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Abstract 

The purpose of this study was (1) to investigate the major factors that affect the organizational climate of 

the Ethiopia Catholic Schools in Addis Ababa, (2) to assess each school needs and to determine if 

differences exist in common dimensions of climate: structure, responsibility, rewards, warmth, support, 

organizational identity and loyalty, and risk,  and (3) to determine if some variables such as staff size, 

principals and teachers personality characteristics (sex, age, length of teaching and administrative 

experiences, level of education and field of specialization) have relationships with the catholic school 

openness and teachers’ intimacy. The major sources of data collection for the study were 111 male and 

24 female, totally 135 respondents were included. In addition, the Ethiopia Catholic Secretariat 

Education Department and the Archdiocese of Addis Ababa Education Unit were approached through 

interview. The descriptive survey method was used and data collecting instruments were questionnaire, 

observations, FGD and interview. The data gathered were analyzed using descriptive statistics (mean 

scores and percentages). Responses were categorized and frequencies tabulated. Since the variables were 

classified in categories and presented in frequencies counts, it was tested using the chi-square. The 

difference between categories was tested at 0.05 level of significance. Percentage was also employed to 

analyze the responses based on frequency counts. Accordingly, the following major findings were 

selected. A relationship was found to exist between the size of staff and school openness. Again, small 

staff size schools tended to have high teachers’ intimacy than did large staff sized schools. Regarding the 

style of organizational climate leadership they practice currently, while all principals express that they 

are democratic, conversely, the majority of the teachers respondents revealed that all authority in one 

man’s hand. Besides, the result of this study indicated that the majority problems are lack of means of 

communication and no good working environment, unclear structure, lack of confidence, lack of 

consistence, lack of motivation and commitment, absence of respect and value, stubbornness or inbred 

management ways of administration and more of monologue or one way of approach are some of the 

road-blocks of the school climate. According to the findings the following conclusion was drawn. 

Constant assessment and practices is associated with fostering positive climate to develop harmonious 

working relationship among the staff members, the formation and utilization of a small group of staff 

advisory council in schools, maintenance of reduced staff size, boosting the morale of principals and 

teachers, and further investigation as to why principals with training in EdPM tend to develop less 

favorable school climate is forwarded as major recommendations in order to improve the organizational 

climate of the Catholic Schools in Addis Ababa. 
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CHAPTER ONE 

THE PROBLEM AND ITS APPROACH 

 
This chapter is concerned with the introductory part of the thesis. It states the 

problem and its approaches. This includes the background of the study, the 

statement of the problem, objectives of the study, significance of the study, 

delimitation of the study, limitations of the study, definition of key terms, and 

organization of the study. 

1.1 Background of the study  

 

Education is the base for development. More education leads to greater earning 

for individual and societies improved economic returns at large (UNESCO, 

2002). Also as the World Bank (1988:5) puts it forward in such a way that 

“without education, development will not occur. Only an educated people can 

command the skills necessary for sustainable economic growth and for a better 

quality life”.  

 

Schools are social institutions with the mission of providing children with 

education that help them to grow mentally and physically to their full capacity. 

Schools‟ capacity to satisfy these requirements depends not only on the 

provision of an appropriate technical and material infrastructure, but also on 

the presence of an internal environment or climate which is supportive of 

teachers, administrators and students‟ needs, goals and abilities.  

 

Different authorities have asserted that organizational climate affects 

organizational performance. For instance, Litwin and Stringer (cited in Hoy and 

Clover, 1986: 94) state, that “climate has a major cause on organizational 

performance because it affects the motivation of individuals.” Moreover, 

Lussier, ( 2005: 486) writes, “ organizational climate is important because the 

employees' perception of the organization serves as the basis for development of 

their attitudes toward it.” Parallel to this, Gorden and Goldberg “(cited in 
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Chastetter, 1981: 430), indicate that organizational climate has considerable 

relationship to school effectiveness. It is because, according to Gorden and 

Golberg, “the elements of climate include organizational clarity, decision-

making structure, organizational integrity, management style, performance 

orientation, organizational vitality, compensation, and human resource 

development” (cited in Chastetter, 1981: 430). 

 

 Because organizational climate enhances or constrains individual performance 

and satisfaction, it can be regarded as a mediating or intervening variable. In 

other words, climate loyalties is an interviewing or a mediating variable 

because it reflects the, attitudes, motivations, performance goals, and 

perceptions of all members and their collective capacity for effective interaction, 

communication and decision-making (Deborah, 2008: 322).  

 

The significance of organizational climate, therefore, is seen in its “power” as an 

intervening variable, moderating the influence of a school structure, 

technology, and management style on participation effort and performance. In 

this respect, the ultimate purpose of all school administrators should be to 

create a favorable organizational climate that allows the greatest possible 

employee effectiveness so as to meet the desired objectives of the school at the 

highest level possible. In relation to this, Webb, et al.(1987: 30) have to say: 

  
….administrators must assume a major responsibility for 
what the school is and what it might become by developing 
an organizational climate that assures the greatest possible 
employee effectiveness…..the administrator must be able to 
assess and practice associated with fostering positive 
environment to develop harmonious working relationships 
among employees in the system.  

Since organizational climate has been an area of vital concern in schools, it has 

attracted the attention of various research organizations, individual 

researchers, educators and policy makers. To this end, Anderson‟ (1982: 368) 
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has pointed out that “school climate has been studied with a multitude of 

variables, methodologies, theories, and models”. 

For the universal Catholic Church education is the prior mandated tool to 

evangelize. Even if the church has a long journey on the issue of education, 

basically the Second Vatican Council‟s twelve document was the Declaration on 

Christian Education (Gravissimum Educationis), issued on October 28, 1965. It 

is one of the shorter documents of the Council, but even though it attempts to 

comment briefly on each aspect of education of interest to the Church, a few 

central principles stand out. Therefore the Church has a role in the progress 

and development of education. Hence this sacred synod declares certain 

fundamental principles of Christian education especially in schools. These 

principles will have to be developed at greater length by a special post-conciliar 

commission and applied by Episcopal conferences to varying local situations. 

1. The Meaning of the Universal Right to an Education, 2. Christian Education, 3. 

The Authors of Education, 4. Various Aids to Christian Education, 5. The 

Importance of Schools, 6. The Duties and Rights of Parents, 7. Moral and 

Religious Education in all Schools, 8. Catholic Schools, 9. Different Types of 

Catholic Schools , 10. Catholic Colleges and Universities, 11. Faculties of Sacred 

Sciences, 12. Coordination to be Fostered in Scholastic Matters (Vatican II, 1965).  

“This unique Catholic identity makes our Catholic elementary and secondary 

schools „schools for the human person‟ and allows them to fill a critical role in 

the future life of our Church, our country and our world” (The Catholic School 

on the Threshold of the Third Millennium, 1997). 

Under the Universal Catholic Church education in Ethiopia is the same as true 

the prior mandated tool to evangelize and the sacred synod declares, is in the 

real sense of the word an apostolate most suited to and necessary for our times 

and at once a true service offered to society (Declaration on Christian 

Education, 1965).  

 

http://www.catholicculture.org/culture/library/view.cfm?id=5406
http://www.catholicculture.org/culture/library/view.cfm?id=5406
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The Catholic Church was the first institution that started modern education in 

Ethiopia long before the government did in 1908. The church had started 

providing education almost 173 years ago. In 1844, the first school in Guol‟a 

(Adigrat) and the second school in Aletena, opened on September 15, 1845 (ref. 

Justino De Jacobis Scriti, Diariio Part three, p720,1999) in Irob Wereda (both 

in Tigray Regional State) were constructed by Lazarist Missionaries under the 

leadership of Msgr Justin De Jacobis, Prefect Apostolic of Abyssinia and the 

surrounding regions (Catholic Education Yearbook, 2012). 

 

In the history of traditional education in Ethiopia, it is the Ethiopian Orthodox 

Church that basically runs traditional schools. The traditional education 

besides alphabetization using Sabbean script and numeracy using Geez 

numerals includes poetry, traditional music, moral education, history, 

philosophy and theology. The first modern school established in Ethiopia was 

the Menlik II School in 1908 in Addis Ababa. 

 

It was 64 years prior the government starts modern education in Ethiopia that 

the Catholic Church took the initiative to start modern or western oriented 

education system in the remotest northern part of the country (ref. Appendix C   

Table 1 & 2). 

In Ethiopia, in the face of the government the church is engaged in a 

supportive and collaborative mission to access quality education to citizens. To 

that end what the church is really doing on education needs to be assessed 

comparatively with what the government is doing for citizens. It also helps to 

enter into partnership agreement with the government.  

However, here in Ethiopia, except very few studies such as “ administrative 

problems and teacher‟s grievances” ( Ayalew, 1991),” teachers motivation”         

( Legesse, 1992;MoE, 1986), “ Leader role behavior of school principals”            

( Zenebe, 1992), and “ bureaucratic structures of schools” ( Alemayehu, 1994), 

which may indirectly reflect some elements of organizational climate, even 
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though Zebene (1996) has paved a way in undertaking “a study of 

organizational climate of senior secondary schools in southern Ethiopia” as a 

Master‟s thesis which directly concerns organizational climate.  

 

Accordingly this study attempts to examine the various organizational climate 

aspects of schools in Addis Ababa City from the institutional to the Addis 

Ababa City Administration level as a model of others.    

1.2 Statement of the problem  

 

For the whole development of the learners and successful achievement of 

organizational goals, schools are expected to strive for finding solutions the 

organizational climate that affects their activities. 

 

In order to bring change and development, each school needs to satisfy seven 

common dimensions of climate: structure, responsibility, rewards, warmth, 

support, organizational identity and loyalty, and risk ( Lussier, 2005: 487). 

 

However, various authorities acknowledge that different schools achieve 

different level of success in solving these seven dimensions of climate. In fact it 

is believed that schools with favorable or open climate solve these problems 

and as a result satisfy their growth and development need better than schools 

with unfavorable or closed climate (Lussier, 2005: 499).  

 

The purpose of this study is therefore, to find out problems and challenges that 

negatively affected teaching – learning process and also to encourage the 

organizational climate that affected positively their activities.  
 

An attempt is, hence made to seek pertinent answers to the following basic 

questions:  

 

1. How does the organizational climate affect the school activities? 

2. What are the major factors that affect the organizational climate of the 

Ethiopia Catholic Schools in Addis Ababa? 
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3. To what extent do leaders perform in each dimension of organizational 

climate?   

4. What strategies need to be devised the better teaching-learning process 

in the selected schools?  

1.3 Objectives of the study  

1.3.1 General objectives:  

 

The purpose of the study is to investigate the gaps that affect the 

organizational climate of the Ethiopia Catholic Schools in Addis Ababa.  

1.3.2 Specific objectives:  

 

1. It is expected that the study pinpoints the major problems that affect the 

organizational climate of the Ethiopia Catholic Schools in Addis Ababa so 

that concerned authorities can take measures to minimize them. 

2. To identify the impacts of that brings the problems. 

3. To find out possible factors or relevant information to decision making 

about the strengths and weakness of the existing organizational climate 

of the schools in relation to their objectives.  

4. To suggest possible ways and recommendations to the problem under 

investigation for the implementation of organizational climate.   

1.4 Significance of the Study  

 
 

It is believed that, when managers know what kind of problems their employees 

have and if the symptoms and causes of such problems are revealed as a result 

of a thorough research, they can then deal with the problems better. This may 

help managers to carry out their obligation more efficiently.  

 

In this context, therefore, one has to find the solutions for problems of one‟s 

society organizational climate, taken as a problem, is a set of favorable or 

unfavorable feelings with which employees view their activities. This study 
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attempts to help managers or institutions or organizations understand the 

reactions of employees to their jobs and predict the effect of those reactions on 

future behavior.  
 

Time and time again the studies in education have concluded that unfavorable 

organizational climate has an adverse effect on schools (Halpin, 1966:1990; 

Kimbrough, 1968: 147; Webb et al, 1987: 54). 
 

Nevertheless, the researcher believes that this study will inspire other 

researchers on the issue and gives a holistic focus on organizational climate of 

schools. Since there are no more studies on this variable (organizational 

climate), it may be a stepping-stone for further research.  

 

Hence, the significances of the study would be: 

1) The result may indicate a systematic way of assessing the role of 

organizational climate in the school in general, and a way of applying the 

necessary information in education to help managers or institutions or 

organizations understand the reactions of employees to their jobs and 

predict the effect of those reactions on future behavior.  

2) The study may contribute to find out problems and challenges that 

negatively affect teaching – learning process and also to encourage the 

organizational climate that affect positively their activities in the 

educational system. 

3) It would kindle other researchers‟ interest to contact their study in this 

area.   

1.5 Delimitation of the study.  
 

The study was delimited to the Ethiopia Catholic Schools in Addis Ababa. Due 

to this fact, the study was confined to the organizational climate factors 

affecting the teaching-learning process in the selected schools.  
 

The schools are Lazarist School, St. Mary School, Nazareth School, St. Joseph 

School, Lideta Catholic Cathedral School, Nativity Girls‟ school, Kidane Mehret 
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School, Atse Teklegiorgis School, Mariam Tsion School, and Don Bosco School 

(See Table-1 and Appendix D). 

 

The study included only principals and teachers of the sample schools. This 

study, thus, did not encompass other groups of members of the sample schools 

such as administrative personnel and students whose perceptions can also 

disclose the type of school climate. 

 

1.6 Limitations of the study 
 
The study of organizational climate of the school, as the managerial problems 

on individual, group and institute levels require a long time and intensive 

observation to get the actual problem and its development. Nevertheless, the 

researcher was forced to stick to the opinion of respondents and documentary 

analysis for possible solutions to the problem. 

 

As far as willingness of principals are concerned, very few of them were 

reluctant to respond to the questionnaire which were designed for the study, 

and they did not return them at all.  

        

Organizational climate is a very wide concept that can be related to many 

factors. Hence, it was difficult for the researcher to include all components in 

the area under this study. Therefore, this study concentrated only one 

organizational climate of the Ethiopia Catholic Schools in Addis Ababa. 

 

The time constraint on the principals and teachers to meet the demand of an 

in-depth interview and focus group discussion is found to be major limiting 

factor together information needed for the study. 

1.7 Definition of the key terms 

 

1. Job Satisfaction is the collection, of feeling and beliefs that 

managers have about their current job. managers who have high 
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levels of job satisfaction generally like their jobs, feel that they are 

being fairly treated, and believe that their jobs have many desirable 

features or characteristics (Such as interesting work, good pay and 

job security, autonomy, or nice coworkers) ( Gareth and George , 

2008: 97). 

2. Organizational Behavior ( OB ) is defined as: the study of human 

behavior, attitudes, and performance with in organizational settings; 

drawing on theory, methods, and principles from such disciplines as 

psychology, sociology, and cultural anthropology to learn about 

individuals, groups, structures, and processes ( Konopaske, 2004: 5).  

 

3. Organizational Climate is the relatively enduring quality of intend 

environment of the organization as perceived by its members. Climate is 

employees‟ perception of the atmosphere of the internal environment 

(Lussier, 2005: 486). 

 

4 Organizational Commitment refers to the employee‟s emotional 

attachment to, identification with, and involvement in a particular 

organization ( McShane, 2005: 126). 

1.8 Organization of the study  
 

This study is organized in to five chapters. The first chapter is the introduction 

under which the background of the study, statement of the problem, objectives 

of the study, significance of the study, delimitation of the study, limitation of 

the study, definition of the key terms, and organization of the study. The 

second chapter treats the review of the related literature. Then, chapter three 

deals with the methodology while chapter four is the presentation, analysis and 

interpretation of the data. Finally, chapter five summarizes the investigation 

upon bringing forth the findings obtained, the conclusion drawn and then 

recommendations made. 
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CHAPTER TWO 
 

REVIEW OF THE RELATED LITERATURE 
 

This chapter reviews the related literature on organizational climate of the 

school. Where, it deals with definition, principle, approaches, indicators and 

advantages of organizational climate of schools. It deals also with the rationale, 

working relationships between & amongst the principals and the teachers. 

Moreover, it discusses the catholic universal church declared about the 

catholic schools. Finally, this chapter deals with the dimensions of climate, 

factors that challenge organizational climate of schools and measure to be 

taken to overcome them.  

 

   2.1. The Concept and Nature of Organizational Climate  
 

Anyone who spends time in schools quickly discovers how one school can feel 

different from other schools. School climate is a general term refers to the feel, 

atmosphere, tone, ideology, or milieu of a school. Just as individuals have 

personalities, so too do schools; a school climate may be thought of as the 

personality of a school.  

  

The concept of organizational climate has a rich history in the social science 

literature. In the early 1960s George Sterns was one of the first psychologists 

who saw the analogy with individual personality and used the concepts of 

organizational climate to study institution of higher education. The use of the 

concept quickly spread to schools and business organization, each with a 

somewhat different conceptual view of climate. Although there are a variety of 

conceptualizations, there is general agreement that organizational climate 

arises from routine organizational practices that are important to an 

organization‟s members, that it is defined by member perceptions, and that it 

influences members‟ attitudes and behavior. Thus, school climate is a relatively 

enduring character of a school that is experienced but is participants, that 

affects their actions, and that is based on the collective perceptions of behavior 
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in the school ( Halpin  and Croft, 1963). 

 

Organizational climate has been defined in different ways by different scholars. 

For instance, one of the first definitions of organizational climate as Brady 

(1985: 53) writes was that of Cornell: “A delicate blending of interpretation for 

perceptions as (social psychologist would call it) by persons in the organization 

of their job or roles in relationship to others, and their interpretations of the 

roles of other in the organization”.  

 

When applied to schools, according to Brady, the term organizational climate 

has been used to describe what has been more traditionally regarded as tone or 

atmosphere. He has expounded this idea as follows: 

 

The term organizational climate has often been used synonymously 
with “tone” and “atmosphere”. It is used to describe the quality of 
the school as perceived by the people in it. A visitor to a school 
acquires a feeling about the school which involves his perceptions of 
whether the working environment is friendly, indifferent or hostile 
(Brady, 1984:14).  
 

Organization climate is a broad term. Organization climate is the relatively 

enduring quality of internal environment of the organization as perceived by its 

members. Climate is employees‟ perception of the atmosphere of the internal 

environment ( Lussier,  2005: 486). 

 

   2.2. Climate, Culture and Development 
  
Organizational climate, culture and development are all different yet related 

Organizational climate (Sometimes known as Corporate Climate) is the 

process of quantifying the “culture” of an organization. It is a set of properties 

of the work environment, perceived directly or indirectly by the employees, that 

is assumed to be a major force in influencing employee behavior (Hoy and 

Miskel, 2001 ).         

 

Climate and culture are both important aspects of the overall context, 
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environment or situation. Organizational culture tends to be shared by all or 

most members of some social group; is sometimes that older members usually 

try to pass on the younger members; shapes behavior and structure 

perceptions of the world. Cultures are often studied and understood at a 

national level, such as the Ethiopian or Jewish culture.  

 

Cultures provide a set of values, beliefs, and processes that employees can 

share through experiences and communication. By sharing, communication 

networks and patterns are opened up and used. The increased communication 

and sharing provides a read on to come together to achieve and to grow. 

 

Edgar Schein of MIT proposed that organization cultures actually operate at 

three levels of more or less visibility. His model describes culture as:  

 
A pattern of basic assumptions invented, discovered, or developed by 
a given group as it learns to cope with its problems of external 
adaptation and internal integration that has worked well enough to be 
considered valid, and to be taught to new members as the correct way 
to perceive, think, and feel in relation to these problems ( Konospake  
and Ivancevich , 2004: 37-38).   

 

Culture can be examined at an organizational level as well. The main 

distinction between organizational and national culture is that people can 

choose to join a place of work, but are usually born into a national culture.  

 

Organizational climate, on the other hand, is often defined as the recurring 

patterns of behavior, attitudes and feelings that characterize life in the 

organization, while an organization culture tends to be deep and stable. 

Although culture and climate are related, climate often proves easer to assess 

and change. At an individual level of analysis the concept is called individual 

psychological climate. These individual perceptions are often aggregated or 

collected for analysis and understanding at the team or group level, or the 

divisional, functional, or overall organizational level ( Hoy and Miskel, 2001 ).         

The major difference between culture and climate is as follows: culture is based 

on different values and assumptions of “how” things should be done (ideal 
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environment), while climate is based on shared perceptions of the “way” things 

are done (intangibles of the actual internal environment). An organization can 

claim to have a strong cultural and have a negative climate. Employee can 

know how things should be, while being dissatisfied with their actually are. For 

example, in some organizations managers claim that quality is very important; 

signs are posted telling everyone it is. But if you ask employees if quality is 

important, they say management only cares about how many units are actually 

shipped out the door. Successful companies tend to have strong cultures and 

positive climates ( Lussier, 2005: 486). 

 
 

Organization climate is important because the employees‟ perception of the 

organization serves as the basis for development of their attended toward it. 

Their attitudes in turn affect their behavior. Climate is concerned with the 

entire organization or major subunits within it. While the organization has an 

overall climate, specific work group climates may be different, for example, an 

entire company or organization may have a positive, friendly climate while one 

of its departments has negative climate. 

 

    2.3. Communication 
 

It is generally believed that high communication contributes for the 

development of high interaction and harmonious working relationships 

between and amongst the principals and the teachers. Moreover, Palmer, 

(2006: 12) writes, “many communication strategies are directed to those inside 

an organization with the intention of winning the hearts and minds of staff in 

support of a change.” In light of this, it seems possible to assume that high 

communication contributes for the development of positive teacher attitude 

toward the principal, the staff and the school at large. 

 

Organizational change is inevitable yet rarely easy. Many change efforts fail to 

deliver the value the organization/company seeks. The greatest difficult leaders 

face in bringing about change involves the people. To achieve successful 
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change, leaders must confront the challenges of reaching the employees 

through effective leadership communication before, during and after and 

major, companywide change programs. Without effective employee 

communication and rigorous approach to the leadership communication, a 

change program has little chance to succeed. 

 

In “Leading change: Why Transformation Efforts Fails” Kotter lists “under 

communication” as one of the major reasons change efforts do not succeed. As 

he says, “Transformation is impossible unless hundreds or thousands of people 

are willing to help, often to the point of making short-term sacrifices”. Employees 

will not make sacrifices, even if they are unhappy with the status quo, unless 

they believe that useful change is possible. Without credible communication, 

and a lot of it, the hearts and minds of the troops are never captured (Deborah, 

2008: 322). 

 

Ethiopia‟s Growth and Transformation Plan (GTP), a medium term strategic 

framework for the five year period (2010/11-2014/15). Undoubtfully, this is 

very important for the whole development of the country. So, the reality of this 

development communication has a big role. Without handling the people it is 

impossible or cannot be succeed the GTP without the integration of the top 

(leaders) to the grass root level (people).  

 

   2.4. Catholic Schools  

          2.4.1 Introduction 

However the Universal Catholic Church has a long journey or a role in the 

progress and development of education, the Second Vatican Council or Vatican 

II was the most significant and far-reaching event in the twentieth century for 

the Catholic Church. When Pope John XXIII (1958-1963) announced his 

intention on 25 January 1959 to convoke a council, he expressed the hope that 

it would be a means of spiritual renewal, reconciliation of the church to the 

modern world, and service to the unity of Christians. Ecumenical councils are 
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most solemn occasions for bishops to exercise their teaching authority in 

communion with the pope. Invited to participate in the opening of Vatican II on 

11 October 1962 were all Catholic bishops and more than 150 superiors of 

religious orders, plus delegated observers and guests from other churches and 

lay Catholic auditors and guests. They, then, met in working and public 

sessions over four long autumn periods (1962-1965).   

Pope John XXIII died on 3 June 1963. He was succeeded by Pope Paul VI 

(1963-78), who advocated that the church (and therefore the council) focus 

both inwardly and outwardly. His first encyclical Ecclesiam Suam, issued in 

August 1964 and halfway through the council, took the church as its subject. 

In it, he introduced the term “dialogue” into the language of the Catholic 

Church, grounding it theologically in God‟s revelation to all humanity, 

especially in the Incarnation of Christ, and applying it to relationships within 

the church, including with all Christians, and to relationships with believers 

outside the church and even to non-believers. 

From that point forward, dialogue became a theme of the council, a focal point 

for the task of reconciliation incumbent upon the church in modern times. 

Promotion of dialogue became an essential aspect of post-Vatican II life in the 

Catholic Church, even though it is not always recognized as such. Georgetown 

University has tried to incorporate dialogue into its curricular offerings and 

into its general mode of operation. It is fitting and important therefore in this 

anniversary year of the opening of Vatican II to examine the state of the 

question and to invite reflection upon it. Thus the theme of this conference is 

“Dialogue and Catholic Identity.” 

Based on the Second Vatican Council there are two important documents on 

the issue of education specifically on the Catholic School: The Sacred Congregation 

for Catholic Education, the Catholic School and the Catholic School on the Threshold of the 

Third Millennium.  
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          2.4.2 The Sacred Congregation for Catholic Education,  

                                          The Catholic School 

1. The Catholic school is receiving more and more attention in the Church 

since the Second Vatican Council, with particular emphasis on the Church as 

she appears in the Constitutions Lumen Gentium and Gaudium et Spes. In the 

Council's Declaration Gravissimum Educationis it is discussed in the wider 

sphere of Christian education. The present document develops the idea of this 

Declaration, limiting itself to a deeper reflection on the Catholic school.  

2. The Sacred Congregation for Catholic Education is aware of the serious 

problems which are an integral part of Christian education in a pluralistic 

society. It regards as a prime duty, therefore, the focusing of any attention on 

the nature and distinctive characteristics of school which would present itself 

as Catholic. Yet the diverse situations and legal systems in which the Catholic 

school has to function in Christian and non-Christian countries demand that 

local problems be faced and solved by each Church within its own social-

cultural context.  

3. While acknowledging this duty of the local Churches, the Sacred 

Congregation believes that now is the opportune moment to offer its own 

contribution by re-emphasizing clearly the educational value of the Catholic 

school. It is in this value that the Catholic school's fundamental reason for 

existing and the basis of its genuine apostolate is to be found. This document 

does not pretend to be an exhaustive treatment of the subject; it merely 

proposes to state the premises that will lead to further fruitful study and 

implementation.  

4. To Episcopal Conferences, pastorally concerned for all young Catholics 

whatever school they attend (1), the Sacred Congregation for Catholic 

Education entrusts this present document in order that they may seek to 

achieve an effective system of education at all levels which corresponds to the  
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total educational needs of young people today in Catholic schools. The Sacred 

Congregation also addresses itself to all who are responsible for education - 

parents, teachers, young people and school authorities - and urges them to 

pool all their resources and the means at their disposal to enable Catholic 

schools to provide a service which is truly civic and apostolic.  

          2.4.3 The Catholic School on the Threshold of the Third Millennium 

 This overview of the joys and difficulties of the Catholic school, although not 

pretending to exhaust its entire breadth and depth, does prompt us to reflect 

on the contribution it can make to the formation of the younger generation on 

the threshold of the third millennium, recognizing, as John Paul II has written, 

that "the future of the world and of the Church belongs to the younger 

generation, to those who, born in this century, will reach maturity in the next, 

the first century of the new millennium".(5) Thus the Catholic school should be 

able to offer young people the means to acquire the knowledge they need in 

order to find a place in a society which is strongly characterized by technical 

and scientific skill. But at the same time, it should be able, above all, to impart 

a solid Christian formation. And for the Catholic school to be a means of 

education in the modern world, we are convinced that certain fundamental 

characteristics need to be strengthened. 

Under this title of the threshold of the third millennium to give more emphasis 

on the human person and his or her education, The Catholic school at the 

heart of the Church, Cultural identity of the Catholic school, "Care for learning 

means loving" (Sap 6,17), The Catholic school at the service of society, and 

Climate of the educating community. 

          2.4.4 Climate in Catholic Schools  

We should like to dwell briefly on the climate and role of the educating 

community, which is constituted by the interaction and collaboration of its 

various components: students, parents, teachers, directors and non-teaching 
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staff.  Attention is rightly given to the importance of the relations existing 

between all those who make up the educating community. During childhood 

and adolescence a student needs to experience personal relations with 

outstanding educators, and what is taught has greater influence on the 

student's formation when placed in a context of personal involvement, genuine 

reciprocity, coherence of attitudes, life-styles and day to day behavior. While 

respecting individual roles, the community dimension should be fostered, since 

it is one of the most enriching developments for the contemporary school. It is 

also helpful to bear in mind, in harmony with the Second Vatican Council, that 

this community dimension in the Catholic school is not a merely sociological 

category; it has a theological foundation as well. The educating community, 

taken as a whole, is thus called to further the objective of a school as a place of 

complete formation through interpersonal relations. 

 In the Catholic school, "prime responsibility for creating this unique Christian 

school climate rests with the teachers, as individuals and as a community". 

Teaching has an extraordinary moral depth and is one of man's most excellent 

and creative activities, for the teacher does not write on inanimate material, 

but on the very spirits of human beings. The personal relations between the 

teacher and the students, therefore, assume an enormous importance and are 

not limited simply to giving and taking. Moreover, we must remember that 

teachers and educators fulfill a specific Christian vocation and share an 

equally specific participation in the mission of the Church, to the extent that "it 

depends chiefly on them whether the Catholic school achieves its purpose". 

 Parents have a particularly important part to play in the educating 

community, since it is to them that primary and natural responsibility for their 

children's education belongs. Unfortunately in our day there is a widespread 

tendency to delegate this unique role. Therefore it is necessary to foster 

initiatives which encourage commitment, but which provide at the same time 

the right sort of concrete support which the family needs and which involve it 
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in the Catholic school's educational project. The constant aim of the school 

therefore, should be contact and dialogue with the pupils' families, which 

should also be encouraged through the promotion of parents' associations, in 

order to clarify with their indispensable collaboration that personalized 

approach which is needed for an educational project to be efficacious. 

 The Holy Father John Paul II has pointed out in a meaningful expression how 

"man is the primary and fundamental way for the Church, the way traced out 

by Christ himself". This way cannot, then, be foreign to those who evangelize. 

Travelling along it, they will experience the challenge of education in all its 

urgency. Thus it follows that the work of the school is irreplaceable and the 

investment of human and material resources in the school becomes a prophetic 

choice. On the threshold of the third millennium we perceive the full strength 

of the mandate which the Church handed down to the Catholic school in that 

"Pentecost" which was the Second Vatican Council: "Since the Catholic school 

can be of such service in developing the mission of the People of God and in 

promoting dialogue between the Church and the community at large to the 

advantage of both, it is still of vital importance even in our times". 

This document in no way wishes to minimize the value of the witness and work 

of the many Catholics who teach in State schools throughout the world. In 

describing the task confided to the Catholic school it is intended to encourage 

every effort to promote the cause of Catholic education, since in the pluralistic 

world in which we live, the Catholic school is in a unique position to offer, more 

than ever before, a most valuable and necessary service. With the principles of 

the Gospel as its abiding point of reference, it offers its collaboration to those 

who are building a new world - one which is freed from a hedonistic mentality 

and from the efficiency syndrome of modern consumer society (The Catholic 

School on the Threshold of the Third Millennium, 1997).  

Catholic Schools, and those involved in Catholic schools, are committed to the 

organization and to the unique climate in catholic schools. Those committed 
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view their participation in the life of the school as a ministry and they believe 

that their collective value, that is, the value of community, is greater than the 

sum of its parts (Haney & O‟Keefe, 1999; Hoy & Miskel, 2001; Sacred 

Congregation for Religious Education, 1988). 

Mc Dermott (1997) writes about climate in catholic schools by identifying social 

behaviors and the structure of a communal school organization as the key to a 

positive open climate. In addition, shared values within the school 

community, and distinct social relations among the membership of the school, 

foster collegiality and community.  

According to Ayalew (1989), the question of appropriate relationship between 

education and the world of work has been a matter of concern for everybody 

(i.e. for students, parents, policy-makers, politicians, etc.). For those who 

manage the catholic schools, to keep the integration of these stakeholders                                

and more than it will facilitate the efficiency of the country‟s education system.  

   2.5. Climate in HRD 
  

The climate within the organization is an important factor in human resource 

development success. If the climate is not conducive to human resource 

development, designing and implementing a program will be difficult. For 

example, if managers and employees do not trust one another, employees may 

not participate fully and freely in a training program. Similarly, if problems 

exist between senior and middle management, as has happened in many 

organizations during recent downsizing and restructuring efforts, middle 

managers may resist or not fully cooperate in the training effort seriously 

reducing training effectiveness. Many research shows that an organization‟s 

transfer of training climate will affect whether employees will be the skills they 

acquire in human resource development programs back on the job                    

( Desimone ,  Werner, Harris, 2002: 123-133). 
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   2.6. Organizational Commitment  
 

Organizational Commitment is the degree to which an employee identifies 

with the organization and is willing to put forth effort on its behalf. Individuals 

who have low organizational commitment are often just waiting for the first 

good opportunity to quit their jobs. Like job involvement, organizational 

commitment is strongly to job satisfaction ( Noe and Others, 2006: 436). 

  

Organizational Commitment reflects the extent to which an individual identifies 

with an organization and is committed to its goals. Managers are advised to 

increase job satisfaction in order to elicit higher levels of commitment. In turn, 

higher commitment can facilitate higher productivity (Kinicki and Kreitner, 

2006: 168).  

 

   2.7. Job Satisfaction 
 

Job Satisfaction is defining as a pleasurable feeling that results from the 

perception that one‟s job fulfills or allows for the fulfillment of one‟s important 

job values. This definition reflects three important aspects of job satisfaction. 

First, job satisfaction is a function of values, defined as “what a person 

consciously or unconsciously desires to obtain”. Second, this definition 

emphasizes that different employees have different values of which values are 

important, and this is critical in determining the nature and degree of their job 

satisfaction. One person may value high pay above all else; another may value 

the opportunity to travel; another may value staying within a specific 

geographic region. The third important aspect of job satisfaction is perception. 

An individual‟s perception may not be a completely accurate reflection of 

reality, and different people may view the same situation differently ( Noe and 

others, 2006: 436).  

  

Job satisfaction is based primarily on organizational climate ( Lussier,  2005: 

487). A person‟s Job satisfaction is a set of attitudes towards work. Job 

satisfaction is what most employees want from their jobs, even more than they 
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want job security or higher pay. Job satisfaction affects absenteeism and 

turnover, which affect performance. Employees who are more satisfied with 

their jobs are absent less, and they are more likely to stay on the job. But there 

are other facts too. Low job satisfaction often contributes to wildcat strikes, 

work slowdowns, poor product quality, employee theft, and sabotage.  

 

A job satisfaction survey is a process of determining employee attitudes about 

the job and work environment. High job satisfaction is a hallmark of a well-

managed organization. Organizations, such as the American Red Cross, 

measure job satisfaction and work to improve it. Today management sees less 

interest in overtime work, job dedication, attendance, and punctuality. 

Improving job satisfaction may lead to better human relations and organization 

performance by creating a win-win situation ( Lussier, 2005: 488).  

 

   2.8. Morale  
 

Morale is also an important part of organizational climate. Moral is a state of 

mind on attitudes and satisfaction with the organization. Moral can be different 

of various levels within the organization Moral is commonly measured. On a 

continuum ranging from high to low morale, based on the seven dimensions of 

climate listed below. 

 

   2.9. Dimensions of Organizational Climate  

 
Some of the common dimensions of climate are the following:-  

1. Structure: The degree of constraint on members- the number of rules, regulations, and 

procedures. 

2. Responsibility: The degree of control over one‟s own job. 

3. Rewards: The degree of being rewarded of one’s efforts and being punished 

appropriately. 

4. Warmth: The degree of being satisfaction with human relations  

5. Support: The degree of being helped by others and of experiencing cooperation. 
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6. Organizational identify and loyality: the degree of which employees 

identify with the organization and their loyality to it. 

7. Risk: the degree to which risk-taking is encouraged. 

 

Studies show that poor climate tends to result in lower values of performance, 

but not always. Performance tends to be better when climate dimensions are 

logically consistent with one another. Like plants, employees require a proper 

climate to thrive. Working in a climate you enjoy will also affect your 

performance. 

 

You can develop an effective productive climate by focusing on the dimensions 

of climate. (Lussier, 2005: 486).  

  
    2.10. The Two General Factors of Organizational Climate of Schools  

       
Andrew Halpin and Don Croft‟s pioneering analysis, The Organizational Climate 

of Schools, has had a great impact on the study of school climate. They 

developed the Organizational Climate Description Questionnaire (OCDQ), a 

sixty-four-item Likertscale questionnaire that is used to assess the teacher-

teacher and teacher-administrator interactions found in elementary schools. 

  

Teachers and administrator are asked to describe the extent to which key 

behaviors occur, such as how agree or disagree (strongly agree, agree, neither 

agree or disagree, disagree, and strongly disagree) “The principal stays after 

school to help teachers finish their work,”  “The principal looks out for the 

personal welfare of teachers,” and “The teachers accomplish their work with 

great vim, vigor, and pleasure.” Thus, school climate is defined in terms of 

educators‟ perceptions of the leadership behavior of the principal and 

interactions among teachers. Patterns of principal and teacher behaviors are 

then arrayed along a rough continuum, ranging from open to closed school 

climates. An open school climate is one in which teacher behaviors and 

principal behavior is supportive, genuine, and engaged, whereas a closed 
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climate is characterized by lack of authenticity, game playing, and disengaged 

behavior. 

 

Subsequent revisions of the OCDQ have addressed these issues, and three new 

and simplified versions of the questionnaire have been formulated for use in 

elementary, middle, and secondary schools. The revised OCDQ was 

conceptualized using the same framework of open versus closed climates and 

behaviors. For example, open principal behavior in elementary schools is 

measured through items that describe supportive principal behavior that is 

neither directive nor restrictive, and open teacher behavior is that which is 

collegial, intimate, committed to teaching and learning 

(www.realestateschoolonline.com). 

 

Moreover, the researchers have noted that some open school climates will have 

intimate teacher interactions and some others will not. In some schools, the 

authentic, goal-directed, and supportive behavior of the staff and 

administration will be supplemented by friendly, cohesive, and social staff. In 

others, however, initiate personal friendships and regular social activities 

typically will occur outside the social network of the school. Accordingly, 

Kottkamp and associates (1987: 46) have concluded that openness and 

intimacy are independent aspects of organizational climate of schools.  

 

 

 

 

 

 

 

 

 

 

http://www.realestateschoolonline.com/
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CHAPTER THREE 

RESEARCH DESIGN AND METHODOLOGY 
 

In this chapter, research design, source of data, procedures of sample 

selection, the instruments used, methods of data collection and data analysis 

are presented. 

   3.1. Research Design 

 

The major purpose of this study is to investigate the major problems that affect 

the organizational climate of the Ethiopia Primary and Secondary Catholic 

Schools in Addis Ababa and suggest some possible solutions. To this effect, a 

descriptive survey method was employed. Strengthening this, Seyoum and 

Ayalew (1989:17) expressed that the descriptive survey method of research is 

more appropriate to gather several kind of data. With the aim of making the 

information collected more reliable, combinations of quantitative and 

qualitative methods of data collection have been used. 

 

   3.2. Sources of Data 
 
 

The sources of data for this study was used both primary and secondary 

sources. Regarding the former, principals or vice-principals, teachers, the 

Ethiopia Catholic Secretariat (ECS) Education Unit and the Addis Ababa 

Catholic Secretariat (ACS) were considered. In the latter category, books, school 

report, school magazines and ECS-reports were reviewed. In addition to this, 

various local, national, and international literature reviews were made as a 

secondary source. 

 

    3.3. Sample Population and Sample Technique 
 

The sample schools selected are Catholic Primary and Secondary schools 

except the Kindergartens. Addis Ababa is the setting of this research project. In 

Addis Ababa alone there are 12 primary and secondary schools under the 
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Ethiopia Catholic Church. The sample schools selected were only those having 

both primary and secondary schools in order to collect significant and relevant 

data for the study of Catholic Schools in the city.  

  

Using purposive sampling, out of the 12 primary and secondary schools 10 of 

them are sampled for this study purpose. This constitutes 83.3% (10 schools, 

of which 9 secondary and 1 primary school) from all the Ethiopia Catholic 

Schools in the city. The simple random sampling technique employed for the 

reason that the characteristics of the schools are the same and this is believed 

to be fairly representative and manageable and enable to arrive at modest 

generalization about the whole population (See Table 1 and Appendix E). The 

teachers are randomly selected, but the principals and vice-principals were 

selected based on purposive sampling method as respondents.  
 

 
   3.4. Instruments and Procedures of Data Collection 
         

       3.4.1. Instruments of Data Gathering  

 

Based on the research questions closed and open ended questionnaires, 

interviews, focus group discussion, and observations were used to collect 

relevant information for the study.  

           3.4.1.1 The Questionnaires 

The questionnaire is the most appropriate means to involve large sample 

population to collect the necessary information within a given time frame. In 

the design of these instruments, the researcher made use of the literature 

review as a base. Before duplicating and distributing the questionnaires, the 

Ohio‟s University developed the Organizational Climate Description 

Questionnaire (OCDQ) and Plus Delta Consulting Organizational Climate 

Survey to be standardized and to be contextualized there experts have 

evaluated their contents. The questionnaires prepared for teachers and 

principals were pre-tested in a pilot study carried on randomly selected 20 
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teachers (10 females plus 10 males) in one model primary and secondary 

catholic school which was excluded from the study (ref. Table 1 & Appendix E). 

To address the issues of reliability of the questionnaires, pilot testing was 

conducted on total of 20 teachers drawn from St. John Baptist de La Salle 

Catholic School using random sampling method. After the instruments were 

drafted, attempts were made to make essential corrections through the pilot 

testing conducted. Thus, questionnaires were prepared for the teachers and 

principals, which contained three parts. 

The first part was used to collect information about personal characteristics of 

the respondents while the second part intended to secure which styles of 

leadership do on both parties, and the third part of the questionnaire was 

targeted for both principals and teachers to evaluate a continuum ranging from 

high to low morale, based on the seven dimension of climate systematically. 

There are two different questionnaires designed to suit the two different groups 

of sample subjects, namely principals and teachers. The questionnaires were 

prepared in English for high schools and translated into Amharic to facilitate 

ease of response for primary and secondary schools containing close-ended 

items and very few open-ended items.     

After the pilot testing was successfully completed, the questionnaires were 

distributed to the respective respondents during which the researcher himself 

assured that the entire sample subjects were properly addressed. Likewise, 

such follow up was made during the time when questionnaires are being filled 

to deal with problems that might arise in the process. At last, the distributed 

questionnaires were collected in the time initially intended. 

Finally, the responses of the participants were scored and tabulated to 

compute item inter correlation and Cronbach Alpha in order to evaluate the 

sub scale and reliability. The measures found to be reliable with alpha 0.779 

for 40 items (ref. Appendix F). 
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          3.4.1.2 Interviews  

 

Interviews were also conducted with the vice-principals, academic directors & 

direct supervisors of the sample schools and to substantiate the study, 

unstructured interview was conducted with the principals of the sample 

schools. This was aimed at obtaining some information from principals 

regarding teachers‟ behavior, students‟ behavior, students‟ achievement, the 

total interaction among the school community, and major problems of the 

schools. 

 

           3.4.1.3 Document Analysis 

 

In addition to the information obtained from the literature with reference the 

area under study, information about the catholic schools milieu was surveyed 

from the relevant documents at the local and international levels.  

 

           3.4.1.4 Observations 

 

Observations were also made in the schools to check whether the oral 

responses of the principals and the teachers were true or not with what 

actually exists in the school regarding their morale. For this, partial 

participation was preferable to the researcher that whether the purpose of the 

observations is explained to some of the participants or no explanation is given 

to any of the participants. Focus of the observations means “holistic view of the 

activity or characteristic being observer and all of its elements is sought.”           

(Fraenkel and Wallen, 2009: 442).  

  

For triangulation, observations were made to evaluate that the common 

dimensions of climate doable or not by participating on their school meeting 

and special programs. In addition, the plans of actions and how the 

organizational climate is going on in the schools that were observed and 

reliable information were obtained. 
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       3.4.2. Procedure of the study 

 
The procedure of analysis is indicated below in two parts: the pilot study, and 

the final study. This study began with extensive reference to available literature 

on the area under investigation. This served in determining which group of 

respondents to include and which data gathering tool to employ for each group 

of respondents. 

 

In order to determine validity of the questionnaire items and the time required 

to fill in them, a pilot study was conducted. Based on the insights, some re-

organizations of the questions were made for the final study. This facilitated 

the process of data collection and organization as well as to final analysis of the 

data on the main study. 

 

    3.5. Pilot Study 
 

Before the actual data collection the instruments developed were 

submitted for evaluation to the advisor, and then the draft instruments 

were tried out in small scale study to test and improve the instruments 

in one of the study site (St. John Baptist de La Salle Catholic School). The 

field trial had helped to identify ambiguities and misunderstandings: 

establish sampling procedures as well as to test the validity of the 

instruments for collecting the necessary data. Subsequently, refinement 

was made on the instruments according to the constructive suggestions 

and hints that were obtained from the advisor and the field testing. So, 

according to the feedback the questions in the questionnaire and the 

interview were modified. 

 
   3.6. Data Analysis 
 

The data analysis involved content analysis of documents, interviews and 

responses to questionnaires. The raw data collected from the field were coded, 
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tallied, structured, organized and systematically demonstrated. Based on the 

nature of the basic questions and data collected; percentages and simple 

calculations were employed.  

 

Percentage was used to explain the profile of the respondents, and views on the 

nature of the organizational climate at all levels of education system. Moreover; 

Chi-square was used to determine the relationship between staff size and 

school openness, and analysis of the study was made using inter correlation 

and Cronbach Alpha in order to evaluate the sub scales and reliability using 

the statistical package for social science (SPSS) version 20.0. Tables have been 

used to interpret the research findings as they deemed necessary. 

 

For the analysis of data, organizational and quantification of the whole data 

based on the two groups of respondents were made; the teachers and the 

principals.  
 
 

 

For visit, interview and focus group discussion, the researcher uses qualitative 

method of data analysis and the questionnaires were analyzed using 

quantitative method. Furthermore, the open-ended or qualitative data was 

analyzed by narration. Based on the data analyzed, interpretations were made 

to reach at certain findings. Finally, conclusions and possible solutions were 

recommended. 
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CHAPTER FOUR 
 

Presentation, Analysis and Interpretation of Data 
 

This chapter deals with presentation and analysis of data that are categorized 

into three sections. The first part treats the characteristics of the respondents 

and the second and the third parts deal with the analysis of the data obtained 

from different sources supported with discussions on important issues.  

 

This part of the thesis deals with the presentation, analysis and interpretation 

of the data gathered through questionnaire from teachers. Of the total 

questionnaire distributed, all were filled out and returned. The data obtained 

through questionnaire and interview from 35 (87.5%) principals (including 

deputies, academic directors) of the sample schools were used in the analysis. 

According to Kerlinger (1986:117), “the larger the sample size the smaller the 

error” principle is used for analysis. Accordingly, information from documents 

of the Ethiopia Catholic Secretariat (ESC) Education Department, the Addis 

Ababa Catholic Archdiocesan Secretariat (ACS) youth coordination offices were 

also used in the analysis. In addition, the information obtained through 

observations, interview and focus group discussions were included in the 

analysis. The response of principals and teachers to each of the questions given 

was organized using tables. Presentation of data was followed by discussion 

and interpretation in line with the major research out line. For the sake of 

convenience, interpretation related to questions was treated together. As a 

result, the responses are found to be sufficient to draw inferences for the 

study. 

  

4.1. Characteristics of Respondents 
  
 

Description of the characteristics of the target population gives some basic 

information about the sample population involved in the study.  
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        Table 1: Questionnaires Distributed to the collected from Respondents  

 

No. 

 

Name of School 

 

Principals 

                                                      

Teachers 

Questionnaires  Questionnaires  

Distributed  Collected  Differen

ce 

Distributed  Collected  Differen

ce 

   

M  

 

F 

 

Total 

 

M  

 

F 

 

Total 

  

M  

 

F 

 

Total 

 

M  

 

F 

 

Total 

 

1 Lazarist catholic School  4 - 4 4 - 4  10 - 10 10 - 10 
- 

2 St, Mary Catholic School  4 - 4 2 1 3  1 8 2 10 8 2 10 
- 

3 Kidane Mehret School 3 1 4 2 1 3 1 10 - 10 10 - 10 
- 

4 .ÁÔÉÖÉÔÙ 'ÉÒÌÓȭ 3ÃÈÏÏÌ  4 2 6 3 2 5 1 7 3 10 7 3 10 
- 

5 Lideta Catholic Cathedral School  5 1 6 4 1 5 1 8 2 10 8 2 10 
- 

6 Nazareth School 3 2 5 2 2 4 1 8 2 10 8 2 10 
- 

7 St. Joseph Scholl 3 - 3 3 - 3   9 1 10 9 1 10 
- 

8 Mariam Tsion School 2 - 2 2 - 2  9 1 10 9 1 10 
- 

9 Atse Teklegiorgis School 1 1 2 1 1 2  7 3 10 7 3 10 
- 

10 Don Bosco Catholic School 4 - 4 4 - 4  8 2 10 8 2 10 
- 

    Total 33 7 40 27 8 35 5 84 16 100 84 16 100 - 

 % 82.5 17.5 100 67.5 20 87.5 12.5 84 16 100 84 16 100 - 

 

There are 12 schools under the Ethiopia Catholic Church in Addis Ababa. Out 

of the total of 12 schools except, KG‟s ( Kindergarten ), 10 (1 primary school 

plus 9 having both primary and secondary schools) were included under the 

study (See Table 1, Appendix D and E ).  

 

As seen from the Table-1, 140 copies were distributed to the selected schools. 

In this regard, 35 (87.5%) principals (including deputies and academic 

directors) of the sample schools were filled in and returned. And the 

questionnaires of teachers were distributed, filled in and returned. Hence, the 

rate of return of the questionnaire was 135 (96.4%), which can be taken as 

high for survey study of its kind.  
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Table 2: Characteristics of Respondents 

 

 Respondents 

No Characteristics Principals  Teachers  

 

1 

No.  % No. % 

Sex 

Male  

Female  

Total  

    

27 77.1 84 84 

8 22.9 16 16 

35 100 100 100 

2 Age  

A. 21-30 years  

B. 31-40 years  

C. 41-50  years  

D. Above 50 years  

Total  

1 

8 

20 

6 

2.9 

22.9 

57.1 

17.1 

34 

41 

17 

8 

34 

41 

17 

8 

35 100 100 100 

3 Level of Education  

A. TTI 

B. Diploma  

C. BA/B.Sc. 

D. MA/M.Sc. 

Total  

2 

9 

20 

4 

5.7 

25.7 

57.1 

11.5 

6 

24 

70 

- 

6 

24 

70 

- 

35 100 100 100 

4 Years of Service  

 A. Below 1 year  

B. 1-5 years  

C. 6-10 years 

D. 11-15 years  

E. 16-20 years 

F. 21-25 years  

G. 26-30 years  

H. Above 31 years  

Total  

- 

3 

6 

14 

9 

3 

- 

- 

- 

8.6 

17.1 

40 

25.7 

8.6 

- 

- 

2 

32 

30 

15 

11 

2 

- 

8 

2 

32 

30 

15 

11 

2 

- 

8 

35 100 100 100 
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The data regarding the personal characteristics of respondents, including their 

sex, age, level of education and length of teaching experience, are summarized 

in Table 2. 

 

As can be seen from Table 2, the proportion of teachers 84 (84%) were males 

while the remaining, 16 (16%) were females. Consistent with this, the 

proportion of principals 27 (77.1%) were males while the remaining, 8 (22.9%) 

were females. This shows that there is gender imbalance in the number of both 

teachers and principals. 

  

Regarding their age, whereas the majority, 75 (75%)of teacher who could be 

categorized as young lie below 41 years, the remaining about 25% lie in 41-50 

years and above 50 years respectively. Unfortunately, the majority 26 (74.2%) 

of principals who could be categorized as old lie in 41-50 years and above 50 

years, the remaining about 9 (25.8%) were lie below 41 years. 

  

The respondents were asked to indicate their experience and educational level. 

Table 2 presents the summary of responses as reported by the sample 

respondents. As regards the educational level of teachers, as shown in the 

table, while the great majority 70% had BA/BSc, the remaining 30% were 

diploma & TTI graduates. Concerning the educational level of principals, 24 

(68.6%) were BA/BSc and MA holders while the remaining, 11 (31.4%) were 

diploma and TTI graduates. This shows compatibility problem of educational 

qualification between the school principals and the required standard. 

 

With respect to teaching experience, as shown in Table 2, 79% of teachers and 

65.7% of principals had below 16 years teaching experience; while 21% of 

teachers and 34.3% of principals respectively had above 15 years experience. 

This shows that majority of the respondents were youngsters and also those 

who have long years of teaching experience teachers were low.  
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Table 3: Principals’ and teachers’ perception of the work environment                                                                                      

Where: f=Frequency, = Variance, SD=Standard Deviation, DF=Degree of Freedom and Level of Significance (α) =0.05          

 

No. 
 

Item  

 

Principals 

 

Teachers 

 

 
Questionnaires 

 
Questionnaires 

 

   

f 

 

%  

  

SD 

 

f 

 

%  

 

 

 

SD 

 

DF 

Critical 
Value  

Obtained 

Value of  

1 In organizational climate, which styles of leadership do employees 

like most in your organization? 

 

A. All authority in one man’s hand  

B. Being bureaucratic following strict rules and procedures  

C. Being democratic in dealing with people  

D.  Giving freedom to employees without control. 

 

Total 

 

 

 

- 

9 

23 

3 

 

 

 

-

25.7 

65.7 

8.6 

  

 

 

 

 

 

 

 

5 

13 

81 

1 

 

 

 

5 

13 

81 

1 

     

 
 

35 100 78.19 8.84 100 100 10.64 32.62 3 7.81 6.8 

2                What is the style of organizational climate leadership your principal 

practice currently? 

 

                      A.  All authority in one man’s hand  

       B.  Being bureaucratic following strict rules and procedures  

       C.  Being democratic in dealing with people  

       D.  Giving freedom to employees without control 

 

Total 

 

 

 

- 

19 

16 
- 

 

 

 

- 

54.3 

45.7 
- 

   

 

 

68 

15 

17 
- 

 

 

 

68 

15 

17 
- 

     

35 100 77.69 8.81 100 100 659.5 25.68 3 7.81 829.3 

3     Are you satisfied with your current job? 

 
 A.  Yes   

          B.  No  
 

 

Total 

 

 

33 

2 

 

 

 

94.3 

5.7 

   

 

37 

63 

 

 

37 

63 

     

35 100 240.25 100 100 100 169 13 1 3.84 34.1 
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4.2. Analysis and Interpretation of Data 
 

The questionnaires have close and open-ended items. Each item of the closed 

ended part of questionnaire prepared for school staffs was designed in a form of 

four-point rating scale comprising: SDA, DA, NA/DA, A and SA. These 

responses are given values 5, 4, 3, 2, and 1, respectively. Scores of 5 and 4 

indicate the practice or activity of the approach is at a very low level of school 

organizational climate. Scores 1 and 2 indicate the practice or activity of the 

approach is strong and prominent. A score 3 indicates the practice or activity 

of the approach is at a lower level of school organizational climate.  

 

Table 4, was organized to assess the extent to which the Catholic Schools and 

principals and teachers were to measure their openness or their intimacy on a 

continuum ranging from high to low morale, based on the seven dimensions 

(structure, responsibilities, rewards, warmth, support, organizational identity 

and loyalty and risk) of school climate listed below. 

  

As indicated in Table 4, in item 1 of the table majority of teacher respondents 

were asked that the organization‟s goals and objective are clear to them (66% 

i.e. 46% plus 20%) of respondents revealed that as “agree” and “strongly agree”. 

On the other hand, (34% i.e. 16% plus 9% plus 9%) of respondents revealed 

that as “neither agree or disagree”, “disagree” and “strongly disagree” 

respectively. Thus, the majority of teacher respondents agreed that the 

organization‟s goals and objectives were clear to them. 

 

Item 2 of the Table 4, shows that significant majority of teachers (64% i.e. 42% 

plus 22%) responded that employees have a shared understanding of what the 

organization is supposed to do as “agree” and “strongly agree”. While, (36% i.e. 

23% plus 9% plus 4%) of respondents revealed that as “neither agree or 

disagree”, “disagree” and “strongly disagree” respectively. This shows that the 
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majority agree that teachers have a shared understanding of what the 

organization is supported to do. 

 

Item 3 of the Table 4, indicated that significant majority of teachers (70% i.e. 

51% plus 19%) responded that their roles and responsibilities within the group 

were understood as “agree” and strongly agree”, while, (30% i.e. 12% plus 11% 

plus 7%) of respondents reveled that as “neither agree or disagree”, “disagree” 

and “strongly disagree” respectively. Thus, the majority of teachers‟ roles and 

responsibilities within the group were understood. This implies that most 

teachers believed that teamwork is as a factor to develop a climate of trust, 

support and openness for the success of teaching-learning process.  

 

 Table 4: Teachers’ Perception of the Organization Design/Structure 

Where: R=Respondents, SDA=Strongly Disagree, DA=Disagree, NA/DA=Neither Agree or 

Disagree, A=Agree, and SA=Strongly Agree  

     

Items SDA DA NA/DA A SA Total  

1. The organization‟s goals & 

objectives are clear to me. 
R 9 9 16 46 20 100 

% 9 9 16 46 20 100 

2. Employees have a shared 

understanding of what the 

organization is supposed to do.  

R 4 9 23 42 22 100 

% 4 9 23 42 22 100 

3. Roles and responsibilities 
within the group are understood.  

R 7 11 12 51 19 100 

% 7 11 12 51 19 100 

4. Clear reporting structures 
have been established.  

R 9 15 20 40 16 100 

% 9 15 20 40 16 100 

5. Employees at this organization 
have the right skill sets to 
perform their job functions.  

R 8 9 20 37 26 100 

% 8 9 20 37 26 100 

Mean 7.4 10.6 18.2 43.2 20.6 100 

 

Item 4 of the Table 4, shows that the majority of respondents (56% i.e. 41% 

plus 16%) responded that clear reporting structures have been established as 
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“agree” and “strongly disagree”, while, (44% i.e. 20% plus 15% plus 9%) of 

respondents revealed that as “neither agree or disagree”, “disagree”, and 

“strongly disagree” respectively. This tells that clear reporting structures have 

been established for the sake of school climate and to keep the organization 

rules, regulations, and procedures smoothly.  

 

Item 5 of the Table 4, shows that the majority of respondents (63% i.e. 37% 

plus 26%) responded that employees at their organization have the right skill 

sets to perform their job functions as “agree” and “strongly agree”, while, the 

remaining (37% i.e. 20% plus 9%plus 8%) of teachers responded that as 

“neither agree or disagree”, “disagree”, and “strongly disagree” respectively. 

This implies that good structure or design is an important factor to have the 

right skill sets to perform their job functions. 

 

As indicated above, from item 1 up to item 5 of the Table 4 shows that 

significant majority of respondents (63.8% i.e. 43.2% plus 20.6%) responded as 

“agree” and “strongly agree”. Thus, according to the organization structure had 

positive influence to implement the school climate. 

 

Individual job characteristics is an important mechanism that provides current 

data for schools on the available job responsibilities, job role, their skills and 

abilities were fully utilized or not, and added value to the organization. 

 

Hence, in Table 5 questions were asked to respondents with the aim to check 

whether there was gain satisfaction from the current job responsibilities of the 

schools under the study. Consequently, in item 6 a little bit more than half of 

the  respondents (53% i.e. 37% plus 16%) confirmed they that gain satisfaction 

from the current job responsibilities and rated it  as “agree” and “strongly 

agree”, while, the remaining (47% i.e. 14% plus 22% plus 11%) of respondents 

revealed that as “neither agree or disagree, “disagree” and “strongly disagree” 
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respectively. This shows that the teachers‟ job satisfaction was almost 

balanced. 

 

Item 7 of the Table 5, indicated that majority of respondents (67% i.e. 43% plus 

24%) responded that skills and ability are fully utilized in their current job as 

“agree” and “strongly agree”, while, the rest (33% i.e. 6% plus 19% plus 8%) of 

respondents revealed that as “neither agree or     disagree”, “disagree” and 

“strongly disagree” respectively. This implies that the majority of the 

respondents revealed that their skills & ability were fully utilized in their 

current job. 

 

  Table 5: Teachers’ Perception of the Individual job characteristics 

Items 
 SDA DA NA/DA A SA Total  

6. I gain satisfaction from my 

current job responsibilities.   

R 11 22 14 37 16 100 

% 11 22 14 37 16 100 

7. My skills and abilities are 

fully utilized in my current job. 

R 8 19 6 43 24 100 

% 8 19 6 43 24 100 

8. I have the opportunity to 

further develop my skills and 

abilities. 

R 17 19 18 32 14 100 

% 17 19 18 32 14 100 

9. I find that I am challenged in my 

current job role.  

R 20 32 22 18 8 100 

% 20 32 22 18 8 100 

10. My work adds value to the 

organization. 

R 2 7 16 44 31 100 

% 2 7 16 44 31 100 

Mean 11.6 19.8 15.2 34.8 18.6 100 

Item 8 of the Table 5, shows that a little bit more than half of the respondents 

(54% i.e. 18% plus 19% plus 17%) responded that having the opportunity to 
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further develop their skills and abilities as “neither agree or disagree”, disagree” 

and “strongly disagree” respectively, while, the remaining (46% i.e. 32% plus 

34%) of respondents found that as “agree” and “strongly agree” respectively. 

This result shows that having the opportunity to further develop their skills 

and abilities were almost proportional. 

 

According to the focus group discussion with teachers, most teachers agreed 

that they have the opportunity to further develop their skills and abilities by 

their own effort not by their organization.  

  

Item 9 if the Table 5 indicted that the majority of the respondents (74% i.e. 

22% plus 32% plus 20%) reported that they were not challenged in their 

current job role as “neither agree or disagree”, “disagree” and “strongly 

disagree”, while, the remaining (26% i.e. 18% plus 8%) of the respondents 

replied that as “agree” and “strongly agree” respectively. This indicates that 

they were not challenged in their job role and to use their potential accordingly. 

  

Item 10 of the Table 5, questions were asked to respondents with aim of to 

check whether their work add value to the organization under study. 

Consequently,  in item 10 majority of the respondents (75% i.e. 44% plus 31%) 

reported that as “agree” and “strongly agree” respectively. On the other hand, 

(25% i.e. 16% plus 7% plus 2%) of teachers indicated that as “neither agree or 

disagree”, “disagree”, and “strongly disagree” respectively. This implies that 

value and commitment are core factors to reach high levels of performance by 

their work add value to the organization and to create healthy school climate. 

 

From item 6 up to 10 of the Table 5 shows that their individual job 

characteristics or their responsibilities look like. Under this category, teachers 

indicated that (46.6% i.e. 15.2% plus 19.8% plus 11.6%) of the respondents 

reported that as “neither agree or disagree”, “disagree” and “strongly disagree” 

respectively, while, the remaining (53.4% i.e. 34.8% plus 18.6%) of the 
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respondents reported that as “agree” and “strongly agree” respectively. Thus, 

the second factor that presented to the respondents was indicated lack of 

responsibilities in their individual job characteristics. 

 

As indicated item 11 in Table 6, (72% i.e. 42% plus 30%) of the respondents 

reported that they feel their input was valued by their peers as “agree” and 

“strongly agree” respectively, while the rest (28% i.e. 20% plus 8%) of the 

respondents obtained that as “neither agree or disagree” and “disagree” 

respectively. This shows that the majority of the respondents revealed that they 

felt their input was valued by their peers.  

 

   Table 6: Teachers’ Perception of Co-worker relations /Support  

Items 
 SDA DA NA/DA A SA Total  

11. I feel my input is valued by 

my peers.  

R - 8 20 42 30 100 

% - 8 20 42 30 100 

12. Knowledge and information 

sharing is a group norm across 

the organization.  

R 16 13 19 34 18 100 

% 16 13 19 34 18 100 

13. Employees consult each 

other when they need support.  

R 10 14 17 38 21 100 

% 10 14 17 38 21 100 

14. Individuals appreciate the 

personal contributions of their 

peers.  

R 9 15 29 33 14 100 

% 9 15 29 33 14 100 

15. When disagreement occurs 

they are addressed promptly in 

order to resolve them.  

R 7 17 24 30 22 100 

% 7 17 24 30 22 100 

Mean  8.4 13.4 21.8 35.4 21 100 
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Item 12 of the Table 6, shows that nearly half of the respondents (52% i.e. 34% 

plus 18%) responded that knowledge and information sharing is a group norm 

across the organization as “agree” and “strongly agree” respectively. On the 

other hand, (48% i.e. 19% plus 13% plus 16%) of the respondents obtained 

that as “neither agree or disagree”, “disagree” and “strongly disagree” 

respectively. This implies that knowledge & information sharing was nearly 

proportional a group norm across the organization. 

 

In contrast with the result of the questionnaire, most of the discussant in the 

focus group discussions, believed that even if on the side of teachers was 

willing eagerly to develop their group norm across the organization; the 

principals were not to see the reality on this issue in their schools.  

 

Item 13 of the Table 6, indicated that the majority of respondents (59% i.e. 38% 

plus 21%) responded that employees consult each other when they need 

support as “agree” and “strongly agree” respectively, while the rest (41% i.e. 

17% plus 14% plus 10% ) of the respondents reported that as “neither agree or 

disagree” “disagree” and “strongly disagree” respectively. This shows that the 

majority of the respondents believed that support is a key factor to maintain 

the school climate and to develop harmonious working relationship among the 

staff members. 

 

Item 14 of the same table raised question to confirm whether individuals 

appreciated the personal contributions of their peers group or not. According to 

this, (53% i.e. 29% plus 15% plus 9%) of the respondents said that as “neither 

agree or “disagree”, “disagree” and “strongly disagree” respectively, while the rest 

(47% i.e. 33% plus 14%) of the respondents that reported that as “agree” and 

“strongly agree” respectively. This tells that individuals appreciate the personal 

contributions of their peers group were nearly balanced. 
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Item 15 of the same table asked question that when disagreement occurs they 

were addressed promptly in order to resolve them. As shown in the table, (52% 

i.e. 30% plus 22%) of the teachers replied that as “agree” and “strongly agree” 

respectively, while, (48% i.e. 24% plus 17% plus 7%) of the respondents said 

that as “neither agree or disagree”, “disagree” and “strongly disagree” 

respectively. This indicates that when disagreement occurs they were nearly 

half of the respondents addressed promptly in order to resolve them. In 

addition to this, during the focus group discussion, most discussant mentioned 

that the top priority and as good mechanism of solving their problems.  

  

Table 6 reveals that a good portion (56.4%) of the respondents showed that 

agreement, while (21.8%) of the respondents opposed that co-worker relation is 

not good and the rest 21.8% remained as neither agree or disagree. This 

asserts that there is a good co-worker relation in the selected schools. 

  

Work environment is a key factor to create good atmosphere in any 

organization. In relation to this, from item 16 to item 20 of Table 7 asked 

questions to look employee‟s identity with the organization and their loyalty to 

it. 

Accordingly, in item 16 of Table 7 respondents were asked question whether 

they feel valued as an employee or not. Majority (64% i.e. 39% plus 25%) of the 

respondents obtained that agreement (agree plus disagree), while the remaining 

(36% i.e. 18% plus 12% plus 6%) of the respondents said that as “neither agree 

or disagree”, “disagree” and “strongly disagree” respectively. This implies that 

the majority of the respondents agreed that teachers in the catholic schools 

were felt valued as an employee. 

 

In relation to this item 17 of the same table asked question they enjoy being a 

part of this organization. As shown in the table, (50% i.e., 31% plus 19%) of the 

respondents showed that agreement (agree plus strongly agree), while the rest 

(50% i.e. 19%, plus 22% plus 9%) of the respondents obtained that as “neither 
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agree or disagree”, “disagree” and “strongly disagree” respectively. Thus, it 

indicated that fifty-fifty or there are proportional between the agreement and 

the rest (the disagreement plus neither agree or disagree). 

 

   Table 7: Teachers’ Perception of the Work Environment 

Items 
 SDA DA NA/DA A SA Total  

16. I feel valued as an employee.  
R 6 12 18 39 25 100 

% 6 12 18 39 25 100 

17. I enjoy being a part of this 

organization.  

R 9 22 19 31 19 100 

% 9 22 19 31 19 100 

18. Employees have a good 

balance between work and 

personal life.  

R 27 36 13 18 6 100 

% 27 36 13 18 6 100 

19. Moral is high across the 

organization.  

R 15 31 12 30 12 100 

% 15 31 12 30 12 100 

20. Employees speak highly 

about this organization.  

R 6 20 14 37 23 100 

% 6 20 14 37 23 100 

Mean 12.6 24.2 15.2 31 17 100 

 

 

As revealed by item 18 Table 7 raised question employees have a good balance 

between work and personal life. As shown in the table, (63% i.e. 36% plus 27%) 

of respondents showed disagreement (disagree plus strongly disagree), while 

(24% i.e. 18% plus 6%) of the respondents who showed their agreement (agree 

and strongly agree) and the rest 13% remained neither agree or disagree. This 

shows that the majority of the respondents revealed that between the work and 

their personal life of the teachers were unbalanced. 
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In response to item 19 of the same table asked question moral is high across 

the organization. As shown in the table, (46% i.e. 31% plus 15%) of the 

respondents showed their disagreement (disagree plus strongly disagree), while 

(42% i.e. 30% plus 12%) of the respondents showed their agreement (agree plus 

strongly agree) and the remaining 12% obtained that neither agree or disagree. 

Thus, the majority of the respondents replied that the morale of the teachers 

were nearly proportional across the organization. In contrast with the result 

the questionnaire, most of the discussant in the focus group discussions, 

agreed that the morale of the teachers were very low. 

 

In response to item 20 of the same table asked question whether employees 

speak highly about their organization. According to this, (60% i.e. 37% plus 

23%) of the respondents replied that as “agree” and “strongly agree” 

respectively, while the rest (40% i.e. 14% plus 20% plus  6%) of the 

respondents replied that as “neither agree or disagree”, “disagree” and “strongly 

disagree” respectively. This implies that the majority agreed that employees 

speak about their organization. 

 

In general as shown Table 7, work environment is a key factor to see their 

morale, feel valued as an employee, having a good balance between work and 

personal life. The result shows that the majority (48% i.e. 31% plus 17%) of the 

respondents showed that the agreement (agree plus strongly agree), (36.8% i.e. 

24.2% plus 12.6%) of the respondents showed that disagreement (disagree plus 

strongly disagree) and the remaining 15.2% replied that neither agree or 

disagree. 

 

On top of this, one of the interview items presented to principals of the sample 

schools elicited information pertinent to this issue. In this item the principals 

were asked whether the morale of teachers high. The responses obtained from 

the principals agreed that the morale is high across the organization. In 

addition to this, for both principals and teachers were raised another question 
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indirectly whether they‟re satisfied with their current job. As shown in the table 

3, 33 (94.3%) principals revealed that agreement “Yes” and the rest 2 (5.7%) 

remained disagreement “No”. on the other hand, 37 (37%) teachers replied that 

as “Yes” and the rest 63(63%) remained as “No” (See item 3 Table 3). 

  

Undoubtfully, job satisfaction is a major problem to determine employee 

attitudes about the job and work environment. As I mentioned earlier, high job 

satisfaction is a hall-mark of a well-managed organization.  

 

   Table 8:Teachers’ Perception of the principal /Senior Management 

Items 
 SDA DA NA/DA A SA Total  

21. The principal sets high 

standards of excellence.  

R 19 20 22 29 10 100 

% 19 20 22 29 10 100 

22. The principal encourages 

collaboration across the 

organization.  

R 11 28 23 32 6 100 

% 11 28 23 32 6 100 

23. The principal treats 

employees fairly.  

R 16 23 26 23 10 100 

% 16 23 26 23 10 100 

24. I trust the information I 

receive from the principal. 

R 13 21 24 33 9 100 

% 13 21 24 33 9 100 

25. I believe the principal 

appreciates the work I do.  

R 7 28 30 27 8 100 

% 7 28 30 27 8 100 

Mean 13.2 24 25 28.8 8.6 100 

 

From item 21 to item 25 asked questions related to the principal or senior 

management encourage treat, trust, and appreciate in their school. As shown 

by item 21 in Table 8 asked question the principal sets high standards of 
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excellence. As shown in the table, (39% i.e. 29% plus 10%) of the respondents 

revealed that agreement (agree plus strongly agree”, while (39% i.e. 20% plus 

19%) of the respondents revealed that disagreement (disagree plus strongly 

disagree) and the remaining 22% obtained that as “neither agree or disagree”. 

This shows that the respondents were balanced between their agreement and 

disagreement on their principal or senior management sets high standards of 

excellence.  

  

On item 22, (38% i.e. 32% plus 6%) of the respondents obtained that whether 

the principal encourages collaboration across the organization as “agree” and 

“strongly agree” respectively, whereas (39% i.e. 28% plus 11%) of the 

respondents replied that as “disagree” and “strongly disagree” respectively and 

the rest 23% obtained that as “neither agree or disagree”. This indicates that 

the teacher respondents were balanced between their agreements and 

disagreements about their principal encourages collaboration across the 

organization.  

  

In response to item 23 of the same table, (33% i.e. 23% plus 10%) of the 

respondent showed their agreement that the principal treats employees fairly 

as “agree” and “strongly agree” respectively. On the other hand, 39% i.e. 23% 

plus 16%) of the respondents showed their disagreement (disagree plus 

strongly disagree) and the rest 26% remained neither agree or disagree. Thus, 

the teacher respondents showed that they were nearly proportional whether 

their principal treats employees fairly.  

 

Item 24 of the same table raised question whether teachers trust the 

information they receive from their principal. As shown in the table, (42% i.e. 

33% plus 9%) of the respondents showed their agreement (agree plus strongly 

agree), (34% i.e. 21% plus 13%) of the respondents showed their disagreement 

(disagree plus strongly disagree) and the rest 24% remained neither agree or 
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disagree. This shows that the majority of the respondents agreed that teachers 

trust the information they received from their principals. 

 

Item 25 of the same table asked question that teachers believed the principal 

appreciates the work they do. As shown in the table, (35% i.e. 27% plus 8%) of 

the respondents showed their agreement (agree plus strongly agree), (35% i.e. 

28% plus 7%) of the respondents showed their disagreement (disagree plus 

strongly disagree) and the rest 30% remained neither agree or disagree. This 

implies that the respondents revealed that balanced between their agreements 

and disagreements about whether their principal appreciated the work they do. 

 

From item 21 up to item 25 of Table 8, we can observe that almost the 

proportionality of between their agreements and disagreements. This shows a 

neutral position to the statements.  

 

However, the obtained Chi-square values of x2 are great than critical values 

with respect to each of the two considered issues. The x2 test indication is that 

statistically there is significant difference among the respondent groups for all 

the issues (See Table 3). 

 

On the top of this, one of the interview items presented to what extent is the 

relationship among the school community healthy. The results obtained from 

the interview responses of the principals were basically positive and without 

that much problem on this issue, which is contradict with teachers. Thus, 

organizational and loyalty is an important factor of desirable climate of schools. 

  

According to item 26 Table 9 asked question that their direct supervisor or 

their academic director makes sure they have clear goals to achieve. As shown 

in the Table 9, (46% i.e. 32 plus 14%) of the respondents showed their 

agreement (agree plus strongly agree), (26% i.e. 20% plus 6%) of the 

respondents showed their disagreement (disagree plus strongly disagree), the 
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rest 28% replied that as neither agree or disagree. This reveals the majority of 

teachers agreed that their direct supervisors or academic directors were made 

sure they have clear goals to achieve. 

 

Item 27 of the same table asked question whether their direct supervisor or 

academic director gives them helpful feedback on how to be more effective. 

According to this, (30% i.e. 23% plus 7%) of the respondents showed their 

agreement (agree plus strongly agree), (31% i.e. 24% plus 7%) of the 

respondents showed their disagreement and the rest 39% remained nether 

agree or disagree. This shows that the majority of the teachers showed that 

neither agree or disagree whether their direct supervisor gives them helpful 

feedback on how to be more effective. 

 

   Table 9: Teachers’ perception of the Direct Supervisor/Academic Director 

Items 
 SDA DA NA/DA A SA Total  

26. My direct supervisor makes 

sure I have clear goals to achieve.  
R 6 20 28 32 14 100 

% 6 20 28 32 14 100 

27. My direct supervisor gives me 

helpful feedback on how to be more 

effective.  

R 7 24 39 23 7 100 

% 7 24 39 23 7 100 

28. My direct supervisor listens to 

my ideas and concerns. 
R 12 23 28 30 7 100 

% 12 23 28 30 7 100 

29. My direct supervisor serves as 

a positive role model for me.  
R 21 21 33 19 6 100 

% 21 21 33 19 6 100 

30. I believe my direct supervisor 

appreciates the work I do.  
R 14 16 32 31 7 100 

% 14 16 32 31 7 100 

Mean  12 20.8 32 27 8.2 100 
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Item 28 of the same table raised question whether their direct supervisor 

listens to their ideas and concerns. As shown in the table, (37% i.e. 30% plus 

7%) of the respondents showed their agreement (agree plus strongly agree), 

(35% i.e. 23% plus 12%) of the respondents showed their disagreement 

(disagree plus strongly disagree) and the rest 28% obtained that neither agree 

or disagree. This tells that nearly proportional to that between their agreements 

and disagreements about their direct supervisors listen to their ideas and 

concerns. Moreover, the remaining respondents revealed that high number as 

neither agree or disagree. From their response we can see that listening others, 

concerns, and good communication is as a bridge of creating healthy school 

climate.  

 

Item 29 of the same table asked question that direct supervisor serves as a 

positive role model for them. Accordingly to this, (25% i.e.19% plus 6%) of the 

respondents showed their agreement (agree plus strongly agree), (42% i.e. 21% 

plus 21%) of the respondents showed their disagreement (disagree plus 

strongly disagree) and the remaining 33% neither agree or disagree. Thus, the 

majority of the teacher respondents showed their neutral and disagreement on 

this issue. From their response we can see that their direct supervisors were 

not served as a positive role model for them. 

   

Item 30 of the same table raised question they believe their direct supervisor 

appreciates the work they do. As shown in the table, (38% i.e. 31% plus 7%) of 

the respondents showed that agreement (agree plus strongly agree), (30% i.e. 

16% plus 14%) of the respondent revealed that disagreement (disagree plus 

strongly disagree) and the rest 32% remained neither agree or disagree. This 

implies that the majority of the respondents believed that their direct 

supervisors were appreciated the work they do.  
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From item 26 up to item 30 of Table 9 indicated that there is a gap between the 

direct supervisor or the academic director and the teachers. In general, from 

item 21 up to item 30 of Table 8 and Table 9 resealed that teachers‟ perception 

looks like with their senior manager or direct supervisor in terms of trust, 

encouragement or appreciation, positive attitude & commitment, responsibility, 

effective and efficient work process in their organization. Thus, morale is a key 

factor of school climate.  

 

   Table 10: Teachers’ Perception of the Work processes/Responsibility   

Items 
 SDA DA NA/DA A SA Total  

31. I am clear on how best to perform 

my work tasks.  
R 2 5 17 46 30 100 

% 2 5 17 46 30 100 

32. Everyone here takes responsibility 

for their actions.  
R - 11 8 50 31 100 

% - 11 8 50 31 100 

33. Work tasks are completed on-time.  
R - 5 11 48 36 100 

% - 5 11 48 36 100 

34. My work group operates effectively 

as a unit.  
R 3 8 24 44 21 100 

% 3 8 24 44 21 100 

35. We use efficient work processes 

when performing our jobs.  
R 6 16 19 42 17 100 

% 6 16 19 42 17 100 

Mean 2.2 9 15.8 46 27 100 

 

 

On item 31 up to item 35 of the Table 10 tried to assess how the work 

processes or responsibilities going on in their schools. As shown in the Table 

10, majority (76% i.e. 46% plus 30%) of the respondents showed that 

agreement (agree plus strongly agree), (7% i.e. 5% plus 2%) of the respondents 

showed that disagreement (disagree plus strongly disagree) and the rest 17% 
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remained neither agree or disagree on whether they‟re clear on how best to 

perform their work tasks. Thus, the majority of the respondents agreed that 

they were clear on how best to perform their work tasks.  

 

Item 32 of the same table asked question that everyone has taken 

responsibility for their actions. As shown in the table, majority (81% i.e. 50% 

plus 31%) of the respondents replied that agreement (agree plus strongly 

agree), (11% disagree) of the respondents replied that disagreement and the 

rest 8% remained neither agree or disagree. This implies that the majority of 

the respondents revealed that everyone has taken responsibility for their 

actions. Moreover, from this we can see that responsibility is the key factor of 

organizational climate of the schools. 

 

Item 33 of the table raised question whether work tasks are completed on time. 

As shown in the table, majority (84% i.e. 48% plus 36%) of the respondents 

showed that agreement (agree plus strongly agree), only 5% disagree and the 

rest 11% obtained neither agree or disagree. This indicates that the majority of 

the respondents revealed that their work tasks were completed on time. From 

this we can see that commitment is an important factor of the school climate.  

 

On item 34 of the Table 10, (65% i.e. 44% plus 21%) of the respondents showed 

that agreement (agree plus strongly agree) on their work group operated 

effectively as a unit. On the other hand, (11% i.e. 8% plus 3%) of the 

respondents showed that disagreement (disagree plus strongly disagree) and 

the remaining 24% obtained as neither agree or disagree. Thus, the majority of 

the respondents revealed that their work groups were operated effectively as a 

unit. Thus, they believed that group norm or team work is an important tool of 

their work performance. 

 

On item 35 of the Table 10, (59% i.e. 42% plus 17%) of the respondents showed 

that agreement (agree plus strongly agree) whether they use efficient work 
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processes when performing their jobs. In relation to this, (22% i.e. 16% plus 

6%) of the respondents replied that disagreement (disagree plus strongly 

disagree) and the rest 19% neither agree or disagree. In general, from item 31 

up to item 35 of the table, shows that significant majority respondents about 

73% agreed that there is no that much problem in the work process in the 

selected schools.  

 

Item 36 of the Table 11 asked question about their communication whether 

they receive the information they need to perform their job well. According to 

this, (60% i.e. 36% plus 24%) of the majority of the respondents revealed that 

agreement (agree plus strongly agree), (19% i.e. 9% plus 10%) of the 

respondents showed that disagreement (disagree plus strongly disagree) and 

the rest 21% remained as neither agree or disagree.  This implies that the 

majority of the respondents were received the information they need to perform 

their job well and positive atmosphere in their school. 

 

 Item 37 of the same table showed that the majority of respondents (61% i.e. 

40% plus 21%) of responded that agreement (agree plus strongly agree), (15% 

i.e. plus 4%) of the respondents replied that disagreement (disagree plus 

strongly disagree) and the rest 24% remained as neither agree or disagree on 

the issue whether they‟re clear on how their job supports the department‟s 

overall objectives. This indicates that the majority of the respondents were clear 

on how their job supports the department‟s overall objectives. 

 

 In item 38 of the same table asked question when they need help, they can ask 

other in their work group for suggestions or ideas. According to this, the 

majority of the respondents (85% i.e. 46% plus 39%) responded that agreement 

(agree plus strongly agree), (only 4%) of the respondents showed disagreement 

and the remaining 11% revealed that as neither agree or disagree. This tells 

that the majority of the respondents revealed that they can ask others in their 
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work group for suggestions or ideas. From this we can see that support is a key 

factor of the school climate.  

 

   Table 11: Teachers’ Perception of Communications/Support 

 

Items 
 SDA DA NA/DA A SA Total  

36. I receive the information I need to 

perform my job well.  
R 10 9 21 36 24 100 

% 10 9 21 36 24 100 

37. I am clear on how my job supports 

the department‟s overall objectives. 
R 4 11 24 40 21 100 

% 4 11 24 40 21 100 

38. When I need help, I can ask others in 

my work group for suggestions or ideas.   
R - 4 11 46 39 100 

% - 4 11 46 39 100 

39. Interpersonal communication and 

relationships contribute to organizational 

performance.  

R - - 12 40 48 100 

% - - 12 40 48 100 

40. Our face-to-face meeting are 

productive. 
R 11 11 19 33 26 100 

% 11 11 19 33 26 100 

Mean  5 7 17.4 39 31.6 100 

[ 

In response to item 39 of the same table asked question that interpersonal 

communication and relationships contribute to organizational performance. 

Accordingly to this, majority (88% i.e. 40% plus 48%) of the respondents 

replied that agreement (agree plus strongly agree), with no response on 

disagreement and the rest 12% remained that as neither agree or disagree. 

Thus, interpersonal communication and relationships contribute to 

organizational performance is key factor. 

 

In item 40 of the same table raised question whether their face to face meeting 

were productive. As shown in the table, the majority (59% i.e. 33% plus 26%) of 
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the respondents showed that agreement (agree plus strongly agree), (22% i.e. 

11% plus 11%) of the respondents showed that disagreement (disagree plus 

strongly disagree) and the rest 19% remained that as neither agree or disagree. 

Again, this shows that the majority of the teachers agree on face-to-face 

meeting are productive. In light of this, agree of openness is considered as an 

indicator of school climate.  

    

In addition to this, for both teachers and principals were asked another 

question indirectly that which style of leadership do employees and practice 

currently in their organization. As shown in the Table 3, the majority (73.35%) 

of teachers and principals respondents agreed that being democratic in dealing 

with people leadership style is more preferable in their organization (see items 

1 Table 3). This indicates that openness is a key factor to share their ideas, 

views, and to find alternative solutions when problems occur in their 

organization. 

 

4.3. The Relationship between Staff size and School Openness  

 

There are many characteristics of schools which are expected to have the power 

of influence the staff perception of an organizational climate. Among these, 

staff size is one. The variable size as measured by the number of staff members 

is an indicator of organizational complexity. For instance, a large staff makes 

the interaction between and among the principal and teachers more complex. 

Two sizes have been delineated for the purpose of the study: Small (40 and 

below teachers) and Large (41 and above teachers) because the average number 

of teachers the ten (10) schools of the study area was 40.5.  

 

This research has set out to investigate the relationship between staff size and 

school openness. The assumption is that the smaller the size of the staff, the 

more is the school‟s openness and vice versa. 
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  Table 12: Perception of teachers of small and large staff size concerning                                                                                                               

                  their school openness (%) 

 

Staff Size Openness X2 

Open  Closed  

Small (N=51) 50.7 49.3 4.09* 

Large (N= 84) 61.9 38.1  

 *Statistically significant at 0.05 level 

The result in Table 12 shows that since the computed chi-square value        

(x2= 4.09) is greater than the critical chi-square value (x21, 0.05= 3.84), there is 

a statistically significant difference between the perception of respondents of 

small and large staff size schools concerning the openness of their schools. 

According to this result, therefore, there is a significant relationship between 

staff size and school openness.  

 

A look at the distribution of data reveals that out of small staff size teacher 

respondents, 50.7% perceived the climate of their schools as being open, while 

only 61.9% of respondent from large staff size schools tend to be more open 

than large staff size schools. If we can take Nazareth School small staff size 

(N=56) tend to be more favorable organizational climate than Lideta Catholic 

Cathedral large staff size (N=80) school (ref. Appendix D). This finding is 

supported by early researcher. For instance, the findings of McLeod (1969). 

Creaser, Cook, Flagg and Slater (in Thomas, 1976) related larger schools 

significantly to less open climate and smaller schools to more open climates. 
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CHAPTER FIVE  
 

Summary, Conclusion and Recommendations 
 

 

   5.1. Summary 
  

The purpose of this study is to explore the organizational climate of the schools 

and to bring to light some of the specific characteristics of the schools which 

have significant association with the explored climate in the Ethiopia Catholic 

Schools in Addis Ababa. 

  

In order to achieve these, basic questions were raised which addressed areas 

such as variation in the level of openness and teachers‟ intimacy among the 

primary and secondary schools, and degree of association between school 

openness or teachers‟ intimacy and staff size, principals personality variables 

(i.e. age, level of education and length of teaching experience). 

 

The study was conducted in 10 Catholic Schools (1 primary schools plus 9 

secondary schools) were sampled for the study using simple random sampling 

techniques. The subjects of the study were 135 (111 male and 24 female) 

teachers and principals.  

 

In this survey study research, analysis of the study was made using inter 

correlation and Cronbach Alpha in order to evaluate the sub scales and 

reliability using the statistical package for social science (SPSS) version 20.0. 

Besides, the necessary data have been collected through questionnaire, 

interview, observations, focus group discussion and document analysis as an 

instrument of the study. Test of significance was set at 0.05 levels               

(Ref. Appendix F).  

 

The major findings of the study were summarized as follows:  
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1. From the findings it was evident that the great majority of people 27 (77.1%) 

of principals are males, while 8 (22.9%) of the principals are females. Again, 

the majority 84% of teachers respondents are males where as the rest, 16% 

of the respondents are females. Therefore, this shows that female 

participation and the administrative work is very low. 

 

2.  Over 70% of the principals and teachers respondents indicated that the 

majority of both groups who are assigned in school activities were well 

qualified. This implies that the quality of education is high the expected 

standard. 

 

3. The results of this study indicated the existence of openness among the 

selected schools. There were relatively two more open climate, three 

moderately open climate, and five less open climate among the schools 

studied. In general, the level of openness of the schools was highly skewed 

toward the closed end of the continuum. 

   

4. A relationship was found to exist between the size of staff and school 

openness. In general, the study revealed that small staff sized schools 

tended to have the more open climate than did large staff sized schools. 

 

5. The results of the study also disclosed the existence of significant 

association between the size of staff and teachers intimacy. Again, small 

staff size schools tended to have high teachers‟ intimacy than did large staff 

sized schools. 

 

6. Except for the length of teaching experience, the principals‟ personality 

characteristics (i.e., length of administrative experience and field of 

specialization) were significantly related to school openness. In connection 

to this, the study revealed:  
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a. Schools with younger principals, less than forty-one, tended to 

have a relatively more open climate.  

b. Schools with principals having five years or less administrative 

experience as a principal tended to have a relatively more open 

climate.  

 

7. The majority of the teachers (over 60%) have recognized the following 

problems related to teachers-principal relationship. 

ü It was found out, the organizational climate of the school to be useful 

since it has been reported that teachers found opportunities to exchange 

their views, challenges and solutions towards their day-to day activities 

of the teaching-learning process.  

ü Teachers found that the school principals‟ approach was more of student 

approach than teachers. Most of them claimed that they were attaching 

with business oriented on this issue.  

 

8. In the study we have seen how far the principals‟ expectation of their 

teachers‟ social relationships among the staff or among the school 

community healthy are related with the actual performance of teachers. 

 

9. All the teachers from answers to the open-ended questions indicated that 

the majority problems are lack of means of communication and no good 

working environment, unclear structure, lack of confidence, lack of 

consistence, lack of motivation and commitment, absence of respect and 

value, stubbornness or inbred management ways of administration and 

more of monolog or one way of approach are some of the road-blocks of the 

school climate.     

10. Regarding the style of organizational climate leadership they practice 

currently, while all principals believed that democratic, conversely, the 



 

 

60 
 

majority 68% of the teachers respondents revealed that all authority in one 

man‟s hand (See item 2 of Table 3). 

 

11. The majority of the total respondents 63% of teachers confirmed that no 

satisfaction with their current job (See item 3 of Table 3). 

 

5.2. Conclusions  
 

The following conclusion is based on the major findings of the study:  

Almost the majority of teacher respondents indicated that the school climate 

was considered beyond the ability of the school principals. Most teachers‟ 

respondents particularly indicated that the school director/directress were the 

only decision-making in each school. 

 

It was identifying in the study, that principals were product oriented leaders; 

they give more attention to the school program. Therefore, from this it can be 

included that the principals in these schools understudy were autocratic rather 

than democratic leaders.   

 

The climate of interaction between and amongst the principal and teachers is 

among the important conceptualizations of school climate. In this regard, the 

primary and secondary school climate is defined by two general dimensions: 

openness and intimacy. According to evidences from this study, there is a 

difference in the level of openness and teachers‟ intimacy among the schools. 

This implies that the findings support the position that organizations such as 

schools, like fingerprints and snowflakes, are always unique: each has its own 

culture, tradition, and methods of actions which, in their totality, constitute its 

climate.  

Of the several factors which affect the climate of schools either positively or 

negatively, the behavior of the principals and teachers are the main ones. To 

have a favorable or open school climate and high intimacy of teachers both the 
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teachers‟ and principals‟ behavior should be authentic, energetic, goal-directed, 

and supportive, and the satisfaction of the principals and teachers should be 

derived both from task accomplishment and social-need gratification. But 

unfortunately, the findings of this study indicated that the organizational 

climate in most of the selected schools tends to be closed and the level of 

teachers‟ intimacy is low. Therefore, both the principals and teachers in most of 

the schools studied are inauthentic, less energetic, non goal-directed, and non 

supportive. Such a climate bears a negative impact on the motivation and 

performance of teachers and principals in particular and on school 

effectiveness in general. 

 

Finally, the findings of this study clearly indicate the existence of a significant 

relationship between the climate of the school and staff size. That is, small 

schools have the more open climate and high of teachers than do large schools. 

Thus, both the teachers‟ and principals‟ behavior which are determinants of 

school climate vary in size. Moreover, the level of performance and motivation 

of teachers and principals are associated with staff size. Implicit here is that 

staff size has also a great impact on school effectiveness. 

 

      5.3. Recommendations 
  

Based on the above summary and conclusion of the findings, some 

recommendations are forwarded as follows:  

4.3.1. As evidence in the study, the level of openness and teachers‟ intimacy in 

most schools studied was low. Apart from the limitation that this type of school 

climate has on teachers‟ satisfaction and performance, it is instrumental in 

demotivating students from working hard. Thus, although it requires major 

time and financial investment and strong support from all administrative 

levels, the schools need to take the initiation in changing the prevailing 

organizational climate. Here, the role of the principals in absolutely crucial. To 

develop an organizational climate that involves opportunities for teachers to get 
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better acquainted, to melt away barriers that separate them, to discover that 

they need and can reinforce each other, the principals need to fulfill the 

following:   

 i. They must begin with an awareness that they are really dealing, not with 

content or concepts, but with people. In other words, they must accept the 

fact they changing school climate really amounts to changing people, 

meaning that it is not an easy task. Thus, the principals need to exert high 

efforts by creating means of communication like open discussions, 

trainings, visits, and experience sharing (local and international) from other 

schools are some of tools to develop healthy school climate. 

 

ii. Each principal must be knowledgeable about the schools culture, including 

its values, behavior, group dynamics, motivation practices, leadership 

ideologies, and implications in human psychology. Moreover, to render these 

supports effectively, it needs to examine and improve its organizational 

structure and reallocate competent and skilled manpower. 

 

iii. They must be able to assess and practice associated with fostering positive 

climate to develop harmonious working relationship among the staff 

members through short-term trainings, visits or out-reach programs, get-

together, and other recreational programs.  

 

iv. Organizational climate of the school is a very crucial phenomenon for 

creating conducive environment for the professional activities that would 

improve the teaching-learning process. Teachers-principals have to get up-

to-date training, orientation, seminar and workshop on this issue. An 

effective manger (principals) is not only able to understand and predict 

problems, but also has the skills to change and control the behavior of 

teachers. Therefore the principals should be aware that organizational 

climate of the school is a perquisite to improve the teaching-learning 

process. 
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v. The principals have to also make periodic survey to determine ways in which 

the organizational climate has improved or deteriorated.  

 

4.3.2. The teachers should also be aware of the importance of favorable school 

climate. Accordingly, they have to be enthusiastic, accepting and 

respectful of the professional competence of their colleagues; and they 

have to be dedicated to students‟ achievement. In general, the teachers 

need to develop sincere, positive, and supportive relationships with 

administrators, their colleagues and students, so as to improve the 

climate of their schools. 

 

4.3.3. As observed in the study large staff sized schools have closed climate 

and less intimate teacher interactions. Thus, in order to develop a 

favorable organizational climate, reduce staff size must be maintained. 

To this end, we except more better than other schools to success also 

that the MoE must enact a policy of school size limit or standard so as to 

establish and maintain a more favorable organizational climate that 

assures the greatest possible the school effectiveness. 

  

4.3.4. Efforts should be made to boost the morale of principals especially who 

are grown old in the service by providing them with the necessary 

incentives and for both principals & teachers to   establish like credit 

association in each school should be reduce their burden. Because, if the 

morale of the principals is raised, they may be more concerned with their 

teachers‟ welfare ─ both personal and professional ─ and thereby 

improve the organizational climate of their schools. 

 

4.3.5. Finally, as far as the researcher‟s knowledge goes, the study is the first 

of its kind in Ethiopia. Thus, there is a need for further and more 

compressive studies on a nation-wide scale.  
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Appendix-A 
 

ADDIS ABABA UNIVERSITY  

SCHOOL OF GRADUATE COLLEGE OF EDUCATIONAL  

AND BEHAVIORAL STUDIES    

Questionnaire to teachers  

Dear teacher, 

This study is being conducted as part of a Master‟s thesis by a graduate 

student in the department of educational and behavioral studies, faculty of 

education, Addis Ababa University. 

The main purpose of the questionnaire is to examine the organizational climate 

of the Ethiopia Catholic Schools in Addis Ababa. By the phrase 

“organizational climate of a school” or “school climate” we mean the 

internal atmosphere of a school which can be determined by the behavior of 

the principal and the teaching-staff. Both the leader behavior of the principal 

and the group behavior of the teachers are specific, perceptible or observed 

activities among their own work group in the school. Based on the findings, 

possible solutions will be forwarded to a better implementation of the setup. It 

is hope of the researcher that your responses will be sincere.  

ü No need to write your name.  

ü All your responses will be kept confidential. 

ü All the responses will be used only for academic purpose. 

ü You are not responsible for whatever the research outcome will be.  

So you are kindly requested to complete all the questions in the questionnaire 

carefully and honestly before you return them. It is only your kind cooperation 

and honesty that makes the study reliable.  

Since the success of this study depends up on your responses, please read all 

the instructions before attempting to answer the questions.  

Thank you in advance for your participation in this study. 

Sincerely yours, 

 

Zewdu Tadesse. 
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Part One 

 

Instruction: Please complete this part-one, part-two & part-three of the 

questionnaire by putting an “P” sign against your response, and 

for items that require open answers, write down in the blank 

spaces corresponding to the questions.  

 

General Information  

 

1. Name of the School ______________________________ 

2. Sex:  Female           Male            

3. Age:  

A. 21-30   C. 41-50 

B. 31-40   D. Above 50   

 
 

4. Level of education:  

A. TTI   C. B.A/B.Sc.  

B. Diploma   D. M.A/M.Sc.    E.  Other (specify)___________ 

 

5. Total years of service  

A. Below 1 year  D. 11-15 years  G. 26-30   years 

B. 1-5 years    E. 16-20 years   H. above 31 years    
 

C. 6-10 years   F. 21- 25 years         

 

6. Years of service in your current position __________________ 

 

7. Years of service only in this organization __________________  
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Part Two 

1. In organizational climate, which styles of leadership do employees like most 

in your organization? 

E. All authority in one man‟s hand  

F. Being bureaucratic following strict rules and procedures  

G. Being democratic in dealing with people  

H.  Giving freedom to employees without control. 

        2. What is the style of organizational climate leadership your principal practice 

currently? 

     A. All authority in one man‟s hand  

B. Being bureaucratic following strict rules and procedures  

C. Being democratic in dealing with people  

D. Giving freedom to employees without control 

 3. Are you satisfied with your current job? 

 A. Yes  B. No  

  

4. Would you please state major problems you faced in relation to the  

    organizational climate of the school?  

  ____________________________________________________________________________ 

____________________________________________________________________________ 

  ____________________________________________________________________________ 

 

5. What possible solutions would you suggest to mitigate these problems? 

    

   ______________________________________________________________________________ 

______________________________________________________________________________ 
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Part Three 

 Instruction: Please indicate your response the following 41-items are                                    

decisional statements grouped into 9-categories. Indicate the answer which most 

nearly represents your feeling about the following statements. 

Responses: 5 for strongly disagree, 

4 disagree, 

                         3 neither agree or disagree, 

                                                      2 agree, and 

         1 strongly agree 

( make “P” mark to indicate your choice for each item except item 41 that require 

open answer, write down in the blank space or if you need more space use at the 

back of this question.) 

    

 

Category: Organization Design/Structure 

No. Items 5 4 3 2 1  

1 The organization‟s goals and objectives are clear to me.      

2 Employees have a shared understanding of what the 

organization is supposed to do. 

     

3 Roles and responsibilities within the group are 

understood. 

     

4 Clear reporting structures have been established.      

5 Employees at this organization have the right skill sets to 

perform their job functions. 

     

Category: Individual job characteristics 

6 I gain satisfaction from my current job responsibilities.      

7 My skills and abilities are fully utilized in my current 

 job. 

     

8 I have the opportunity to further develop my skills and 

abilities. 

     

9 I find that I am challenged in my current job role.      

10 My work adds value to the organization.      
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Category: Co-worker relations 

11 I feel my input is valued by my peers.      

12 Knowledge and information sharing is a group norm 

across the organization. 

     

13 Employees consult each other when they need support.      

14 Individuals appreciate the personal contributions of 

their peers. 

     

15 When disagreement occur, they are addressed  

promptly in order to resolve them. 

     

Category: Work Environment 

16 . I feel valued as an employee.      

17 I enjoy being a part of this organization      

18 Employees have a good balance between work and 

personal life. 

     

19 Moral is high across the organization.      

20 Employees speak highly about this organization.      

Category: The principal /Senior Management 

21 The principal sets high standards of excellence.      

22 The principal encourages collaboration across the 

organization. 

     

23 The principal treats employees fairly.      

24 I trust the information I receive from the principal.      

25 I believe the principal appreciates the work I do.      

Category: Direct supervisor/Academic director 

26 My direct supervisor makes sure I have clear goals to 

achieve 

     

27 My direct supervisor gives me helpful feedback on how 

 to be more effective. 

     

28 My direct supervisor listens to my ideas & concerns.      

29 My direct supervisor serves as a positive role model for 

me. 

     

30 I believe my direct supervisor appreciates the work I do.      
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Category: Work processes/Responsibility 

31 I am clear on how best to perform my work tasks.      

32 Everyone here takes responsibility for their actions.      

33 Work tasks are completed on-time.      

34 My work group operates effectively as a unit.        

35 We use efficient work processes when performing our 

jobs. 

     

Category: Communications/Support 

36 I receive the information I need to perform my job well.      

37 I am clear on how my job supports the department‟s overall 

objectives. 

     

38 When I need help, I can ask others in my work group  

for suggestions or ideas 

     

39 Interpersonal communication & relationships  

contribute to organizational performance. 

     

40 Our face-to-face meeting is  

Productive. 

     

 

 

Category: Comments 

41. Please provide any suggestions or recommendations as to how you improve 

performance across the organization. 

_______________________________________________________________________________

______________________________________________________________________________ 

__________________________________________________________________

__________________________________________________________________ 
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Appendix-B 

ADDIS ABABA UNIVERSITY  

SCHOOL OF GRADUATE COLLEGE OF EDUCATIONAL  

AND BEHAVIORAL STUDIES    

Questionnaire to Principals   

Dear Principal, 

This study is being conducted as part of a Master‟s thesis by a graduate 

student in the department of educational and behavioral studies, faculty of 

education, Addis Ababa University. 

The main purpose of the questionnaire is to examine the organizational climate 

of the Ethiopia Catholic Schools in Addis Ababa. By the phrase 

“organizational climate of a school” or “school climate” we mean the 

internal atmosphere of a school which can be determined by the behavior of 

the principal and the teaching-staff. Both the leader behavior of the principal 

and the group behavior of the teachers are specific, perceptible or observed 

activities among their own work group in the school. Based on the findings, 

possible solutions will be forwarded to a better implementation of the setup. It 

is hope of the researcher that your responses will be sincere.  

ü No need to write your name.  

ü All your responses will be kept confidential. 

ü All the responses will be used only for academic purpose. 

ü You are not responsible for whatever the research outcome will be.  

So you are kindly requested to complete all the questions in the questionnaire 

carefully and honestly before you return them. It is only your kind cooperation 

and honesty that makes the study reliable.  

Since the success of this study depends up on your responses, please read all 

the instructions before attempting to answer the questions.  

Thank you in advance for your participation in this study. 

Sincerely yours, 
 

Zewdu Tadesse. 
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Part One 

 

Instruction: Please complete this part-one and part-two of the questionnaire 

by putting an “P” sign against your response, and for items that 

require open answers, write down in the blank spaces 

corresponding to the questions.  

 

General Information  

1. Name of the School ______________________________ 

2. Sex:  Female                Male            

3. Age:  

A. 21-30   C. 41-50 

B. 31-40   D. Above 50   
 

4. Position 

A. Teacher    C. Principal   

B. Vice-principal    D. Other (specify) ______________________  

 

5. Level of education:  

C. TTI   C. B.A/B.Sc.  

D. Diploma   D. M.A./M.Sc.    E.  Other (specify)___________ 

 

6. Total years of service  

D. Below 1 year  D. 11-15 years  G. 26-30   years 

E. 1-5 years    E. 16-20 years   H. above 31 years    
 

F. 6-10 years   F. 21- 25 years         

 

7. Years of service in your current position __________________ 

 

8. Years of service only in this organization __________________  
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Part Two 
 

1. In organizational climate, which styles of leadership do employees like most in your 

organization? 

I. All authority in one man‟s hand  

J. Being bureaucratic following strict rules and procedures  

K. Being democratic in dealing with people  

L.  Giving freedom to employees without control. 

          2. What is the style of organizational climate leadership you practice currently? 

     A. All authority in one man‟s hand  

B. Being bureaucratic following strict rules and procedures  

C. Being democratic in dealing with people  

D. Giving freedom to employees without control 

   3. Are you satisfied with your current job? 

 A. Yes  B. No  

   

   4. Would you please state major problems you faced in relation to the organizational 

climate of the school? 

_______________________________________________________________________________________

_______________________________________________________________________________________

___________________________________________________________________________________ 

 

    5. What possible solutions would you suggest to mitigate these problems? 

__________________________________________________________________________________________

__________________________________________________________________________________________

_______________________________________________________________________________________ 
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Part Three 

 

Interview Questions Presented to Primary and Secondary 

School Principals 

 

1. To what extent is the relationship among the school community healthy?  

2. Are the teachers loyal to the school administration? If no, why? 

3. Is the morale of teachers high? If no, why? 

4. To what extent to teachers help and support each other? 

5. To what degree are teachers committed to the success of their students? 

6. Is the academic achievement of students satisfactory? If no, why? 

7. Is there intimate social relationship among the staff?  If no, why? 
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Appendix C 

 
Table 1 : THE OLDEST SCHOOLS BUILT BETWEEN 1844 AND 1930  

 

 
No. 

 
Church 
Jurisdictions 

 
 School Name 

 
Found 

 
Wereda 

1 Adigrat Tsinsetamariam Catholic Secondary  
and Preparatory School 
 

1844 Adigrat 

2 Adigrat Lidetamariam Catholic School 

 

1845 Irob 

3 Harar Karramile St. Joseph Catholic 
School 
 

1896 Goro Gutu 

4 Harar Harar Abune Andreas Catholic 
School 
 

1901 Harar 

5 Meki Waragu Catholic School 
 

1909 Gololcha 

6 Harar Dire Dawa Bisrate Gabriel Catholic 
School 
 

1910 Dire Dawa 

7 Harar Dire Dawa Notre Dame Catholic 
School 
 

1912 Dire Dawa 

8 Meki Minne Catholic School 
 

1920 Gololcha 

9 Nekemte Metcha  Boroddo Catholic School 

 

1921 Dandi 

10 Nekemte Komto Catholic School 
 

1924 Wayu Tuka 

11 Addis Ababa Lazarist Catholic School 
 

1925 Addis 
Ababa 

12 Nekemte Sakko Medhanealem Catholic 
School 
 

1926 Anaa  Sayo 

13 Addis Ababa St. Mary‟s Catholic School 
 

1927 Addis 
Ababa 

14 Nekemte Ghimbi  St. Michael Catholic School 
 

1929 Ghimbi 

15 Addis Ababa Dessie Kidanemehret Catholic 
School 
 

1930 Dessie 
Zuria 
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Table 2 : G ROWTH OF CATHOLIC SCHOOLS BY PERIODS 

 

 

No.   

 

Period 

 

Number of Schools 

 

Duration of years 

 

1 1844 - 1930 15 86 
 

2 1931 - 1951 3 20 
 

3 1952 - 1961 19 9 
 

4 1962 - 1974 41 12 

 
5 1975 - 1991 78 17 

 
6 1992 - 2011 165 19 

 
Total 323 163 

 

 

Source: Ethiopia Catholic Church, Catholic Education Yearbook 2012 Issue No. 2, p. 8-9 
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Appendix D 

 

Catholic Schools in the Addis Ababa City (2014)  

 

No. 

                  

        School Name 

 

Year Started 

(G.C.) 

 

Grade 

Level 

 

Location   

(Sub-city/    

Kebele) 

         No. of 
Current students 
 

 

Teachers 

 

Admin . 

Staff 

 

Remark 

M F T 

1 Lazarist Catholic School 1925 (1917) 1-12 Gulele/08 327 204 531 34 37  

2 St. Mary Catholic School 1927 (1920) KG-12 Gulele/08 214 1412 1626 57 39  

3 Kidane Mehret School 1957 (1950) 1-10 Arada /13 389 462 851 35 8  

4 Nativity Girl’s School 1962 (1954) KG-12 Arada/02    - 2062 2062 63 26  

5 Lideta Catholic Cathedral 

School 

1961 (1953) G1-12 Arada/02 2059 790 2849 80 4  

6 Nazareth School 1958 (1950) KG-12 Arada/01    - 1510 1510 56 29  

7 St. Joseph School  1960 (1952) 1-12 Kirkos/20 1528    - 1528 46 33  

8 Mariam Tsion School  1975 (1967) 1-10 Yeka/07 677 707 1384 40 -  

9 Atse Teklegiorgis School 1970 (1963) KG-8 Gulele/06 398 430 828 33 16 No Fee 

Charge 

10 Don Bosco Catholic School 1998 (1991) 1-12 Nifas Silk 

Lafto/02 

722 735 1454 77 4  

 

 
  



 

 

81 
 

Appendix – E  

Catholic Schools in the Archdiocese of Addis Ababa 

No. School Name Founded         

G.C. 

Grade 

Level 

Town or        

Locality 

Wereda 

1 Daughters of St. Anna Catholic TVET 1968 TVET Addis Ababa 02 

2 Mendida Cistercian Monastery Catholic TVET 1980 TVET Mendida Mendida Abichu 

3 Sitam Dressmaking & Fashion Design TVET 1979 TVET Addis Ababa - 

4 Mary Help Catholic V.T.C  2002 TVET Addis Ababa N/Lafto 

5 Kombolcha Catholic H/Saviour School 1997 KG – 8 Combolcha Combolcha 

6 A.A. Catholic Archdiocese Women’s TVET 1983 TVET Addis Ababa Arada 

7 St. Mary Catholic KG 1994 KG Adama Adama 

8 St. Mary Catholic Vocational T.C 2005 TVET Nazareth Adama 

9 Modjo Catholic Church KG 1994 KG - 8 Modjo Modjo 

10 Maria Rubatto Catholic School 1995 KG - 8 Addis 

Ababa 

4 

11 Gurdian Angel’s Catholic School 1983 KG - 8 Bishoftu Ada 

12 Atse Tekle Giorgis Catholic School 1970 KG - 8 Addis Ababa 4 

13 St. Joseph Catholic School 1954 KG - 12 Adama Adama 

14 Divine Providence Sisters’ Catholic School 2004 KG - 8 Debre Berhan Debre Berhan 

15 St. Mary’s Catholic School 1927 KG - 12 Addis Ababa 10 

16 Nativity Girl’s Catholic School 1962 KG - 12 Addis Ababa Arada 

17 Kidane Mehret School 1957 KG - 10 Addis Ababa 7 

18 Nazareth School 1958 KG - 12 Addis Ababa 6 (11/12) 

19 Lazarist Catholic School 1925 KG - 12 Addis Ababa 7 

20 Ursoline Sisters’ Catholic KG 1970 KG Dessie Dessie Zuria 

21 Ursoline Sisters’ Catholic TVET 1977 TVET Dessie Dessie Zuria 

22 Kobbo Ursoline Sisters’ Catholic KG  1976 KG Kobbo Kobbo 

23 St. Anna Catholic KG 1976 KG Addis Ababa 17 

24 Mother Catholic Education Program 2008 KG Muketuri Muketuri 

25 Yeslam Negist Catholic KG 2003 KG - Sedeberna Wayou 

26 Divine Province Sisters’ Catholic KG 1999 KG Addis Ababa - 

27 Divine Province Sisters’ Catholic KG 1972 KG Medida Abichu & Genea 

28 New Hope Catholic KG 2008 KG Addis Ababa 02 

29 St.Mary’s Catholic Nursery School 1981 KG Addis Ababa - 

30 Capuchin Sisters’ Catholic KG 1978 KG Addis Ababa - 

31 Bethelhem Catholic KG  1991 KG Debre Berhan Debre Berhan 

32 Axilium Catholic School 2010 KG Addis Ababa - 

33 St. Mary Catholic KG 1984 KG Debre Berhan Debre Berhan 

34 St. Teress Catholic School 1977 KG Debre Berhan Debre Berhan 

35 St. Joseph Catholic School 1960 1 - 12 Addis Ababa Kirkos 

36 Addis Ababa Ursoline Sisters’ Catholic KG 1986 KG Addis Ababa 7 

37 Lideta Catholic Cathedral School 1961 1 - 12 Addis Ababa Arada 

38 Mariam Tsion Catholic School 1975 1 - 10 Addis Ababa 7 

39 Dessie Kidanemehret Catholic School 1930 1 - 12 Dessie Dessie Zuria 

40 Pier Paulo Catholic KG   KG Addis Ababa Kirkos 

41 Kobbo St. Joseph Catholic School  1 - 10 Kobbo Kobbo 

42 Adama Franciscan Sisters’ Catholic KG  KG Adama Adama 
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Appendix F 

Table 1: Item Total Statistics 

 

No. 

 

Items 

Scale   

Mean          

if item 

Deleted 

Scale 

Variance 

Mean if item 

Deleted 

Corrected 

item-total 

Correlation  

Cronbach‟s 

Alpha  if item 

Deleted 

1 The organization‟s goals and 

objectives are clear to me. 

137.32 257.060 0.055 O.783 

2 Employees have a shared 

understanding of what the 

organization is supposed to do. 

137.88 256.693 0.083 0.781 

3 Roles and responsibilities within  

the group are understood. 

137.04 250.873 0.212 0.776 

4 Clear reporting structures have 

 been established. 

137.16 260.223 - 0.OO1 0.783 

5 Employees at this organization have 

the right skill sets to   perform their 

job functions. 

137.76 263.357 - 0.091 0.787 

6 I gain satisfaction from   my current 

job responsibilities. 

138.20 242.667 0.438 0.767 

7 My skills and abilities are fully 

utilized in my current job. 

137.56 261.423 - 0.047 0.787 

8 I have the opportunity to further 

develop my skills and abilities. 

138.36 143.740 0.472 0.767 

9 I find that I am challenged in my 

current job role. 

138.16 243.723 0.408 0.769 

10 My work adds value to the 

organization. 

137.44 246.007 0.347 0.771 

11 I feel my input is valued by my  

peers. 

137.68 244.227 0.343 0.771 

12 Knowledge and information sharing is 

a group norm across the organization. 

138.00 241.417 0.415 0.768 
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13 Employees consult each other when 

they need support. 

138.40 245.167 0.419 0.769 

14 Individuals appreciate the personal 

contributions of their peers. 

138.32 244.727 0.455 0.768 

15 When disagreements occur, they  

are addressed promptly in order to 

resolve them. 

138.52 254.343 0.185 0.777 

16 I feel valued as an employee. 138.60 249.167 0.257 0.774 

17 I enjoy being a part of this 

organization 

137.72 248.710 0.259 0.774 

18 Employees have a good balance 

between work and personal life. 

138.OO 253.833 0.134 0.779 

19 Moral is high across the organization. 138.04 250.707 0.232 0.775 

20 Employees speak highly about   this 

organization. 

137.52 242.760 0.348 0.770 

21 The principal sets high standards 

 of excellence. 

137.20 248.000 0.241 0.775 

22 The principal encourages 

collaboration across the organization. 

137.48 258.177 0.028 0.784 

23 The principal treats employees 

 fairly. 

137.68 262.310 -0.064 0.787 

24 I trust the information I receive 

 from the principal. 

137.56 248.590 0.306 0.773 

25 I believe the principal appreciates  

the work I do. 

137.40 250.833 0.181 0.778 

26 My direct supervisor makes sure I 

have clear goals to achieve 

137.28 249.460 0.224 0.776 

27 My direct supervisor gives me    

helpful feedback on how to be more 

effective. 

137.36 261.073 -0.032 0.785 

28 My direct supervisor listens to my 

ideas & concerns. 

137.16 253.057 0.206 0.776 
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29 My direct supervisor serves as a 

positive role model for me. 

137.36 244.157 0.399 0.769 

30 I believe my direct supervisor 

appreciates the work I do. 

138.96 241.873 0.618 0.764 

31 I am clear on how best to perform 

 my work tasks. 

138.72 247.043 0.528 0.768 

32 Everyone here takes    responsibility 

for their actions. 

137.36 261.323 -0.034 0.784 

33 Work tasks are completed on-time. 136.96 248.290 0.398 0.771 

34 My work group operates effectively 

as a unit.  

 

137.36 

253.240 0,169 0.778 

35 We use efficient work processes 

 when performing our jobs. 

137.28 251.460 0.261 0.775 

36 I receive the information I need to 

perform my job well. 

137.16 246.723 0.414 0.770 

37 I am clear on how my job supports the 

department‟s overall objectives. 

136.68 250.227 0.411 0.771 

38 When I need help, I can ask others 

 in my work group for suggestions  

or ideas 

136.44 252.007 0.311 0.774 

39 Interpersonal communication & 

relationships  contribute to 

organizational performance. 

136.36 252.073 0.364 0.773 

40 Our face-to-face meeting is  

Productive. 

136.72 253.710 0.265 0.775 

 

 

Reliability Statistics 

Cronbach’s Alpha No. of Items 

0.779 40 
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Table 2: Reliability Statistics of Items 
 

 

No. of 
Category 

 

Item 

 

Reliability 
Statistics 

 

No. of 
Items 

1  Organization Design/Structure 

 

0.384 5 

2 Individual job characteristics 
 

0.706 5 

3 Co-worker relations 
 

0.619 5 

4 Work Environment 
 

0.714 5 

5 The principal /Senior Management 

 

0.762 5 

6 Direct supervisor/Academic director 

 

0.681 5 

7 Work processes/Responsibility 
 

0.731 5 

8 Communications/Support 

 

0.798 5 

 
Level of Significance (α)= 0.05 
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