its work processes.  

 

4.60 More specifically, it is recommended that the ministry (a) proceed as 

fast as possible with the switch into intranet communication, (b) explore 

ways to speed up the implementation of a computerized financial 

management system being introduced by the Ministry of Finance in its own 

directorate of finance, (c) start activities to computerize its internal 

personnel management system and ensure that the TSC fully computerize 

its system countrywide, and (d) commission a study aimed at identifying 

additional areas of work where the introduction of technology can change 

the required mix of resources and reduce the number of staff required to 

carry out its work at the required standards and time.  
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4.61 There are two key strategies to address constraints related to the 

skills’ shortages: to recruit people who will have the requisite skills and 

competencies at entry and to train people on the job. The better the profile of 

new staff at entry, the less will be the cost of bringing new staff up to 

standard. Nevertheless, no organization can do away with the need to train 

just because its recruitment practices are optimal. On the job and off the job 

training should be provided by organizations to their staff from entry to exit.   

 

4.62 The starting point both for recruitment and for training is job analysis. 

Such a job analysis should of course determine the mix of skills and levels 

of competency that a jobholder needs to have in carrying out the job. But it 

should also assess the efficiency with which the job is done and to suggest 

better ways of doing it. Effective job descriptions should include detailed 

profiles of the desired skills, knowledge and, when necessary, attitudes of 

the jobholders. Such profiles serve as the basis for the selection of 

candidates for employment. They are also the starting point for well-planned 

training. With such analysis in hand, the next step will be to the skills 

profiles in them with the actual skills possessed by its staff and determine 

the skills’ gaps. While the quantitative part of this survey is a step in the 

right direction, the next analytical steps need to be taken internally by the 

Ministry.   

 

4.63 As indicated earlier, much of the training done in the ministry and all 

other agencies in the education sector in Kenya so far is not based on such 

a systematic and technically sound procedure. One reason behind this 

problem is the well-known institutional weakness at KESI, which the 

Ministry is trying to remedy. The size and urgency of the task, however, 

appear to be underestimated. The sector should really embark on a major 

crash program to build up KESI’s capacity and strengthen it management. If 

this cannot be done, then the Ministry should consider whether this 

function should not be re-absorbed by the Ministry, so that a strong 

program in non-teacher staff training can finally be developed. The task is 



 

  88 

too important to continue to be neglected. At the same time, the Ministry 

should initiate the job analysis activity for all key jobs, produce the job 

descriptions for these jobs, and further specificity the skills’ gaps in them 

and develop the training programs. With such analysis in hand, and a 

strengthened KESI or other central institution available, the issue of skills 

shortages could be addressed.   

 

4.64 Finally, the low motivation of staff must be addressed, but before it 

can be addressed, management needs to recognize that it is a problem. This 

is a challenge to many managers, because motivation is a silent factor. It is 

often not visible and usually not admitted by de-motivated staff openly to 

their superiors. As discussed above, managers tend to think that members 

of staff in the Ministry are motivated, but the indications from staff do not 

confirm this thinking. It is recommended therefore that the ministry conduct 

a staff opinion survey to establish, among others, the level of motivation 

and, if it is low, help identify the causes of it. Such an opinion survey could 

be used to gauge many other factors that affect utilization and efficiency in 

the system and to solicit innovative ideas on how to improve productivity. 

Moreover, such a survey can be done periodically (say, once a year) and the 

results can be used to identify trends in each of the factors assessed.   

 

4.65 Assuming that the information obtained in the interviews is correct, 

the main reasons for the low level of motivation in the ministry fall into the 

category of non-monetary ‘working conditions’: stagnation at work and no 

career path, poor working systems and tools, an extremely high work load 

and lack of skills to motivate people. Each of these conditions can be 

addressed or is already beginning to be addressed. The stagnation at work 

and the lack of career paths can be addressed by developing a few 

prototypes of career paths and introducing policies that encourage 

movement and rotation. A change in organization culture, which needs to be 

worked at for other reasons as well, can also help. The weight of values such 

as seniority and loyalty in the appointment and promotion of staff must 

diminish in favor of values such as youth and merit.  
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4.66 The poor working systems and tools are going to be addressed in the 

context of computerization and the introduction of related hardware and 

software into the ministry’s operations. These will hopefully also alleviate the 

problem of extremely high workload. The only remaining factor that needs to 

be addressed is the inadequate motivational skills that managers have and 

use with their staffs. This can be addressed in the context of management 

training, where an important module should focus both on the theory of 

motivation and on tested and tried motivational techniques.  

Management Practices as Constraints in the Education 
Sector 
The Constraining Power of Procedures and Processes  

4.67 The information gathered in this study indicates that many 

procedures in the ministry and the TSC are too time-consuming and costly. 

They slow down action and they also make it difficult to hold people who 

depend on them accountable. Many managers claim that their ability to 

implement planned activities is greatly constrained by these procedures and 

the cases of unspent budgetary allocations are often the result of procedural 

holdups. When asked for examples of lengthy and costly procedures all 

responded almost in unison that ‘approvals’ take too long. Specific examples 

mentioned by them included HR-related procedures, such as recruitment 

(recall our quantitative survey evidence that it takes 9 months to replace a 

teacher), appointment and promotion procedures, procurement procedures, 

payment procedures, the procedure to add a new teacher or non-teaching 

staff member to the payroll, and the procedure to issue an Authorization to 

Incur Expenditure (AIEs). This all coincides with the quantitative 

information gathered in the survey.  

 

4.68 One-way to address constraints that result from lengthy and costly 

procedures is to conduct process analysis exercises, determine where the 

hold-ups are, and re-design the procedures. Process analysis is one of the 

central activities in all productivity improvement programs. Its first objective 

is to determine whether there should be a standard procedure in the area 

concerned in the first place. Organizations often find that the conditions, 
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which required a standard procedure in the past is no longer there and that, 

the specific procedure – still there through bureaucratic inertia – can be 

done away with. If a standard procedure is still required, the next objectives 

are (a) to reduce the number of steps and the number of stops in the 

process, (b) to reduce the volume of information required, and (c) to simplify 

decision-making in each step. In many cases it is possible to reduce the 

length of time and the costs involved quite significantly, without any 

reduction—in fact with an increase—in accountability.  It is recommended 

therefore that the MOE identify all key standard procedures that are 

currently in force in its operations and conduct the process analyses for 

them.   

 

4.69 Admittedly, many standard procedures are general civil service 

procedures and may not be changed by the MOE, but others are fully within 

the jurisdiction of the ministry. One place to start would be with some of the 

procedures that our respondents identify as taking too long.  The excuse 

that the chain of approval is necessary for accountability should be 

particularly critically examined, as it is possible that too long a chain of 

approvals actually reduces accountability. Other options, such as more 

horizontal accountability, and accountability for results rather than 

procedure, should be examined in every case where instinct says “but if we 

eliminate approval step X, we will lose accountability.” Creative solutions for 

increasing speed while holding accountability constant should be sought.   

 

Insufficient Operational Planning  

4.70 Substantial planning activities are carried out in all organizations in 

the Kenyan education sector and at all levels in these organizations. These 

activities are concentrated around three types of planning: multi-year 

strategic planning - represented by the Ministry’s Strategic Plan for 2006 – 

2011 and the TSC’s Strategic Plan for 2005 – 2010 – three year rolling 

budget planning based on MTEF and annual budget planning.  Yet, the 

degree of operational planning is quite limited. Operational plans are 

detailed plans that spell out all the steps in an operation, determine start 
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times and end times for each step and assess human, financial and physical 

resources required for each. While arranging the steps in a logical sequence, 

they identify opportunities for parallel action to help save time and they 

mark dependencies – steps where the action cannot start before other 

actions are completed. Often they also identify the critical paths in the 

operation, determining the completion of which steps on time is critical to 

the completion of the whole operation on time. They are particularly useful 

for the design and monitoring of projects. Good operational planning is a key 

ingredient of absorptive capacity. The absence of operational plans means 

that neither the time required for project implementation nor the costs of 

implementation are well calculated. It results in unrealistic expectations, 

unrealistic budget plans and an inability to absorb allocated funds 

efficiently and in line with original intentions.  

 

4.71 The situation on the ground in the Kenyan education system seems to 

fit the results described above. As one manager put it, “we don’t plan that 

way; we rarely use unit costs; in our planning and budgeting a lot of gross 

approximations come to pass by - both as to time and as to cost.” The lack of 

operational planning in the system is creating under-spending, over-

spending and delayed action. On one hand, the gross approximations of 

implementation time, which do not take into account absorptive capacity, 

result in under-spending. “The annual June-July rush to buy and spend is 

there so that we don’t let the money go back to Treasury.” Nevertheless, 

money is often returned to Treasury because implementation did not 

proceed on time. On the other hand, the gross approximations of 

implementation cost, which are not based on a good assessment of the 

resources needed and good costing techniques, result in over-spending. 

Much more money is needed. Indeed, there are indications that this is often 

the situation in the education sector.   

 

4.72 There is only one-way to deal with capacity constraints that result 

from lack of operational planning: introduce this form of planning into all 

organizations and insist on its use. There are different types of operational 
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plans and different methods to go through the planning process. To 

introduce operational planning the Ministry will have to select a method and 

train all managers at its use.  

 

Operating Norms and Standards in the Education Sector 

4.73 Operational norms are important tools for two key management tasks: 

(a) resource allocation and (b) the setting of performance targets. Resource 

allocation here refers not only to budget but also to personnel, physical 

facilities, furniture and equipment, information, and services. Moreover, the 

lack of norms and standards that are based on operational requirements 

makes it difficult, if not impossible, to maintain equity in the provision of 

inputs and eventually in service delivery. As we noted in the quantitative 

analysis, while the overall allocation of staff resources at district level does 

bear some relationship to enrollment (rather well, for a developing country), 

the internal lack of correlation between staff resources suggests that staff 

mixes relative to each type of staff are not very rational.  One interesting 

possible reason for this is the shortage of staff in itself.  If staff are at severe 

shortage, a rule of thumb such as “only one officer of type x per district.”  

This then violates an operational norm that suggests that staffing should be 

reasonably proportionate to enrollment, or that numbers in a certain 

category of staff should be correlated to staff in other categories. This is 

most likely the case with, say, EMIS staff.   

 

4.74 Budgets in the education system of Kenya are not yet determined on 

the basis of clear, well-estimated operational requirements. The budget of 

the TSC, whose sole role is to provide teachers to the system, is not 

determined on the basis of a unit cost, such as providing one teacher, or a 

set of unit costs, such as the cost of recruiting one teacher into the system, 

‘maintaining’ the teacher in the system, or exiting the teacher from it. The 

budget of KESI is not determined by multiplying the unit cost of having one 

trainee in training for one day by the number of trainee-days it will deliver in 

the budget year. The budget of KIE is not determined by multiplying a unit 

cost for the production, or revision, of one syllabus by the number of syllabi 
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to be produced or revised in the budget year. The budgets of district 

education offices do not take into account factors such as enrolment, 

geographical size, urban/rural characteristic, etc. All budgets in the system 

are probably below operational requirements, but the lack of operationally 

based norms results also in unjustifiable differences among organizations 

and units, in whatever funds are provided.  

 

4.75 The level of frustration detected in the interviews with respect to this 

matter was quite high. The following statement, made by a TSC manager, 

reflects this frustration:   
 

“We spend 5.7 b. a month on teachers. We get 300 m. to cover operational costs. 
This is about 0.05% of the budget we administer. The MOE gets an operating budget 
of 12% of the budget it administers. I don’t know of any norm or principle guiding 
this resource allocation. Do we need to have a unit cost for dealing with one 
teacher? Surely we do. Do we need to link it to budgeting? Of course we do.” 

 

4.76 The lack of norms that are based on operational requirements in the 

education system characterizes not only financial resources. Other 

resources, such as people, physical facilities and equipment, too are often 

not provided based on guiding formulas linking quantities and specifications 

to work requirements. There are no minimum standards for the design and 

provision of physical facilities in ECD centers and no standard lists of 

resources that should be found in Teacher Advisory Centers (TACs), for 

example. At district level, officers are complaining that District Education 

Offices are often treated, by default, as if they were operating in identical 

physical, geographic and demographic conditions. “When we get vehicles, 

every district gets one; my allocation for fuel has no relationship to the 

distances my QASOs have to travel to reach all the schools; now that we are 

getting computers every district is getting five computers. It does not matter 

that I run a much larger operation here and need eight of them…” Again, this 

could have something to do with shortages: if there are extreme shortages, 

and there is a sense of a minimum level, then everyone gets the minimum 

level.  Kenya needs to seriously examine the optimality of this behavior.   
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4.77 As indicated above, norms are designed also for two additional 

purposes: (a) to help set realistic performance standards and (b) to help 

maintain equity in the setting of performance goals for organizational units 

and for people who are performing the same job either in multiple locations 

or in one. Such norms are not visions expressing some desired standard for 

the future. Because they are used to assess performance at present, they 

have to be realistic. High norms, which stretch the ability and resolve of 

people – but are realistic – are good; unrealistically high norms are not – 

they constrain capacity. They demoralize people, or teach them that there is 

no need to do everything prescribed by Management. Low norms are never 

good. They result in unutilized capacity and lax atmosphere. Also, once put 

in place, all performance norms must not be too flexible and must not allow 

managers in different locations wide discretion. Some flexibility and 

discretion are needed, but wide flexibility and discretion render the norms 

useless as tools to ensure equity of treatment.  

 

4.78 As is the case with operational planning, there is only one way to 

respond to the lack of norms and standards: to develop and introduce them. 

The idea is not necessarily to have norms and standards for everything. The 

Ministry can identify the most important areas were the existence of norms 

and standards can make a big difference and focus on them.  

 

4.79 In the case of resource allocation, as noted, there is a tension between 

allocating on the basis of proportions and on the basis of fixed minima. In 

the case of an absolute shortage, where each district can only have one unit 

of a certain resource (which seems to be the case of EMIS officers) then one 

may have to give up the proportionality approach. But in many other cases 

it seems that one could use a ratio approach. It would be hard to justify, for 

example, having 5 computers in each district, even if some districts are 10 

times are large as other districts.   

 

4.80 In the case of labor mixes, we saw that the correlation between clerks 

and other non-clerk staff was only 0.2.  Since there does not seem a need to 
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allocate only one clerk per district, one would have to wonder why the 

correlation is so low. In short, in a few limited cases simple allocation of 

minima, equal for all, might have to be tolerated. But in the majority of 

cases a stronger proportionality to enrollment and amongst categories of 

staff (in the case of staff) and equipment to staff, in the case of equipment, 

should be respected. Of course, when it comes to schools, and as already 

noted, some fixed cost element should be part of the resource norms, to 

protect smaller schools. In addition, an allowance could be made for poverty, 

as poorer regions and schools require that the state make up for the 

deficiencies in the social environment.   

 

4.81 The mechanism of minimum standards is recommended because it 

helps prevent both haphazard and inequitable resource allocation, but as far 

as equity is concerned the mechanism is sometimes in conflict with the 

objective of excellence and ideas such as ‘magnet schools.’ It is the 

Ministry’s choice whether or not to have in the system certain facilities that 

will benefit from ideal, rather than minimum standards, in order to serve as 

models or centers of excellence. However, even in this case both the 

minimum and the ideal standards should be based on operational 

requirements and the allocation of resources must not be de-linked from 

such requirements.  
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CHAPTER FIVE 
 
5.0 ADDITIONAL DIMENSIONS OF THE CAPACITY 

ASSESSMENT SURVEY 

Staffing Issues: fairness and efficiency 
5.1 Given the importance of staffing as a capacity issue, and given that at 

least at various levels of the system the lack of staffing is cited by 

respondents as a key constraint, our analysis turns next to trying to throw 

some light on the issue of staffing allocation: how fair or efficient is it, and 

does it seem to explain performance?   

 

5.2 First, allocations seem quite fair and rational for a developing country. 

We were able to use the KEMACA data to get a count of all relatively 

important staff numbers at districts, namely Education Officers, QASOs, 

Staffing Officers, and Officers in charge of statistics/EMIS, TAC Tutors, and 

Clerks. While this does not exhaust the possible list of staff categories, it 

gives one a good idea of the numbers of key staffing categories. We then 

were able to correlate numbers of staff by district to enrollment data by 

district.   

 

5.3 Unfortunately we were able to get fully processed district data for both 

primary and secondary enrollment only far back as 2003.7  Fortunately, 

through personal communication we were able to get preliminary data for 

the primary level for 2006. We checked the inter-district correlation between 

the primary enrollment data for 2006 and the total enrollment data for 2003 

and found it was a very high 0.96.  This means that while the system is 

obviously growing, it is growing in such a way that the parts of the system 

all bear the same relationship to each other as in 2003.  Thus, the 

                                                 
7 Data for 2003 as at http://www.education.go.ke/Statistics/PublicPriGrossEnrolByGendAndDist.pdf, 
and http://www.education.go.ke/Statistics/PublicPriGrossEnrolByGendAndDist.pdf , accessed 6-23-
2007.  Data for 2006 facilitated through personal communication, Charles Obiero, 4 July 2007. 
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conclusions derived from a correlational analysis using the 2003 enrollment 

data are valid.   

 

5.4 The correlation between enrollment and staffing, as depicted in Figure 

1, was 0.72—very high for a developing country, signaling considerable 

rationality in the allocation of staffing resources. One element of irrationality 

seems to be the relatively low correlation between clerks and non-clerk 

professional staff, as this was a low 0.19. Table 1 shows the correlations 

between staffing levels of various types of staff, and of all staff with 

enrollment, with correlations higher than 0.40 marked in grey.8 The label 

“Prof Staff” refers to all staff other than Clerks, Secretaries, and Drivers.  As 

noted above the correlation between professional staff and enrollment was 

quite high.  But the correlations between all professional staff and Clerks 

was a low 0.19.  Similarly with secretaries and drivers.  Interestingly, there 

is a nucleus of good correlations amongst the “non-professional” staff, 

namely Clerks, Secretaries, and Drivers, but not between those and the 

“professional” staff. The correlations amongst (or internal to) the professional 

staff categories are also not generally high.    

 

Table 1:  Correlations between staff numbers at district level 

 
Ed 
Officers QASOs 

Staff 
Officers 

EMIS 
Officers 

TAC 
Tutors Clerks 

Secre-
taries Drivers 

Prof 
Staff 

Enrol-
ment 

Ed Officers 1.00          

QASOs 0.52 1.00         

Staff Officers 0.05 0.02 1.00        

EMIS Officers -0.03 0.05 -0.07 1.00       

TAC Tutors 0.55 0.44 0.03 -0.11 1.00      

Clerks 0.03 0.26 -0.17 -0.07 0.14 1.00     

Secretaries -0.13 0.01 -0.17 -0.05 -0.10 0.76 1.00    

Drivers -0.18 -0.03 -0.19 -0.04 -0.08 0.62 0.89 1.00   

Prof Staff 0.73 0.77 0.06 0.01 0.89 0.19 -0.09 -0.10 1.00  

Enrollment 0.50 0.52 -0.02 -0.02 0.68 0.28 0.11 0.08 0.72 1.00 
Source: calculated by the authors from the KEMACA survey 

 

                                                 
8 Though with a sample as large as this correlations above approximately 0.25 are statistically 
significant at the p<0.05 level or better, we have chosen a more conventional “substantive” 
significance level of 0.40.  Recall that in a bivariate relationship the simple correlation is the same 
thing as the “effect size.”  Thus, a correlation of 0.40 implies that a change of 1 standard deviation in 
one variable is associated with a change of 0.4 standard deviations in the other variable.  That’s fairly 
large. 
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5.5 Not only are staffing allocations relatively well correlated with 

enrollment, but staffing is also pro-poor, albeit timidly so, and, as we shall 

see, probably a little more by accident than by design.   

 
Figure 1:  Enrollment and staffing 
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Figure 2:  Equity in distribution of district-level staffing resources 
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5.6 Using data from Kenya’s poverty map, we were able to assign a 

poverty ranking to each district, sort by enrollment, and derive the 

cumulative proportions of enrollment sorted by poverty level, as well as the 

cumulative proportion of staffing. This allows us to portray the Lorenz curve 

depicted in Figure 2.  The line of perfect equality is the solid diagonal.  The 

actual allocation in Kenya is the dotted line above the diagonal.  Since the 

actual allocation is above the equality line, the poorer districts get more 

district staff per student than the better-off districts. It is noteworthy, 

however, that this is produced by a fairly marked concentration of staff 

amongst the very poorest, namely the poorest 10% of the enrollment.  This 

is concentrated in districts such as Turkana, Marsabit, Mandera, and Wajir.  

 

5.7 Indeed, the districts with the poorest 10% of the population get 15% of 

the district-level staff.  But these districts are not only poor: they are also 

very sparsely populated.  It is typical of many countries to have higher 

staffing concentrations, per student, in areas that are under-populated.  

That is indeed the case here.  In the districts carrying the poorest 10% of the 

students, the ratio of enrollment to district staff (staff as measured and 

defined within the KEMACA survey) was about 2100 to 1 using our 

enrollment data.  In the case of the districts holding the richest 10% of the 

students, this ratio was 3724 to 1. In that sense it may be that the 

progressive nature of staff distribution in Kenya responds more to the fact 

that the poorest live in areas of low population density, and that staffing is 

in general fairly rational (and thus districts get some staff regardless of how 

large they are, since there are “fixed costs” in running a district) rather than 

to a consciously progressive allocation policy per se. Nonetheless, it is a 

significant and positive fact, which distinguishes Kenya from many other 

developing countries, where the rich typically have higher staff 

complements.   

 

5.8 Now, this would be all the more positive if staffing were related to 

performance. Unfortunately this is not the case. We have correlated staffing 

intensity against performance indicators. The results, shown in Table 2, are 
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very low, and suggest that the system does not yet know how to get “juice” 

out of its staff, perhaps because of the lack of standards or because of the 

lack of skills, most likely both, thus reinforcing the two key messages of this 

study: skilling and standards are needed.  (If skills are more of a constraint 

than numbers, as this report generally argues, then the distribution of staff 

intensity would not be expected to be correlated with actual performance). In 

Table 2, the concept of staff intensity refers to numbers of district level 

professional staff divided by enrollment.    

 

Table 2:  Correlations between staff numbers (or intensity) and objective performance 
Performance indicator (district level) Correlation 
Percentage of schools to be audited (backlog) 0.23
If yes what is the percentage of schools you have received feedback as a ratio of 
those you provided support?  0.22
How long does it take to receive Authority to Incur Expenditure from the MOE 
Headquarters? 0.18
What percentage of procurement made is completed within a specified time -0.16
How often are staff performance reviews conducted? 0.13
Percentage of schools audited -0.12
What is the duration taken by the District Education Office to answer certain 
routine requests or queries from schools? 0.12
How long does it take to approve a transfer of a Primary School Teacher within 
the District? -0.09
How long does it take for the QAO to respond to the school’s request for 
assistance with respect to an instructional problem? 0.08
What is the duration taken by the District Education Office to answer queries on 
FPE grants delay? -0.08
How long does it take to replace a Primary School Teacher who has been 
transferred? -0.07
How many times per year do QAOs visit each school? -0.06
How long does it take to prepare Annual Budget Estimate? (Number of months: 
If less than a month use fraction of months (1 week = .25 months) 0.05
Do you ask the Schools to give you feedback on the support you provide?  -0.04
How long does it take for the TSC. to get an employee into the payroll system 
and paid? -0.04
Percentage of school questionnaires returned from TSC -0.02
How long does it take for the MOE to get an employee into the payroll system 
and paid? 0.01
How long does it take to replace a Primary School Teacher who has retired? 0.00
Percentage of schools that received inspection audit 0.00
Source: calculated by the authors from the KEMACA survey 

 

5.9 As noted, the correlations are very low.  Now, it is true that for some of 

these tasks the “bottleneck” would not be at the district level, or not only at 

the district level.  Such would be the case with, say, getting staff onto 

payroll, or executing a transfer—at least part of the bottleneck is surely at a 
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level higher than the Districts, perhaps the TSC or the Ministry itself.  (But 

even then, one has to admit that “lower” levels in systems tend to complain 

of bureaucratic slowness at levels above them in the system, when the 

problem is, sometimes, that the lower level does not plan or does not 

execute the bureaucratic steps well enough. On the other hand, sometimes 

the bureaucratic steps are too convoluted. This study did not have the 

resources to carry out a serious process engineering study of every 

bureaucratic procedure. We hope, however, that the findings motivate 

further such analysis). That being said, it is clear that there is very little 

correlation between staffing intensity and performance ability.   

 

5.10 For a sample of our size, a correlation of about 0.25 would be 

reasonable just to establish mere “statistical” significance to the correlation. 

To establish some “substantive” significance to a correlation we should get 

about 0.35 or 0.40.  Yet the highest correlation in Table 2 is 0.23, and the 

average of (the absolute value of) all the correlations is only 0.09.  Worse, 

many of these correlations go the wrong way.  Thus, for example, the 

correlation between the size of the backlog of schools to be inspected and 

the staff intensity of the district is 0.23: the highest correlation in the table.  

This means that the more staff, the greater the backlog. We would not be so 

cynical as to suggest that there is a Parkinson’s Law effect at work here. 

Most likely it is simply a random phenomenon to which no significance 

should be attached. If we think in terms of the square of the correlations 

(the coefficient of determination), the highest one is about 0.06, and the 

average is only 0.01.  All very low.   

 

5.11 In short, staffing intensity does not seem to explain much variation in 

performance. This supports the claim made throughout this report that 

standards-setting and dissemination, holding staff to standard, and helping 

staff perform to standard through skilling or capacity development 

(“standards, accountability, and support”), are all likely more important 

than sheer numbers, if performance is to be improved.  
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Data on “objective” performance indicators: assessed levels 
and possible benchmarking procedures 
 

Data from the KEMACA survey 

5.12 Our study sought to evaluate not only self-assessed proficiency or 

skills, but also reported performance on certain “objective” indicators.  In 

fact, in section 0, above, we have already used these “objective” indicators to 

establish the fact that staffing intensity is not very correlated with 

“objective” performance.  We noted that a likely problem in Kenya, as in 

many developing countries, is the lack of clarity as to standards of 

performance, and therefore the need to establish better standards and 

“service charters.”  However, in that section we did not show the current 

levels of the various “objective indicators” we used, nor did we suggest 

possible methodology to benchmark such indicators.  In this section we 

delve into the actual levels of these “objective” performance indicators and 

suggest some possible ways to benchmark.  

 

5.13 For assessing “objective” performance we simply asked actors how 

long certain tasks took, or how frequently they were performed.  Naturally, 

in a survey of this nature the veracity of these responses cannot be 

confirmed, as to track the issuance of a certain request, say, and see how 

long it takes to carry it out, would have been impossible, given time and cost 

constraints.  Nonetheless, the exercise does show some interesting results, 

and, below, also shows how one can proceed to benchmarks or set 

performance standards.  

 

5.14 Table 3 shows provincial responses. It would appear that provincial 

performance is relatively sound across most indicators. In any case, the 

sample is too small, by definition, to allow robust conclusions. One 

worrisome performance indicator is the amount of time it takes to transfer 

teachers: 3.4 months, on average.    
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Table 3.  Provincial level response on certain performance indicators 

Provincial level response on certain performance indicators 
Average 

response

i) Districts 
6.6

How long does it 
take for the 
following to 
respond to ad hoc 
data request? (in 
days) 

ii) Schools 
5

How often does your staff provide Audit Inspection Support to schools? (per 
year) 5.9
How often is staff performance review carried out? 1.6
How long does it take for a transfer of a secondary school teacher request to 
be effected? (months) 3.4
How long does it take the Provincial Education Office to answer routine 
requests or queries from schools? (days) 8.8
Source: calculated by the authors from the KEMACA survey  

 

5.15 Table 4 shows the results for the district level. Some indicators are a 

cause for concern. The on-time response rate for questionnaires is a little 

low.  The backlog on school audits is very high. Of course, this is a concern 

only if such audits are deemed of real importance; if not, then concentrating 

on this aspect could be a nuisance. There are other indicators of real 

concern. The delay in budget release, at 3.1 months, is a concern. The 

amount of time taken to replace retired or transferred teachers, at 3.7 and 

9.1 months respectively, would appear to be a real performance problem.  

The fact that districts self-admit to taking 1.5 months to answer routine 

queries from schools suggests either lack of staff, lack of experience and 

skills, or unrealistic routines and work procedures.  

 

5.16 Regardless of staff numbers and skills, if there is no procedure for 

limiting the numbers of frivolous requests from schools, or if school staff are 

under-trained at sorting out their own problems, district staff will tend to be 

overwhelmed—and a response time of 1.5 months, on average, for routine 

requests, suggests district staff are overwhelmed, for whatever reasons.  

Finally, taking 2.4 (MOE) to 2.9 (TSC) months, on average, to process a new 

employee into payroll, seems too high.  Note that some of these are of course 

not performance problems originating at the district level.  Some of them are 

performance problems as perceived at the district level.   
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Table 4:  District level response on certain performance indicators 

District level response on certain performance indicator 
Average 
response 

What percentage of schools submit TSC data on time? 84.3
i) MOE Headquarters 82.4On average what 

percentage of school 
questionnaires from the 
following levels is 
returned?  ii) TSC 85.8

i) The percentage of schools audited?   
 73.8
ii) Percentage of schools to be audited (backlog)?   32.5

On average, how would 
you rate the following?  
(Indicated in 
percentages) iii) The percentage of schools that received 

inspection audit 52.0
How much was the delay in budget release during the last year (Number of 
months: If less than a month use fraction of months (1 week = .25 months) 3.1
How long does it take to prepare Annual Budget Estimate? (Number of 
months: if less than a month use fraction of months (1 week = .25 months) 1.2
What percentage of procurements are completed within a specified time 58.1
How long does it take to receive Authority to Incur Expenditure from the 
MOE Headquarters? (Number of months: If less than a month use fraction of 
months (1 week = .25 months) 2
How often do the District Auditors visit schools to support financial 
accounting? (Number of times per year) 4.1
How often are staff performance reviews conducted? (Number of times per 
year) 2.7

i) TSC 2.9How long does it take for 
the […] to get an 
employee into the payroll 
system and paid? 
(Number of months: if 
less than a month use 
fraction of months (1 
week = .25 months) 

ii) MOE 2.4

How long does it take to replace a Primary School Teacher who has retired? 
(Number of months) 9.1
How long does it take to replace a Primary School Teacher who has been 
transferred? 
(Number of months) 3.7
How many times per year do QAOs visit each school? 2
What is the duration taken by the District Education Office to answer 
certain routine requests or queries from schools? (Number of months) 1.5
What is the duration taken by the District Education Office to answer 
queries on FPE grants delay? (Number of months) 0.8
How long does it take for the QAO to respond to the school’s request for 
assistance with respect to an instructional problem? (Number of weeks) 1.1
Do you ask the Schools to give you feedback on the support you provide? 
(Yes/No where 1 is Not at All and 4 is Always) 3.4
If YES above, state the percentage of those schools that you have received 
feedback from after you had provided your support (percentage of total 
schools that you’ve received the feedback from)?  55
Source: calculated by the authors from the KEMACA survey. 
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5.17 Table 5 shows responses for Head teachers. Compared to other 

developing countries, some of these responses are really rather good, and 

Kenya ought to be congratulated on this score.  For example, schools really 

do get visits from inspectors and quality assurance officers. In many other 

countries, there are huge swathes of schools that are never visited, or visited 

only every few years. In Kenya, we can see that various inspectors visit 

schools with a relatively good frequency.  Whether this is high enough to 

match Kenya’s own standards and image of herself, is up to policy. But 

these standards are objectively fairly high in terms of developing country 

comparisons.  One area of support that draws attention for its low level, and 

this is consistent with other findings, is the relatively low level of support 

received from outside the school for SMC/BOG issues: less than 1 support 

episode per year.   

 

5.18 However, Head teachers do not think so highly of the skills of those 

who visit them. On the survey scale of 1 to 4, they were rated only at the 

mid-point of the scale, on average, or 2.5.  As we can see throughout this 

report, the issue of numbers versus skills is a recurring one. Many 

respondents to the survey claim, when asked point-blank, that numbers of 

staff tend to be a serious problem. But when also asked about skills, an 

indirect comparison (say, between the number of visits and the skills levels 

of those doing the visits) suggests that skills can often be a worse problem 

than numbers. There is also something deficient about the way visits take 

place, or the spirit of the visits. When asked whether schools had, within the 

last 3 years, received a visit on the basis of a problem the school had 

reported, only some 23% said “yes.”9    

                                                 
9 This is a little hard to see because of the coding system used.  It is implicit in the response average 
of 1.7 to the question, where 1 is “no” and 4 is “yes.”  The mathematics work out to only 23% 
responding “yes.” 
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Table 5.  Head teacher response on certain performance indicators 

Head teacher response on certain performance indicator 
Average 

response
i) Head teacher inspections per week 2.7
ii) Zonal QASO inspections per term 1.6
iii) Divisional QASO inspections per year  1.9
iv) District QASO inspections per year  1.3
v) Provincial QASO inspections per year  0.5

How often do the following 
officers conduct supervision/ 
inspection in schools? 
 
 
 
 vi) National QASO inspections per year 0.3
In your view, how would you rate the supervision and support skills of the 
quality assurance officers?  (Scaled from 1 to 4 where 1 is Not at All and 4 is 
Always) 2.5
In your view, how would you rate the supervision and support skills of the 
TAC Tutor?  (Only for Primary Teachers) (Scaled from 1 to 4 where 1 is Not 
at All and 4 is Always) 2.8
In the last 3 years or since you came to this school (whichever is less), have 
you received a visit from a district official or other external Education 
official, in response to an administrative problem you were facing? (Scaled 
from 1 to 4 where 1 is Not at All and 4 is Always) 1.7
To what extent are the Inspection Assessment results used for improvement 
of teaching and learning? (Scaled from 1 to 4 where 1 is Not at All and 4 is 
Always) 2.7
How often does the divisional education officer provide support to you? 
(Number of times in a year)  2.3

i) Give advice on student order and 
discipline 0.7
ii) Give advice on student evaluation or 
assessment  1.1
iii) Offer management advice to the Head 
teacher 1.2
iv) Offer management advice to the 
SMC/BOG 0.7
v) Offer pedagogical advice to the teaching 
staff 0.9

Within the last year, how 
many times did your school 
receive an external inspection 
or support from the district 
level for the following:  

vi) Provide information on pedagogical 
innovation  0.9
 i) Schemes of work Per term 1.3How often do you review the 

following: iii) Lesson Plans Per term 8.5
How long does it take to receive feedback from the data submitted at the 
District Education Office? (Number of months) 1.1
In the last year, was your school audited?  (Yes/No response whereas 1 is 
Not at All and 4 is Always) 3.4
In the last year, was your school stocks audited? (Yes/No response whereas 
1 is Not at All and 4 is Always) 2.6
How long ago did the School Auditor visit your school to check on the 
soundness of your financial system? (Number of months) 10.1
Source: calculated by the authors from the KEMACA survey. 

 

5.19 So far we have been able to establish the levels of performance on 

some of the indicators, and we have found a mixed situation. The question 
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then arises as to what might be some useful benchmarks on these 

indicators? Or, at least, what might be useful ways to set such benchmarks.   

 

5.20 Two approaches are possible. If performance were correlated with 

poverty, one could take districts (or schools) that are relatively poor, yet are 

“outliers” in terms of levels of performance given their poverty. This is 

useful, as it provides answer to the complaint, if one sets a benchmark, 

typically coming form poorer districts, that “we cannot perform at that level, 

only rich districts can.”  A typical case is illustrated below, in Figure 3.   

 
Figure 3:  Benchmarking time-to-payroll on poverty 
 Correlation poverty and time to payroll 
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Source: calculated by authors from KEMACA survey data 
 

5.21 Districts that are relatively poor, say in the poorest 40%, yet have 

rather good performance, controlling for their poverty, are circled within the 

ellipse drawn in the graphic. A benchmark could then be established at, say, 

2.25 months (reading visually from the graphic presentation above). 

However, for this kind of benchmarking to work well, we feel the basic 

correlation between poverty and the performance indicator has to be fairly 

good.  If the correlation is bad (and in this case it is only 0.23) the procedure 



 

  108 

is not totally illegitimate, but one may as well use a simpler procedure that 

gives essentially the same results.10   

 

5.22 Since there is no real correlation between performance and poverty, if 

poorer districts complain “but we cannot reach that performance level, only 

rich districts can,” the response is not to say “but we can see that there are 

districts just as poor that do reach the benchmark and the benchmark is set 

at what the poor, but well-performing districts do” but simply to say “but 

there is no correlation between poverty and performance, so we have set 

performance at the level of the 75th percentile best performer.”    

 

5.23 What we have done, then, is to use a much simpler procedure, namely 

to take performance at the 75th percentile (for a process where a high level is 

good) or 25th percentile (for a process where a high level is not good). The 

results were as shown in Table 6. (The reader should note that there is no 

pretense here that the benchmarked indicators are those of most 

importance to the Ministry.  We are simply demonstrating a method, while of 

course choosing some key indicators. Should the Ministry wish to 

benchmark other indicators, the method can be the same.  While in Table 

10 we present a benchmarking example for the district level, in Annex 3 we 

also include the Head teacher level-benchmarking table).   

 

Table 6:  Benchmarking example: district performance indicators 
Performance Indicators  3rd or 1st quartile
What percentage of Schools submits TSC data on time? 81.7

i) MOE Headquarters 95.0On average what percentage of 
school questionnaires from the 
following levels is returned?  ii) TSC 98.0

i) The percentage of schools 
audited?   82.5
ii) Percentage of schools to be 
audited (the backlog)?   21.7

On average, how would you rate 
the following? (Percentage) 

iii) The percentage of schools 
that received inspection audit 65.0

During the last year, was there a delay in budget release? 2.0
How much was the delay (Number of months: If less than a month 2.0

                                                 
10 One may also argue that, technically, the procedure would even possibly be illegitimate, since, if the 
correlation is low, the “outliers” are not real outliers, as the confidence interval for predictions is very 
wide, and there are no real “out performers.”  In that case it may be best simply to benchmark on a 
reasonably good performer, say the performer at the 75th percentile, full stop. 
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use fraction of months (1 week = .25 months) 
How long does it take to prepare Annual Budget Estimate? 
(Number of months: If less than a month use fraction of months (1 
week = .25 months) 0.5
What percentage of procurement made is completed within a 
specified time 70.0
How long does it take to receive Authority to Incur Expenditure 
from the MOE Head Quarters? Number of months: If less than a 
month use fraction of months (1 week = .25 months 1.4
How often do the District Auditors visit schools to support financial 
accounting? (Number of times per year) 3.1
How often are staff performance reviews conducted? (Number of 
times per year) 2.9

i) TSC 2.4How long does it take for the........ 
to get an employee into the payroll 
system and paid? 
(Number of months: If less than a month 
use fraction of months (1 week = .25 
months) ii) MOE 1.8
How long does it take to replace a Primary School Teacher who has 
retired? (Number of months: If less than a month use fraction of months (1 week = 
.25 months) 6.2
How long does it take to replace a Primary School Teacher who has 
been transferred? (Number of months: If less than a month use fraction of 
months (1 week = .25 months) 1.3
How many times per year do QAOs visit each school? 1.3
What is the duration taken by the District Education Office to 
answer certain routine requests or queries from schools? Number of 
months:(if less than a month use a fraction of a month (.25= 1 week) 0.4
What is the duration taken by the District Education Office to 
answer queries on FPE grants delay? Number of months:(if less than a 
month use a fraction of a month (.25= 1 week) 0.25
How long does it take for the QAO to respond to the school’s 
request for assistance with respect to an instructional problem? 
Number of months:(if less than a month use a fraction of a month (.25= 1 week) 0.6
Do you ask the Schools to give you feedback on the support you 
provide? 4.0
If YES in I 22 above, what is the percentage of schools you have 
received feedback as a ratio of those you provided support? 67.5
Source: calculated by the authors from KEMACA survey  

 

5.24 Note the similarity between the payroll benchmark established in this 

way and the potentially more rigorous, but harder-to-explain correlational 

method based on poverty, discussed a few paragraphs above. Lest the reader 

think these are fairly low standards, the numbers should be compared to 

the actual averages. In many cases the benchmarked performance is twice 

as good as the average performance.  It makes sense not to start too 

ambitiously, and to move the goal posts later.  Starting to set benchmarks at 

the level of the 75th percentile of performance seems sensible, and we have 

demonstrated not only how to set those levels, but have illustrated what the 

levels would be, for some key indicators.  
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Capacities and the KCPE 
5.25 Aside from assessing the “objective” indicators internal to KEMACA, it 

seemed prudent to see how some of the capacity or skills issues might 

correlate with some objective indicator (or indicators) external to KEMACA.  

The one we have chosen is the district-wise performance on the KCPE.  One 

could have chosen access indicators such as the GER or NER at the district 

level, but it is difficult to use such indicators at levels as “small” or “low” as 

the district, and particularly if one is using disparate data sources (EMIS for 

the numerator, a population projection or analysis from a different source 

for the denominator), as the catchment area implicit in the numerator is not 

the same as the catchment area implicit in the denominator.  Since children 

cross boundaries to attend school, some districts will appear to have a GER 

or NER much lower than they really have, and others higher.  In any case, 

population analyses and projections based on such small jurisdictions are 

notoriously unreliable.   

 

5.26 Before launching into a discussion on the correlation between the 

KCPE and some of the KEMACA results, it is interesting to note some of the 

apparent statistical characteristics of the KCPE itself, and perhaps the 

correlation between the KCPE and some other, non-KEMACA, objective 

indicator. This is important in getting a sense of how much of the KCPE is in 

principle “explainable” in any case. There are some characteristics of the 

KCPE that are of interest, in this context. First, the fact that its range of 

variation is quite small, apparently, compared to other cases and countries. 

The inter-district coefficient of variation (the standard deviation over the 

mean) is only 0.07. To put this in “English,” the typical district varies from 

the average across all districts by only 7%.  To make some comparisons, we 

note that, using Kenya SACMEQ results as a case in point, the coefficient of 

variation in SACMEQ was 0.28: four times higher (See Table 7). (Recall that 

the coefficient of variation is relatively unit-independent, so the units of 

measurement do not matter.)  True, the SACMEQ coefficient applies to inter-

individual variation. One would expect inter-district variation to be lower 

than inter-individual variation.  In other countries the inter-district variation 
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is about ½ of the inter-individual variation. So, Kenya’s KCPE perhaps 

varies only about ½ as much as the SACMEQ results. When there is little 

variation, there is little variation to be explained.    

 

5.27 Nonetheless, one can try to see how the KCPE is correlated with some 

other non-KEMACA objective indicator, such as the poverty rate of the 

district.  This is an interesting factor.  The results are shown in Figure 4.  It 

is well known that socio-economic status is a powerful predictor of schooling 

results in most countries.  Figure 4 suggests that in Kenya poverty does not 

seem to explain very much of the variation in the KCPE: the correlation 

coefficient is only -0.11 (the higher the poverty, the lower the results, as 

would be expected: the sign is right, but the correlation is low). This could 

have several explanations. First, perhaps Kenya succeeds, to a degree 

unknown in other poor countries, in equalizing educational results across 

the socio-economic spectrum. This is highly unlikely as it would make 

Kenya a worldwide exception.  In any case, in Kenya’s SACMEQ results, the 

correlation coefficient between socioeconomic status and results is 0.43, as 

opposed to a SACMEQ mean of 0.35, which suggests that poverty and 

results are slightly more tightly correlated in Kenya than even in other 

African countries (See Table 7). Thus, Kenya is fairly similar to other 

countries, and does not succeed any better (or particularly worse) at using 

the education system to “level” the playing field. We feel that an issue here 

might be that the KCPE simply tends to censor variation, for whatever 

reasons, relative to an internationally-calibrated assessment such as the 

SACMEQ assessment, as discussed in the preceding paragraph.   

 

5.28 Note that all this harkens back to a recurrent theme in this report: the 

relative lack of standards and service charters. If KCPE is not well-calibrated 

to learning standards, this could explain why the results are not very 

correlated with poverty, just like self-perceived skills are not well-correlated 

with poverty. Both refer to the notion that people’s perceptions and self-

perceptions are “un-anchored” in reference to any objective, standards-
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based reality. Hence the need to support more work not just on learning 

standards but also on professional standards and service charters.   

 

5.29 We now come to the correlation between skills or capacities as 

measured in KEMACA and the KCPE, as an objective indicator exterior to 

KEMACA. How much do “skills” seem to have to do with results?  Figure 4 

shows the correlation between self-assessed district skills and KCPE results. 

The correlation is not overwhelming but definitely statistically significant 

(r=0.25, p<0.025). Note that when a relationship is bivariate as is the case 

here, the correlation is the same thing as the “effect size.” That is, a 

variation of 1 standard deviation in skills leads is associated with a variation 

of 0.25 standard deviations in results. While truly noteworthy factors are 

expected to have a higher “effect size,” this is nonetheless a useful part of 

the puzzle. It is key to note that “skills” broadly understood, and even if self-

referential, seem to explain a good bit more than poverty. Undoubtedly, if 

skills judgment was not self-referential, and/or if people had objective 

standards (such as service charters) against which to judge themselves, the 

correlation would be higher still.   

 
Figure 4: District Capacity and KCPE Results 
 District Capacity (All skills) and Male-Female Average 
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Source: calculated by authors from KEMACA and KCPE data 
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Comparison of KEMACA with more informal measurements 
5.30 As noted above in chapter one, the objective of this study is not to 

come up with radically new conclusions or surprises, but simply to put on a 

more formal basis the sorts of information that other forms of knowledge can 

also make available. Can this sort of formal assessment validate other more 

informal assessments?   

 

5.31 To check the similarities between the formal capacity assessment 

carried out in this survey, and described in this document, and to check on 

its “face validity” we present below the results of a much more informal and 

less detailed, but still fairly systematic attempt to assess capacity.  During 

June 12 to June 17, 2006, The World Bank Institute and the Government of 

Kenya, with support from RTI, hosted a Capacity-Building activity for 

District Education Officers. During this occasion, DEOs or their 

representatives were asked to look at their districts’ capacities in various 

ways.  

 

5.32 First, in terms of broad capacity constraints, the following were the 

results.  Table 7 shows areas, which were voted as by DEOs as the biggest 

problems, and the most likely solutions. In cases where the problem has 

only one “solution” or capacity-building activity the two votes coincide. In 

cases where the problem has more than one capacity-building “solution” the 

DEOs were asked to prioritize a possible solution.    
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Table 7.  Broad capacity constraints and solutions as ranked by DEOs 
Capacity 
constraints 

Capacity building activities Problem Solution

1.Unclear or sub-
optimal direction 

1. Teach people to create conceptual frameworks 
and models, and introduce management rules 
and practices requiring the introduction of 
conceptual frameworks into management 

6 6 

2. Strategies 
followed by the 
organization are 
sub-optimal or 
wrong 

2. Teach people to strategize and introduce 
management rules and practices requiring the 
introduction of strategies at all levels 1 1 

3.Operational 
plans don’t exist 
or are poor, 
unrealistic  

3. Teach people techniques for operational 
planning, introduce rules requiring the 
development of operational plans, provide 
incentives for effective planning and enforce the 
rules 

8 8 

4. Analyze the division of labor among all 
agencies in the sector at the national level 
(horizontal functional analysis), identify areas 
where the roles and functions of organizations 
are not clear, where they are not optimal, or 
where there are gaps and overlaps. Clarify the 
division of labor, optimize it and change it where 
necessary to fill in the gaps and do away with 
the overlaps.  

7 

5. Analyze the division of labor among all 
jurisdictional levels (vertical functional analysis), 
and do the same Analyze the division of labor 
within each agency (organization structure 
analysis) and do the same 

0 

4. Important 
functions/tasks 
have no  
organizational 
home, are split 
functions, or are 
not clear –
Responsibilities 
are not clear 

6. To further develop capacity, conduct job 
analysis, clarify individual jobs and enrich them 
where possible, then write technically sound job 
descriptions 

8 

1 

18 

0 

7. Collect rich information, train staff to analyze 
the information and to write project proposals. 

0 
8. Change the mandate and the mission, make 
them more realistic 6 

5 

5. Insufficient 
funds; mismatch 
between 
mandates and 
funding 

9. Change the function of ‘donor coordination’ 
into ‘fund mobilization’ and structure it 
accordingly. Set targets for fund mobilization. 

29 

0 
6. Allocation of 
financial 
resources – and 
all other 
resources is not 
based on clear, 

10. Define standards and norms for the 
performance of key functions, which will make it 
possible to determine operational requirements 
for human and material resources; develop 
allocation formulas wherever possible. 

13 10 
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well calculated 
operational 
requirement; 
Operational 
requirements that 
are not based on 
qualitative work 
analysis and 
quantitative work-
load analysis 

11. Re-design the classification system in 
budgets, use earmarking and avoid pulling of 
funds for activities such as training and travel 

3 

7. Classification 
systems in 
budgets that pull 
funds for different 
operations 
together and 
practices that fail 
to link the release 
of funds with pre-
planned, 
scheduled 
activities 

12.Change the classification system; introduce 
your own earmarking and enforce it 

3 3 

0 0 8. Expenditure is 
not well controlled 

13. Introduce all the rules, if they are not in 
place, provide incentives for compliance, 
enforce. 
14. Conduct cost analyses for all types of 
resources and all programs 

1 1 

9. Inefficient work 
processes and 
procedures  

15. Analyze work processes and procedures and 
improve them 1 1 

10. Lack of 
physical resources 
in the right 
quantities and 
specifications, 
and at the right 
time;  

10 10 

11. Poor condition 
of physical 
resources;  

16. Create organizational homes for the 
management of physical resources 

6 6 

6 
17. Develop policies and strategies for the 
provision, deployment and use of physical 
resources, e.g. Review operational requirements 
and formulate fundamental, minimum 
norms/standards for the provision of physical 
resources; introduce rules which require the 
meeting of minimum standards in all facilities, 
before providing additional physical resources to 
facilities that have met the minimum 

1 

18. Require service agreements for all office 
equipment to take effect beyond warrantee 
periods   

0 

19. Develop and introduce asset management 
systems 0 

20. Ensure and earmark maintenance budgets 1 

 12. Lack of 
consumable 
materials 
  
  
  
  

21. Monitor utilization of resources and hold 
staff accountable to improve it 

8 

0 
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22. Conduct work load analyses and staffing 
analyses; then compare them, determine 
shortages and surpluses and adjust staffing 
levels, through redeployment, recruitment and, 
if necessary, early retirement, etc. 

0 

13. Too many 
staff 

23. To deal with over-staffing due to political 
considerations change the other side of the 
equation: increase work load, expect more, do 
more 

0 

0 

24.Retrain and redeploy; 11 14. Too few staff 
25. Recruit and add staff 51 

40 
26. Develop job descriptions specifying the mix 
of skills and levels of competency required for 
each type of job; then conduct skills’ surveys 
among job-holders to determine the skills gaps; 
then develop and carry out training programs. 

13 

15. Inadequate 
mix of skills, 
competencies 

27. Use technical assistance (TA) effectively – 
structure TA assignments so as to ensure 
transfer of knowledge 

15 

2 

16. Staff 
deployment not 
based on 
operational 
requirements 

28. Develop standards and norms for the 
provision of human resources; apply them to 
assessed work loads so as to determine 
operational requirements. Link the allocation 
and deployment of staff to these operational 
requirements 

6 6 

29. Train managers to respond to the social 
needs, ego needs and self-fulfillment needs of 
staff, so as to raise the level of motivation. Train 
managers to expect more from staff and 
challenge staff to do more and better.  

3 

30. Conduct organization development exercises 
aimed at changing management practices that 
de-motivate people.  

3 

17. Poor 
management 
practices and 
managers 

31. Analyze management practices, using OD 
techniques and work flows and process using 
some techniques common in industrial 
engineering. Then introduce new/improved 
practices and processes and train staff to follow 
them 

7 

1 

18. Inadequate 
provision of 
information and 
analysis for (a) 
policy and 
strategy 
formulation and 
(b) operational 
purposes  

32. Do Information and Reporting Needs 
Analyses; develop information systems and 
reporting system; train managers on the 
importance of using information and analysis in 
decision making 9 9 

33. Increase transparency;  5 
34. Move decisions to local/community level 7 

19. Political 
interference in 
operational 
decision-making 35. Introduce automatic review mechanisms on 

appointments 

18 

6 

Source: analyzed by authors from survey of DEOs or their representatives at WBI capacity 
building workshop June 12 – 17, 2006.  Totals do not add up to the number of districts as 
some districts were not present and in any case DEOs had three choices. 
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5.33 The results show a very clear set of priorities. First, quite naturally, 

the worst problem, by far, was noted as the lack of staff.  25% of votes were 

cast for this issue. However, to some degree this is to be expected and it 

could be a form of lobbying: lack of resources to implement is always cited 

by most sectors as the number 1 problem. Elsewhere in this report we 

correlate the lack or presence of staff with the actual delivery of services and 

we do not find much correlation at all. Furthermore, we have noted a 

tendency, throughout this report, for people to respond that staffing 

numbers are a problem when asked point-blank whether this is a problem, 

but then to rate skills as, often, a worse constraint when asked more 

indirectly (e.g., when asked how often quality assurance visits take place 

versus the level of skills quality assurance visitors deploy).   

  

5.34 If one discounts this factor to concentrate on the remaining ones that 

either do not deal with lack of resources, or do not simply “complain” about 

lack of resources and ask for more resources (i.e., that have more capacity-

building implications), the top three that stand out are: a) provide more 

training on how to secure resources and defend budget allocations as a way 

to deal with funding shortfalls, b) reduce political interference in operational 

decision-making (by increasing transparency, moving decisions closer to the 

community, and introducing better review of appointments), and c) develop 

better job descriptions, analyze performance against job descriptions, and 

conduct skills surveys. The present survey is in a sense a response to this 

need.   

 

5.35 In addition to assessing DEO impression on broad capacity issues, a 

more specific set of questions was posed, regarding actual skilling or 

capacities needed.  This was based partly on an analysis of the KESSP and 

partly on a standard list of capacities required by education systems. The 

results were as presented in Table 8. 
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Table 8.  Areas of specific capacity-building as ranked by DEOs 

Area for investment in abilities Count of districts 
saying this is their 
capacity constraint

Ability to plan, procure, oversee new or expanded infrastructure 
(schools and other infrastructure) 

 1 

Ability to register new schools  1 
In-service training of teachers (to upgrade teacher’s teaching and 
student assessment skills) 

 34 

Ability to evaluate teacher performance (at district and/or Head 
teacher level) 

 2 

Ability to provide quality assurance (capacity at district and Head 
teacher level) 

 33 

Provide capacity and training for DEBs to function better  4 

Provide capacity for SMCs, BOGs, and PTAs to function better with 
respect to all their functions (financial, quality vigilance, 
procurement, etc.) 

 49 

Capacity to implement HIV/AIDS related programs, including 
community sensitization, de-stigma programmes, programs to deal 
with orphans. 

 9 

Capacity for budget planning, tracking and 
execution, financial management 

29 

Capacity for data management and ICT use 
(ICT for management) including ability to 
support schools 

25 

Capacity of 
district office to 
plan, budget, 
budget-track, 
etc., including 
data and ICT 
capacities—all the 
general 
management 
duties of the 
district (as well as 
division and 
zonal) offices 

Ability and knowledge of how to rebalance staff 
(teaching and non-teaching) 

56 

2 

Capacity to provide schools with assistance on school-based 
assessment 

 6 

Capacity to procure and analyze learning materials at district office, 
and capacity to assist schools with materials selection 

 0 

Capacity to analyze nutrition and health issues and to provide 
schools with advice on these issues 

 0 

Source: analyzed by authors from survey of DEOs or their representatives at WBI capacity 
building workshop June 12 – 17 2006.  Totals do not add up to the number of districts as 
some districts were not present and in any case DEOs had three choices. 
 
 

5.40 Generally, four rather distinct areas of skilling emerge. First, overall 

capacity to manage and plan at the district level, including financial 

management and tracking and, particularly, IT aspects. This broad area 

derived 56 votes. This is fairly consistent with the results found in the in-

depth survey. Second, a broad area related to the ability to provide schools 

with assistance on BOG, SMC, PTA matters. This derived 49 votes or 54 if 

one includes the ability to work with DEBs. In short, governance types of 
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skills were rated as a serious need. Thirdly, an area related to quality 

assurance and capacity of schools to self-assess: districts felt weak in these 

areas. This broad quality assurance function gathered 33 and 6 votes (the 

latter related to school self-assessment). Finally, the ability of the districts to 

prioritize and provide in-service training drew 34 votes.   
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Annex 1: Tabulated Responses: Percentages and frequencies for all skills or capacities  
 
In this table, items scoring 20% or more in the worst category, or 60% or more in the sum of the best two categories, are shaded.  
This provides the reader with a quick view of the items most in need of remediation or, on the contrary, in relatively good shape. 
 
A. Teacher Responses 
 

No/Not at all/Total 
Lack 

Some/Sometimes/ 
Somewhat 

Most of the 
time/Mostly 

Plenty/always/all/Yes  
Section 2: Organization and Support 

Freq. Percent Freq. Percent Freq. Percent  Freq. Percent 
B01. To what extent are teacher’s duties clearly defined in writing 
the school 28 9 87 29 117 40 63 21 
B02. Do you feel that school management policies are clearly 
defined? 22 7 120 41 108 37 45 15 
B03. To what extent are you involved in the Development of School 
Action Plans 61 21 118 40 92 31 24 8 
B04. To what extent are you aware of your responsibilities as defined 
in the Teacher Services Commission act (TSC) and the TSC code of 
conduct for teachers? 8 3 77 26 140 47 70 24 
B05. How would you rate the instructional leadership and support 
provided by head teacher? 6 2 90 31 158 54 41 14 
B06. To what extent do teachers work in co-operation, as a team, 
and help each other? 6  2 90 31 158 54 41 14 
B08. Do you feel that In-Service training courses are organized 
frequently enough? 155 53 100 34 29 10 11 4 
B09. Do you feel that in-service training responds to your needs? 

30 10 77 26 138 47 47 16 
B11. Have you ever been in-serviced or given feedback based on a 
pedagogical problem you reported? 177 60 64 22 27 9 25 9 

i) Procurement 38 13 101 34 107 36 49 17 
ii) Distribution 

23 8 80 27 118 40 74 25 
iii) Production / Innovation 

50 17 116 39 96 33 33 11 
iv) Storage 

48 16 107 36 99 34 41 14 

B12. To what extent are you 
involved in decision making in the 
following aspects of 
Teaching/Learning materials in 
the following areas? 
  
  
  
  

v) Repairs and Maintenance 

81 28 118 40 71 24 24 8 
B13. To what extent do you feel i) School Management 17 6 118 40 133 45 27 9 
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ii) Teacher compensation 
83 28 148 50 56 19 7 2 

iii) Parental and Community 
involvement 

52 18 160 54 68 23 15 5 
iv) Support, guidance and 
counseling from QAO/TAC 
Tutors 60 20 139 47 83 28 13 4 
v) Workload (teaching norm) 

84 28 138 47 54 18 19 6 
vi) Teacher In-Service training 

62 21 132 45 85 29 16 5 
vii) Guidance and Counseling 
from Head teacher 

18 6 95 32 150 51 32 11 

that the following conditions are 
conducive to you working better 
and accomplishing your goals? 
  
  
  
  
  
  
  

viii) School infrastructure 
69 23 160 54 58 20 8 3 

i) School cleanliness and other 
aspects of school 
infrastructure maintenance 90 31 121 41 70 24 13 4 
ii) Development of a school 
action plan 50 17 120 41 97 33 25 9 
iii) Ensuring that children are 
disciplined (and come to 
school) 61 21 135 46 87 30 11 4 
iv) Mobilization of community 
resources 58 20 131 45 82 28 23 8 
v) Resolving problems 

47 16 126 43 96 33 25 9 

B14. To what extent does the 
SMC/BOG in your school assists 
with the following 
  
  
  
  
  

vi) Meet with teachers on a 
regular basis to discuss any 
problems 99 34 136 46 50 17 9 3 
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No/Not at all/Total 

Lack 
Some/Sometimes/ 

Somewhat 
Most of the 
time/Mostly 

Plenty/always/all/Yes   
Section 3: Curriculum / Learning Process 
  Freq. Percent Freq. Percent Freq. Percent  Freq. Percent 

i) Teaching / Lesson guides 
10 3 66 22 157 53 62 21 

ii) Combine lectures with 
practical work 

28 10 109 37 122 42 35 12 
iii) Group Work 4 1 103 35 145 49 43 15 
iv) Individual work 4 1 69 23 147 50 74 25 

C01. In your teaching, do you 
utilize the following 

v) Combine classes with other 
teachers 152 52 101 34 32 11 9 3 
i) Teaching / Lesson guides 

7 2 102 35 134 45 52 18 
ii) Combine lectures with 
practical work 46 16 117 40 97 33 33 11 
iii) Group Work 

5 2 93 32 146 50 49 17 
iv) Individual work 

5 2 77 26 156 53 55 19 

C02. Do you feel that you have 
sufficient skills to utilize the 
following? 

v) Combine classes with other 
teachers 79 27 120 41 71 24 22 8 
i) Asking questions 

6 2 81 27 170 58 38 13 
ii) working on projects 

23 8 144 49 109 37 19 6 
iii) seeking Information 

11 4 120 41 136 46 28 9 
iv) Explore their surroundings 

23 8 113 38 130 44 28 10 
v) Use reasoning to learn 

8 3 108 37 142 48 36 12 
vi) Engage in co-curricular 
activities 12 4 82 28 158 54 42 14 

C03. To what extent do you have 
the necessary skills to motivate 
pupils/students to take initiative in 
the following areas? 

vii) Assist in keeping the school 
clean and maintain 10 3 54 18 168 57 62 21 
i) Monitoring learning progress 

31 11 134 45 104 35 26 9 
ii) Setting homework 

18 6 93 32 142 48 42 14 
iii) Setting Mock Exams 

30 10 101 34 123 42 40 14 

C04. To what extent do you have 
sufficient skills in designing 
questionnaires for the following 

Iv) Supporting Remedial 
classes 16 5 114 39 125 42 40 14 
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C05. To what extent do you have the skills to integrate inspection 
report and best practices into teaching? 24 8 149 51 101 34 20 7 
C06. Do you feel that the support provided by the QASo is helping 
you to improve the teaching? 45 15 115 39 95 32 39 13 
C07. To what extent do you observe Key resource teachers use 
successful techniques, activities, and displays effectively in real 
classroom setting? 56 19 142 49 79 27 15 5 
C08. Do you feel that formal in-service training is frequent enough 

258 88 2 0.68      34 12 
C09. To what degree have you been able to use skills and knowledge 
you received from the in-service training in your teaching? 39 15 62 24 130 51 24 9 
C10. Did you get the support from the TAC Tutor based on a problem 
you reported? If yes, was it sufficient?  141 59 36 15 31 13 27 11 
C11. In the last month, did you plan your lessons together with other 
teachers? (e.g. share teaching plans, materials form teacher training  153 53 47 16 30 10 56 19 

i) Giving marks 
27 9 75 26 136 46 55 19 

ii) Informing parents or the 
school about the child's 
progress 9 3 111 38 135 46 39 13 
iii) Preparing the next lesson 

11 4 82 28 149 51 52 18 

C14. In your class, to what extent 
do you use the results of student 
learning assessments or evaluation 

iv) Improving teaching methods 4 1 76 26 174 59 40 14 
i) Organized meetings with 
other teachers 65 22 117 40 90 31 22 7 
ii) Confer casually with other 
teachers 6 2 93 32 159 54 36 12 
iii) Seek advice from the school 
head 38 13 115 39 113 38 28 10 

C15. When you have pedagogical 
difficulties and need support, from 
whom do you most often get 
assistance? 

iv) Seek advice from TAC tutor 
125 43 117 40 37 13 14 5 

i) Quality of their participation 
in class 9 3 75 26 163 55 47 16 
ii) Written tests 

1 0 57 19 176 60 60 20 
iii) Oral evaluation 

28 10 97 33 125 43 44 15 
iv) Their portfolios and other 
work products 44 15 137 47 94 32 19 6 
v) Check their homework 

4 1 69 23 155 53 66 22 

C16. To what degree do you use the 
following to determine whether 
your students are progressing? 

vi) End of term evaluation  
    44 15 150 51 100 34 

C17. To what extent are parents expected to review students’ 
homework/exercise books?  34 12 112 38 81 28 65 22 
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C18. Do you organize any group work activities in class? 
7 2 98 33 139 47 50 17 

C19. Do you feel that the curriculum is too wide / overloaded to be 
covered over the required time? 59 20 93 32 80 27 62 21 
C20. Do you feel that the curriculum responds to the needs of 
children (will it prepare them for secondary school (or university) well, 
for instance?) 21 7 101 34 129 44 43 15 

i) Teach students infected and 
affected with HIVAIDS 68 23 114 39 78 27 34 12 

C21. Do you feel that you have 
sufficient skills to: 
  ii) Assist students that are 

orphans 34 12 119 41 111 38 29 10 
i) Manage overcrowded 
classrooms[1] 34 27 62 50 18 15 9 7 
ii) Teach in multi-grade 

89 31 90 32 76 27 28 10 
iii) Use real life examples to 
illustrate various topics in the 
curriculum 4 1 67 24 163 57 50 18 
iv) Organize visits to other 
schools (to learn from their 
success and to share yours) 39 14 128 45 90 32 27 10 

C23. Do you feel that you have 
sufficient skills to: 
  
  
  
  

v) Prepare your students for 
national competitions 25 9 104 37 123 43 32 11 

1[1] Not sated: frequency-1; Percent – 0.81.         
 
 
B. Head teacher Responses 

No/Not at all/Total 
Lack 

Some/Sometimes/ 
Somewhat 

Most of the 
time/Mostly 

Plenty 
always/all/Yes 

  
Section 2: Organization Structure 
  

Freq. Percent Freq. Percent Freq.  Percent Freq. Percent 
B01. Do you feel that your roles and responsibilities in the school are 
clearly defined as in the TSC Act and the TSC Code of Conduct for 
Teachers? 11 2 138 26 251 47 135 25 
B02. Do you have the required Staffing / Curriculum Based 
Establishment? 185 35 196 37 110 21 43 8 

i) Parents 
45 8 329 62 134 25 27 5 

B03. To what extent are the following 
stakeholders involved in developing 
school aims, policy and a common ii) SMC / BOG 

7 1 177 33 269 50 82 15 
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set of educational values? iii) Students 
67 13 283 53 150 28 35 7 

B04. Does the school have a school Vision, Mission and Aims set down 
clearly in writing?[1] 110 21 81 15 132 25 208 39 
B05. Does the school have a School Action Plan 

142 27 1 0 3 1     
B05b. If Yes ask to see the copy. Was the copy shown[2] 

223 49 4 1 6 1 183 40 
i) Teachers 

5 1 89 17 296 55 144 27 
ii) Parents 

49 9 357 67 105 20 23 4 

B06. To what extent are the school 
rules and regulations of conduct 
known by the following? 

iii) Students 
7 1 100 19 309 58 118 22 

i) Pedagogical leadership 
15 3 192 36 276 52 49 9 

ii) Curricula coverage[3] 
6 1 139 26 324 61 64 12 

iii) Large class management[4] 111 21 208 40 168 32 34 6 

B07. To what extent do you provide 
instructional leadership and support 
to teachers in the following areas? 

iv) Students Learning Needs 
Assessment 14 3 185 35 273 51 62 12 

B08. To what extent do you feel you have skills to support teachers in 
Team work?[5] 7 1 203 38 259 49 62 12 
B09. To what extent do you think the School Management Committees / 
BOGs are functional? 10 2 178 33 272 51 74 14 

 [1] Not Stated: Frequency-1; Percent – 0.38.         
[2] Not Stated: Frequency – 29; Percent- 6.36; Not Applicable: Frequency- 11; Percent 2.41.      
[3] Not stated: Frequency-1; Percent - 0.19.         
[4] Not Applicable: Frequency 3; Percent – 0.57.         
[5]Not stated: Frequency – 2; Percent - 0.38.         
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No/Not at all/Total 

Lack 
Some/Sometimes/ 

Somewhat 
Most of the 
time/Mostly 

Plenty/always/all/Yes   
Section 3: General Skills 

Freq. Percent Freq. Percent Freq.   Freq. Percent 
i) School Mission / Vision 

52 10 275 52 179 34 27 5 
ii) School policies 

30 6 294 55 182 34 29 5 
iii) School aims 34 6 270 51 192 36 37 7 

C01. In your view, does your staff 
have sufficient skills in the 
development of the following: 

iv) Improvement of School 
Action Plans 84 16 287 54 142 27 22 4 
i) Timely acquisition of 
instructional Materials (i.e. 
textbooks, chalk, etc.)[1] 152 29 117 22 176 33 79 15 
ii) In-service Courses 

242 46 149 28 93 18 39 7 
iii) Peer Teaching 

257 49 164 31 80 15 22 4 
iv) Pupil's written work 

170 32 109 21 184 35 60 11 
v) Assessment and Evaluation 

129 24 100 19 201 38 94 18 

C02. Does your school Action 
plan specify activities that include 
and improve the following: 

vi) Lesson Observation 
213 40 156 29 117 22 38 7 

i) Carrying out needs 
assessment (i.e. school 
infrastructure, student 
learning needs, teachers’ needs 
for in-service training, etc.) 

45 8 147 27 205 38 134 25 
ii) Development of Logical 
Framework (Matrix) 

36 7 112 21 230 43 153 29 
iii) Costing of activities 

55 10 127 24 205 38 144 27 

C03. From your experience in the 
development of School Action 
Plans, in which of the following 
areas would you require further 
training. [2]  

iv) Preparation of Activity 
schedules (Time Frame) 

67 13 158 30 201 38 105 20 
i) Planning 

113 21 335 63 76 14 10 2 
C04. To what extent does the 
SMC / BOG have sufficient skills 
in the following areas? ii) Budget review of financial 

situation 93 17 334 62 91 17 17 3 
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iii) Resource mobilization 
78 15 293 55 148 28 15 3 

iv) Parent / Teacher 
relationships[3] 45 8 236 44 211 40 40 7 
v) Discuss students problems 
and solutions 52 10 236 44 204 38 42 8 
vi) Discuss school management 
problems 33 6 260 49 204 38 38 7 
vii) Manage school's 
infrastructure 64 12 252 48 186 35 25 5 
viii) Review school curriculum 

259 49 211 40 50 9 8 2 
ix) Review progress of school 
development plans 79 15 278 52 156 29 20 4 
x) Manage procurement of 
distribution of textbooks[4] 83 16 230 43 183 34 37 7 
xi) Hire and fire teachers 

259 49 182 34 69 13 15 3 
C05 . Have you received any special training courses in school 
management?[5] 84 16 2 0 2 0 442 83 
C06. To what extent have you been able to use the skills you 
received in management?[6] 27 6 93 19 260 53 84 17 

[1] For i) through vi) - Not stated: Frequency -2; Percent. -0.38; Not Applicable: Frequency – 3; Percent 0.57.     
[2] For i) through iii) - Not Stated: Frequency – 2; Percent – 0.37; Not Applicable: Frequency – 2; Percent 0.37.    
[3] For iv), vi), viii), ix) --Not stated: Frequency – 2; Percent – 0.37        
[4] Not Stated: Frequency – 1; Percent 0.19.         
[5] Not Stated: Frequency – 1; Percent 0.19. Not Applicable: Frequency- 1; Percent – 0.19.      
[6] Not Stated: Frequency – 14; Percent 2.86; Not Applicable: Frequency 9; Percent 1.84.      
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No/Not at all/Total 
Lack 

Some/Sometimes/ 
Somewhat 

Most of the 
time/Mostly 

Plenty/always/all/Yes  
Section 4: Curriculum Implementation and Support System  

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 

D02. In your view, how would you rate the supervision and support 
skills of the quality assurance officers? 28 5 257 48 213 40 37 7 
D03. In your view, how would you rate the supervision and support 
skills of the TAC Tutor? (only for primary schools)[1] 34 8 163 36 169 38 39 9 
D04. In the last 3 years or since you came to this school (whichever is 
less), have you received a visit from a district official or other external 
Education official, in response to an administrative problem you were 
facing?[2] 348 66 81 15 40 8 53 10 
D05. To what extent are the Inspection Assessment results used for 
improvement of teaching and learning? 26 5 178 33 273 51 56 11 
D06. To what extent do you feel you have necessary skills of quality 
assurance in supporting your staff? 18 3 247 46 241 45 29 5 

i) Curriculum delivery 
36 7 282 53 188 35 29 5 

ii) In-service Training 
100 19 300 56 121 23 14 3 

iii) Performance Appraisal[3] 
86 16 264 49 27 5 27 5 

iv) facilities management 
100 19 274 51 141 26 19 4 

v) Coordination 42 8 225 42 227 42 41 8 

D07. To what extent is the 
supervision and support provided 
by the quality assurance officers 
sufficient in the following? 

vi) Community development 
/involvement 122 23 271 51 118 22 24 4 
i) check for the availability of 
school’s finance records[4] 

114 21 154 29 130 24 131 25 

C09. Within the last year, did the 
QASo.. 

ii) Check for student 
attendance register 104 20 114 21 144 27 167 31 
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iii) Check for teacher's personal 
files[5] 

225 42 103 19 98 18 101 19 
iv) Check on student's progress 
records[6] 

120 23 123 23 154 29 133 25 
v) Check for availability of 
water supply[7] 

187 35 123 23 110 21 107 20 
vi) check to ensure there were 
working bathrooms for girls 
and boys[8] 

193 38 109 21 81 16 108 21 
vii) sit in the class to observe 
when class was in session[9] 182 34 142 27 124 23 81 15 
viii) check recent student 
assessment tests and 
evaluation processes[10] 

123 23 130 25 146 28 129 24 
i) Go in the classroom and 
observe[11] 

180 34 217 41 107 20 29 5 
ii) Have the teachers give the 
written tests and  track 
performance 17 3 125 23 285 53 108 20 
iii)  Evaluate students 
orally[12] 115 22 234 44 137 26 46 9 
iv) Review student's workbooks 

42 8 207 39 220 42 61 12 

D10. How do you know that the 
students are progressing in their 
learning:  

v) Review student's homework 
78 15 208 39 197 37 46 9 
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vi) Teachers provide you with 
progress report 16 3 123 23 290 54 106 20 
vii) Review your observations 
with the quality assurance 
officer 157 29 218 41 124 23 36 7 

D11. To what extent does the staff have sufficient skills to prepare 
timetables in line with the curriculum? 9 2 155 29 267 50 104 19 
D12. To what extent are the timetables effectively used to manage 
teaching loads? 5 1 122 23 292 55 116 22 
D13. To what extent are syllabi linked to sequenced subject lesson 
plans and learner assessments? 7 1 154 29 304 57 70 13 
D15. To what extent is In-service training based on teachers and 
students needs assessment?[13] 47 9 239 45 222 42 22 4 
D16. To what extent do your teachers have sufficient skills to work in 
teams and work together with teachers in other schools? 29 5 255 48 213 40 38 7 

i) Teacher Absence 210 39 228 43 85 16 12 2 
ii) Teacher recruitment[14] 221 41 191 36 96 18 26 5 
iii) Teacher support 221 41 191 36 96 18 26 5 

D17. To what extent is school 
management bodies (SMCs / 
BOGs) equipped to handle teacher 
management in the following 
areas? iv) Curriculum Coverage (by 

assisting their children in 
homework) 199 37 272 51 58 11 6 1 
i) Financial Management 148 28 282 53 91 17 14 3 
ii) Teacher management 80 15 249 47 178 33 28 5 
iii) School development and 
planning 98 18 293 55 119 22 25 5 
iv) Procurement 64 12 212 40 214 40 44 8 
v) School administration 57 11 229 43 210 39 38 7 
vi) Administration of national 
examination[15] 38 7 126 24 268 50 101 19 
vii) Curriculum coverage 53 10 205 38 226 42 51 10 
viii) Pedagogical areas 76 14 286 54 150 28 21 4 

D18. Is the quality In-service 
Training provided by the District 
Education Office for the following 
areas sufficient: 
  
  
  
  
  
  
  

ix) Continuous assessment of 
students[16] 72 14 226 42 192 36 42 8 
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[1] Not stated: Frequency – 21; Percent 4.86; Not applicable – 22; Percent 4.91.       
[2] Not stated: Frequency – 1; Percent 0.19; Not Applicable – 1; Percent 0.19.       
[3] Not Applicable: Frequency – 1; Percent 0.19.         
[4] Don’t know: Frequency – 1; Percent 0.19.         
[5] Don’t know: Frequency – 2; Percent – 0.38.         
[6] Don’t  know: Frequency – 1; Percent – 0.19         
[7] Don’t know: Frequency – 1; Percent – 0.19. Not applicable; Frequency – 1; Percent – 0.19.      
[8] Not stated: Frequency – 2; Percent – 0.39; Don’t know: Frequency – 1; Percent. 0.20; Not Applicable: Frequency 15; Percent 2.94.  
[9] Don’t  know: Frequency – 1; Percent – 0.19. Not applicable; Frequency – 1; Percent – 0.19.      
[10] Don’t know: Frequency -1; Percent 0.19.         
[11] Not stated: Frequency – 2; Percent 0.19.         
[12] Not stated: Frequency – 1; Percent. 0.19.         
[13] Not stated: Frequency – 3; Percent – 0.56.         
[14] Not Applicable: Frequency – 1; Percent 0.19.         
[15] Not Stated: Frequency – 1; Percent 0.19         
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[16] Not Stated: Frequency – 1; Percent 0.19.         
 

No/Not at all/Total 
Lack 

Some/Sometimes/ 
Somewhat 

Most of the 
time/Mostly 

Plenty/always/all/Yes  
Section 5: EMIS 

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 

i) School admission register 8 2 72 13 196 37 258 48 
ib) was the document 
produced[1] 205 40         296 58 
ii) Class attendance register 1 0 8 2 136 25 389 73 
iib) was the document 
produced[2] 193 38 1 0 1 0 301 59 
iii) Fees Register 300 60 20 4 61 12 92 18 
iiib) was the document 
produced[3] 282 64     3 1 115 26 
iv) Staff returns 18 3 66 12 192 36 258 48 
ivb) was the document 
produced[4] 

207 41 1 0 3 1 289 57 
v) Text books issue list 11 2 72 13 194 36 257 48 

E01. To what extent are the 
following documents used in the 
school administration? 
(Enumerator, ask to see a copy of 
the mentioned documents.) 
  
  
  
  
  
  
  
  

vb) was the document 
produced[5] 211 42 3 1 1 0 277 55 
i) MoE Headquarters 140 26 257 48 114 21 23 4 
ii) Teachers Service 
Commission 273 51 167 31 70 13 24 4 
iii) Kenya National 
Examination Council[6] 335 63 120 23 50 9 25 5 

E02. To what extent do you 
encounter problems in filling the 
data forms required by the 
following structures? 

iv) Ad hoc data forms[7] 
198 37 224 42 82 15 26 5 

E03. To what extent do you cope with the ad-hoc data requests?[8] 58 11 236 45 185 35 46 9 
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i) Data Compilation[9] 68 13 273 51 157 29 34 6 
ii) Data Presentation and 
Reporting[10] 62 12 294 55 150 28 27 5 

E05. Are the skills of your staff 
sufficient in the following: 

iii) Data Interpretation[11] 59 11 318 60 135 25 20 4 
i) Analysis of Exams 2 0 113 21 335 63 83 16 
ii) School Attendance 14 3 117 22 271 51 132 25 

E06. To what extent do you carry 
out analysis on the following? 
  
  iii) Budget 21 4 283 53 189 35 40 8 

i) Inform Decision Making[12] 10 2 192 36 278 52 52 10 
ii) Planning 7 1 177 33 287 54 63 12 
iii) Budgeting 7 1 199 37 259 49 68 13 

E07. To what extent do you utilize 
the collected data in the following 
areas? 

iv) Inform stakeholders on 
school performance 4 1 134 25 298 56 97 18 

E08. Do you have any computers in your school?[13] 457 86 1 0 1 0 71 13 
E09. To what extent do you have basic skills in using computers 
(MS Word, Excel?)Even if it was said that there were no computers, 
ask whether the head teacher has any skills in computer use.[14] 374 70 127 24 20 4 9 2 
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No/Not at all/Total 

Lack 
Some/Sometimes/ 

Somewhat 
Most of the 
time/Mostly 

Plenty/always/all/Yes   
Section 6: Finance / Budgeting and Procurement 

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 
i) Budgeting 25 5 318 60 170 32 21 4 
ii) Accounting 65 12 366 69 95 18 7 1 
iii) Financial Reporting[1] 

36 7 307 58 168 32 22 4 

F01. In your opinion, how would 
you rate your financial 
management skills in the following 
areas? 

iv) Resource mobilization 16 3 256 48 227 43 34 6 
F02. To what extent do you have sufficient skills for cash 
management in your school? 19 4 262 49 221 41 32 6 

i) Parents 234 44 269 50 30 6 1 0 
ii) PTA[2] 137 27 285 56 70 14 3 1 

F03. To what extent do the 
following groups have sufficient 
skills in the school budgeting? iii) SMC / BOG 39 7 295 55 175 33 25 5 
F04. During the last financial year, how would you rate the delay in 
the receipt of FPE / Bursary Grants to the school?[3] 
Bursary in secondary schools and FPE in Primary Schools 115 22 178 34 195 37 39 7 

i) Teachers 
15 3 106 20 293 55 120 22 

F05. To what extent are the 
following groups involved in 
procurement process at the school? ii) SMC / BOG 

12 2 110 21 293 55 120 22 
F06. Do you feel that the funds available are sufficient? 

289 54 211 40 31 6 3 1 
F07. Do you have any freedom in deciding on how to spend the school 
funds? 290 54 155 29 67 13 20 4 

i) Free labour 295 55 163 31 57 11 19 4 
ii) Finance 279 52 209 39 33 6 12 2 

F08. To what extent does the 
community provide resources to 
the school in form of the following? iii) In-kind contribution 314 59 170 32 44 8 5 1 

i) Teachers 61 11 239 45 187 35 47 9 F09. In your view, do you feel that 
the following groups have the 
necessary skills in understanding 
and using the procurement 
procedures?   

ii) SMC / BOG 

67 13 317 59 119 22 31 6 
F 10. To what extent do the BOG / SMC have skills for Project design, 
Implementation and Monitoring? 101 19 305 57 110 21 18 3 
F11a. In the last year, was your school audited? 97 18     2 0 434 81 
F11b. In the last year, was your school stocks audited?[4] 264 50         266 50 
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[1] Don’t know: Frequency -1; Percent 0.19.         
[2] Not Stated: Frequency – 1; Percent 0.19.         
[3] Not Stated: Frequency – 1; Percent 0.19. Not Applicable: Frequency – 2; Percent 0.38.      
[4] Not Applicable: Frequency – 2; Percent 0.38.         

 
 

No/Not at all/Total 
Lack 

Some/Sometimes/ 
Somewhat 

Most of the 
time/Mostly 

Plenty/always/all/Yes   
Section 7: Asset Management 

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 
G01. To what extent does your staff have necessary skills in Asset 
Inventory, Asset audit and disposal?[1]   122 23 311 58 90 17 9 2 

i) Teachers needs 
97 18 377 71 56 10 4 1 

ii) Students needs 
85 16 359 67 83 16 7 1 

G02. In your view, how would you 
rate the adequacy of the assets in 
the school with regard to the 
following? 

iii) other staff needs[2] 
132 25 345 65 47 9 4 1 

i) Textbooks requisition 
13 2 171 32 283 53 67 13 

ii) Distribution of learning 
support materials 10 2 147 28 304 57 73 14 
iii) Repairs, Maintenance and 
Improvement of school assets 
and learning materials 58 11 278 52 169 32 29 5 

G03. To what extent does your staff 
have sufficient skills in the 
following? 

iv) Storage[3] 45 8 226 42 202 38 58 11 

[1] Not Stated: Frequency – 1; Percent 0.19.         
[2] Not Applicable: Frequency 1; Percent 0.19.         
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[3] Not Stated: Frequency – 2; Percent 0.38.         
 
 
C. Zonal Level Responses 

No/Not at all/Total 
Lack 

Some/Sometimes/ 
Somewhat 

Most of the 
time/Mostly 

Plenty/always/all/Yes   
Section 2: Organization Structure  

Freq. Percent Freq. Percent Freq.   Freq. Percent 
B02. To what extent are your roles and responsibilities clear? 

7 9 16 21 37 49 16 21 
B02. To what extent do your roles and responsibilities as Quality 
Assurance Officer overlap with those of the Teacher Advisory Centre 
Tutor (TAC-tutor) and vice versa? 

9 12 32 42 27 36 8 11 
B03. To what extent is the overlap needed?[1] 

19 25 34 45 18 24 4 5 
B04. To what extent are the incentives for collaboration sufficient? 

26 34 35 46 14 18 1 1 
B05. Do you have clarity as to whom you should report to or is it 
just one person? 3 4 23 30 22 29 28 37 
B06. Are your staff numbers sufficient to perform the Zonal 
Education office roles and functions? 46 61 24 32 5 7 1 1 
B07. Do you have the right level and appropriate mix of skills for the 
roles and functions of your tasks? 2 3 33 43 30 39 11 14 
B08. To what extent are resources including funding sufficient for 
your tasks? 47 62 27 36 2 3     
B09. Do you feel decision making by your superiors is sufficiently 
rapid to facilitate your work? 12 16 41 54 19 25 4 5 
B10. Are the numbers of people involved in making decisions as your 
supervisors sufficiently streamlined? 11 14 31 41 22 29 12 16 

[1] Not Stated: Frequency 1; Percent 1.32.         
 

No/Not at all/Total 
Lack 

Some/Sometimes/ 
Somewhat 

Most of the 
time/Mostly 

Plenty/always/all/Yes   
Section 3: General Skills 

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 
C01. To what extent can you develop work plans, targets and 
reporting schedules? 1 1 37 49 29 38 9 12 
C02. To what extent can you estimate required resources to achieve 

6 8 47 62 23 30     
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outputs? 

C03. To what extent do you have skills in monitoring student 
Teaching and Learning?     24 32 42 55 10 13 

i) Research report writing 
20 26 40 53 16 21     

ii) School assessment reports 
5 7 27 36 38 50 6 8 

C04. To what extent do you have 
analytical and communication 
skills for the following: 

iii) Extracting lessons learnt 
6 8 27 36 38 50 5 7 

C05. To what extent do you have skills for constructing budgets and 
monitoring costs? 13 17 45 59 17 22 1 1 
C06. To what extent do you have skills needed to write a scope of 
work for resource persons? 20 26 37 49 17 22 2 3 
C07. To what extent do you have the skills in understanding and 
using the procurement and tendering procedures? 11 14 38 50 21 28 6 8 
C08. To what extent do you have the necessary basic skills in 
software use? 59 78 15 20 2 3     
C09. To what extent do you have the skills to support schools in the 
preparation of school Action plans? 3 4 30 39 34 45 9 12 
C10. To what extent do you have clear In-Service training and staff 
development plans? 13 17 30 39 29 38 4 5 
C11. To what extent are you involved in the co-curricular activities? 

4 5 16 21 43 57 13 17 
 
 
 
 
 

No/Not at all/Total 
Lack 

Some/Sometimes/ 
Somewhat 

Most of the 
time/Mostly 

Plenty/always/all/Yes   
Section 4: Learning Process  

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 
i) Organization of Subject 
Panels 1 1 19 25 42 55 14 18 
ii) Organization and 
facilitation of In-Service 
courses 1 1 29 38 34 45 12 16 
iii) Carrying out 
demonstration lessons 4 5 24 32 36 47 12 16 
iv) Identifying Key Resources 
Teachers 2 3 17 22 41 54 16 21 

D01. To what extent are you 
equipped with skills in the 
following areas? 

v) Monitoring CBE in schools 
3 4 26 34 36 47 11 14 
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v) Monitoring CBE in schools 
3 4 26 34 36 47 11 14 

vi) Staff balancing 
/Deployment 8 11 34 45 28 37 6 8 
vii) Mobilization of teaching 
and learning resources     33 43 33 43 10 13 
viii) Provision of Guidance and 
Counseling 2 3 33 43 34 45 7 9 
ix) Carrying out School's 
Needs assessments 2 3 38 50 28 37 8 11 
x) Setting of Mock 
examinations 3 4 22 29 35 46 16 21 
xi) Analysis of examination 
results 1 1 15 20 41 54 19 25 
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No/Not at all/Total 

Lack 
Some/Sometimes/ 

Somewhat 
Most of the 
time/Mostly 

Plenty/always/all/Yes   
Section 5: EMIS 

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 
i) Design of data collection 
forms 

9 12 42 56 19 25 5 7 
ii) Data recording 

5 7 36 47 23 30 12 16 
iii) Data analysis 

6 8 39 52 22 29 8 11 
iv) Data presentation and 
reporting 5 7 37 49 27 36 6 8 
v) Graphical data presentation 

20 27 41 55 11 15 3 4 
vi) Data interpretation 

7 9 39 51 23 30 7 9 
vii) Report writing 

7 9 34 45 28 37 6 8 

E01. To what extent do you have 
sufficient skills in the following 
areas? 
Some Can be done without a 
computer 
  
  
  
  
  
  

viii) Data storage 
8 11 32 42 27 36 9 12 

E02. Do you have computers?[1] 
67 94 3 4         

E03. Is the Number of Computers sufficient to perform your tasks?[2] 
15 71 1 5         

i) Word processing e.g. word[3] 58 79 11 15 3 4     
ii) Spreadsheets e.g. Ms 
Excel[4] 64 85 8 11 2 3     
iii) Statistical 70 93 4 5         
iv) Presentation packages e.g. 
PowerPoint[5] 66 88 7 9 1 1     

E04. To what extent are you able to 
use the following computer 
packages? 

v) Data Management e.g. 
Access[6] 64 86 9 12         

[1] Not Stated: Frequency – 1; Percent 1.41.         

                                                 
 
 
 
 
 
 
 



 

  140 

[2] Not Stated: Frequency – 3; Percent 14.29; Not Applicable: Frequency 2; Percent 9.52.      
[3] Not Stated: Frequency 1; Percent 1.33.         
[4] Not Stated: Frequency 1; Percent 1.33.         
[5] Not Stated: Frequency 1; Percent 1.33.         
[6] Not Stated: Frequency 1; Percent 1.33.         

 
 

No/Not at all/Total 
Lack 

Some/Sometimes/ 
Somewhat 

Most of the 
time/Mostly 

Plenty/always/all/Yes  
Section 6: Quality Assurance and Standards 

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 
i) Financial Management 15 20 41 55 17 23 1 1 
ii) Teacher Management 1 1 34 46 34 46 5 7 
iii) Teacher Development 5 7 40 55 24 33 4 5 
iv) School Assessment and 
Evaluation 2 3 28 38 39 53 5 7 
v) Procurement 

9 12 34 47 27 37 3 4 
vi) School Administration 31 42 36 49     6 8 
vii) Administration of National 
exams     18 24 34 46 22 30 
viii) Curriculum 
Implementation     28 38 37 50 9 12 
ix) Subjects areas 1 1 40 54 24 32 9 12 

F01. In your view, how would you 
rate the services provided to 
schools by the Zonal Education 
Office in the following areas? (Are 
they adequate / sufficient)? 

x) Continuous Assessment of 
student progress 2 3 38 51 29 39 5 7 
i) Setting targets for learning 
Progress 3 4 35 47 32 43 5 7 

F02. To what extent do you have 
sufficient skills in the following 
areas ii) Writing best Practices based 

on School Performance 
Analysis 5 7 38 51 29 39 3 4 
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iii) Developing, piloting and 
administering various 
assessment instruments (test, 
school leaving exams, etc) 10 13 32 43 32 43 1 1 

F03. To what extent are best practices shared with schools? 
4 5 33 45 33 45 4 5 

i) Schools 
2 3 43 58 27 36 2 3 

ii) Zones 
6 8 36 49 27 36 5 7 

F04. To what extent are best 
practices applied at the following 
levels? 

iii) Divisions 
15 21 33 46 21 29 3 4 

i) Procurement of goods and 
services 

5 7 41 55 25 33 4 5 
ii) Teacher Management 

2 3 31 41 37 49 5 7 
iii) Mobilization of resources 

2 3 38 51 31 41 4 5 
iv) School Planning 

4 5 31 41 37 49 3 4 
v) Monitoring of Education 
standards 1 1 28 37 40 53 6 8 
vi) Compliance with official 
policies and guidelines 1 1 32 43 31 41 11 15 

F05. To what extent do you  have 
the sufficient skills to support 
BOG/SMC to implement the 
KESSP in the following areas: 

vii) Financial Management 
12 16 42 56 17 23 4 5 

i) Teamwork and collegial 
teaching 1 1 23 31 43 57 8 11 
ii) Management of large classes 

4 5 33 44 35 47 3 4 
iii) Remedial teaching 

    34 45 37 49 4 5 
iv) Setting discipline without 
the cane 2 3 26 35 40 53 7 9 

F06. To what extent do you have 
sufficient skills to support 
teachers in the following areas? 

v) Assessment of Curriculum 
coverage     21 28 38 51 15 20 

F07. To what extent do you feel that the basic training for Quality 
Assurance Officers / TAC Tutors is adequate? 25 33 36 48 14 19     
F09. In your view, do Quality Assurance Officers / TAC Tutors 
understand all learning goals for various grades? 9 12 41 55 20 27 5 7 
F10. In your view, do Quality Assurance Officers / TAC Tutors have 
sufficient skills to help teachers on the spot? 5 7 35 47 30 40 5 7 
F11. In your view, do QAOs / TAC Tutors have sufficient skills to 
help school principals improve school management practices? 9 12 38 51 22 29 6 8 
F12. In your view, are Quality Assurance Officers / TAC Tutors 
sufficiently trained to collect school level data? 22 29 33 44 17 23 3 4 
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i) Quality Assurance and 
Standards / TAC Tutors 8 11 35 47 24 32 8 11 
ii) Guidance and Counseling 

9 12 41 55 21 28 4 5 
iii) Pre-service teacher training 
recruitment 4 5 21 28 34 45 16 21 
iv) Teacher assessment 

3 4 25 33 35 47 12 16 
v) Student learning 
assessment 4 5 24 32 39 52 8 11 

F13. To what extent are the 
existing guidelines for the 
following clear? 

vi) Exam/testing regulations 
6 8 19 25 39 52 11 15 

F14. Do you feel that the visits to schools by QAO/ TAC Tutors are 
frequent enough? 32 43 30 40 8 11 5 7 

 
 
D. Division Level Responses 

No/Not at all/Total 
Lack 

Some/Sometimes/ 
Somewhat 

Most of the 
time/Mostly 

Plenty/always/all/Yes   
Section 2: Organization Structure 

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 
B01. To what extent are your roles and responsibilities clear? 

1 2 7 17 23 55 11 26 
B02. To what extent do you have clarity as to whom you should 
report to? 

    4 10 19 45 19 45 
B03. To what extent do you have the right level and appropriate 
mix of skills for the roles and functions of your tasks? 1 2 20 48 16 38 5 12 
B04. To what extent are resources including funding sufficient for 
your tasks? 25 60 17 40         
B05. To what extent do you feel decision making by your superiors 
is sufficiently rapid to facilitate your work? 1 2 20 48 19 45 2 5 
B06.  Are the numbers of people involved in making decisions as 
your supervisors sufficiently coordinated? 6 14 15 36 15 36 6 14 

 
 

No/Not at all/Total 
Lack 

Some/Sometimes/ 
Somewhat 

Most of the 
time/Mostly 

Plenty/always/all/Yes   
Section 3: General Skills 

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 
C01. To what extent do  you have sufficient skills to develop work 
plans, targets and reporting schedules? 3 7 20 48 15 36 4 10 
C02. To what extent can you estimate required resources to achieve 
outputs? 4 10 21 50 16 38 1 2 
C03. What extent do you have skills in monitoring Teaching and 
Learning in Schools? 1 2 10 24 24 57 7 17 
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C04. To what extent do you have skills for constructing budgets and 
monitoring costs? 6 14 25 60 11 26 

    

C05. To what extent does your staff have skills needed to write a 
scope of work for resource persons? 

6 14 24 57 11 26 1 2 
C06. Do you have sufficient skills to support schools in 
Procurement? 5 12 11 26 21 50 5 12 
C08. To what extent do have the necessary basic skills in software 
use (e.g. Ms Word, Ms excel?) 
Even if the do not have computers 

27 66 13 32 

    

1 2 
C09. To what extent do you have skills to support schools in the 
preparation of School Development Plans?     13 31 24 57 5 12 
C10. To what extent do you have clear In-Service training and Staff 
Development plans / Action Plans?[1] 

7 17 19 46 9 22 5 12 
C11. To what extent are you involved in the school co-curricular 
activities? 6 14 28 67 7 17 1 2 

[1] Not Stated: Frequency – 1; Percent 2.44.         
 
 

No/Not at all/Total 
Lack 

Some/Sometimes/ 
Somewhat 

Most of the 
time/Mostly 

Plenty/always/all/Yes   
Section 4: School Management 

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 

i) Financial Management 
3 7 25 61 11 27 2 5 

ii) Teacher Management 
1 2 11 26 26 62 4 10 

iii) School Assessment and 
Evaluation 1 2 8 19 26 62 7 17 
iv) Procurement 

6 14 14 33 20 48 2 5 
v) Administration of 
National exams 1 2 4 10 22 52 15 36 

D01. To what extent are you 
equipped with skills in the 
following areas? 

vi) Curriculum 
Implementation     10 24 24 57 8 19 

D02. To what extent do you have i) Research report writing 
8 19 25 60 9 21     
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ii) Development of School 
Assessment Reports 5 12 17 40 18 43 2 5 

Analytical and Communication 
skills in the following? 

iii) Extracting lessons 
4 10 17 41 17 41 3 7 

i) Design of data collection 
forms 8 19 15 36 14 33 5 12 
ii) Data recording 

5 12 17 40 15 36 5 12 
iii) Data analysis 

5 12 19 45 13 31 5 12 
iv) Data interpretation 

3 7 22 52 12 29 5 12 
v) Report writing 

2 5 17 40 18 43 5 12 

D04. To what extent do you have 
sufficient skills in the following 
areas? 
Not necessarily with a computer 
  
  
  
  

vi) Data storage 
5 14 14 40 9 26 7 20 

D05. To What extent do you have skills in data dissemination to 
stakeholders? 4 11 10 29 18 51 3 9 
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E. District Level Tables 
No/Not at all/Total 

Lack 
Some/Sometimes/ 

Somewhat 
Most of the 
time/Mostly 

Plenty/always/all/Yes   
Section B: Organization Structure 

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 
B01. In your view, are your core functions at the District sufficiently 
clear? 11 2 87 18 224 47 158 33 
B02. To what extent do you feel your functions overlap with those of 
other levels (for instance Provincial and headquarters)? 185 39 204 43 80 17 11 2 
B03. To what extent does the overlap (if it exits) create an effective 
collaboration?[1] 174 36 153 32 110 23 19 4 
B04. To what extent do you have clarity as to who you should report 
to? 21 4 98 20 182 38 179 37 
B05. In regard to KESSP implementation to what extent do you feel 
there is clarity of your roles and responsibilities? 91 19 224 47 114 24 51 11 
B06. To what extent are your staff numbers sufficient to perform the 
office roles and functions of your level? 177 37 207 43 71 15 25 5 
B07. To what extent do staff at your level have the right level and 
appropriate mix of skills needed for their respective roles and 
responsibilities? 57 12 256 53 143 30 24 5 
B08. To what extent are the operational sources of funding for your 
office sufficient for your tasks? 167 35 249 52 48 10 16 3 
B09. To what extent is decision making by your superiors 
sufficiently rapid to allow you to do your job? 39 8 213 44 184 38 44 9 

a) Replacing a Head Master[2] 88 18 162 34 158 33 70 15 
b)  Replacing a Retired 
Teacher 144 30 174 36 116 24 46 10 

10. To what extent are the 
Education Service Delivery 
Standards clearly defined for the 
following? 

c) Re constituting a 
BOG/SMC 80 17 119 25 183 38 98 20 

B11. To what extent are these Service delivery standards used for 
the purpose of planning at your level? 66 14 209 44 177 37 28 6 
B12. To what extent are these service delivery used in monitoring 
school performance (i.e. to identify low performing schools?) 68 14 180 38 195 41 37 8 

[1] Not Stated: Frequency 19; Percent 1.88. Not Applicable: Frequency 13; Percent 2.71.      
[2] Not Stated: Frequency 1; Percent 0.21; Don’t Know: Frequency 1; Percent 0.21.       
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No/Not at all/Total 
Lack 

Some/Sometimes/ 
Somewhat 

Most of the 
time/Mostly 

Plenty/always/all/Yes   
Section C: General Skills 

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 
C01. To what extent is your staff able to develop work plans, 
performance targets, reporting schedules? 19 4 218 45 198 41 45 9 
C02. To what extent can your staff optimize a project plan (to 
meet the finish date / budget)? 44 9 246 51 156 33 34 7 
C03. To what extent can your staff estimate the required 
programme resources vis-à-vis the deliverables? 

41 9 230 48 182 38 27 6 
C04. To what extent does your staff have skills in program 
monitoring? 76 16 206 43 158 33 40 8 
C05 To what extent does your staff have analytical and 
communication skills for project report writing, extracting lesson 
learned and policy analysis? 113 24 257 54 93 19 17 4 
C06 To what extent does your staff have skills for constructing 
simple unit-level project budgets and tracking costs? 108 23 218 45 119 25 35 7 
C07 To what extent does your staff have the skills needed to write 
a scope of work for a consultant or a Resource Person? 159 33 217 45 83 17 21 4 
C08 To what extent does your staff understand procurement and 
tendering procedures in operation? 141 29 201 42 91 19 47 10 
C09 To what extent does your staff have the necessary basic skills 
in software use (e.g. Ms Excel, Ms Word, and Ms PowerPoint)? 209 44 223 46 44 9 4 1 
C10 To what extent does your staff have the skills to support 
schools in the preparation of school development plans? 68 14 203 42 162 34 47 10 
C11 o what extent does the staff at the District level have 
working, technical and organizational knowledge to undertake the 
implementation of KESSP? 51 11 271 56 134 28 24 5 

No/Not at all/Total 
Lack 

Some/Sometimes/ 
Somewhat 

Most of the 
time/Mostly 

Plenty/always/all/Yes  
Section E: EMIS 

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 
E03. What percentage of Schools submits TSC data on time?[1] 

14 5 90 34 127 48 32 12 
E04. To what extent are the procedures and schedules for data collection, 
cleaning, analysis and flow clear?[2] 36 13 131 49 78 29 21 8 
E05. To what extent is data from schools spot checked for accuracy and 
completeness?[3] 34 13 101 37 95 35 38 14 

                                                 
 
 
 



 

  147 

i) Planning 
19 7 88 32 135 50 28 10 

ii) Routine management and 
administration 6 2 91 34 138 51 35 13 

E06. To what extent is the data 
collected at the district used in the 
following? [4] 

iii) Implementation of KESSP? 
48 18 106 39 88 33 26 10 

i) Questionnaire design 
64 24 138 51 59 22 11 4 

ii) Data Collection /Capture 
26 10 109 40 114 42 21 8 

iii) Sampling 
59 22 126 46 73 27 14 5 

iv) Data Analysis 
49 18 141 52 69 25 13 5 

v) Data Presentation and reporting 48 18 132 49 75 28 17 6 
vi) Data interpretation and report 
writing 53 19 148 54 59 22 12 4 

E07. To what extent are the skills of 
your staff sufficient in the following 
(Without Computer) 
  
  
  
  
  

vii) systems management / filling 61 23 137 51 59 22 14 5 
E08. Is the number of Computers sufficient for you to perform yours 
tasks?[5] 169 62 51 19 29 11 22 8 

i) Computer skills in 
Questionnaire design 178 65 84 31 9 3 1 0 
ii) Computer skills in Data 
Capture 

155 57 94 35 19 7 3 1 
iii) Computer skills in Database 
management and data cleaning 191 70 71 26 8 3 1 0 
iv) Computer skills in database 
packages 176 65 84 31 8 3 3 1 
v) Computer skills in Data 
Analysis 192 71 73 27 5 2 1 0 
vi) Computer skills in Data 
Presentation and reporting 185 69 74 27 10 4 1 0 
vii) Computer skills in graphical 
data presentation 198 73 68 25 4 1     
viii) Computer skills in data 
interpretation and statistical 190 70 67 25 12 4 1 0 

E09. skills of your staff sufficient in 
the following 
(Even if it is said that there are 
insufficient numbers of computers, 
please ask whether the officers have 
sufficient  computer skills) 
  
  
  
  
  
  
  
  

ix) Computer skills in Systems 
management 

205 76 62 23 3 1 1 0 
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x) Computer skills in sampling 
techniques 208 77 56 21 5 2 1 0 

 [1]  For E03, E05: Not Stated: Frequency 1; Percent 0.38         
 [2] Not Stated: Frequency 2; Percent 0.74. Not Applicable 1; Percent 0.37.        
 [3] Not Stated: Frequency 1; Percent 0.37; Not Applicable: 1, Percent 0.37.        
 [4] For i) through iii): Not Applicable: Frequency 1; Percent 0.37.         
 [5] Not Stated: Frequency 1; Percent 0.37.         

 
 

No/Not at all/Total 
Lack 

Some/Sometimes/ 
Somewhat 

Most of the 
time/Mostly 

Plenty/always/all/Yes  
Section 7: Planning 

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 
i) Defining project activities 

38 18 103 49 56 27 12 6 
ii) Optimizing plans to meet 
budget deadlines 31 15 108 52 64 31 6 3 
iii) Resource capturing / 
resource mobilization 30 14 109 52 54 26 15 7 

F01. To what extent does your 
staff have sufficient skills in the 
following 

iv) Budget development 
/Management 24 12 110 53 58 28 16 8 

F02. To what extent does your staff have basic skills in 
understanding and using the Educational Indicators to assess 
education performance? (example of Education Indicators: Drop 
outs rates, Transition rates, gender, repetition rates, poverty etc) 12 6 90 43 92 44 14 7 
F03. To what extent does the staff have the necessary skills to 
develop District Action Plans based on District Situation Analysis 21 10 95 46 76 37 16 8 
F04. To what extent does your staff support schools to develop 
their Action Plans? 29 14 99 48 71 34 9 4 
F05. In your view, do you think that Teacher Advisory Centre (TAC) 
Tutors are sufficiently trained to support Primary schools in 
developing School Action Plans? 59 29 90 44 40 20 15 7 
F06. To what extent are District Staff competent to implement an 11 5 97 47 85 41 15 7 
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In Service Training for teachers in Pedagogical skills? 

i) Civil society organizations 
53 25 97 47 50 24 8 4 

ii) SMC association 
16 8 83 40 90 43 19 9 

F07. To what extent is planning 
process open to inputs from the 
following groups? 

iii) Parents 
14 7 96 46 74 36 23 11 

 
  

No/Not at all/Total 
Lack 

Some/Sometimes/ 
Somewhat 

Most of the 
time/Mostly 

Plenty/always/all/Yes  
Section G: Finance 

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 
i) Budget Compilation 

49 18 91 34 94 35 35 13 
ii) Budget Execution 

43 16 100 37 98 36 28 10 
iii) Budget Reporting 

53 20 94 35 95 35 27 10 
iv) Budget auditing 

51 19 89 33 97 36 32 12 

G01. In your view are the financial 
regulations clear for the following? 

v) Budget accountability 
35 13 88 33 106 39 40 15 

i) Budget Compilation 
46 17 132 49 68 25 23 9 

ii) Budget Execution 
44 16 119 44 88 33 18 7 

iii) Budget Reporting 
49 18 125 47 80 30 14 5 

iv) Budget auditing 
74 28 120 45 54 20 20 7 

G02. To what extent does your staff 
have sufficient skills in:  

v) Budget accountability[1] 
47 18 120 45 80 30 20 7 

i) Budget Compilation 191 71 66 25 8 3 3 1 
ii) Budget Execution 193 72 62 23 10 4 3 1 
iii) Budget Reporting 

190 71 65 24 10 4 3 1 

G03. To what extent does your staff 
have sufficient software skills in:  
(even if there are no computers, ask 
whether they have computer skills 
to perform these functions) 
  
  

iv) Budget auditing 

194 72 60 22 10 4 4 1 
G04. To what extent do annual budgetary allocation sufficient to Primary 
Instructional materials due to Free Primary Education?[2] 43 17 123 48 78 30 12 5 
G06. To what extent do financial disbursements comply with budgetary 

44 17 120 45 78 30 22 8 
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allocations? 

G07. To what extent does your staff have Analytical financial skills in 
supporting schools to set bursary funds allocation criteria?[3] 94 36 101 39 46 18 17 7 
G08. To what extent does your staff have Analytical skills to see whether 
schools are spending funds according to the allocation guidelines[4] 44 17 99 37 90 34 32 12 
G09. To what extent does your staff have skills in budget presentation? 

46 17 114 43 83 31 24 9 
i) Developing tender documents 

31 24 38 30 45 35 13 10 
ii) Awarding tenders 

30 24 40 32 43 34 13 10 

G11. To what extent is the 
legislation and regulation clear on 
procurement on the following: 

iii) Contract Performance 
34 27 40 32 41 33 11 9 

i) Tender documents 
63 50 43 34 14 11 6 5 

ii) Evaluation of Bids 
67 53 38 30 14 11 7 6 

G12. Do you feel that your  staff 
have sufficient skills to design and 
develop the following 

iii) Finalizing Contracts deeds 
66 52 39 31 14 11 7 6 

G13. To what extent are procurement records used to inform management 
decisions in future procurements? 27 21 59 47 35 28 5 4 
G18. In your view, is the capacity for auditing school s sufficient? 

130 50 91 35 11 4 1 0 

[1] Not Stated: Frequency 1; Percent 0.37.         
[2] Not Applicable: Frequency 2; Percent 0.78.         
[3] Not Stated: Frequency 1; Percent 0.38. Not Applicable: Frequency 1; Percent 0.38.       
[4] Not applicable: Frequency 1; Percent 0.38         
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No/Not at all/Total 

Lack 
Some/Sometimes/ 

Somewhat 
Most of the 
time/Mostly 

Plenty/always/all/Yes  
Section 8: Human Resources 

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 
H01. How satisfied are you with the skills inventory and audit in 
your District?[1] 59 20 159 55 65 22 7 2 
H02. Do you feel that the current set of skills of your staff can 
respond adequately to the required tasks? 60 21 142 49 76 26 14 5 
H03. To what extent is the Performance Appraisal System in your 
District functional? 59 20 131 45 86 29 15 5 
H04. To what extent has the performance appraisal system been 
used for staff development in your District?[2] 121 42 119 41 41 14 5 2 

i) Purchase of new 
equipment 96 33 127 44 58 20 6 2 
ii) Revision of Targets / 
Indicators 74 26 131 45 72 25 10 3 

H05. To what extent are the 
Performance assessment findings 
used in planning the following?[3] 

iii) Policies and Procedures 
79 27 131 45 67 23 10 3 

H06. Is the working environment at your level enabling enough to 
facilitate the officers to perform their tasks? 49 17 124 43 96 33 22 8 
H07. To what extent are all professional jobs in the District 
Education Office filled through competitive selection?[4] 29 10 82 28 133 46 42 15 
H08. To what extent are the job descriptions for all key positions 
clear and available at this level?[5] 17 6 85 29 141 48 48 16 

[1] Not Applicable: Frequency 1; Percent 0.34.         
[2] Not Stated: Frequency 1; Percent 0.35. Not Applicable: Frequency 1; Percent 0.35      
[3] For i) through iii): Not Applicable: Frequency 1; Percent 0.35        
[4] Not Stated: Frequency 3; Percent 1.04.         
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[5] Not Applicable: Frequency 1; Percent 0.34.         
 

No/Not at all/Total 
Lack 

Some/Sometimes/ 
Somewhat 

Most of the 
time/Mostly 

Plenty/always/all/Yes  
Section 9: Quality Assurance and Standards 

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 
i) Financial Management 

25 9 135 49 103 37 13 5 
ii) Teacher Management 

10 4 106 38 146 53 14 5 
iii) Teacher Development 

19 7 142 52 103 38 10 4 
iv) School Assessment and 
Evaluation 13 5 121 44 121 44 22 8 
v) Procurement 

37 14 124 46 94 35 15 6 
vi) School Administration 

11 4 102 37 136 49 26 9 
vii) Administration of National 
exams 6 2 33 12 139 50 99 36 

viii) Curriculum 
Implementation)[1] 6 2 96 35 138 50 36 13 
ix) Pedagogical (Subject areas 

14 5 137 50 110 40 15 5 
xi) Continuous Assessment of 
student progress 22 8 119 43 114 41 23 8 

I01. In your view, how would you 
rate the services provided to 
schools by the District Education 
Office in the following areas? (Are 
they adequate / sufficient)? 

xii) Public / Private 
partnerships 32 12 141 51 90 32 15 5 
i) Setting targets for learning 

24 9 117 42 114 41 22 8 
ii) Writing best Practices based 
on School Performance 
Analysis 27 10 146 53 82 30 23 8 

I02. To what extent does your staff 
have sufficient skills in the 
following areas 

iii) Developing, piloting and 
administering various 
assessment instruments (test, 
school leaving exams, etc) 37 13 128 46 98 35 15 5 

I03. To what extent are best practices shared with schools?[2] 
14 5 130 48 103 38 24 9 
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i) Schools 
21 8 150 54 89 32 15 5 

ii) Zones 
25 9 150 55 83 30 15 5 

I04. To what extent are best 
practices applied the following 
levels:[3] 

iii) Divisions 
30 11 82 30 15 5 1 0 

i) Procurement of goods and 
services 44 16 112 41 103 37 17 6 
ii) Teacher management 25 9 101 36 131 47 20 7 
iii) Mobilization of resources 

27 10 133 48 106 38 11 4 
iv) School Planning 

21 8 132 48 113 41 11 4 
v) Monitoring of Education 
standards 19 7 98 35 141 51 19 7 
vi) Compliance with official 
policies and guidelines 29 10 108 39 118 42 23 8 

I05. To what extent do your staff 
have the sufficient skills to support 
BOG/SMC to implement the 
KESSP in the following areas: 

vii) Financial Management 
41 15 143 52 77 28 16 6 

i) Teamwork and collegial 
teaching 16 6 109 39 125 45 28 10 
ii) Management of large classes 39 14 128 46 93 34 28 10 
iii) Remedial teaching 31 11 128 46 101 36 18 6 
iv) Setting discipline without 
the cane 27 10 118 42 106 38 26 9 

I06. To what extent does your staff 
have sufficient skills to support 
teachers in the following areas? 

v) Assessment of Curriculum 
coverage 12 4 85 31 149 54 31 11 

I07. To what extent do you feel that the basic training for Quality 
Assurance Officers is adequate? 68 25 148 53 54 19 7 3 
I08. Do you feel the Quality Assurance Officers understand tests for 
various competencies? 43 16 148 54 66 24 19 7 
I09. In your view, do Quality Assurance Officers understand all 
learning goals for various grades? 53 19 124 45 78 28 22 8 
I10. In your view, do Quality Assurance Officers have sufficient skills 
to help teachers on the spot? 39 14 117 42 97 35 25 9 
I11. In your view, do QAOs have sufficient skills to help school 
principals / Head Teachers improve school management practices? 32 12 140 50 85 31 21 8 
I12. In your view, are Quality Assurance Officers sufficiently trained 
to collect school level data? 39 14 107 39 96 35 35 13 
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i) Quality Assurance and 
Standards[4] 19 7 94 34 114 41 47 17 
ii) Guidance and Counseling[5] 53 19 130 47 70 25 22 8 
iii) Pre-service Teacher training 
recruitment 21 8 59 21 133 48 64 23 
iv) Teacher assessment[6] 

14 5 67 24 141 51 1 0 

I13. To what extent are the existing 
guidelines for the following clear? 

vi) Exam / testing regulations 
11 4 76 27 127 46 64 23 

I14. Do you feel that the visits by QAO are frequent enough? 
132 48 104 38 34 12 7 3 

I16. Are best practices documented at the District level? 
95 35 48 17 57 21 75 27 

I17. Are the documented best practices disseminated in your 
District?[7] 25 12 69 33 58 28 49 23 
I18. To what extent do schools receive timely and adequate support 
after being identified as low-performing Schools?[8] 18 7 101 37 107 40 43 16 

[1] Not Applicable: Frequency 1; Percent 0.36.         
[2] Not Stated and Not Applicable: Frequency 1, Percent 0.37 (each)        
[3] Not Applicable for i) through iii): Frequency 1; Percent 0.36.         
[4] Not Stated: Frequency 1; Percent 0.36.         
[5] Not Stated and Don’t know: Frequency 1; Percent 0.36. (each)        
[6] Not Stated: Frequency 1; Percent 0.36.         
[7] Not Stated and Not Applicable: Frequency 4; Percent 1.91. (each)        
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[8] Not Stated: Frequency 1; Percent 0.37.         
 
 
E. Provincial Level Tables 

No/Not at all/Total 
Lack 

Some/Sometimes/ 
Somewhat 

Most of the 
time/Mostly 

Plenty/always/all/Yes  
Section 2: Organization Structure 

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 
B01. In your view, are your core functions at the Province 
sufficiently clear? 1 4 3 12 13 50 9 35 
B02. To what extent do you feel your functions overlap with those 
of other levels e.g Headquarters 7 27 11 42 5 19 3 12 

i) National 
7 27 14 54 4 15 1 4 

B03. To what extent is the overlap 
needed at the following levels? 

ii) District 
10 38 4 15 11 42 1 4 

B04. To what extent does the overlap (if it exits) create an effective 
collaboration? 6 23 4 15 15 58 1 4 
B05. To what extent do you have clarity as to whom you should 
report ? 2 8 4 15 10 38 10 38 
B06. To what extent are your staff numbers sufficient to perform 
the office roles and functions of your level? 11 42 12 46 3 12     
B07. To what extent does staff at the  Provincial Education Office 
have the right level and appropriate mix of skills for the required 
tasks? 4 15 11 42 11 42     
B08. To what extent are the operational resources or funding for 
your office sufficient for your tasks? 4 15 16 62 6 23     
B09. To what extent is decision making by your superiors 
sufficiently rapid to allow you to do your job? 2 8 10 38 11 42 3 12 

 
 

No/Not at all/Total 
Lack 

Some/Sometimes/ 
Somewhat 

Most of the 
time/Mostly 

Plenty/always/all/Yes  
Section 3: General Skills 

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 
C01. To what extent does your staff have sufficient skills in 
designing and conducting policy relevant research (Both qualitative 
and quantitative)? 4 15 13 50 9 35 

    

C02. To what extent can your staff develop work plans, performance 
targets and reporting schedules?     13 50 13 50 

    

C03. To what extent can your staff optimally monitor project plans to 
meet deadlines and work within the provided budget? 1 4 15 58 9 35 1 4 
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C04. To what extent can your staff estimate the required resources 
vis-à-vis programme outputs in the province? 1 4 10 38 15 58 

    

C05. To what extent does your staff have skills in monitoring 
program progress vis-à-vis KESSP investment outputs? 4 15 15 58 7 27 

    

i) Report Writing 
3 12 11 42 12 46     

ii) Extracting lessons learnt 
5 19 8 31 11 42 2 8 

iii) Policy Analysis 
4 15 15 58 7 27     

C06. To what extent does your 
staff have analytical and 
communication skills for the 
following: 

iv) Case studies 
6 23 14 54 6 23     

C07. To what extent does your staff have skills for constructing 
programme budgets and monitoring costs? 10 38 7 27 9 35 

    

C08. To what extent does your staff have skills for preparing budgets 
and tracking costs for KESSP Programmes? 8 31 12 46 6 23 

    

C09. To what extent does your staff have skills needed to support 
Districts to write a scope of work and Terms of Reference for a 
consultant / Technical Assistance? 8 31 13 50 5 19 

    

C10 To what extent does your staff have the skills in understanding 
and using the official procurement and tendering processes / 
Procedures to support Districts and Schools? 7 27 11 42 6 23 2 8 
C11. To what extent does your staff have the necessary basic skills 
in computer software use? 4 15 16 62 6 23 

    

C12. To what extent does your staff have the skills to support 
districts in the implementation of KESSP? 5 19 12 46 9 35 

    

 
 

No/Not at all/Total 
Lack 

Some/Sometimes/ 
Somewhat 

Most of the 
time/Mostly 

Plenty/always/all/Yes  
Section 5: EMIS 

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 

i) Data capture? 
3 38 3 38 2 25     

ii) Database management and 
data cleaning (including 
database packages)? 4 44 4 44 1 11     
iii) Data analysis 
(Spreadsheets and / or 
Statistical packages)? 5 56 3 33 1 11     

E01. Are the skills of your staff 
sufficient in the following: 

iv) Data presentation and 
reporting? 2 22 5 56 2 22     

E02. To what extent is information from EMIS used to inform 
management decisions? 

3 33 5 56 1 11 
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E05. To what extent is feedback given by the Province to districts 
and schools regarding their data and information? 2 25 5 63 1 13 

    

i) Analyse the data they collect 
    5 63 3 38     

ii) Utilize the data in decision 
making     7 88 1 13     

E07. In your view, to what extent 
do Districts... 

iii) Use the analysed data to 
implement the KESSP 
investment Programmes 2 25 4 50 2 25     

 
 

No/Not at all/Total 
Lack 

Some/Sometimes/ 
Somewhat 

Most of the 
time/Mostly 

Plenty/always/all/Yes  
Section 6: Financial Planning and Management  

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 

F01. To what extent do annual budgetary allocations meet the 
Programme activity requirements in your province? 3 30 3 30 4 40     
F02. To what extent do financial disbursements comply with 
budgetary allocations? 1 10 4 40 5 50     
F03. To what extent does your staff have Soft ware skills in budget 
Reporting and Auditing? 5 45 5 45 1 9     
F04. To what extent does your staff have financial or accounting 
skills in budget Execution? 2 18 5 45 4 36     
F05. To what extent does your staff assist Districts and Schools set 
their budget and funding levels? 2 18 4 36 5 45     
F06. To what extent does your staff have Analytical skills to see 
whether districts and schools are spending funds according to the 
established guidelines? 

1 9 6 55 3 27 1 9 
F07. To what extent does your staff have financial forecasting and 
planning skills driven by enrolment and priority Development 
needs? 4 36 3 27 4 36     
F08. To what extent are the guidelines on the management of 
Grants and Bursaries to schools adequate? 1 9 5 45 4 36 1 9 
F09. To what extent do you support audit of schools? 

1 9 3 27 5 45 2 18 
 
 

No/Not at all/Total 
Lack 

Some/Sometimes/ 
Somewhat 

Most of the 
time/Mostly 

Plenty/always/all/Yes  
Section 7: Human Resources Management and Development 

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 

G01. To what extent has the skills inventory and audit review been 
conducted? 6 46 5 38     2 15 
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G02. To what extent has the performance appraisal system been 
used for staff development? 4 31 8 62 1 8     
G03. To what extent are the Performance assessment findings used 
to develop Training plans? 7 54 4 31 1 8 1 8 
G04. To what extent are the working conditions and environment 
attract and retain personnel? 2 15 6 46 4 31 1 8 
E05. To what extent are all professional jobs in the Provincial 
Education Office filled through competitive selection? 1 9 4 36 4 36 2 18 
E06. To what extent are the job descriptions clearly defined for all 
key positions at Provincial Education Office?     2 15 8 62 3 23 
E09. To what extent are officers at the Province promoted when 
due? 5 38 8 62         
E10. To what extent does staff at the PDE’s Office have sufficient 
skills to carry out interviews for promotion and deployment of 
teachers? 

3 23     6 46 4 31 
E11 To what extent does your staff have sufficient skills for 
investigating, reporting and dealing with teachers discipline cases?     2 15 9 69 2 15 

 
 

No/Not at all/Total 
Lack 

Some/Sometimes/ 
Somewhat 

Most of the 
time/Mostly 

Plenty/always/all/Yes  
Section 8: Quality Assurance 

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 
i) Financial Management 

1 7 11 79 2 14     

ii) Teacher Management     5 36 9 64     
iii) Teacher Development 

3 21 8 57 3 21     
iv) School Assessment and 
Evaluation     8 57 6 43     
v) Procurement 

3 21 5 36 6 43     
vi) School Administration 

    7 50 7 50     
vii) Administration of National 
exams     1 7 10 71 3 21 
viii) Curriculum 
Implementation     8 57 6 43     
ix) Pedagogical (Subject areas) 

2 14 6 43 6 43     

H01. In your view, how would you 
rate the services provided to 
schools by the Districts in the 
following areas? (Are they 
adequate / sufficient)? 

x) Continuous Assessment of 
student progress 2 14 7 50 5 36     
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xi) Effective functioning of 
BOGs 1 7 6 43 7 50     
xii) Public - Private 
partnerships 3 21 8 57 3 21     
i) Monitoring student learning 
progress 1 7 6 43 5 36 2 14 
ii) Monitoring performance in 
service delivery. 2 14 7 50 4 29 1 7 

H02. To what extent does your 
staff have sufficient skills in the 
following areas 

iii) Analytical skills for 
integration of best practices 1 7 7 50 6 43     
i) District 

    9 64 5 36     
H04 To what extent are best 
practices applied at the following 
levels: ii) Schools 

    9 64 4 29 1 7 
H05. To what extent do officers at the Province integrate best 
practices into their work? 1 7 7 50 5 36 1 7 
H06. Are the documented best practices disseminated in your 
Province? 1 7 5 36 6 43 2 14 
H07. To what extent do schools receive timely and adequate support 
on request from the Province? 1 7 1 7 3 21 4 29 

 
 
F. National Level Tabulated Responses 

No/Not at all/Total 
Lack 

Some/Sometimes/ 
Somewhat 

Most of the 
time/Mostly 

Plenty/always/all/Yes  
Section 2: Organization Structure 

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 
B01. In your view, do you think your Directorates mandate has 
been explicitly defined to cover your functions?   

2 7 4 15 19 70 2 7 
B02. In your view, do you think the time spent on the core 
functional activities compared to time spent ton ad hoc activities is 
in balance? 4 15 13 48 10 37     
B03. To what extent do the activities within your directorate overlap 
with those in other Directorates? 3 11 14 52 10 37     
B04. To what extent are your lines of responsibility clear up to the 
supervisor? 1 4 10 37 15 56 1 4 
B05. To what extent are your reporting mechanisms effective? 

    16 59 11 41     
B06. Do you feel that your directorate’s staff numbers are sufficient 
to perform your core functions? 11 41 14 52 2 7     
B07. To what extent does your staff have the right level and 
appropriate mix of skills for their respective roles and functions? 1 4 21 78 5 19     
B08. Do you feel that job descriptions for each of the positions in 
your Directorate are clear? 1 4 9 33 16 59 1 4 
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B09. To what extent are resources for operations in your unit 
sufficient? 

2 7 15 56 9 33 1 4 
B10. Which resource areas are most constraining? 

3 16 13 68 3 16     
B11. Is decision making by your superiors fast enough to allow you 
perform your job efficiently? 1 4 14 52 12 44     
B12. Is the decision making in the Ministry using accurate data 
and analysis? 6 22 15 56 6 22     
B13. Is decision making in the Ministry participatory? 

5 19 12 46 9 35     
B14. Are the service delivery standards for your Directorate clearly 
defined? 4 15 13 48 9 33 1 4 

 
 

No/Not at all/Total 
Lack 

Some/Sometimes/ 
Somewhat 

Most of the 
time/Mostly 

Plenty/always/all/Yes  
Section 3: General skills 

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 

C01. Do you feel that your staff has sufficient skills in designing and 
conducting policy relevant research (Both qualitative and 
quantitative)? 11 41 16 59         
C02. Can your staff develop work plans, performance targets, 
reporting schedules? 1 4 9 32 17 61 1 4 

C03. Do you feel that your staff is capable of optimising plans to 
meet completion datelines and budget? 
[To be able to do this, they need to know how to develop a M & E 
plan, how to track progress, and how to use the indicators to assess 
effectiveness and efficiency of the project’s implementation, for 
instance] 3 11 17 63 7 26     
C04. Can your staff estimate the required resources vis-à-vis 
program outputs?     12 46 13 50 1 4 
C05. Do you feel that your staff has sufficient skills in monitoring 
program progress vis-à-vis program outputs? 4 15 13 50 9 35     
C06. In your view, does your staff have analytical and 
communication skills for report writing, extracting lessons learnt 
policy analysis and case studies? 6 23 17 65 3 12     
C07. Do you feel that your staff has sufficient skills for constructing 
programme budgets and monitoring costs? 3 11 17 63 7 26     
C08. Do you feel that your staff has sufficient skills needed to write a 
scope of work and Terms of Reference for a consultant / outsourced 
technical assistance? 7 26 17 63 3 11     
C09. To what extent does you staff have the skills in understanding 

4 15 18 67 5 19     
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and using the official procurement and tendering procedures? 

C10. Do you feel that your staff has sufficient skills to support 
Districts in the implementation of KESSP?  

6 21 14 50 8 29     
i) Management 

8 30 14 52 5 19     
ii) Planning 

9 33 13 48 5 19     

C11. Do you feel that your staff is 
sufficiently trained in the 
following? 

iii) Financing 
10 37 14 52 3 11     

i) Word processing 2 7 11 39 15 54     
ii) Databases 

12 43 13 46 3 11     
iii) Spreadsheets 

12 43 12 43 4 14     

iv) Statistical packages 17 61 8 29 3 11     

C12. To what extent does your 
staff have the necessary basic 
skills in computer software use in 
the following? 

v) Presentation packages 
13 46 9 32 6 21     

 
 

No/Not at all/Total 
Lack 

Some/Sometimes/ 
Somewhat 

Most of the 
time/Mostly 

Plenty/always/all/Yes  
Section 5: EMIS 

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 
i) Questionnaire design? 

3 18 10 59 4 24     
ii) Data capture? 

1 6 7 41 8 47 1 6 
iii) Database management and 
data cleaning? 9 53 5 29 3 18     
iv) Data analysis? 8 47 7 41 1 6 1 6 
v) Data presentation and 
reporting? 5 29 9 53 2 12 1 6 
vi) Graphical data 
presentation? 9 53 6 35 1 6 1 6 
vii) Data interpretation and 
statistical report writing? 9 53 5 29 2 12 1 6 
viii) Systems management? 

11 65 5 29 1 6     

E01. Do you feel that skills of your 
staff are sufficient to perform the 
following? 

ix) Marketing of EMIS 
capabilities? 14 82 3 18         

E02. To what extent are the documents describing procedures and 
schedules for data collection, data cleaning and flow of data up to 
the district level clear? 4 25 5 31 7 44     
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E03. To what extent is information from EMIS used to inform 
management decisions? 4 27 8 53 3 20     
E06. Are there clear guidelines on publishing and sharing analysed 
data? 4 33 5 42 3 25     
E08. Is EMIS system accessible by different agencies responsible for 
provision of education? 3 30 6 60 1 10     
E09. To what extent is there a delay in receiving EMIS data from the 
Districts?     6 86 1 14     
E10. What is the delay in reporting of EMIS data to various 
institutions? To what extent is the delay? 1 20 4 80         
E11. To what extent is feedback given by the MoE Headquarters to 
districts and schools regarding their data and information? 5 56 2 22 2 22     

 
 

No/Not at all/Total 
Lack 

Some/Sometimes/ 
Somewhat 

Most of the 
time/Mostly 

Plenty/always/all/Yes  
Section 6: Financial Planning and Management 

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 

F01. Do you consider the legislation and regulation on financial 
management in the Ministry clear?     7 54 5 38 1 8 

i) Budget compilation 
    7 54 6 46     

ii) Budget execution 
1 7 6 43 7 50     

iii) Budget reporting 
1 7 6 43 7 50     

iv) Budget auditing 
1 8 4 33 7 58     

F02. How clear is the financial 
regulation in regard to the 
following? 

v) Budget accountability 
1 8 5 38 7 54     

F03. To what extent do annual budgetary allocations respond to 
Programme activity requirements?     9 69 4 31     
F04. To what extent do financial disbursements comply with 
budgetary allocations?     4 31 9 69     
F05. To what extent does your staff have IT skills in budget 
compilation, execution, reporting and auditing? 4 33 4 33 1 8     
F06. To what extent does your staff have financial or accounting 
skills in budget compilation, execution, reporting and auditing? 3 23 7 54 3 23     
F07. To what extent does your staff assist Districts and Schools set 
their funding levels? 3 23 5 38 5 38     
F08. To what extent does your staff have Analytical skills to see 
whether districts and schools are spending funds according to the 
established guidelines? 3 23 9 69 1 8     
F09. To what extent does your staff have financial forecasting and 
planning skills driven by enrolment and quality development needs? 2 15 9 69 2 15     
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F10. To what extent does your staff have skills in budget 
presentation? 2 14 8 57 4 29     
F11. To what extent are the guidelines on the management of grants 
and bursaries to school adequate? 1 11 4 44 4 44     

 
 

No/Not at all/Total 
Lack 

Some/Sometimes/ 
Somewhat 

Most of the 
time/Mostly 

Plenty/always/all/Yes  
Section 7: Human resources management and development 

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 
G01. Are all needed positions for implementation of KESSP clearly 
identified?     2 29 5 71     
G02. Has a skills inventory and audit been conducted in the 
Ministry? 4 57 1 14 2 29     
G03. Do you feel that existing skill set match the tasks of the 
Ministry?  

    4 57 3 43     
G04. Do you feel that existing skill set match the tasks of the 
Ministry? 1 14 4 57 2 29     
G05. Does your staff have sufficient skills to carry out the Staff 
Performance Appraisals? 

    5 71 2 29     
G06. Are the Performance assessment findings used for training 
/design/development programmes? 

2 33 3 50 1 17     
G07. To what extent does staff have sufficient skills to conduct 
training needs assessments?     3 60 2 40     
G08. To what extent are policies and methods to attract and retain 
personnel clear and effective? 

1 17 5 83         

G09. To what extent are professional jobs in the Ministry filled 
through competitive selection?     3 43 4 57     
G10. To what extent are Schemes of Service clear and effective? 2 29 4 57 1 14     
G11. To what extent does staff get clear instructions on the tasks to 
be performed? 

    1 14 6 86     
G12. To what extent is the training received by staff effective?     5 71 2 29     
G13. Are the job descriptions of all key positions at this level 
available? 

1 14 1 14 5 71     
G14. How often is staff performance review carried out?                  
G15. How long does it take to get an employee into the payroll 
system and paid?                 
G16. Is there a training policy for the Ministry staff? 2 40 3 60         
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G17. Is there In-house capacity for the provision of needed 
training? 2 33         4 67 

 
 

No/Not at all/Total 
Lack 

Some/Sometimes/ 
Somewhat 

Most of the 
time/Mostly 

Plenty/always/all/Yes  
Section 8: Quality Assurance and Standards 

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 
i) Monitoring Curriculum 
implementation     3 50 3 50     
ii) Monitoring Curriculum 
Coverage     3 60 2 40     
iii) In-servicing teachers in 
pedagogical areas     4 80 1 20     
iv) Carrying out school 
assessments and Evaluations     4 80 1 20     

H01. In your view, how would you 
rate the adequacy of the services 
provided to Districts and schools in 
the following areas? 

v) Integrating best practices 
1 25 2 50 1 25     

i) Standards development for 
learning outcomes 1 17 3 50 2 33     
ii) Standards development for 
service delivery indicators 1 17 2 33 3 50     
iii) Analytical skills for 
integration of best practices 2 33 2 33 2 33     
iv) Carrying out school 
assessments and Evaluations 1 17 2 33 3 50     

H02. To what extent does your staff 
have sufficient skills in the 
following areas? 

v) Quantitative skills analysis 
of learning progress 1 17 3 50 2 33     

H03. To what extent are the strategies for dissemination of best 
practices explicit? 1 20 3 60 1 20     
H04. To what extent are best practices applied at school, Zone and 
District levels?     4 80 1 20     

i) School administration 
    2 40 3 60     

ii) Target setting 
    3 60 2 40     

iii) Target intervention 
    4 80 1 20     

iv) Guidance on learner 
assessment 

    3 50 2 33 1 17 
v) Assessment tools 
/techniques     2 33 3 50 1 17 

H05. To extent does your staff have 
the necessary skills to support 
Heads of schools to carry out 
school based quality assurance in 
the following areas: 

vi) Assessment of curricula 
coverage     4 67 1 17 1 17 
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vii) Setting tests /exams 
    3 50 2 33 1 17 

viii) Assessing teacher 
performance     2 40 2 40 1 20 

H05b. To what extent are the performance assessment findings used 
to inform decision-making? (For staff promotions / demotions, 
improvement of In-Service training, Practices and policies)     2 33 4 67     

i) Procurement of Instructional 
materials     4 67 2 33     
ii) Mobilization of resources 

    5 83         
iii) School Term Planning 

    4 67 2 33     
iv) Monitoring of Education 
standards     2 33 4 67     

H06. To what extent does your staff 
have the sufficient skills to train 
District staff and schools to 
implement KESSP in the following 
areas? 

v) Compliance with official 
policies and guidelines     2 33 4 67     
i) Teamwork     3 50 3 50     
ii) Management of large classes 

1 17 3 50 2 33     
iii) Remedial work 

    4 67 2 33     
iv) Setting discipline without 
the cane     6 100         

H07. To what extent does your staff 
have sufficient skills to support 
teachers in the following areas? 
  
  
  
  

v) Assessment of Curriculum 
coverage     3 60 2 40     

H08. To what extent are School / Teacher reports used to improve 
performance in teaching and learning outcomes? 2 40 3 60         
H09. To what extent are there detailed and specific curricular 
learning standards developed up to best international practice?     4 80 1 20     

i) Inspection         5 100     
ii) Guidance and Counseling 

1 20 2 40 2 40     
iii) National Teacher 
accreditation system     2 40         
iv) National assessment of 
learning 1 20 4 80         
v) Teacher assessment 

    2 40 3 60     

. H10. To what extent are the 
guidelines for the following clear? 

vi) Learning assessment 
    1 20 4 80     

i) Syllabuses 
    1 17 4 67 1 17 

H11. To what extent do you think 
regulations on the following are 
clear? ii) Exam / testing regulations 

        5 83 1 17 
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H13. To what extent are the lines of accountability for quality clearly 
defined?     2 40 3 60     
H14. To what extent do Quality Assurance Officers understand 
learning assessment tools?     3 60 2 40     
H15. To what extent do you feel that the basic training for Quality 
Assurance Officers is adequate?     4 80 1 20     
H16. Are best practices documented at the national level? 

3 75         1 25 
H17. Are the documented best practices disseminated?[1] 

1 33 1 33         
H18. To what extent do schools receive timely and adequate support 
after being identified as low-performing? 1 20 3 60 1 20     

i) curriculum delivery 
    4 100         

ii) in-service training 
    4 80 1 20     

iii) performance appraisal 
    3 60 2 40     

iv) facilities management 
    4 80 1 20     

H20. In your view, is the 
supervision of the following 
effective? 

v) Community involvement 
    3 60 2 40     

[1] Not Stated: Frequency 1; Percent. 33.33         
 
 

No/Not at all/Total 
Lack 

Some/Sometimes/ 
Somewhat 

Most of the 
time/Mostly 

Plenty/always/all/Yes  
Section 9: Procurement 

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 
i) Preparation of tender 
documents 1 11 6 67 2 22     
ii) Award Process 

2 22 5 56 2 22     

I01. To what extent is the 
legislation and regulation on 
procurement clear on the 
following? 

iii) Contract performance 
1 11 6 67         

i) Preparation of tender 
documents 3 33 4 44 2 22     
ii) Evaluation of bids 

3 33 4 44 2 22     

I02. To what extent does you staff 
have sufficient skills to design and 
develop the following 

iii) Contract deeds 
3 33 3 33 3 33     

I03. To what extent are procurement records used to inform 
2 22 4 44 3 33     
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management decisions in future procurements? 

I04. To what extent do staff have necessary skills to prepare the 
procurement plans and schedules? 2 22 6 67 1 11     
I05. To what extent do the staff have sufficient procurement skills to 
support the Districts and Schools in the implementation of KESSP? 3 33 5 56 1 11     
I06. To what extent are departmental procurement plans linked to 
the financial plans? 1 11 2 22 6 67     
I07. To what extent is the staff equipped with skills to track contract 
performance? 2 22 4 44 3 33     

 
 

No/Not at all/Total 
Lack 

Some/Sometimes/ 
Somewhat 

Most of the 
time/Mostly 

Plenty/always/all/Yes  
Section 10: Directorate of Basic Education 

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 

J01. In your view, is the policy on Basic Education considered clear 
and adequate?     3 33 6 67     

i) ECD 
    5 56 4 44     

ii) Special Needs 
1 13 4 50 3 38     

iii) Primary Education 
    4 50 4 50     

iv) Non formal schools 
1 13 6 75 1 13     

v) Primary Teacher Education 
    3 38 5 63     

vi) School Health and Feeding 
Program 1 14 4 57 2 29     
vii) PEB/DEB composition 

    3 38 5 63     

J02. To what extent are the 
regulations and guidelines clear 
and complete for the following: 

viii) Registration of Basic 
Education Institution  1 13 2 25 5 63     
i) ECD 

    5 63 3 38     
ii) Special Needs Education 
Program      5 71 2 29     
iii) Primary Education 

    4 57 3 43     
iv) Non formal schools 

    5 71 2 29     
v) Primary Teacher Education 

    5 63 3 38     

J02. To what extent does your 
staff have sufficient skills to 
support districts and schools in  
implementing policies  in the 
following areas: 

vi) School Health and Feeding 
Program     5 71 2 29     
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vii) PEB/DEB composition 
    4 57 3 43     

viii) Registration of Basic 
Education Institution      5 71 2 29     

J03.  To what extent does your staff have analytical and tracking 
skills in the provision of Instructional materials?     4 80 1 20     

 
 

No/Not at all/Total 
Lack 

Some/Sometimes/ 
Somewhat 

Most of the 
time/Mostly 

Plenty/always/all/Yes  
Section 11: Directorate of Higher Education 

Freq. Percent Freq. Percent Freq. Percent Freq. Percent 

K01. In your view, is the legislation on Higher Education considered 
clear and adequate.     2 40 3 60     

i) Co-ordination and admission 
of students     1 25 3 75     
ii) Financing of education 
entities     1 25 3 75     
iii) Voluntary services in the 
education sector     1 25 3 75     
iv) Access post Secondary 
Education     1 25 3 75     
v) Development of post 
secondary institutions     1 25 3 75     
vi) Initiation and promotion of 
cultural, Research and 
Technology 2 50     2 50     

K02. To what extent are the 
regulations and guidelines clear 
and complete for the following 

vii) Staff development 
    1 25 3 75     

i) Secondary schools bursaries 
and grants     3 75 1 25     
ii) Secondary school 
infrastructure management 2 50     2 50     
iii) In-Service Teacher Training 
Management 1 25 1 25 2 50     

K03. To what extent does your 
staff have sufficient skills to 
support schools in developing 
criteria / norms in the following 
areas 

iv) Pre-Service secondary 
Teacher Training Management 1 25 1 25 2 50     
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Annex 2: Tabulated Responses: average ratings of all skills or 

practices 
 
In Table 1 in the main body of this report the skills and practices in shortest supply (those averaging a 
rating of 2 or lower in the EMACA scale of 1 to 4) were shown.  This Annex shows the average rating of 
all skills or practices, for all actors in the system. In that sense it is the complete table of which Table 1 
is a summary or subset.  Skills or indicators scoring less than 2 on average are shaded. 
 

Teachers’ Ranking of Their Skills 
Teachers Skills/Capacities Ranked Average 
Organization Support 
Do you feel that In-Service training courses are organized frequently enough? 1.65 
Have you ever been In-Serviced or given feedback based on a pedagogical problem that QASo 
reported? 1.67 

To what extent are you given any training in using learning assessment indicators? 1.89 

Extent of your involvement in development of School Action Plan 2.27 

Do you feel that school management policies (activities) are clearly defined? 2.60 

Do you feel that In-Service training responds to your teaching needs? 2.70 

To what extent are teacher’s duties clearly stated in writing in the school? 2.73 

To what extent do teachers work in co-operation, as a team, and help each other? 2.79 
In your opinion, how would you rate the Instructional leadership and Support from the Head 
Teacher? 2.79 
To what extent are you aware of your responsibilities as defined in the Teachers Service 
Commission Act (TSC) and the TSC code of Conduct for Teachers? 2.92 

Repairs and Maintenance 2.13 

Production/Innovation 2.38 

Storage 2.45 

Procurement 2.57 

To what extent are you involved in 
decision making in the following 
aspects of Teaching / Learning 
materials in the following areas? 
 Distribution 2.82 

Teacher Compensation 1.96 

School Infrastructure 2.02 

Workload (teaching norm) 2.03 

Parental and Community Involvement 2.16 
Support, guidance and counseling received from 
QASOs and TACs 2.17 

Teacher In-Service training 2.19 

School Management 2.58 

To what extent do you feel that the 
following conditions are conducive 
to your working better and 
accomplishing your goals? 
 
 
 
 
 Guidance and Counseling from Head teacher 2.66 

Meet teachers to discuss and overcome daily problems 1.89 

School cleanliness and other support 2.02 

Ensuring children's discipline 2.16 

Mobilization of community resources 2.24 

Development of school action plans 2.33 

To what extent does the SMC / 
BOG in your school assist with the 
following:  
 
 
 
  Resolving problems 2.34 

Curriculum and Learning Support 
Combine classes with other teachers 1.65 

Combine lectures with practical work 2.56 

Group work 2.77 

Teaching lessons guide 2.92 

In your teaching, do you utilize the 
following:   
 
 
 Individual work 2.99 

combine classes with other teachers 2.12 

Combine lectures 2.40 

Teaching/lesson guides 2.78 

Group work 2.82 

Do you feel that you have sufficient 
skills to Fully utilize the following:    
 
 Individual work 2.89 
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Working on projects 2.42 

Explore their surroundings 2.55 

Seeking information 2.61 

Use reasoning to learn 2.70 

Engage in co-curricular activities 2.78 

Asking questions 2.81 

To want extent do you have the 
necessary skills to motivate pupils/ 
students to take initiative in the 
following areas? 
 
 
 

Assist in keeping school clean and healthy 
environment 2.96 

Did you get support from QASo based on the problem you reported 2.18 

Skills to integrate inspection report into teaching 2.40 

Do you observe key resource teachers to improve your teaching 2.44 

Monitoring student learning progress 2.42 

Setting mock exams 2.59 

Supporting remedial classes 2.64 
To what extent do you have 
sufficient skills in designing 
questionnaires for the following? Setting homework 2.71 

Informing parents or school about progress 1.85 

Giving marks 2.56 

Improving teaching methods 2.69 

Preparing next lesson 2.75 

Decide about student's retention or promotion 2.82 

In your class, to what extent do you 
use the results of student learning 
assessments or evaluations?   

 
 Grouping students within the class 2.85 

Seek advice from the school head 2.23 

Meetings with other teachers 2.44 

Casually confer with other teachers 2.57 

When you have pedagogical 
difficulties and need support, from 
whom do you most often get 
assistance? 
 

Seek advice from TAC Tutor, subject advisor or 
specialist 2.77 

Written tests 1.80 

End of term evaluation 2.30 

Quality of their participation 2.45 

Check their homework 2.63 

Oral evaluation 2.84 

To what degree do you use the 
following to determine whether your 
students are progressing? 
 
 
 Their portfolios and other work products 3.00 

Do you feel that the curriculum is too wide / overloaded to be covered over the required time? 2.49 
Do you feel that the curriculum responds to the needs of children (will it prepare them for 
secondary school (or University) well, for instance?) 2.66 

Does curriculum respond to student needs 2.79 

To what extent are parents expected to review students' homework / exercise books? 2.96 

Do you organize any group work activities in class?  3.19 
 Teach students with special needs such as students 
who are deaf, dumb (or have speech disorders), blind  
etc.  1.37 

Teach students infected and affected by HIV/AIDS 2.27 

Do you feel that you have sufficient 
skills to: 
 
 
 
 

Assist students that are orphans (i.e. help with 
homework before they leave the school)  2.46 
Manage overcrowded classrooms (skip this question if 
classroom is not overcrowded - see C 22) 2.04 

Teach in multi-grade classrooms 2.15 
Organize visits to other schools (to learn from their 
success and to share your) 2.37 

Do you feel that you have sufficient 
skills to: 
 
 
 
 
 
 

Use real life examples to illustrate various topics in 
the curriculum 2.91 

 

Head Teachers’ Ranking of Their Skills 
Head Teacher Skills/Capacities Ranked Average 
Organization Support 
Do you have the required Staffing / Curriculum Based Establishment? 2.02 

Do you feel that your roles and responsibilities in the school are clearly defined as in the TSC 2.95 
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Act and the TSC Code of Conduct for Teachers? 

Parents 2.27 
Students 2.29 
SMC / BOG  2.80 

To what extent are the following 
stakeholders involved in developing 
school aims, policy and a common 
set of educational values? 
 Teachers 3.04 
Does the school have a school 
Vision, Mission and Aims set down 
clearly in writing? 

 

2.83 
Parents 2.19 
 Students 3.01 

To what extent are the school rules 
and regulations of conduct known 
by the following? Teachers 3.08 

Large class management 2.27 
Pedagogical leadership 2.67 
Students Learning Needs Assessment 2.72 

To what extent do you provide 
instructional leadership and 
support to teachers in the following 
areas? 
 Curricula coverage 2.84 

To what extent do you feel you have skills to support teachers in Team work? 2.72 

To what extent do you think the School Management Committees / BOGs are functional? 2.77 

General Skills 
Improvement of School Action Plans 2.19 
School Mission / Vision 2.34 
School policies 2.39 

In your view, does your staff have 
sufficient skills in the development 
of the following: School Aims 2.43 

Timely acquisition of instructional Materials (i.e. 
textbooks, chalk, etc.) 2.38 
Peer Teaching 1.79 
Pupil’s written work  2.30 
In-service Courses 1.91 
Lesson Observation 2.00 

Does your school Action plan 
specify activities that include and 
improve the following: 
 
 
 
 Assessment and Evaluation 2.53 

Carrying out needs assessment (i.e. school 
infrastructure, student learning needs, teachers’ 
needs for in-service training, etc.) 2.18 
Development of Logical Framework (Matrix) 2.04 
 Costing of activities 2.16 

From your experience in the 
development of School Action Plans, 
in which of the following areas 
would you require further training.   

 
 

Preparation of Activity schedules (Time Frame) 
2.33 

Review school curriculum 1.65 
Hire and fire teachers? 1.73 
Planning 1.97 
Budget review of financial situation 2.06 
Resource mobilization 2.19 
Review progress of school Development Plans 2.23 
Manage procurement or distribution of textbooks? 2.33 
Manage school’s infrastructure 2.34 
Discuss students’ problems and solutions 2.44 
Discuss school management problems 2.46 

To what extent does the SMC / 
BOG have sufficient skills in the 
following areas? 

 

 

 

 

 

 
 Parent / Teacher relationships 2.47 

To what extent have you been able to use the skills you received in management?   2.98 

Curriculum Implementation and Support System  
In your view, how would you rate the supervision and support skills of the quality assurance 
officers? 2.48 
To what extent do you feel you have necessary skills of quality assurance in supporting your 
staff? 2.53 
To what extent are the Inspection Assessment results used for improvement of teaching and 
learning? 2.67 

In your view, how would you rate the supervision and support skills of the TAC Tutor? 2.86 
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Community development / involvement 2.08 
In-service Training 2.09 
facilities management 2.15 
Performance Appraisal 2.24 
Curriculum delivery 2.39 

To what extent is the supervision 
and support provided by the quality 
assurance officers sufficient in the 
following? 

 
 Coordination 2.50 

Check for teachers’ personal files 2.15 
Sit in the class to observe when class was in session 2.21 
Check for availability of water supply 2.27 
Check to ensure there were working bathrooms for 
girls and boys 2.36 
Check for the availability of school’s finance records 2.53 
Check recent student assessment tests and evaluation 
processes 2.53 
Check on students’ progress records 2.57 

Within the last year, did the 
QASo....  

 

 

 

 

 

 
 Check for student attendance register 2.71 

Go in the classroom and observe 1.98 
Review your observations with the quality assurance 
officer 2.07 
Evaluate students orally 2.22 
Review students’ homework 2.41 
Review students’ workbooks 2.57 
Have the teachers give the written tests and  track 
performance 2.90 

How do you know that the students 
are progressing in their learning:  

 

 

 

 
 Teachers provide you with progress report 2.91 

To what extent is In-service training based on teachers and students needs assessment? 2.42 
To what extent do your teachers have sufficient skills to work in teams and work together 
with teachers in other schools?  2.49 
To what extent are syllabi linked to sequenced subject lesson plans and learner 
assessments? 2.82 
To what extent does the staff have sufficient skills to prepare timetables in line with the 
curriculum? 
 2.87 

To what extent are the timetables effectively used to manage teaching loads? 2.97 
Curriculum Coverage ( by assisting their children in 
homework) 1.76 
Teacher Absence 1.81 
Teacher Recruitment 1.87 

To what extent is school 
management bodies (SMCs / BOGs) 
equipped to handle teacher 
management in the following areas? 
 Teacher Support 

2.27 
Financial Management 1.95 
School development and planning 2.13 
Pedagogical areas 2.22 
Teacher Management 2.29 
Continuous Assessment of students 2.39 
School Administration 2.43 
Procurement 2.45 
Curriculum coverage 2.51 

Is the quality In-service Training 
provided by the District Education  
Office for the following areas 
sufficient:  

 

 

 
 Administration of National Examination 2.82 

MoE Headquarters 2.96 
Ad hoc data forms 3.10 
Teachers Service Commission 3.29 

To what extent do you encounter 
problems in filling the data forms 
required by the following 
structures? Kenya National Examination Council 3.42 

To what extent do you cope with the ad-hoc data requests? 2.55 
Data Interpretation 2.23 
Data Presentation and Reporting 2.27 Are the skills of your staff sufficient 

in the following: Data Compilation 2.30 
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Budget 2.47 
Analysis of Exams 2.94 

To what extent do you carry out 
analysis on the following? 

 School Attendance 2.98 
Inform Decision Making 2.70 
Budgeting 2.73 
Planning 2.76 

To what extent do you utilize the 
collected data in the following 
areas? 
 
 

Inform stakeholders (e.g. Parents) on school 
performance 2.92 

To what extent do you have basic skills in using computers (MS Word, Excel?)Even if it was 
said that there were no computers, ask whether the head teacher has any skills in 
computer use. 1.37 

Accounting 2.09 
Financial Reporting 2.33 
Budgeting 2.35 

In your opinion, how would you rate 
your financial management skills in 
the following areas? 
 Resource mobilization 2.52 
To what extent do you have sufficient skills for cash management in your school? 2.50 

Parents 1.62 
PTA 1.96 

To what extent do the following 
groups have sufficient skills in the 
school budgeting? SMC/BOG 2.35 
During the last financial year, how would you rate the delay in the receipt of FPE / Bursary 
Grants to the school? 
Bursary in secondary schools and FPE in Primary Schools 2.32 

SMC/BOG 
 2.96 

To what extent are the following 
groups involved in procurement 
process at the school? Teachers 2.97 

Do you feel that the funds available are sufficient? 1.53 

Do you have any freedom in deciding on how to spend the school funds? 1.66 
In-kind contribution 1.51 
Finance 1.58 

To what extent does the community 
provide resources to the school in 
form of the following? Free labour 1.63 

SMC / BOG 2.21 In your view, do you feel that the 
following groups have the necessary 
skills in understanding and using 
the procurement procedures?   

Teachers 

2.41 
To what extent do the BOG / SMC have skills for Project design, Implementation and 
Monitoring? 2.08 
To what extent does your staff have necessary skills in Asset Inventory, Asset audit and 
disposal?   1.98 

other staff needs 1.86 
Teachers needs 1.94 

In your view, how would you rate 
the adequacy of the assets in the 
school with regard to the following? Students needs 2.02 

Repairs, Maintenance and Improvement of school 
assets and learning materials 2.32 
Storage 2.52 
Textbooks requisition and issue 2.76 

To what extent does your staff have 
sufficient skills in the following? 

 Distribution of learning support  materials 2.82 
 

Zonal Level: Rated Skills 
Zonal Level Response Skills/Capacities Ranked Average 
Organization Structure 
To what extent are resources including funding sufficient for your tasks? 
 1.41 

Are your staff numbers sufficient to perform the Zonal Education office roles and functions? 1.50 

To what extent are the incentives for collaboration sufficient? 1.87 

To what extent is the overlap of functions with other levels needed? 2.13 

Do you feel decision making by your superiors is sufficiently rapid to facilitate your work? 2.20 
Are the numbers of people involved in making decisions as your supervisors sufficiently 
streamlined?  2.46 
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To what extent do your roles and responsibilities as Quality Assurance Officer overlap with 
those of the Teacher Advisory Centre Tutor (TAC-tutor) and vice versa? 2.55 
Do you have the right level and appropriate mix of skills for the roles and functions of your 
tasks? 2.66 

To what extent are your roles and responsibilities clear? 2.82 

Do you have clarity as to whom you should report to or is it just one person? 2.99 

General Skills 

To what extent can you estimate required resources to achieve outputs? 2.22 

To what extent can you develop work plans, targets and reporting schedules? 2.61 

To what extent do you have skills in monitoring student Teaching and Learning? 2.82 
Research report writing 1.95 
Extracting lessons learnt 2.55 

To what extent do you have 
analytical and communication skills 
for the following: School assessment reports 2.59 

To what extent do you have the necessary basic skills in software use? 1.25 

To what extent do you have skills needed to write a scope of work for resource persons? 2.01 

To what extent do you have skills for constructing budgets and monitoring costs? 2.08 
To what extent do you have the skills in understanding and using the procurement and 
tendering procedures? 2.29 

To what extent do you have clear In-Service training and staff development plans? 2.32 
To what extent do you have the skills to support schools in the preparation of school Action 
plans? 2.64 

To what extent are you involved in the co-curricular activities? 2.86 

Learning Process and Support System 
Staff balancing / Deployment 2.42 
Carrying out School’s Needs assessments 2.55 
Provision of Guidance and Counseling 2.61 
Mobilization of  teaching and learning resources 2.70 
Staff balancing / Deployment 2.72 
Carrying out demonstration lessons 2.74 
Organization and facilitation of In-Service courses 2.75 
Setting of Mock examinations 2.84 
Organization of Subject Panels 2.91 
Identifying Key Resources Teachers 2.93 

To what extent are you equipped 
with skills in the following areas? 

 

 

 

 

 

 

 
 Analysis of examination results 3.03 

EMIS 
Graphical data presentation 1.96 
Design of data collection forms 2.27 
Data interpretation 2.39 
Data analysis 2.43 
Report writing 2.44 
Data presentation and reporting 2.45 
Data storage 2.49 

To what extent do you have 
sufficient skills in the following 
areas? 

 
Some Can be done without a 
computer 
 
 
 Data recording 2.55 

Statistical packages e.g. SPSS 1.11 
Presentation packages e.g. Ms PowerPoint 1.17 
Data Management e.g. Ms Access 1.18 
Spreadsheets e.g. Ms Excel 1.21 

To what extent are you able to use 
the following computer packages? 

 
 Word processing e.g. Ms Word 1.29 

Quality Assurance and Standards 
Financial Management 2.05 
Procurement 2.33 
Teacher Development 2.37 

In your view, how would you rate 
the services provided to schools by 
the Zonal Education Office in the 
following areas? (Are they adequate 
/ sufficient)? Continuous Assessment of student progress 2.50 



 

  175 

Subject areas 2.55 
Teacher Management 2.58 
School Assessment and Evaluation 2.64 
School Administration 2.66 
Curriculum Implementation 2.74 

 
 
 
 
 
 

Administration of National exams 3.05 
Developing, piloting and administering various 
assessment instruments (test, school leaving exams, 
etc) 2.32 
Writing best Practices based on School Performance 
Analysis 2.40 

To what extent do you have 
sufficient skills in the following 
areas 
 
 
 Setting targets for learning Progress 2.52 

To what extent are best practices shared with schools? 2.50 
Divisions 2.17 
Schools 2.39 

To what extent are best practices 
applied at the following levels? 
 Zones 2.42 

Financial Management 2.17 
Procurement of goods and services 2.37 
Mobilization of resources 2.49 
School Planning 2.52 
Teacher management 2.60 
Monitoring of Education standards 2.68 

To what extent do you  have the 
sufficient skills to support 
BOG/SMC to implement the KESSP 
in the following areas: 
 
 
 Compliance with official policies and guidelines 2.69 

Management of large classes 
 2.49 
Remedial  teaching 2.60 
Setting discipline without the cane 2.69 
Teamwork and collegial teaching 2.77 

To what extent do you have 
sufficient skills to support teachers 
in the following areas? 
 
 
 Assessment of Curriculum coverage 2.92 
To what extent do you feel that the basic training for Quality Assurance Officers / TAC Tutors 
is adequate? 1.85 
In your view, are Quality Assurance Officers / TAC Tutors sufficiently trained to collect 
school level data? 2.01 
In your view, do Quality Assurance Officers / TAC Tutors understand all learning goals for 
various grades? 2.28 
In your view, do QAOs / TAC Tutors have sufficient skills to help school principals improve 
school management practices?  
 2.33 
Do you feel the Quality Assurance Officers / TAC Tutors understand assessment tests for 
various competencies? 2.45 
In your view, do Quality Assurance Officers / TAC Tutors have sufficient skills to help 
teachers on the spot? 2.47 

Guidance and Counseling 2.27 
Quality Assurance and Standards/ TAC Tutors 2.43 
Student Learning assessment 2.68 
Exam / testing regulations 2.73 
Teacher assessment 2.75 

To what extent are the existing 
guidelines for the following clear? 
 
 
 
 
 

Pre-service Teacher  training recruitment 
 2.83 

Do you feel that the visits to schools by QAO/ TAC Tutors are frequent enough? 1.81 

Are best practices documented at the Zonal level? 2.15 

Are the documented best practices disseminated in your Zone? 2.21 
To what extent do schools receive timely and adequate support after being identified as low-
performing Schools in Public Examinations? 2.73 

 
Divisional Level: Rated Skills 

Divisional Level Response Skills/Capacities Ranked Average 
Organization Structure 

To what extent are resources including funding sufficient for your tasks? 1.40 
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Are the numbers of people involved in making decisions as your supervisors sufficiently 
coordinated? 2.50 
To what extent do you feel decision making by your superiors is sufficiently rapid to facilitate 
your work? 2.52 
To what extent do you have the right level and appropriate mix of skills for the roles and 
functions of your tasks? 2.60 
To what extent are your roles and responsibilities clear? 3.05 
To what extent do you have clarity as to whom you should report to? 3.36 

Coordinating and Supporting Schools 2.32 To what extent do you cope with 
the following work : 

 
Supervising Zonal Officers 

2.36 

General Skills 
To what extent do have the necessary basic skills in software use (e.g. Ms Word, Ms excel? 
Even if the do not have computers 1.39 
To what extent do you have skills for constructing budgets and monitoring costs? 2.12 
To what extent does your staff have skills needed to write a scope of work for resource 
persons? 2.17 
To what extent can you estimate required resources to achieve outputs? 2.33 
To what extent do you have clear In-Service training and Staff Development plans / Action 
Plans? 2.37 
To what extent do  you have sufficient skills to develop work plans, targets and reporting 
schedules? 2.48 
Do you have sufficient skills to support schools in Procurement? 2.62 
To what extent do you have skills to support schools in the preparation of School 
Development Plans? 2.81 
What extent do you have skills in monitoring Teaching and Learning in Schools? 2.88 
To what extent are you involved in the school co-curricular activities? 

 3.07 

School Management 
Financial Management 2.29 
Procurement 2.43 
Teacher Management 2.79 
School Assessment and Evaluation 2.93 
Curriculum Implementation 2.95 

To what extent are you equipped 
with skills in the following areas? 
 
 
 
 Administration of National exams 3.21 

Research report writing 2.02 
 Development of School Assessment Reports 2.40 To what extent do you have 

Analytical and Communication 
skills in the following? 
 

 Extracting lessons and best practices 
 2.46 
Design of data collection forms 2.38 
Data analysis 2.43 
Data interpretation 2.45 
Data recording 2.48 
Data storage 2.51 

To what extent do you have 
sufficient skills in the following 
areas? 

Not necessarily with a 
computer 
 Report writing 2.62 

To What extent do you have skills in data dissemination to stakeholders? 2.57 
 

District Level: Rated Skills 
District Level Response Skills/Capacities Ranked Average 
Organization Structure 
To what extent are the operational resources of funding for your office sufficient for your 
tasks? 1.82 
To what extent do you feel your functions overlap with those of other levels (for instance 
Provincial and headquarters)? 1.83 
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To what extent are your staff numbers sufficient to perform the office roles and functions of 
your level? 1.88 

To what extent does the overlap (if it exits) create an effective collaboration? 2.13 
In regard to KESSP implementation to what extent do you feel there is clarity of your roles 
and responsibilities? 2.26 
To what extent do staff at your level have the right level and appropriate mix of skills needed 
for their respective  roles and functions 2.28 
To what extent is decision making by your superiors sufficiently rapid to allow you to do your 
job? 2.49 

To what extent do you have clarity as to who you should report to?  3.08 

In your view, are your core functions at the District sufficiently clear? 3.10 
Replacing a Retired Teacher 2.13 
Replacing a Head Master 2.45 
Re Constituting a BOG / SMC 2.62 

To what extent are the Education 
Service delivery standards clearly 
defined for the following?   
To what extent are these Service Delivery Standards used for the purpose of planning at your 
level?  2.35 
To what extent are these service delivery standards used in monitoring school performance 
(i.e. to identify low performing schools)? 2.42 

General Skills 
To what extent does your staff have the necessary basic skills in software use (e.g. Ms Excel, 
Ms Word, and Ms PowerPoint)? 1.67 
To what extent does your staff have the skills needed to write a scope of work for a consultant 
or a Resource Person? 1.93 
To what extent does your staff have analytical and communication skills for project report 
writing, extracting lesson learned and policy analysis? 2.03 
To what extent does your staff understand procurement and tendering procedures in 
operation? 2.09 
To what extent does your staff have skills for constructing simple unit-level project budgets 
and tracking costs? 2.17 
To what extent does the staff at the District level have working 
technical and organizational knowledge to undertake the implementation of KESSP? 2.27 

To what extent does your staff have skills in program monitoring? 2.34 

To what extent can your staff optimize a project plan (to meet the finish date / budget)? 2.38 
To what extent does your staff have the skills to support schools in the preparation of school 
development plans? 2.39 
To what extent can your staff estimate the required programme resources vis-à-vis the 
deliverables? 2.41 
To what extent is your staff able to develop work plans, Performance targets, reporting 
schedules? 2.56 

EMIS 
To what extent are the procedures and schedules for data collection, cleaning, analysis and 
flow clear? 2.35 

To what extent is data from schools spot checked for accuracy and completeness? 2.54 
To what extent does the school data collection instrument from the MoE Headquarters meet 
the District data needs?  2.70 

Implementation of KESSP? 2.36 
Planning 2.65 

To what extent is the data 
collected at the district used in 
the following? Routine management and administration 2.76 

Questionnaire design 2.06 
Systems management / filing 2.10 
Data interpretation and Report writing 2.11 
Sampling 2.15 
Data Analysis 2.17 
Data presentation and Reporting 2.22 

To what extent are the skills of 
your staff sufficient in the 
following 
 
(Without Computer) 
 
 
 Data Collection / Capture 2.48 

Is the number of Computers sufficient for you to perform yours tasks? 1.66 
Sampling Techniques 1.26 
Systems Management 1.26 
Graphical data presentation 1.28 

To what extent are the computer 
skills of your staff sufficient in 
the following 
 
(Even if it is said that there 
are insufficient numbers of 

Data Analysis (spreadsheets and / or statistical 
packages ) 1.32 
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Database management and data cleaning 1.33 
Data interpretation and statistical report writing 
 1.35 
Data presentation and reporting 1.36 
Questionnaire design 1.39 
Database packages (e.g Ms Access) 1.40 

computers, please ask whether 
the officers have sufficient  
computer skills) 
 
 
 
 

Data Capture 1.52 
Defining project activities 2.20 
Optimizing plans to meet budget deadlines 
 2.22 
 Resource capturing / resource mobilization 2.26 

To what extent does your staff 
have sufficient skills in the 
following 
  Budget Development / Management 2.32 
In your view, do you think that Teacher Advisory Centre (TAC) Tutors are sufficiently trained 
to support Primary schools in developing School Action Plans? 2.05 

To what extent does your staff support schools to develop their Action Plans? 2.29 
To what extent does the staff have the necessary skills to develop District Action Plans based 
on District Situation Analysis 2.42 
To what extent are District Staff competent to implement an In Service Training for teachers 
in Pedagogical skills? 2.50 
To what extent does your staff have basic skills in understanding and using the Educational 
Indicators to assess education performance? (example of Education Indicators: Drop outs 
rates, Transition rates, gender, repetition rates, poverty etc) 2.52 

Civil society organizations (e.g CBOs) 2.06 
Parents 2.51 

To what extent is planning 
process open to inputs from the 
following groups? SMC / BOG 2.54 

Budget Reporting  2.36 
Budget auditing 2.41 
Budget Execution 2.41 
Budget Compilation 2.43 

In your view are the financial 
regulations clear for the 
following? 
 
 Budget accountability 2.56 

Budget auditing 2.07 
Budget Reporting 2.22 
Budget Compilation 2.25 
Budget accountability 2.28 

To what extent does your staff 
have sufficient skills in:  
 
 
 Budget Execution 2.30 

Budget Compilation: 1.34 
Budget Execution 1.34 
Budget auditing 1.34 

To what extent does your staff 
have sufficient software skills in:  
(even if there are no 
computers, ask whether they 
have computer skills to 
perform these functions 

Budget Reporting 
1.35 

To what extent does your staff have Analytical financial skills in supporting schools to set 
bursary funds allocation criteria? 1.98 
To what extent do annual budgetary allocation sufficient to Primary Instructional materials 
due to Free Primary Education? 2.27 

To what extent do financial disbursements comply with budgetary allocations? 2.30 

To what extent does your staff have skills in budget presentation? 2.32 
To what extent does your staff have Analytical skills to see whether schools are spending 
funds according to the allocation guidelines 2.43 

Contract Performance 2.23 
Awarding tenders 2.31 

To what extent is the legislation 
and regulation clear on 
procurement on the following: 
 Developing tender documents 2.31 

Evaluation of Bids 1.69 
Finalizing Contracts deeds 1.70 

Do you feel that your  staff have 
sufficient skills to design and 
develop the following Tender documents 1.71 

In your view, is the capacity for auditing school s sufficient? 1.70 
To what extent are procurement records used to inform management decisions in future 
procurements? 2.14 

Human Resources Management and Development  
To what extent has the performance appraisal system been used for staff development in your 1.78 
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District? 

How satisfied are you with the skills inventory and audit in your District? 2.09 
Do you feel that the current set of skills of your staff can respond adequately to the required 
tasks?  2.15 

To what extent is the Performance Appraisal System in your District functional? 2.21 
Purchase of new equipment 1.93 
Policies and Procedures 2.05 

To what extent are the 
Performance assessment findings 
used in planning the following? Revision of Targets / Indicators 2.08 
Is the working environment at your level enabling enough to facilitate the officers to perform 
their tasks? 2.31 
To what extent are all professional jobs in the District Education Office filled through 
competitive selection? 2.68 

To what extent are the job descriptions for all key positions clear and available at this level? 2.77 
MOE 2.18 To what extent are performance 

assessment findings for career 
progression used by the 
following? 

TSC 

2.24 

Quality Assurance and Standards 
Public / Private partnerships 2.32 
Procurement 2.32 
Financial Management 2.38 
Teacher Development 2.38 
Pedagogical (Subject areas) 2.46 
Continuous Assessment of student progress 2.50 
School Assessment and Evaluation 2.55 
Teacher Management 2.59 
School Administration  2.64 
Curriculum Implementation 2.75 
Administration of National exams 3.19 

In your view, how would you rate 
the services provided to schools 
by the District Education Office 
in the following areas? (Are they 
adequate / sufficient)? 
 
 
 
 
 
 
 

Developing, piloting and administering various 
assessment instruments (test, school leaving exams, etc) 2.33 
Writing best Practices based on School Performance 
Analysis 2.36 

To what extent does your staff 
have sufficient skills in the 
following areas 
 

Setting targets for learning Progress 
2.48 

To what extent are best practices shared with schools? 2.53 
Divisions 2.32 
Zones 2.35 

To what extent do your staff have 
the sufficient skills to support 
BOG/SMC to implement the 
KESSP in the following areas: Schools 2.37 

Financial Management 2.25 
Procurement of goods and services 2.34 
Mobilization of resources 2.36 
School Planning 2.41 
Compliance with official policies and guidelines 2.49 
Teacher management 2.53 

To what extent do your staff have 
the sufficient skills to support 
BOG/SMC to implement the 
KESSP in the following areas: 
 
 Monitoring of Education standards 2.58 

Management of large classes 
 2.31 
Remedial  teaching 2.38 
Setting discipline without the cane 2.49 
Teamwork and collegial teaching 2.59 

To what extent does your staff 
have sufficient skills to support 
teachers in the following areas? 
 
 
 Assessment of Curriculum coverage 2.72 

To what extent do you feel that the basic training for Quality Assurance Officers is adequate? 2.00 

Do you feel the Quality Assurance Officers understand tests for various competencies? 2.22 

In your view, do Quality Assurance Officers understand all learning goals for various grades? 2.25 
In your view, do QAOs have sufficient skills to help school principals / Head Teachers 
improve school management practices?  2.34 

In your view, do Quality Assurance Officers have sufficient skills to help teachers on the 2.39 
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spot? 

In your view, are Quality Assurance Officers sufficiently trained to collect school level data? 2.46 
Guidance and Counseling 2.25 
Quality Assurance and Standards 2.70 
Learning assessment 2.77 
Teacher assessment 2.86 
Pre-service Teacher  training recruitment 2.87 

To what extent are the existing 
guidelines for the following clear? 
 
 
 Exam / testing regulations 2.88 

Do you feel that the visits by QAO are frequent enough? 1.70 

Are best practices documented at the District level? 2.41 
To what extent do schools receive timely and adequate support after being identified as low-
performing Schools? 2.66 

Are the documented best practices disseminated in your District? 2.78 
 

Provincial Level: Rated Skills 
Provincial Level Response Skills/Capacities Ranked Average 
Organizational Structure 
To what extent do you feel your functions overlap with those of other levels e.g Headquarters 2.15 

In your view, are your core functions at the Province sufficiently clear? 3.15 
National 1.96 To what extent is the overlap 

needed at the following levels? District 2.12 
To what extent are your staff numbers sufficient to perform the office roles and functions of 
your level? 1.69 
To what extent are the operational resources or funding for your office sufficient for your 
tasks? 2.08 
To what extent does staff at the  Provincial Education Office have the right level and 
appropriate mix of skills for the required tasks? 2.27 

To what extent does the overlap (if it exits) create an effective collaboration? 2.42 
To what extent is decision making by your superiors sufficiently rapid to allow you to do your 
job? 2.58 
To what extent do you have clarity as to whom you should report ?  3.08 

General Skills 
To what extent does your staff have skills in monitoring program progress vis-à-vis KESSP 
investment outputs? 2.12 
To what extent does your staff have sufficient skills in designing and conducting policy 
relevant research (Both qualitative and quantitative)? 2.19 
To what extent can your staff optimally monitor project plans to meet deadlines and work 
within the provided budget? 2.38 
To what extent can your staff develop work plans, performance targets and reporting 
schedules? 2.50 
To what extent can your staff estimate the required resources vis-à-vis programme outputs in 
the province? 2.54 

case studies 2.00 
policy analysis 2.12 
report writing 2.35 

To what extent does your staff have 
analytical and communication skills 
for the following: 
 extracting lessons learnt 2.38 
To what extent does your staff have skills needed to support Districts to write a scope of work 
and Terms of Reference for a consultant / Technical Assistance? 1.88 
To what extent does your staff have skills for preparing budgets and tracking costs for KESSP 
Programmes? 1.92 
To what extent does your staff have skills for constructing programme budgets and 
monitoring costs? 1.96 

To what extent does your staff have the necessary basic skills in computer software use? 2.08 
To what extent does your staff have the skills in understanding and using the official 
procurement and tendering processes / Procedures to support Districts and Schools? 2.12 
To what extent does your staff have the skills to support districts in the implementation of 
KESSP?  2.15 

EMIS 
Data analysis (Spreadsheets and / or Statistical 
packages)? 1.56 

Are the skills of your staff sufficient 
in the following: 
 
 

Database management and data cleaning (including 
database packages)? 1.67 
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Systems management? 1.67 
Data capture? 1.88 
Data presentation and reporting? 2.00 
Data interpretation and statistical report writing? 2.00 

 
 
 
 
 

Graphical data presentation? 2.13 

To what extent is information from EMIS used to inform management decisions? 3.22 
To what extent is feedback given by the Province to districts and schools regarding their data 
and information? 1.88 
To what extent is the delay in the reporting of EMIS data to various institutions within the 
province 2.38 

Use the analysed data to implement the KESSP 
investment Programmes 2.00 
Utilize the data in decision making 2.13 In your view, to what extent do 

Districts....... Analyse the data they collect 2.38 

Financial Planning and Management 
To what extent does your staff have financial forecasting and planning skills driven by 
enrolment and priority Development needs? 2.00 
To what extent do annual budgetary allocations meet the Programme activity requirements in 
your province? 2.10 

To what extent does your staff have financial or accounting skills in budget Execution? 2.18 
To what extent does your staff assist Districts and Schools set their budget and funding 
levels? 2.27 
To what extent does your staff have Analytical skills to see whether districts and schools are 
spending funds according to the established guidelines? 2.36 

To what extent do financial disbursements comply with budgetary allocations? 2.40 
To what extent are the guidelines on the management of Grants and Bursaries to schools 
adequate? 2.45 

To what extent do you support audit of schools? 2.73 

Human Resources Management and Development  
To what extent are officers at the Province promoted when due? 1.62 

To what extent are the Performance assessment findings used to develop Training plans? 1.69 

To what extent has the performance appraisal system been used for staff development? 1.77 

To what extent has the skills inventory and audit review been conducted? 1.85 

To what extent are the working conditions and environment attract and retain personnel? 2.31 
To what extent are all professional jobs in the Provincial Education Office filled through 
competitive selection? 2.64 
To what extent does your staff have sufficient skills for investigating, reporting and dealing 
with teachers discipline cases? 3.00 
To what extent are the job descriptions clearly defined for all key positions at Provincial 
Education Office? 3.08 
To what extent does staff at the PDE’s Office have sufficient skills to carry out interviews for 
promotion and deployment of teachers? 3.08 

Human Resources Management and Development  
Public - Private partnerships 2.00 
Teacher Development 2.00 
Financial Management 2.07 
Continuous Assessment of student progress 2.21 
Procurement 2.21 
Pedagogical (Subject areas) 2.29 
Effective functioning of BOGs 2.43 
School Assessment and Evaluation 2.43 
Curriculum Implementation 2.43 
School Administration 2.50 
Teacher Management 2.64 

In your view, how would you rate 
the services provided to schools by 
the Districts in the following areas? 
(Are they adequate / sufficient)? 
 
 
 
 
 
 
 
 Administration of National exams 3.14 

Monitoring performance in service delivery. 2.29 
Analytical skills for integration of best practices 2.36 

To what extent does your staff have 
sufficient skills in the following 
areas Monitoring student Learning progress 2.57 

To what extent are the strategies for dissemination of best practices explicit? 2.36 
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District 2.36 To what extent are best practices 
applied at the following levels:  Schools 2.43 

To what extent do officers at the Province integrate best practices into their work? 2.43 

Are the documented best practices disseminated in your Province? 2.64 

To what extent do schools receive timely and adequate support on request from the Province? 2.71 
 

National Level: Rated Skills 
National Level Response Skills/Capacities Ranked Average 

Organizational Structure 
Do you feel that your directorate’s staff numbers are sufficient to perform your core 
functions? 1.67 

Is the decision making in the Ministry using accurate data and analysis? 2.00 
To what extent does your staff have the right level and appropriate mix of skills for their 
respective roles and functions? 2.15 

Is decision making in the Ministry participatory? 2.15 
To what extent do the activities within your directorate overlap with those in other 
Directorates? 2.26 

Are the service delivery standards for your Directorate clearly defined? 2.26 

To what extent are resources for operations in your unit sufficient? 2.33 

To what extent are your reporting mechanisms effective? 2.41 

Is decision making by your superiors fast enough to allow you perform your job efficiently? 2.41 

To what extent are your lines of responsibility clear up to the supervisor? 2.59 

Do you feel that job descriptions for each of the positions in your Directorate are clear? 2.63 
In your view, do you think your Directorates mandate has been explicitly defined to cover 
your functions?   2.78 
In your view, do you think the time spent on the core functional activities compared to time 
spent ton ad hoc activities is in balance? 2.78 

General Skills 
Do you feel that your staff has sufficient skills in designing and conducting policy relevant 
research (Both qualitative and quantitative)? 1.59 
Do you feel that your staff has sufficient skills needed to write a scope of work and Terms of 
Reference for a consultant / outsourced technical assistance? 1.85 
In your view, does your staff have analytical and communication skills for report writing, 
extracting lessons learnt policy analysis and case studies? 1.88 
To what extent does you staff have the skills in understanding and using the official 
procurement and tendering procedures? 2.04 
Do you feel that your staff has sufficient skills to support Districts in the implementation of 
KESSP?  2.07 
Do you feel that your staff is capable of optimising plans to meet completion datelines and 
budget? 
[To be able to do this, they need to know how to develop a M & E plan, how to track progress, 
and how to use the indicators to assess effectiveness and efficiency of the project’s 
implementation, for instance] 2.15 
Do you feel that your staff has sufficient skills for constructing programme budgets and 
monitoring costs? 2.15 
Do you feel that your staff has sufficient skills in monitoring program progress vis-à-vis 
program outputs? 2.19 

Can your staff estimate the required resources vis-à-vis program outputs? 2.58 

Can your staff develop work plans, performance targets, reporting schedules? 2.64 
Financing 1.74 
Planning 1.85 

Do you feel that your staff is 
sufficiently trained in the following? 
 Management  1.89 

Statistical packages 1.50 
Databases 1.68 
Spreadsheets 1.71 
Presentation packages 1.75 

To what extent does your staff have 
the necessary basic skills in 
computer software use in the 
following? 
 Word processing 2.46 

EMIS 
Marketing of EMIS capabilities? 1.18 Do you feel that skills of your staff 

are sufficient to perform the Systems management? 1.41 
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Database management and data cleaning (including 
database packages)? 1.65 
Graphical data presentation? 1.65 
Data analysis (Spreadsheets and / or Statistical 
packages)? 1.71 
Data interpretation and statistical report  writing? 1.71 
Data presentation and reporting? 1.94 
Questionnaire design? 2.06 

following? 
 
 
 
 
 
 
 
 

Data capture? 2.53 
To what extent is feedback given by the MoE Headquarters to districts and schools regarding 
their data and information? 1.67 

Is EMIS system accessible by different agencies responsible for provision of education? 1.80 

Are there clear guidelines on publishing and sharing analysed data? 1.92 

To what extent is information from EMIS used to inform management decisions? 1.93 
To what extent are the documents describing procedures and schedules for data collection, 
data cleaning and flow of data up to the district level clear? 2.19 

To what extent is there a delay in receiving EMIS data from the Districts?  2.86 
What is the delay in reporting of EMIS data to various institutions? To what extent is the 
delay? 3.00 

Financial Planning and Management 
Do you consider the legislation and regulation on financial management in the Ministry 
clear? 2.54 

Budget execution 2.43 
Budget reporting 2.43 
Budget compilation 2.46 
Budget accountability 2.46 

How clear is the financial regulation 
in regard to the following? 
 Budget auditing 2.50 
To what extent does your staff have IT skills in budget compilation, execution, reporting and 
auditing? 1.75 
To what extent does your staff have Analytical skills to see whether districts and schools are 
spending funds according to the established guidelines? 1.85 
To what extent does your staff have financial or accounting skills in budget compilation, 
execution, reporting and auditing? 2.00 
To what extent does your staff have financial forecasting and planning skills driven by 
enrolment and quality development needs? 2.00 

To what extent does your staff have skills in budget presentation? 2.14 

To what extent does your staff assist Districts and Schools set their funding levels?  2.15 
To what extent do annual budgetary allocations respond to Programme activity 
requirements? 2.31 
To what extent are the guidelines on the management of grants and bursaries to school 
adequate? 2.33 

To what extent do financial disbursements comply with budgetary allocations?  2.69 

Human Resources Management and Development 
Has a skills inventory and audit been conducted in the Ministry? 1.71 
Are the Performance assessment findings used for training /design/development 
programmes? 1.83 

To what extent are policies and methods to attract and retain personnel clear and effective? 1.83 

To what extent are Schemes of Service clear and effective?  1.86 
Do you feel that the performance appraisal system is adequately linked to staff training 
development? 2.14 

Does your staff have sufficient skills to carry out the Staff Performance Appraisals? 2.29 

To what extent is the training received by staff effective? 2.29 

To what extent does staff have sufficient skills to conduct training needs assessments? 2.40 

Do you feel that existing skill set match the tasks of the Ministry? 2.43 

To what extent are professional jobs in the Ministry filled through competitive selection? 2.57 

Are the job descriptions of all key positions at this level available? 2.57 

Are all needed positions for implementation of KESSP clearly identified? 2.71 

To what extent does staff get clear instructions on the tasks to be performed? 2.86 

Quality Assurance and Standards 
In your view, how would you rate Integrating best practices 2.00 
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In-servicing teachers in pedagogical areas 2.20 
Carrying out school assessments and Evaluations 2.20 
Monitoring Curriculum Coverage 2.40 

the adequacy of the services 
provided to Districts and schools in 
the following areas?  
 
 Monitoring Curriculum implementation 2.50 

Analytical skills for integration of best practices 2.00 
Standards development for learning outcomes 2.17 
Quantitative skills analysis of learning progress 2.17 
Standards development for service delivery indicators 2.33 To what extent does your staff have 

sufficient skills in the following 
areas? 
 

Developing, piloting, and administering various 
assessment instruments (test, school-leave exams, 
etc) 2.33 

To what extent are the strategies for dissemination of best practices explicit? 2.00 

To what extent are best practices applied at school, Zone and District levels? 2.20 
Assessment tools / techniques 2.00 
Target intervention 2.20 
Target setting 2.40 
Assessment of  curricula coverage 2.50 
School administration 2.60 
Guidance on learner assessment 2.67 
Setting tests / exams 2.67 

To extent does your staff have the 
necessary skills to support Heads of 
schools to carry out school based 
quality assurance in the following 
areas: 
 
 
 
 
 Assessing teacher performance 2.80 
To what extent are the performance assessment findings used to inform decision-making? 
(For staff promotions / demotions, improvement of In-Service training, Practices and policies) 2.67 

Mobilization of resources 2.17 
Procurement of Instructional materials 2.33 
School Term Planning 2.33 
Monitoring of Education standards 2.67 

To what extent does your staff have 
the sufficient skills to train District 
staff and schools to implement 
KESSP in the following areas? 
 
 

Compliance with official policies and guidelines 
2.67 

Setting discipline without the cane 2.00 
Management of large classes 2.17 
Remedial work 2.33 
Assessment of Curriculum coverage 2.40 

To what extent does your staff have 
sufficient skills to support teachers 
in the following areas? 
 
 Teamwork 2.50 
To what extent are School / Teacher reports used to improve performance in teaching and 
learning outcomes? 1.60 
To what extent are there detailed and specific curricular learning standards developed up to 
best international practice? 2.20 

Guidance and Counselling 2.20 
National Teacher accreditation system 2.60 
National assessment of learning 2.60 
Teacher assessment 2.60 
Learning assessment 2.80 

To what extent are the guidelines 
for the following clear? 
 
 
 
 Inspection 3.00 

Syllabuses 3.00 To what extent do you think 
regulations on the following are 
clear? 

Exam / testing regulations 
 3.17 

To what extent do schools receive timely and adequate support after being identified as low-
performing? 2.00 

To what extent do you feel that the basic training for Quality Assurance Officers is adequate? 2.20 

To what extent do Quality Assurance Officers understand learning assessment tools? 2.40 

To what extent are the lines of accountability for quality clearly defined? 2.60 
Curriculum delivery 2.00 
Facilities management 2.20 
In-service training 2.40 

In your view, is the supervision of 
the following effective? 
 
 
 Performance appraisal 2.40 
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Community involvement 2.40 

Procurement 
Award Process 2.00 

Preparation of tender documents  2.11 

To what extent is the legislation and 
regulation on procurement clear on 
the following? 
 Contract performance 2.11 

 Preparation of tender documents 1.89 
 Evaluation of bids 1.89 

To what extent does you staff have 
sufficient skills to design and 
develop the following Contract deeds 2.00 
To what extent do the staff have sufficient procurement skills to support the Districts and 
Schools in the implementation of KESSP? 1.78 
To what extent do staff have necessary skills to prepare the procurement plans and 
schedules? 1.89 
To what extent are procurement records used to inform management decisions in future 
procurements? 2.11 

To what extent is the staff equipped with skills to track contract performance? 2.11 

To what extent are departmental procurement plans linked to the financial plans? 2.56 

Directorate of Basic Education  
In your view, is the policy on Basic Education considered clear and adequate? 2.67 

Non Formal Schools 2.00 
School Health and Feeding Program 2.14 
Special Needs Education Program 2.25 
ECD 2.44 
Primary Education 2.50 
Registration of Basic Education Institution 2.50 
Primary Teacher Education 2.63 

To what extent are the regulations 
and guidelines clear and complete 
for the following: 
 
 
 
 
 
 PEB/DEB composition 2.63 

Special Needs Education Program 2.29 
Non formal schools 2.29 
School Health and Feeding Program 2.29 
Registration of Basic Education Institution 2.29 
ECD 2.38 
Primary Teacher Education 2.38 
Primary Education 2.43 

To what extent does your staff have 
sufficient skills to support districts 
and schools in  implementing 
policies  in the following areas: 
 
 
 
 PEB/DEB composition 2.43 
To what extent does your staff have analytical and tracking skills in the provision of 
Instructional materials? 2.20 

Directorate of Higher Education  
In your view, is the legislation on Higher Education considered clear and adequate. 2.60 

Staff development 1.75 
Initiation and promotion of cultural, Research and 
Technology 2.00 
Voluntary services in the education sector 2.50 
Coordination, admission of students 
 2.75 
Financing of education entities 2.75 
Access post Secondary Education 2.75 

To what extent are the regulations 
and guidelines clear and complete 
for the following: 
 
 
 
 
 
  
 Development of post secondary institutions 2.75 

Secondary school infrastructure management 2.00 
Secondary schools bursaries and grants 2.25 
In-Service Teacher Training Management 2.25 

To what extent does your staff have 
sufficient skills to support schools 
in developing criteria / norms in the 
following areas 
 
 

Pre-Service secondary Teacher Training Management 
2.25 
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Annex 3: Head teacher Level Benchmarks 
In the main body of the text, we have shown an example of district level benchmarking. Here in this 
annex, we present the data on the head teacher level benchmarking. As noted, we are simply 
demonstrating a method, while of course choosing some key indicators.  Should the Ministry wish to 
benchmark other indicators, the method can be the same. 
 

Performance Indicators  
3rd or 1st 
quartile 

i) Head Teacher inspections 
per week 3.33 
ii) Zonal QASO inspections 
per term 1.78 
iii) Divisional QASO 
inspections per year  2.19 
iv) District QASO inspections 
per year  1.50 
v) Provincial QASO 
inspections per year  0.63 

How often do the following officers conduct 
supervision / inspection in schools? 
 
 
 
 
 
 
 
 

vi) National QASO 
inspections per year 0.40 

In your view, how would you rate the supervision and support skills of the 
quality assurance officers? 2.78 
In your view, how would you rate the supervision and support skills of the 
TAC Tutor?  3.25 
In the last 3 years or since you came to this school (whichever is less), have 
you received a visit from a district official or other external Education 
official, in response to an administrative problem you were facing?  2.00 
To what extent are the Inspection Assessment results used for improvement 
of teaching and learning? 2.94 

How often does the divisional education officer provide support to you? 2.50 
i) Give advice on student 
order and discipline 1.00 
ii) Give advice on student 
evaluation or assessment  1.27 
iii) Offer management advice 
to the head teacher 1.67 
iv) Offer management advice 
to the SMC/BOG 0.90 
v) Offer pedagogical advice to 
the teaching staff 1.13 
vi) Offer pedagogical advice 
to the teaching staff 1.03 
vii) Give advice on school 
health and sanitary practices 1.03 

Within the last year, how many times did 
your school receive an external inspection 
or support from the district level for the 
following: 
 
 
 
 
 
 
 
 
 
 
 

viii) Provide information on 
pedagogical innovation  1.11 

 i) Schemes of work Per term 2.58 

ii) Time Tables Weekly 1.68 

How often do you review the following) 
 
 
 iii) Lesson Plans Per term 11.04 
How long does it take to receive feedback from the data submitted at the 
District Education Office? 0.63 

In the last year, was your school audited?  4.00 

In the last year, was your school stocks audited? 3.00 
How long ago did  the School Auditor visit  your school  to check on  the 
soundness of your financial system 6.00 
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Annex 4: EADEC’s Terms of Reference 

 
The Terms of Reference as given by RTI were as follows: 
 
1) Analysis of existing policy documents  

 
It was understood that this Term of Reference required EADEC to carry out 
literature review on the relevant existing policy documents in the Ministry of 
Education. The objective of undertaking the analysis of existing policy documents 
was to articulate the issues relating to decentralization of education management 
services, identify the missing gaps in the education management, coordination, 
human resource development and implementation of programmes (capacity to 
implement reforms) and the implications for service delivery. It was established that 
all these aspects needed to be enhanced through capacity building. 

 
2) Developing draft survey instruments to be validated in a stakeholder’s workshop 

 
This task expected the EADEC to use the information and data identified from the 
policy documents to develop draft survey instruments. In fact, the instruments were 
developed basing on the issues identified from the literature review. The draft 
instruments generated data and information on the MOE headquarters, the district 
zonal and school levels. 

 
3) Participate in one-week seminar to provide input to instrument design   
 

This term of reference required EADEC to provide the overall facilitation to the 
workshop as follows: 

(i) Assisted in the identification and selection of the workshop participants 
from a cross-section of stakeholders ( that included representatives of, 
MOE Investment Managers for KESSP, Provincial Directors of Education, 
District Education Officers, Members of the District Education Boards, 
Zonal Officers, Heads of Schools (Primary and Secondary), Members of 
BOGs and SMCs).  

(ii) Developed the workshop programme;  
(iii) Development of the Session Papers and materials including the draft 

instruments;   
(iv) Provided expert facilitation and technical guidance to the workshop;  
(v) Revised the draft instruments accordingly; and  
(vi) Recorded proceedings and produced the Workshop Report. 

 
4) Finalize development of instrument back in office 

 
This Term of Reference is one of the initial outputs for the capacity assessment 
survey.  The revision of the draft instruments would form the key agreement point 
for the identified issues of management and coordination of education services at 
the district and school levels bearing in mind that the that instruments would be 
used to collected data from the field. EADEC revised the instruments incorporating 
the recommendations of the workshop participants. Ready for pilot-testing. 

 
5) Participate, organize qualitative assessment of three districts and Carry out and 

supervise the Pilot test of instruments in three districts 
 

This Term of Reference, the pilot testing of the Instruments was to be done in three 
selected districts- one from each of the following ecological zones: high potential, 
medium and low potential (Arid and Semi-Arid areas). This was to ensure that the 
information collected is a representative of the country as much as possible. Pilot 
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testing was also aimed at testing the instruments for their efficacy as well as to 
capture the overall duration that would be taken to complete a specific interview. It 
was further to confirm assumptions made on logistics such as transport, 
accessibility of respondents, the assessment exercise costs and quality of data. The 
data entry program was also tested. This was to provide information that would in 
overall give an indication, whether or not the assessment exercise would be 
undertaken within the assumed framework. 

 
6) Training for the Pilot-Testing Exercise 
 

This Term of Reference is critical for the efficacy of the survey instruments that will 
be used in data collection. EADEC therefore undertook the training of the pilot test 
enumerators so that they could capture all the variations of the study observed and 
they included research design, implementation schedule and the logistics.  It also 
involved the vagueness of questions or deficiencies of the questionnaire, such as 
instructions and relevance to the study. 

 
7) Refine the instrument based on pilot tests and information from qualitative 

assessment 
 

This Term of Reference expected EADEC to revise the survey instruments according 
to the findings from the pilot test of the survey instruments. The sample used for 
both qualitative and quantitative assessment of the pilot test was 7%. The 
procedures used in pilot testing were identical to those, which would be used during 
the actual data collection exercise 

 
8) Train enumerators  

 
This Term of Reference expected EADEC to engage enumerators who would collect 
the all the data required. An adequate number of enumerators and supervisors were 
engaged for the study from a pool of enumerators who had undertaken similar 
assignments in the past. In addition, supervisors were recruited from seasoned 
middle- level education managers that had worked in the Ministry of Education as 
well. Training of the enumerators is an integral part for quality data collection. 

 
The training was mounted with senior researchers serving as trainers. The training 
included topics such as: understanding the background to the survey; purpose and 
objectives of the survey; the population from which the sample is drawn; 
geographical location of the respondents; and methodology of data collection. The 
training also involved thorough drilling in the use of the instrument and carrying 
out mock-interviews on themselves.                                                                                             

 
9) Deploy enumerators and carry out survey 

 

This term of reference focuses on the procedures of the core part of the survey 
assessment study. Fieldwork is the most important part of the research process 
because if data collection is poor, the results of the study are inaccurate and 
therefore of no use. As a critical issue EADEC ensured that all the mechanics of 
data collection are efficient. These included use of teams comprising a number of 
enumerators and a supervisor; organized transport; effective quality controls and 
field monitoring.   
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10) Data entry and cleaning 
 

This term of reference refers to the process of data coding, data entry and the 
common procedures of used in data analysis. Soon after the questionnaire or the 
survey instruments were administered, the masses of the raw data collected, the 
responses were edited and then entered in a systemic manner into the various 
categories in which responses were placed. When data had been entered, data 
verification and validation was done to reduce any errors that might have been 
entered. 

 
11) Report preparation 
 

This term of reference refers to the ultimate output of the survey exercise. A 
research report gives the genesis of the study; the method that was used to carry the 
survey and he findings and recommendations addressing the problem that was 
being investigated. In this case, the report provides status of the Kenya Education 
Management Capacity Assessment (KEMACA) in respect to the goals and objectives 
of the survey. It includes accurate interpretation of the analyses of such data in 
relation to the findings back to the objectives or research questions. The report is 
therefore formal, precise and organized in distinct sections. 

 
12) Report dissemination in a stakeholders’ workshop 

 
This term of reference refers to the ethical issues of providing a forum for the client 
and key stakeholders who participated in the validation of the survey instruments to 
be given opportunity to know what the findings are. Since the survey assessment 
was to address the perceived need of capacity building in order to implement the 
KESSP, it would be unethical to conceal the findings after completion of the study. 
Therefore EADEC will present this report to the stakeholders workshop for review 
and inclusion of the input. 

 
The above activities of the survey from the Terms of Reference were undertaken between 
October 2006 and June 2007.   
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Introductory statement 

 
 My Name is. …………………………………………. I work with the East 

African Development Consultants (EADEC), which has been contracted 
by the Research Triangle Institute (RTI) International to conduct the 
Kenya Education Management Capacity Assessment. 

 
 This survey is being conducted on the request of Government of Kenya 

through the Ministry of Education (MoE). 
 

 The purpose of the survey is to carry out a detailed assessment of the 
Kenya’s Education Sector Management capacity to implement the 
Kenya Education Sector Support Program (KESSP). 
 

 Even though your name will be required for the quality control of the 
exercise it will remain anonymous and the results of this survey will be 
published in the form of collective tables. The information acquired 
through the survey will be shared with the Ministry of Education and 
with the help of this Management Capacity Assessment; capacity gaps 
will be identified for action for successful implementation of the KESSP 
program. 
 

 The survey involves all Districts and Educational Municipalities. It will 
also cover all other levels of education administration entities in the 
country, which have been selected through the process of statistical 
sampling. This Directorate/Department has been selected in the 
sample and cannot be replaced. In this regard, your cooperation is very 
important. 
 

 Because you have been selected for this survey so I would like to ask 
you some questions on the your Directorate/Finance, Administration, 
Human Resource or SAGA.  

 
Do you have any questions or clarifications to be made before we proceed? 
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SECTION 1: Questionnaire Identification and Administration Particulars
 
1.1 Interview Status 
 

 
Visit 

 

 
A 01 

 
A 02 

 
A 03* 

 
A 04 

 
1 

 
Interviewer’s Name 
 
 Code   
 
__|__|__|__ 
 

 
Date [dd:mm:yy] 

 
 
__|__:__|__:__|__|__|__ 

 
Result code 

 
  
     __|__ 

 
Revisit required 
 
Yes………………….1 
 
  No………………… 2 
 

 
A 05 

 
 [Specify reasons for an incomplete interview]……………………………………………………………….. 
 
………………………………………………………………………………………………………………………… 
 
………………………………………………………………………………………………………………………... 
 
 

 
Visit 

 
A 06 

 
A 07 

 
A 08* 

 
A 09 

 
2 

 
Interviewer’s Name 
 
Code   
 
__|__|__|__ 
 

 
Date [dd:mm:yy] 

 
 
__|__:__|__:__|__|__|__ 

 
Result code 

 
      
    __|__ 

 
Revisit required 
 
Yes………………….1 
 
  No………………… 2 
 

 
A 10 
 

 
[Specify reasons for an incomplete interview]……………………………………………………………….. 
 
………………………………………………………………………………………………………………………… 
 
 

 
Visit 

 
A 11 

 
A 12 

 
A 13* 

 
A 14 

 
3 

 
Interviewer’s Name 
 
Code   
 
__|__|__|__ 
 

 
Date [dd:mm:yy] 

 
 
__|__:__|__:__|__|__|__ 

 
Result code 

 
      

    __|__ 

 

Revisit required 
 
Yes………………….1 
 
  No………………… 2 
 

 
A 15 

 
[Specify reasons for an incomplete interview]……………………………………………………………….. 
 
………………………………………………………………………………………………………………………… 
 

 

Result codes for a 03*, a 08* and a13*:  

01. Completed  02. Incomplete  03. Refused  04. Office locked 
05. Office not located 06. Officer absent 77. Others [Specify] 
 
A 16 Supervisors Name………………………………. 

……………………………………………………. 

A 17 Supervisors Code……………………………….. 

……………………………………………………. 
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1.2 Names and Codes of Editing Staff  

[Different staff should use a Red Pen for editing] 
 
 

Only for Field 
Supervisor 

 

Office Use only 

 

A 18 

 

A 19 

 

A 20 

 

A 21 

 
Name  
Supervisor 
Code  __|__ 

 
Date 

__|__:__|__:__|__|__|__ 

 

 
Name  
(Editor/coder) 
Code  __|__ 

 
Date 

__|__:__|__:__|__|__|__ 

 
Name 
 (Entry) 
Code  __|__ 

 
Date 

__|__:__|__:__|__|__|__ 

 
Name 
 (Verify) 
Code  __|__ 

 
Date 

__|__:__|__:__|__|__|__ 

 
 
 
1.3 Respondent 
 
 

A 22 

 

Name of Respondent 

 
……………………………………………………………… 

……………………………………………………………… 
……………………………………………………………… 

 

A 23 

 
Title of the Respondent 
 
To insert various titles of respondents 

 

……………………………………………..………………..1 

 

…………………….…………………………………………2 

………………………..……….…………………………….3 

 

………………………………..………………………………… 

 

………….………………………………………………………. 

 

…………………………………………………………………….. 

 

…………………..………………………………………………. 

 

……………………….…………………………………………. 

………………………………………………………………….. 

……………………………………………………………………. 

…………………………………………………………………….. 
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Section 2: Organization Structure 
For every question / indicator please assign a rank/score/rate from 1 to 4 .where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

 
 
V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
B 01 

 
In your view, do you think your Directorates mandate has been 
explicitly defined to cover your functions?   
 

    

 
B 02 

 
In your view, do you think the time spent on the core functional 
activities compared to time spent ton ad hoc activities is in balance? 
 

    

 
B 03 

 
To what extent do the activities within your directorate overlap with 
those in other Directorates? 
 

    

 
B 04 

 
To what extent are your lines of responsibility clear up to the 
supervisor? 
 

    

 
B 05 

 
To what extent are your reporting mechanisms effective? 
 

    

 
B 06 

 
Do you feel that your directorate’s staff numbers are sufficient to 
perform your core functions? 
 

    

 
B 07 

 
To what extent does your staff have the right level and appropriate mix 
of skills for their respective roles and functions? 
 

    

 
B 08 

 
Do you feel that job descriptions for each of the positions in your 
Directorate are clear? 
 

    

 
B 09 

 
To what extent are resources for operations in your unit sufficient?? 
 

    

 
B 10 

 
Which resource areas are most constraining? 
 

    

 
B 11 

 
Is decision making by your superiors fast enough to allow you perform 
your job efficiently? 
 

    

 
B 12 

 
Is the decision making in the Ministry using accurate data and 
analysis? 
 

    

 
B 13 
 

 
Is decision making in the Ministry participatory? 

    

 
B 14 

 
Are the service delivery standards for your Directorate clearly defined? 
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Section 3: General Skills 
 

For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

 
 

V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
C 01 

 
Do you feel that your staff has sufficient skills in designing and 
conducting policy relevant research (Both qualitative and 
quantitative)? 
 

    

 
C 02 

 
Can your staff develop work plans, performance targets, reporting 
schedules? 

    

 
C 03 

 
Do you feel that your staff is capable of optimising plans to meet 
completion datelines and budget? 
 
[To be able to do this, they need to know how to develop a M & E 
plan, how to track progress, and how to use the indicators to assess 
effectiveness and efficiency of the project’s implementation, for 
instance] 

    

 
C 04 

 
Can your staff estimate the required resources vis-à-vis program 
outputs? 
 

    

 
C 05 

 
Do you feel that your staff has sufficient skills in monitoring program 
progress vis-à-vis program outputs? 

    

 
C 06 

 
In your view, does your staff have analytical and communication skills 
for report writing, extracting lessons learnt policy analysis and case 
studies? 

    

 
C 07 

 
Do you feel that your staff has sufficient skills for constructing 
programme budgets and monitoring costs? 

    

 
C 08 

 
Do you feel that your staff has sufficient skills needed to write a scope 
of work and Terms of Reference for a consultant / outsourced 
technical assistance? 

    

 
C 09 

 
To what extent does you staff have the skills in understanding and 
using the official procurement and tendering procedures? 
 

    

 
C 10 

 
Do you feel that your staff has sufficient skills to support Districts in the 
implementation of KESSP?  
 

    

 
i) Management 

    

 
ii) Planning 

    

 
C 11 

 
Do you feel that your staff is 
sufficiently trained in the 
following? 

 
iii) Financing 
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For every question / indicator please assign a rank/score/rate from 1 to 4 .where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 

 
V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
i) Word processing 

    

 
ii) Databases 

    

 
iii) Spreadsheets 

    

 
iv) Statistical packages 

    

 
C 11 

 
To what extent does your staff 
have the necessary basic skills in 
computer software use in the 
following? 
 
 

 
v) Presentation packages 

    

 
 

Section 4: Factual Questions 
 

 

V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
D 01 

 
Does your Directorate have Performance Appraisal System? 
 

    

 
D 02 

 
Is Performance Appraisal System tied to career ladder? 
 

    

 
D 03 

 
Does this Directorate have a clear staff training and development 
plan? 
 

    

 
D 04 

 
Does this Directorate have an Operational Plan to guide the 
implementation of its functions? 
 

    

 
D 05 

 
What is your Directorate’s Authorized Establishment? 
(Write the Number in the yes box) 
 

    

 
D 06 

 
How many posts are filled? 
(Write the Number in the yes box) 
 

    

 
D 07 

 
Are provincial and District offices given their Authorized 
Establishment? 

    

 
D 08 

 
What is the time frame for responding to public queries directed to 
your Directorate? 
(Public queries such as finance allocation or release of funds, 
shortage of teaching staff, school mismanagement, poor 
examination performance, transfer of a Head teacher or a 
teacher, misuse of funds, etc) 
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Section 5: EMIS 

Respondent: Officer in charge of Statistics / EMIS 
 

For every question / indicator please assign a rank/score/rate from 1 to 4 .where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

 
 

V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
i) Questionnaire design? 
 

    

 
ii) Data capture? 

    

 
iii) Database management and data cleaning 
      (including database packages)? 
 

    

 
iv) Data analysis (Spreadsheets and / or 
     Statistical packages)? 
 

    

 
v) Data presentation and reporting? 
 

    

 
vi) Graphical data presentation? 
 

    

 
vii) Data interpretation and statistical report  
       writing? 
 

    

 
viii) Systems management? 
 

    

 
E 01 

 
Do you feel that skills 
of your staff are 
sufficient to perform 
the following? 
 

 
 
ix) Marketing of EMIS capabilities? 

    

 
E 02 

 
To what extent are the documents describing procedures and 
schedules for data collection, data cleaning and flow of data up to the 
district level clear? 
 

    

 
E 03 

 
To what extent is information from EMIS used to inform management 
decisions? 
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For every question / indicator please assign a rank/score/rate from 1 to 4 .where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

 
 

V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
E 04 
 

 
How often are the districts expected to report enrolment data? 
[Insert the number of times in the ‘’YES’ column]   

    

 
E 05 

 
What percentage of districts reports the enrolment data on time? 
 
[Insert the number of times in the ‘’YES’ column]   

    

 
E 06 

 
Are there clear guidelines on publishing and sharing analysed data? 
 

    

 
E 07 

 
How long after start of school year is enrolment data available and 
publicized? 
 
[Insert the number of times in the ‘’YES’ column ]   
 

    

 
E 08 

 
Is EMIS system accessible by different agencies responsible for 
provision of education? 
 

    

 
E 09 

 
To what extent is there a delay in receiving EMIS data from the 
Districts?  
 

    

 
E 10 

 
What is the delay in reporting of EMIS data to various institutions? To 
what extent is the delay? 
 

    

 
E 11 

 
To what extent is feedback given by the MoE Headquarters to districts 
and schools regarding their data and information? 
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Section 6: Financial Planning and Management  
Finance Officer/ Accounts Controller 
For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

 
 

V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
F 01 

 
Do you consider the legislation and regulation on financial 
management in the Ministry clear? 
 

    

 
i) Budget compilation 
 

    

 
ii) Budget execution 
 

    

 
iii) Budget reporting 
 

    

 
iv) Budget auditing 
 

    

 
F 02 

 
How clear is the financial 
regulation in regard to the 
following? 
 

 
v) Budget accountability 
 

    

 
F 03 

 
To what extent do annual budgetary allocations respond to 
Programme activity requirements? 
 

    

 
F 04 

 
To what extent do financial disbursements comply with budgetary 
allocations?  
 

    

 
F 05 

 
To what extent does your staff have IT skills in budget compilation, 
execution, reporting and auditing? 
 

    

 
F 06 

 
To what extent does your staff have financial or accounting skills in 
budget compilation, execution, reporting and auditing? 
 

    

 
F 07 

 
To what extent does your staff assist Districts and Schools set their 
funding levels?  
 

    

 
F 08 

 
To what extent does your staff have Analytical skills to see whether 
districts and schools are spending funds according to the established 
guidelines?  

    

 
F 09 

 
To what extent does your staff have financial forecasting and planning 
skills driven by enrolment and quality development needs? 

    

 
F 10 

 
To what extent does your staff have skills in budget presentation? 

    

 
F 11 

 
To what extent are the guidelines on the management of grants and 
bursaries to school adequate? 
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For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 

 

V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
F 12 

 
How long does it take to prepare a budget forecast for your Directorate 
/ Department? 
 
Indicate the duration in the YES column 

    

 
F 13 

 
What percentage of procurement planned is completed within the 
specified required time. 
 
Indicate the percentage in the YES column 
 

    

 
F 14 

 
How long does it take for the Ministry to release AIEs (Authority to 
Incur Expenditure) to the Districts? 
 

    

 
F 15 

 
What percentage of schools is audited annually? 
Indicate the percentage in the YES column 
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Section 7: Human Resource Management and Development  

Human Resource Manager/ Officer un Charge of Staff Development 
For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 

 
V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
G 01 

 
Are all needed positions for implementation of KESSP clearly 
identified? 
 

    

 
G 02 

 
Has a skills inventory and audit been conducted in the Ministry? 
 

    

 
G 03 

 
Do you feel that existing skill set match the tasks of the Ministry? 

    

 
G 04 

 
Do you feel that the performance appraisal system is adequately 
linked to staff training development? 
 

    

 
G 05 

 
Does your staff have sufficient skills to carry out the Staff Performance 
Appraisals? 
 

    

 
G 06 

 
Are the Performance assessment findings used for training 
/design/development programmes? 
 

    

 
G 07 

 
To what extent does staff have sufficient skills to conduct training 
needs assessments? 
 

    

 
G 08 

 
To what extent are policies and methods to attract and retain 
personnel clear and effective? 
 

    

 
G 09 

 
To what extent are professional jobs in the Ministry filled through 
competitive selection? 
 

    

 
G 10 

 
To what extent are Schemes of Service clear and effective?  
 

    

 
G 11 

 
To what extent does staff get clear instructions on the tasks to be 
performed? 

    

 
G 12 

 
To what extent is the training received by staff effective? 
 

    

 
G 13 

 
Are the job descriptions of all key positions at this level available? 
 

    

 
 

For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 

 

V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
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For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 

 

V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4       

i) Standards development for learning 
outcomes 

    

 
ii) Standards development for service 

delivery indicators 

    

 
iii) Analytical skills for integration of best 
practices  

    

 
iv) Developing, piloting, and administering 

various assessment instruments (test, 
school-leave exams, etc) 

 

    

 
H 02 

 
To what extent does 
your staff have 
sufficient skills in the 
following areas? 
 

v) Quantitative skills analysis of learning 
progress 

 

    

 
H 03 

 
To what extent are the strategies for dissemination of best practices 
explicit? 
 

    

 
H 04 

 
To what extent are best practices applied at school, Zone and District 
levels? 

    

 
i) School administration 
 

    

 
ii) Target setting 
 

    

 
iii) Target intervention 
 

    

 
iv) Guidance on learner assessment  
 

    

 
v) Assessment tools / techniques 

    

 
vi) Assessment of  curricula coverage 
 

    

 
vii) Setting tests / exams 
 

    

 
H 05 

 
To extent does your 
staff have the 
necessary skills to 
support Heads of 
schools to carry out 
school based quality 
assurance in the 
following areas: 
 

 
viii) Assessing teacher performance 

    

 
H 05b 

 
To what extent are the performance assessment findings used to 
inform decision-making? (For staff promotions / demotions, 
improvement of In-Service training, Practices and policies) 
 

    

 
 
 

For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 

 
V.No.

 

Questions / Indicators
 
Scores/ Rates
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For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 
 

 

V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
i) Syllabuses 
 

     
H 11 

 
 To what extent do you think 
regulations on the following 
are clear? 
 
 

 
ii) Exam / testing regulations 
 

    

 
H 12 

 
How often do District Quality Assurance Officers visit Schools?  
[Please insert the number of times per year in the 
YES column] 
 

    

 
H 13 

 
To what extent are the lines of accountability for quality clearly 
defined? 
 

    

 
H 14 

 
To what extent do Quality Assurance Officers understand learning 
assessment tools? 
 

    

 
H 15 

 
To what extent do you feel that the basic training for Quality 
Assurance Officers is adequate? 

    

 
H 16 

 
Are best practices documented at the national level? 
 

    

 
H 17 

 
Are the documented best practices disseminated? 
 

    

 
H 18 

 
To what extent do schools receive timely and adequate support after 
being identified as low-performing? 
 

    

 
H 19 

 
What is the duration taken by the District Education Office to answer 
certain routine requests or queries from schools? 
 

    

 
i) Curriculum delivery 
 

    

 
ii) In-service training 
 

    

 
iii) Performance appraisal 
 

    

 
iv) Facilities management 
 

    

 
H 20 

 
In your view, is the 
supervision of the following 
effective? 
 

 
v) Community involvement 
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Section 9: Procurement 
Head of Procurement/ Officer in charge of Procurement documentation 
For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 

 

V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
i) Preparation of tender documents 
 

    

 
ii) Award Process 
 

    

 
I 01 

 
To what extent is the 
legislation and regulation on 
procurement clear on the 
following? 

 
iii) Contract performance 
 

    

 
i) Preparation of tender documents 
 

    

 
ii) Evaluation of bids 
 

    

 
I 02 

 
To what extent does you 
staff have sufficient skills to 
design and develop the 
following 
 

 
iii) Contract deeds 
 
 

    

 
I 03 

 
To what extent are procurement records used to inform management 
decisions in future procurements? 

    

 
I 04 

 
To what extent do staff have necessary skills to prepare the 
procurement plans and schedules? 
 

    

 
I 05 

 
To what extent do the staff have sufficient procurement skills to 
support the Districts and Schools in the implementation of KESSP? 
 

    

 
I 06 

 
To what extent are departmental procurement plans linked to the 
financial plans? 
 

    

 
I 07 

 
To what extent is the staff equipped with skills to track contract 
performance? 

 
 

    

 
I 08 

 
What percentage of contracts is performed within the set time 
(schedule)? 
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Section 10: Directorate of Basic Education 
S/Deputy Director(s)/ Officer in charge of DEBs 
For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

 
V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
J 01 

 
In your view, is the policy on Basic Education considered clear and 
adequate?  

    

i) ECD  
 

    

 
ii) Special Needs Education Program 

    

 
iii) Primary Education 
 

    

 
iv) Non Formal Schools 
 

    

 
v) Primary Teacher Education 
 

    

 
vi) School Health and Feeding 

Program 
 

    

 
vii) PEB/DEB composition 
 

    

J 02 To what extent are the 
regulations and guidelines 
clear and complete for the 
following: 
 

 
viii) Registration of Basic Education 

Institution 
 

    

 
i) ECD  

    

 
ii) Special Needs Education Program 

    

 
iii) Primary Education 
 

    

 
iv) Non formal schools 
 

    

 
v) Primary Teacher Education 
 

    

 
vi) School Health and Feeding 

Program 
 

    

 
vii) PEB/DEB composition 
 

    

 
J 02 

 
To what extent does your 
staff have sufficient skills to 
support districts and schools 
in  implementing policies  in 
the following areas:- 
 

viii) Registration of Basic Education 
Institution 

 

    

 
J 03 

 
To what extent does your staff have analytical and tracking skills in the 
provision of Instructional materials? 
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Section 11: Directorate of Higher Education 

S/Deputy Director/ Officer in charge of Boards of Governors 
For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 

 
V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
K 01 

 
In your view, is the legislation on Higher Education considered clear 
and adequate. 
 

    

 
i) Coordination, admission of students 
 

    

 
ii) Financing of education entities 
 

    

 
iii) Voluntary services in the education 

sector 
 

    

 
iv) Access post Secondary Education 
 

    

 
V) Development of post secondary 

institutions  
 

    

 
vi) Initiation and promotion of cultural, 

Research and Technology 
 

    

 
K 02 

 
To what extent are the 
regulations and guidelines 
clear and complete for the 
following: 
 

 
vii) Staff development 
 

    

 
i) Secondary schools bursaries and 

grants 
 

    

 
ii) Secondary school infrastructure 

management  
 

    

 
iii) In-Service Teacher Training 

Management 

    

 
K 03 

 
To what extent does your 
staff have sufficient skills to 
support schools in 
developing criteria / norms 
in the following areas 
 

 
iv) Pre-Service secondary Teacher 

Training Management 

    

 
 
K 04 

 
 
How long does it take to appoint a new Board of Governors for a 
secondary school? 
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Interviewers and Supervisors Comments 

 
The interviewer and the supervisor to make comments / observations regarding the 

interview 
Interviewer’s Comments / Observations…………………………………………………………….. 
…………………………………………………………………………………………………………… 
…………………………………………………………………………………………………………. 
………………………………………………………………………………………………………….. 
…………………………………………………………………………………………………………. 
………………………………………………………………………………………………………… 
………………………………………………………………………………………………………….. 
…………………………………………………………………………………………………………. 
…………………………………………………………………………………………………………. 
………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………….. 
Supervisor’s Comments / Observations…………………………………………………………….. 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………. 

Thank you for Participating in this exercise 
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Introductory statement 
 

 My Name is. …………………………………………. I work with the East 
African Development Consultants (EADEC), which has been contracted 
by the Research Triangle Institute (RTI) International to conduct the 
Kenya Education Management Capacity Assessment. 

 
 This survey is being conducted on the request of Government of Kenya 

through the Ministry of Education (MoE). 
 

 The purpose of the survey is to carry out a detailed assessment of 
Kenya’s Education Sector Management capacity to implement the 
Kenya Education Sector Support Program (KESSP). 

 
 The findings of this survey, thus your answers, will play an important 

role in determining what capacities and resources are needed in 
Kenya’s education sector.  Therefore, your accurate reflections of the 
realities within which you work are very important for this study and 
future capacity building efforts that will be taking place at your level / 
institution. 
 

 Even though your name will be required for the quality control of the 
exercise it will remain anonymous and the results of this survey will be 
published in the form of collective tables. The information acquired 
through the survey will be used by the Ministry of Education to develop 
appropriate capacity building program. 
 

 The survey involves all Provinces, Districts and Educational 
Municipalities. It will also cover all other levels of education 
management in the country, which have been selected through the 
process of statistical sampling. Your entity has been selected and 
cannot be replaced. In this regard, your cooperation is very important. 
 

 Because you have been selected for this survey, I would like to ask you 
some questions relating to your role in the management of education 
services. Likewise I would also like to ask some questions regarding 
the facilities and condition under which you work.  

 
 
Do you have any questions or clarifications to be made before we proceed? 
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Section 1: Identification and Questionnaire Administration Personnel 
 
1.1 Name and Code of Interviewer and Supervisor  
 

A 01 Interviewer’s Name ………………………………………………………            Code…………………….. 
 
A 02 Supervisor’s Name ……………………………………………………….            Code……………………. 

 
1.2 Interview Status 
 

Visit 1 

A 03 

A04 A05* A06 

Interviewer 

 [Name and code] 

 

__|__ 

Date [dd:mm:yy] 

 

__|__:__|__:__|__|__|__ 

Result code 

 

__|__ 

Revisit required 

Yes……………….1 

No ……………….2 

07 [Specify reasons for an incomplete interview]       
                                                               __|__ 

           
                                                        __|__ 

Visit 2 

A08 

A09 A10* A11 

Interviewer 

 [Name and code] 

 

__|__ 

Date [dd:mm:yy] 

 

 

__|__:__|__:__|__|__|__ 

Result code 

 

 

__|__ 

Revisit required 

 

Yes…………………..1 

No…………………… 2 

12 [Specify reasons for an incomplete interview]           
                                                                                                    __|__ 

           
                                                         __|__ 

A13 A14 A15* A16 

Interviewer  

[Name and code] 

 

__|__ 

Date [dd:mm:yy] 

 

 

__|__:__|__:__|__|__|__ 

Result code 

 

 

__|__ 

Revisit required 

 

Yes ……………….1 

No ………………..2 

17  [Specify reasons for an incomplete interview]              
                                                                           __|__ 

           
                                                           __|__ 

         Result codes for a05*, a10* and a15*:  

         01 completed      02. Incomplete             03. Officer Refused  04. Office Locked 

            05.Officer not available            77. Others [Specify] 
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1.3 Name and Code of Editing Staff  
 
 
[Different staff should use different color pencil for editing] 
 

   Only For Supervisor Office Use Only 

A18 A19 A20 A21 

   Name and Code  
   Checked by in field:

 
            __|__ 
    Date [dd:mm:yy] 

     __|__:__|__:__|__|__|__ 

Name and Code 
Edited/Coded by: 
   

__|__ 
Date [dd:mm:yy] 

 
__|__:__|__:__|__|__|__ 

        Name and Code  
1st time Entered by:  

 
__|__ 

Date [dd:mm:yy] 
 

__|__:__|__:__|__|__|__ 

Name and Code 
 Validated by: 
 
            __|__ 
Date [dd:mm:yy] 
 
__|__:__|__:__|__|__|__|__ 

 
 
 
 
 
 
 
 
1.4 Identification Particulars 
 

    A 22   Province  
 
Name…………………. 
Code (by Supervisor)………………. 

     A23  Interviewer arrival time A) Hours  [Code 00-24]    
  __|__ 
b) Minutes [Code 00-59]    
  __|__ 

 
Respondent 
 
A24 
 

 
Name of Respondent 

 
………………………………………. 
 

 
A25 

 
Respondent title 

  
Provincial Director of Education.....…………………………………01 
 
Provincial Quality Assurance  and Standards Officer…...………...02 
 
Staffing Officer/ Human Resource Officer ..................……………..03 
 
Provincial Schools Auditor............……………………………………04 
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Section 2: Organization Structure 

Respondents: ALL as in A 25 
For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 

 
 

V.No 

 

Questions / Indicators 
Scores/ Rates 
1         2          3        4      

 
B 01 

 
In your view, are your core functions at the Province sufficiently clear? 
 

    

 
B 02 

 
To what extent do you feel your functions overlap with those of other 
levels e.g Headquarters 
 

    

 
i) National 

     
B 03 

 
To what extent is the overlap 
needed at the following levels? 
   

ii) District 
    

 
B 04 

 
To what extent does the overlap (if it exits) create an effective 
collaboration? 
 

    

 
B 05 

 
To what extent do you have clarity as to whom you should report ?  

    

 
B 06 
 

 
To what extent are your staff numbers sufficient to perform the office 
roles and functions of your level? 
 

    

 
B 07 
 

 
To what extent does staff at the  Provincial Education Office have the 
right level and appropriate mix of skills for the required tasks? 
 

    

 
B 08 

 
To what extent are the operational resources or funding for your office 
sufficient for your tasks? 
 

    

 
B 09 

 
To what extent is decision making by your superiors sufficiently rapid 
to allow you to do your job? 
 

    

 
B 10 

 
How often do you get feedback from the Ministry Headquarters on the 
tasks performed? 
 
Number of  times in Quartely 

    

 
B 11 

 
How often do you give feedback to Districts on their implementation of 
the KESSP investment Programmes? 
 
Number of  times in Quartely 
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Section 3: General Skills 
Respondents: ALL as in A 25 

For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 

 
 

 

V.No 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
C 01 

 
To what extent does your staff have sufficient skills in designing and 
conducting policy relevant research (Both qualitative and 
quantitative)? 
 

    

 
C 02 

 
To what extent can your staff develop work plans, performance targets 
and reporting schedules? 
 

    

 
C 03 

 
To what extent can your staff optimally monitor project plans to meet 
deadlines and work within the provided budget? 
 

    

 
C 04 

 
To what extent can your staff estimate the required resources vis-à-vis 
programme outputs in the province? 
 

    

 
C 05 

 
To what extent does your staff have skills in monitoring program 
progress vis-à-vis KESSP investment outputs? 
 

    

 
i) report writing 
 

    

 
ii) extracting lessons learnt 
 

    

 
iii) policy analysis 
 

    

 
C 06 

 
To what extent does your staff 
have analytical and 
communication skills for the 
following: 
 

 
iv) case studies 
 

    

 
C 07 

 
To what extent does your staff have skills for constructing programme 
budgets and monitoring costs? 
 

    

 
C 08 

 
To what extent does your staff have skills for preparing budgets and 
tracking costs for KESSP Programmes? 
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For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 

 
 
V.No 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
C 09 

 
To what extent does your staff have skills needed to support Districts 
to write a scope of work and Terms of Reference for a consultant / 
Technical Assistance? 
 
 

    

 
C 10 

 
To what extent does your staff have the skills in understanding and 
using the official procurement and tendering processes / Procedures 
to support Districts and Schools? 
 

    

 
C 11 

 
To what extent does your staff have the necessary basic skills in 
computer software use? 
 

    

 
C 12 

 
To what extent does your staff have the skills to support districts in the 
implementation of KESSP?  
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Section 4: Factual Questions 

Respondents: ALL as in A 25 
For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

 
 

V.No 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
D 01 

 
Does your Province have a Performance Appraisal System? 
 

    

 
D 02 

 
Does this Province have clear staff training and development plans? 
 

    

 
D 03 

 
Does this Province have an Operational Plan to guide the 
implementation of its functions? 
 

    

 
D 04 

 
What is the Authorized Establishment for the Provincial Education 
Office? 
(write the Number in column 4) 
 

    

 
D 05 

 
How many of these posts are filled? 
( write the Number in column 4) 

    

Section 5: EMIS 
Respondent: PDE   

 
i) Data capture? 

    

 
ii) Database management and data cleaning 
(including database packages)? 

    

 
iii) Data analysis (Spreadsheets and / or 
Statistical packages)? 
 

    

 
iv) Data presentation and reporting? 
 

    

 
v) Graphical data presentation? 
 

    

 
vi) Data interpretation and statistical report 
writing? 

    

 
E 01 

 
Are the skills of your 
staff sufficient in the 
following:- 
 
 
 

 
vii) Systems management? 
 

    

 
E 02 

 
To what extent is information from EMIS used to inform management 
decisions? 
 

    

 
E 03 

 
Is there a delay in receiving EMIS data from the Districts?  
If no skip to E 05 
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For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

 
 

V.No 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
E 04 

 
To what extent is the delay? 

    

 
E 05 

 
To what extent is the delay in the reporting of EMIS data to various 
institutions within the province 

    

 
E 06 

 
To what extent is feedback given by the Province to districts and 
schools regarding their data and information? 

    

 
i) Analyse the data they collect 

    

 
ii) Utilize the data in decision 
making 

    

 
E 07 

 
In your view, to what extent do 
Districts....... 

 
iii) Use the analysed data to 
implement the KESSP 
investment Programmes 

    

 
i) Districts 

     
E 08 

 
How long does it take for the 
following to respond to Ad hoc 
data request? (in Days) 

 
ii) Schools 

    

Section 6: Financial Planning and Management  
Respondent: PDE and Provincial Schools Auditor 

 
F 01 

 
To what extent do annual budgetary allocations meet the Programme 
activity requirements in your province? 

    

 
F 02 

 
To what extent do financial disbursements comply with budgetary 
allocations?  

    

 
F 03 

 
To what extent does your staff have Soft ware skills in budget 
Reporting and Auditing? 

    

 
F 04 

 
To what extent does your staff have financial or accounting skills in 
budget Execution? 

    

 
F 05 

To what extent does your staff assist Districts and Schools set their 
budget and funding levels? 

    

 
F 06 

 
To what extent does your staff have Analytical skills to see whether 
districts and schools are spending funds according to the established 
guidelines? 

    

 
F 07 

 
To what extent does your staff have financial forecasting and planning 
skills driven by enrolment and priority Development needs? 

    

 
F 08 

 
To what extent are the guidelines on the management of Grants and 
Bursaries to schools adequate? 

    

 
F 09  

 
To what extent do you support audit of schools? 

    

 
F 10 

 
How often does your staff provide Audit Inspection Support to 
schools? 
(Times per year) 
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Section 7: Human Resource Management and Development 
Respondent: PDE and the Provincial Staffing Officer / HRO 

 
For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

 
 

V.No 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
G 01 

 
To what extent has the skills inventory and audit review been 
conducted? 
 

    

 
G 02 

 
To what extent has the performance appraisal system been used for 
staff development? 
 

    

 
G 03 

 
To what extent are the Performance assessment findings used to 
develop Training plans? 
 

    

 
G 04 

 
To what extent are the working conditions and environment attract and 
retain personnel? 
 

    

 
G 05 

 
To what extent are all professional jobs in the Provincial Education 
Office filled through competitive selection? 
 

    

 
G 06 

 
To what extent are the job descriptions clearly defined for all key 
positions at Provincial Education Office? 
 

    

 
G 07 

 
How often is staff performance review carried out annualy? 
 

    

 
G 08 

 
How long does it take for a transfer of a secondary school teacher 
request to be effected? 
 
(Number of Months) 

    

 
G 09 

 
To what extent are officers at the Province promoted when due? 
 

    

 
G 10 

 
To what extent does staff at the PDE’s Office have sufficient skills to 
carry out interviews for promotion and deployment of teachers? 
 

    

 
G 11 

 
To what extent does your staff have sufficient skills for investigating, 
reporting and dealing with teachers discipline cases? 
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Section 8: Quality Assurance and Standards 

Respondent: PDE and the PQAS 
 

For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

 
 

V.No 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
i) Financial Management 
 

    

 
ii) Teacher Management 
 

    

 
iii) Teacher Development 

    

 
iv) School Assessment and Evaluation 
 

    

 
v)  Procurement 
 

    

 
vi) School Administration 
 

    

 
vii) Administration of National exams 
 

    

 
viii) Curriculum Implementation 
 

    

 
ix) Pedagogical (Subject areas) 
 

    

 
x) Continuous Assessment of student 
progress 
 

    

 
xi) Effective functioning of BOGs 
 

    

 
H 01 

 
In your view, how would 
you rate the services 
provided to schools by the 
Districts in the following 
areas? (Are they adequate 
/ sufficient)? 
 

 
xii) Public - Private partnerships 
 

    

 
i) Monitoring student Learning progress 

    

 
ii) Monitoring performance in service 
delivery. 
 

    

 
H 02 

 
To what extent does your 
staff have sufficient skills in 
the following areas 
 

 
iii) Analytical skills for integration of best 
practices 
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For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

 
 
V.No 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
H 03 

 
To what extent are the strategies for dissemination of best practices 
explicit? 
 
 

    

 
i) District 

     
H 04 

 
To what extent are best practices 
applied at the following levels:  
  

ii) Schools 
    

 
H 05 

 
To what extent do officers at the Province integrate best practices into 
their work? 

    

 
H 06 

 
Are the documented best practices disseminated in your Province? 
 

    

 
H 07 

 
To what extent do schools receive timely and adequate support on 
request from the Province? 
 

    

 
H 08 

 
How long does it take the Provincial Education Office to answer 
routine requests or queries from schools? 
 
[Please state each and  every request or query 
identified and give the number of Days it takes for 
the PDE to respond] 
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Section 9: Provincial Skills / Needs  
Respondent: All as in A 25 
Enumerator, to ask the respondent to list 5-6 (or more) most important skills 
needed that would enable them to perform better.  

1. ....................................................................................................................... 
.............................................................................................................................. 
.............................................................................................................................. 
.............................................................................................................................. 
.............................................................................................................................. 
2. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
      .................................................................................................................................. 

3. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

4. ...................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

5. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

6. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

7. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

8. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

9. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 
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M 01 

 
Interviewer Departure Time 

A) Hours  [Code 00-24]  __|__ 
b) Minutes [Code 00-59]  __|__ 
 
 

Interviewers and Supervisors Comments 
 

The interviewer and the supervisor to make comments / observations regarding the 
interview 

 
Interviewer’s Comments / Observations…………………………………………………………... 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
 
Supervisor’s Observations….………………………………………………………………………….. 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
………………………………………………………………………………………………………….. 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………….. 
 
 

Thank you for participating in this exercise 
 

The End 
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Introductory statement 
 

 My Name is. …………………………………………. I work with the East 
African Development Consultants (EADEC), which has been contracted 
by the Research Triangle Institute (RTI) International to conduct the 
Kenya Education Management Capacity Assessment. 

 
 This survey is being conducted on the request of Government of Kenya 

through the Ministry of Education (MoE). 
 

 The purpose of the survey is to carry out a detailed assessment of 
Kenya’s Education Sector Management capacity to implement the 
Kenya Education Sector Support Program (KESSP). 

 
 The findings of this survey, thus your answers, will play an important 

role in determining what capacities and resources are needed at the 
district level to provide, among other things, support to school level. 
Therefore, your accurate reflections of the realities within which you 
work are very important for this study and future capacity building 
efforts that will be taking place at your level/institution. 

 
 Even though your name will be required for the quality control of the 

exercise it will remain anonymous and the results of this survey will be 
published in the form of collective tables. The information acquired 
through the survey will be used by the Ministry of Education to develop 
appropriate capacity building program. 
 

 The survey involves all Districts and Educational Municipalities. It will 
also cover all other levels of education management in the country, 
which have been selected through the process of statistical sampling. 
Your entity has been selected cannot be replaced. In this regard, your 
cooperation is very important. 
 

 Because you have been selected for this survey I would like to ask you 
some questions relating to your role in the management of education 
services. Likewise I would also like to ask some questions regarding 
the facilities and condition under which you work.  

 
 During the survey I would also like to physically observe some of the 

office equipment to verify on their condition. 
 
Do you have any questions or clarifications to be made before we proceed? 
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Section 1: Identification and Questionnaire Administration Personnel 
 
1.1 Name and Code of Interviewer and Supervisor  
 

A 01 Interviewer’s Name ………………………………………………………            Code…………………….. 
 
A 02 Supervisor’s Name ……………………………………………………….            Code……………………. 

 
1.2 Interview Status 
 

Visit 1 

A 03 

A04 A05* A06 

Interviewer 

 [Name and code] 

 

__|__ 

Date [dd:mm:yy] 

 

__|__:__|__:__|__|__|__ 

Result code 

 

__|__ 

Revisit required 

Yes……………….1 

No ……………….2 

07 [Specify reasons for an incomplete interview]       
                                                               __|__ 

           
                                                        __|__ 

Visit 2 

A08 

A09 A10* A11 

Interviewer 

 [Name and code] 

 

__|__ 

Date [dd:mm:yy] 

 

 

__|__:__|__:__|__|__|__ 

Result code 

 

 

__|__ 

Revisit required 

 

Yes…………………..1 

No…………………… 2 

12 [Specify reasons for an incomplete interview]           
                                                                                                    __|__ 

           
                                                         __|__ 

A13 A14 A15* A16 

Interviewer  

[Name and code] 

 

__|__ 

Date [dd:mm:yy] 

 

 

__|__:__|__:__|__|__|__ 

Result code 

 

 

__|__ 

Revisit required 

 

Yes ……………….1 

No ………………..2 

       a17  [Specify reasons for an incomplete interview]             
                                                                           __

           
                                                           __|__ 

         Result codes for a05*, a10* and a15*:  

         01 completed      02. Incomplete             03. Officer Refused  04. Office Locked 

            05. Officer not available            77. Others [Specify] 
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1.3 Name and Code of Editing Staff  
 
 
[Different staff should use different color pencil for editing] 
 

   Only For Supervisor Office Use Only 

A18 A19 A20 A21 

   Name and Code  
   Checked by in field:

 
            __|__ 
    Date [dd:mm:yy] 

     __|__:__|__:__|__|__|__ 

Name and Code 
Edited/Coded by: 
   

__|__ 
Date [dd:mm:yy] 

 
__|__:__|__:__|__|__|__ 

        Name and Code  
1st time Entered by:  

 
__|__ 

Date [dd:mm:yy] 
 

__|__:__|__:__|__|__|__ 

Name and Code 
 Validated by: 
 
            __|__ 
Date [dd:mm:yy] 
 
__|__:__|__:__|__|__|__|__ 

 
 
 
 
 
 
 
 
1.4 Identification Particulars 
 

       
    A22   Level Type 

 
District …….................01 
Municipality..................02 
 

    A23   Province  
Name…………………. 
Code (by Supervisor)………………. 

     A24 District / Municipality Name……………………… 
Code (by Supervisor)……………….. 

     A25  Interviewer arrival time A) Hours  [Code 00-24]    
  __|__ 
b) Minutes [Code 00-59]    
  __|__ 

 
Respondent 
A26 
 

Name of Respondent ………………………………………. 

 
A27 

 
Respondent title 

 
District Education officer………..……………………………………01 
District Quality Assurance and Standards  officer............………...02 
District  Schools Auditor......…………………………………………..03 
Officer in Charge of Statistics / EMIS.............................................04 
Staffing Officer / HR.........................................................................05 
Officer in charge of Special Needs Education.................................06 
DICECE...........................................................................................07 
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Section 2: Organization Structure 
Respondents: ALL as in A 27 

For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=Some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

 
 

V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
B 01 

 
In your view, are your core functions at the District sufficiently clear? 
 

    

 
B 02 

 
To what extent do you feel your functions overlap with those of other 
levels (for instance Provincial and headquarters)? 
 
Skip to B 04 if NO OVERLAP 

    

 
B 03 

 
To what extent does the overlap (if it exits) create an effective 
collaboration? 

    

 
B 04 

 
To what extent do you have clarity as to who you should report to?  
 

    

 
B 05 

 
 In regard to KESSP implementation to what extent do you feel there 
is clarity of your roles and responsibilities? 
 

    

 
B 06 
 

 
To what extent are your staff numbers sufficient to perform the office 
roles and functions of your level? 
 

    

 
B 07 
 

 
To what extent do staff at your level have the right level and 
appropriate mix of skills needed for their respective  roles and 
functions 
 

    

 
B 08 

 
To what extent are the operational resources of funding for your office 
sufficient for your tasks? 
 

    

 
B 09 

 
To what extent is decision making by your superiors sufficiently rapid 
to allow you to do your job? 
 

    

 
a)  Replacing a Head Master 

    

 
b) Replacing a Retired Teacher 

    

 
B 10 

 
To what extent are the Education 
Service delivery standards clearly 
defined for the following? 
  

c) Re Constituting a BOG / SMC 
    

 
B 11 

 
To what extent are these Service Delivery Standards used for the 
purpose of planning at your level?  
 

    

 
B 12 

 
To what extent are these service delivery standards used in 
monitoring school performance (i.e. to identify low performing 
schools)?  
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Section 3: General Skills 
Respondents: ALL as in A 27 

For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

 
 
V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
C 01 

 
To what extent is your staff able to develop work plans, Performance 
targets, reporting schedules? 
 

    

 
C 02 

 
To what extent can your staff optimize a project plan (to meet the 
finish date / budget)? 
 

    

 
C 03 

 
To what extent can your staff estimate the required programme 
resources vis-à-vis the deliverables? 

    

 
C 04 

 
To what extent does your staff have skills in program monitoring? 
 

    

 
C 05 

 
To what extent does your staff have analytical and communication 
skills for project report writing, extracting lesson learned and policy 
analysis? 

    

 
C 06 

 
To what extent does your staff have skills for constructing simple unit-
level project budgets and tracking costs? 

    

 
C 07 

 
To what extent does your staff have the skills needed to write a scope 
of work for a consultant or a Resource Person? 
 

    

 
C 08 

 
To what extent does your staff understand procurement and tendering 
procedures in operation? 

    

 
C 09 

 
To what extent does your staff have the necessary basic skills in 
software use (e.g. Ms Excel, Ms Word, and Ms PowerPoint)? 
 

    

 
C 10 

 
To what extent does your staff have the skills to support schools in the 
preparation of school development plans? 
 

    

 
C 11 

 
To what extent does the staff at the District level have working, 
technical and organizational knowledge to undertake the 
implementation of KESSP? 
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Section 4: Factual Questions 

 
Respondents: ALL as in A 27 

 
For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

 
 

V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
D 01 

 
Does this District Education Office have a District Action Plan? 
 

    

 
D 02 

 
Does this District Education Office have a clear staff training and 
development plan? 
 

    

 
D 03 

 
Does this District Education Office have Performance Appraisal 
System? 
 

    

 
D 04 

 
What is the District Education Office’s Authorized Establishment? 
 
[Please insert the number in Column 4 ] 
 

    

 
i) Education Officers 

    

 
ii) QASo 

    

 
iii) Staffing Officers 

    

 
iv) Officer in Charge Statistics / 
EMIS 

    

 
v) TAC Tutors 

    

 
vi) Teaching Staff 

    

 
vii) Clerks 

    

 
Viii) Secretaries 

    

 
ix) Drivers 

    

 
D 05 

 
How many posts are filled? 

 
x) others (Specify) 
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Section 5: Education Management Information System 
Respondents: DEO, Special Needs, DICECE and Officer in Charge of 

Statistics / EMIS 
For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

 
 

V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
E 01 

 
What percentage of Schools submits TSC data on time? 
 

    

 
i) MoE Headquarters 

     
E 02 

 
On average what percentage of 
school questionnaires from the 
following levels is returned?  
 

 
ii) TSC 

    

 
E 03 

 
To what extent does the school data collection instrument from the 
MoE Headquarters meet the District data needs?  
 

    

 
E 04 

 
To what extent are the procedures and schedules for data collection, 
cleaning, analysis and flow clear? 
 

    

 
E 05 

 
To what extent is data from schools spot checked for accuracy and 
completeness? 

    

 
i) Planning 

    

 
ii) Routine management and 
administration 
 

    

 
E 06 

 
To what extent is the data 
collected at the district used in 
the following? 

 
iii) Implementation of KESSP? 

    

 
i) Questionnaire design 

    

 
ii) Data Collection / Capture 

    

 
iii) Sampling  

    

 
iv) Data Analysis 

    

 
v) Data presentation and 
Reporting 

    

 
vi) Data interpretation and Report 
writing 

    

 
E 07 

 
To what extent are the skills of 
your staff sufficient in the 
following 
 
(Without Computer) 

 
vii) Systems management / filing 

    

 
E 08 

 
Is the number of Computers sufficient for you to perform yours tasks? 
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For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

 
 
V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
i) Questionnaire design  
 

    

 
ii) Data Capture  
 

    

 
iii) Database management and 
data cleaning 
 

    

 
iv) Database packages (e.g Ms 
Access) 
 

    

 
V ) Data Analysis (spreadsheets 
and / or statistical packages ) 
 

    

 
vi) Data presentation and 
reporting 
 

    

 
vii) Graphical data presentation 

    

 
viii) Data interpretation and 
statistical report writing 
 

    

 
ix) Systems Management 
 

    

 
E 09 

 
To what extent are the computer 
skills of your staff sufficient in the 
following 
 
(Even if it is said that there are 
insufficient numbers of 
computers, please ask whether 
the officers have sufficient  
computer skills) 

 
x) Sampling Techniques 
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Section 6: Planning 

Respondent: DEO , Special Needs and DICECE 
For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/Always/all/Yes 

 
 

V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
i) Defining project activities 

    

 
ii) Optimizing plans to meet budget 
deadlines 
 

    

 
iii) Resource capturing / resource 
mobilization 

    

 
F 01 

 
To what extent does your 
staff have sufficient skills 
in the following  

 
iv) Budget Development / Management 
 

    

 
F 02 

 
To what extent does your staff have basic skills in understanding and 
using the Educational Indicators to assess education performance? 
(example of Education Indicators: Drop outs rates, Transition rates, 
gender, repetition rates, poverty etc) 
 

    

 
F 03 

 
To what extent does the staff have the necessary skills to develop 
District Action Plans based on District Situation Analysis 
 

    

 
F 04 

 
To what extent does your staff support schools to develop their Action 
Plans? 

    

 
F 05 

 
In your view, do you think that Teacher Advisory Centre (TAC) Tutors 
are sufficiently trained to support Primary schools in developing 
School Action Plans? 
  

    

 
F 06 

 
To what extent are District Staff competent to implement an In Service 
Training for teachers in Pedagogical skills? 
 

    

 
i) Civil society organizations (e.g CBOs) 
 

    

 
ii) SMC / BOG 
 

    

 
F 07 

 
To what extent is 
planning process open to 
inputs from the following 
groups? 

 
iii) Parents 
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Section 7: Financial Planning and Management 

Respondent: DEO, Special Needs , DICECE and District Auditor 
For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

 
 
V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
i) Budget Compilation 
 

    

 
ii) Budget Execution 
 

    

 
iii) Budget Reporting 
 

    

 
iv) Budget auditing 
 

    

 
G 01 

 
In your view are the financial 
regulations clear for the 
following? 
 

 
v) Budget accountability 
 

    

 
i) Budget Compilation 
 

    

 
ii) Budget Execution 
 

    

 
iii) Budget Reporting 
 

    

 
iv) Budget auditing 
 

    

 
G 02 

 
To what extent does your staff 
have sufficient skills in:  
 

 
v) Budget accountability 
 

    

 
i) Budget Compilation:  
 

    

 
ii) Budget Execution 
 

    

 
iii) Budget Reporting 
 

    

 
G 03 

 
To what extent does your staff 
have sufficient software skills 
in:  
(even if there are no 
computers, ask whether they 
have computer skills to 
perform these functions) 

 
iv) Budget auditing 
 

    

 
G 04 

 
To what extent do annual budgetary allocation sufficient to Primary 
Instructional materials due to Free Primary Education? 
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For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

 
 
V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
i) The percentage of schools 
audited?   

    

 
ii) Percentage of schools to be 
audited (the backlog)?   

    

 
G 05 

 
On average, how would you rate 
the following?  
  
[Please indicate the 
percentage in column 4]  

iii) The percentage of schools 
that received inspection audit 

    

 
G 06 

 
To what extent do financial disbursements comply with budgetary 
allocations? 
 

    

 
G 07 

 
To what extent does your staff have Analytical financial skills in 
supporting schools to set bursary funds allocation criteria? 
 

    

 
G 08 

 
To what extent does your staff have Analytical skills to see whether 
schools are spending funds according to the allocation guidelines 

    

 
G 09 

 
To what extent does your staff have skills in budget presentation? 
 

    

 
G 10 

 
 Does your staff deal with any procurement? 
 
If No Skip to G 15   
 

    

 
 
i) Developing tender documents 

    

 
 
ii) Awarding tenders 

    

 
G 11 
 

 
To what extent is the 
legislation and regulation 
clear on procurement on 
the following: 
 

 
 
iii) Contract Performance 

    

 
i) Tender documents 

    

 
ii) Evaluation of Bids 

    

 
G 12 

 
Do you feel that your  
staff have sufficient skills 
to design and develop the 
following 
 
 

 
iii) Finalizing Contracts deeds 

    

 
G 13 

 
To what extent are procurement records used to inform management 
decisions in future procurements? 
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For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

 
 
V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
G 14 

 
During the last year, was there a delay in budget release? 
 
If No Skip to G 17 

    

 
G 15 

 
How much was the delay  
 
(Number of months: If less than a month use 
fraction of months (1 week = .25 months) 
 

    

 
G 16 

 
How long does it take to prepare Annual Budget Estimate? 
 
(Number of months: If less than a month use 
fraction of months (1 week = .25 months) 
 

    

 
G 17 

 
What percentage of procurement made is completed within a specified 
time 
 

    

 
G 18 

 
In your view, is the capacity for auditing school s sufficient? 
 

    

 
G 19 

 
How long does it take to receive Authority to Incur Expenditure from 
the MoE Head Quarters? 
 
(Number of months: If less than a month use 
fraction of months (1 week = .25 months) 
 

    

 
G 20 

 
How often do the District Auditors visit schools to support financial 
accounting? 
 
(Number times per year) 
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Section 8: Human Resource Management and Development 
Respondent: DEO/Staffing officer/Human Resource Officer, Special 

Needs and DICECE 
For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 

 

V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
H 01 

 
How satisfied are you with the skills inventory and audit in your 
District? 
 

    

 
H 02 

 
Do you feel that the current set of skills of your staff can respond 
adequately to the required tasks?  
 

    

 
H 03 

 
To what extent is the Performance Appraisal System in your District 
functional?  

    

 
H 04 

 
To what extent has the performance appraisal system been used for 
staff development in your District? 
 

    

 
i) Purchase of new equipment 

    

 
ii) Revision of Targets / Indicators 

    

 
H 05 

 
To what extent are the 
Performance assessment 
findings used in planning the 
following? 
 

 
iii) Policies and Procedures 

    

 
H 06 

 
Is the working environment at your level enabling enough to facilitate 
the officers to perform their tasks? 

    

 
H 07 

 
To what extent are all professional jobs in the District Education Office 
filled through competitive selection? 
 

    

 
H 08 

 
To what extent are the job descriptions for all key positions clear and 
available at this level? 

    

 
H 09 

 
How often are staff performance reviews conducted? 
 
(Number of times per year) 

    

 
i) TSC 

    

 
ii) MoE 

    

 
H 10 

 
How long does it take for the........ 
to get an employee into the 
payroll system and paid? 
(Number of months: If less 
than a month use fraction of 
months (1 week = .25 months) 
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For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

 
 
V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
i) TSC 

     
H 11 

 
To what extent are performance 
assessment findings for career 
progression used by the 
following? 

 
ii) MOE 

    

 
H 12 

 
How long does it take to replace a Primary School Teacher who has 
retired? 
 
  (Number of months. If less than a month use 
fraction of months (1 week = .25 months) 

    

 
H 13 

 
How long does it take to replace a Primary School Teacher who has 
been transferred? 
 
(Number of months. If less than a month use 
fraction of months (1 week = .25 months) 

    

 
H 14 

 
How long does it take to approve a transfer of a Primary School 
Teacher within the District? 
 
(Number of months. If less than a month use 
fraction of months (1 week = .25 months) 
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Section 9: Quality Assurance and Standards 

Respondent: DEO,DQASo, Special Needs and DICECE 
 

For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 

 

V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
i) Financial Management 
 

    

 
ii) Teacher Management 

    

 
iii) Teacher Development 

    

 
iv) School Assessment and Evaluation 

    

 
v)  Procurement 

    

 
vi) School Administration 

    

 
vii) Administration of National exams 

    

 
viii) Curriculum Implementation 

    

 
ix) Pedagogical (Subject areas) 

    

 
x) Continuous Assessment of student 
progress 
 

    

 
I 01 

 
In your view, how would 
you rate the services 
provided to schools by 
the District Education 
Office in the following 
areas? (Are they 
adequate / sufficient)? 
 

 
xi) Public / Private partnerships 

    

 
i) Setting targets for learning Progress 
 

    

 
ii) Writing best Practices based on School 
Performance Analysis 
 

    

 
I 02 

 
To what extent does 
your staff have sufficient 
skills in the following 
areas 
 

 
iii) Developing, piloting and administering 
various assessment instruments (test, 
school leaving exams, etc) 
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For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

 

V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
I 03 

 
To what extent are best practices shared with schools? 

    

 
i) Schools 

    

 
ii) Zones 

    

 
I 04 

 
To what extent are best 
practices applied the 
following levels: 
  

iii) Divisions 
    

 
i) Procurement of goods and services 
 

    

 
ii) Teacher management 
 

    

 
iii) Mobilization of resources 

    

 
iv) School Planning 

    

 
v) Monitoring of Education standards 

    

 
vi) Compliance with official policies and 
guidelines 

    

 
I 05 

 
To what extent do your 
staff have the sufficient 
skills to support 
BOG/SMC to implement 
the KESSP in the 
following areas:- 
 
 

 
vii) Financial Management 

    

 
i) Teamwork and collegial teaching 
 

    

 
ii) Management of large classes 
 

    

 
iii) Remedial  teaching 
 

    

 
iv) Setting discipline without the cane 
 

    

 
I 06 

 
To what extent does 
your staff have sufficient 
skills to support teachers 
in the following areas? 
 

v) Assessment of Curriculum coverage 
 

    

 
I 07 

 
To what extent do you feel that the basic training for Quality 
Assurance Officers is adequate? 

    

 
I 08 

 
Do you feel the Quality Assurance Officers understand tests for 
various competencies? 

    

 
I 09 

 
In your view, do Quality Assurance Officers understand all learning 
goals for various grades? 
 

    

 
I 10 

 
In your view, do Quality Assurance Officers have sufficient skills to 
help teachers on the spot? 

    

 
I 11 

 
In your view, do QAOs have sufficient skills to help school principals / 
Head Teachers improve school management practices?  
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For every question / indicator please assign a rank/score/rate from 1 to 4. Wwhere  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 
 

 

V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
I 12 

 
In your view, are Quality Assurance Officers sufficiently trained to 
collect school level data? 
 

    

 
I) Quality Assurance and Standards 
 

    

 
ii) Guidance and Counseling 
 

    

 
iii) Pre-service Teacher  training 
recruitment 
 

    

 
iv) Teacher assessment 
 

    

 
v) Learning assessment 
 

    

 
I 13 

 
To what extent are the 
existing guidelines for 
the following clear? 
 

 
vi) Exam / testing regulations 
 

    

 
I 14 

 
Do you feel that the visits by QAO are frequent enough? 
 
 

    

 
I 15 

 
How many times per year do QAOs visit each school? 
 
 

    

 
I 16 

 
Are best practices documented at the District level? 
 
If NO skip to I 18 

    

 
I 17 

 
Are the documented best practices disseminated in your District? 
 
 
 

    

 
I 18 

 
To what extent do schools receive timely and adequate support after 
being identified as low-performing Schools? 
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For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 
 

 

V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
I 19 

 
What is the duration taken by the District Education Office to answer 
certain routine requests or queries from schools? 
 
Explain briefly  
 
........................................................................................................ 
......................................................................................................... 
....................................................................................................... 
....................................................................................................... 
........................................................................................................... 
........................................................................................................... 
............................................................................................................... 
 

    

 
I 20 

 
What is the duration taken by the District Education Office to answer 
queries on FPE grants delay? 
 
 
**Number of months:(if less than a month use a fraction of a 
month (.25= 1 week) 
 
 

    

 
I 21 

 
How long does it take for the QAO to respond to the school’s request 
for assistance with respect to an instructional problem?  
 
**Number of Weeks 
 

    

 
I 22 

 
Do you ask the Schools to give you feedback on the support you 
provide?  
 
 
 

    

 
I 22b 

 
If YES in I 22 above, what is the percentage of schools you have 
received feedback as a ratio of those you provided support?  
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Section 10: District Level Skills Needs 
Respondent: All as in A 27 
Enumerator, to ask the respondent to list 5-6  (or more) most important skills 
needed that would enable them to perform better.  
 

1. ....................................................................................................................... 
.............................................................................................................................. 
.............................................................................................................................. 
.............................................................................................................................. 
.............................................................................................................................. 
2. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
      .................................................................................................................................. 

3. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

4. ...................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

5. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

6. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

7. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

8. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

9. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 
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For the DEO office 
 

Section 11: Observation of Assets at the District Education Office 
[Please observe the furniture and other office equipment at District Education Office] 
 

   
In use 

 
Not in use 

  
Office 

equipm
ent 

 
In Good 

Condition 
 
 

[Number] 

 
Need 
Minor 

Repairs 
 

[Number] 

 
Need 
Major 

Repairs 
 

[Number] 

 
Shortfall 

 
[Number] 

 
In Good 

Condition 
 
 

[Number] 

 
Need 
Minor 

Repairs 
 

[Number] 

 
Need 
major 

Repairs 
 

[Number] 

 
Beyon
d 
repair 

 
[Numb

er] 
 
L 01 

 
Offices / 
rooms 
 

 
 

       

 
L 02 

 
Vehicles 
 

        

 
L 03 

 
Motor 
Cycles 

        

 
L 04 

 
Comput
ers 

        

 
L 05 

 
Type 
writers 

        

 
L 06 

 
Telepho
nes 

        

 
L 07 

 
Printers 

        
 

 
L 08 

 
Scanner
s 

        

 
L 09 

 
Photo 
copiers 

        

 
L 10 
 

 
Tables 

        

 
L 11 

 
Chairs 

        

 
L 12 

 
Shelves 

        

 
L 13 

Cupboar
d 

        

 
L 14 

Electric 
fans 

        

 
L 15 

Floor 
carpets 

        

 
L 16 

Black 
boards 

        

 
L 17 

White 
boards 

        

 
L 18 

LCD / 
Projector
s 

        

 
L 19 

 
Other 
Specify 
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M 01 

 
Interviewer Departure Time 

A) Hours  [Code 00-24]  __|__ 
b) Minutes [Code 00-59]  __|__ 
 

 
 

Interviewers and Supervisors Comments 
The interviewer and the supervisor to make comments / observations regarding the 

interview 
Interviewer’s Comments / Observations…………………………………………………………... 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
………………………………………………………………………………………………………… 
…………………………………………………………………………………………………………… 
Supervisor’s Observations….………………………………………………………………………….. 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
………………………………………………………………………………………………………….. 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………….. 

Thank you for participating in this exercise 
 

The End 
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Introductory statement 
 

 My Name is. …………………………………………. I work with the East 
African Development Consultants (EADEC), which has been contracted 
by the Research Triangle Institute (RTI) International to conduct the 
Kenya Education Management Capacity Assessment. 

 
 This survey is being conducted on the request of Government of Kenya 

through the Ministry of Education (MoE). 
 

 The purpose of the survey is to carry out a detailed assessment of 
Kenya’s Education Sector Management capacity to implement the Kenya 
Education Sector Support Program (KESSP). 

 
 The findings of this survey, thus your answers, will play an important role 

in determining what capacities and resources are needed at the district 
level to provide, among other things, support to school level. Therefore, 
your accurate reflections of the realities within which you work are very 
important for this study and future capacity building efforts that will be 
taking place at your level/institution. 
 

 Even though your name will be required for the quality control of the 
exercise it will remain anonymous and the results of this survey will be 
published in the form of collective tables. The information acquired 
through the survey will be used by the Ministry of Education to develop 
appropriate capacity building program. 
 

 The survey involves all Districts and Educational Municipalities. It will 
also cover all other levels of education management in the country, which 
have been selected through the process of statistical sampling. Your 
entity has been selected in the sample and cannot be replaced. In this 
regard, your cooperation is very important. 
 

 Because you have been selected for this survey I would like to ask you 
some questions relating to your role in the management of education 
services. Likewise I would also like to ask some questions regarding the 
facilities and condition under which you work.  

 
 
Do you have any questions or clarifications to be made before we proceed? 
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SECTION 1: Questionnaire Identification and Administration Particulars
1.1 Interview Status 
 

 
Z 01 

 
Interviewers Arrival Time 

 
A) Hours  [Code 00-24]  __|__ 
 
b) Minutes        [Code 00-59]  __|__ 
 

 
Visit 

 

 
A 01 

 
A 02 

 
A 03* 

 
A 04 

 
1 

 
Interviewer’s Name 
 
 Code   
 
__|__|__|__ 
 

 
Date [dd:mm:yy] 

 
 
__|__:__|__:__|__|__|__ 

 
Result code 

 
  
     __|__ 

 
Revisit required 
 
Yes………………….1 
 
  No………………… 2 
 

 
A 05 

 
 [Specify reasons for an incomplete interview]……………………………………………………………….. 
 
………………………………………………………………………………………………………………………… 
 

 
Visit 

 
A 06 

 
A 07 

 
A 08* 

 
A 09 

 
2 

 
Interviewer’s Name 
 
Code   
 
__|__|__|__ 
 

 
Date [dd:mm:yy] 

 
 
__|__:__|__:__|__|__|__ 

 
Result code 

 
      
    __|__ 

 
Revisit required 
 
Yes………………….1 
 
  No………………… 2 
 

 
A 10 
 

 
[Specify reasons for an incomplete interview]……………………………………………………………….. 
 
………………………………………………………………………………………………………………………… 
 
 

 
Visit 

 
A 11 

 
A 12 

 
A 13* 

 
A 14 

 
3 

 
Interviewer’s Name 
 
Code   
 
__|__|__|__ 
 

 
Date [dd:mm:yy] 

 
 
__|__:__|__:__|__|__|__ 

 
Result code 

 
      

    __|__ 

 

Revisit required 
 
Yes………………….1 
 
  No………………… 2 
 

 
A 15 

 
[Specify reasons for an incomplete interview]……………………………………………………………….. 
 
……………………………………………………………………………………………………………………… 

 
Result codes for a 03*, a 08* and a13*:  

01. Completed  02. Incomplete  03. Refused  04. Office Locked  

05. Office not located  06. Officer absent     77. Others [Specify] 
 
A 16 Supervisors Name………………………………. 

……………………………………………………. 

A 17 Supervisors Code……………………………….. 

……………………………………………………. 
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1.2 Names and Codes of Editing Staff 
[Different staff should use a Red Pen for editing] 

 
 

Only for Field 
Supervisor 

 

Office Use only 

 

A 18 

 

A 19 

 

A 20 

 

A 21 

 
Name  
Supervisor 
Code  __|__ 

 
Date 

__|__:__|__:__|__|__|__ 

 

 
Name  
(Editor/coder) 
Code  __|__ 

 
Date 

__|__:__|__:__|__|__|__ 

 
Name 
 (Entry) 
Code  __|__ 

 
Date 

__|__:__|__:__|__|__|__ 

 
Name 
 (Verify) 
Code  __|__ 

 
Date 

__|__:__|__:__|__|__|__ 

 
 
 
1.3 Respondent 
 

 

A 22 

 

Name of Respondent 

 
……………………………………………………………… 

……………………………………………………………… 
……………………………………………………………… 

 

A 23 

 
Title of the Respondent 
 
 

 

Areas Education Officer………………………….………..1 

Responding to all sections of this questionnaire 

 

A 24 

 

Division 

 

Code 

 

__|__|__|__|__ 

 

 

 

A 25 

 

District 

 

Code 

 

__|__|__ 

 

 
A 26 

 

Province 

 

Code 

 

__|__ 
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Section 2: Organization Structure 
 

For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

 
 

V.No 

 

Questions / Indicators 
Scores/ Rates 
1         2          3        4      

 

B 01 

 

To what extent are your roles and responsibilities clear? 

    

 

B 02 

 

To what extent do you have clarity as to whom you should report to? 

    

 

B 03 

 

To what extent do you have the right level and appropriate mix of skills 
for the roles and functions of your tasks? 

    

 

B 04 

 

To what extent are resources including funding sufficient for your tasks? 

    

 

B 05 

 

To what extent do you feel decision making by your superiors is 
sufficiently rapid to facilitate your work? 

    

 

B 06 

 

Are the numbers of people involved in making decisions as your 
supervisors sufficiently coordinated?  

    

 

i) Supervising Zonal Officers 

     

B 07 

 

To what extent do you cope with 
the following work :  

ii) Coordinating and Supporting 
Schools 

    

Section 3: General Skills 
 

C 01 

 

To what extent do  you have sufficient skills to develop work plans, 
targets and reporting schedules? 

    

 

C 02 

 

To what extent can you estimate required resources to achieve 
outputs? 

    

 

C 03 

 

What extent do you have skills in monitoring Teaching and Learning in 
Schools? 

    

 

C 04 

 

To what extent do you have skills for constructing budgets and 
monitoring costs? 

    

 

C 05 

 

To what extent does your staff have skills needed to write a scope of 
work for resource persons? 
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For every question / indicator please assign a rank/score/rate from 1 to 4.  Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 

 

V.No 

 

Questions / Indicators 
Scores/ Rates 
1         2          3        4      

 

C 06 

 

Do you have sufficient skills to support schools in Procurement? 

    

 

C 07 

 

Do you have enough computers in your office to facilitate your work? 

    

 

C 08 

 

To what extent do have the necessary basic skills in software use (e.g. 
Ms Word, Ms excel? 

Even if the do not have computers 

    

 

C 09 

 

To what extent do you have skills to support schools in the preparation 
of School Development Plans? 

    

 

C 10 

 

To what extent do you have clear In-Service training and Staff 
Development plans / Action Plans? 

    

 

C 11 

 

To what extent are you involved in the school co-curricular activities? 

 

    

 
 

Section 4: School Management 
 

 

i) Financial Management 

    

 

ii) Teacher Management 

    

 

iii) School Assessment and 
Evaluation 

    

 

iv) Procurement 

    

 

v) Administration of National 
exams 

    

 

D 01 
 
To what extent are you equipped 
with skills in the following areas? 

 

 

vi) Curriculum Implementation 
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For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

 
 
V.No 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 

i) Research report writing 

    

 

ii) Development of School 
Assessment Reports 

    

 

D 02 

 

To what extent do you have 
Analytical and Communication 
skills in the following? 

 
iii) Extracting lessons and best 
practices 
 

    

 
i) Schools 

     

D 03 

 
How often do you provide  
Educational Management 
support to following levels? 
 
Number of times in a term 
 
 

 
ii) Zones 

    

 

i) Design of data collection forms 

 

    

 

ii) Data recording 

 

    

 

iii) Data analysis 

 

    

 

iv) Data interpretation  

 

    

 

v) Report writing 

 

    

 

D 04 

 

To what extent do you have 
sufficient skills in the following 
areas? 

Not necessarily with a 
computer 

 

 

 

vi) Data storage 

 

    

 

D 03 

 
To What extent do you have skills in data dissemination to 
stakeholders? 
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Section 5: Skills and Needs at the Divisional Level 
Enumerator to ask the respondent to list 5-6 (or more) most important skills/needs that 
would enable them to do their work better.  
 

1. ....................................................................................................................... 
.............................................................................................................................. 
.............................................................................................................................. 
.............................................................................................................................. 
.............................................................................................................................. 
2. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
      .................................................................................................................................. 

3. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

4. ...................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

5. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

6. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

7. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

8. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

9. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
 ................................................................................................................................. 
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Z 02 

 
Interviewers Departure Time 

 
A) Hours  [Code 00-24]  __|__ 
 
b) Minutes        [Code 00-59]  __|__ 
 

 
Interviewers and Supervisors Comments 

The interviewer and the supervisor to make comments / observations regarding the 
interview 

Interviewer’s Comments / Observations…………………………………………………………... 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
………………………………………………………………………………………………………… 
Supervisor’s Observations….………………………………………………………………………….. 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
………………………………………………………………………………………………………….. 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
 

Thank you for participating in this exercise 
 

The End 
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Introductory statement 
 

 My Name is. …………………………………………. I work with the East 
African Development Consultants (EADEC), which has been contracted 
by the Research Triangle Institute (RTI) International to conduct the 
Kenya Education Management Capacity Assessment. 

 
 This survey is being conducted on the request of Government of Kenya 

through the Ministry of Education (MoE). 
 

 The purpose of the survey is to carry out a detailed assessment of 
Kenya’s Education Sector Management capacity to implement the Kenya 
Education Sector Support Program (KESSP). 

 
 The findings of this survey, thus your answers, will play an important role 

in determining what capacities and resources are needed at the district 
level to provide, among other things, support to school level. Therefore, 
your accurate reflections of the realities within which you work are very 
important for this study and future capacity building efforts that will be 
taking place at your level/institution. 
 

 Even though your name will be required for the quality control of the 
exercise it will remain anonymous and the results of this survey will be 
published in the form of collective tables. The information acquired 
through the survey will be used by the Ministry of Education to develop 
appropriate capacity building program. 
 

 The survey involves all Districts and Educational Municipalities. It will 
also cover all other levels of education management in the country, which 
have been selected through the process of statistical sampling. Your 
entity has been selected in the sample and cannot be replaced. In this 
regard, your cooperation is very important. 
 

 Because you have been selected for this survey I would like to ask you 
some questions relating to your role in the management of education 
services. Likewise I would also like to ask some questions regarding the 
facilities and condition under which you work.  

 
Do you have any questions or clarifications to be made before we proceed? 
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SECTION 1: Questionnaire Identification and Administration Particulars
 

1.1 Interview Status 
 

Z 01 

        
  Interviewer arrival time 

 
A) Hours  [Code 00-24]  __|__ 
b) Minutes [Code 00-59]  __|__ 

 
 

Visit 
 

 
A 01 

 
A 02 

 
A 03* 

 
A 04 

 
1 

 
Interviewer’s Name 
 
 Code   
 
__|__|__|__ 
 

 
Date [dd:mm:yy] 

 
 
__|__:__|__:__|__|__|__ 

 
Result code 

 
  
     __|__ 

 
Revisit required 
 
Yes………………….1 
 
  No………………… 2 
 

 
A 05 

 
 [Specify reasons for an incomplete interview]……………………………………………………………….. 
 
………………………………………………………………………………………………………………………… 
 

 
Visit 

 
A 06 

 
A 07 

 
A 08* 

 
A 09 

 
2 

 
Interviewer’s Name 
 
Code   
 
__|__|__|__ 
 

 
Date [dd:mm:yy] 

 
 
__|__:__|__:__|__|__|__ 

 
Result code 

 
      
    __|__ 

 
Revisit required 
 
Yes………………….1 
 
  No………………… 2 
 

 
A 10 
 

 
[Specify reasons for an incomplete interview]……………………………………………………………….. 
 
………………………………………………………………………………………………………………………… 
 

 
Visit 

 
A 11 

 
A 12 

 
A 13* 

 
A 14 

 
3 

 
Interviewer’s Name 
 
Code   
 
__|__|__|__ 
 

 
Date [dd:mm:yy] 

 
 
__|__:__|__:__|__|__|__ 

 
Result code 

 
      

    __|__ 

 

Revisit required 
 
Yes………………….1 
 
  No………………… 2 
 

 
A 15 

 
[Specify reasons for an incomplete interview]……………………………………………………………….. 
 
………………………………………………………………………………………………………………………… 
 

 
Result codes for a 03*, a 08* and a13*:  

01. Completed  02. Incomplete  03. Refused  04. Office Locked  

05. Office not located  06. Officer absent     77. Others [Specify] 
 
A 16 Supervisors Name………………………………. 

……………………………………………………. 

A 17 Supervisors Code……………………………….. 

……………………………………………………. 



The Ministry of Education, P.O Box 30040-00100, Nairobi 
Kenya Education Management Capacity Assessment 
Zone Questionnaire 
 

Case Identifier   _|__|__|__|__|__|__ 4

1.2 Names and Codes of Editing Staff 
[Different staff should use a Red Pen for editing] 

 
 

Only for Field 
Supervisor 

 

Office Use only 

 

A 18 

 

A 19 

 

A 20 

 

A 21 

 
Name  
Supervisor 
Code  __|__ 

 
Date 

__|__:__|__:__|__|__|__ 

 

 
Name  
(Editor/coder) 
Code  __|__ 

 
Date 

__|__:__|__:__|__|__|__ 

 
Name 
 (Entry) 
Code  __|__ 

 
Date 

__|__:__|__:__|__|__|__ 

 
Name 
 (Verify) 
Code  __|__ 

 
Date 

__|__:__|__:__|__|__|__ 

 
 
 
1.3 Respondent 
 

 

A 22 

 

Name of Respondent 

 
……………………………………………………………… 

……………………………………………………………… 
 

 

A 23 

 
Title of the Respondent 
 
 

 

TAC Tutor....................…………………………….………..1 

ZQASo...................……………………..……………………2 

 

Both responding to all sections of this questionnaire 

 

A 24 

 

Name of the zone 

 

Code 

__|__|__|__|__|__|__ 

 

 

 

A 25 

 

Division 

 

Code 

 

__|__|__|__|__ 

 

 

 

A 26 

 

District 

 

Code 

 

__|__|__ 
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Section 2: Organization Structure 
 

For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

 
 

V.No 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 

B 01 

 

To what extent are your roles and responsibilities clear? 

    

 

B 02 

 

To what extent do your roles and responsibilities as Quality Assurance 
Officer overlap with those of the Teacher Advisory Centre Tutor (TAC-
tutor) and vice versa? 

    

 

B 03 

 

To what extent is the overlap needed? 

    

 

B 04 

 

To what extent are the incentives for collaboration sufficient? 

    

 

B 05 

 

Do you have clarity as to whom you should report to or is it just one 
person? 

    

 

B 06 

 

Are your staff numbers sufficient to perform the Zonal Education office 
roles and functions? 

    

 

B 07 

 

Do you have the right level and appropriate mix of skills for the roles 
and functions of your tasks? 

    

 

B 08 

 

To what extent are resources including funding sufficient for your tasks? 

 

    

 

B 09 

 

Do you feel decision making by your superiors is sufficiently rapid to 
facilitate your work? 

    

 

B 10 

 

Are the numbers of people involved in making decisions as your 
supervisors sufficiently streamlined?  
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Section 3: General Skills 
 

For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=Some/Sometimes/ Somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/Always/All/Yes 

 
 

V.No 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 

C 01 

 

To what extent can you develop work plans, targets and reporting 
schedules? 

    

 

C 02 

 

To what extent can you estimate required resources to achieve 
outputs? 

    

 

C 03 

 

To what extent do you have skills in monitoring student Teaching and 
Learning? 

    

 

i) Research report writing 

    

ii) School assessment reports     

 

C 04 

 

To what extent do you have 
analytical and communication 
skills for the following:  

iii) Extracting lessons learnt     

 

C 05 

 

To what extent do you have skills for constructing budgets and 
monitoring costs? 

    

 

C 06 

 

To what extent do you have skills needed to write a scope of work for 
resource persons? 

    

 

C 07 

 

To what extent do you have the skills in understanding and using the 
procurement and tendering procedures? 

    

 

C 08 

 

To what extent do you have the necessary basic skills in software use? 

    

 

C 09 

 

To what extent do you have the skills to support schools in the 
preparation of school Action plans? 

    

 

C 10 

 

To what extent do you have clear In-Service training and staff 
development plans? 

    

 

C 11 

 

To what extent are you involved in the co-curricular activities? 
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Section 4: Learning Process and Support System 
 

For every question / indicator please assign a rank/score/rate from 1 to 4 .where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

 
 

V.No 

 

Questions / Indicators 
Scores/ Rates 
1         2          3        4      

 

i) Organization of Subject Panels 

    

 

ii) Organization and facilitation of 
In-Service courses 

    

 

iii) Carrying out demonstration 
lessons  

    

 

iv) Identifying Key Resources 
Teachers 

    

 

v) Monitoring  Staffing / CBE in 
schools 

    

 

vi) Staff balancing / Deployment 

    

 

vii) Mobilization of  teaching and 
learning resources  

    

 

viii) Provision of Guidance and 
Counseling 

    

 

ix) Carrying out School’s Needs 
assessments 

    

 
x) Setting of Mock examinations 
 

    

 

D 01 

 

To what extent are you equipped 
with skills in the following areas? 

 

 

xi) Analysis of examination results 

    

 

D 02 

 

How often do you receive support from the Divisional Education Officer  

Number of times per Term 
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Section 5: EMIS 

For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

 
V.No 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 

i) Design of data collection forms 

    

ii) Data recording     

iii) Data analysis     

iv) Data presentation and 
reporting 

    

v) Graphical data presentation      

 

Vi) Data interpretation  

    

 

vii) Report writing 

    

 

E 01 

 

To what extent do you have 
sufficient skills in the following 
areas? 

 

Some Can be done without a 
computer 

 

viii) Data storage 

    

 

E 02 

 

Do you have computers?  

If No Skip to E 04 

    

 

E 03 

 

Is the Number of Computers sufficient to perform your tasks?  

 

    

 

i) Word processing e.g. Ms Word 

    

 

ii) Spreadsheets e.g. Ms Excel 

    

 

iii) Statistical packages e.g. SPSS 

    

 

iv) Presentation packages e.g. Ms 
PowerPoint 

    

 

E 04 

 

To what extent are you able to 
use the following computer 
packages? 

 

 

v) Data Management e.g. Ms 
Access 

    

 

E 05 

 

What is the percentage of school questionnaire / Data collection return? 

 

Insert Percentage in column 4 
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Section 6: Quality Assurance and Standards 

 
For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 
Respondent needed: Officer in charge of Quality Assurance 

 
V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
i) Financial Management 
 

    

 
ii) Teacher Management 

    

 
iii) Teacher Development 

    

 
iv) School Assessment and Evaluation 

    

 
v)  Procurement 

    

 
vi) School Administration 

    

 
vii) Administration of National exams 

    

 
viii) Curriculum Implementation 

    

 
ix) Subject areas 

    

 
F 01 

 
In your view, how would 
you rate the services 
provided to schools by 
the Zonal Education 
Office in the following 
areas? (Are they 
adequate / sufficient)? 
 

 
x) Continuous Assessment of student 
progress 
 

    

 
i) Setting targets for learning Progress 
 

    

 
ii) Writing best Practices based on School 
Performance Analysis 
 

    

 
F 02 

 
To what extent do you 
have sufficient skills in 
the following areas 
 

 
iii) Developing, piloting and administering 
various assessment instruments (test, 
school leaving exams, etc) 
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For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

 

V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
F 03 

 
To what extent are best practices shared with schools? 

    

 
i) Schools 

    

 
ii) Zones 

    

 
F 04 

 
To what extent are best 
practices applied at the 
following levels levels? 
  

iii) Divisions 
    

 
i) Procurement of goods and services 
 

    

 
ii) Teacher management 
 

    

 
iii) Mobilization of resources 

    

 
iv) School Planning 

    

 
v) Monitoring of Education standards 

    

 
vi) Compliance with official policies and 
guidelines 

    

 
F 05 

 
To what extent do you  
have the sufficient skills 
to support BOG/SMC to 
implement the KESSP in 
the following areas:- 
 
 

 
vii) Financial Management 

    

 
i) Teamwork and collegial teaching 
 

    

 
ii) Management of large classes 
 

    

 
iii) Remedial  teaching 
 

    

 
iv) Setting discipline without the cane 
 

    

 
F 06 

 
To what extent do you 
have sufficient skills to 
support teachers in the 
following areas? 
 

v) Assessment of Curriculum coverage 
 

    

 
F 07 

 
To what extent do you feel that the basic training for Quality 
Assurance Officers / TAC Tutors is adequate? 

    

 
F 08 

 
Do you feel the Quality Assurance Officers / TAC Tutors understand 
assessment tests for various competencies? 

    

 
F 09 

 
In your view, do Quality Assurance Officers / TAC Tutors understand 
all learning goals for various grades? 
 

    

 
F 10 

 
In your view, do Quality Assurance Officers / TAC Tutors have 
sufficient skills to help teachers on the spot? 

    

 
F 11 

 
In your view, do QAOs / TAC Tutors have sufficient skills to help 
school principals improve school management practices?  
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For every question / indicator please assign a rank/score/rate from 1 to 4 .where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 
 

 

V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
F 12 

 
In your view, are Quality Assurance Officers / TAC Tutors sufficiently 
trained to collect school level data? 
 

    

 
I) Quality Assurance and Standards/ TAC 

Tutors 
 

    

 
ii) Guidance and Counseling 
 

    

 
iii) Pre-service Teacher  training 
recruitment 
 

    

 
iv) Teacher assessment 
 

    

 
v) Student Learning assessment 
 

    

 
F 13 

 
To what extent are the 
existing guidelines for 
the following clear? 
 

 
vi) Exam / testing regulations 
 

    

 
F 14 

 
Do you feel that the visits to schools by QAO/ TAC Tutors are frequent 
enough? 
 
 

    

 
F 15 

 
How many times per year do QAOs / TAC Tutors visit each school? 
 
 
 

    

 
F 16 

 
Are best practices documented at the Zonal level? 

    

 
F 17 

 
Are the documented best practices disseminated in your Zone? 
 

    

 
F 18 

 
To what extent do schools receive timely and adequate support after 
being identified as low-performing Schools in Public Examinations? 

    

 

F 19 

 

How often are you expected to carry school inspection in a term? 

Move to Quality Assurance section 

Insert the number of times in column 4 

    

 

F 20 

 

How often do you receive feedback from schools on inspection? 

Insert the number of times in column 4 
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For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 
 

 

V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4      

 
F 19 

 
What is the duration taken by the Zonal Education Office to answer 
certain routine requests or queries from schools? 
 

    

 
F 20 

 
What is the duration taken by the Zonal Education Office to answer 
queries on FPE grants delay? 
 
 
**Number of months:(if less than a month use a fraction of a 
month (.25= 1 week) 
 
 

    

 
F 21 

 
*How long does it take for the QAO / TAC Tutors to respond to the 
school’s request for assistance with respect to an instructional 
problem?  
 
**Number of months:(if less than a month use a fraction of a 
month (.25= 1 week) 
 

    

 
F 22 

 
Do you ask the school staff to provide you feedback on the support 
you provide?  
 
 
 

    

 
F 22b 

 
If YES in I 22 above, what percentage of schools has responded?  
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Section 7: Zonal Level Skills / Needs 
Enumerator, to ask the respondent to list 5-6   (or more) most important 
skills/needs that would enable them to perform better.  
 
 

1. ....................................................................................................................... 
.............................................................................................................................. 
.............................................................................................................................. 
.............................................................................................................................. 
.............................................................................................................................. 
2. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
      .................................................................................................................................. 

3. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

4. ...................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

5. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

6. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

7. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

8. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

9. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 



The Ministry of Education, P.O Box 30040-00100, Nairobi 
Kenya Education Management Capacity Assessment 
Zone Questionnaire 
 

Case Identifier   _|__|__|__|__|__|__ 14

 
  

Z 01 

        
  Interviewer Departure  time 

 
A) Hours  [Code 00-24]  __|__ 
b) Minutes [Code 00-59]  __|__ 

 
Interviewers and Supervisors Comments 

The interviewer and the supervisor to make comments / observations regarding the 
interview 

Interviewer’s Comments / Observations…………………………………………………………... 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
 
Supervisor’s Observations….………………………………………………………………………….. 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
………………………………………………………………………………………………………….. 

 
Thank you for participating in this exercise 

 
The End 
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Introductory statement 

 
 My Name is. …………………………………………. I work with the East 

African Development Consultants (EADEC), which has been contracted 
by the Research Triangle Institute (RTI) International to conduct the 
Kenya Education Management Capacity Assessment. 

 
 This survey is being conducted on the request of Government of Kenya 

through the Ministry of Education (MoE). 
 

 The purpose of the survey is to carry out a detailed assessment of the 
Kenya’s Education Sector Management capacity to implement the 
Kenya Education Sector Support Program (KESSP). 
 

 Even though your name will be required for the quality control of the 
exercise it will remain anonymous and the results of this survey will be 
published in the form of collective tables. The information acquired 
through the survey will be shared with the Ministry of Education and 
with the help of this Management Capacity Assessment; capacity gaps 
will be identified for action for successful implementation of the KESSP 
program. 
 

 The survey involves all Districts and Educational Municipalities. It will 
also cover all other levels of education administration entities in the 
country, which have been selected through the process of statistical 
sampling. This Directorate/Department has been selected in the 
sample and cannot be replaced. In this regard, your cooperation is very 
important. 
 

 Because you have been selected for this survey so I would like to ask 
you some questions on the your Directorate/Finance, Administration, 
Human Resource or SAGA.  

 
Do you have any questions or clarifications to be made before we proceed? 
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SECTION 1: IDENTIFICATION PARTICULARS 
 
1.1 Identification of School 
 
 
Z 01 

 
Interviewers Arrival Time 

 
A) Hours  [Code 00-24]  __|__ 
 
b) Minutes [Code 00-59]  __|__ 
 

 
A 01 

 
Name of the School 
 
 
School Code 
 
__|__|__|__|__|__|__|__|__ 

 
A 02 

 
Full address of the school 
 
 
 
 
 
 

 
A 03 

 
Zone (Name) 
 
 

 
Code 
 
__|__|__|__|__|__|__ 

 
A 04 

 
Division /  (Name) 

 
Code 
 
__|__|__|__|__ 

 
A 05 

 
District / Municipality 
(Name) 

 
Code 
 
__|__|__ 

 
A 06 

 
Province (Name) 

 
Code 
 
__|__ 
 

 
A 07 

 
Type of institution 

 
Primary School…………………………………………….1 
 
Secondary school………………………………………….2 
 
Other Specify……………………………………………….3 
 

 
A 08 

 
Institution by Attendance 

 
Boys………………………………………………………….1 
 
Girls………………………………………………………….2 
 
Mixed……………………………………………………….3 
 

 
A 09 

 
Status of the School  

 
Day…………………………………………………………..1 
 
Boarding……………………………………………………..2 
 
Day and Boarding…………………………………………..3 

 
A 10 

 
Name of Interviewer 

 
……………………………………………………………… 
 
……………………………………………………………. 
 

 
A 11 

 
Code of the interviewer 

 
__|__|__ 
 

 
A 12 

 
Name of Supervisor 

 
……………………………………………………………….. 
 
……………………………………………………………….. 
 
………………………………………………………………. 
 

 
A 13 

 
Code of the Supervisor 

 
__|__|__ 
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1.2 Interview Status 
 

 
Visit 

 

 
A 14 

 
A 15 

 
a16* 

 
A 17 

 
1 

 
Interviewer’s Name 
 
 Code   
 
__|__|__|__ 
 

 
Date [dd:mm:yy] 

 
 
__|__:__|__:__|__|__|__ 

 
Result code 

 
  
     __|__ 

 
Revisit required 
 
Yes………………….1 
 
  No………………… 2 
 

 
A 18 

 
 [Specify reasons for an incomplete interview]……………………………………………………………….. 
……………………………………………………………………………………………………………………… 
 

 

Result codes for a16*,  

01. Completed  02. Incomplete  03. Refused  04. School locked  

05. School moved  06. Teacher absent  
07. Not located  77. Others [Specify] 
 
 

1.3 Name and Code of Editing Staff 
[Different staff should use a Red Pen for editing] 

 
Only for Field 

Supervisor 

 
Office Use only 

 

A 19 

 

A 20 

 

A 21 

 

A 22 
 
Name  
Supervisor 
Code  __|__ 

 
Date 

__|__:__|__:__|__|__|__ 

 

 
Name  
(Editor/coder) 
Code  __|__ 

 
Date 

__|__:__|__:__|__|__|__ 

 
Name 
 (Entry) 
Code  __|__ 

 
Date 

__|__:__|__:__|__|__|__ 

 
Name 
 (Verify) 
Code  __|__ 

 
Date 

__|__:__|__:__|__|__|__ 

 
1.4 Respondent 
 

A 23 

 

Name of Respondent 

 
……………………………………………………………… 
 

 

A 24 

 

Designation of the  Respondent 

 

Head Teacher………………..…………………………..1 

Principal……………………………………………………2 

 

To respond to all sections of this questionnaire 
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Section 2: Organization Structure 
For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

 
 

V.No 

 

Questions / Indicators 
Scores/ Rates 
1         2          3        4      

 

B 01 

 

Do you feel that your roles and responsibilities in the school are clearly 
defined as in the TSC Act and the TSC Code of Conduct for 
Teachers? 

    

 

B 02 

 

Do you have the required Staffing / Curriculum Based Establishment? 

    

 

i) Parents 

    

 

ii) SMC / BOG 

    

iii) Teachers     

 

B 03 

 

To what extent are the following 
stakeholders involved in 
developing school aims, policy 
and a common set of 
educational values? 

 

iv) Students     

B 04 Does the school have a school Vision, Mission and Aims set down 
clearly in writing? 

    

 

B 05 

 

Does the school have a School Action plan?  

    

 

B 05b 

 

If YES, ask to see a copy. Was The Copy shown? 

    

i) Teachers     

 

ii) Parents 

    

B 06 To what extent are the school 
rules and regulations of conduct 
known by the following? 

 

  

iii) Students 

    

i) Pedagogical leadership     

ii) Curricula coverage     

 

ii) Large class management 

    

B 07 To what extent do you provide 
instructional leadership and 
support to teachers in the 
following areas? 

iv) Students Learning Needs 
Assessment 

    

B 08 To what extent do you feel you have skills to support teachers in Team 
work? 

    

B 09 To what extent do you think the School Management Committees / 
BOGs are functional? 
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Section 3: General Skills 
For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

 
 

V.No 
 

Questions / Indicators 
Scores/ Rates 
1         2          3        4      

 

i) School Mission / Vision 

    

 

ii) School policies 

    

 

iii) School Aims 

 

C 01 

 

In your view, does your staff have 
sufficient skills in the development 
of the following: 

 

 

 

iv) Improvement of School Action 
Plans 

    

 

i) Timely acquisition of 
instructional Materials (i.e. 
textbooks, chalk, etc.) 

    

 

ii) In-service Courses 

    

 

iii) Peer Teaching 

    

 

iv) Pupil’s written work 

    

 

v) Assessment and Evaluation 

    

 

C 02 

 

Does your school Action 
plan specify activities that 
include and improve the 
following:  

 

vi) Lesson Observation 

    

 

i) Carrying out needs assessment 
(i.e. school infrastructure, student 
learning needs, teachers’ needs 
for in-service training, etc.) 

    

 

ii) Development of Logical 
Framework (Matrix) 

    

 

iii) Costing of activities 

    

 

C 03 

 

From your experience in the 
development of School Action 
Plans, in which of the following 
areas would you require further 
training.   

 

 

iv) Preparation of Activity 
schedules (Time Frame) 
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For every question / indicator please assign a rank/score/rate from 1 to 4 .where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

 
 
V.No 

 
Questions / Indicators 

Scores/ Rates 
1         2          3        4      

 

i) Planning 

    

 

ii) Budget review of financial 
situation  

    

 

iii) Resource mobilization 

    

 

iv) Parent / Teacher relationships 

    

 

v) Discuss students’ problems and 
solutions  

    

 

vi) Discuss school management 
problems 

    

 

vii) Manage school’s infrastructure 

    

viii) Review school curriculum 

 

    

 

ix) Review progress of school 
Development Plans 

    

 

x) Manage procurement or 
distribution of textbooks?  

    

C 04 To what extent does the SMC / 
BOG have sufficient skills in the 
following areas? 

 

 

xi) Hire and fire teachers?      

C 05a Have you received any special training courses in school 
management?  

 

    

 

C 05b 

 

 

If YES, please indicate when and the length of the training program in 
number of full days.  

    

C 06 To what extent have you been able to use the skills you received in 
management?   

 

Please, give an example.  

 

 

    



The Ministry of Education, P.O Box 30040, 00100 Nairobi 
Kenya Education Management Capacity Assessment 
School / Institution Questionnaire   HEADTEACHER  
 

Case Identifier   _|__|__|__|__|__|__  7

Section 4: Curriculum Implementation and Support 
System 

For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 

 
 
V.No 

 

Questions / Indicators 
Scores/ Rates 
1         2          3        4     

 

i) Head Teacher inspections per 
week 

    

 

ii) Zonal QASO inspections per 
term 

    

 

iii) Divisional QASO inspections 
per year  

    

 

iv) District QASO inspections per 
year  

    

 

v) Provincial QASO inspections 
per year  

    

 

D 01 

 

How often do the following officers 
conduct supervision / inspection in 
schools? 

 

[please state the number 
of times in column 4] 

 

vi) National QASO inspections per 
year 

    

 

D 02 

 

In your view, how would you rate the supervision and support skills of the 
quality assurance officers? 

    

 

D 03 

[Only for Primary Schools] 

In your view, how would you rate the supervision and support skills of the 
TAC Tutor?  

    

 

D 04 

 

In the last 3 years or since you came to this school (whichever is less), 
have you received a visit from a district official or other external 
Education official, in response to an administrative problem you were 
facing?  

 

    

 

D 05 

 

To what extent are the Inspection Assessment results used for 
improvement of teaching and learning? 

    

 

D 
05b 

 
How often does the divisional education officer provide 
support to you? 
Number of times in a Term 
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For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 

 
 
V.No 

 

Questions / Indicators 
Scores/ Rates 
1         2          3        4     

 

D 06 

 

To what extent do you feel you have necessary skills of quality 
assurance in supporting your staff? 

    

 

i) Curriculum delivery 

    

 

ii) ) In-service Training 

    

 

iii) Performance Appraisal 

    

 

iv) facilities management 

    

 

v) Coordination 

    

 

D 07 

 

To what extent is the supervision 
and support provided by the 
quality assurance officers sufficient 
in the following? 

 

 

 

vi) Community development / 
involvement 

    

 

i) Give advice on student order 
and discipline 

    

ii) Give advice on student 
evaluation or assessment  

    

iii) Offer management advice to 
the head teacher 

    

iv) Offer management advice to 
the SMC/BOG 

    

v) Offer pedagogical advice to the 
teaching staff 

    

 

vi) Provide information on 
pedagogical innovation  

    

 

vii) Provide information on 
professional development 
opportunities 

    

 

D 08 

 

Within the last year, how many 
times did your school receive an 
external inspection or support from 
the district level for the following:  

 

 

viii) Give advice on school health 
and sanitary practices 
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For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 

 
 
V.No 

 

Questions / Indicators 
Scores/ Rates 
1         2          3        4     

 

i) check for the availability of 
school’s finance records 

    

ii) check for student attendance 
register 

    

iii) check for teachers’ personal 
files 

    

iv) check on students’ progress 
records 

    

v) check for availability of water 
supply 

    

 

vi) check to ensure there were 
working bathrooms for girls and 
boys 

    

 

vii) sit in the class to observe when 
class was in session 

    

 

D 09 

 

Within the last year, did the 
QASo....  

 

 
 

 

viii) check recent student 
assessment tests and evaluation 
processes 

    

 

i) Go in the classroom and observe 

    

 

ii) Have the teachers give the 
written tests and  track 
performance 

    

 

iii)  Evaluate students orally  

    

iv)  Review students’ workbooks     

v)  Review students’ homework     

 

vi) Teachers provide you with 
progress report 

    

 

D 10 

 

How do you know that the 
students are progressing in their 
learning:  

 

 

 

vii) Review your observations with 
the quality assurance officer  
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For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 

 
 
V.No 

 

Questions / Indicators 
Scores/ Rates 
1         2          3        4     

 
 
D 11 

 

To what extent does the staff have sufficient skills to prepare timetables 
in line with the curriculum? 

 

    

 
 
D 12 

 

To what extent are the timetables effectively used to manage teaching 
loads? 

    

 
 
D 13 

 

To what extent are syllabi linked to sequenced subject lesson plans and 
learner assessments? 

    

 i) Schemes of work 

Per term 
    

ii) Time Tables Weekly     

 
 
D 14 

 

How often do you review the 
following) 

 

 
 

iii) Lesson Plans Per term 

    

 
 
D 15 

 

To what extent is In-service training based on teachers and students 
needs assessment? 

    

 
 
D 16 

 

To what extent do your teachers have sufficient skills to work in teams 
and work together with teachers in other schools?  

 

    

 

i) Teacher Absence 

 

    

 

ii) Teacher recruitment 

 

    

 

iii) Teacher Support 

 

    

 
 
D 17 

 

To what extent is school 
management bodies (SMCs / 
BOGs) equipped to handle teacher 
management in the following 
areas? 

 

 

iv) Curriculum Coverage ( by 
assisting their children in 
homework) 
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For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 
 
 

 
 
V.No 

 

Questions / Indicators 
Scores/ Rates 
1         2          3        4     

 

i) Financial Management 

    

 

ii) Teacher Management 

    

 

iii) School development and 
planning 

    

 

iv) Procurement 

    

 

v) School Administration 

    

 

vi) Administration of National 
Examination 

    

 

vii) Curriculum coverage 

    

 

viii) Pedagogical areas 

    

 

D 18 

 

Is the quality In-service Training 
provided by the District Education  
Office for the following areas 
sufficient:  

 

ix) Continuous Assessment of 
students 

    

 

D 
19a 

 

What is the percentage increase in the Free Primary Education  / 
Bursary participation in the school by vulnerable groups (Orphans, 
gender e.t.c) 

NB FPE for Primary and Bursary for Secondary 

Please insert the Percentage in Column 4 

    

 

D 20 

 

What percentage change in the ratio of pupils to permanent classrooms 
have you experienced over the last two years? 

    

 

D 21 

 

What is the ratio of Pupils to Textbooks in the school 

State the ratio as a fraction in column 4 
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Section 5: Education Management Information System 
For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 

 

V.No 

 

Questions / Indicators 
Scores/ Rates 
1         2          3        4     

 

I) a) School admission register 

 

    

 

b) Was the document produced 

    

 

ii)a) Class attendance registers 

    

 

b) Was the document produced 

    

 

iii) a) Fees Register 

    

 

b) Was the document produced 

    

 

iv)a) Staff Returns 

    

 

b) Was the document produced 

    

 

v) a) Text books issue list 

    

 

E 01 

 

To what extent are the following 
documents used in the school 
administration? 

 

Enumerator, ask to see a 
copy of the mentioned 
documents. 

 

b) Was the document produced 

    

 

i) MoE Headquarters 

    

 

ii) Teachers Service Commission 

    

 

iiii) Kenya National Examination 
Council 

    

 

E 02 

 

To what extent do you encounter 
problems in filling the data forms 
required by the following 
structures? 

 

iv) Ad hoc data forms 
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For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 

 

V.No 

 

Questions / Indicators 
Scores/ Rates 
1         2          3        4     

 

E 03 

 

To what extent do you cope with the ad-hoc data requests? 

    

 

E 04 

 

What constraints do you encounter in submitting data on time?  

 

 

 

 

i) Data Compilation     

ii) Data Presentation and 
Reporting 

    

 

E 05 

 

Are the skills of your staff 
sufficient in the following: 

 iii) Data Interpretation     

 

i) Analysis of Exams 

    

 

ii) School Attendance 

    

 

E 06 

 

To what extent do you carry out 
analysis on the following? 

 

iii) Budget      

 

i) Inform Decision Making 

    

 

ii) Planning 

    

iii) Budgeting     

 

E 07 

 

To what extent do you utilize the 
collected data in the following 
areas? 

iv) Inform stakeholders (e.g. 
Parents) on school performance 

    

E08 Do you have any computers in your school?  

 

    

E09 To what extent do you have basic skills in using computers (MS Word, 
Excel?)Even if it was said that there were no computers, ask 
whether the head teacher has any skills in computer use.  

    

 

E 10 

 

How often do you submit data to the District Education Office? 

Number of times per term 

    

 

E 11 

 

How long does it take to receive feedback from the data submitted at 
the District Education Office? 

Number in months 
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For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

Section 6: Finance / Budgeting and Procurement 
 

 

V.No 

 

Questions / Indicators 
Scores/ Rates 
1         2          3        4     

 

i) Budgeting 

    

 

ii) Accounting 

    

 

iii) Financial Reporting 

    

 

F 01 

 

In your opinion, how would you 
rate your financial management 
skills in the following areas? 

 

iv) Resource mobilization 

 

    

 

F 02 

 

To what extent do you have sufficient skills for cash management in 
your school? 

 

    

 

i) Parents 

    

 

ii) PTA 

    

 

F 03 

 

To what extent do the following 
groups have sufficient skills in the 
school budgeting? 

  

iii) SMC / BOG 

    

 

F 04 

 

During the last financial year, how would you rate the delay in the 
receipt of FPE / Bursary Grants to the school? 

 

Bursary in secondary schools and FPE in Primary Schools 

 

    

 

i) Teachers 

     

F 05 

 

To what extent are the following 
groups involved in procurement 
process at the school? 

 

ii) SMC / BOG 
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For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 
 

 

V.No 

 

Questions / Indicators 
Scores/ Rates 
1         2          3        4     

 

F 06 

 

Do you feel that the funds available are sufficient? 

    

 

F 07 

 

Do you have any freedom in deciding on how to spend the school 
funds?  

    

i) Free labour     
ii) Finance     

 

F 08 

 

To what extent does the 
community provide resources to 
the school in form of the 
following? 

iii) In-kind contribution     

 

i) Teachers 

     

F 09 

 

In your view, do you feel that the 
following groups have the 
necessary skills in understanding 
and using the procurement 
procedures?   

ii) SMC / BOG     

 

F 10 

 

To what extent do the BOG / SMC have skills for Project design, 
Implementation and Monitoring? 

    

 

F11a 

 

In the last year, was your school audited?  

 

    

 

F 11b 

 

 

In the last year, was your school stocks audited? 

    

F12 How long ago did  the School Auditor visit  your school  to check on  
the soundness of your financial system 

 

Number of months in Column 4  
 
Please get the dates of the last time 
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Section 7: Asset Management 
For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 
 

 

V.No 

 

Questions / Indicators 
Scores/ Rates 
1         2          3        4     

G 01 To what extent does your staff have necessary skills in Asset Inventory, 
Asset audit and disposal?   

    

 

i) Teachers needs 

    

 

ii) Students needs 

    

 

G 02 

 

In your view, how would you rate 
the adequacy of the assets in the 
school with regard to the 
following? 

 

iii) other staff needs 

    

 

i) Textbooks requisition and issue 

    

ii) Distribution of learning support     
materials  

    

iii) Repairs, Maintenance and 
Improvement of school assets 
and learning materials 

    

 

G 03 

 

To what extent does your staff 
have sufficient skills in the 
following? 

 

iv) Storage     
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Section 8: Observation of Assets at the Institution 
[Please observe the buildings and other office equipment at institutions] 

 
 In use Not in use 

 Asset
s 

In  
Good 

Conditio
n 
 

[No.] 
 
 

Need  
Minor 

Repairs 
 

[No.] 
 

 

Need 
Major 
Repairs 
[No.] 

 

Short 
Fall 

 
[No.] 

In  
Good 

Conditio
n 
 

[No.] 
 

Need  
Minor 

Repairs 
 

[No.] 

Need  

Major 
repair
s 

[No.] 

Beyond 

Repair 

[No.] 

H 
01 

 

Class 
rooms 

        

 

H 
02 

 

Latrine
s 

        

 

H 
03 

 

Staff 
rooms 

        

 

H 
03  

 

Library 

        

 

H 
04 

 

Comp
uter 
rooms 

        

 

H 
05 

 

Work 
shops 

        

 

H 
06 

 

Home  

Scienc
e 
rooms 

        

 

H 
07  

 

Head t 
office 

        

 

H 
08 

 

Stude
nt 
desks 
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H  9 

  

Chairs 

        

 

H 
10 

 

Office 
tables 

        

 

H 
11 

 

Book 
stores 

        

 

H 
12 

 

compu
ters 

        

 

H  
13 

         

 
H 
14 
 

         

H 
15 

 

         

 

H 
16 

         

 

H 
17 

         

 

H 
18 

         

 

H 
19 

         

 

H 
20 
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Section 9: Head Teacher Needs 
Enumerator to ask the respondent to list 5-6 (or more) most important skills/needs that would 
enable him/her to manage the school better.  
 

1. ....................................................................................................................... 
.............................................................................................................................. 
.............................................................................................................................. 
.............................................................................................................................. 
.............................................................................................................................. 
2. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
      .................................................................................................................................. 

3. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

4. ...................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

5. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

6. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

7. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

8. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

9. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
............................................................................................................................... 
 
 

 
 
 



The Ministry of Education, P.O Box 30040, 00100 Nairobi 
Kenya Education Management Capacity Assessment 
School / Institution Questionnaire   HEADTEACHER  
 

Case Identifier   _|__|__|__|__|__|__  20

 
 
Z 02 

 
Interviewers Departure Time 

 
A) Hours  [Code 00-24]  __|__ 
 
b) Minutes [Code 00-59]  __|__ 
 

Interviewers and Supervisors Comments 
The interviewer and the supervisor to make comments / observations regarding the 

interview 
Interviewer’s Comments / Observations…………………………………………………………….. 
…………………………………………………………………………………………………………… 
…………………………………………………………………………………………………………. 
………………………………………………………………………………………………………….. 
…………………………………………………………………………………………………………. 
………………………………………………………………………………………………………… 
………………………………………………………………………………………………………….. 
…………………………………………………………………………………………………………. 
…………………………………………………………………………………………………………. 
………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
………………………………………………………………………………………………………… 
Supervisor’s Comments / Observations…………………………………………………………….. 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………  

Thank you for Participating in this exercise 
 

The End
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Introductory statement 
 

 My Name is. …………………………………………. I work with the East 
African Development Consultants (EADEC), which has been contracted 
by the Research Triangle Institute (RTI) International to conduct the 
Kenya Education Management Capacity Assessment. 

 
 This survey is being conducted on the request of Government of Kenya 

through the Ministry of Education (MoE). 
 

 The purpose of the survey is to carry out a detailed assessment of the 
Kenya’s Education Sector Management capacity to implement the 
Kenya Education Sector Support Program (KESSP). 
 

 Even though your name will be required for the quality control of the 
exercise it will remain anonymous and the results of this survey will be 
published in the form of collective tables. The information acquired 
through the survey will be shared with the Ministry of Education and 
with the help of this Management Capacity Assessment; capacity gaps 
will be identified for action for successful implementation of the KESSP 
program. 
 

 The survey involves all Districts and Educational Municipalities. It will 
also cover all other levels of education administration entities in the 
country, which have been selected through the process of statistical 
sampling. This Directorate/Department has been selected in the 
sample and cannot be replaced. In this regard, your cooperation is very 
important. 
 

 Because you have been selected for this survey so I would like to ask 
you some questions on the your Directorate/Finance, Administration, 
Human Resource or SAGA.  

 
Do you have any questions or clarifications to be made before we proceed? 
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SECTION 1: IDENTIFICATION PARTICULARS 
 
1.1 Identification of School 
 
 
Z 01 

 
Interviewers Arrival Time 

 
A) Hours  [Code 00-24]  __|__ 
 
b) Minutes        [Code 00-59]  __|__ 
 

 
A 01 

 
Name of the School 
 
 
School Code 
 
_|__|__|__|__|__|__|__|__ 

 
A 02 

 
Full address of the school 
 
 
 
 
 
 

 
A 03 

 
Zone (Name) 
 
 

 
Code 
 
__|__|__|__|__|__|__ 

 
A 04 

 
Division / Municipality  
(Name) 

 
Code 
 
__|__|__|__|__ 

 
A 05 

 
District (Name) 

 
Code 
 
__|__|__ 

 
A 06 

 
Province (Name) 

 
Code 
 
__|__ 
 

 
A 07 

 
Type of institution 

 
Primary School…………………………………………….1 
 
Secondary school………………………………………….2 
 
Special School.................................................................3 
 

 
A 08 

 
Institution by Attendance 

 
Boys………………………………………………………….1 
 
Girls………………………………………………………….2 
 
Mixed……………………………………………………….3 
 

 
A 09 

 
Status of the School  

 
Day…………………………………………………………..1 
 
Boarding……………………………………………………..2 
 
Day and Boarding…………………………………………..3 
 

 
A 10 

 
Name of Interviewer 

 
……………………………………………………………… 
 
 

 
A 11 

 
Code of the interviewer 

 
__|__|__ 
 

 
A 12 

 
Name of Supervisor 

 
……………………………………………………………….. 
 
 

 
A 13 
 

 
Code of the Supervisor 

 
__|__|__ 
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1.2 Interview Status 
 

 
Visit 

 

 
A 14 

 
A 15 

 
a16* 

 
A 17 

 
1 

 
Interviewer’s Name 
 
 Code   
 
__|__|__ 
 

 
Date [dd:mm:yy] 

 
 
__|__:__|__:__|__|__|__ 

 
Result code 

 
  
     __|__ 

 
Revisit required 
 
Yes………………….1 
 
  No………………… 2 
 

 
A 18 

 
 [Specify reasons for an incomplete interview]……………………………………………………………….. 
……………………………………………………………………………………………………………………… 
 

 
Result codes for a16*,  

01. Completed  02. Incomplete  03. Refused  04. School locked  

05. School moved  06. Teacher absent  
07. Not located  77. Others [Specify] 
 
 

1.3 Name and Code of Editing Staff 
[Different staff should use a Red Pen for editing] 

 

Only for Field 
Supervisor 

 

Office Use only 

 

A 29 

 

A 30 

 

A 31 

 

A 32 

 
Name  
Supervisor 
Code  __|__ 

 
Date 

__|__:__|__:__|__|__|__ 

 

 
Name  
(Editor/coder) 
Code  __|__ 

 
Date 

__|__:__|__:__|__|__|__ 

 
Name 
 (Entry) 
Code  __|__ 

 
Date 

__|__:__|__:__|__|__|__ 

 
Name 
 (Verify) 
Code  __|__ 

 
Date 

__|__:__|__:__|__|__|__ 

 
1.4 Respondent 
 
 

A 33 

 

Name of Respondent 

 
……………………………………………………………… 

 

 

A 34 

 
Designation of the  Respondent 

Head of Department..............…..………………………..1 

Director of Studies…………………………………………2 

Senior Teacher..............................................................3 

Teacher.........................................................................4 

To respond to all sections of this questionnaire 
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Section 2: Organization and Support 
 

For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

 
 

V.No. 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4     

 

B 01 

 

To what extent are teacher’s duties clearly stated in writing in the 
school? 

    

 

B 02 

 

Do you feel that school management policies (activities) are clearly 
defined?  

    

 

B 03 

 

To what extent are you involved in the development of School Action 
Plan?  

 

    

 

B 04 

 

To what extent are you aware of your responsibilities as defined in the 
Teachers Service Commission Act (TSC) and the TSC code of 
Conduct for Teachers? 

    

 

B 05 

 

In your opinion, how would you rate the Instructional leadership and 
Support from the Head Teacher? 

    

 

B 06 

 

To what extent do teachers work in co-operation, as a team, and help 
each other? 

    

 

B 07 

 

How many months ago did attend you an In-Service training course? 

    

 

B 08 

 

Do you feel that In-Service training courses are organized frequently 
enough? 

    

 

B 09 

 

Do you feel that In-Service training responds to your teaching needs? 

    

 

B 10 

 

To what extent are you given any training in using learning 
assessment indicators? 

    

 

B 11 

 

Have you ever been In-Serviced or given feedback based on a 
pedagogical problem that QASo reported? 
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For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 

 

V.No 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4     

 

i) Procurement 

 

    

ii) Distribution 

 

    

iii) Production / Innovation 

 

    

iv) Storage 

 

    

 

B 12 

 

To what extent are you involved 
in decision making in the 
following aspects of Teaching / 
Learning materials in the 
following areas? 

v) Repairs and Maintenance 

 

    

 

i) School Management 

    

 

ii) Teacher compensation 

    

 

iii) Parental and Community 
involvement 

    

 

iv) Support, guidance and 
counseling from QAOs and TAC 
Tutors 

    

 

v) Workload (teaching norm) 

    

 

vi) Teacher In-Service training 

    

 

vii) Guidance and Counseling 
from Head teacher 

    

 

B 13 

 

To what extent do you feel that 
the following conditions are 
conducive to your working better 
and accomplishing your goals? 

 

viii) School infrastructure  
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For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 

 

V.No 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4     

 

i) school cleanliness and other 
aspects of school infrastructure 
maintenance (do they help clean 
the playground, for instance)  

    

 

ii) development of a school Action  
Plan 

    

 

iii) Ensuring that children are 
disciplined (and come to school) 

 

    

 

iv) Mobilization of community 
resources (to assist school) 

 

    

 

v) Resolving problems (such as 
discipline problems) 

 

    

 
B 14 

 

To what extent does the SMC / 
BOG in your school assist with 
the following:   

 

vi) Meet with teachers on a 
regular basis to discuss any 
problems 
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Section 3: Curriculum / Learning Process 
For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 

 

V.No 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4     

i) Teaching/lesson guides     

ii)  Combine lectures with 
practical work 

    

iii)  Group work     

iv) Individual work     

 

C 01 

 

In your teaching, do you utilize 
the following:   

v) Combine classes with other 
teachers 

    

 

i) teaching/lesson guides 

 

    

ii)  combine lectures 

 

    

iii)  group work  

 

    

iv) individual work     

 

C 02 

 

Do you feel that you have 
sufficient skills to Fully utilize the 
following:    

v) combine classes with other 
teachers 

    

 

i) Asking questions 

    

ii) working on projects     

iii) seeking Information     

iv) Explore their surroundings     

v) Use reasoning to learn     

vi) Engage in co-curricular 
activities 

    

 

C 03 

 

To want extent do you have the 
necessary skills to motivate 
pupils/ students to take initiative 
in the following areas? 

vii) Assist in keeping the school 
clean and maintain healthy 
environment 
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For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 

 

V.No 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4     

i) Monitoring student learning 
progress 

    

 

ii) Setting homework 

    

 

iii) Setting Mock Exams 

    

C 04 To what extent do you have 
sufficient skills in designing 
questionnaires for the following? 

 

Iv) Supporting Remedial classes 

    

C 05 To what extent do you have the skills to integrate inspection report 
and best practices into teaching? 

    

 

C 06 

 

Do you feel that the support provided by the QASo is helping you to 
improve your teaching? 

    

 

C 07 

 

To what extent do you observe Key resource teachers use successful 
techniques, activities and displays effectively in a real classroom 
setting? 

    

 

C 08a 

 

Do you feel that formal in-service training is frequent enough?  

 

    

 

C 08b 

If Yes in C 08a 

Please state the Number of days you attended the In-Service Training  
Last  year (2006) 

    

 

C 09 

 

To what degree have you been able to use skills and knowledge you 
received from the In Service Training in your teaching?  

 

Please give an example:  

 

    

 

C 10 

 

Did you get support from the TAC Tutor based on a problem you 
reported? If yes, was it sufficient? 

 

    

 

C 11 

 

In the last month, did you plan your lessons together with other 
teachers? (e.g. share teaching plans, materials from teacher training)? 

[If yes,] About how many times, in number of days? 

 

# of Days in the last month: 
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For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 

 

V.No 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4     

 

C 12 

 

Think about last week when school was in session, how many times 
did you assign exercises for students to do on their own? 

 

    

 

ii) Students copying down text 
from the blackboard; 

 

    

 

iii) Students explaining to you or 
their classmates how they solved 
a math problem 

 

    

 

iv) Students reviewing and 
correcting each others work 

 

    

 

v) Students working alone on an 
assignment 

 

    

 

vi) Students and  their 
classmates working together on a 
project 

 

    

 

vii) Students reciting or chant 
ingtables, formulae etc 

 

    

 

C 13 

 

 

viii) Students solving problems on 
the blackboard 
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For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 

 

V.No 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4     

 

i) Giving marks 

    

 

ii) Informing parents or the school 
about the child’s progress 

    

 

iii) Preparing the next lesson; 

 

    

 

iv) Improving teaching methods 

 

    

 

v) Deciding about student’s 
retention and promotion 

    

 

vi) Grouping students within the 
class 

 

    

 
C 14 

 

In your class, to what extent do 
you use the results of student 
learning assessments or 
evaluations?   

 

 

viii) Other (specify): 

 
 

i) Organized meetings with other 
teachers 

 

    

 

ii) Confer casually with other 
teachers 

    

 

iii) Seek advice from the school 
head 

    

 

iv) Seek advice from a TAC 
Tutor,  subject advisor, or 
specialist 

    

 

C 15 

 

When you have pedagogical 
difficulties and need support, 
from whom do you most often get 
assistance? 

 

 

 

Other (specify) 
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For every question / indicator please assign a rank/score/rate from 1 to 4. Where  
 
1=No/Not at all/Total Lack;                                     2=some/Sometimes/ somewhat;   
 
3= Most of the time/Mostly;                                   4=Plenty/always/all/Yes 
 

 

V.No 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4     

 

Quality of their participation in 
class 

 

    

 

Written tests 

 

    

 

Oral evaluation   

 

    

 

Their portfolios and other work 
products 

 

    

 

Check their homework 

 

    

 

End of term evaluation 

 

    

 
C 16 

 

To what degree do you use the 
following to determine whether 
your students are progressing? 

 

 

 
Other (Specify) 

 

C 17 

 
 
To what extent are parents expected to review students' homework / 
exercise books? 
 
 

    

 

C 18 

 
Do you organize any group work activities in class?  
[If yes,] Please scale to what extent and give an example. 
 
 
 
 
 
 

    

 



The Ministry of Education, P.O Box 30040, 00100 Nairobi 
Kenya Education Management Capacity Assessment 
School / Institution Questionnaire_ Teacher’s Version  TEACHER  
 

Case Identifier   _|__|__|__|__|__  13

 

V.No 

 

Questions / Indicators 
 
Scores/ Rates 
1         2          3        4     

 

C 19 

 

Do you feel that the curriculum is too wide / overloaded to be covered 
over the required time? 

    

 

C 20 

 

Do you feel that the curriculum responds to the needs of children (will 
it prepare them for secondary school (or University) well, for 
instance?) 

    

 

i) Teach students infected and 
affected with HIV/AIDS 

    

 

ii) Assist students that are 
orphans (i.e. help with homework 
before they leave the school)  

    

 

iii) Teach students with special 
needs such as students who are 
deaf, dumb (or have speech 
disorders), blind  etc.  

    

 

C 21 

 

Do you feel that you have 
sufficient skills to: 

 

iv) other Specify 

 

C 22 

 

How many students are in your class?  

Note if class has more than 55 in Primary schools and 45 in 
seondary schools students it should be considered overcrowded. 
On average 

    

i) Manage overcrowded 
classrooms  

(skip this question if classroom is 
not overcrowded – see C22) 

 

    

ii) Teach in multi-grade 
classrooms 

    

iii) Use real life examples to 
illustrate various topics in the 
curriculum 

    

 

iv) organize visits to other 
schools (to learn from their 
success and to share your) 

    

v) prepare your students for 
national competitions  

    

 

C 23 

 

Do you feel that you have 
sufficient skills to: 

` 

vi) Other Specify 
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Section 4: Teacher Skills / Needs 

Enumerator to ask the respondent to list 5 (or more) most important skills/needs that 
would enable them to teach better.  
 

1. ....................................................................................................................... 
.............................................................................................................................. 
.............................................................................................................................. 
.............................................................................................................................. 
.............................................................................................................................. 
2. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
      .................................................................................................................................. 

3. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

4. ...................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

5. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

6. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

7. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

8. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 

9. ....................................................................................................................... 
.............................................................................................................................. 

      ............................................................................................................................. 
     .................................................................................................................................. 
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Z 02 

 
Interviewers Departure Time 

 
A) Hours  [Code 00-24]  __|__ 
 
b) Minutes [Code 00-59]  __|__ 
 

Interviewers and Supervisors Comments 
 

The interviewer and the supervisor to make comments / observations regarding the 
interview 

Interviewer’s Comments / Observations…………………………………………………………….. 
…………………………………………………………………………………………………………… 
…………………………………………………………………………………………………………. 
………………………………………………………………………………………………………….. 
…………………………………………………………………………………………………………. 
………………………………………………………………………………………………………… 
………………………………………………………………………………………………………….. 
…………………………………………………………………………………………………………. 
…………………………………………………………………………………………………………. 
………………………………………………………………………………………………………… 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 
Supervisor’s Comments / Observations…………………………………………………………….. 
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
…………………………………………………………………………………………………………… 

Thank you for Participating in this exercise 
 

The End


