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                                                                  Abstract 

    The objective of this study was to assess the influence of the principals’ leadership styles on      
the teachers’ performance in East Wollega Zone selected secondary schools. In this study a 
descriptive survey design was used. Among the 17 Weredas found in the Zone, 6 were selected 
purposively. From 18 secondary schools found in the woredas 6   schools were taken as 
sample; by using simple random sampling. The sample teachers 138 were selected by using 
Stratified random sampling technique. Additionally, 6 secondary school supervisors, 6 school 
principals and 7 vice principals were selected by available sampling technique. The 
instruments of data collection were questionnaires, semi structured interview, and document 
analysis. The data were analyzed by using frequency, percentages, mean and standard 
deviation. The data gathered from interviews and documents were analyzed qualitatively 
through narration for the purpose of triangulation. The findings of the study indicated that 
secondary school leaders mostly used mixed leadership style to influence teachers’ 
performance. They also had low involvement of teachers in decision making on school issues.  
As the finding of the study revealed, the proper delegation of authority and responsibility to 
teachers makes teachers to inculcate a sense of responsibility. Furthermore, there was no 
concerned body to evaluate the impact of continuous professional development and give 
timely feedback positively and negatively  In general, as the finding of the study revealed 
secondary school leaders of  East Wollega zone were not effective in the involvement of 
teachers’ in decision making and development of teachers’ professional. Therefore, it is 
recommended that Woreda education Offices in collaboration with Zone Education 
Department and Regional Education Bureau should give sustainable technical assistance 
including training for school leaders. Woreda education offices and school leaders give 
attention and timely feedback on continuous professional development to enhance teachers’ 
performance. Finally, the REB is advised to promote and sustain the upgrading training 
system of secondary school leaders to capacitate them with adequate technical and 
administrative skills and give value to CPD in teachers’ career structure.  
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CHAPTER ONE 
                                  The problem and its Approach  

1.1. Introduction 
This chapter is concerned with the introductory part of the study. It includes; back ground 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 key terms and the organization 

of the study.  

1.2. Background of the study 
Leadership style is an important aspect in the success of any organization due to its effects on 

employees’ performance. In a constant changing social, economic and technological,   

environment, leadership is more important attribute of management; whereas managers 

concern with bringing resources together, developing strategies, organizing and controlling 

activities to achieve the planned objectives. Leadership increases the effectiveness and 

proficiency of management and sustainable performance (Reed 2005) and effective 

management of resources. Maicibi (2005) observes that proper leadership style leads to 

effective performance in learning institutions.   

Leadership styles are often an extension of the personality of the leader and are shaped by the 

needs of the position. The study conducted in Kenya on the main effects of leadership styles 

on employee performance by Koech and Namusonge (2012) found that the leadership styles 

influences teacher performance and it was recommended that managers should discard 

laissez-faire leadership style by becoming more involved in guiding their subordinates; public 

managers should formulate and implement effective reward and recognition systems. In 

Uganda, Nampa (2007) studied on teacher performance in Catholic schools in Luwero 

District identified that guidance and directing needed for good performance of teachers. 

Guidance and directing ensure that everything moves in the right direction and what goes 

wrong is put right. This can be done through direct observation of how work is being done or 

through reports from various departments. Therefore, for an institution to achieve better 

performance, a leader must constantly find out the day-to-day progress of work in order to 

put right what may be going wrong.  
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School Leadership can be understood as a process of influence based on clear values and 

beliefs and leading to a vision for the school. At school level an appropriate leadership style 

is very important in improving student’s achievement, developing school culture and stuff 

commitment, and also boasting the quality of learning experience. There are different 

leadership styles that are practiced by school principals that enable the school teachers to 

participate in different activities. A school system is one of the public institutions having its 

own specific goals and objectives to be achieved and such responsibility delegated to school 

leaders. By supporting this idea, Temesgen (2011) suggests that the success of a school is 

accomplish its goals depends largely on the ability of the leaders. Leadership effectiveness is 

believed to be crucial for the overall success of any organization. Accordingly, Oakland, 

(1993) asserts that effective leadership is an approach to improve the competitiveness, 

effectiveness and flexibility of the whole organization through planning, organizing and 

allowing participation of all members at the appropriate level. Clark and Clark (2002) 

explained that different people require different styles of leadership. For example, a newly 

hired person requires more supervision than an experienced employee. A person who lacks 

motivation requires different leadership styles and supervision than one with a high degree of 

motivation.  

   Currently, the governments of Ethiopia made the education sector its agenda to ensure the 

provision of quality education for all citizens, which was launched as a major nationwide 

reform program to improve the quality of education (MoE, 2010). Thus, in fostering these 

aims and objectives, the school principal has important roles to play. Among these roles 

include providing effectiveness leadership in secondary schools, thereby enhancing better 

performance among teachers. Supporting this, Crum & Sherman (2008) stated that the 

principal needs to provide highly valued, in sights in to their daily styles that foster an 

environment which is supportive of high teachers' performance. These roles are categorized 

in developing personnel and facilitating leadership responsible delegation and empowering 

team, recognizing ultimate accountability, communicating, facilitating instruction, and 

managing change. But, the main challenges for the principals are to create and promote the 

conducive atmosphere for teaching and learning: efforts in undermine teachers in decision 

making, absolute communication with teachers' and delegation of duties at schools is 

considered as the most influential of the employee's performance within entire school 

atmosphere that not applying efficient leadership styles (Love 1993, Moore, Cheng and 
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Dainty, 2002 and UNESCO 2006). Successful school principal have been taught to be, due to 

the different styles that are used in their administration process. 

The principal's leadership style influences the efficiency and the effectiveness of the teachers' 

performance in school (Alagehab, 1997). Okumbe (1998) on the other hand defines leadership 

styles is particular behaviours applied by a leader to motivate subordinates to achieve the 

objectives of the organization. Due to this, the principal i s  expected encourage to effective 

performance of teachers by identifying their needs and trying to satisfy or meet them. 

Supporting this argument Ijaiya (2000) remarked that teachers express a desire for more 

participation indecision-making. Leadership is regarded as one of the most factors to influence 

teacher performance for the realization of organizational objectives. As education being one of 

the services giving organization, effective leadership is crucial to realize the mission and 

vision of education to society.  

The commitment of teachers is very important to work together, to solve problems, to increase 

the competency of teachers and to improve the students’ academic performance. Therefore, 

the aim of this study i s  to explore the influence of principals' leadership styles on teachers’ 

performance in selected secondary schools of East Wollega Zone. 

1.3. Statement of The problem.  

Ministry of Education (2010) stated that principals need to have the theoretical knowledge, 

skill and adequate experiences in school leadership and management and/or should have a 

profile of possession of various trainings on school leadership and management so as to play 

active and effective leadership style in school improvement programs. In the education and 

training policy of Ethiopia stated that the main objective of teaching learning process our 

country is to enable the learner to acquire knowledge’s and skills to solve problem. This 

objective is realized only if students get quality education that makes them competent in world 

of competition. And one of the measure through which quality is assured is through effective 

school leaders.   

Therefore principals as educational leaders play a critical role in the success of the school i n  

building a strong culture of collaboration and creative problem solving, set appropriate 

curriculum implementation mechanism, and possess an instructional leadership quality that 

takes responsibility for students achievement, develop and communicate plans for 

effectiveness teaching, among all staff members and monitor students learning progress and 

closely work with parents (MoE, 2005). But, Yenenew ( 2012) n o t e d  that most secondary 

schools of East Wollega Zone are characterized by delay; in the beginning time of the 
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instructional process, problem of curriculum coverage, burden of makeup class around the end 

of the semester, etc. were noticed.  

Supporting t h i s , Weiss ( 1993) emphasized that the successful implementation of the 

curriculum depends largely, on delegation and sharing decision styles of principals that 

improve teachers' job opportunities, satisfaction, career commitment and intention to complete 

the syllabus contents on terms scheduled. In this regard, Nanson ( 2010) argued that most   

principals' are hardly seen in their offices executing their duties; they neither delegate duties 

nor fully communicate to their teachers. The researcher has served twelve years in East 

Wollega Zone as a teacher, supervisor, vice principal and principal. With respect to this, the 

researcher observed that the teachers are not interested with the decision made by principal, 

delegation of authority and responsibilities in different activities of the school, how to 

encourage continuous teacher professional development. This initiated the researcher to 

undertake the study.  

Therefore the study tr ies to investigate the influences of principals' leadership styles on 

teachers' performance in East Wollega zone selected secondary school guided by the 

following basic questions.  

1 What leadership style do principals mostly use to influence teachers’ performance? 

2 To what extent do school principals involve teachers in school decision-making? 

3   How far do school principals delegate authority and responsibilities to teachers? 

4   To what extent do school principals encourage teachers’ professional development?  

1.3. Objective of the study  
The study has both general and specific objective. 

1.3.1. General objective 
The general objective of the study was to assess the influence of the principals’ leadership 

styles on the teachers’ performance in East Wollega Zone selected secondary schools. 

1.3.2. Specific Objectives 
1. Identify leadership style the principals mostly use to influence teachers’ performance.   

2.  Determine the extent to which school principals involve teachers in school decision-

making. 

3.  Describe the extent to which the school principals delegate authority and 

responsibility to   teachers. 

4. Assess whether the school principals encourage teachers professional development.  
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 1.4. Significance of the study  

Principals need to be the prime role models of learning and should create schools in which 

student learning is continuously on the rise because the teachers of the schools are 

continuously learning. It was clear that leadership plays an important role in the 

attainment of organizational goals by creating a climate that would influence 

employees’ attitudes, motivation, and behaviour. 

Specifically the result of this study has the following importance for the school principals, 

teachers, management committee, students and others. 

1. It may help the school principals with new knowledge, theories and methodologies 

leaders need in secondary schools for their encouraging approach to make the teachers 

more effective. 

2. It will help the school leaders exercise efficient leadership styles so as to improve 

teachers' performance. 

3. It may give a  b e t t e r  p ic tu r e  of principals’ leadership style to Zonal education 

office and Woreda education offices.  

4. It may serve as reference and may invite others for further in-depth researches on the 

topic. 

1.5. Delimitation/Scope of the study. 

In order to make this study more manageable, the study was delimited in content, time and 

setting. The study focuses on leadership style, involvement of teachers in school decision 

making, delegation of authority and responsibilities to teachers and teachers’ professional 

development. The time frame of the study it confined to the last three years practice. 

Geographically, the scope of this study is delimited to Oromia regional state, East Wollega 

zone, specifically in 6 (six) selected secondary schools. These are Gute secondary school, Sire 

secondary school, Gatama secondary school, Ano secondary school, Ifa secondary school and 

Uke secondary school. 

1.6. Limitations of the study 

  First, while there are various models of leadership style. But, this research was not 

incorporating all models to see teachers' performance. The investigation was run by focusing 

on the three-leadership styles and teachers performance; which are prepared based on House 
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(1968) path goal theory of leadership. In addition, the lack of similar research works on the 

issue investigated in the study area has 

 

 limited the researcher from consulting more findings in the literature as well as in the 

discussion part.   

1.7. Definition of key terms 

Continuous professional development (CPD) is any processes consisting of unconscious          

                   natural learning experiences and those conscious and planned activities which are                                            

                   intended to be of direct or indirect benefit to the individual, group or school,   

                  which contribute, through these, to the quality of education in general and the  

                  practice in classroom in particular (MOE,2013). 

 Delegation is the pushing down of the authority from superior to subordinate (Ayalew,  

                 2014) 

Involvement in Decision-making refers to practice by which both superiors and  

                   subordinates jointly sit together to discuss the way to run the organization  

                  (Okumbe, 1998)  

Leadership style the manner and approach of providing direction, motivating people and  

                   achieving objectives (Daresh, 2002).  

Secondary schools; In Ethiop ian context refers to the school system established to offer   

                      two years of education (grade9-10) (MOE   1994).  

1.8. Organization of the study. 
The study was organized in to five chapters. Chapter one presents the nature of the problem 

and its approach.  Chapter two presents review of related literature. Chapter three focuses on 

research designs and methodology,  Chapter four deals with the presentation,  analyses and 

interpretation of the data. Finally, chapter five summarizes the main findings, conclusions and 

recommendations.  
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                                  CHAPTER TWO 

            REVIEW OF RELATED LITERATURE  

2.1. Introduction  

This chapter presents a theoretical knowledge of the phenomenon leadership styles on 

teachers’ performance. Leadership as a key factor in determining organizational success has 

been studied extensively in the past century in the management field. It fosters a climate of 

trust, nurtures employees’ confidence and encourages their individual development (Bass & 

Avolio, 2000). Leadership and motivation opens our minds to new thought of how people 

behave and why. It also helps in understanding some general principles of human behavior. 

 The development of institutions depends on the relationship between leaders and followers. 

There are different factors that have no impact on developing a choice in leadership styles 

and particularly on leadership between leaders and followers. Adeyemi (2006) argued that, 

head teachers who have poor leadership skills lack focus on instructional leadership. This can 

be a problem, particularly in the primary phase, where head teachers equate accountability 

with responsibility and have little understanding of how to delegate those areas of 

responsibility   that   might best be carried out by another member of staff. 

The study on Principals’ Leadership Styles and Teachers’ Job Performance in Lagos State 

Public Secondary Schools by Akerele (2007) concluded that leadership style could be seen as 

the process of influencing the activities of an organization toward goal setting and goal 

achievement. As such as, it must be stressed that any meaningful and useful definition of 

leadership must contain some elements such as a group to be led which must have a set of 

laid down objectives, there must be conscious attempts to influence the behaviour of others 

within the group and there must be willingness of subordinates to carry out the action. 

Hargreaves (2000)  state that there is no doubt that teachers themselves prefer head teachers 

who are honest, communicative, participatory, collegial, informal, supportive and demanding 

and reasonable in their expectations with a clear vision for the school. Hargreaves continues 

to argue that teachers prefer a head teacher who works with them rather than through them. 

Leadership is the interpersonal influence towards attainment of specific goals in specific 

situations; he also observes that without leadership, organizations were nothing but masses of 

individuals. Management of teachers in the school context involves the skilful control and 

guidance of teachers in order to achieve the school desired outcomes. 
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2.2. Concept of Leadership style  

Leadership play an important role in the attainment of organizational goals by creating a 

climate that would influence employees’ attitudes, motivation and behaviors. Wales, (2011) 

has identified three styles of leadership. These include the autocratic, democratic and Laissez-

faire leadership styles. The autocratic leadership style is also known as the authoritarian style 

of leadership. Power and decision-making reside in the autocratic leader. The autocratic 

leader directs group members on the way things should be done. The leader does not maintain 

clear channel of communication between him/her and the subordinates. He or she does not 

delegate authority nor permit subordinates to participate in policy-making (Smylie and Jack, 

1990; Hoy and Miskel, 1992). 

The democratic style of leadership emphasizes group and leader participation in the making 

of policies. Decisions about organizational matters are arrived at after consultation and 

communication with various people in the organization. The leader attempts as much as 

possible to make each individual feel that he is an important member of the organization. 

Communication is multidirectional while ideas are exchanged between employees and the 

leader (Heenan and Bennis 1999). In this style of leadership, a high degree of staff morale is 

always enhanced (Mba, 2004). 

Laissez-faire leadership style allows complete freedom to group decision without the leader’s 

participation. Thus, subordinates are free to do what they like. The role of the every leader in 

every organization performs certain roles/tasks for the smooth running of the organization and 

improvement of organizational performance. As a result, Ezeuwa (2005) sees it as the act of 

influencing people so that they strive willingly and enthusiastically towards the 

accomplishment of goals. In the same manner, Ukeje (1999) observes that leadership means 

influencing people to work willingly with zeal towards the achievement of the corporate goals. 

A leader cannot work alone; he must have people to influence, direct, carry along, sensitize 

and mobilize towards the achievement of the corporate goal. The manner that leader performs 

these roles and directs the   affairs of the organization is referred to as his/her leadership style.   

Some leaders are more interested in the work to be done than in the people they work with 

while others pay more attention to their relationship with subordinates than the job. Whether a 

leader emphasizes the task or human relations is usually considered central to leadership style. 

Chandan (1987) define leadership style is the ingredient of personality embodied in leaders 

that causes subordinates to follow them. Okumbe (1998) on the other hand defines leadership 

styles is particular behaviours applied by a leader to motivate subordinates to achieve the 
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objectives of the organization. The school principal is in a unique position as the manager or 

administrator who controls schools’ resources for the purpose of achievements educational 

goals and can accelerate the process of schools development or can demolish the progress of 

education (Oyedeji, 1998).  As such,   a leadership   style occupies an   important   position   in   

school management. 

 

Leaders express leadership in many roles. These, among others, are formulating aims and 

objectives, establishing structures, managing and motivating personnel and providing 

leadership (Daresh 2002:11). However, Nathan (1996:7-8) asserts providing leadership is a 

very essential component of a leader's role. The leadership style leaders choose to perform the 

above mentioned roles will determine whether they will accomplish the task at hand and long-

term organizational goals or not, and whether they will be able to achieve and maintain 

positive relationships with staff (Mazzarella & Smith 1989:28). 

 

2.3. Types of Leadership Styles 

Leadership can be defined in number of ways leadership might be interpreted in simple terms, 

such as “getting others to follow or getting people to do things willingly” or interpreted more 

specifically, for example as the use of authority in decision-making. It may be exercised as an 

attribute of position or because of personal knowledge or wisdom. Many principals have not 

considered their styles of leadership as determinants of teachers’ performance in their schools. 

Hence, some of them seem to find it difficult to effectively administer their schools (Oyedeji, 

1998). As such, leadership style occupies an important position in school management. The 

school principal is in a unique position as the manager or administrator who controls schools’ 

resources for attaining organizational goals. 

2.3.1. Democratic Leadership Styles 

Democratic leadership refers to a situation where there is equal work among leaders and 

followers. According to Goldman (2002), democratic organizations typically have the 

following six characteristics: policies are determined by a group of organizations, technical 

and job performance measures are discussed so they are understood by all, leaders provide 

advice to members in regards to implementing tasks, members are free to choose with whom 

they work, the group determines the distribution of tasks, and leaders try to be objective in 

giving praise and criticism. Goldman (2000) states that leaders using a democratic style of 
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leadership build consensus through participation, but these leaders also expect a higher level 

of excellence and self-d irect ion. From my own experience, I have observed that these 

leaders have time to listen and share ideas with their followers. They also tend to be more 

flexible and are responsive to one's needs. They are able to motivate teachers to participate in 

decision-making and are respectful. 

 

The democratic style of leadership emphasizes group and leader participation in the making of 

policies. Decisions about organizational matters are arrived at after consultation and 

communication with various people in the organization. The leader attempts as much as 

possible to make each individual feel that he is an important member of the organization. 

Communication is multi directional while ideas are exchanged between employees and the 

leader (Heenan and Bennis, 1999). In this style of leadership, a high degree of staff morale is 

always enhanced (Mba, 2004). In other words, consultation, team work and participation are 

the common key characteristics of successful schools. House and Mitchell as reported in 

Oyetunyi (2006) suggest that a leader can behave in different ways in different situations. The 

following are the four kinds of leaders' behaviour. 

2.3.1.1. Directive Style 

Directive leadership style is similar to the task-oriented style. The leader who uses this type of 

leadership style provides teachers with specific guidelines, rules and regulations with regard to 

planning, organizing and performing activities. This style is deemed appropriate when the 

subordinates' ability is low and or the task to be performed is complex or ambiguous. Job 

satisfaction is increased when the leader gives more directives (Hoy & Miskel 2001:408). 

2.3.1.2. Supportive Style 

Supportive leadership style is more of a relationship-oriented style. It requires the leader to be 

approachable and friendly. He/she displays concern for the wellbeing and personal needs of 

the subordinates. He/she creates an emotionally supportive climate. This style is effectiveness 

when subordinates lack self-confidence; work on dissatisfying or stressful tasks and when 

work does not provide job satisfaction (Hoy & Miskel 2001:408).  

2.3.1.3. Participative Style 

The leader who employs this style consults with subordinates for ideas and takes their ideas 

seriously when making decisions. This style is influence when subordinates are well 
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motivated and competent (Lussier & Achua 2001:175). Participative leadership style is 

appropriate when the organization has communicated its goals and objectives to subordinates 

and the subordinates have accept it, when rewards and involvement are used as primary 

means of motivation and control, when the workers are reasonably knowledgeable and 

experienced and when the time for task completion allows for the participation. Participative 

style, representing leadership practices that promote cooperation and commitment i.e. 

promoting open communication with the staff, leaving instructional autonomy to teachers, 

creating a common vision for school improvement, actively involving staff in planning and 

implementing this vision, solving problems in cooperation with the teachers, implementing 

participative decision making processes facilitating decision making by consensus, discussing 

school affairs with the teachers. 

2.3.1.4. Achievement-Oriented Style 

In this style, the leader sets challenging but achievable goals for the subordinates. He/she 

pushes work improvement sets high expectations for subordinates and rewards them when the 

expectations are met. That is, the leader provides both high directive (structure) and high 

supportive (consideration) behaviour. This style works well with achievement-oriented 

subordinates (Lussier & Achua 2001) 

2.3.1.5. Instructional Style 

Instructional style is representing leadership practices that enable achievement of 

instructional objectives, i.e., providing instructional resources, encouraging higher order 

forms of teaching and learning, promoting the implementation and use of knowledge in a 

variety of forms monitoring standards of teaching and learning, providing concrete feedback 

to staff, utilizing evaluation data in order to improve personnel. Southworth (2002:79) says 

that “instructional leadership is strongly concerned with teaching and learning, including the 

professional learning of teachers as well as student growth”. Bush and Glover’s (2002:10) 

definition stresses the direction of the influence process: Instructional leadership focuses on 

teaching and learning and on the behaviour of teachers in working with students. Leaders’ 

influence is targeted at student learning via teachers. The emphasis is on the direction and 

impact of influence rather than the influence process itself. 
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2.3.2. Autocratic leadership Styles 

Autocratic leadership refers to a system that gives full empowerment to the leader with 

minimal participation from the followers. Yukl (1994) found that autocratic leaders tend to 

have the following five characteristics: they do not consult members of the organization in the 

decision- making process, the leaders set all policies, the leader predetermines the methods of 

work, the leader determines the duties of followers, and the leader specifies technical and 

performance evaluation standards. Since this style of leadership usually only involves one 

person deciding, it permits quick decision-making. Although the autocratic style is relatively 

unpopular, in certain circumstances it can be an influence strategy, especially when the leader 

is short on time and when followers are not productive. The autocratic leader directs group 

members on the way things should be done. The leader does not maintain clear channel of  

 

communication between him/her and the subordinates. He or she does not delegate authority 

nor permit subordinates to participate in policy-making (Smylie and Jack 1990). The 

autocratic leadership style is also known as the authoritarian style of leadership Power and 

decision-making reside in the autocratic leader. The leader directs group members on the way 

things should be done and does not maintain clear channel of communication between him or 

her and the subordinates. 

2.3.3. Laissez-Faire Leadership Styles 

Laissez-Faire leadership is when leaders are hands-off and allow group members to make the 

decisions. With this style, freedoms are fully determined by group goals, techniques, and 

working methods. Leaders rarely intervene. Hackman and Johnson (2009) describe laissez-

faire style as the most influence style, especially where followers are mature and highly 

motivated. Laissez-faire leadership style allows complete freedom to group decision without 

the leader’s participation. Thus, subordinates are free to do what they like. The role of the 

leader is just to supply materials. The leader does not interfere with or participate in the 

course of events determined by the group.  

Bass (1990) defines Laissez-Faire as an approach in which there is no leadership, no 

interaction between the leader and his followers. These leaders do not take care of needs and 

developments of followers and wish to continue as it is. The leader rejects responsibility, 

delays decisions, does not provide feedback, and has no effort to meet the needs of the 

followers (Hoy & Miskel, 2010). There is a negative relationship between the satisfaction, 
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performance and motivation of followers and Laissez-Faire leadership (Rowold & Scholtz, 

2009, p. 45). 

2.3.4. Transformational Leadership 

This form of leadership assumes that the central focus of leadership ought to be the 

commitments and capacities of organizational members. Higher levels of personal 

commitment to organizational goals and greater capacities for accomplishing those goals are 

assumed to result in extra effort and greater productivity (cited in Bush, 2007). Also 

conceptualizes transformational leadership along eight dimensions: building school vision; 

establishing school goals; providing intellectual stimulation; offering individualized support; 

modelling best practices and important organizational values; demonstrating high  

performance expectations; creating a productive school culture; and developing structures to 

foster participation in school decisions.   

 

The transformational model is comprehensive in that it provides a normative approach to 

school leadership, which focuses primarily on the process by which leaders seek to influence 

school outcomes rather than on the nature or direction of those outcomes. However, it may 

also be criticized as being a vehicle for control over teachers and more likely to be accepted 

by the leader than the led (Bush 2007). Transformational leaders succeed in gaining the 

commitment of followers to such a degree that higher levels of accomplishment become 

virtually a moral imperative. In our view a powerful capacity for transformational leadership 

is required for the successful transition to a system of self-managing schools. 

Transformational leaders demonstrate the elixir of human understanding. If applied with 

integrity, transformational leadership can reform organizations in magic ways. Leaders using 

this style create an environment where every person is empowered to fulfil his or her highest 

needs and becomes a member of a productive learning community. Transformational leaders 

are servants to others and guide them in creating and embracing a vision for the organization 

that inspires and brings forth top performance and creates a belief system of integrity, a cause 

beyond oneself, diversity of thought, and inclusiveness for all races and gender. 

 

2.3.5. Participative Leadership  

This model is under pinned by three assumptions: participation will increase school 

effectiveness; participation is justified by democratic principles; and in the context of site- 
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based management, leadership is potentially available to any legitimate stakeholder Bush 

(2007).  Sergiovanni (cited in Bush, 2007) also points to the importance of a participative 

approach. According to him, Participative leadership will succeed in bonding stuff to get her 

and in easing the pressures on school principals. The burdens of leadership will be less if 

leadership functions and roles are shared and if the concept of leadership density were to 

emerge as a viable replacement for principal leadership 

 

 

 

 

2.3.6. Transactional Leadership  

According to Miller and Millers (cited in Bush, 2007) definition, transactional leadership 

refers to: An exchange process and exchange are an established political strategy for 

members of organizations. Principals possess authority arising from their positions as the 

formal leaders of their schools. However, the head requires the cooperation of educators to 

secure the effective management of the school. An exchange may secure benefits for both 

parties to the arrangement. The major limitation of such a process is that it does not engage 

staff beyond the immediate gains arising from the transaction. As the Miller and Miller’s 

definition imply, transactional leadership does not produce long-term commitment to the 

values and vision being promoted by school leaders (p. 398).  

Additionally, Bass (1990) argued that transactional leaders are motivated by what is easily 

identifiable and measurable. Transactional leaders are more reactive than proactive; less 

creative, novel, and innovative; more reforming and conservative; and more inhibited in 

their research for solutions. Yukl (1994) also identified that transactional leadership includes 

a diverse collection of mostly ineffective leader behaviour that lack any clear common 

denominator.  

2.3.7. Instructional Leadership 

Instructional leadership differs from the other models because it focuses on the direction of 

influence, rather than its nature and source Bush (2007). Southworth (cited in Bush, 2007) 

stated that instructional leadership is strongly concerned with teaching and learning, 

including the professional learning of teachers as well as student growth. Bush and Glover’s 

cited in Bush, (2007) definition stresses the direction of the influence process: Accordingly, 
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Instructional leadership focuses on teaching and learning and on the behaviour of teachers in 

working with students. 

2.4. The characters of leadership  

Leadership is creating and maintaining a sense of vision, culture and interpersonal relations. 

However, management is coordinating, supporting, and monitoring the activities of an 

organization. Squires (2001), leaders are concerned with spiritual aspect of their work, that is, 

they have followers who deeply believe in them and they possess a latent power in 

organizations. Leadership is a complex process by which a person influences others to a 

mission, task, or objectives and directs the organization in a way that makes it more cohesive 

and coherent. A leader carries out this process by applying the leadership attributes, which 

include their beliefs, values, ethics, characteristics, knowledge and skills.  

Leadership is the active ability to inspire by one's own example to ardently motivate others to 

achieve with integrity and accountability their greatest potential, for both personal and 

professional progress. It is beyond focusing and motivating a group to enable them to achieve 

and sustain common goals. It is about providing continuity, momentum, and flexibility in 

accommodating changes in the course of direction Young ( 2009). It is also about courage to 

dream big, courage of conviction, courage to go against traditional thinking and courage to 

take risks without having to compromise on values and principles.  

In addition, a good leader not only adapts to change with speed, but also sees change as an 

opportunity. The ability to create a shared vision, to communicate that vision, the vision, and 

to  inspire  a  team   towards  that  vision  are  essential  features  of  good  leadership (Malik, 

2009).  

2.5.    Main Function of Principals 

The principal is the leader of the school and should posses' leadership activities, in addition, to 

understand thoroughly the curriculum. The principal must set and accept relevant role 

expectation in determining objectives of instruction. Principals must also lead the way in 

developing in student’s appositive attitude about learning since the quality attitudes help 

pupils to become increasingly proficient in attaining knowledge and skills ends (Maslow, 

1999). 
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2.5.1. Staff Development  

According to the Ethiopian Ministry of Education (MoE, 2009), the aim of CPD is to improve 

teachers performance in the classroom in order to raise student achievement and learning 

because, directly or indirectly, there is a link between students result and teachers 

performance. CPD is a career long process of improving knowledge, skills, and attitudes 

centred on the local context and particularly classroom practices. Therefore, attracting, 

retaining, and developing teachers across the professional life cycle have become policy 

priorities in many countries ( Organization for Economic Co-operation and 

Development/OECD, 2005). 

2.5.2. Supervision 
In addition, supervision is a core function of educational leader. It plays a key role in the 

improvement of learning through the monitoring of instruction. Principals have responsibility 

to help teachers to improve their practice and accountable for meeting their commitment 

(SerGiovanni, 2001). The supervision of instruction by the school principal is among his 

roles/practices as an instructional leader. As an instructional leader, he needs to follow up the 

day-to-day activities of teachers and supervision is the major instrument for this. The 

instructional leaders’ repertoire of instructional practices and classroom supervision offers 

teachers the needed resources to provide students with opportunities to succeed. 

2.5.3. Goal Clarification 
School principals communicate school goals or visions in many different ways. Among these 

are communicating goals through faculty meetings and departmental chair meetings. They 

communicate them through individual meetings such as follow up conference to classroom 

observations. Frequently, communication of school goals by instructional leaders promotes 

accountability, a sense of personal ownership and instructional improvements. Skill full 

leaders address different learning needs of students. 

The function of communicating school goals refers to the ways the principal expresses 

importance of the school goals to staff, parents and students. With regard to the 

communication of school visions and goals, Hoy & Miskel (2001) explain that principals have 

to communicate clear vision on instructional excellence and continuous professional 

development. This is one of the instructional leadership practices at school level. 
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2.5.4. Evaluation  
The principals need to provide leadership in the school setting to assist teachers to use 

evaluation procedures, which appraise what pupils have learned. The evaluation is stressed in 

terms of pupils having the stated objectives. Evaluation that is continuous provides 

information to the teacher and evaluation measures to determine the achievement by learners 

need to be aligned with the objectives. Validity and reliability of evaluation procedures are of 

utmost important (Maslow, 1999).  

2.5.5. Research Work 
Research work is in particular the most important one that deserves to be given priority 

(Moon, etal, 2000) .The necessary precondition must be fulfilled by the school principals for 

the under taking of research in the school by teachers. According to Dimmock (2000), school 

principals should motivate teachers to recognize research to solve school problems and on  

effective teaching and learning because school effectiveness and improvement will be difficult 

without research. 

2.6. Involvement in Decision-Making and Teacher Performance 
Involvement in decision-making refers to a practice by which both superiors and subordinates 

jointly sit together to discuss the way to run the organization ( Okumbe, 1998). Involvement 

in decision-making is a typical characteristic of participatory type of leadership. While lack 

of involvement in decision-making portrays autocratic leadership style, laissez-faire is 

portrayed when leaders may reluctantly involve subordinates in decision-mak ing process. 

Webster (2002) defines participative leadership style as a way of involving individual 

participation indecision- making. While Chandan (1987) defines democratic leadership style 

as one where subordinates are consulted and their feedback is taken in to the decision making 

process. This is in line with Houses' (1968) Path-goal theory that stipulates that both leaders 

(principals') and subordinates should involve themselves in decision making if an 

organization is to achieve its goals. He added that when goals are set together, the 

subordinates (teachers) become committed; self-confident and knowledgeable about the set 

goals thus making them perform well. Thus, this model encourages active participation by 

subordinates involved, increases creativity and commitment, and develops talents and skills 

of team members.  UNESCO (2006) identified that teachers performance as being negatively 

affected by lack of participate in decision. UNESCO, (2006) study in Ethiopia indicated that 

“There is a strong sense of distance from Zonal and national-level decisions that are 



18 
 

eventually communicated to teachers as immutable decisions, often divorced from their daily 

situation”. Without adequate communication or consultation, teachers lose morale to perform 

well and even some feel disenfranchised and more in influential in their roles. Though 

UNESCO, (2006) findings were good, the study was carried out in the core Zones but not in 

the peripheral Zone like East Wollega and more specifically secondary schools. This left 

contextual gap for this study to fill the gap. On other hand, Ndu and Anogbov (2007) argued 

that where teachers are not involved in governance, result to teachers behaving as if they are 

strangers within the school environment. Thus, most teachers do not put in their best to have 

full sense of commitment and dedication to the school. Teachers who are not satisfied 

in the work place are more likely to leave the profession (Choy etal., 1993). Udo and Akpa 

(2007) asserted that where teachers are adequately involved in decision making process, there 

principal and the realization of school goal will be easy, apathy and opposition within the 

school will be minimized. However, if teachers can receive support from their principal and 

from local parents, if they are involved in the decision-making process, and if they work 

within appositive school climate and culture, they are more likely to succeed and remain in 

the profession (Lumsden, 1998).  

On one hand, Mullins (2005) is of the opinion that many people believed that staff 

participation in decision making leads to higher performance and which is necessary for 

survival in an increasingly competitive world. Boredom (dullness) and frustration 

(disturbance) at work is often the result of an employee's lack of involvement in decision-

making processes with the organization's goals and a feeling that their ideas are not wanted or 

listened to. He further expatiated that staff turnover increases as employee's walkout of the 

door for more interesting jobs.  

 

Wilkinson (1999) substantiate this fact and saw involvement of employee's in decision making 

as empowerment while a neglect of employees in decision making was seen as an assumption 

that workers are untapped resources with knowledge and experience and an interest in 

becoming involved, employers need to provide opportunities and structures for their 

involvement. He also assumed that participative decision making is likely to lead to job 

satisfaction and better quality decisions and that gains are available both to employers or 

increased efficiency and workers or job satisfaction, in short an every one-wins scenario. Staff 

cooperation is believed to be an indisputable asset to the school principals while involvement 

in decision making process by the teachers could ease the principal's mounting problems as 
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many heads would be put together to intellectually solve problems that could have remained 

unsolved by the principals alone.  

Shaw (1971) shows involvement in decision-making as a function so broad in scope that no 

one person can or should do. He further said involving teachers’ indecision-making process is 

like when two men cooperate to roll a stone that neither could have rolled. Many managers 

express a belief that involvement of workers in decision-making will improve the quality of 

workers decision making in the organization. 

 

 In the contrary Awotua-Efebo (1999) described that, where teachers lack motivation and 

involvement in decision making, truancy, excessive excuses, abstention and complaints 

usually emerge leading to selected in effectiveness, inefficiency, low productivity and non-

achievement of goals of organization. Regarding to Okoye (1997) in his view said that 

workers should be involved indecision that concern them like selected working conditions, 

fringe benefits and staff development programs as this adds to the attractiveness of the 

organization climate.  

 

 Ezeuwa (2005) support the fact that when people are part of decision making process, there is 

greater opportunity of the expression of mind, ideas, existing disputes and more occasions for 

disagreements and agreements. In some establishments, they are gender biased that women 

marginalized in decision-making process. Likewise, a school where staff meetings are held 

regularly to discuss issues concerning the school, through consultative management style, is an 

example of a participative organization.  In such an organization, every person is equal and has 

the democratic right of expressing opinion freely. Participative management provides an 

environment that makes employees' needs known and creates a means of expressing it openly 

in all areas of the organization (Sodhi, 2009).  

  Therefore, an organization practicing participative style could use many potential benefits to 

its advantage in achieving its goals. Consequently, when several people make decisions 

together, the social commitment to one another is greater, and hence increases their 

commitment to making better decisions. People say, “Two heads are better than one”. This 

means that when two or more peoples it and tries solving a problem together, they are able to 

make better decisions than one person. In a similar vein, Oduro (2004) maintains, “problem-

solving through consultation is impossible with a single person’s wisdom”. However, Parnell 

& Crandall (2010) dispute that “participative works in some cases, but in most cases the 

manager should make the decision based on his or her expertise and information.” 
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Another dilemma faced in participative management is that it is a time-consuming approach. 

The more people involved in the decision-making process, the longer it can take to make 

decisions, because it requires that the participants understand the ideas and afforded 

opportunities in order to argue or raise their opinions. A related barrier is that participation is 

associated with meetings and it is, therefore, a time-consuming process. Shennu (2010) 

resonates that time is one of the major weaknesses of participative leadership approach. The 

challenge is that on occasions when there is an immediate dead line, this approach prevents 

leaders from taking quick decisions, even in crisis situations. In fact, participative 

management motivates employees by considering their suggestions, which   certainly can have 

a positive impact on teamwork and   employees performance, but noting every situation.  

 

2.6.1. Decision - Making Process 
 
 Decision making process is a consultative affair done by a committee of professionals to 

drive better functioning of any organization. Thereby, it is a continuous and dynamic activity 

that pervades all other activities pertaining to the organization. Since it is an ongoing activity, 

decision making process plays vital importance in the functioning of an organization. Since 

intellectual minds are involved in the process of decision making, it requires solid scientific 

knowledge coupled with skills and experience in addition to mental maturity.  

Further, decision making process can be regarded as check and balance system that keeps the 

organization growing both in vertical and linear directions. It means that decision making 

process seeks a goal. The goals are pre-set business objectives, company missions and its 

vision. To achieve these goals, company may face lot of obstacles in administrative, 

operational, marketing wings and operational domains. Such problems are sorted out through 

comprehensive decision making process. No decision comes as end in itself, since in may 

evolve new problems to solve. When one problem is solved another arises and so on, such 

that decision making process, as said earlier, is a continuous and dynamic (MoE, 20013) 

2.6.2. Individual and group decisions  
It is evident that positions are held by individuals in organizations. The individuals who 

assume certain positions in a given organization make decisions with their respective 

responsibilities. it is an observed phenomenon that some individuals take decisions with 
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regard to people and others take decision with regard to things or ideas. Individual decisions, 

also called one-man decision or single-man decisions, are make in small organizations only. 

While group decisions, which are also known as participatory decisions or collective 

judgment, participatory management or plural management, are those that are made in large, 

multilevel or complex organizations. In this case, single-man decisions are very rare and 

decisions are made by groups (MoE, 2013) 

2.6.3. Decision-making and Problem Solving  

A leader is expected to get the job done. To do so, he or she must learn to plan, analyze 

situations, identify and solve problems (or potential problems), make decisions, and set 

realistic and attainable goals for the unit. These are the thinking or creative requirements of 

leadership and they set direction. These actions provide vision, purpose, and goal definition. 

They are your eyes to the future, and they are crucial to developing a disciplined, cohesive, 

and effective organization (MoE, 2013) 

2.7. Concept of Delegation  
The school, by its nature, is a complex organization where running its functions is difficult. 

From this point of view, delegation of authority is unavoidable. It is, therefore, crucial for all 

school managers and leaders (administrators) at whatever level - primary, secondary or 

tertiary to understand the concept of delegation, its importance and how to use it effectively. 

Delegation refers to the process of entrusting authority and responsibility to other people. In 

its strictest form, the person to whom authority is delegated acts on behalf of the one from 

whom authority is delegated.  Delegation is the transfer of responsibility for the performance 

of an activity from one person to another while retaining accountability for the outcomes. The 

process principals use to transfer authority from one position to another within a school or 

school district. For example, superintendents delegate authority to associate or assistant 

superintendents, assistant superintendents delegate authority to principals, principals delegate 

authority to assistant principals, and so on. Delegating authority does not reduce the authority 

of the superintendents, assistant superintendents, or principals. To delegate means to grant or 

to confer. To delegate does not mean to surrender authority. A principal who delegates 

authority in no way abdicates the legitimate right to act on behalf of the school (MoE, 2013) 
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2.7.1. Delegation of Duties  
Delegation is where a leader transfers power, responsibility, authority and decision making 

procedures to subordinates working in various departments of any given organization 

Hannagan (2002). Blair (2002) defines delegation as a management skill that underpins a 

style of leadership that allow the staff to use and develop their skills and knowledge to full 

potential and as a dynamic tool for motivating and training the team to realize their full 

potential. Maicibi (2005) stated that, delegation is the process of a supervisor/ officer 

dividing his total workload and giving part of it to subordinates. He identified that 

effectiveness delegation is efficient, motivating and developmental towards work 

performance.  

Delegation as a leadership behaviour is highly supported by House (1974) path-goal theory 

that stipulates that for proper performance of the subordinates and goal achievement, the 

leader has to distribute different tasks to subordinates according to skills, abilities, knowledge, 

interests, talents and experience. Where the subordinates become confused, the leader has to 

come and direct them, he further removes barriers to clear the way for better performance. 

This motivates and satisfies the workers, so they accept the leader’s behaviour thus  

performing well. Basing on the path-goal theory therefore, the leader who does not delegate 

duties to subordinates is autocratic while one, who makes delegation of duties as part of the 

organization, is a democratic leader. On the other hand, the leaders who take delegation as a 

free will to whoever may like or may not like such leadership style are laissez-faire.  

Okumu (2006) in his study about delegation and its influences on management of secondary 

schools in Kampala District found out that effectiveness delegation has positive influences on 

management of secondary schools in terms of motivation, commitment, satisfaction, discipline 

and general improvement in teacher performance and management of schools. 

 

Health field (2004) found out that for delegation to be successful; the leader has to establish 

objectives of delegation, specifying the tasks to be accomplished and deciding who is to 

accomplish them. Though Heath field (2004) does a good job to mention that successful 

delegation depends on joint objective formulation, he does not really show how joint objective 

formulation would help teachers in secondary schools in these zones perform better.  .  

Chapman (2005) found out that it is important to ask other people what level of authority they 

feel comfortable being given. He further discovered that successful delegation depends on the 

ability, experience and reliability of the subordinates. He, however, discovered that 
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inexperienced or unreliable people would need a lot of close supervision to get a job done to 

the correct standards. His findings were good and realistic because his study was carried out in 

the developed world were subordinates are experienced and reliable unlike in East Wollega 

Zone where both  principals’ and teachers of secondary schools are variable on their working 

stations and therefore need regular supervision by inspectors of schools for work to be done as 

expected. 

 

 McNamara (1999) identified that for the delegated task to be done well, the supervisor and 

the subordinate must agree on when the job is to be finished or if an  on-going duty when are 

the review dates when are the reports due and if the task is complex and what help  could the 

supervisor render. McNamara’s (1999) findings are excellent but her focus is mainly between 

subordinates agreeing on the delegated work. She does not look at how delegation of duties 

can enhance teacher performance in secondary schools. While the above studies had a positive 

correlation between principals' delegation of duties on teacher performance, none of them was 

carried in secondary schools in the context of East Wollega Zone thus a gap was left for this 

study to research. To cover this gap therefore, this study is aimed at getting the information of 

how principals’ delegation of duties to teachers affect teacher performance in secondary 

schools in the zone.  

Mullins (1993) defines delegation of authority as 'the authorization to undertake activities that 

would otherwise be carried out by someone in a more senior position.  Cole (1996) describes it 

as a process whereby a manager or a senior officer entrusts some of his authority to 

subordinates or teammates to perform certain tasks or duties on his behalf. They however 

warned that the manager or the senior officer remains accountable for those tasks or duties to 

his own superior officers.  

The school, by its nature, is a complex organization such that delegation of authority is un-

avoidable; it is therefore imperative for all school managers and administrators at whatever 

level, primary, secondary or tertiary, to understand the concept of delegation, its importance 

and how to use it effectiveness.  Therefore,  this  subtopics  sets out to explain the concept of 

delegation, its place in school management, the possible barriers to effectiveness delegation 

and ways of ensuring productive delegation. The above definitions shows that, delegation 

exists at both organization and individual or personal level. At the organization level, it has to 

do with location of decision-making and it is reflected in the organizational chart, that is, it 

provides the structure of the organization. It is also influenced by the size of the organization 

In other words, the larger the organization, the more the need to delegate responsibilities or 
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tasks “to various levels throughout the organization (Mullins, 1993). At the personal level, 

delegation involves the passing of one's authority and responsibility to fellow workers to act 

on one's behalf usually because one is unavoidably absent or busy with something else.  

Delegation is essentially a two-way power-sharing process. The manager delegating passes on 

his responsibility and authority but is still  accountable while the one receiving them by 

implication under takes to carry them out and be ready for any blame for his mistakes.  
 

However, sufficient authority must be given to him/her to hold accountable (Nwachukwu, 

Cole, 1996). In practice, delegation can be found to operate within two ends of a continuum at 

one end is a loose control but wide freedom while at the other end is a tight control with little 

freedom. The level of control can fluctuate between the two ends depending on the individuals 

involved and the situation (Nwachukwu, 1988). 

 

Regarding to Mullins (1993), how much delegation goes on in an organization can be 

influenced by its size and complexity as well as man's capacity to .do only so much within a  

given period.  In addition, associated with delegation are key terms such as authority, 

responsibility and accountability (Mullins, 1993).  Furthermore, it stated that organizations 

including schools are not supposed to be static. Owners expect growth and development. 

Schools, certainly experience changes in staffing, student enrolment, curriculum development, 

societal demands on schools and so on which  raise their complexity and mount more 

pressures on the school principals to delegate more tasks and duties (Nwachukwu, 1988).  
 

Delegation of authority is therefore very important in school management and should be well 

understood by school principals as well as by the teachers especially its process, benefits and 

how to make it work to the benefit of the educational system. This is necessary in view of the 

fact that most school principals and their deputies' appointment are usually based on 

experience and 'who you know (Ayinla, 1999).  Most of principals are also deficient in such 

training. In addition, most problems the educational system nowadays such as, 

insubordination, truancy, poor academic performance and so on, are probably the result of 

poor supervision and improper delegation of duties.  

2.7.2. The Reason Delegate Tasks in Organization  
The main reason for delegation in schools emanates from the fact that the task of running a 

school is too broad a responsibility for one person to manage alone. Regardless of the number 
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of hours one may spend in one’s work, one cannot succeed in completing the work alone. 

However, no matter how many hours one puts into one’s work, there are too many tasks and 

too many people to deal with, so the workload has to be shared (Musaazi, 1982). 

Delegation is an ethical responsibility you owe to yourself, to those with whom you work, 

and to your organization. A leader cannot do everything for an organization. There are only 

so many hours in a day and so many tasks one person can do. Besides, an uninvolved 

member soon becomes an apathetic, unmotivated member who most likely drops out of the 

group. A good leader learns to use the skill of “delegation” to help his/her organization 

develop to its fullest potential. Leaders delegate because they want to control their 

environment and avoid stress of work and it motivates employees in order to keep up learning 

and empower their talent, get them involved in team work and make work more interesting to 

them.   

2.7.3. Effective Delegation  
This is the process of delegation that is perceived by stakeholders as constructive and can 

produce positive results when applied. According to Goodworth (1986), effective delegation 

does not exist merely for the purpose of getting things done. It is a prime process by which a 

manager exercises and develops staff to the sensible limits of individual capacity and 

potential. 

Effective delegation is about encouraging creativity. This involves welcoming new ideas, not 

telling the delegate how to do the tasks; discouraging ill-considered imitation of the previous 

post-holder or of you; supporting new ideas with resources and training; and creating a match 

between responsibility and scope in line with the demand for teachers’ professional 

development and growth.  

In effective delegation, the delegator quite often surrenders things that she or he enjoys the 

most and accepts that the job will be done differently from how she/he would do it 

her/himself. S/he should be willing to accept failure as well as success. According to Nathan 

(2000), careful planning is the source of effective delegation. Nathan further suggests that 

defining clearly and precisely areas of responsibility to be delegated are the first task. The 

second one is the authority to do the job; that is signing letters, using office, taking decisions 

without referring back to the principal. Thirdly, the delegated staff members need to be clear 

on how the performance will be judged. Finally, effective communication is a critical aspect 

of effective delegation that helps the principal. It is vital for the success of effective 

delegation.  
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Salinas-Maningo (2005) narrates that the right task, right circumstances, right person, right 

direction and communication and right supervision and evaluation are the components of an 

effective delegation. These are:  

Determine which routine tasks could be delegated to someone else. This involves any 

organizational policies that set standards and limitations for staff duties. Consider 

organizational needs, staffing needs, and staffing mixes, and then choose tasks for delegation 

according to those circumstances. 

Evaluate all staff members who qualify to take responsibility for the task in question. After 

assessing their skills, work styles, personalities, background, and organizational experience, 

choose the most appropriate employee.  

 Explain exactly what you want the employee to do, and do not forget to describe the 

background and overall scope of the task.  

Describe an optimal outcome or output, and identify the measurements you will use to 

determine if the delegated task was completed successfully.  

The responsibility of managers and leaders is not to do all the work themselves but to see that 

it is done. So, it is good for managers to assess themselves and delegate capable employees to 

do some of their work.  

2.7.4. Principles of Effective Delegation  
For successful delegation, it is important that both parties understand its basic principles.   

(Nwachukwu, 1988).These includes: Parity of authority and responsibility, that is, authority 

must be commensurate with responsibility; Absoluteness of accountability - this implies that 

while authority and responsibility can be delegated, the senior officer remains accountable to 

his own superiors; Unity of Command - this is saying that a subordinate would be answerable 

to only one superior on whatever task is delegated in order to avoid confusion due to 

conflicting instruction.  

 Some of the principles of delegation that may be taken into account when delegating; Set 

Standards and Outcomes, This is part of a planning process where staff members participate 

in the process of formulating outcomes and agreed criteria for measuring performance. If 

teachers are part of the planning team for setting higher standards with regard to academic 

achievements they will comply with the criteria (Deventer and Kruger, 2003); Ensure Clarity 

of Authority and Responsibility, ensure that educators are clear about the task of teaching and 

learning and their authority to carry out the tasks assigned to them as well as organizing their 

responsibilities for achieving better academic results and their accountability for the results 
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that they achieve (Deventer and Kruger, 2003); Involve Staff Members Managers should 

motivate staff members by including them in the decision-making process, informing them 

whenever the need arises, and improving their skills; Ensure the Completion of Tasks; By 

providing the necessary direction and assistance, the managers can see to it that teachers 

complete the tasks assigned to them; The Principle of willingness and proficiency  

According to Vander Westhuizen (2004), a task should not be delegated to a person who is 

unwilling or not qualified to complete it successfully. If there is no alternative, the necessary 

training and motivation should be provided together with the necessary guidelines; Apply 

adequate control measures accurate reports should be issued to teachers on a regular basis. 

This will enable them to compare their performance with predetermined standards and to 

overcome their shortcomings. The principal should not, therefore, wait for the end of year 

examinations before controlling the academic work of teachers, but should rather do so after 

each test or examination cycle (Deventer and Kruger, 2003).  

 2.7.5. The relationship between authority and responsibility   
There is a definite relationship between authority and responsibility. Without a clear 

understanding of this relationship, effective functional management, with clear lines of 

reporting and communication, becomes a distinct improbability. Authority requires the ability 

to give orders properly. Responsibility requires the ability to follow through, assuring that the 

orders are carried out properly. Authority must always equal responsibility, and must be 

sufficient to full fill the requirements of the job. But never more than that is which necessary 

to get the job done. Authority and responsibility must never be dual, shared or overlapping. 

One person, and only one person, is responsible for the successful completion of every 

assignment. As long as there is singular delegation of authority and responsibility, the 

individuals with responsibility may be assigned accountability; however, when more than one 

person shares the authority and responsibility for something, neither can be held accountable 

for what might go wrong (MoE, 2013) 

2.10. The Concept of Continuous Professional Development  
In the frame Work document of Ministry of Education (2009), CDP is defined as anything 

that makes me a better teacher, targeting at the improvement of teachers performance. 

According to Gray (2005), CPD embraces the idea that individuals aim for continuous 

improvement in their professional skills and knowledge beyond the basic training initially 

required to carry out the job. In line with Gray’s idea, Mohammed (2006) says that 
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Continuing Professional Development may be regarded as all forms of in service, continuing 

education, on-the-job-training ,workshop, post qualification course etc. whether formal or 

informal, structured or unstructured, teacher initiated or system-initiated. And also we can 

define CPD as the pillar of teacher’s teaching- Learning activities that helps the social and 

economic development of the society. Continuing Professional Development is widely 

acknowledged to be of great importance in the life of schools, contributing to professional 

and personal development for staff and to improvement in teaching and learning. CPD is 

defined as: “Professional development consists of all natural learning experiences and those 

aware and planned activities which are intended to be of direct or indirect benefit to the 

individual, group or school, which constitute, through these, to the quality of education in the 

classroom (Day, 1999b).  

Continuing Professional Development is important to teachers  personal lives and career 

development. Much emphasis has to be put on the nature of CPD as a “continuing  process 

for improvement in the knowledge and skills gained. As an ongoing process of any kind of 

education, training, learning and support activities engaged in by teachers alone or with 

others Bolam (1993).Continuous  professional development  enhances their knowledge and 

skills and enables them to consider their attitudes and approaches to the education of 

children, and to improve the quality of learning and teaching. In short, CPD focuses on 

fostering individual competence to enhance, practice and facilitate dynamic changes in 

education Blandford (2000).Moreover, the recent meaning of CPD states that CPD means any 

activity that increases the skills, knowledge and understanding of teachers, and their 

effectiveness in schools (Dajer, 2001). The central point to the success of the plan is the need 

for staff to work in schools with collaborative cultures. Continuous professional development 

(CPD) is a continuing process of education, learning, training, and supporting activities to 

achieve valued teaching and learning culture of teachers so that they  can educate their 

students effectively and creating an agreed balance between individual, school and national 

needs (Bolam, 2002).   

2.10.1. Continuous Professional Development need analysis 
CPD need analysis considers the identification and analysis of skills, knowledge and 

behaviours that the employees need at different levels, and how to develop them effectively.  

According to the document prepared by MoE (2009b) organizational CPD need analysis can 

be carried out at three core levels. These are at institution level, at department level and; at 

individual level. These three levels are inter-linked, and using this structure will help ensure a 
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balanced analysis that takes into account the big picture of the organization as well as the 

specific needs of individuals. Methods that can be used to identify learning needs include: 

Analysis of existing strategies and plan to identify what skills are needed for delivery; 

Questionnaires – paper based or online; One-to-one interviews; Focus groups - facilitated 

small group discussions with a representative sample of people. The outcome of your need 

analysis should be a robust learning and development plan based on research and linked to 

organisational, team and individual objectives. Generally, gathering data for CPD requires 

consideration of wide spectrum of school related factors. Primarily, both parts of your 

professional practice (your subject specialism) and your teaching method are equally 

important, but the balance of the activities you undertake will inevitably be decided by a 

consideration of the national, contextual and learners’ needs. In any one year, particular 

drivers in each part of the model will highlight important areas of development for you to 

consider and, although a balance of CPD activities is desirable, you need to give a rationale 

for your choice of the balance of CPD activities. Interrogating the model will help you to plan 

your professional development activities, although within the year your priorities might 

change and your plan can be amended accordingly (MoE, 2013)  

2.10.2. The CPD Cycle  
The CPD Cycle is a carefully planned response to identified development needs at each level 

- individual, group, institution, woreda, zone, and region, national the CPD cycle is similar 

(MoE 2009).  The major activities in CPD cycles are analysis of the existing situation, 

planning, doing, and evaluation. Then CPD analysis is related with the activity to select the 

learning needs of an individual, a group and an institution. This activity includes: self-

assessment, peer review and selection of school CPD priorities,  Curriculum meetings,  

Demonstration lessons,  Planning lessons together,  Peer observation,  Observation of lessons 

and feedback,  Observation of students in lessons, talking to students,  Assessment of 

students work before and  after  the CPD activity, Marking of students work.  Additionally, 

giving  feedback and advice for development, Shadowing a teacher,  Action research,  

Professional reading and research,  Visiting schools and teachers to see  examples of good 

practice,  Sharing/showing  good practice within a  School, Maintaining a professional 

portfolio, Team teaching, Workshops, Visiting experts, Mentoring and Discussion meetings  

are the major activities of the CPD analysis, (MoE, 2009b). 

Planning is part of the CPD cycle which is developed annually by every educational 

institution preceded by prioritizing the issue identified by the analysis process. The CPD plan 
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can be prepared individually or institutionally with details of events and timings within the 

CPD module (MoE, 2009). Doing is concerned with practical methodologies to realize the 

CPD needs in improving and updating the teacher performance.  Such activities include 

curriculum reforms planning, peer observation, action research, communicating students, 

sharing professional experiences, workshops, mentoring, discussion, and meetings. 

Evaluation is reviewing and to judge the effectiveness of the desired outcomes of the CPD 

action plans (MoE, 2009). Generally, analysis the existing situation, planning, doing and 

evaluation are the major actions and variables of the CPD cycle.  

The Ethiopian CPD framework however, comes up with a different CPD cycle as indicated 

below.  

 
 

Fig 1.  The Ethiopian CPD cycle.  

Source: Ethiopian CPD Framework; MOE, 2009b.  
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2.10.3. Individual professional development Plan  

Personal development plan is a starting point for any kind of CPD. This is because, in any 

organization including schools, even though the attainment of the broader goal of the 

organization is the collective effort of group of people, the building blocks are the individual 

employee. Therefore, in planning CPD in schools, it is worth considering the professional 

development of individual teacher. Thus, it is important to match appropriate individual 

professional development provision to particular teacher’s professional needs. This ‘fit’ 

between the developmental needs of the teacher and the selected activity is critically 

important in ensuring that there is a positive impact at the school and classroom level 

(Hopkins and Harris, 2001). Where staff development opportunities are poorly 

conceptualized, insensitive to the concerns of individual participants and make little effort to 

relate learning experiences to workplace conditions, they make little impact upon teachers or 

their pupils (Day, 1999). Although there have been claims that CPD needs to be linked to 

both individual and organizational goals if both individual and organizational change are to 

be achieved, the individual needs should be given due emphasis and should supplement the 

organizational needs.   

The major thing in developing individual professional development plan is to prepare the 

plan in such a way that it enables the teacher to reflect on his/her practices. Therefore, 

develop an individual professional development plan which possesses six steps. This series of 

6 steps (as indicated below) will help the individual to track professional development as it 

takes him/her through the reflective practice cycle from planning to impact assessment.  
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Fig 2. The professional development cycle incorporating reflective practice. 

 
Adapted from: Guidelines for your CPD, Institute for Learning, 2009. 

 
 
 

 

 

 

 

 

 

                

CPD

Step 1 
Using the model as a 

prompt, reflect on 
your role, subject 

specialism and 

Step 6 

Reflect on the 
impact of what you 

have achieved in 
your professional 

Step 2 

Analyses your 
professional goals 

and needs using your 
reflections, reviews 

and appraisals 

Step 5 
Create a 
professional 
development record 
from the evidence in 

Step 3 Using 
this analysis, create a 
professional 
development plan for 

the coming year. 

Step 4 
Carry out your planned 

activities and log 
outcomes and reflections 
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                              CHAPTERTHREE 

3. RESEARCH DESIGN AND METHODOLOGY  

3.1. Introduction 
This section deals with the study approach, design, source of data, population, sample size 

and sampling techniques, data collecting instruments and procedures, data analysis and ethical 

consideration. 

3.2. Research Approach  
Both quantitative and qualitative approaches were used with more emphasis on quantitative as 

the leading method through close-ended questions. Quantitative approach were emphasized 

because investigating the influence of principals’ leadership style on teachers’ performances 

could better be understood by collecting large quantitative data, in a formal and structured 

manner. Furthermore, the qualitative approach was incorporated in the study with information 

gained from interview, document analysis and through open-ended questions and hence, it 

helps to validate and confirm the quantitative data. 

3.3. Design of the study  
A design is general strategy or plan for conducting a research study (Gay, Mills and Airasian,   

2016).  Research designs are plans and procedures for research that span the decisions from 

broad assumptions to detailed methods of data collection and analysis (Creswell, 2009). The 

descriptive survey design was used for this study as it enables the researcher to collect and 

describe large variety of data related to the influence of leadership style on teachers’ 

performances. 

3.4. Sources of data 
In order to search reliable and relevant information the researcher collected data from both 

primary and secondary sources. The primary sources for the study included teachers, 

principals’, vice principal and supervisors. In addition to this, the researcher reviewed 

secondary source of data such as; school reports and teachers’ portfolios.   

3.5. The study area  
 The study was conducted in East Wollega Zone which is found in western part of Ethiopia, 

Oromia region. East Wollega Zone and it is located 328kms away from Addis Ababa. These 

woredas are Wayu Tuka, Sibu Sire, Gobu Sayo, Leka Dulacha, Diga and Guto Gida.     
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3.5. The study population 
The determination of the population and sample schools for this study was based on the 

2017/18 annual statistics report of East Wollega Education office. There are 17 woredas and 

58 secondary schools in the zone. The study was conducted in six schools found in six 

woredas.  These schools are Gute secondary school, Ano secondary, Ifa secondary school, 

Uke secondary school, Gatama secondary and Sire secondary. The target population includes 

387 secondary teachers, 18 principals, 19 vice principals and 6 supervisors.  

3.6. Sample size and Sampling techniques 
For this study the researcher used different sampling techniques. Among 17 woredas 6 (35%) 

woredas were selected purposively because of the researcher’s work experience in the area. 

From 18 secondary schools found in the woredas, 6 (33%) schools were selected by using 

simple random sampling in each woredas. Accordingly, Gute secondary school from Wayu 

Tuka, Sire secondary school from Sibu Sire, Gatama secondary schools from Leqa Dulach, 

Ano secondary school from Gobu Sayo, Ifa secondary school from Diga and Uke secondary 

school from Guto Gida were selected.  

  The total number of teachers in the 6 sample schools was 214 and from this, 138 (64.5%) 

was taken as by using Daniel (1999) formula. The number of teachers in each school varied 

due to differences in the number of students. Thus, making proportional allocation of teachers 

in each school, equalize the representativeness of the schools having larger as well as the 

smaller number of teachers. Therefore, to determine the sample size of teachers to be drawn 

from each selected school, the researcher used the formula of William (1977:75. 

 

By using the above formula, 18 teachers from Gute, 37 teachers from Sire, 23 teachers from 

Gatama, 21 teachers from Ano, 23 teachers from Ifa, 16 teachers from Uke, and totally 138 

teachers were taken as sample size. After determining the proportional allocation of teachers 

to each school, the researcher employed a simple random sampling technique to give equal 

chances for every sample elements selected from each school.  Moreover, 6 school principals, 

7 vice principals and 6 supervisors were selected by available sampling techniques.  
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Table1. Sample size and sampling techniques  

 

 

No.  

 

 

Name of the 
Woreda 

 

 

Name of the School 

Category of population 

 

Teachers   

 

Principals 

Vice 

principals 

Superv

isors 
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n 
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e 
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n 
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m
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e 
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n 
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e 
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n 

Sa
m
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e 

 

1.  Wayu Tuka Gute secondary school  28 18 1 1 1 1 1 1 

2.  Sibu Sire Sire secondary school 58 37 1 1 2 2 1 1 

3.  Leka Dulacha Gatama secondary school 36 23 1 1 1 1 1 1 

4.  Gobu Sayo Ano secondary school 32 21 1 1 1 1 1 1 

5.  Diga Ifa secondary school 35 23 1 1 1 1 1 1 

6.  Guto Gida Uke secondary school 25 16 1 1 1 1 1 1 

 Total  

 

 

6 

214 138 6 6 7 7 

 

6 

 

6 

 

Sampling technique  Simple random sampling  Stratified 

random            

sampling   

Availability Availability Availability 

  

3.7. Backgrounds of Respondents 

This section provides some basic background information of respondents in terms of sex, age, 

academic qualifications and service year.   
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Table 3: Characteristics of respondents.  

No  Item

s  

Characteristics  Teachers  Principals  Vice 

principal 

Supervisors  

F % F % F % F % 

1 

Se
x 

 

Male  106 80.3 6 100 7 100 6 100 

Female  26 19.7 - - - - - - 

Total  132 100 6 100 7 100 6 100 

 

 

2 

A
ge

  

 

20 -30 years 48 36.4 - - 1 14.3 - - 

31-40 years 59 44.7 4 66.6 6 85.7 4 66.6 

41-50 years 18 13.6 1 16.7 - - 1 16.7 

51 & above 7 5.3 1 16.7 - - 1 16.7 

Total  132 100 6 100 7 100 6 100 

 

 

3 

Q
ua

lif
ic

at
io

n 
 

Diploma  -  - - -  -  

1st Degree 123 93.2 2 33.3 6 85.7 1 16.7 

2nd Degree 9 6.8 4 66.7 1 14.3 5 83.3 

Total  132 100 6 100 7 100 6 100 

 

 

4 

Se
rv

ic
e 

ye
ar

s 

1-5 years 10 7.6 - - - - - - 

6-10 years 33 25 - - - - - - 

11-15 years 62 47 4 66.6 5 71.4 1 16.7 

16-20 years 17 12.8 1 16.7 2 28.6 4 66.6 

21& above  10 7.6 1 16.7 - - 1 16.7 

Total  100  6 100 7 100 6 100 
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The characteristics of the respondents in terms of sex revealed that 106 (93.3%) and 26 

(19.7%) teachers were males and females respectively. From this, one could understand that, 

the number of females in the secondary schools is much lower compared to males in the 

sampled schools. Similarly, all the interviewees’ 6 (100%) principals, 7 (100%) Vice 

principals and 6 (100%) supervisor of secondary schools were males. Therefore, it is possible 

to conclude that, females were under represented in the secondary school leadership position 

in the secondary schools of East wollegga zone. Hence, there is a need to encourage females 

to the position of leadership.   

As shown in item 2, 48 (36.4%), 59 (44.7%), 18 (13.6%) and 7 (5.3%) of teachers  age fall 

in the range of 20-30 years, 31-40 years, 41-50 years and 51 and above years respectively. 

This showed that the majority of teachers in the secondary schools of the sample schools 

were in middle age and younger. Therefore, being in these age categories might help the 

teachers to work actively and facilitate the teaching learning process. Similarly, 1 (16.7%), 4 

(66.6%) and 1 (16.7%) of principals’ age and 1 (16.7%), 4 (66.6%) and 1 (16.7%) of 

supervisors’ age fall in the range of 31-40 years, 41- 50 years and 51% above years 

respectively. Additionally, 6 (85.7%) of vice principals fall in the age range 31-40 years. 

Hence, this might indicate that at this age level, they might have sufficient experience to play 

the leadership role.  

  
Table 3 item 3 also depicted qualification of respondents. Accordingly, 123 (93.2%) and 9 

(6.8%) of teachers have 1st degree and 2nd degree respectively. But there were no teachers 

having diploma holder in the sample schools. One of the important indicators of quality of 

education is the number of qualified teachers. According to the education and training policy, 

the minimum qualification requirement for teachers at secondary school is that teachers 

should have first degree in the subject they are assigned to teach (MoE, 1994). Besides, 2 

(33.3%) and 4 (66.6%) of principals and 1 (16.7%) and 5 (83.3 %) of supervisors had 1st 

degree and 2nd degree respectively. From these facts, it is possible to deduce that the majority 

of secondary school principals and  supervisors in secondary schools of East Wollega Zone 

have the appropriate qualification (master’s degree) required for the position. And 6 (85.7%) 

and 1 (14.3%) vice principals had 1st and 2nd degree respectively. This indicate the majority 

of secondary school vice principals in secondary schools of East Wollega zone   lacked the 

appropriate qualification (master’s degree) required for the position they are currently 

assigned to. Therefore, it could be difficult for secondary school leaders to regulate and 

monitor quality education without having appropriate qualification.   



38 
 

As indicated in Table 3, item 4 above, 10 (7.6%), 33 (25%), 62 (47%), 17 (12.8%) and 10 

(7.4%) of teachers fall in the range of service year 1-5, 6-10, 11-15, 16-20 and 21& above 

years respectively.  

  The data also revealed the majority of teachers 62 (47%) fall in the range 11-15 years. 

Therefore, at this experience level teachers are expected to be well induced and would have 

enough experience to be responsible for their job. 

Similarly, 4 (66.6%) of principals and 5 (71.4%) of vice principal had a service 

of 11-15 years of experience. Additionally, 4 (66.6%) of supervisors fall within  

16-20 years range of service and 1 (16.7%) principal and 1 (16.7%) supervisors 

had 21 & above years of experience. This indicated that the majority of the 

principals, vice principals and supervisors in the secondary schools of East 

Wollega zone were well experienced and this might help them to contribute 

much and to play their leadership role.  

3.8. Instruments of data collection. 
In order to acquire the necessary information from participants, three types of data collection 

instruments was used. These are; questionnaire, interview and document analysis.    

3.8.1. Questionnaire. 
A questionnaire with close ended items was employed to collect quantitative data from 

selected teachers.  Because the questionnaire is more convenient to conduct surveys and to 

acquire the necessary information from a large number of study subjects in a short period. 

Furthermore, it makes possible to save time and provides a high proportion of usable 

response (Best & Khan, 2003). The questionnaire was prepared in English language, because 

all of the sample teachers could have the necessary skills to read and understand the concepts 

in the questionnaire.  

The questionnaire has two parts. The first part of the questionnaire describes the respondents’ 

background information, which includes: name of the school, location of the school, Sex, age, 

experience, Position and level of education. The second part incorporates closed ended items.  

Which were prepared by using Likert scale and the value of the scale was between one and 

five.  
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3.8.2 Interview 
 Semi- structured interview was used to gather in-depth qualitative data from   principals, vice 

principals and supervisors. Employing semi structured interview is quite important, because 

interview has great potential to release more in- depth information and it gives opportunities 

for clearing up misunderstanding, as well as it can be adjusted to meet various situations 

(Abiyi, et.al. 2009).  

3.8.3. Document Analysis  
In addition to questionnaire and interview, analyses of documents like, teachers’ portfolios 

and school reports were made to validate the data gathered by the questionnaire and 

interview.  According to Abiyi et al., (2009) document analysis can give an expert 

understanding of the available data and also it is cheap.  

3.9. Procedure of Data Collection  
To make the data collection task free from confusions, the researcher provided orientation 

for all respondents concerning the objective of the study and how the items were to be 

answered. Then, questionnaires were dispatched to sample teachers. In addition, semi-

structured interview were also conducted with school principals, vice principals and 

supervisors by the researcher himself. The researcher made initial contact with the 

interviewees to explain the objective of the study. While conducting the interview, the 

researcher used notebook to record their responses.     

3.10. Pilot study  
Checking the validity and reliability of data collecting instruments before providing for the 

actual study subject is the core to assure the quality of the data (Yalew, 1998). To ensure 

validity, the instruments were developed under close guidance of the advisor and, also a pilot 

study was carried out in Dire Ingifano Bonaya secondary school by distributing the 

questionnaire to 22 teachers. 

After the dispatched questionnaires were returned, the responses were checked and the 

necessary modification on 2 items and complete removal and replacement of 4 unclear 

questions were done. Additionally the reliability of the instrument was checked by using a 

Cronbach alpha test. As explained by Drost (2004), if the result of Cronbach s coefficient 

alpha is 0.7 and above it is considered to be satisfactory, indicating questions in each 

construct are measuring a similar concept.  
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Table 3- Reliability test results with cronbach's alpha  
 
No                      Variables No of  

Items 
Cronbach 
Alpha 

1 Principal's leadership Style. 8 0.762 

2 Teacher involvement in decision-making.  8 0.802 

3 Delegation of Authority and Responsibility. 8 0.781 

4 Professional Development of teachers.  9 0.831 

 Average reliability result   0.794 

3.11. Method of Data Analysis 

For this study, both quantitative and qualitative methods of data analysis were employed. The 

data collected from teachers through the questionnaires were tallied and categorized into 

relevant themes. Percentage and frequency counts were used to analyze the characteristics of 

the respondents. The other items in the questionnaires were analyzed and presented in tables 

according to the basic questions of the study. The scores of each item were organized 

statistically compiled to obtain the mean value of each item.  

The data collected from interviews and document was analyzed and interpreted qualitatively. 

The hand written notes were transcribed; categorized and compiled together in to themes. 

The result of interview and document analysis was also summarized and organized by related 

themes.  Finally, the overall course of the study was summarized with findings, conclusions, 

and some possible recommendations.  

3.12. Ethical Consideration  

Research ethics refers to the type of agreement that the researcher enters into with his or her 

research participants. Ethical considerations play a role in all research studies and all 

researchers must be aware of and attend to the ethical considerations related to their studies. 

Therefore, the researcher was communicating all selected secondary schools in appropriate 

way. The purpose of the study was made clear and understandable for all participants. Any 

communications with the concerned bodies were accomplished at their voluntary agreement 

without harming and threatening the personal and institutional wellbeing. The identity of the 

respondents’ was also kept confidential throughout the study.   
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                                        CHAPTER FOUR 

4. PRESENTATIONS, ANALYSIS AND INTERPRETATION OF DATA  

This chapter presents the analysis and interpretation of the data gathered by different 

instruments, mainly questionnaire, semi-structured interview and document analysis. The 

summary of the quantitative data has been presented by the use of tables that in corporate 

various statistical tools. 

The purpose of this research was to assess the influence of principal leadership on teacher 

performance in secondary schools of East Wollega Zone of the Oromia Regional State.  

To this end, a total of 138 of questionnaires were distributed to 138 teachers. The returned 

Questionnaires were 132 (95.7%).  The data were analyzed in terms of the frequency, 

percentage, Mean scores and Standard Deviation.  

Item scores for each category were arranged under five rating scales. The range of rating 

scales was strongly disagree = 1, Disagree = 2, Undecided = 3, Agree = 4 and Strongly agree 

= 5.  

Mean scores and standard deviation were calculated from the responses.  For the purpose of, 

easy analysis and interpretation, the mean values of each item and dimension were interpreted 

as follows:  4.5 - 5.00 = Strongly Agree, 3.5 - 4.49 = Agree: 2.5 - 3.49 = Undecided: 1.5 - 

2.49 = Disagree: 1.00 - 1.49 = Strongly Disagree.  Finally, the data obtained from the 

interview and document were presented and analyzed qualitatively to substantiate the data 

collected through the quest 

4.1. Leadership style of principals   

Leadership style is the pattern of behaviours, which a leader adopts to influence the behaviours 

of his/her followers. Strengthening this thought, Kinard (1988:326) wrote that “leadership 

style is behaviour pattern, which a leader exhibits in directing the behaviour of the employees 

toward the attainment of personal or organizational goals.” Thus, effective principals use a 

wide range of leadership style according to the situation and context of their school.  

Teachers were asked to rate the leadership style principals mostly use to influence teachers’ 

performance. The result is summarized in the following table.   
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Table-4:   Leadership style principals mostly use to influence teachers’ performance 
   

   
   

   
   

N
o 

 

Items 

St
ro

ng
ly

 

D
isa

gr
ee

  

D
isa

gr
ee

  

U
nd

ec
id

ed
  

A
gr

ee
  

St
ro

ng
ly

  

ag
re

e 

To
ta

l 

  

 

 

X 

 

 

 

S   
F % F % F % F % F % F % 

1 Principals rely much on 

instructional leadership style 

15
   

 

11
.4

 

21
 

15
.9

 

35
 

26
.5

 

48
 

36
.4

 

13
 

9.
8 

13
2 

10
0 

3.
17

 

1.
16

 

2 Principals have directive character  

28
 

21
.2

 

40
 

30
.3

 

25
 

18
.9

 

20
 

15
.2

 

19
 

14
.4

 

13
2 

10
0 

2.
71

 

1.
35

 

3 Principals have characters    of 

managing school Within changing 

situation 

 1
0 

7.
6 

16
 

12
.1

 

20
 

15
.2

 

53
 

40
.2

 

33
 

 2
5 

13
2 

10
0 

3.
63

 

1.
20

 

4 Principals consult staff and take 

their idea into consideration before 

taking action  

13
 

9.
8 

16
 

12
.1

 

42
 

31
.8

 

31
 

23
.5

 

30
 

22
.7

 

13
2 

10
0 

3.
37

 

1.
24

 

5 Principals give freedom to the 

staff.  

20
 

15
.2

 

26
 

19
.7

 

46
 

34
.8

 

24
 

18
.2

 

16
 

12
.2

 

13
2 

10
0 

2.
29

 

1.
22

 

6 Principal try to satisfy everyone in 

the school. 

28
 

21
.2

 

35
 

26
.5

 

32
 

24
.2

 

25
 

18
.9

 

12
 

9.
1 

13
2 

10
0 

2.
68

 

1.
26

 

7 The principals coordinate the staff 

to share their experiences. 

26
 

17
.9

 

48
 

36
.4

 

33
 

25
 

14
 

10
.6

 

11
 

8.
3 

13
2 

10
0 

2.
52

 

1.
17

 
8 The principals give much concern 

to teaching and learning in class 

room  

19
 

14
.4

 

26
 

19
.7

 

35
 

26
.5

 

28
 

21
.2

 

24
 

18
.2

 

13
2 

10
0 

3.
09

 

1.
31

 

                                                                                     Overall mean 

2.
93

2  

 

Scale <1.49 = strongly disagree, 1.50-2.49=disagree, 2.50-3.49= undecided,  
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With regard to item 1 of Table 4, teachers were asked to reflect their agreement on whether 

Principals rely much on instructional leadership style. Accordingly, 48 (36.4%) and 13 

(9.8%) of teachers responded that school Principals rely much on instructional leadership; on 

the other hand 21 (15.9%) and 15 (11. 4%) of teachers responded that school Principals do 

not rely much on instructional leadership style. The rest 35 (21.5%) of the respondents were 

undecided. Regarding this idea, literature revealed that the characteristics of instructional 

leader style, differs from the other models because it focuses on the direction of influence, 

rather than its nature and source (Bush, 2007). Southworth (cited in Bush, 2007) stated that 

instructional leadership is strongly concerned with teaching and learning, including the 

professional learning of teachers as well as student growth. The weighted mean with standard 

deviation (x =3.17, S = 1.16) also showed that most of principals of secondary schools of 

East Wollega zone rely much on instructional leader style. Therefore, the result indicates that 

secondary school leaders of East Wollega Zone of selected woredas rely much on 

instructional.   

 

As depicted in item 2 of Table 4, the majority 40 (30.3%) and 28 (21.2%) of teachers 

responded disagree and strongly disagree to the item related to school principals have directive 

character respectively; also 25 (18. 9%) of teachers were undecided and the rest 20 (15.2%) 

and 19 (14.4%) of teachers responses’ agree and strongly agree respectively.  Regarding this 

ideas, literature revealed that directive leadership style is similar to the task-oriented style. The 

leader who uses this type of leadership style provides teachers with specific guidelines, rules 

and regulations with regard to planning, organizing and performing activities. This style is 

deemed appropriate when the subordinates' ability is low and or the task to be performed is 

complex or ambiguous. Job satisfaction is increased when the leader gives more directives 

(Hoy & Miskel 2001:408). The mean value 2.71 and standard deviation 1.35 showed that 

principals sometimes use autocratic leadership style. Therefore, the result indicates that 

secondary school leaders of East Wollega Zone use some times autocratic leadership style.      

 

As revealed in item 3 table 4, the majority 53 (40.2%) and 33 (25%) of teachers responses  to 

the item related to principals have characters of managing school within changing situation 

were agree and strongly agree respectively; also 20 (15.2%) of teachers responses undecided 

and the rest 16 (12.1%) and 10 (7.6%) of teachers responded disagree and strongly disagree 

respectively.   Regarding this idea, a diversified body of literature witnessed, that there are 

various leadership styles such as: democratic, autocratic, participative, and lassie-faire that 
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leaders can exercise in different situations so as to influence their employee with the ultimate 

aim of maximizing organizational performance (Gemechis and Ayalew, 2012 ). The mean 

value 3.63 and standard deviation 1.20 show that secondary school leaders of East Wollega 

Zone have characters of managing school within changing situation. Therefore, the result 

indicated that secondary school leaders of East Wollega Zone use different leadership style to 

influence teachers’ performance in school. 

As depicted item 4 in table 4, the majority 30 (22.7%) and 31 (23.5%) of teachers’ responses 

on principals consult staff and take their idea into consideration before taking action are  

strongly agree and agree respectively; also 42 (31. 8%) of  teachers’ responses on the style 

was undecided. The rest 13 (13.9%) and 16 (12.1%) of teachers’ responses were strongly 

disagree and disagree respectively. Regarding this idea, Goldman (2000) states that leaders 

using a democratic style of leadership build consensus through participation, but these leaders 

also expect a higher level of excellence and self-d irect ion. Therefore, the result indicated 

that secondary school leaders of East Wollega Zone consult staff and take their idea into 

consideration before taking action. This shows that principals use participative leadership 

style. The weighted mean with standard deviation (x = 3.37, S = 1.24) also showed principals 

consult staff and take their idea into consideration before taking action. This shows that 

principals use participative leadership style.  

 As indicated item 5 in Table 4, 20 (15.2%) and 26 (19.7%) of teachers responses on the item 

principals give freedom to the staff were strongly disagree and disagree respectively; also  46 

(34.8%)  undecided and the rest 24 (18.2%) and 16 (12. 2%) of teachers’ responses were 

agree and strongly agree respectively. The weighted mean with standard deviation (x = 2.29, 

S = 1.22) also showed that secondary school leaders of East Wollega Zone fare to give 

freedom to the staff.    

 Also as shown in item 6 table 4, the majority 35 (26.5%) and 28 (21.2%) of teachers’ 

responses to the item principal try to satisfy everyone in the school were disagree and 

strongly disagree respectively; 32 (24. 2%) of teachers were undecided and the rest 25 

(18.9%) and 12 (9.1%) of teachers’ responses were agree and strongly agree respectively on 

the issue. Regarding this idea, Hackman and Johnson (2009) describe that laissez-faire style 

is the most influencing style, especially where followers are mature and highly motivated. 

Laissez-faire leadership style allows complete freedom to group decision without the leader’s 

participation. The weighted mean with standard deviation (x = 2.68, S = 1.26) also showed 
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that secondary school leaders in East Wollega Zone do not practice Laissez-faire leadership 

style.   

As depicted in item 7 table 4, the majority 48 (36.4%) and 26 (17.9%) of teachers disagreed 

on the item principals coordinate the staff to share their experiences; also 33 (25%) of 

teachers’ were undecided and the rest 14 (10.6%) and 11 (8.3%) of teachers’ agreed and 

strongly agree respectively on the issue. Regarding this idea, literature revealed that the leader 

needs to be approachable and friendly. He/she displays concern for the wellbeing and personal 

needs of the subordinates. He/she creates an emotionally supportive climate. This style is 

effective when subordinates lack self-confidence; work on dissatisfying or stressful tasks and 

when work does not provide job satisfaction (Hoy & Miskel 2001:408). The mean value 2.52 

and standard deviation 1.17. Therefore, the results indicated that most of the secondary school 

leaders of East Wollega zone cannot coordinate the staff to share their experiences and few of 

them coordinate the staff to share their experiences. When interviewed was conducted with 

vice principals on ways of influencing teachers to perform better, one of vice principals 

responded: 

    ‘‘Organizing experience sharing within school, exchanging best practice among teacher to 

teacher, organizing best practice and give short training on how to develop and expanded the 

best practices and motivating teachers by giving rewards.’’  (V4, 13/3/2018)    

This indicated that some secondary school principals of the study area practice coordination of 

the staff to share their experiences and to make better performance. 

As shown in item 8 table 4 above, the majority 24 (18. 2%) and 28 (21.2%) of teachers’ 

responses on the item principals give much concern to teaching and learning in class room 

were strongly agree and agree respectively; also 35 (26.5%) of teachers response was 

undecided and the rest 26 (19.7%) and 19 (14.4%) disagreed and strongly disagreed 

respectively. Regarding this idea,   Bush and Glover’s cited in Bush, (2007) stressed that, 

Instructional leadership focuses on teaching and learning and on the behaviour of teachers in 

working with students. The weighted mean with standard deviation (x = 3.09, S = 1.31) also 

showed that most of the secondary school leaders of East Wollega zone give much concern to 

teaching and learning in class room.  

To sum up the analysis of data presented in Table 4 revealed that the leadership styles of 

principals' were more democratic, less autocratic and very less laissez-faire. Leadership was 

needed to foster purpose, direction, imagination, and passion, especially in times of crisis or 

rapid change. At such times people look to leaders for hope, inspiration and a pathway which 

lead them to some where more desirable (Bolmanand Deal, 1994). Concerning this the 
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information gained from the principals, vice principals and supervisors discussed that ‘‘the 

school leaders use different style of leadership based on the situation. The school principals 

practice the leadership style according to changing school condition; but the principals 

mostly use democratic leadership style. So, no specific leadership style principals practice 

regularly to influence teachers’ performance in school.’’ 

Generally, school principals are assessed by their subordinates for credible performance based 

on application of these leadership styles. Principals practiced democratic leadership style. In 

addition, they have also practiced autocratic and laissez-faire leadership style in some 

instances. Further, the study brings evidence that principals change their leadership styles 

according to the situation.   

4.2. Involvement of Teachers in Decision-making 
To decide whether principals involve teachers in decision making or not, the researcher asked 

the respondents to give their opinions. Respondents' opinions were given and results are 

indicated in Table 5 
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Table-5: The extent to which school principals involve teachers in school decision-making  
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With regard to item 1 of Table 5, the majority 50 (37.9%) and 24 (17.9%) of teachers’ 

responses on the Principal does not consider teachers suggestions and involvement in 

decision making in schools are agree and strongly agree respectively; also 22 (16.7%) 

undecided and the rest 20 (15.2%) and 17 (12.9%) of teachers’ responses  were  disagree and 

strongly disagree respectively. Regarding this idea, Okoye (1997) viewed that workers should 

be involved in decision that concern them like selected working conditions, fringe benefits 

and staff development programs as this adds to the attractiveness of the organization climate 

and for good performance. On the other hand, Yukl (1994) found that autocratic leaders do 

not consult members of the organization in the decision-making process, the leaders set all 

policies, the leader predetermines the methods of work, the leader determines the duties of 

followers, and the leader specifies technical and performance evaluation standards. 

Therefore, the result indicated that secondary school leaders of East Wollega Zone do not 

consider teachers suggestions and involvement in decision making in school. The weighted 

mean with standard deviation (x =3.32, S = 1.286) also showed that the Principal does not 

consider teachers suggestions and involvement in decision making in school. 

As can be observed in item 2 Table 5, the majority 49 (37.1%) and 26 (19.7%) of teachers 

responses on the principal make the decision and communicate to teachers are agree and 

strongly agree respectively; also 19 (14.4%) of teachers’ were undecided and the rest 23 

(17.4%) and 15 (11.4%) of teachers’ responded disagree and strongly disagree 

respectively. Regarding this idea, Udo and Akpa (2007) asserted that where teachers are 

adequately involved in decision making process, there principal and the realization of 

school goal will be easy, apathy and opposition within the school will be minimized. The 

weighted mean with standard deviation (x =3.36, S = 1.292) also showed that the principal 

make the decision and communicate to teachers. Therefore, the result indicated that 

secondary school leaders of East Wollega Zone make the decision and communicate to 

teachers.  

With regard to item 3 of Table 5, the majority 38 (38.8%) and 28 (21.4%) of teachers 

responses on the principal makes decision openly to improve student achievement by 

participating all teachers are strongly disagree and disagree respectively; also 31 (23.5%) of 

teachers responses’ on the issue was undecided. The rest 20 (15.2%) and 15 (11.4%) of 

teachers’ responses were agree and strongly agree respectively. Regarding this idea, Goldman 

(2000) states that leaders using a democratic style of leadership build consensus through 

participation, but these leaders also expect a higher level of excellence and self-direction. 
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Leaders have time to listen and share ideas with their followers. They also tend to be more 

flexible and are responsive to one's needs. They are able to motivate teachers to participate in 

decision-making and are respectful. The weighted mean with standard deviation (x =2.29, S = 

1.384) also showed that principals does not makes decision openly to improve student 

achievement by participating all teachers. When conducting analyses of the existing document 

such as decision made by involvement of teachers and teachers meeting or discussion on 

school issues the involvement of teachers was very low. Therefore, the result indicated that 

secondary school leaders of East Wollega Zone do not makes decision openly to improve 

student achievement by participating all teachers  

 

As can be witnessed from item 4 of Table 5, the majority 40 (30.8%) 35 (26.5%) of teachers 

responses on principal give emphasis to group decision- making are strongly disagree and 

disagree respectively; also 26 (17.9%) of teachers responses on the issue was undecided. The 

rest 15 (11.4%) and 16 (11.6%) of teachers responses were agree and strongly agree 

respectively. The mean value 2.48 and standard deviation 1. 351 showed that principal does 

not give more emphasis to group decision- making. Therefore, from the result conclude that 

secondary school leaders of East Wollega Zone cannot give emphasis to group decision- 

making. 

In item 5 of table 5, the majority 37 (28.1%) and 33 (25%) of teachers’ responses on item the 

principal allows teachers to show high degree initiative and creativity in decision-making 

process of the school are strongly disagree and disagree respectively; also 25 (18.9%) of 

teachers’ responses was undecided and the rest 18 (13.6%) and 19 (14.4%) of teachers 

responses agree and strongly agree respectively. The mean value 2.61 and standard deviation 

1. 396 showed that the principals’ do not allow teachers to show high degree initiative and 

creativity in decision-making process of the school. Therefore, as could understand from the 

result, school leaders of East Wollega selected woredas Zone do not allows teachers to show 

high degree initiative and creativity in decision-making process of the school. 

As illustrated in item 6 of the table 5, the majority 41 (31.1%) and 36 (27.3%) of teachers’ 

responses on the item principal encourages co-operation among the teaching staff during the 

decision- making process of the school are disagree and strongly disagree respectively; also 

24 (18.2%) of teachers responses was undecided and the rest 17 (12.9%) and 14 (10.6%) 

of teachers responses were agree and strongly agree respectively. Regarding this idea, 

Oduro (2004) maintains, “problem-solving through consultation is impossible with a single 

person’s wisdom”. Such principals who encourage cooperation among teaching staff are 
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democratic in personality. They know very well that teachers cannot perform to their 

expectation unless they are in co-operated in school aspects like decision-making process. 

Therefore, as the finding revealed, school leaders of East Wollega Zone do not encourages co-

operation among the teaching staff during the decision- making process of the school. The mean 

value 2.48 and standard deviation 1. 305 showed that principals do not encourage co-operation 

among the teaching staff during the decision- making process of the school.  

 

In reaction to item 7, of table 5, the majority 40 (32.6%) and 38 (28.8%) of teachers 

responses are disagree and strongly disagree respectively on the items principal is against with 

the decision made by staff meeting; also 25 (16.7%) of teachers responses on the issue was 

undecided. The rest 16 (12.1%) and 13 (9.8%) of teachers responses were agree and 

strongly agree respectively.  Therefore, from the result that school leaders in secondary 

schools of East Wollega Zone do not against with the decision made by staff meeting. The 

mean value 2.42 and standard deviation 1. 290 showed that low against with the decision made 

by staff meeting.   

With regard to item 8 of table 5, the majority 43 (32.6%) and 32 (24.2%) of teachers 

responses on the item principal clear communicate to teacher the issue of the school to make 

decision disagree and strongly disagree respectively; also 23 (17.4%) of teachers were undecided and 

the rest 18 (13.6%) and 16 (12.1%) of teachers responses agreed and strong agreed respectively on the 

issues. Regarding this idea, Hannagan (2002) state that communication by itself can lead to 

higher level of performance if it is properly used. The weighted mean with standard deviation 

(x =2.57, S = 1.32) also showed that the school principals of East Wollega Zone fare 

communicate to teacher the issue of the school to make decision. Therefore, as could conclude 

from the result, the school principals of East Wollega Zone the communication to teacher the 

issue of the school to make decision was fare. 

 Therefore, generally as indicate in the table 5 the majority of secondary schools principals are 

uncomfortable to views of teachers involve in school decision-making; this is an indication of 

autocratic leadership style practiced by the secondary school principals in the study area that 

allows no exchange of views and ideas without any one feeling uncomfortable with other 

people's views. Such uncomfortable views of one another may leads to poor performance 

among the teaching staff. Ezeuwa (2005) support the fact that when people are part of decision 

making process, there is greater opportunity of the expression of mind, ideas, existing disputes 

and more occasions’ for disagreements and agreements. When interviewed was conducted 
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with principals on the manner them involve their teachers in decision making of the schools 

one of the principals responded: 

 "Organize staff meetings in which teachers participate in decision-making, setting meeting 

agenda, exchange ideas and views of how to run the schools” (P1, 05/04/2018) 

 This indicated that most of the principals practiced democratic style of leadership promotes 

unity, cooperation, teamwork and hardworking among teachers, which in turn enhances their 

performance.  

4.3.   Principals delegation of authority and responsibility to teachers 
The researcher went to discover the respondents' opinions on the questions asked to describe 

the extent to which the school principals delegate authority and responsibility to   teachers. 

The results in table 6 indicated below. 
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Table-6 The extent to which the school principals delegate authority and responsibility 

to teachers.  
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Scale <1.49 = strongly disagree, 1.50-2.49=disagree, 2.50-3.49= undecided, 3.50-4.49 = 

agree    and   > 4.50 = strongly agree 
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 With regard to item 1 of Table 6, the majority 43 (32.6%) and 38 (28.8%) of teachers 

responses on the item school leader delegates only tasks without any authority to perform the 

delegated tasks strongly disagree and disagree respectively; also 26 (19.7%) of teachers were 

undecided and the rest 14 (10.6%) and 11 (8.3%) of teachers responses agree and strongly 

disagree respectively.   Delegation of authority is the authorization to undertake activities that 

would otherwise be carried out by someone in a more senior position.   It is a process whereby 

a manager or a senior officer entrusts some of his authority to subordinates or teammates to 

perform certain tasks or duties on his behalf. They however warned that the manager or the 

senior officer remains accountable for those tasks or duties to his own superior officers. 

Therefore, the result indicated that secondary school leaders of East Wollega Zone were does 

not delegate only tasks without any authority to perform the delegated tasks. The weighted 

mean with standard deviation (x =2.33, S = 1.264) also showed that principals of secondary 

schools of East Wollega Zone does not delegates only tasks without any authority to perform 

the delegated tasks.  

As depicted in item 2 of Table 6, 39 (29.9%) and 36 (27.3%) of teachers’ responses to the 

item school leader delegates tasks with appropriate authority to do the tasks agree and 

strongly agree respectively; also 22 (16.7%) of teachers’ responses on the issue was 

undecided. The rest 20 (15.2%) and 15 (11.4%) of teachers’ responses were disagree and 

strongly disagree respectively. Regarding this idea, literature revealed that however, 

sufficient authority must be given to him/her to hold accountable. In practice, delegation can 

be found to operate within two ends of a continuum at one end is a loose control but wide 

freedom while at the other end is a tight control with little freedom. The level of control can 

fluctuate between the two ends depending on the individuals involved and the situation. The 

mean value 3.46 and standard deviation 1. 330 showed that delegate tasks with appropriate 

authority to do the tasks. Therefore, the result indicated that secondary school leaders of East 

Wollega Zone delegates’ tasks with appropriate authority to do the tasks.   

As shown in item 3 of Table, the majority 29 (22%) and 21 (15.9%) of teachers’ responses 

related to the item principal supervises and help teachers how to perform the delegated task 

are disagree and strongly disagree respectively; also 37 (28%) of teachers on the issues and 

the rest 25 (18.9%) and 20 (15.2%) of teachers responses were agree and strongly agree 

respectively. Regarding this idea, McNamara (1999) state that for the delegated task to be 

done well, the supervisor and the subordinate must agree on when the job is to be finished. 

The mean value 2.95 and standard deviation 1. 289 showed that rarely agreed the principal 
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supervises and helps teachers’ how to perform the delegated task. This shows that the 

principals rare supervise teachers on the delegated duties in secondary schools in East 

Wollega Zone. 

As shown in item 4 of Table 6, the majority 41 (31.1%) and 28 (21.2%) of teachers responses 

on the items principal encourage or initiate teachers’ to do the delegated task agree and 

strongly agree respectively; also 23 (17. 4%), of teachers’ on the issue was undecided, and 

the rest 21 (15.9%) and 19 (14.4%) of teachers responses were disagree and strongly disagree 

respectively.  In relation to this idea,   Maicibi (2005) stated that, delegation is the process of 

a supervisor/ officer dividing his total workload and giving part of it to subordinates. He 

identified that effectiveness delegation is efficient, motivating and developmental towards 

work performance. The mean value 3.29 and standard deviation 1. 351 showed that most of 

secondary school principals encourage or initiate teachers to do the delegated task. Therefore, 

the result indicated that secondary school leaders of East Wollega Zone were the principal 

encourage or initiate teachers to do the delegated task. 

As indicated in item 5 of Table 6, the majority 42 (31.8%) and 40 (30.3%) of teachers 

responses on item the principal delegates duties that teachers’ well familiar are agree and 

strongly agree respectively; also 20 (15.2%) of teachers on the issue was undecided. The rest 

17 (12.9%) and 13 (9.8%) of the teachers responses were disagree and strongly disagree 

respectively. Path-goal theory stipulates that for proper performance of the subordinates and 

goal achievement, the leader has to distribute different tasks to subordinates according to 

skills, abilities, knowledge, interests, talents and experience.  The mean values of 3.60 and 

standard deviation of 1.307 agreed that principals delegate them duties they are familiar.  

Based on this, majority of the secondary school leaders of East Wollega Zone were delegated 

duties they are teachers familiar about tasks.    

As indicated in item 6 of Table 6, the majority 38 (28.8%) and 34 (25.8%) of teachers’  

responses on the item principal delegates teachers duties that skilled at agree and strongly agree 

respectively; also 21 (21.1%) of teachers responses on the issue was undecided and the rest 14 

(10.6%) and 18 (13.6%) of  teachers were disagree and strongly disagree respectively. Regarding 

this idea, Blair (2002) discuss that delegation as a management skill that underpins a style of 

leadership that allow the staff to use and develop their skills and knowledge to full potential 

and as a dynamic tool for motivating and training the team to realize their full potential. With 

the mean values of 3.42 and standard deviation of 1.343 agreements that their principals 
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delegate them duties they are skilled. This clearly indicates that most of the secondary school 

teachers’ in study areas are delegated duties they are skilled at by their principals. 

With regard to item 7 of the table 6, the majority 40 (30.3%) and 38 (28.8%) of teachers’ 

responses on the item principal delegate’s duties that teachers specialized at are strongly 

disagree and disagree respectively; also 20 (15.2%) of teachers’ responses was undecided. 

The rest 20 (15.2%) and 14 (9.8%) of teachers’ responses were agree and strongly agree 

respectively. The weighted mean with standard deviation (x =2.47, S = 1.345) also showed 

that principals of secondary schools delegate’s duties that are teachers not specialized at.  

  Therefore, as could conclude from the result, the school principals of East Wollega Zone 

delegate’s duties that are teachers’ not specialized at.   

As can be observed from item 8 of table 6, the majority 43 (32.6%) and 41 (31.1%) of 

teachers’ responses on the item principal delegates duties teachers have no experience at all are 

disagree and strongly disagree respectively; also 21 (15.9%) of teachers’ responses on the issue 

was undecided and the rest 17 (12.9%) and 10 (7.6%) of teachers’ responses agree and 

strongly agree respectively.  Regarding this idea, Chapman (2005) found out that in 

experienced or unreliable people would need a lot of close supervision to get a job done to the 

correct standards. The mean values of 2.33 and standard deviation of 1.252 disagreements 

that, principals delegate them duties they have no experience at all.  Therefore, secondary    

schools leader of in the study area not delegated duties teachers have no experience at all.   

Generally, according to interviews conducted with principals, vice principals and supervisors 

on what criteria, do principals follow when delegating authority and responsibility to the 

teachers? Regarding these interviewees responded: 

  Some duties are delegated to teachers based on knowledge, skills and subject matter of the 

teachers. For example, head of Natural science department must be skilled and knowledgeable 

in Natural science. Most of the interviewees  said that some duties was delegated depending 

on the talents of the teachers; for example, teachers talented in painting are assigned to do in 

pedagogy in order to prepare teaching aids. However, some principals said that they delegate 

duties to teachers with experience, seniority and those who are committed to work. (P3 and 

S3, 27/03/2018; P4 and V4, 13/03/2018; V2 and P2, 12/03/2018; V5 and S5, 05/04/2018; and 

S1 and P1, 10/04/2018) 

This indicates that teachers with skills, knowledge, experience and commitment perform well 

the duties delegated to them than teachers without such qualities. This shows that teacher 

performance in the study area is enhanced because talented and efficient workers. 
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  Interviewee was conducted with principals, vice principals and supervisors on how they 

balance authority and responsibility when they delegate tasks to teachers? Regarding these 

interviewees responded: 

   To balance authority and responsibility delegated to teachers depending on the tasks to be        

 delegated to teachers. That means the work load, expansion of works and accountability of       

the duties delegated.  (P6, V6 and S6, 30/03/2018 and P5’ 05/04/2018) 

This indicate that the principals of the study area balance authority and responsibility when 

delegated tasks to teachers. 

To generalize the analysis of data presented in Table 6 revealed that the secondary school 

principals of East Wollega zone delegate authority and responsibility appropriately to 

teachers. Salinas-Maningo (2005) narrates that the right task, right circumstances, right 

person, right direction and communication and right supervision and evaluation are the 

components of an effective delegation. Concerning this the information gained from the 

principals, vice principals and supervisors most of the school leaders of the study area 

carried out delegated authority and responsibility appropriately to teachers. This indicated that 

the secondary schools leader of East Wollega Zone practice appropriate delegation of 

authority and responsibility to subordinates. 

4.4. Principals encourage teachers’ professional development  
The researcher went to discover the respondents' opinions on the questions asked to describe 

the extent of school principals encourage teachers’ professional development.  The results in 

indicated in Table 7 below   
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Table-7, The extent of school principals encourage teachers’ professional development. 

 

Scale <1.49 = strongly disagree, 1.50-2.49=disagree, 2.50-3.49= undecided,  

          3.50-4.49 = agree and >4.50 = strongly agree   
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As depicted in item 1 of Table 7 21 (15.9%) and 26 (19.7%) of teachers’ responses on the item 

school CPD plan is related with teacher specialization are disagree and strongly disagree; also 

39 (29.9%) of teachers’ on the issue was undecided and the rest 27 (20.5%) and 19 (14.4%) of 

teachers’ were agree and strongly agree respectively. Regarding this idea, literature revealed 

that in planning CPD in schools, it is worth considering the professional development of 

individual teacher. Thus, it is important to match appropriate individual professional 

development provision to particular teacher’s professional needs. This ‘fit’ between the 

developmental needs of the teacher and the selected activity is critically important in ensuring 

that there is a positive impact at the school and classroom level (Hopkins and Harris 2001).  

The mean values of 2.98 and standard deviation of 1.275 showed that the school CPD plan 

was rare related with teacher specialization. Therefore, the result indicated that rare of 

secondary school CPD plan of East Wollega Zone were related with teacher specialization. 

  

As indicated in item 2 of Table, the majority 34 (25.7%) and 30 (22.7%) of teachers’ 

responses on the item CPD done in school is based on CPD need analysis are disagree and 

strongly disagree respectively; and 28 (21.2%) of teachers’ responses on the issue was 

undecided.  The rest 18 (13.6%) and 22 (16.7%) of teachers’ response were agree and strongly 

agree respectively. Regarding this idea, literature revealed that the major activities in CPD 

cycles are analysis of the existing situation, planning, doing, and evaluation. Then CPD 

analysis is related with the activity to select the learning needs of an individual, a group and an 

institution (MoE, 2009b). The weighted mean with standard deviation (x =2.76, S = 1.388) 

also showed CPD done in secondary schools less based on CPD need analysis of teachers. 

Therefore from the result conclude that the CPD done in secondary schools of East Wollega 

Zone were less based on CPD need analysis of teachers. 

 

As can be observed from item 3 of Table 7, the majority 47 (35.8%) and 38 (28.8%) of 

teachers’ responses’ on the item CPD is done effectively 60 hours per year in school disagree 

and strongly disagree respectively; also 21 (15.9%) of teachers’ responses on the issue was 

undecided and the rest 14 (10.6%) and 12 (9.1%) of teachers’ agree and strongly agree 

respectively. The weighted mean with standard deviation (x =2.36, S = 1.255) also showed 

that CPD do not done effectively 60 hours per year in school. Therefore, the results indicate 

that the CPD cannot do effectively 60 hours per year in schools of East Wollega Zone. 
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As can be observed from item 4 of Table 7, the majority 41 (31.1%) and 36 (27.3%) of 

teachers’ responses on the item CPD done in school solves class room learning teaching 

problem disagree and strongly disagree respectively; also 25 (18.9%) of teachers’ on the 

issues was undecided. The rest 19 (14.4%) and 11 (8.3%) of teachers’ responses were agree 

and strongly agree respectively. Regarding this idea, literature revealed that CPD is defined 

as: “Professional development consists of all natural learning experiences and those aware 

and planned activities which are intended to be of direct or indirect benefit to the individual, 

group or school, which constitute, through these, to the quality of education in the classroom 

(Day, 1999b). Also Continuous professional development (CPD) is a continuing process of 

education, learning, training, and supporting activities to achieve valued teaching and 

learning culture of teachers so that they  can educate their students effectively and creating an 

agreed balance between individual, school and national needs (Bolam, 2002). The mean 

values of 2.45 and standard deviation of 1.262 disagreements that the CPD done in school 

solves class room learning teaching problem. This show that more of the CPD done in 

schools cannot solves class room learning teaching problem of the study area.  

As indicated in item 5 of Table 7, the majority 49 (37.1%) and 33 (25%) of teachers’ 

responses on the item school leader encourages peer support approaches to CPD disagree and 

strongly disagree respectively; also 26 (19.7%) of teachers’ responses on the issue was 

undecided and the rest 13 (9.8%) and 11 (8.3%) of teachers’ were agree and strongly agree 

respectively. Regarding this idea, literature revealed that peer support is one of the 

approaches to CPD whereby a teacher has the opportunity to observe colleagues’ lesson and 

also observed by peers. As indicated by scholars, the process of observation and feedback 

facilitates discussion and exchange of practical and relevant ideas, which many teachers 

report as being crucial to the fruitfulness of the CPD experience (MOE 2013). The mean 

values of 2.39 and standard deviation of 1.203 disagreements that the school leader 

encourages peer support approaches. Therefore, from the result conclude that the schools 

leader of East Wollega Zone do not encourages peer support approaches to CPD. 

As illustrated in item 6 of Table 7, the majority 45 (34.4%) and 37 (28%) of teachers’ 

responses on the item school leader encourages collaborative CPD approaches strongly 

disagree and disagree respectively; also 24 (18.2%) of teachers’ responses on the issue 

undecided. The rest 16 (12.1%) and 10 (7.6%) of teachers’ were agree and strongly agree 

respectively.  Supporting this idea MOE (2013) the whole essence of CPD is collaborative 

practice where teachers work together to improve practice. The mean values of 2.31 and 
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standard deviation of 1.267 shows that disagreement the school leader encourages 

collaborative CPD approaches. Therefore, as the result revealed school leaders of secondary 

schools of East Wollega Zone were not encourages collaborative CPD approaches. 

As can be seen from item 7 of Table 7, the majority 56 (42.4%) and 52 (39.4%) of teachers 

responses on the item school leader evaluate the outcome of CPD and gives timely feedback 

strongly disagree and disagree respectively; also 12 (9.1%) of teachers’ responses on the issue 

was undecided. The rest 8 (6.1%) and 4 (3%) of teachers’ were agree and strongly agree 

respectively.  Regarding this idea, literature revealed that the major responsibilities of CPD 

leader are Organise, implement and administer evaluation procedures that monitor 

participation and evaluate the quality and impact of CPD in school. Ensure that CPD is fit for 

purpose and conforms to best value principles. Ensure that an up to date record of staff 

training and development is maintained. Report on the impact and effectiveness of CPD to the 

concerned body (MOE 2013). The mean values of 1.88 and standard deviation of 1.012 shows 

that the school leader do not evaluates the outcome of CPD and gives timely feedback. 

Therefore, the result indicated that secondary school leaders of East Wollega Zone do not 

evaluates the outcome of CPD and gives timely feedback to the concerning body. 

 

As shown in item 8 of table 7, the majority 51 (38.6%) and 30 (22.7%) of teachers’ responses 

on the item CPD done in school address the identified gap in student achievement disagree 

and strongly disagree respectively; also 20 (15.2%) of teachers’ responses on the issue was 

undecided. The rest 18 (13.6%) and 13 (9.8%) of teachers’ were agree and strongly agree 

respectively. The mean values of 2.49 and standard deviation of 1.257 disagreements that the 

CPD done in school address the identified gap in student achievement. Therefore, from the 

result conclude that the CPD done in secondary schools of East Wollega Zone do not 

contribute to fill the identified gap in student achievement. 

As indicated in item 9 of table 7, the majority 32 (24.2%) and 26 (19.7%) of teachers’ 

responses on the item school leader record teacher professional portfolio agree and strongly 

agree respectively; also 30 (22.7%) of teachers’ responses on the issue was undecided and the 

rest 24 (18.2%) and 20 (15.2%) of teachers’ were disagree and strongly disagree respectively. 

Regarding this idea, literature revealed that a professional portfolio is a structured and 

thought fully organized collection of information which illustrates your skills and abilities, 

substantiated by samples of student work and realized through reflective writing, 

deliberation, and conversation with peers, teachers and faculty (Shulman, 1997). The 
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weighted mean with standard deviation (x =3.15, S = 1.345) also showed that most of 

secondary school leaders of East Wollega zone record teacher professional portfolio. 

Therefore from the result conclude that most school leaders of East Wollega Zone record 

teacher professional portfolio. 

Generally, according to interviews conducted between the researcher and principals, vice 

principals and supervisors on how do teachers work CPD to develop their own profession? 

Regarding these interviewees responded:  

 ‘‘Teachers work CPD first the school annual CPD plan was prepared by school principals 

and given to teachers. After that depend on the school plan teachers was prepared own 

professional development plan. The teacher not work  CPD by own interest to develop own 

profession because of the CPD done in school no one give feedback positively as well as 

negatively and no one given value to CDP at any stage. So, teachers done CPD because of 

when school principals prepare value based plan considered CPD as point and teachers done 

to get the value.’’ (P4 and S4, 13/03/2018 and V1 and S1, 10/04/2018) 

This indicate that the secondary school teachers’ of East Wollega zone cannot done CPD to 

develop own profession by own interest and the impact of CPD in the study area on teachers’ 

professional development was less.   

Also when analyzed the existing documents the school CPD plan prepared from year to year 

similar to each others. That means no one analysis the strength and weakness of the CPD done 

in school and no one given the feedback about the CPD done by teachers positively or 

negatively.  As well as the teachers portfolio recorded in school was similar to each other from 

year to year and no one given any value and any recommendation. Also, the student 

achievement result for last three years one year increase and the other year decrease. Not 

consistent increasing or decreasing from year to year.  This indicate that the principals of 

secondary school of East Wollega zone cannot encourage teachers’ professional development 

done by continuance professional development and the attention given to CPD the study area  

was very low. 

To generalize the analysis of data indicated in table 7 and the researcher conclude that the 

secondary school principals of East Wollega Zone the encouragement of teachers’ 

professional development very low. Continuous professional development enhances their 

knowledge and skills and enables them to consider their attitudes and approaches to the 

education of children, and to improve the quality of learning and teaching. In short, CPD 

focuses on fostering individual competence to enhance, practice and facilitate dynamic 

changes in education Blandford (2000). Concerning this the information gained from the 
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principals, vice principals and supervisors most of the school leaders of the study area 

carried out cannot encourage teachers’ professional development. This indicates that the 

attention given to CPD was very low. 
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                                CHAPTER FIVE 

5. SUMMARY, CONCLUSIOs AND RECOMMENDATIONS  

5.1. Introduction 
This part of the study deals with the summary of the major findings, conclusions drawn on the 

bases of the findings and recommendations that are assumed useful to enhance principals’ 

leader ship style influence on teachers’ performance in secondary schools of East Wollega 

Zone.  

5.1. Summary of the findings 
The study was aimed at assessing principal leadership styles influence on teachers' 

performance in secondary schools of East Wollega Zone. In order to meet this purpose, the 

following basic research questions were designed. 

        

1  Which leadership style do principals mostly use to influence teachers’ performance? 

2    To what extent do school principals involve teachers in school decision-making? 

3    How far do school principals delegate authority and responsibilities to teachers? 

4    To what extent do school principals encourage teachers’ professional development?  

  

To answer these research questions, descriptive survey design was employed. The study was 

conducted in 6 school selected using simple random sampling techniques. From total 214   

teachers 138 teachers were selected through Stratified random sampling technique. 

Furthermore, 6 principals, 7 vice principals and 6 supervisors’ were selected by available 

sampling, since they have direct relation in supporting and encouraging teachers. To gather 

necessary information 138 questionnaires were distributed to teachers, and 132 were properly 

filled and returned. In addition, semi-structured interview was conducted with 6 school 

principals 7 vice principals and 6 supervisors to extract in-depth information regarding 

leadership styles on teachers performance. 

The data collected from teachers through the questionnaire were analyzed and interpreted by 

using percentage, frequencies, mean and standard deviation. The analysis of the quantitative 

data was performed with the help of SPSS version 20 computer program. The data gathered by 

semi-structured interview was analyzed qualitatively using narrations to support the result 

obtained from quantitative analysis. Finally, the research came up with the following major 

findings.  
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1   School principals used different leadership style to influence teachers’ performances.    

     No specific leadership style was mostly used in this regard; the proper style depends   

     on the school situation. 

2 As much as possible the school principals concern in class room teaching learning by   

using different leadership style to enhance teachers’ performance. 

3 The involvement in decision making and the participation of teachers openly in decision 

making on school issues was rare in secondary school of the study area.  

4 The achievement of better performance depends on principals who allow 

encouragement, initiation, creativity, high participation, consider teacher suggestion, 

clearly communication, encourage co-operation  and innovative of teachers in decision 

making of the schools. 

5   Principals’ exercise proper delegation of authority and responsibility to teachers 

makes teachers to inculcate a sense of responsibility, hard working and commitment 

among themselves,  whic h in turn enhances teacher performance.  

6   Principals encourage teachers professional development was very low. Continuous 

professional development (CPD) that done in school to enhance teachers’ professional 

development was very low encourages teachers’ professional development.   

7   School principals’ cannot evaluate the impact of continuous professional 

development on teachers’ performance and cannot give timely feedback to concerning 

body.  
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5.2. Conclusions  
 

Based on the findings of this study the following conclusions were drawn.  

 The majority of the secondary school leaders of East Wollega Zone us democratic, autocratic 

and laissez-faire styles of leadership to influence teachers’ performance in school. This means 

the secondary schools leadership style were based on the real situation at school. Practicing 

leadership style based on the situation greatly influences teachers’ performance effectively. 

Thus, it could be concluded that the mixed leadership style was used by the principals 

whereby the styles were used according to the situation so as to enhance better performance 

among teachers in study site secondary schools. 

 Involvement of teachers in decision-makin concluded that the way principals' involve 

teachers indecision-making had no a significant influence on teachers' performance in 

secondary schools of East Wollega Zone. The ways of decision-making of principals in 

secondary schools were not in right tracks to consider teachers ideas on the issue of school.  

This indicates that principals involve teachers in decision-making through staff and 

department meetings and teachers' views in meeting are value less and implemented in final 

decision of the schools are not effective. This has greatly enhanced teachers' poor performance 

in the study area.  

 Delegation of authority and responsibility to teachers the researcher concluded that 

Principals' delegate authority and responsibility to teachers were a significant influence on 

teachers’ performance in secondary schools of study areas. This implies that principal delegate 

authority and responsibility to teachers with appropriate manner to do the tasks and to 

enhanced performance of teachers in East Wollega Zone. 

Encouragement of teachers’ professional development concluded that the continuous 

professional development done in school was not effectively to enhance teachers’ 

performance. Furthermore, the continuous professional development done in school by a 

teacher was no one can given feedback positively or negatively to enhance teachers’ 

professional development. Generally the school principals secondary schools of East Wollega 

Zone was not give attention to continuous professional development done in school to enhance 

teachers’ performance.   
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5.3. Recommendations 
Based on the above conclusions, the following recommendations were for warded to be the 

solution of the influence by concerned bodies to advance and to improve the principal 

leadership styles associated with teachers' performance in secondary schools of East Wollega 

Zone.  

1 Zone education Department should organize regular inspection to schools to 

monitor the style of leadership used by principals that could enhance better 

performance among teachers. 

2  The school principals of East Wollega Zone use more democratic leader ship style 

to influence teachers’ performance and to achieve school goals. Also reduce using 

autocratic and laissez-faire leadership style as much as possible. 

3 The basic influence on teachers performance not to work as expected were found 

to be Principals' improper style  used and un equal treatment of thoughts among 

teachers in decision-making process. Therefore, Zonal Education Department and 

Woreda Education Office are advised to ensure the right tracks of involving 

teachers indecision-making of secondary schools of East Wollega Zone trains’ 

principals on how to involving teachers' in decision-making. 

4 Principals more emphasis on group decision making when make decision on 

school issue to enhance teachers’ performance and improve student achievement. 

5 For the proper delegation of authority and responsibility by the secondary schools 

principals' to teachers, Zonal Education Department and Woreda Education Office 

should recognize the major duties, authority and responsibility and criteria of 

delegating them to teachers providing further training, seminar and workshop to 

both principals and teachers so as to be well equipped with new skills and 

knowledge needed to perform the delegated school tasks.  

6 The Zonal Education Department, Woreda Education Office and all concerning 

body evaluate continuous professional development (CPD) done in schools give 

timely feedback and value for CPD. 

7 Secondary school leaders’ practices in school collaborative work, peer support, 

training to each other’s and experience exchange between teachers and teachers, 

department and department. 

8 The Zonal Education Department, Woreda Education Office and school leaders 

give more attention to continuous professional development to enhance teachers’ 
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performance and improve student development.  

 

9 The influence of principals’ leadership style on teachers’ performance is a 

problem of quality education. Thus, the researcher would like to recommend to 

East Wollega Education Department and other individuals to conducts deeper and 

wider research work on the influence principals’ leadership style on teachers’ 

performance to search for better and wider solution.  
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Appendix-A 

ADDIS ABABA UNVERSITY 

COLLEGE OF EDUCATION AND BEHAVIOURAL STUDIES  
DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT                   

           QUESTIONNAIRE TO BE FILLED BY TEACHERS. 
 

Dear Respondents: 

This survey is designed for assessing the influence of principals’ leadership style on teachers’ 

performance in East Wollega Zone secondary schools. 

The main purpose of this questionnaire is to collect relevant information f o r  this research 

work. This questionnaire is for secondary school teachers who are expected to perform well in 

schools. It is on this background t ha t  you have been randomly selected to participate in the 

research by completing the questionnaire. I request for your co-operation to answer the 

questions as per the instructions given at the beginning of each section. The success of this study 

directly depends up on your honest and genuine response to each question. You are requested 

to be as honest as possible when answering this questionnaire.  Therefore, I kindly request you 

to fill this questionnaire openly. 

           

  Note: 

 You do not have to write your name. 

 Your answer should represent your thinking. 

 Be frank. Give a true picture of your thinking about the present performance. 

 Be sure to keep the statement in mind when deciding how you think about the 

aspect on your performance. 

Please answer the following questions by filling in the spaces provided or ticking   or X the 

appropriate alternative/response to each statement below. 

Thank you in advance for your cooperation 

Part I. Background Information  

1. Name of the school: _________________ 

2. Location of the school: Urban                    Rural         

3. Sex:  Male          Female   

4. Age:       20-30        31-40            41-50        51and above     



77 
 

5. Position or responsibilities you are currently holding at school 

____________________  

6. Level of Education:    Diploma      B.A / B.Sc / B.Ed      M.A / M.Sc   

7. Work Experience   in year: 1-5      6- 10      11-15    16- 20             21 and 

above     

8. Field of specialization_______________________________ 

9. Your teaching load per week  

PARTII: -Questions on Leadership Style 

This part of the questionnaire contains close ended items that focus on the leadership styles under 

investigation. Based on the concept of each item, please select the option that directly represent 

your opinion on leadership styles and rate the following using a scales where; 1 = Strong 

Disagreely (SD); 2 = Disagree (D) 3 = undecided (U); 4 = Agree (A) and 5= Strongly Agree 

(SA) Please choose the appropriate response to each statement below by ticking   ( ) or (X)     

 

1. Item related to Principal's leadership Style. 

 

No 

 

Item of  Styles of leadership 

 

1  

 

2  

 

3  

 

4 

 

5 

1.1 Principals rely much on instructional leadership 

style 

     

 
1.2 Principals have directive character      

1.3 Principals have characters of managing school 

Within changing situation  

 

    

 

1.4 

 Principals consult staff and take their idea  

 into consideration before taking action.  

     

1.5 Principals give freedom to the staff.      

1.6 Principals try to satisfy everyone in the school      

 
1.7 The principals coordinate the staff to share   

their experiences 

     

1.8 The principals give much concern to teaching  

and learning in class room  
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2. Items related to Involvement in decision-making. 

  

No. Items  

1  

 

2  

 

3  

 

4 

 

5 
 

2.1.  

The Principal does not consider teachers 

suggestions and involvement in decision making 

in school. 

     

 

 2.2. 

 

 The principal make the decision and communicate 

 to teachers  

     

 

2.3.  

The principal makes decision openly to improve 

student achievement by participating all teachers. 

 

     

 

2.4.  

 Principal give emphasis to group decision- 

making. 

     

 

2.5.  

The principal allows me to show high degree 

initiative and creativity in decision-making 

process of the school. 

     

 

2.6.  

The principal encourages co-operation among the 

teaching staff during the decision- making process of 

the school. 

     

 

2.7.  

The principal is against with the decision made    by 

staff meeting. 

     

 

 2.8 

The principal clear communicate to teacher the issue 

of the school to make decision. 
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3. Items related to Delegation of Authority and Responsibility. 

 

 
No 

 

 
Items 

 
1  

 
2  

 
3  

 
4 

 
5 

3.1. The school leader delegates only tasks without any 
authority to perform the delegated tasks. 

     

3.2. The school leader delegates tasks with 
appropriate authority to do the tasks.   

     

3.3. The principal supervises me and help me how to 
perform the delegated task.  

     

3.4. The principal encourage or initiate me to do the 
delegated task. 

     

3.5. The principal delegates me duties that I am well 
familiar. 

     

3.6. The principal delegates me duties I am skilled at.      

3.7. The principal delegate’s duties that I am specialized 
at. 

     

3.8. The principal delegates me duties I have no 
experience at all. 
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4. Items related Professional Development of teacher 

 

 
No 

 
Items 

 
1  

 
2  

 
3  

 
4 

 
5 

 
4.1. 

The school CPD plan is related with teacher 
specialization. 

     

 
4.2. 

The CPD done in school is based on CPD 
need analysis. 

     

 
4.3. 

 CPD is done effectively 60 hours per year in 
school. 

     

 
 4.4 

The CPD done in school solves class room 
learning teaching problem.  

     

 4.5  The school leader encourages peer support 
approaches to CPD. 

     
 
 

 4.6  The school leader encourages collaborative 
CPD approaches. 

     

 4.7  The school leader evaluates the outcome of 
CPD and gives timely feedback. 

     

 4.8  The CPD had done in school address the 
identified gap in student achievement.  

     

 4.9  The school leader record teacher 
professional portfolio 
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                                 Appendix – B 
                                 ADDIS ABABA UNIVERSITY 

               COLLEGE OF EDUCATION AND BEHAVIOURAL STUDIES  
DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

INTERVIEW QUESTIONS FOR PRINCIPALS AND VICE PRINCIPALS 
Part one: General information and personal data 

Sex________ Age __________ 

Education Qualification__________ 

Current position ________________________ 

Your subject of specialization ___________________________ 

Your service year in this school __________________________ 

How long have you been a principal/vice principal/supervisors   _____________ 

Part two: Give your responses to the following questions in short. 

1. In which aspects do you involve teachers in decision-making of the school? 

2. How do teachers work CPD to develop their own profession? 

3. What criteria do you use when delegating authority and responsibility to teachers? 

4. How do you balance authority and responsibility when you delegate teachers?   

      5.  Which leadership style you mostly use to lead the school? 

6. In what ways you influence teachers to perform better? 

7. In what ways do your leadership styles affect teacher's performance? 
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                                         Appendix c-1 
ADDIS ABABA UNIVERSITY 

COLLEGE OF EDUCATION AND BEHAVIOURAL STUDIES 
DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

 Document Review Checklist  
The document review checklist will be conducted based on the following school documents. 
No                             Items      

Availability 

 

  Yes            No 

1 The school CPD plan   

2 Teacher portfolio    

3 Student achievement result last three years   

 4 Document of decision made by involvement of teacher    

5 Report document:  

           -Performance progress reports 

         - Training report  

  

6 Document of teacher meeting or discussion on school 
issue  
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                                Appendix c 2 
Code no of principals, vice principals and supervisors   

P1 = Principal of Gute secondary school 

P2 = Principal of Sire secondary school 

P3 = Principal of Gatama secondary school 

P4 = Principal of Ano secondary school 

P5 = Principal of Ifa secondary school  

P6 = Principal of Uke secondary school    

V1 = Vice principal of Gute secondary school  

V2 = Vice Principal of Sire secondary school 

V3 = Vice Principal of Gatama secondary school  

V4 = Vice principal of Ano secondary school  

V5 = Vice principal of Ifa secondary school  

V6 = Vice principal of Uke secondary school 

S1 = Supervisor of Gute secondary school  

S2 =   Supervisor of Sire secondary school 

S3 = Supervisor of Gatama secondary school  

S4 = Supervisor of Ano secondary school   

S5 = Supervisor of Ifa secondary school   

S6 = Supervisor of Uke secondary school  
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                                     Appendix C3  
 East Wollega Zone secondary schools, grade 10 students national examination from 2007-
2009 

Year in E.C No of students set for 

national examinations  

No of students score 

2.0 and above 

No of students score 

below 2  

M F T M F T M F T 

2007 7534 7296 14830 6519 5887 12406 1015 1409 2424 

2008 8203 7479 15682 580 573 1153 7623 6906 15294 

2009 9135 8044 17179 8030 6865 14895 1105 1179 2284 
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Appendix D-1  
Daniel (1999) sampling formula.  

                   S =   ଡ଼మ୮(ଵି୮)
ୢమ(ିଵ)ାଡ଼మ୮(ଵି୮)

     were,    

 

S = required sample size.    

X2= the table value of chi-square for 1 degree of freedom at the desired confidence level or 

       level of confidence (3.841). Were, X=1. 96 then     Xଶ  = 3.841 

N = the population size.  

P = the population proportion or expected proportion     

d= the degree of accuracy expressed as a proportion (. 05),  
 

Therefore, to determine the sample size of teachers,      

                   S =   ଡ଼మ୮(ଵି୮)
ୢమ(ିଵ)ାଡ଼మ୮(ଵି୮)

   where N= 214 

 

 S =   (.ૡ)()(.)(ି.)
.(ି)ା (.ૡ)(.)(ି.)

      

  S = 138 

 

Appendix D-2  

William stratified Formula (1977:75):  
    
Ps = n   x No   of teachers in each school 
         N 

     

 Where,    Ps = Proportional allocation to size  

                  n = Total teachers’ sample size   

                 N = Total number of teachers in the eight selected sample school=214 

 


