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Abstract 

The purpose of this study was to assess the behaviors of leaders / deans / and 

organizational culture in Openo government Poly Technical College of Gambella PNRS. 

The design used to conduct this research was descriptive survey design. Accordingly, the 

primary data sources for the study were trainees, trainers, ADST and managers in this 

TVET institution the secondary sources were journals and other documents. Regarding 

the questionnaires, distributed to sample size of 70 trainees, 20 trainers, 26 ADST and 7 

managers. All 123 distributed questionnaires were returned, producing an overall 100% 

return rate. Data obtained through questionnaires were analyzed using frequency. The 

findings of the study revealed that deans come to  their leadership position by 

recommendation and assignment of authority, laissez - faire leadership and risk taking 

and decision making  behavior were more and leaders performances was the least 

behaviors that perceived.  Involvement cultural dimension was more affected 

organizational culture by the overall dean’s leadership behavior. In addition there were 

statistically significance relationship between leadership behaviors and organizational 

culture. Finally, based on the findings and conclusions, recommendations were made on 

coming to leadership position of deans/leaders to be according to the merit based on 

available criteria to do their work effectively on transformational and transactional 

leaderships, in turn, encouraging leadership performances, vision and goal setting 

approach of leadership. Furthermore, Gambella TVET Bureau is responsible to give 

directives and guidelines in the cases that whenever shortcomings and gaps are observed 

and the Openo TVET College need to strengthen public relations to create community 

links. 

KEY WORDS;    Leadership Behavior and Organizational Culture. 
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CHAPTER ONE 

INTRODUCTION 

This chapter explores background of the study, statement of the problem, objectives of 

the study, significance of the study, delimitations of the study and limitations of the 

study. Under statement of the problem, there are basic questions that guide the study to 

examine the nature and   relationship between the two variables. 

1.1. BACKGROUND OF THE STUDY 

Over the years, the phenomenon of leadership has been studied extensively in various 

contexts with various theoretical foundations. It is believed that leadership plays a crucial 

role in organizations and has direct influences on group process and outcomes.  

Leadership has been defined in terms of group processes, influences, personality, 

compliance, particular behaviors, persuasion power, goal achievement, interaction role 

definitions, and a combination of two or more of these (Bass, 1990;  Northous , 2000; 

Yukl , 2006) . These concepts of leadership have led to differences in the choice of the 

phenomena to investigate as well as differences in the interpretation of the outcomes. For 

example, Hemphill and Coons ( 2006), defined leadership as the behavior of individual 

when directing the activities of a group toward a shared goal. According to Robbins 

(2001), leadership is defined as the ability to influence a group toward the achievement of 

goals. A question has emerged about what type (models) of leadership behavior would 

meet the organizational culture. One of the current approaches to leadership that has been 

the focus of many researches  is transformational leadership approach. Transformational 

leadership, as its name implies, is a process that changes and transforms individuals. It is 

concerned with emotions, values, ethics, standards and long–term goals and includes 

assessing followers‟ motives satisfying their needs and treating them as a human being 

(Northouse, 2004). 

According to Bass and Avolio (1994), transformational leaders have been characterized 

by four separate components or characteristics denoted as the four I‟s of transformational 
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leadership. These four factors include idealized influence, inspirational motivation, 

intellectual stimulation and individualized consideration.  

Many leadership scholars have denoted that leadership is a critical component to 

organizational effectiveness, performance, trust and commitment, (Bass &Avolio 1994; 

Hsu, 2002; Hsu, Bell &Chenz, 2002; Kent &Chenaduni, 2001; 2003, Lim &Cromartie, 

2001). 

 Fiedler and Garcia (1987) noted that the quality of leadership is the most important 

factor in determining the success or survival of organizations.  Leadership style consists 

of the behavior patterns of a person who attempts to influence others; this means that, 

leadership style is the behavior that a leader exhibits when dealing with subordinates. 

Particularly, for this study, transformational leadership behavior is taken as a model. That 

is, transformational leaders exercise influence on their employs view benefits of human 

capital, encouraging communication among employees and creating organizational 

culture (Goudurzu and Ehinin, 2001). Another area gaining momentum in the 

organizational behavior literature is organizational culture which is present throughout an 

organization at all times. 

 Denison & Mishra (1995) through a series of studies identified four dimensions of 

organizational culture, namely involvement, consistency, adaptability and mission.  

Organizational culture can be defined as the deep rooted beliefs, values and assumptions 

widely shared by the members of organizations and strongly shaped the identity 

behavioral norms for the group (Lim &Cromartie, 2001).   The values, beliefs and norms 

that plays role in creativity and innovation in organizations can either support or inhibits 

creativity and innovation depending on how they influence the behavior of individuals 

and groups. 

Deshpende and Webster (1989) define organizational cultures as the patterns of shared 

values and beliefs that help individuals understand organizational functioning and thus 

provide them with norms for behavior in the organization. Besides that, Grieves (2000) 

asserts that organizational culture as the sum total of the learned behaviors, traits, beliefs, 

and characteristics of the members of some particular organizations. 
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Fairholm (1994) posits that cultures provide the basis for an orderly interaction between 

group members. It structures the group, not informal organizational ways, but at the 

deeper level of foundation values, which causes specific rules and regulations to be set up 

to order members‟ actions. 

From the concepts of organizational culture and the previous statements, it can be seen 

that cultural analysis helps us in understanding the culture of individuals within different 

teams, especially when they have to work together in meaningful ways to achieve a 

common goal.  

Tichy and Devona, (1986), states that transformational leaders seek support and resources 

for the personal and professional development of their employees. Transformational 

leaders encourage followers to participate in educational programs to promote and 

develop skills, to achieve exceptional performance. Transformational leadership is more 

commonly exhibited in the higher echelons of an organization particularly an 

organization that selects its leaders based on their ability to change and improve their 

work units (Avolio, et al 1991).  

The Gambella Regional state is one of the nine member states of the Federal Democratic 

Republic of Ethiopia (FDRE). It is located in the south-western Ethiopian lowands 

bordering the Republic of South Sudan from the west, the Oromia Regional State from 

the north-east and the Southern Nations Nationalities and Peoples Regional State 

SNNPRS) from the south-east.   The Gambella Regional State is predominantly inhabited 

by five indigenous ethnic groups, namely the „Anywa‟, „Nuer‟, „Majang‟, „Opo‟ and 

„Kumo‟. In addition to these five indigenous ethnic groups, there are other Ethiopians of 

different ethnic origins in the region who are collectively referred to as “highlanders”.  

According to the latest national 2007 census, the total population of Gambella is 306,916 

of which 159,679 are men and 147,237 are women. From the total population 25.37% 

live in urban. The estimated density of the region is 9.57 people per square. About 20% 

of school age girls and 15% of school age boys were reported to be out of school...  

Education is a primary indicator of development and a long for the quality of growth in 

the given society. However, in Ethiopia despite a long tradition of education and a 
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century old history of modern schooling, the education system remains back ward and far 

behind the expectation.  

The Ethiopian TVET program is designed to equip technical and vocational knowledge 

which able to produce competence, motivated and innovative middle technical work 

force.  Thus, the general objective of TVET is to supply individual with the required 

skills, knowledge and attitude to enable them to generate their own income. According to 

TVET proclamation No,954/2016 page 9072, Gambella PNRS, to be the fully accepted 

members of the society and to cope up with present and future demands of the society 

,established one TVET government college.  

Openo poly technical college is a TVET institution which was established in 2000 in line 

with the objectives of Ethiopian TVET program. As it has been rooted as Openo 

intermediate high school, once it was established in 2006, it has been delivered certificate 

program for six years consequently.  All with the concern of government 0f the PDER 

proclamation No, 954/2016 it has been grown to the college and poly technical college in 

2007and 2010.  Openo poly technical college has been giving a formal and non – formal 

vocational training. Since 2006 mainly focusing on trainees to obtain technical skills and 

knowledge which can help them the labor market .The college had given formal training 

for  1500 trainees of different occupations and non – formal trainees  about 1000 different 

occupations  of which 2020 of them were certified. Among these, 43% were female. 

Currently the college is giving training on 18 different occupational fields with 58 

trainers and 3430 trainees, with in 41 levels.  Moreover, 58 trainers and 67 non- teaching 

staff,18 different fields of studies and 24 one to five ( 1-5 ) organizational arrangements, 

and 18 different occupational fields are on program  to achieve the goal of certification 

from level I – IV (diploma program) 
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1.2. Statement of the Problem 

As already discussed in the background above, TVET leaders should keep up to date with 

new leadership techniques and trends, especially through lifelong learning programs. One 

of the most important features of TVET is its orientation towards the world of work and 

the emphasize of curriculum on the acquisition of employable skills (AU, 2007). 

 They should receive special training in the methods and problems associated with 

specific features of TVET and include leadership styles and methods that facilitate the 

allocation of the available resources and development methods (UNESCO and ILO, 

2002).  Although little is known due to limited research in the area, the current TVET 

leadership behavior in Ethiopia do not seem effective to address the overall objectives of 

the sector in line to the recent rapid technological change (MoE, 2006).   

It seems that TVET college deans do not have sufficient and relevant training in the area 

of leadership. Most of the deans seem that they do not have leadership skills and 

leadership experiences to lead the TVET colleges.  In addition, the major operational 

responsibilities should be given to TVET institutions or colleges in order to become self-

governing with respect to leadership including charging of training fees, designing a 

planning of TVET programs, adjustment of curricula, selection of trainees, recruitment of 

the staff and overall human resource management and generation of external funds. 

These increased responsibilities require effective, strong, competent and powerful 

leadership skill in all TVET institutions (MoE, 2007).   

changing labor market, trains and retrains the A good quality TVET system should be the 

one that flexible, adoptable and innovative takes advantage of local, regional and global 

opportunities and concern to address the implication of employed, unemployed and the 

managers with the objective of achieving equal opportunity for all in both the formal and 

informal sectors of the economy. In addition, the TVET leadership is a prime role actor to 

maintain good quality education and training (MoE, 2007).  These requires well trained, 

experienced, motivated, devoted and professionally committed leaders and a lot must be 

done to assign the right people for the right place by the higher TVET executive.   
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Accordingly, TVET has been established and supposed to carry out the responsibility of 

producing middle level technical personnel (MoE, 2002).   

In Gambella Peoples National Regional State, the purpose of TVETs has been derived 

from the national education policy and strategy of technical and vocational education. In 

2006, there was only one government technical college which proved the technical skill 

training such as welding, mechanic and plumbing etc.    

In the 1994 education and training policy of the country, there is part which states that 

educational institutions have been decentralized and the structure of TVET unlike the 

previous one has been parallel to the academic stream. The policy added that the 

educational leadership should be professionally led, but the present training is conversely 

that none professional leaders have been assigned in TVET colleges according to the 

Gambella Peoples National Regional State.  So far, there were very limited studies these 

researches were limited to same aspects of TVET leadership behaviors in line with 

institutional culture. Some of these were conducted in Ethiopia, among these, 

Yekunoamlak (2000) in comparative analysis of vocational training and employment 

opportunity in government and non – government schools training centers in Ethiopia, 

Gorfu (2010) Managerial effectiveness in selected government TVET colleges of Addis 

Ababa and Bizuneh (2006) A comparative study of government and private middle level 

TVET program implementation in Oromia Regional State unpublished thesis Addis 

Ababa University. These researches were limited to some aspects of TVET leadership 

practices like leadership performance, leadership competence, behavior of leaders, 

leadership style effective leadership practice and type of leadership.  . 

Although various studies showed the areas of TVET managing systems within TVET 

institutional culture, these studies were conducted in different setting from the context of 

openo poly TVET college of Gambella. This indicates that there is a knowledge gap 

regarding what leadership behaviors are responsible for improving its TVET leadership 

in line with the institutional culture and develop self - employment opportunities. 

Furthermore, the quality of education has lowered; Out of 2020 trainees only 9% pass the 

COC examination. This was indicated by the failure of almost all students in COC 

examination in 2017 which is the gap in qualification and less commitment in leadership 
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behaviors to strengthen the culture of self – employment and support job creation in the 

economy through the expansion of TVET institutions and small enterprises by means of 

industrial extension workers of TVET. Moreover, there were very limited international 

studies on leadership behaviors and institutional culture, for instance, Hai Nam Nguyen 

in Griffith School of engineering, Griffith University ( 2009),on the impact of leadership 

behaviors and organizational culture on knowledge management practices in small and 

medium enterprises, ,Ziad and Ibrahim (2006), on  the relationship between 

transformational leadership behaviors and organizational culture in college of physical 

education in Jordan and BMC Health services researches (2011; 11098) on the 

relationship between leadership behaviors, organizational culture and job satisfaction. 

These researches were limited to results such as leader‟s personality and behaviors have 

significance influence on supporting knowledge management practices and individual 

and small enterprises are more likely to have a single organizational culture, significant 

relationship between transformational leadership behaviors and institutional culture and 

significantly (positively) correlation of organizational culture with leadership behaviors. 

Thus, no research has been made on leadership behaviors and organizational culture in 

Openo poly technical college to identify whether leaders in this TVET institution are 

committed, lack awareness regarding TVET and leaders appointments system. Hence, the 

researcher was interested to examine the present leadership behaviors and TVET 

institutional culture in Openo Government Poly technical College to address the 

following basic questions.   

1.3. Research Questions 

1) What are the college member perceptions of their institutional culture?  

2) What is the leadership behavior and organizational culture which is more 

perceived?  

3) What does the relationship between leadership behavior and organizational 

culture look like? 
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1.4. Objectives of the study 

1.4.1. General Objective 

The general objective of this study was to investigate leadership behaviors and 

organizational culture as perceived by college members at Openo Polytechnic College of 

Gambella. 

1.4.2. Specific Objectives 

The specific objectives of this research were;  

1. To identify perceptions of college members about institutional culture of OPTCG.  

2. To investigate the leadership behaviors in the government TVET college 

perceived by their staffs and student 

3. To identify the relationship between leadership behavior and organizational 

culture   

1.5. Significance of the Study 

Although many researchers conducted different studies about leadership behavior and 

organizational culture in different parts of the country, there was no such research carried 

out at Openo Polytechnic college of Gambella. This shows that there is knowledge gap 

concerning about the relationship between the two major variables. 

The topics of leadership behavior and organizational culture have attracted considerable 

interest of both academic and practitioners. Any technical and vocational education and 

training program should be implemented in order to respond to social and economic 

demand of a country. However, assessing the leadership behaviors and organizational 

culture perceived by the institutional members on TVET program and identification of 

the major problems encountered by leaders and there by generating necessary 

information for decision making and corrective action is essential.  

The result of this study about leadership behavior and organizational culture on 

government TVET colleges in country wide and particularly of Gambella Region will 
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serve many purposes: First, the findings of this study may give insight in to leadership 

behavior and organizational culture in government TEVT colleges. Secondly, 

information from this study may use as complement to future influence of leadership 

behavior and organizational culture. Generally, the study is significant due to the 

following reason (1) the result of the study may reveal the college members which 

leadership behavior and organizational culture they perceive. (2) The finding may 

disclose the influence of leadership behavior and organizational culture. (3) The upshot 

of the study shall pave the way for future researchers to be carried out on Government 

colleges. (4) The results, suggestions, and recommendations of the study may improve 

the leadership behavior and organizational culture in the TVET colleges.   

1.6. Delimitation of the Study 

This research was delimited to academic staff and leaders in Openo Poly Technical 

College of Gambella Regional State. The academic staff included teachers and leaders 

who are on work. The leaders included the three deans and four core process owners. It 

was also delimited in administrative staffs on job and the students who are level II and 

above regular, administrative staff here included supportive staff and students are the 

trainees.  The study focused only on the leadership behaviors and organizational culture 

in Openo Polytechnic College as perceived by the teachers and the students. In general, 

this study was delimited to 70 trainees, 20 trainers, 26 ADST and 7 managers of the 

college.  

1.7. Limitations of the Study 

During the study the researcher had faced  some problems The first problem was related 

to lack of skills in SPSS. This took much time of the student researcher. The student 

researcher also faced a problem of unfamiliarity with correlation research method that 

made the researcher to use only frequency distribution. The major problem was lack of 

willingness by deans in data collection that caused an effect on using the right schedule.  

However, the researcher had tried his best to minimize the negative effects of such 

limitations.  
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1.8. Operational Definition of Key Terms 

Leaders:  refers to those who are directly responsible for directing the college‟s                       

academic staff and directly coordinating the academic affairs        

Dean:  is a person in or leader who is in charge of leading Government College. 

Technical and vocational Education Training: -those aspects of educational process 

involving in addition to general education; the study of technology and related 

sciences and the acquisition of practical skills, attitudes, understanding and 

knowledge relating to occupation s in various sectors of economic life.  

Trainee: People who participate in TVET program provided by a training institution with 

a view to acquiring to upgrading his/her technical and vocational skills.   

Trainer: A person permanently employed by the college to conduct training. 

Training: - refers to as the learning activity, which is direct towards the acquisition of 

specific knowledge and skills for the purpose of an occupation or task. 

Organizational Culture: - a pattern of shared basic assumptions that the group learns as 

it solves its problems of external adaptation and internal integration. It is taught 

to new members as the correct way to perceive, think, and feel in relation to 

those problems (Schein, 1992). 

Transformational leadership: leadership behaviors that influence the values and 

aspiration of subordinates activate the subordinates‟‟ higher order needs, and 

arouse them to transcend their own self-interest for the sake of their 

organization (Bass, 1985).  

1.9. Organization of the Study 

The paper was organized into five chapters. Chapter one is concerned with background of 

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

scope of the study and limitation of the study. The second chapter deals with review of 

related literature. Chapter three is about research design and methodology of the study. 

Chapter four deals with presentation, analysis and interpretation of the data and chapter 

five deals with summary, conclusion and recommendation. 
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CHAPTER TWO 

 REVIEW OF RELATED LITERATURE 

The purpose of this study is to investigate leadership behavior and organizational culture 

and how the two variables relate to wards organizational. This chapter provides a brief 

theoretical framework on leadership of educational institutions in general and TVET 

colleges in particular. Moreover, the major works done by different scholars and 

authorities in the area of the problem have been reviewed and include. 

2.1. Concepts of Leadership 

 Leadership is the process of influencing others to understand and agree about what needs 

to be done and how to do it, and the process of facilitating individual and collective 

efforts to accomplish shared objectives (Yukl, 2010).  

Leadership is the process of making sense of what people are doing together so that 

people will understand and be committed (Drath and Palus, 1994).  Schein (1992) defined 

leadership as the ability to step outside the culture to start evolutionary change processes 

that are more adaptive. Leadership is a process of giving purpose (meaningful direction) 

to collective effort, and causing willing effort to be expended to achieve purpose (Jacobs 

and Jaques, 1990).  

Leadership can be seen as an ability of a person(s) to influence a group of other people 

toward the achievement of targeted goals of an organization. However, the term 

leadership has been defined by different authors and in different ways: such as Goddard 

Tim (1997) leadership as the act of working with a group of individual to achieve 

communal goals. Leadership involves a social influence process whereby intentional 

influence is exerted by one person or group over other people or groups to structure the 

activities and relationships in a group or organization (Yukl, 2010 and House, 1999), 

defined leadership as the ability of an individual to influence, motivate, and enable others 

to contribute towards the effectiveness and success of the organization.  
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Leadership is the process that influences the behavior and daily activities of others‟ effort 

towards the achievement of goals in a given situation... Davis (1998) also states that 

leadership is the ability to persuade others to seek defined objectives enthusiastically; the 

human factor binds a group together and motivates it towards its goals.  McGregor (1978) 

defined leadership as leaders and followers to act for certain goals that represent the 

values and motives; the wants and needs, the aspiration and expectation of both leaders 

and followers.  According to Hersey, Blanchard and Jonson (1998), leadership is the 

process of influencing the activities of an individual or a group in efforts towards goal 

achievement in a given situation. 

From the above definitions, we can understand that leadership is thus inseparable from 

the followers‟ needs and goals as it occurs in a group.  Like other human activities, 

leadership is difficult to pin down (Wossenu, 2006). In this regard, leadership is a 

concept that does not have yet universally accepted definition rather it is agreeable in 

working definition by scholars who work in the field. Similarly, Yukl (2010) said that the 

term leadership is taken from the common vocabulary and incorporated in the technical 

vocabulary of a scientific discipline without being precisely refined which resulted 

confusion in its meaning. However, a working definition may help us to have a common 

understanding. Leithwood and Riehl (1999) noted that at the core of most definitions of 

leadership are two functions; these are providing direction and exercising influence. 

Wossenu (2006) on his part stated that leaders mobilize and work with others in order to 

achieve the common goals. To this end, leadership is an influential process in supporting 

others to work enthusiastically at the aim of shared goals or objectives. 

In the study of leadership, it is important to have a concern on similarities and differences 

between leadership and management. Leadership  frequently seen as an aspect of 

management, with real leaders often characterized as charismatic individuals with 

visionary and the ability to motivate and enthuse others – even if they lack the managerial 

or administrative skills to plan, organize effectively or control resources. On this basis, it 

is often argued that managers simply need to be good at everything that leaders are not 

(Wossenu, 2006:3). Leadership is believed that where you need to go with a clear vision 

and sharing that vision to create a common purpose with staff and stakeholders. And it is 
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also the ability to entrust the followers towards a definite goal. Management is a complex 

task that involves the process of planning, organizing, staffing, directing and controlling 

the organizational operation to realize certain goals. Organizational performances depend 

to a large extent, on how resources are allocated and management‟s ability to adapt 

changing conditions. Morgan (2005) attempted to pin down the significant difference 

between those two terms, as follows:  “Management cannot structure, where a manger 

directs people through the legitimate authority and he or she has to perform all the five 

function: planning, organizing, staffing, directing and controlling. But leadership can 

exist in both organized and non organized groups.  Leaders may/ or not have formal 

authority but direct people by influencing their behaviors (P.327)”. 

To Morgan, managers do their work to achieve their goals through regulatory and 

controlling methods, while leaders have empathy with other people and create excitement 

in works in order to influence people and make all opportunities of changes. Both 

managers and leaders have power to influence other people. However, most management 

positions provide opportunities to engage in leadership. 

Although different stakeholders exist in a school, a principal is a prominent figure who 

has the power to influence others. Principals are supposed to have the capacity and skills 

of managing the staff members and available resources to academic achievements. And 

they should also use interchangeably their leadership power and managerial skill to cover 

their irreplaceable roles and importance in educational leadership. In addition, school 

leaders should be familiar with their functions to perform for school improvement and 

they are also expected to follow different leadership styles for their effectiveness. Good 

leaders are informed by and communicate clear sets of personal and educational values 

which represent their purposes for the school (Day; 2001).   Leaders are made not born. If 

you have the desire and willpower, you can become an effective leader. Good leaders 

develop through a never ending process of self-study, education, training, and experience. 

This guide will help you through that process. To inspire your workers into higher levels 

of teamwork, there are certain things you must be, know, and, do. These do not come 

naturally, but are acquired through continual work and study. Good leaders are 

continually working and studying to improve their leadership skills; they are not resting 
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on their laurels (Yukl, 2010).  Leadership is believed that where you need to go with a 

clear vision and sharing that vision to create a common purpose with staff and 

stakeholders. And it is also the ability to entrust the followers towards a definite goal. 

Management is a complex task that involves the process of planning, organizing, staffing, 

directing and controlling the organizational operation to realize certain goals. 

Organizational performances depend to a large extent, on how resources are allocated and 

management‟s ability to adapt changing conditions.  

2.2. Importance of Leadership Behavior 

Fiedler and Garcia (1987) noted that the quality of leadership is the most important factor 

in determining the success survival of organizations. Weese (1995) said that the 

successful organization has one major attribute that sets it apart from unsuccessful 

organizations, dynamic and effective leadership. According to Northouse (2003) 

leadership style consists of the behavior patterns of a person who attempts to influence 

others; this means leadership style is the behavior that a leader exhibit when dealing with 

subordinates 

Tichy and Devona, (1986), states that transformational leaders seek support and resources 

for the personal and professional development of their employees. A transformational 

leader encourages followers to participate in educational programs to promote and 

develop skills to achieve exceptional performance. Transformational leadership is more 

commonly exhibited in the higher echelons of an organization particularly an 

organization that selects its leaders based on their ability to change and improve their 

work units (Avolio .., et al 1991). 

On the other hand in practices transactional leaders define and communicates what work 

the followers must do, how it will be done and the rewards he/she receive for successfully 

completing the shared objectives. As a result employees understand their job roles and 

expectations set for them by the leader and the organization. In addition, employees are 

motivated and directed to achieve expected standards of performance because 

transactional leaders clarify what the followers receive for the specific level of effort and 

performance required of them (Avolio, et, al, 1991). The concept of transformational 
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leadership behavior builds trust, admiration, loyalty and respect among followers. 

Though culture is dependent on the actions of leaders, the total characteristics of a culture 

determine, in large part, the kind of leadership that exerciser (Farirholm, 1994; 

RibiereSitar; 2003; Schem; 1994, 2004). That is, the specifics of the cultural surround the 

conditions and the kind of leadership actions that are acceptable to organizational 

members (Fairholm, 1994).  

2.3. Leadership Theories 

The essence of educational leadership has been the ability to understand the theories and 

concepts and then apply them in real life scenarios (Morrison, Rah & Hellman, 2003). 

Siegrist (1999) hypo dramatically as individuals recognize that what leaders do is 

determined in large part by the nature of those being led and culture of the  organization 

in which they work. Various theories of leadership have emerged, with each theory 

producing volumes of literature legions of both proponents and opponents. Since that 

time, a large portion of contemporary leadership has focused on the effects of 

transformational and transactional leadership ( Antonakis, Avolio & Sivasubramaniam, 

2003). The sized that people‟s understanding of leadership has Bass' (1989 and 1990) 

theory of leadership states that there are three basic ways to explain how people become 

leaders. The first two explain the leadership development for a small number of people. 

These theories are: Some personality traits may lead people naturally into leadership 

roles. This is the Trait Theory. A crisis or important event may cause a person to rise to 

the occasion, which brings out extraordinary leadership qualities in an ordinary person. 

This is the Great Events Theory. People can choose to become leaders. People can learn 

leadership skills. This is the Transformational Leadership Theory changed rather It is the 

most widely accepted theory today and the premise on which this guide is based. A 

review of the leadership literature reveals an evolving series of 'schools of thought' from 

“Great Man” and “Trait” theories to “Transformational” leadership .Whilst early theories 

tend to focus upon the characteristics and behaviors‟ of successful leaders, later theories 

begin to consider the role of followers and the contextual nature of leadership.  

Trait Theories;-The lists of traits or qualities associated with leadership exist in 

abundance and continue to be produced. They draw on virtually all the adjectives in the 
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dictionary which describe some positive or virtuous human attribute, from ambition to 

zest for life. 

Behavioral Theories;-These concentrate on what leaders actually do rather than on their   

qualities. Different patterns of behavior are observed and categorized as 'styles   of 

leadership.‟  This area has probably attracted most attention from practicing managers 

Situational Theories;-This approach sees leadership as specific to the situation in which 

it is being exercised. For example, whilst some situations may require an autocratic style, 

others   may need a more participative approach. It also proposes that there may be 

differences in required leadership styles at different levels in the same organization 

Transformational theories;-The central concept here is change and the role of 

leadership in envisioning and implementing the transformation of organizational 

performance From „Great Man‟ to „Transformational‟ Leadership 

2.4. Leadership Styles 

According to Northouse (2013), “leadership style consists of the behavior pattern of a 

person manner and approach of providing direction, motivating people and achieving 

objectives” (1999). Other writers who tried to define leadership style are 

FertmanandLiden,(2013). They define style of a leader as “the consistent behavior pattern 

that they use when they are working with and through other people, as perceived by those 

people. For this study the definition given by Northouse (2003) more related as it means 

leadership style is the behavior that a leader exhibit when dealing with subordinates. 

2.4.1. Classification of Leadership Styles 

Leadership style can be classified into transformational leadership style and transactional 

leadership style (Arzi and Farahbod, 2014). The classification of leadership into 

transformational and transactional is based on component behaviors used to influence 

subordinates and the effects of the leader on the subordinates. Other leadership styles that 

are not treated here include distributed leadership, servant leadership, authentic 

leadership, leader-member exchange theory and many other styles. However, the focus of 
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this study is mainly on three leadership styles, namely transformational style, 

transactional style and laissez-faire leadership style. 

2.4.1.1. Transactional Leadership Style 

According to Bass and Riggio (2006), transactional leadership involves rewarding the 

followers by the leader, when the performance of the followers is to the expected level. 

Transactional leadership entails explaining how works are performed and that there will 

be reward when the task is done well. It is an ability of a leader to interact with his/her 

subordinates by explaining how works are done and telling them that there are associated 

rewards (Hamidifar, 2009; Farahbod, 2014) 

According to Bass “transactional leadership theory was founded upon the idea that leader 

follower relations were based on negotiation exchange and contractual dimension 

(Boating, 2012; Hartog, Muijen and Koopman, 1997). Transactional leadership also 

involves punishing employees who fail to meet the required standards. This idea 

coincides with the definition given by Jacobsen. According to Jacobsen (2013), 

transactional leadership is the “use of contingent rewards and sanctions intended to 

initiate that employees have self-interest in achieving organizational goals.” This means 

that followers are rewarded when they act according to the interest of the leader and 

punished when they do not act accordingly. Followers are supposed to obtain some kind 

of valued outcomes when they act in a way that is of interest to the leader. In this regard, 

Burns describes the style as cost-benefit exchange process. Hoyle (2006) also supports 

this idea by describing transactional leadership as an example of quid pro quo (Hartog, 

Muijen and Koopman, 1997).Transactional leadership also involves balance between 

needs of the people as well as expectation or needs of the organization. The leaders 

“attempt to balance initiating structure in order to get things done with meeting the needs 

of the people while things are getting done.” It calls for integration of the need of workers 

or followers with the expectation or need of the organization or leaders 

2.4.1.2. Transformational Leadership Style 

Transformational leadership can be defined as the process by which leaders transform 

and motivate followers by raising the awareness of the followers about the values of the 
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organization (Jacobsen, 2013). Transformational leaders “motivate others to do more than 

they originally intended and often even more than they thought possible (Bass &Reggie, 

2006; Hertzog, Muijen & Koopman, 1997). Northouse (2013) described the term 

transformational leadership as “the process whereby a person engages with others and 

creates a connection that raises the level of motivation and morality in both the leader and 

the followers.” Transformational leaders pay attention to the needs of their followers and 

support them so that the subordinates reach their maximum potential. 

According to Bass and Riggio (2006), transformational leadership can be taken as an 

expansion of transactional leadership. Instead of simple exchange that may take place 

between the leader and followers, transformational leaders inspire followers to commit 

themselves to common vision and goals of agency, giving them challenging work, 

enhancing followers‟ leadership capacity. These types of leaders raise leadership to the 

next level. Such leaders encourage their subordinates to go beyond their self-interest for 

the common or organizational benefit (Metwally, El-Bishbishy&Nawar, 2014; Jacobsen, 

2013). For Arzi and Farahbod (2014) transformational leadership involves an attempt by 

the leader to influence the followers in a positive direction. Transformational leader 

motivates the followers so that they perform better than intended level. The leader tries to 

influence the beliefs, attitudes and values of the followers instead of just complying with 

existing ways of doing things. Transformational leadership is a “process of inspiring 

change and empowering followers to enhance themselves and their organization.  

This type of leadership encourages followers to accept their responsibilities and to be 

accountable” (Koehler &Pankowski in Marn, 2013).   

Bass and Riggio (2006) indicated that transformational leadership has much in common 

with charismatic leadership, but charisma is only part of transformational leadership.” 

Critics of both charisma and transformational leadership have identified the bad side of 

charisma. That is, there are some leaders who use charisma to inspire and lead followers 

for destruction and bad ends. The writers called such leaders pseudo-transformational 

leaders. Thus, charisma can be used for good end as well as for destructive result. 
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 Components of Transformational Leadership 

According to Bass and Riggio (2006) transformational leaders use one or more of the 

following core components of transformational leadership in order to achieve maximum 

results possible. The four components are Idealized Influence (II), Inspirational 

Motivation (IM), Intellectual Stimulation (IS) and Individualized consideration (IC). 

Some writers call the four components as dimensions. Each of these four components is 

discussed in more detail below.   

1. Idealized Influence (II) 

The first dimension of transformational leadership style is idealized influence. It is also 

called charisma and is the emotional components of leadership (Northouse, 2013). This 

component tells us the behavior of a leader who acts a role model for their followers. In 

this case, followers  

Identify with their leaders and want to emulate them. Leaders are taken as people who 

have very high moral standards and ethical conducts. The leader is trusted and respected 

by the followers. The followers are regarded as having exceptional capabilities, 

persistence and determination. Such leaders provide vision and a sense of mission, instill 

pride, gain respect and trust in people. Such leaders are “willing to sacrifice their own 

gain for the good of their work group.” They excite, arouse and inspire their subordinates. 

Leaders of this kind emphasize trust, take stands on difficult issues, present their most 

important values and stress on the importance of purpose (Bass &Riggio, 2006; 

Northouse, 2013; Bekele&Darshan, 2011; Hartog, Muijen&Koopman, 1997; Hamidifar, 

2009).  

According to Bass and Riggio (2006), there are two aspects of idealized influence. These 

are the leader‟s behaviors and the elements that are attributed to the leader by their 

followers. The behavioral component is based on how followers see the behavior of the 

leader. The attribution component relates to attribution made by the followers about their 

leader on the basis of their perceptions about him/her (Bass &Riggio, 2006; Northouse, 

20013; Metwally, El-Bishbishy&Nawar, 2014; Long, Yusof, Kowng, &Heng, 2014; 

Hamidifar, 2009; Bass, 1997) 
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2. Inspirational Motivation (IM) 

The second component of transformational leadership style is inspirational motivation. 

According to Northouse (2013) inspirational motivation is a “descriptive of leaders who 

communicate high expectations to followers, inspiring them through motivations to 

become committed to and a part of shared vision in the organization. The leader 

motivates and inspires the followers by giving them challenge and meaning to their 

works. This dimension involves arousing team spirit. There is eagerness and positive 

thought. Leaders use symbols and emotional appeals so that their followers focus and 

commit themselves to achieve more than their own self-interest. Leaders show 

enthusiasm and optimism. It involves “creating attractive future states” (Bass &Riggio, 

2006; Northouse, 2013; Hamidifar, 2009; Simić, 1998; Metwally, El-Bishbishy, &Nawar, 

2014. 

3. Intellectual stimulation (IS) 

The third component of transformational leadership style is intellectual stimulation.   Arzi 

and Farahbod (2014) defined intellectual stimulation as “increasing awareness and 

interest of employees of issues and advancing their capability to solve them.” The leader 

encourages followers be creative and innovative by challenging the usual ways of doing 

things and reframing problems. In this case, much emphasis is given to creativity. There 

is “no public criticism of followers‟ mistakes.” There is no disapproval of followers‟ 

ideas as they are different from those of leaders. The leaders encourage their followers to 

tap opportunities to learn and find remedies to challenging problematic conditions. 

Follower understands of their own problems and identification of their own values and 

ethical standards are stimulated (Bass &Riggio, 2006; Northouse, 2013; Metwally, El-

Bishbishy, &Nawar, 2014; Hamidifar, 2009; Hartog, Muijen&Koopman, 1997; Voon, 

Lo, Ngui, &Ayob, 2011; Awambeh, 2004). 

4. Individualized Consideration (IC) 

The fourth and last dimension of transformational leadership is individualized 

consideration. Yammarino and Bass (1990) identified that leaders who use individualized 

consideration “contribute to individual follower‟s achieving his/her fullest potential” 
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(Hartog, Muijen and Koopman, 1997). This involves connecting the need of an individual 

follower to the need of the organization he/she works for. The leader acts as coach and 

mentor for their followers. The leader also encourages the followers to do more. The 

followers‟ needs are given much attention so that they grow to their fullest potential 

possible. The leader is supportive to individual and provides supportive climate. “The 

leaders may delegate to help followers grow through personal challenges.” New learning 

opportunities are created in individualized consideration. There is recognition that 

individual follower has a distinct and separate needs that must be fulfilled. 

 “A two-way communication is encouraged and „Management by Walking Around‟ is 

practiced.” The leader also listens carefully to what their followers say. Though there is 

monitoring of tasks delegated, the followers do not feel that they are being monitored. 

The monitoring is moresystematic and more positive (Bass &Riggio, 2006; Northouse, 

2013; Arzi&Farahbod, 2014; Ahmad, Adi, Noor, Rahman, &Yushuang, 2013; 

Bekele&Darshan, 2011; Hamidifar, 2009; Hartog, Muijen&Koopman, 1997; Tukl, 2010).   

2.4.1.3 Laissez-faire Leadership Style 

According to Humidifier, (2009) laissez-faire leadership style is an inactive kind of 

leadership where the exchange between the leader and the follower is absent. In this kind 

of leadership style the necessary decisions are avoided. Others describe such leadership 

style as absence of leadership. In this kind of leadership style, the responsibility is totally 

left for the followers. Managers avoid giving feedback. The satisfaction of the followers 

is given less attention. Researches show that this leadership style is the most ineffective 

and inactive kind of leadership style (Bass & Riggio, 2006; Humidifier, 2009; Northouse, 

2013, Long & Then, 2011). 

2.5.1The Concept and Definition of Organizational Culture 

The concepts of culture has been discussed and researched for many years. 

Organizational culture is said to have its roots in the study of culture in the field of 

Anthropology and organizational Sociology, and traced back to the late nineteenth 

century (Berthon, Pitt,& Ewing, 2001; Cameron & Etington,1985; Deshponde, Farley, 

&Webser,1993; Fairholm,1994).  In their research of the literature, anthropologist  
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Kreober and Klueholm (1952) identified different definitions of culture .They found that 

culture has been defined as the values and beliefs shared by members of a society ;the 

patterns of behaving ,feelings and reacting shared by society ,including the unstated 

premises underlying that behavior; and the habitual and traditional ways of thinking , 

feeling and reacting that are characteristic of the ways a particular group 0f people meets 

its problems. Within Anthropology, two divergent perspectives on culture have 

developed; the functionalist tradition and the semiotic tradition (Cameron and Ettington, 

1985). The functionalist tradition focuses on the group, the organization and the society 

as a whole and considers how the practices, beliefs and values embedded in the unit 

function to maintain social control. In the semiotic tradition, a person‟s point of view is 

discerned through their use of language, symbols and rituals. Again, with in Sociology, 

two divergent perspectives on culture have emerged (Cameron & Rttington, 1985).One 

tradition views culture as comprised of the individual‟s cognitive frameworks _similar to 

the semiotic tradition in Anthropology. The other tradition analysis culture as a part of 

social (not individual) activity and behavior similar to the functionalist tradition in 

Anthropology. 

Anthropological tradition treats organizational culture as a dependent variable, the object 

of prediction or explanation. Another distinction between the two disciplines is that 

anthropological literature tends to view culture as something an organization is, while 

sociological literature tends to views culture as something an organization has (Cameron 

& Essington, 1985; Fairholm, 1994).  

Deshponde and Weibser (1989) defined organizational culture as “the patterns of shared 

values and beliefs help individual understand organizational functioning and thus provide 

them norms for behavior in the organization”.  Grieves (2000) asserts that organizational 

culture as “the sum total of the learned behavior traits, beliefs and characteristics of the 

members of particular organization”. The key in Grieves‟s (2000) definition is the word 

learned, which is what, Despite the similarities between the anthropological and 

sociological perspectives, important differences exists as well (Cameron & Ettington, 

1985). In sociology, culture is used as an independent variable for explaining 
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organizational structure, performance or activity. On the other hand, distinguishes culture 

from biologically inherited behaviors.  

Schin (2004) views organizational culture as a “patterns of shared basic assumptions that 

was learned by a group as it was solved its problems of external adaptations and internal 

integration, that has worked well enough to be considered valid and therefore, to be 

taught to new members as the correct way to perceive, think and feel in relation to those 

problem.  

Organizational culture is thus viewed a shared mental model that influences how 

individuals behave and how they interpret behaviors (Schin, 2004).   Organizational 

culture is not only a tangible and illusive but can also be observed at multiple levels of an 

organization. Indeed, organizational culture is reflected in values, norms and practices. At 

the deepest level, organizational culture consists of values, which are embedded tacit 

preferences about what organizations should strive to attain and how they achieve that 

(DeLong &Fahey, 2000).  

At a more observable level, organizational culture also   consists of norms and practices 

that are derived from underlying values (DeLong &Fahey, 2000). Schins (2004) 

considers culture to be a three _ layer phenomenon. 

 The first level of organizational culture, artifacts, is the constructed environment for the 

organization; the organizations written and spoken language, jargon and office layout and 

arrangements, beliefs, and values. Schin‟s second level is manifest or espoused values. 

These values are how people reason their behavior and the rationalization for their 

behavior. Basic underlying assumptions are assumptions that, over time become taken for 

granted and shared by the whole group. They are not debated and might be difficult to 

change and often date back to the founding of the company when the founders and 

leaders used them to succeed (Schin, 1990, 2004). 

 These three levels of organizational cultures are extremely powerful determinants of 

organizational life. And are intuitively incorporated in to the actions of the skilled 

executive who uses them to manage people, formulate the strategy, and induce 

organizational change (Brown, 1992; Schin, 1990, 2004).  
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Although the definitions of organizational culture are still being debated, Trice and Beyer 

(1991) posited that culture originally emerges from people‟s struggles to manage 

uncertainties and create some degree of order in their social life. People in the 

organizations face many uncertainties or possible changes related to economic condition, 

technology, new competitors, and new clients and so on.  

 The change in organization is pervasive, due to the amount of change in the external 

environment (Cameron & Quinn, 1999).  Thus, it can be deducted that culture emerges as 

people with in an organizations learn how to deal with these changes or uncertainties.   It 

provides accepted ways of expressing and affirming their beliefs , values and norms 

(Trice & Beyer .1993).Hence organizational culture is ,in addition to its capabilities to 

integrate daily activities of employees to reach the planned goals, can also to 

organizations adapt well to external environments with rapid and appropriate responses  

(Ogbonno& Harries,2000).  

 In an attempt to understand the moderating role of organizational culture and how it 

influences leadership behaviors ,following Schin (1990,2004),this study views 

organizational culture as  a patterns of norms ,values ,beliefs and attitudes that influences 

behavior within the organization.  The implication of this insight is that organizational 

culture is not just the official values held by the management but rather a range of shared 

models of social action, containing both ideal and real elements; each layer molded by 

the social context and the channels of communication, observed behavior official 

documents and correspondence in the public forum and in private. Though culture is 

dependent on the actions of leaders, (Fairholm, 1994; Ribier & Sitar ,2003; Schin, 1990, 

2004), the total character of a culture determines ,in large part, the kind of leadership that 

is exercised; that is,  the specifics the cultural surround the conditions the kind of 

leadership actions that are acceptable to organizational members(Fairholm,1994). In 

other words leaders create and constrained by the culture created. 

2.5.2. Organizational Culture Dimensions 

Among various conceptual frameworks that measures different dimensions of 

organizational culture, Denison and his colleagues (Denison, 1990; Denison, Hooijberg 
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& Quinn, 1995; Danison & Mishra, 1995; Fey & Denison, 2003), through a series of 

studies, identified and validated four dimensions of organizational culture, namely 

involvement, consistency, adaptability and mission. 

Involvement;-Involvement is frequently mentioned as desirable traits of an organization.  

High involvement organizations are described as having the characteristics of a clan 

rather than a normal bureaucracy (Ouchi, 1980). Such high levels of involvement and 

participations create a sense of ownership and responsibility .Out of this ownership grows 

a greater commitment to an organization to a lesser need for an overt control system 

(Denison, 1990). Voluntary and implicit normative systems, rather than explicit 

bureaucratic system, ensure the coordination of behavior. The high involvement culture 

provides a friendly place to work where people can share a lot of themselves. 

Consistency;-Consistency refers to the extent to which beliefs, values and expectations 

are held consistently by members (Denison & Mishra, 1995). The concept of cultural 

consistency corresponds with the concept of strong culture that is characterized by how 

consistently an organization‟s values are shared.  In a strong culture, the organization‟s 

members all work from a common framework for values and beliefs that form the basis 

through which they communicate. Because communication is fundamentally a process of 

manipulating symbols, a high level of agreement about the meaning of each symbol 

greatly enhances the encoding _ decoding process necessary for communication (Berger 

& Luckmann, 1967) as cited in Denison, 1990). A strong culture thus, has a much greater 

potential for implicit coordination and control of behavior, and facilitates the exchange of 

information (Denison, 1990). 

Adaptability ;-Adaptability refers to the degree to which an organization has the ability 

to alter behaviors, structures and systems in order to survive in the wake of 

environmental changes (Denison & Mishra, 1995). The concept of adaptability is similar 

to entrepreneurship, flexibility and change friendliness. Brakmann & Morgan (2003) 

detected a strong relationship between entrepreneurship and innovation. Entrepreneurship 

is perceived as a cultural characteristic that involve the willingness to take business 

related risks, to be proactive in competition and to favor obtain competitive advantages. 



26 
 

Mission;-Mission refers to the existence of a shared definition of the organization‟s 

purpose (Denison & Mishra, 1995).  A mission provides purpose and meaning by 

defining a social role and external goal for an institution and by defining an individual 

role with respect to the institutional role. Though this process, behavior is given intrinsic 

or even spiritual meaning that descends functionally defined bureaucratic roles. This 

process of internalization and identification contributes to short _ term and long _ term 

commitment and leads to effective performance (Denison, 1990; Denison & Mishra, 

1995) 

2.5.3. The Relationship between Leadership Behavior and Organizational             

Culture 

Founders often create an organizational culture from their preconceptions about an 

effective organization. The founders‟ and successors‟ leadership shape a culture of shared 

values and assumptions, guided and constrained by their personal beliefs. For example, 

Disney and Kellogg are organizations whose cultures were largely shaped by their 

founders. Successive leaders have often viewed themselves as stewards of the 

organizational culture begun by the founder. Yet the organization‟s survival depends on 

how well those beliefs match up with the organization‟s continuing opportunities. As 

Collins and Porras (1994) suggest, it is indeed a balance between continuity of shared 

ideals and adaptation to change. Organizational culture and leadership interact with each 

other. Leaders create and reinforce norms and behaviors within the culture. The norms 

develop because of what leaders stress as important, how they deal with crises, the way 

they provide role models, and whom they attract to join them in their organizations. An 

organizational culture affects its leadership as much as its leadership affects the culture. If 

an organizational culture has in place values and guides for autonomy at lower levels, 

management will be unable to increase its personal powers. Decisions about recruitment, 

selection, and placement within the organization will be affected by the organization‟s 

values and norms. Leaders need to be attentive to the rites, beliefs, values, and 

assumptions embedded in the organizational culture. They can help or hinder efforts to 

change the organization, when it must move in new directions as a consequence of 

changes in the internal and external environment of the organization. Adaptive 
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Organizational Cultures When the organizational culture fits with the demands on it, it is 

more likely to be effective. 

When demands change, a strong culture may and it difficult to change itself to match the 

changes in its markets, its suppliers, technological developments, the economy, 

governments, and available personnel. Old commitments, values, traditions, regulation 

and rites may get in the way of feasible demands on the organization for new solutions 

the extent to which organizations maintain transactional or transformational cultures can 

be described by their members and reliably measured. Within this framework, 

organizations are likely to have cultures that vary from each other in both modes. 

Nonetheless, most organizations benefit from moving in the direction of more 

transformational aspects in their cultures while also on maintaining a base of effective 

transactional tendencies. A transactional culture concentrates on explicit and implicit 

contractual relationships. Job assignments are in writing, accompanied by statements 

about conditions of employment, rules, regulations, benefited its, and disciplinary codes. 

In the organizational transformational culture, there is a sense of purpose and a feeling of 

family. Commitments are long term. Mutual interests are shared, along with a sense of 

shared fates and interdependence of leaders and followers. Leaders serve as role models, 

mentors, and coaches.  

They work to socialize new members into the epitome of a transformational organization 

culture. Shared norms cover a wide range of behaviors. The norms are adaptive and 

change with changes in the organization‟s environment. Emphasized are organizational 

purposes, visions, and missions. In this pure organizational culture, challenges are 

opportunities, not threats. As with leadership, transformational culture can build on the 

transactional culture of the organization. The inclusion of assumptions, norms, and values 

that are transformational based does not preclude individuals pursuing their own goals 

and rewards. This can occur at the same time if there is an alignment of individual self-

interests with a central purpose, and there is accompanying coordination to achieve the 

integrated goals. 

With a central purpose, and there is accompanying coordination to achieve the integrated 

goals. Leaders and followers go beyond their self-interests or expected rewards for the 
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good of the team and the good of the organization. In theory, transformational cultures 

should be more conducive to transformational leaders. It is a better fit. Groves (2004) 

found that charismatic or transformational leaders were more effective if the followers, 

and presumably the organizational culture, were more open to change and adaptation. 

Fairholm (1994) mirrors the argument of Schin (2004) by positing that leadership is a 

consequence of organizational culture and culture is a result of leadership.  Schin in this 

way, leadership and organizational culture are intertwined; one requires the other, 

cultural norms define how a given nation or organization will define leadership _ who 

will get promoted, who will get attention of the followers. Created culture defines success 

and appropriate behaviors (Fairholm, 1994). On the other hand, leaders interact with the 

culture to determine what they should pay attention to, how they should react to the 

member behavior and what is to be communicated to the followers.  Thus, it can be 

argued that leader is only important because they create and manage culture, that the 

unique talent of leaders is their ability to understand and work with culture, and that it is 

an ultimate act of the leader to destroy culture when it is viewed as dysfunctional (Schien, 

2004). In short, the leader is constrained by created culture 

The skill in instructional leadership is major characteristics of good and successful 

educational leaders, therefore, to be effective in all their leadership performance TVET 

leaders should also be good instructional leaders.  

According to (Cotton, 2003), good instructional leaders exhibit the following 

characteristics: (a) Create a safe environment for trainers to take risks, experiment and 

continuing learning. This means they build more supportive leadership with trainers and 

foster an environment that valued the exploration and improvement of the craft of the 

training (b) Emphasize collaboration and communication. This means good instructional 

leader leaders focus on strengthen relationship engaging staff members in joint projects 

and developing projects. (c) Develop a consistent set of expectation and incentives for 

trainers that keep the entire staff to focus on meeting college wide goals. That means 

good instructional leaders have to clear with trainers about their expectations and public 

acknowledge trainers effort to implement new strategies. (d)  Participate frequently and 
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meaningfully in classrooms and workshops. Good and strong instructional leaders visit     

workshops and classrooms on a daily basis. 

Generally, good instructional leaders allocate regular blocks of time for instructional, 

managerial and political matters. Moreover, they should facilitate development programs 

for trainers and they involve in all research and teaching learning activities of the college 

(Brewster & Clump, 2005) .This is true for all educational institutions including TVET 

colleges where by their major objective are imparting knowledge, skill and values. 

Therefore, a skill in instructional leadership is one of the major aspects that are required 

on TVET college deans. TVET leaders at all levels need business skill concerning 

planning, budgeting and resource managing (for example, allocating resources to achieve 

outcomes).marketing and business development and enterprise and entrepreneurship 

looking for breakthrough staff (Mulcahy, 2003).Moreover, TVET leaders are concerned 

as business manager who involve in motivating process and procedures ,target and goals 

,ensuring other people to do what they need to do to keep the organization performing 

most effectively (Viljoen and Dann,2000).Therefore, achieving good business outcomes 

is the life blood of TVET, organizations whereas the outcome of the performance is the 

existence of  the organization  People leadership skill is also another critical issue 

required of TVET leaders. Since people are more important, these days more investment 

is needed in them and their management (Mulcahy, 2003).In TVET institutions, this is 

mostly revealed by interpersonal communication skills, motivation, inspiring and 

participate in decision making (Mulcahy, 2003).That means TVET leaders must be good 

at providing feedback to their staff, letting them know when they are doing the right thing 

as well as motivate and inspire them.   

2.5.4. Duties and Responsibilities of TVET Deans 

The decentralization of the educational system in Ethiopia has currently overloaded the 

TVET deans with several duties and responsibilities. Particularly, as is indicated in Addis 

Ababa Education Bureau (2006) guideline the authority in executing many college 

activities was delegated to the TVET college deans. For example, the TVET deans has 

been “empowered” in making decisions on staff members based on the proclamation 
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number 262, article 65. The article allows passing decisions to the extent of dismissing 

employee. This is clearly stated in the powers and duties of the deans.   

The TVET deans, therefore, are expected to be competent to run the foregoing 

transformation of managerial activities. Furthermore, from these justifications, it may be 

deduced that the current duties and responsibilities of the TVET deans might demand 

more professional skills.   

The education reform and policy in Ethiopia has brought major focus in the 

professionalization of education leadership since 2000/2002. The policy acknowledges 

that educational leadership shall be professional, democratic and efficient (MoE, 1994). 

Although the past trend shows that principals and deans were appointed through public 

advertisement on the basis of merit, then a shift of practice concerning placement of 

principals and dean was observes. Similarly, Teklesselasie, (2002) reports on a change in 

the placement for new principals in Ethiopia. As he stated, before 2001/202 the 

assignment of principals and deans was largely conducted on the basis of applicants‟ 

degree or diploma in educational administration. However, after 2001/2002 the new 

process involves teachers electing principals and deans from among the teachers at the 

school or institution. (Tekleselassie,2002) concluded that “elected educational leaders or 

managers are the one who are either out standing in their teaching assignments, or those 

who are popular among colleagues or their supervisors”.  The process appears to include 

bureaucratic, democratic and political aspect, leading to unpredictable outcomes.   

More recently, the TVET colleges establishment regulation states the deans and vice 

deans of the TVET colleges shall be appointed by the Addis Ababa city administration up 

on the recommendation of TVET agency based on their competence; and they shall be 

accountable to the TVET Agency. However, nothing is mentioned regarding the criteria 

of competencies to be concerned.  Generally, (Bush and Keysteck, 2006) conclude that 

training should take place before appointment. Otherwise, the leadership training quality 

offered to the deans and the way the deans are assigned to their deanship position can 

highly affect the leadership practice in the TVET colleges.   
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2.6. Factors That Influence Leadership Behavior 

The TVET colleges‟ deans have their own duties and responsibilities to carry out their 

college activities, which are given in the written form. However, due to various reasons, 

they may fail to discharge their responsibilities as expected. Most often, even effective 

deans‟ show limited progress in their responsibilities and leading roles as expected, 

because of various situational factors or influences. Some of the factors that may affect 

that TVET college dean‟s leadership role are briefly discussed below.   

2.6.1. Educational Background 

TVET college deans certainly are expected to possess a master‟s degree or equivalent in 

educational leadership. It is believed that this formal education gives the TVET deans 

various skills and understanding of leadership roles (Rosenback, 2003). Of course, as 

many scholars suggest, due to continuous charges in a constant learning and education 

process once they have their formal education process (Elmuti and Others, 2005). 

Otherwise, the once acquired knowledge can be worn out and resulted in poor leadership 

performance. Hence, educational background can be considered as a major influencing 

factor on the leadership practice of TVET deans and vice deans.   

2.6.2. Lack of Adequate Training and Experience 

According to, (Fiedler and Chemers, 1983) without adequate training and experience, 

leaders‟ task structuring ability will be lower. Moreover, relevant training and adequate 

experience enable the managers to practice how to handle various situations in training to 

accomplish their duties effectively. According to these authors, training shows leaders 

alternative ways of doing their job or preparing them to handle specific complications of 

the new job they are going to resume in the future. Generally, training and experience 

helps the leaders in understanding what are to be accomplished. Otherwise, lack of proper 

training in educational leadership and insufficient work experience in the areas of 

leadership can hinder and negatively affect the effectiveness of educational leaders in 

general and TVET deans in particular.  
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2.6.3. Situational Factors 

The situational factors that influence leadership practice of the deans include; the nature 

of the community, the teaching staff, the non teaching staff and the trainees. 

 (Tripali and Reddy, 1992) pointed out the following factors in deans leadership roles. 

The character of the dean / principal himself/ herself His / her relative assumption about 

the administrating of the college activities, the staff and the output of the cover, His / her 

styles of leadership (democratic autocratic and laissez-faire),the character of the 

subordinates, subordinates readiness to assume responsibility (maturity levels, 

educational qualifications, work experience etc), subordinates need to participate in what 

concerned them, awareness of informal group dynamism, force in the organization, 

availability of adequate resources (man power, money, materials) and the complexity of 

the institution (size, staff number, trainees population, etc). However, unlike the laissez-

faire style, the leader adopting this style maintains the final decision making authority. 

Using this style is not a sign of weakness; rather it is a sign of strength that one respects 

the employees‟ ways of doing things. Using this style is of mutual benefit as it allows 

staff to become part of the team and allows one to make better decisions. (David and 

Gamage, 2007) argues that effective democratic and participatory school administration; 

leadership and management affect the trust levels of stakeholders.   

As pointed out by (Kouznes and Posner 2003), school heads know that no one does 

his/her best when feeling weak, incompetent or alienated.  They know that those who are 

expected to produce the results must feel a sense of ownership. The principles of 

democratic leadership are flexibly applied in order to create a climate in which all 

stakeholders are able to express themselves freely and hence feel that they are part of the 

democratic decision-making process. Stakeholders need to feel that they are able to have 

an influence over what should happen and not happen at the school rather than to be 

subjected to the decisions of those placed in positions of hierarchical power (Rowan, 

McCollum and Thorp 1993). 
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2.7. Indicators of Effective Leadership Behaviors 

“The effectiveness of a group or an organization depends on the interaction between the 

leader‟s personality and the situation”. An effective leader finds more influence over 

followers by switching behavior, from task-oriented to relationship-oriented and back, 

based on the situation at hand. Like definitions of leadership, conceptions of leader 

effectiveness differ from one writer to another. 

 The criteria selected to evaluate leadership effectiveness reflect a researcher‟s explicit or 

implicit conception of leadership. Most researchers evaluate leadership effectiveness in 

terms of the consequences of influence on a single individual, a team or group, or an 

organization. 

One common indicator of leader effectiveness is the extent to which the performance of 

the team or organizational unit is enhanced and the attainment of goals is facilitated. 

Examples of objective measures of performance include sales, net profits,  profit margin, 

market share, return on investment, return on assets, productivity, cost  per unit of output, 

costs in relation to budgeted expenditures, and change in the value  of corporate stock.  

Subjective measures of effectiveness include ratings obtained from the leader‟s superiors, 

peers, or subordinates. 

 Follower attitudes and perceptions of the leader are another common indicator of   leader 

effectiveness, and they are usually measured with questionnaires or interviews.   

How well does the leader satisfy the needs and expectations of followers? Do they like, 

respect, and admire the leader? Do they trust the leader and perceive him or her to have 

high integrity? Are they strongly committed to carrying out the leader‟s requests, or will 

they resist, ignore, or subvert them? Does the leader improve the quality of work life, 

build the self-confidence of followers, increase their skills, and contribute to their 

psychological growth and development? 

 Follower attitudes, perceptions, and beliefs also provide an indirect indicator of 

dissatisfaction and hostility toward the leader. Examples of such indicators include 

absenteeism, voluntary turnover, grievances, complaints to higher management, requests 
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for transfer, work slowdowns, and deliberate sabotage of equipment and facilities (Yukl, 

2010).  

Leader effectiveness is occasionally measured in terms of the leader‟s contribution to the 

quality of group processes, as perceived by followers or by outside observers. Does the 

leader enhance group cohesiveness, member cooperation, member commitment, and 

member confidence that the group can achieve its objectives? Does the leader enhance 

problem solving and decision making by the group, and help to resolve disagreements 

and conflicts in a constructive way? Does the leader contribute to the efficiency of role 

specialization, the organization of activities, the accumulation of resources, and the 

readiness of the group to deal with change and crises? 

 A final type of criterion for leadership effectiveness is the extent to which a person has a 

successful career as a leader.  Is the person promoted rapidly to positions of higher 

authority? Does the person serve a full term in a leadership position, or is he or she 

removed or forced to resign? For elected positions in organizations, is a leader who seeks 

reelection successful?  It is difficult to evaluate the effectiveness of a leader when there 

are so many alternative measures of effectiveness, and it is not clear which measure is 

most relevant (Yukl, 2010).   

Some researchers attempt to combine several measures into a single, composite criterion, 

but this approach requires subjective judgments about how to assign a weight to each 

measure. Multiple criteria are especially troublesome when they are negatively 

correlated. A negative correlation means that trade-offs occur among criteria, such that as 

one increases, others decrease. For example, increasing sales and market share (e.g., by 

reducing price and increasing advertising) may result in lower profits Likewise, an 

increase in production output (e.g., by inducing people to work faster) may reduce 

product quality or employee satisfaction (Yukl, 2010).  

According to (Adari.1993) Effective leadership behavior is carefully structured to ensure 

a steady easily acquired insight in to leadership skills, that helping us. He further stated 

that effective managerial leaders are neither made nor born given the necessary 
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psychological and organizational conditions, anyone who values managerial leadership 

work can exercises effective in role leadership.  

All of the conditions expect one are open to some degree of human influences and 

modification the non modifiable condition is that of cognitive complexity, but even that 

can be adjusted by enduring that everyone is appointed only to rocks with the level of 

work for which he/she has the necessary cognitive capability, and the level of works is 

increases as his or her cognitive capability matures. In order to be able to discharge the 

leadership accountability in a managerial role, it is necessary (as with any accountability 

2.8. Historical Development of TVET in Ethiopia 

In Ethiopia, Traditional apprenticeship training of vocational training at the family level 

at the practical work place is as old as the history of Ethiopian people (Teklehaimanot, 

2002).  Ethiopia was one of the nations that ancient civilization has been revealed, some 

physical and social remains found in several places of the country witness the reality. 

This implies ancient civilization of Ethiopia has contributed chiefly the civilization of 

mankind. On the other hand, however, it has been highly and intentionally abandoned and 

discouraged in Ethiopia, and continued until 2001/2002 (MoE, 2005 and Teklehaimanot, 

2002) The interest of the state in introducing technical and vocational education and 

training patterned formal schooling on the experience of advanced countries in 

anticipating that it could contribute by greater economic development. It was with such 

rational intention that technical and vocational education was introduced in the secondary 

school system (Wanna, 1996). Having the objective of making the curriculum job 

oriented so as to produce middle man power, the concept   of comprehensive program 

was introduced in 1961 to the secondary schools of Ethiopia. The first general secondary 

school converted to comprehensive secondary school was WoizeroShien Secondary 

School in Desie (Girma and others, 1990).   

After 1984, due to the program inefficiency the comprehensive secondary school 

curriculum declined and the new vocational and technical (10+3) program was 

introduced (Yekunoamlak, 2000). In 1993, the new government began to initiate the 

reform program in education and training system assuring that blamed that it was rigid 
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and did not reflect the demand of the labor market. The trainees could not escape from 

the government blame that they lacked the necessary qualification and industrial 

experience to handle their tasks. The scares resources to finance the system were also 

indicated as the major causes of the crisis (Yoseph, 2002).  The training provided was full 

of troubles. The curriculum was as all other sub sectors of education, the current policy 

guidelines regarding management of TVET blamed the former centralized management 

system. In the past centralized decision making not only constraints the system to respond 

with flexible to local situations, but also crippled local initiatives, linkage and structure of 

TVET`s have also been emphasized by the urgent TVET strategies that is opposed to the 

past the urgent policy introduces a separate system parallel to the academic stream 

(Yoseph, 2002).  According to MoE,( 2007), from the year 1996/1997 to 2005/2006 the 

number of TVET institutions excluding agricultural TVET institutions increased from 17 

to 1999. Similarly, the number of trainees increased from 3000 to 106,300. Out of these 

31% were in non-government TVET colleges. In 2005/2006 there were other 42,000 

trainees in agricultural TVET institution and other 10000 trainees in teachers training 

colleges.   

In the first years, significant attempts have also been made to furnish these TVET`s with 

necessary equipment and facilitates. The attention of the government in the training of 

trainers could not be underestimated.  From this, we can see that drastically expanded 

TVET`s without prior need assessment, irrelevant training areas and poor management 

made the system ineffective and inefficient.  Therefore, it is reasonable to put a 

conclusion that TVET in Ethiopia suffer from in appropriate implementations strategy 

and the objective of self employed graduates cannot be achieved and traditional supply 

driven approach continuous to exist.   

2.9. Leadership Capabilities Required of TVET Leaders 

According to (Yukl, 2010), there is continuing controversy about the difference and 

similarity between leadership and management, but there is a degree of overlap in 

between. For examples, Mintberg, in (Yukl, 2010), described leadership as one of ten 

management roles. Leadership includes motivating subordinates and creating favorable 

conditions for doing the work. The other nine roles (resource locator, negotiator etc) 
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involve distinct managing responsibilities, but leadership is viewed as an essential 

managerial role that pervades the other roles (Yukl, 2010).   

(Northouse, 2003) indicated that effective leadership depends on three basic personal 

skills namely; technical, human relations and conceptual. These skills are defined as the 

ability to use one‟s knowledge and competencies to accomplish a set of goals or 

objectives that are quite different from trials or qualities of leaders (Kotz in Northouse, 

2003).  On his part, (Yukl, 1989) asserted that leaders cannot be effective without 

considerable skills or capabilities. He simply classified the skills required of the leaders 

in to three as technical, interpersonal and conceptual. According to him technical skills 

are primary concerned with things, while interpersonal skills and conceptual skills are 

primarily concerned with people, and ideas / concepts respectively.   

For this study, rather than generalizing and grouping the leadership capabilities into these 

three skills taxonomies, the researcher preferred to discuss some specific major 

contemporarily leadership capabilities required of TVET deans to show what really 

leadership effectiveness mean. The primary function of leadership is to produce change 

and movement in the organization; that is about seeking adaptive and constructive 

changes (Northouse, 2005). To implement these functions the leaders have to be capable 

in various aspects.   

For example, according to (Calan,2005), TVET leadership capabilities involve: Corporate 

vision and directions(communicates a clear vision for the organization; builds a 

successful corporate   team, inspires people to commit ;)Strategic thinking and planning 

(undertakes effective strategic analysis, advocates strategic initiatives that keep the 

organization a head of its competitors) Change leadership (inspires alignment of vision, 

values and behaviors, fosters and supports individual change agents); Communication 

that influences( negotiates persuasively, encourage debate); business and entrepreneurial 

skills (manager risk known‟s how to close a deal); and advancement of the interest of 

TVET (able to position the institution to respond successfully to change, policy issues 

and findings).   
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One can easily understand from the lists, leadership capabilities emphasize change and 

improvement in all direction. The activities are mostly not routines.  (Falk and Smith, 

2003) on their part, emphasize that individual TVET leaders must be able to respond to 

internal change through their character attributes (i.e. consistency, ethics, integrity and 

control); networking, partnership and alliance building skills; through risk taking, 

imitative and innovation; and capabilities around visioning (i.e. vision, future trends, 

proactively).  Similarly, (Kotler in Northouse, 2005) mentioned the following three main 

leadership capabilities required. These are establishing direction (example, create a 

vision, clarify big picture, set strategies); aligning people (example, communicate goals, 

seek commitment build team and coalitions); motivating and inspiring (example, inspire 

and energize, empower subordinates, satisfy, unmeant needs). 
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CHAPTER THREE 

THE RESEARCH DESIGN AND METHODOLOGY 

3.1. The Research Design 

The purpose of this study was to investigate the leadership behavior and organizational 

culture which had been applied in the Government TVET of Gambella. To realize this, 

the researcher used both quantitative and qualitative methods to explain the existed 

situations.  Descriptive survey design which is one of the survey research designs was 

employed. This method was selected because it was helpful to show situation as it was 

currently existed. This means that, the study was determined and described the way 

leaders do things at Openo Polytechnic College (Gay, 2000, 275). Within the descriptive, 

both quantitative and qualitative research methods were used. 

Currently there is one government and nine private TVET colleges and one in training 

center. Among these, one government TVET college is selected purposely in the case that 

the researcher had an idea to focus only on the information from the government TVET 

polytechnic colleges. 

3.2. Sources of data 

The student researcher gathered data from both primary and secondary sources. The 

primary sources of data were trainees, trainers, ADST and managers who directly 

involved were the sources of the data. The total number of trainees were 70 and number 

of trainers 20 whereas the total number of ADST 26 and 7 managers who were directly 

responsible for leading the college. The managers consisted of three deans and four core 

process owner. The secondary sources of data were gathered from relevant books, 

journals, proceeding thesis and other documents to provide firm theoretical ground to the 

study and in supporting of findings.  

3.3. Population, Sample and Sampling Technique 

Purposive sampling technique was selected Governments TVET College since there was 

no other Government TVET Colleges at the region. Due to the time constrain, cost and 
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proximity to research work and access to transport to collect data sufficiently researcher 

decided to select one sample TVET purposely. Simple random was used to select 

respondent from each department available in the TVET. This was because the target 

group was 20 instructors. Out of 58 instructors 58/3 = 19.   In this case, from the list 

every third of instructor was selected using systematic sampling.  

As it was obtained from this TVET, the college had 1092 regular program students. All 

of those who passed both theory and practical COC re – examination from level II – IV 

(level II – 31, level III – 30 and level – IV – 9) in 2017 (COC re – examination taken as a 

unique characteristics to represent all regular students from level II _IV),  58 teachers as 

indicated  above, 67 administrative staff (ADST ) out of 67 those who can give in – depth 

information on all elements in the population and responsible for giving full information 

(HRM ,planer and EMIS, purchasing &finance, public relation service heads and four 

officers Record office coordinator and two officers ,main two vice deans and registrar 

executive secretaries) and 7 top level managers directly involved in this study.  This tells 

us that the population of the study was 1,224. From this population, the researcher had 

taken 10 percent of the population (123) as a sample for the study.  P (N) = 1224. Sample 

(S) =N (10%) = 123.  The total regular students from upper level (level –II, III and IV) 

are 1092 which had selected for the purposes of language matter and maturity. Each level 

contains 364 students and 70 respondents were selected.  The distribution of the sample 

was 70 students, 26 administrative staff, 20 teachers and 7 top-level college managers 

participate on the research as a respondent. 

TABLE. 1: Sample Distribution of the Respondents 

Name of institution          Respondents Population 

 

Sample 

 

Openo Poly 

Technical College of 

Gambella 

Trainee 1092 70 

Trainer 58 20 

Administration staff  67 26 

Managers 7 7 

Total  1224 123 

Source:-Openo Poly Technical College, 2010  
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As it was shown from the Table -1 the researcher randomly selected 70 trainees from 

1092, out of 58 trainers 20 participants were selected and from 67ADST 26 were 

selected. Finally 7 managers were selected to participate.  After determining the 

population sample from each group the next task were defining the total number of 

participation from each group, Basically,  123  respondents were selected randomly from 

each group of the  college.  

3.4.  Instruments and Procedures of Data Gathering 

The instruments used in this study were questionnaires and interview. The purpose of 

questionnaires was to investigate the awareness of both trainees and trainers on 

leadership behavior and organizational culture that had been applied by their prospective 

deans. Questionnaires were useful for collecting appropriate data and secure data from 

many respondents at time (Gay, 2008, 283). 

To obtain quality and proper data questionnaire was administered to 70 trainees, 20 

trainers, 7 managers and 26 administrative staff in the sample TVET. The questionnaires 

were constructed with close –ended items that contain five scale (5) very high.(4) high, 

(3) moderate (2) low (1) very low for leadership behaviors as a independent variable 

while  for dependent variable (organizational culture )  written in the form of Liker-scale 

having five scales, (5) strongly agree (4) somewhat agree (3) neutral (2) disagree (1) 

strongly disagree.  

The second instrument to be used was interview which was conducted with four core 

process owners and three deans. It was administered to 7 heads in the sample TVET who 

were also participated in filling of the questionnaire to come up with new ideas. 

Generally, the questionnaires items were prepared in English language in order to avoid 

the language berries and reveal information clarity on the part of respondents  

Initially, the quality of instruments were examined by the research advisor, then, in order 

to avoid errors related to language, idea and comments made the necessary correction 

based on the feedback that was obtained from the respondents the pilot test of the 

instruments was made in “Don Bosco NGO‟S TVET" with 20 respondents made the 

instruments dependable for determined the reliability of the questionnaire   
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Based on the sample size, the questionnaire were compared to the items concerning 

trainees demography information and their awareness on leadership behaviors and 

organizational culture in their college were disturbed to the sample respondents in the 

class room by the researcher himself assisted by the academic dean of the college for 

delivering and collecting back.   

 

3.5. Methods of Data Analysis Techniques 

In this study, both quantitative and qualitative analytical procedures were applied and the 

data gathered through the close ended questionnaire of five – ranks and five-degree 

agreement was analyzed by using descriptive frequencies, mean and standard deviation 

and correlation coefficient.  All data were analyzed and tabulated in frequency 

distribution using the statistics packages for social science (SPSS) 21.0 version soft ware 

package. The frequency procedure produced frequency tables that displayed both the 

numbers and percentages of cases for each observed value of a variable and differentiated 

the conditions under consideration. In a statistical analysis, standard deviation is the 

measure of how well the mean represents the observed data (Field, 2005).  Correlation 

coefficient used to examine the existed relationship between the two variables.  Thus, it 

was recognized that some conditions in specifications were needed in order to determine 

results that better represents the sample data.  The SPSS version 21.0 computer software 

was used to enter clear and analyzed the quantitative data.  The data collected by using 

interview was conducted and all data analyzed using frequency distribution. Therefore, 

due to the time constrain the member checking was made with two respondents from the 

trainers of Openo Polytechnic College. 
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CHAPTER FOUR 

PRESENTATION, ANALYSIS AND INTERPRETATION OF DATA 

This chapter deals with the presentation and analysis of the gathered data from the 

respondents through questionnaires. As it was stated in the research designed and 

methodology a total of 123 questionnaires were prepared in two sections independent and 

dependent variables. The first section was to examine the leadership behaviors and next 

section focused on organizational culture in Openo Polytechnic College.  

The first part therefore, presents the general characteristic of the respondents and 

described the study population back ground by their sex, age, educational level, work 

experience and their knowledge on the deans and vice deans and core processes holder‟s 

assignment to their leadership position. The second part deals with the analysis of the 

response extracted from the rating of the trainees, trainers, supportive staffs and leaders 

4.1. 1. Demographics Characteristics of the respondent 

The following was a description of target population, which gives some basic information 

about the sample population of the study. 

TABLE 2: Demographic Characteristics of the respondents 

            Items  Trainees  Trainers  Administrative 

Staff  

 Mangers  

 No  % No  % No  % No  % 

Sex  

Male  

Female  

  

 

47 

23 

 

 

67.14 

32.86 

 

 

15 

5 

 

 

75 

25 

 

 

13 

13 

 

 

50 

50 

 

 

7 

- 

 

 

100 

- 

 

Age  

20-24 

25-29 

30-34 

35-39 

40 and above 

Total   

 

 

47 

20 

3 

- 

- 

70 

 

67.14 

28.57 

4.28 

- 

- 

100 

 

1 

10 

9 

- 

- 

20 

 

5 

50 

45 

 

 

100 

 

- 

 

- 

2 

20 

26 

 

 

 

 

7.69 

76.92 

15.39 

100 

 

- 

- 

- 

3 

4 

7 

 

 

 

 

42.85 

57.15 

100 
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As shown in the Table 2 above out of 70 (47) respondents of the trainee 47 (67.14 %%) 

were male and 23 (32%) were female. Particularly there is gender disparity between male 

and female in the sampled poly technic college. The possible reason behind may be due 

to the less participation of girls student in secondary education follow by lack of society 

awareness no female education which says female no equal to man.  Concerning trainers 

out of 20 respondents 84.6 % were male and 15.4 % were female. This indicated that 

there is low participation of female‟s trainers in the poly technic college. Regarding the 

present of administrative staff out of 26 respondents 61.5% were male and 38.5 % female 

which is in the administrative staff.  There is also low female‟s participation in this 

academic institution. In case of managerial level, all of seven managers were male and 

there is no any female manager on the position in this institution. This shows low female 

participation of all position in the polytechnic college.        

From the number of respondents of the trainees ages 67.14% fall in to the age from, 20-

24 this indicates that most trainees were in the appropriate to young stages. Regarding the 

trainers age 50% were in between 24-29 ages. This shows that most trainer at productive 

ages. Concerning the administrative staff majority 76.92% were in age between 35-39 

groups.  This indicates that the most administrative staff found at the middle age and also 

57.15 % age of managers fall in the age group of 40 and above.  Therefore, most 

managers were mature enough of leading the academic institutions.   
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TABLE 3: Academic Background and Occupations Service 

 

Academic status  

 

 

Level –II 

Level- III  

Level IV 

Diploma  

BA/BSC 

MA/MSC 

Others 

 

                                          RESPONDENTS 

Trainees Trainers ADST Managers 

N % N % N % N % 

10 

30 

30 

- 

- 

- 

- 

 

14.28 

42.86 

42.86 

- 

- 

- 

- 

 

- 

- 

- 

1 

18 

1 

- 

 

- 

- 

- 

5 

90 

5 

- 

 

- 

- 

- 

1 

20 

5 

- 

 

- 

- 

- 

5.25 

76.92 

19.23 

- 

 

 

- 

- 

- 

- 

5 

2 

- 

 

- 

- 

- 

- 

71.42 

28.58 

- 

 

 Services years  

1-5 

6-10 

11- 15 

16- 30 

31 and above 

Total   

 

 

15 

3 

2 

20 

 

 

- 

20 

 

75 

15 

10 

100 

 

 

- 

100 

 

 

- 

13 

13 

26 

 

 

- 

26 

 

- 

50 

50 

100 

 

 

- 

100 

 

- 

4 

3 

7 

 

 

- 

7 

 

- 

57.15 

42.85 

100 

 

 

- 

100 

From Table 3 above regarding the academic background from the trainee out of 70 

respondents 42.86 % were found at range of level III and Level IV and only 14. % of the 

respondent found at level II.  This indicated that most of the trainees have good 

experience about the Poly technic college during the long time stay in the institutions. 

Regarding the respondents from the trainers out of 20 respondents 90% were BA/BSC 

holders and 5% were Diploma and also 5% MA/MSc.  This shows that the high 

proportion of trainers at good academic status.  

From the side of administrative staff out of 20 respondents 70% were found BA/BSc 

holder their fore it indicates that the administrative also have equal academic proportion 

from trainers too. Concerning the managers 71.42 % were BA/BSc holders. This also 

shows the entire employee found to be at the same level education background the poly 

technic college. 
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 Table 3 above also looks the occupation service years of the trainers, administrative staff 

and managers which shows that 75 % of trainer‟s respondents had 1-5 years‟ 

services,15% have 6-10 and also 10 % had 11-15 respectively.  This indicates that most 

of the trainers this academic institution were beginners and also found to be young.  From 

side of administrative staff 50% of the respondents had served from 1-5 and 6-10 years.  

This indicates that most administrative staff were no longer provided service in this poly 

technic college. Regarding the managers 57.15 % of the respondents had provided service 

from 1-5 years and 42.85 had served from 6-10 years. This shows the managers on 

position in poly technic college were at the same range of service with trainers and the 

administrative staff. 

4.2 Presentation, Analysis and Interpretation of the Data 

Trainees, trainers and administrative staff were present with a group of items that tried to 

probe their view about the method of holding leadership positions. The items were 

presented in “YES” or “NOT” form that indicates their responses on accepted or denied. 

4.2.1. Method of holding leadership positions and behaviors 

TABLE 4:  Respondents ’views on Method of Holding Leadership’s Positions 

                       Items  

 

                                    Respondents  

Trainee  Trainers    ADST Managers 

No  % No  % No  % N % 

Through vacancy announcement  - - - - - - - - 

Through competition base among 

staffs   

10 14.29 - - - - - - 

Through recommendation and 

assigning by authority. 

  

10 14.29 20 100 26 100 7 100 

Through transferred from other 

institution   

50 71.42 - - - - - - 

Other  - - - - - - - - 

Total  70 100 20 100 26 100 7 100 
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 Table 4 presents the method of holding leadership position at the polytechnic college.  

Accordingly, 50 (71.42%) of trainee respondents replied that the leadership position was 

hold by those persons who transferred from the other institutions and 10 (14.29 %) said 

the leadership position hold through the competency base and also the rest 10 (14.29%) 

of trainees replied that position hold through delegation of authority.  Regarding the 

trainers, ADST and all managers  respondents said the leadership positions hold through 

the provision of authority. Therefore, it can be concluded that most of the time the 

leadership position in the academic institutions were not through merit but based on 

assignment and interest of the authorities. 

TABLE 5: Respondents views on Vision and Goal setting of the Leader’s Behaviors 

 

 

                           Items 

                 Frequency Total 

High Moderate Low 

 

N % N % N % N % 

Establish clear and concrete 

strategic goals of the college 

with participation of the staff 

46 37.4 28 22.8 49 39.9 123 100 

Discuss made among the college 

academic staff and stakeholders 

on vocational goals.  

44 35.7 33 26.8 46 37.4 123 100 

Encourage trainers to relate their 

lesson with trainers expectation 

and establish concrete goals 

43 34.9 31 25.2 49 39.9 123 100 

Formulate and demonstrate 

vision long range planning of the 

college 

36 29.2 44 35.8 43 35 123     100 

Table 5 presents data regarding the leader‟s skill in vision and goal setting for the 

polytechnic colleges. The data organized in form of Tables were analyzed based on the 

responses obtained from respondents of the college. To this end, 46 (37.4%) of the 

respondents replied that the skills of leaders to establish strategic goals with participation 

of the staff were high, 28 (22.8%) of the respondents said moderate but, 49 (39.9%) of 

the respondents confirmed that the leaders skill to establish strategic goal with 

participation of the staff was low.   
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As it revealed in the Table above there is no much discussion on vocational goals with 

trainee, trainers and stakeholders. Accordingly, 44 (35.7%) of the respondents said high 

and 33 (26.8%) of the respondents replied that moderate and also 46 (37.4%) of the 

respondents replied low. This indicates that leaders don‟t allow discussion on vision and 

goal setting with the trainees, trainers and stakeholders on the college vocational goals.  

Respondents were also asked to point out their view regarding to item on 

“encouragement relating the lesson according to trainee‟s level”. To this end, 43 (34.9%) 

of the respondents answered that there was high encouragement for preparation in lesson 

based on the trainee level and 31 (25.2%) of the respondents was responded that 

moderate but, 49 (39.9%) said low. Therefore, since the highest degree of responses fall 

on low, it shows that there is minimum engagement for relating lesson according to 

trainee scale. 

Formulation and demonstration of the vision and long range planning of the college 

responses were answered by the respondents. Accordingly, 36 (29.2%) of the respondents 

replied that formulation and demonstration of vision and long range planning was high 44 

(35.8%) of the respondents responded that moderate and also 43 (35.0%) of the 

respondents said low. Therefore, because the high number of respondent reflects as 

moderate followed by low, there is an average formulation and demonstration of vision 

and longtime planning in the polytechnic Colleges. 

Moreover, majority of the respondents responded that the leaders show weak behaviors in 

vision and goal setting of the college. 

However, in the literature it indicated that the primary function of leadership is to 

produce change and movement in the organization that is about seeking adaptive and 

constructive changes (Northouse, 2005). To implement these functions the leaders have 

to be capable in various aspects.  According to Calan (2005), TVET leadership 

capabilities involve; cooperate vision and directions, strategic thinking and planning, 

change leadership, communicate influences and advancement of the interest of TVET. 

But, the findings of this research show that the leaders were low in all concerned 

variables of vision and goal setting of the leader‟s behaviors.  Thus, it is reasonable to 
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conclude that leaders of OPTCG were not effective in vision and goal setting of the 

leader‟s behaviors.  

TABLE 6: Respondents views on Risk Taking and Decision Making 

Items                          Frequency Total 

    High Moderate Low 

N % N % N % N % 

Secure to take risk to 

accomplish right things 

53 43.2 33 26.8 37 30 123 100 

Encourage staff to feel secure 

in taking risk 

45 36.4 37 30.1 41 33.5 123 100 

Solve most of problems 

according to the stipulated 

policies of the college 

63 51.2 28 22.8 32 26 123 100 

Decide on rising problem s 

immediately and systematically 

66 53.6 26 21.1 31 25.2 123 100 

Initiate individuals or groups to 

make decision within their 

scope of authority 

38 30.9 34 27.6 51 41.5 123 100 

As shows in Table 6 for the items under Risk Taking and Decision Making concerning 

secure to take risk to accomplish right things 53 (43.2%) of the respondents replied high 

and 33 (26.8%) of respondents said moderate. The remaining 37 (30%) of the 

respondents indicated low.  Therefore, since the majority of the respondents rated high it 

indicates most leaders took risk in decision making for the right things. Next to this, the 

item concerning encouragement of staff for feeling in taking risks. Accordingly, 45 

(36.4%) of the respondents replied that the leaders had high encouragement for feeling 

secure in taking risks and 37 (30.1%) of the respondents said moderate.  The remaining 

41 (33.5%) of the respondents rated low.  Therefore, since the majority of the 

respondents said high, it shows there is high mobilization of feeling secure in taking risk 

in Openo poly technic college of Gambella. 
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As revealed in the Table above the leaders had skill to solve problems according to 

policies. Accordingly, 63 (52.2%) of the respondents said high and 28 (22.8%) of the 

respondents replied moderate. The remaining 32 (26%) of the respondents indicated low. 

As the majority 63 (51.2%) of the respondents rated high the leaders experienced in 

solving problems according to policies. 

Regarding immediate and systematic decisions on rising problems 66 (53.6%) of the 

respondents responded that high and 26 (21.1%) of the respondents said moderate. Only 

31 (25.2%) of respondents replied low. This indicated that the leaders had experienced to 

decide on problems immediately and systematically in the college. 

Concerning the leaders capacity to initiate individuals or groups to make decisions within 

their scope of authority 38 (30.9%) of respondents said high, 34 (27.6%) of respondents 

replied moderate and the majority 51 (41.5%) of the respondents said that low. This 

indicated that the leaders had low capacity to decide on rising problems immediately and 

systematically in the college. 

However, Falk and Smith (2003), emphasize that individual TVET leaders must able to 

respond to internal and external change through their character attributes such as risk 

taking and capabilities around visioning. As indicated in Addis Ababa Education Bureau 

(2006) guideline of the authority in executing many college activities was delegated to 

TVET deans. For example, the TVET deans had been „empowered‟ in making decisions 

on staff members based on the proclamation number 262, article 65. The article allows 

passing decisions to the extent of dismissing employee and expected to be competent to 

run the foregoing transformation of managerial activities. 

Furthermore, respondents said „the effectiveness of a group or an organization depends 

on the interaction between the leader‟s personality and the situations that leads the 

leaders to take risk and make decisions on the college activities that indicates the 

effectiveness of the leaders in risk taking and decision making. Thus, it is sound to 

conclude that leaders of OPTCG had capacity in taking risk and decision making 

practices. In a sense, the college leaders were effective in risk taking and decision 

making.  But, there are some conditions which the leaders experienced below the 
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expected standard, such as initiating individuals or groups to make decisions within the 

scope of authority. 

TABLE 7: Respondents views on Leadership Performance 

 

                                Items 

Frequency 

     High Moderate    Low Total 

N % N % N % N % 

The leaders  ability to organize and 

attain the goals of the organizations 

14 11.4 36 29.3 73 58.9 123 100 

The leader  works on follower‟s 

attitude toward organizational goal 

achievements 

1 0.68 38 30.8 84 68.3 123 100 

The leader works that innovation is a 

part of everyday life at the college. 

15 12.1 37 30. 71 57.8 123 100 

The leader is capable to perform 

passion, energy to works with the staff 

towards goal achievement. 

11 8.9 35 28.5 77 62.6 123 100 

The leader is capable to build strong 

organizational culture. 

12 9.3 55 28.5 56 45.5 123 100 

The ability to create new better way of 

doing things, take advantage of 

windows. 

1 0.8 80 65 42 34.2 123 100 

 

 Table 7 above for leaders „ability to organize and attained the goal of the organizations,” 

14 (11.4%) of respondents rated high and 36 (29.3%) respondents  replied moderate 

while 73 (58.9%) of the remaining participants responded low. therefore since the 

majority responded low. This indicated that the leaders performance to organize the 

organization were less than the expected standard.   

 For the item said that the leader works on follower‟s attitude toward organizational goal 

achievements was asked. To this end, one of the respondents responded high and 38 

(30.8%) answered moderate while 84 (68.3%) reacted low. Since the majority of the 

respondents replied low, it shows that the leaders did not work according the followers 

attitude. So, it means that there is no good communication between the leaders and their 

followers.  
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The next item was providing to the respondents which is the leader works that innovation 

is a part of everyday life at the college. Based on the above item 15 (12.1%) of the 

respondents rated high and 37 (30%)responded  moderate while 71 (57.8%) rated low. 

Therefore, since the majority of the respondents reacted low the leaders were unable to 

works that innovation is a part of everyday life at the college.  

Respondents were asked to rate on the item stated that the leader is capable to perform 

passion, energy to works with the staff towards goal achievement. Accordingly, 11 

(8.9%) of the respondents rated low and 35 (28.5%) Moderate. Therefore, since the 

majority of respondents (62.6%) rated low, it shows that the leaders had low capacity to 

perform passion towards goal achievements.   

The item that stresses which are the leader is capable to build strong organizational 

culture was provided to the respondents. Accordingly, 12 (9.3%) of the participants 

replied high and 55 (28.5%) rated moderate, whereas 56 (45.5%)  responded low, 

consequently  the majority of the respondents rated lo  indicating that there is less 

capacity of the leaders to build strong organizational culture, though the leaders had no 

enough knowledge about the nature vocational institutions. 

For the ability to create new better way of doing things, a little bit more than half of the 

respondents (65.0%) rated moderate and only one participant replied high. The rest 42 

(34.2%) replied low.  All in all if you can see the reflection of the respondents on all 

items seem negative. This indicated that there is no effective leader assigning for leading 

this institutions, According to Kouze and Pozner (1987,2002),  effective leaders are those 

who inspire visions that challenges others to transcend the status  quo to do something for 

other and also the one who create environment where people can feel good about their 

work and how it contribute to greater community.  More over effective leaders are those 

who like pioneers are willing to innovate ,grow, take risks and improve and use authentic 

celebration and ritual to show appreciation encouragement to other. 

In addition to findings from the Table 7 above, respondents said leaders should serve as 

role models, mentors and coaches. But, leaders in this college were very weak in all cases 

related to general leadership performances. 
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Moreover, TVET leaders are concerned as business managers who involve in motivating 

process and procedures, target and goals ensuring other people to do what they need to do 

to keep the organization performing most effectively (Viljoen and Dann, 2000). 

Therefore, achieving good business outcomes is the life blood of TVET organizations 

where as the outcomes of the performance is the existence of the organization.  

But, the findings of this research show that performances usually used in this college 

were low. Thus, it is reasonable to conclude that leaders of OPTCG often exhibited low 

performances. 

 Although there are some performances under which the leaders perform more or less at 

the average standards, such as ability to create new better way of doing things, take 

advantages of windows of opportunity. 

TABEL 8: Respondents views on Leadership Behaviors (styles). 

 

                                  Items 

 

 

                       Frequency  

Total          Low Moderate High 

 N % N % N % N % 

The exhibition of Transformational  

leadership approach in the college 

62 50.4 36 29.3 25 20.3 123 100 

The applications of transactional 

leadership approach in the collage.  

43 35 41 33.3 39 31.7 123 100 

Demonstrate laissez - faire 

leadership approach in the college. 

42 34.1 61 49.6 20 16.3 123 100 

As shown on Table 8 above respondents rated on the application of transformational 

leadership in the college.  Accordingly, 25 (20.3%) of the respondents replied high and 

36 (29.3%) while majority of the respondents 62 (50.4%) were answered low.  This 

indicated that the application of transformational leadership in the college were less than 

the expected. But, in the literature according to (Burns, 1978) transformational leadership 

is the process of engaging with others to create connection that increases motivation and 

morality in both the leaders and their followers.  Moreover, Bass and Avolio (1994) 

suggested transformational leaders have been characterized by four separate components 
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denoted as four I‟s of transformational leadership.  These are; idealized influence (II), 

inspirational motivation (IM), intellectual stimulation (IS) and idealized consideration. 

Bass and Riggio (2006), also suggested that transformational leaders use one or more of 

the following four core components of transformational leadership in order to achieve 

maximum possible results. 

The first dimension idealized influence (II). This component tells us the behaviors of a 

leader who acts as a role model for their followers. Such leaders provide vision and sense 

of mission, gain respects and trusts in people (Northouse, 2013). 

The second component is inspirational motivation (IM). According to Northouse (2013), 

this component is a descriptive of leaders who communicate high expectations to 

followers, inspiring them through motivation to become committed to and apart of shared 

vision in the organization. This dimension involves arousing team spirit. It involves 

creating attractive future states (Bass and Riggio, 2006; Northouse, 2013). 

The third component is intellectual stimulation (IS). Arzi and Farahbod (2014), defined 

intellectual stimulation as increasing awareness and interests of employees issues and 

advancing their capability to solve them. The leaders encourage followers to be creative 

and innovative by challenging them with usual ways of doing things and reframing 

problems. 

The fourth and the last dimension is idealized consideration (IC). Yammarino and Bass 

(1990), identified that leaders who use this component contribute to individual followers 

achieving his /her fullest potential (Hartog, Muijen and Koopmaan, 1997). This involves 

connecting the need of individual followers to the need of organization he/she works for. 

The leaders may delegate to help followers grow through personal challenges (Bass and 

Riggio, 2006; Northouse, 2013; Arzi and Farahbod, 2014). 

 But, findings does not match with the above four dimensions and their justifications. 

Moreover, there is knowledge gap in improving leadership. All students fail in COC 

examination and the leaders are not committed in their leadership performances. This 

leads to conclude that OPTCG leaders were not effective and unfit in application of 

transformational leadership approach in the college. 
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In the same category, the application of transactional leadership in the college was also 

asked. To this end, 39 (31.7%) of the respondents replied high and 41(33 .3%) of the 

respondents rated moderate whereas majority of the respondents 43 (35.0%) of the 

respondents answered low. Therefore, majority reflected that transactional leadership is 

less than the expected in the college.  But, according to definition of (Burns, 1978) the 

transactional leadership focuses on the exchanges that occur between leaders and their 

followers, Moreover, in the literature  Bass and Riggio (2006),  said that transactional 

leadership involves rewarding followers by the leader, when the performances  of the 

followers is to be expected level. In this case, leaders consider individual employee as 

unique by paying attention to their needs, engage in giving rewards in exchange for what 

is well done, follow up what is being performed by subordinates and take corrective 

action in case of deviances and do not take action until problems become more serious. 

But, the findings of this research leads to show the above conditions not usually applied 

or use in the college. In addition, respondents said that transactional leadership does not 

applied as expected. In the college transactional leadership does not involves a balance 

between needs of the people as well as needs of the organization.   So according to the 

respondents reflection to the controversy definitions given by the scholars. It can be 

concluded that leaders of OPTCG were weak in the application of transactional 

leadership in the college.   

The respondents were asked for „demonstration of laissez - faire leadership approach in 

the college. Accordingly, 20 (16.3%) of the respondents answered high and 61(49.6%) of 

the respondents rated moderate whereas 42 (34.1%) of the respondents replied low. So 

this indicated that there is medium display of laissez-faire leader ship in the college. This 

shows that there is abdicated responsibility, delays of decisions, gives no feedback, and 

makes little effort to help followers satisfy their need, all in all it is the absent of 

leadership, (Bass, 1985). 

Moreover, according to Humidifier (2009), laissez – faire leadership style is inactive kind 

of leadership where the exchange between the leader and the followers is absent, the 

necessary decisions are avoided and the responsibility is totally left for the followers. 

But, this leadership behavior applied at the standard level in the college. Furthermore, 
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respondents said usually they take their all responsibility without participation of the 

leaders. There are no necessary decisions over all necessary conditions. 

To identify the deans‟ leadership behaviors as perceived by college members means and 

standard deviations also computed. The results are presented in Table 9 below. 

TABLE 9; Means and standard deviations of the college members’ perceptions of 

leadership style of the deans. 

Style N Range Min Max Mean Std.Dev 

Transformational 123 4 1 4 2.63 0.91 

Transactional 123 4 1 4 2.52 1.02 

Laissez - faire 123 4 1 4 2.77 0.90 

Total - - - - 2.64 0.94 

As shown in the Table – above laissez – faire style was more influence (M = 2.77, SD = 

0.90) followed by transformational style (M = 2.63, SD = 0.91) and transactional 

leadership style (M = 2.52, SD = 1.02) was the least perceived behavior. In addition, the 

exhibition of leadership styles in the college was low.  

One can easily understand that leader‟s capabilities and leadership applications 

emphasized lacks change and improvement in every direction.  Even though, the leaders 

had capacities in risk taking and decision making, it is sound to conclude that leaders of 

OPTCG were not effective in their leadership application because they frequently applied 

laissez – faire leadership behavior in the college.  

The arrangement according to general leadership practices include risk taking and 

decision making, laissez – faire leadership behavior, vision and goal setting, leadership 

performances, transformational and transactional leadership behaviors. 

According to Bass and Riggio (2006), transformational leadership can be taken as an 

expansion of transactional leadership. But, the findings of this research reflected that 
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transformational leadership was not usually used in the college. In line with this, the 

styles can also be arranged according to application. The arrangement according to their 

application is laissez – faire, transformational leadership behavior, transactional 

leadership behavior. 

Therefore, laissez – faire leadership behavior is affected by deans at the average standard 

in the college. 

On the other hand, while risk taking and decision making capacity frequently exhibited in 

the college laissez – faire behavior of the leaders were  perceived by trainees, trainers and 

ADST in OPTCG People‟s National regional states. In general leaders of this college are 

neither qualified nor committed in their behavior or competences.  

4.2.2. Organizational Culture 

The dependent variable in this study is organizational culture.  According to Danison et 

al, 1995, Danison and Misra 1985, the survey items regarding general properties of 

organizational culture were presented on four cultural dimensions ( involvement, 

consistency, adaptability and mission). Involvement refers to ability to develop 

employee‟s skills and create a team – based work force that is committed to success.  

Consistency  refers to the extent to which beliefs, values and expectations are held 

consistently by members  (Denison & Mishra, 1995). Adaptability  is organizations 

ability to translate the demands of the business environment in to positive actions such as 

risk – taking learning from mistakes having the ability to create change  and mission is 

ability to define a meaningful long term direction that provides a employees  with  a  

sense  of focus and  common vision of the future.   The instruments adopted by Fey and 

Danison (2003) contain 36 – items (9 items for each cultural traits) modified to 26 items 

and used based on the scope and context of the study. Following the frequency 

distribution tables analyzed using SPSS version 21.0 below 

 

 

 



58 
 

TABLE 10: Respondents’ views on Involvement 

                                 Item                                 Frequency 

Agree Neutral Disagree Total 

N % N % N % N % 
Decisions are usually made at the level 

where the best information is available 

63 51.1 35 28.5 25 20.4 123 100 

Information is widely shared among staff 

that everyone can get it. 

84 68.3 30 24.4 9 7.3 123 100 

 Work done effectively based on 

condition rather than hierarchy. 

61 49.6 45 36.6 17 13.8 123 100 

Team working is the primary building 

blocks of this organization. 

80 65.1 34 27.6 9 7.3 123 100 

 Constantly there is improvement 

compared with our competitors.  

69 56.1 43 35 11 8.9 123 100 

There is high investment of skills from 

the employee. 

68 55.3 48 39 7 5.7 123 100 

From the Table 10 above, concerning the items under involvement the respondents 

replied on „decisions usually made at the level where the best information is available‟. 

Accordingly, a little bit more than half of the respondents (51.1%) agreed and 35 (28.5%) 

of the respondents rated neutral while the small number 25 (20.4%) reflected 

disagreement.  Therefore, it indicated that the decision made based on the information 

available on the ground. 

 In the same category respondents rated on the information widely shared among staff 

that everyone can get it. The majority 84 (68.3%) of the respondents were agree and 30 

(24.4) of the respondents said neutral. But, only nine respondents disagreed.  Therefore, 

since the high respondents agree on the issue, it shows the information sharing were feely 

provided.  

The majority 61(49.6%) of the respondents were agree that work were done effectively 

based on condition rather than hierarchy. Then 45 (36.6%) of the respondents were 

undecided while 17(13.8%) of the respondents were disagree. This signified that work 

done based on the condition was adapted in the college. 



59 
 

 „Team working is the primary building blocks of this organization also provided to be 

rated by all respondents. To this end, 69 (56.1%) of respondents were agree and 34 

(27.6%) of the respondents undecided while nine respondents disagree.  Therefore, since 

majority of the respondents agree on the item. it shows team working is a building block 

of the organization.  

The majority 69 (56. %) respondents agree on improvement when compared with 

competitors‟ and 43 (35%) of the respondents were undecided but, seven respondent 

disagreed. So, this designated that there was improvement in Openo Poly technic College 

when compared to the other TVET colleges in the region. 

 Respondents also rated on investment of skills from the employee. Accordingly, 68 

(55.3%) the respondents agreed and 48 (39%) of the respondents undecided while seven 

respondents disagreed. This indicated that there was high skills investment of employees 

in the college. 

Moreover, Schin (2004), views organizational culture as a patterns of shared basic 

assumptions that was learned by a group as it was solved its problems of external 

adaptations and internal integration, that was worked well enough to be considered valid 

and therefore taught to new members as the correct way to perceive, think and feel in 

relation to  these problems. Furthermore, Ouchi (1980), suggested that high level of 

involvement and participation create a sense of ownership and responsibility. In addition, 

respondents said there were high participation and shared information at the time where 

decisions available. Thus, the above justifications   can match with findings. This leads to 

conclude that there was high involvement institutional culture in the college. Therefore, 

as all items under involvement responses were positive. So this shows that there was a 

good involvement organizational culture of the staff on the issue of the college progress. 

But, there were some conditions that doesn‟t exist under involvement such as, work done 

which was not performed through the chain of command available in the college 

regulation. Due to this, it implied that there was no accountability because no clear 

responsibility at hand. 
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TABLE 11: Respondents’ views on Consistency 

Items                  Frequency Total 

     Neutral   Disagree 

N % N % 

leaders and managers follow the guidelines 

that they set for the rest of the organization 

32 26 91 74 123 100 

There is a clear and consistent set of 

values document that governs the business 

9 7.3 114 92.7 123 100 

ethical codes guide our behaviors 36 29.3 87 70.8 123 100 

When disagreements occur, the leaders 

work hard to achieve solutions that that 

benefit both parts 

10 8.1 113 91.8 123 100 

If  troubles happening  the solution will be 

found out immediately  

16 13 107 87 123 100 

People from different organization have  

shared a common perspectives and  

opinion  

34 27.6 89 74.2 123 100 

There is functional units to coordinate 

projects in this organization 

23 18.6 100 81.4 123 100 

There is a alignments of goals across levels 

of this organization 

23 18.7 100 81.4 123 100 

As indicated from Table 11 above concerning the leaders and managers  culture of 

following the guidelines that they set for the rest of the organization, 32 (26%) of the 

respondents were undecided  while the remaining 91(74%) of the respondents were 

disagree. This indicated that leaders were leading without the guideline set for the 

organization which leads to miss used of the power in leading system. 

The respondents were asked to rate on a clear and consistent set of values that governs 

the business.  Then, nine of the respondents were reflected neutral. But, the majority 114 

(92.7%) of the respondents disagreed. This shows that there is no clear and consistent of 

value document to govern the business to the organization.  

„when disagreements occur, the leaders work hard to achieve solutions that benefit both 

parts‟ were asked. Accordingly, except ten neutral respondents the remaining 113 (92.8) 

of the respondents were reacted. Therefore, since the majority of respondents responded 
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negatively it indicated that there was no good job that could be solve the issues which 

cost disagreement among the employee in the organization.  

The 16 (13%) of the respondents were undecided whereas, 107(87%) of the respondents 

disagree regarding how „if troubles happening the solution will find out immediately. 

This indicated that there was no immediate responses for solving the troubles happening 

among the staff so that this may cause the sense immorality of the staff which lead to 

down fall of the organization. 

The item regarding the „people from different organization had share a common 

perspective opinion‟ 34 (27.6%) of the respondents were rated neutral. However, 

majority 89 (74.2%) of the respondents were disagree. Therefore, since the majority of 

respondents reacted negative, it shows no comment perspective idea shared from 

different people that will support the leading system in the organization.  

„There is functional units to coordinate projects in this organization was presented to be 

rated by 123 respondents. In this case, 23 (18.6) of the respondents were rated as neutral 

whereas the majority 100 (87.4%) of the respondents rated disagree. Therefore, there is 

no functional unit that mange implementation in the Openo Polytechnic College that 

leads to the absent of job delegation among the staff in this college. 

The item concerning alignments of goals across levels of this organization‟ was asked. 

Then, 23 (18.7%) of the respondents were reflected neutral.  But, 100 (81.4%) of the 

respondents were disagreed.   Since majority of respondents disagreed it indicated that 

there was no alignment of goals across the level of the same institution. 

 However, in the literature consistency was defined as the extent to which beliefs values 

and expectations are held by members that characterized by how those organizations‟ 

values shared (Denison and Mishra, 1995). A strong consistency cultural values thus, has 

a much greater potential for implicit coordination and control of behaviors and facilitates 

the exchange of information (Denison, 1990). But, the results of findings do not 

correspond to the concepts identified from the Table 10 above. In addition respondents 

said that sharing information was limited to some people from different angles of the 

organization. Leaders and managers use their own perspectives in the college.   In general 
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the items under the consistency were got the negative responses. So, this indicated that 

there is no reliability of leadership in the organization.      

TABLE 12: Respondents’ views on Adaptability 

 

                                      Items 

                           

Frequency 

Total 

       Neutral   Disagree 

N % N % N % 

 Leaders are very responsive 16 13 107 87 123 100 

 Leaders  adopt and improved ways to do 

work 

19 15.4 104 84.6 123 100 

Customer impute directly influences our 

decisions 

34 27.6 89 72.3 123 100 

 The leaders  view  the failure as an 

opportunity for learning and improvement 

26 21.1 97 78.9 123 100 

 Leaders  encourage and reward those who 

do their work effectively  

38 30.9 85 69.1 123 100 

As it shows on Table 12 above concerning the responsiveness of the leaders, 16 (13%) of the 

respondents were reflected as neutral, whereas the majority 107(87%) of the respondents 

disagreed.  This indicated that there was no immediate responses provided on the issues 

happed in the college. 

 The leaders adopt and improved ways to do work were provided to be rated by all 

respondents. To the end, 19 (15.4%) of the respondents were rated as neutral and 

majority 104 (84.6%) of the respondents responded disagree.  This shows that the leaders 

were not adopt and improve the ways that provide the improvement of the organization. 

The customer impute directly influences our decisions were asked. Then 34 (27.6%) of 

the respondents were rated as neutral whereas majority 89 (72.3%) of the respondents 

answered disagree. This shows that the decisions were not based on the customer 

comment or interest that implied the gap between the customer and the client.  

 The leaders view their failure as an opportunity for learning and improvement was 

presented to all respondents. To the end, 26 (21.1%) of the respondents responded that 
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neutral and 97 (78.9%) were disagreed. Therefore since the majority disagreed on the 

issue it indicated that the leaders did not believed whether their failure as opportunity or 

the way of learning for the next step of development. 

The item said that the „Leaders encourage and reward those who do their work 

effectively‟ were given to the respondents then, 38 (30.9%) were answered neutral. But, 

the majority 85 (69.1%) were responded disagree. This indicated that there was no 

encouragement and reward provided for those who obtained his work effectively this also 

will cause the immoral on job which lead to turnover from the staff.  

But, from literature reviewed the concepts of adaptability refers to the degree to which an 

organization has the ability to alter behaviors, structures and the system to survive in the 

wake of environmental changes (Denison and Mishra, 1995).  While the concept given 

does not match with the research findings from the Table 11 above. 

 Moreover, respondents said that the college had not experienced in a culture of ability to 

translate the demands of the business environment to positive actions, Unable to take 

risks less innovation process and also weak to take corrective actions.  The all items 

under the Adaptability were got the negative reflection that is adaptability cultural 

dimension is inappropriate and not experienced in the college. Therefore it indicated that 

there was lack of conducive environment concerning adaptability component of 

organizational culture implied in this organization.  
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TABLE 13; Respondents views on mission 

                                                                    

                      Item 

                                             Frequency 

           

Neutral 

           

Disagree 

            

Total 

N % N % N % 

There is a long term purpose and direction 37 30.1 86 69.9 123 100 

There is  clear mission set for the future 36 29.26 87 70.74 123 100 

There is a clear strategy plan for the future 16 13.0 107 87 123 100 

There is a wide spread agreement about the goals 

of the organization. 

21 17.1 102 82.9 123 100 

There is a goals that are ambitious for effective 

works. 

19 15.4 104 84.6 123 100 

There is clearly stated objectives that try to meet 

the goal. 

32 26.0 91 74 123 100 

Leaders of our organization have long term 

orientation. 

27 22.0 96 78 123 100 

Regarding the item on Table 13  above which stated that „There is a long term purpose 

and direction‟ were presented to respondents then, 37 (30.1%) of the respondents were 

imitated disagree whereas 86 (69.9%) were answered disagree. Since the majority of the 

respondents were reacted disagree it indicated that there was no clear mission in the 

organization which the organization not know his part in country development. 

Regarding the clear mission set for the college, 36 (29.26%) of the respondents rated as 

neutral while majority 87 (70.74%) of the respondents disagreed. This shows that there 

was no clear mission set for the college.  
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 Next, „There is a clear strategic plan for the future‟ were also asked then 16 (13%) of the 

respondents were reflected neutral. But, the high number of respondents 107(87%) were 

answered disagree.  Because the majority of the respondents disagree it implied that there 

was no clear long rage plan prepared for this organization.  

The item said that „There is wide spread agreement about the goals of the organization‟ 

were provided to respondents. In that case, 31 (17.1%) of the respondents said neutral 

while 102 (82.9%) of the respondents were answered disagree. So for the reason that the 

high number of respondents reflected disagree it means there was no harmony goal in 

the organization.  

Subsequently the item which said „There is a goals that are ambitious for effective 

works‟ where presented to the respondents. Then 19 (15.4%) were rated neutral. But the 

majority of the respondents 104 (84.6%) were reacted disagree.  This indicated that 

there was no motivation of employee for their effective works in the college.  

For clearly stated the objectives that try to meet the goal‟ were asked. Then 32 (26.70%) 

of the respondents reflection was neutral whereas the majority of the respondents 97 

(74%) reacted that disagree. This indicated that there was no clear objective in the 

organization which convinces the goal in this college.  

Next, Leaders of our organization have a long term orientation‟ were asked.  Then 27 

(22%) of the respondents were undecided.  But, 96 (78%) of the respondents were 

answered disagree Therefore, since the majority of the respondents reacted as disagree it 

indicated that there was no orientation provided concerning the leading approach in the 

organization.     

However, as indicated in the literature this cultural dimension provides purpose and 

meaning by defining a social role and external goal for an institution and by defining an 

individual role with respect to institutional role (Denison and Mishra, 1995). But, the 

findings from the Table 12 above do not match with justified concept. Furthermore, 

respondents said that in the college there was no situation exhibited to define 

meaningful long term direction that provides members with a sense of focus and 

common vision of the future.  As a result the items under this mission category were 
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negative sided responses.  So it means that this organization need to know his mission of 

country development for the future as it was not frequently used. 

To determine the organizational culture function as perceived by the college members 

means and standard deviations also computed. 

TABLE 14; Means and Standard Deviations of organizational culture dimensions 

Dimension N Range Min Max Mean SD 

Involvement 123 4 1 4 3.67 1.29 

Consistency 123 3 1 4 2.20 0.75 

Adaptability 123 3 1 4 2.20 0.75 

Mission 123 3 1 4 2.13 0.82 

Total - - - - 2.55 0.63 

Results displayed in Table 14 above shows that involvement was more perceived 

organizational cultural function ( M = 3.67, SD = 1.29) and mission (M = 2.13, SD = 

0.82) was the least perceived organizational cultural dimension in the college. In 

addition, the total organizational cultural function was low. 

In general the results displayed shows that involvement dimension was more perceived 

organizational culture by over all dean‟s leadership behaviors. Consistency, adaptability 

and mission dimensions represent the same standards of the institutional culture by 

overall dean‟s leadership behaviors in the college. At the same time, involvement 

cultural dimensions the college members‟ perception of their institutional culture as 

determined by deans. 

4.2.3. The relationship between leadership behavior and organization culture 

This section deals with the third research question regarding the relationship between 

leadership behaviors and organizational culture, The data organized based on the 

responses  obtained from the trainees, trainers, administration staff and managers ,  
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The leadership – Organizational culture connection. 

The reviewed literature suggests that organizational culture and leadership are two sides 

of the coins. Leadership is the consequence of organizational culture and culture is the 

result of leadership (Fairholm, 1994; Schein, 2004).  Seen in this way, leadership and 

organizational culture are intertwined. It is therefore, essential further to explicate the 

nature of leadership – organizational culture to better understand the relationship among 

leadership and organizational culture.  

Table 15 below presents the relationship between the three leadership behaviors 

(transformational, transactional and laissez- faire) and the four dimensions (involvement, 

consistency, adaptability and mission) of organizational culture. The three leadership 

behaviors and the four dimensions of organizational culture were put in correlation 

matrix to investigate the relationship between all the variables. Thus, a two tailed Pearson 

correlation coefficient was used to identify the existence strength and direction of 

relationship between leadership behaviors and organizational culture of overall variables.  

According to Dunn (2001), a correlation coefficient (r) between 0.00 and 0.18 is very 

weak, If the correlation coefficient ranges from 0. 20 and 0.39 it is weak. A correlation 

coefficient between 0.4 and 0.59 shows moderate relationship. If a correlation coefficient 

is 0.6 to 0.79 it is strong. A very strong is a correlation coefficient between 0.80 and 1.00. 

Based on this, the overall relationship between three leadership behaviors and four 

dimensions of organizational culture is presented below based on three sub questions. 

1. What is the relationship between transformational leadership behavior and 

organizational culture as measured by involvement, consistency, adaptability and 

mission? 

2. What is the relationship between transactional leadership behavior and 

organizational culture as measured by involvement, consistency, adaptability and 

mission? 
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3. What is the relationship between laissez – faire leadership behavior and 

organizational culture as measured by involvement, consistency, adaptability and 

mission?  

Based on the above findings of leadership behaviors and organizational culture 

the overall results presented below on Table 15 as follow. 

1. The relationship between transformational leadership behavior and 

organizational culture as measured by involvement. 

2. The relationship between transformational leadership behavior and 

organizational culture as measured by consistency. 

3. The relationship between transformational leadership behavior and 

organizational culture as measured by adaptability. 

4. The relationship between transformational leadership behavior and 

organizational culture as measured by mission. 

5. The relationship between transactional leadership behavior and organizational 

culture as measured by involvement. 

6. The relationship between transactional leadership behavior and organizational 

culture as measured by consistency. 

7. The relationship between transactional leadership behavior and organizational 

culture as measured by adaptability. 

8. The relationship between transactional leadership behavior and organizational 

culture as measured by mission. 

9. The relationship between laissez – faire leadership behavior and 

organizational culture as measured by involvement. 

10.   The relationship between laissez – faire leadership behavior and 

organizational culture as measured by consistency. 
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11. The relationship between laissez – faire leadership behavior and 

organizational culture as measured by adaptability. 

12. The relationship between laissez – faire and organizational culture as 

measured by mission. 

To answer these questions, Pearson product correlation coefficient s were computed to 

examine the relationship among perceived leadership behaviors and organizational 

culture. The results presented in Table 15 indicate significant correlation between 

leadership behaviors and organizational culture. 

Table 15: The Correlation between Leadership Behavior and Organization Culture 

Variable   N Leadership 

behavior  

    Organizational culture  

Leadership behavior  212 1 123** 

.000 

Organizational culture  211 123 

.000 

 1 

** Correlation is significant at the 0.01(2-tailed) 

As indicated in the Table 15 above, the relationship between overall leadership behaviors 

and overall organizational culture was positive, very weak but significant (r = .123, p < 

.01). Since the P – value was less than .05, the null hypothesis rejected. From this, it can 

be concluded that there was very weak, positive and significant relationship between 

overall leadership behaviors and overall organizational culture, p < .01. This result is 

consistent with findings of other researches that there was positive and significant 

relationship between leadership behaviors and organizational culture (Ziad and Ibrahim, 

2006). 

The above table shows that there was statistically significant relationship between 

leadership behavior and organization culture‟ Meaning, they had agreed that wrong 

leadership would affect the organizational culture.  
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CHAPTER FIVE 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

5.1. Summary 

The main purpose of the study was to look in to the leadership behaviors and 

organizational culture in Openo Polytechnic College of Gambella.  In order to achieve the 

purpose of the study basic questions were raised regarding the general perception on 

leadership behavior and organizational culture and the relationship between the 

leadership behaviors and organizational culture.  

Under the review of literature, the concept of leadership in Openo polytechnic College, 

the concept and definition of organizational culture and the relationship between 

leadership behavior and organizational culture were the major topic that have been 

reviewed from relevant books, journal, proceeding thesis and other document to provide 

firm theoretical ground to the study and in supporting of the finding.  

Descriptive method was chosen and used for its appropriateness to the research topic. 

Sample of the population were trainees, trainers administrative staff and college mangers 

in Openo Polytechnic College. Purposive sampling method was employed for selecting 

Openo Polytechnic college trainees, trainers, administrative staff and college mangers. 

Frequency of YES or NO answer and percentage were used to analyze demographic of 

the respondents and as an instrument of analyzing respondents‟ opinions. 

Regarding the proportion of gender disparity of the respondents 66.67% were male and 

33.33% female.  This indicated that no more proportion of gender disparity between male 

and female trainees, trainers, administrative staff and managers in providing the idea 

about leadership behavior and organization culture at the college. In the same category 

the majority of the respondents fall in to 20-39 age groups. This shows those trainees, 

trainers, administrative staff and managers found within appropriate stage. Beside the 

concept of leadership overall frequencies and percentage found from the negative sided. 

This indicated that the respondents disagreed that the leadership in the Openo Polytechnic 

College had clear vision and mission for leading the college.  
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With regarding the organizational culture the frequencies and percentage were negatively 

responded. This indicated that the respondents agreed that there was limited conducive 

environment concerning organizational culture that available in the college. About the 

relationship between the leadership behavior and organization culture the P-V for all (df) 

212, p>0.5 shows that there was statistically signification at 0.00. This indicated that 

there was strong relationship between the leadership behavior and organizational culture.    

5.1.1. The major findings of the study. 

AS a result of the analysis made the following findings were obtained. 

1 .The study indicated that deans placed to their leadership positions by 

recommendations and assignment of authority with the absence of female 

participation in the positions.  

2 . It was found out that laissez – fair style was more perceived leadership behavior 

and involvement was more affected organizational cultural dimension. 

3 .The third outcome about the relationship between leadership behaviors and 

organizational culture the  p –v for all (df) 212,  p > 0.5 shows that there was 

statistically signification at 0.00. This indicated that there was strong relationship 

between the leadership behaviors and organizational culture. 

5.2. Conclusions 

The following conclusions were drawn from the findings; 

In addition while, leaders exhibited high risk taking and decision making they frequently 

shows low vision and goal setting. Hence, what had outcome clearly from this study is 

that the overall leadership behaviors in OPTCG was inadequate. There was no female 

participation in leadership position in this college.  This can be the reflection of low 

female participation in TVET sector in Gambella PNRS. 

As the finding of this study indicated, leadership behaviors studied found to be not good 

enough. In other words, objective and competence based criteria had not developed to 

assign competent deans rather than recommendation and assignment of authority. 
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Based on the above findings the behaviors of leaders was low in perceptions of trainees, 

trainers and ADST. 

To the extent, findings concluded that the leadership behaviors had negative aspect from 

the trainees, trainers, administrative staff and mangers. However, the researcher cannot 

conclude that all trainees, trainers, administrative staff and mangers have negative 

perception on the Polytechnic College as directed from the respondents. The small 

number of trainees, trainers, administrative staff and mangers has no clear understanding 

about leadership behavior. .Regarding the organizational culture the trainees, trainers, 

administration and managers accepted that there is no significant provision of 

organizational culture. 

Moreover, there was no agreement on items concerning consistency, adaptability and 

mission dimensions of organizational culture except involvement dimension. 

 Based on the study findings there is a great relationship between leadership behaviors 

and organization. This means that low perceptions on leadership behaviors and 

disagreement on organization cultural dimensions inclined to be negative in all cases. 

Therefore, there is need for the authorize body to improve on the level of access, 

monitoring and comprising the Polytechnic College leadership and organizational culture.       

5.3. Recommendations 

For the poly Technical College to primed academic institution for trainees, trainers, 

administrative staff and Managers in the region under listed recommendations are 

proposed for the authorized and to all concerned. 

1. It is clear that successful TVET colleges and educational institutions are mainly the 

result of competences and qualified leaders. If the leaders are not qualified and well 

trained the TVET colleges cannot be successful. As the findings of this study 

indicated leadership behaviors studied were not found good enough. The regional 

TVET bureau authorized body and regional education bureau ought to make 

leadership position assignment based on merit and available criteria include female 
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participation in leadership positions rather than recommendation and assignment of 

authority. 

2. Future research should investigate the influence of leadership behaviors and 

organizational culture across different settings in such a ways that regional TVET 

and Educational bureaus can be looked up on as models to examine effects of 

leadership behaviors on the TVET organizations across cultural studies need to be 

included.   

3. The regional TVET bureau and regional education bureau should provide on job 

leadership trainings with national standard and awareness to strengthen the practices 

of transformational as well as transactional leadership behaviors. 

4. The Poly Technical College managers should make experience sharing with other 

polytechnic colleges in order to change the leadership behaviors which available in 

their college 
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Appendix   A 

ADDIS ABABA UNIVERSITY 

Faculty of Education and Behavioral Science  

Department of Education Planning and Management  

Questioners to be filed by trainees, trainers, administrative staff and managers of Openo 

poly 

Technical collage of Gambella peoples regional state. 

Dear, trainee, trainers, administration staff and managers   

The purpose of these questioners is to gather data for research projected about the 

concept of leadership behavior and organizational culture in Openo poly technical college 

of Gambella region. The researcher believes that studying this issue can be helpful in 

providing awareness about the contribution of leadership for poly technic college. To 

achieve this, your genuine responses is strongly required the information you provide will 

be used confidentially for the research purpose only. So feel free to give genuine answer 

to each question.  

You are not requested to write your name, thank you in advance for your cooperation  

Sincerely!    

Part one: Demographic Information‟s  

when required  

1. Name of Polytechnic college________________________________________ 

2. Sex       a) male                               b) female  

3. Age   a) 20-24 years                        b) 25-29 years                            c ) 30-34 years  

d s) 35-39 years                                e) 40 years above   



 

  4.  Occupation status:  a) trainee                b) trainers                     c) administration staff      

           d) Manager 

5. Education background:  a) level I             b) level II           c) level III            d) level IV    

 e) Level V             f) MA/MSC                   g) BA/BSC             h) Diploma    

 d) Certificates            e) others ___________________________     

Part Two: the concept of leadership behavior questioner items 

Please read each statement and put „X‟ below the number of your response for each 

statement. Based on the frequencies of percentage of your choose as high, moderate and 

low.  

 

 

 

 

 

 

 

 

 

 

 

 

 



 

A STATISICAL FREQUENCES 

I. Method of Holding Leadership’s Positions 

                       Items  

 

                                    Respondents  

Trainee  Trainers  Administrative 

staff   

No  % No  % No  % 

Through vacancy announcement  - - - - - - 

Through competition base among staffs   10 14.29     

Through recommendation and assigning  

By authority  

10 14.29 20 100 26 100 

Through transferred from other institution   50 71.42 - - - - 

Other  - - - - - - 

Total  70 100 20 100 26 100 

II. Vision and Goal setting of the Leader’s Behaviors 

 

                           Items 

                 Frequency Total 

High Moderate Low 

 
N % N % N % N % 

Establish clear and concrete strategic 

goals of the college with participation of 

the staff 

46 37.4 28 22.8 49 39.9 123 100 

Discuss made among the college 

academic staff and stakeholders on 

vocational goals.  

44 35.7 33 26.8 46 37.4 123 100 

Encourage trainers to relate their lesson 

with trainers expectation and establish 

concrete goals 

43 34.9 31 25.2 49 39.9 123 100 

Formulate and demonstrate vision long 

range planning of the college 

36 29.2 44 35.8 43 35 123     100 



 

III. Risk Taking and Decision Making 

Items                          Frequency Total 

    High Moderate Low 

N % N % N % N % 

Secure to take risk to accomplish 

right things 

53 42.3 33 26.8 37 30 123 100 

Encourage staff to feel secure in 

taking risk 

45 36.4 37 30.1 41 33.3 123 100 

Solve most of problems according 

to the stipulated policies of the 

college 

63 51.2 28 22.8 32 26 123 100 

Decide on rising problem s 

immediately and systematically 

66 53.6 26 21.1 31 25.2 123 100 

Initiate individuals or groups to 

make decision within their scope of 

authority 

38 30.9 34 27.6 51 41.5 123 100 

IV. Leadership Performance  

 

 

                                Items 

Frequency 

     High Moderate    Low Total 

N % N % N % N % 

The leaders  ability to organize and attain 

the goals of the organizations 

14 11.4 36 29.3 73 58.9 123 100 

The leader  works on follower‟s attitude 

toward organizational goal achievements 

1 0.68 38 30.8 84 68.3 123 100 

The leader works that innovation is a part of 

everyday life at the college. 

15 12.1 37 30. 71 57.8 123 100 



 

The leader is capable to perform passion, 

energy to works with the staff towards goal 

achievement. 

11 8.9 35 49.6 77 62.6 123 100 

The leader is capable to build strong 

organizational culture. 

12 9.3 55 28.5 56 45.5 123 100 

The ability to create new better way of doing 

things, take advantage of windows. 

1 0.8 80 51.2 41 34.2 123 100 

V. Leadership Behavior  

 

                                  Items 

 

 

                       Frequency  

Total          Low Moderate High 

 N % N % N % N % 

The using of Transformational  leadership 

approach in the college 

62 50.4 36 29.3 25 20.3 123 100 

The applications of transactional 

leadership approach in the collage. 

leadership  

43 35 41 33.3 39 31.7 123 100 

Demonstrate laissez - faire leadership 

approach in the college. 

42 34.1 61 49.6 20 16.3 123 100 

Part III: The concept and definition of the organization culture  

I. Involvement 

                                 Item                                 Frequency 

Agree Neutral Disagree Total 

N % N % N % N % 

Decisions are usually made at the level 

where the best information is available 

63 51.1 35 28.5 25 20.4 123 100 

Information is widely shared among staff 

that everyone can get it. 

84 68.3 30 24.4 9 7.3 123 100 



 

II.  Consistency  

Items                  Frequency      Total 

        Neutral       Disagree  

N % N % 

leaders and managers follow the guidelines that 

they set for the rest of the organization 

32 26 91 74 123 100 

There is a clear and consistent set of values 

document that governs the business 

9 7.3 114 92.7 123 100 

ethical codes guide our behaviors 36 29.3 87 70.8 123 100 

When disagreements occur, the leaders work 

hard to achieve solutions that that benefit both 

parts 

10 8.1 113 91.8 123 100 

If  troubles happening  the solution will find 

out immediate  

16 13 107 87 123 100 

People from different organizational had  

share a common perspective opinion  

34 27.6 89 74.2 123 100 

There is functional units to coordinate projects 

in this organization 

23 18.6 100 81.4 123 100 

There is a alignments of goals across levels of 

this organization 

23 18.7 100 81.4 123 100 

III. Adaptability 

 

                                      Items 

                           Frequency Total 

        

Neutral  

      Disagree  

N % N % N % 

 Leaders are very responsive 16 13 107 87 123 100 

 Leaders  adopt and improved ways to do work 19 15.4 104 84.6 123 100 

Customer impute directly influences our 34 27.6 89 72.3 123 100 



 

decisions 

 The leaders  view  the failure as an opportunity 

for learning and improvement 

26 21.1 97 78.9 123 100 

 Leaders  encourage and reward those who do 

their work effectively  

38 30.9 85 69.1 123 100 

IV.  Mission 

 

                             Items 

 

 

         Frequency 

 

Total 

     Neutral  Disagree  

N % N % N % 

There is a long term purpose and direction. 37 30.1 86 69.9 123 100 

There is clear Mission set for the college  36 29.26 87 70.74 123 100 

There is a clear strategic plan  for the future 16 13.0 107 87 123 100 

There is wide spread agreement about the goals 

of  the  organization 

 

21 17.1 102 82.9 123 100 

There is a goals that are ambitious for effective 

works  

 

19 15.4 104 84.6 123 100 

 There is  clearly stated the objectives that   try  

to meet the goal  

 

32 26.0 91 74 123 100 

Leaders of our organization have a long term 

orientation 

27 22.0 96 78 123 100 

 

 

 

 

 

 

 

 



 

Part: IV the relationship between the leadership behavior and organization culture.  

1. What is the relationship between the leadership and organization culture? 

---------------------------------------------------------------------------------------------------

---------------------------------------------------------------------------------------------------

---------------------------------------------------------------------------------------------------

2. What do you know about general leadership behaviors and organizational 

culture of the college? 

---------------------------------------------------------------------------------------------------

---------------------------------------------------------------------------------------------------

---------------------------------------------------------------------------------------------------

--------------------------------------------------------------------------------------------------- 

 

 

 

 

 

 

 

 

 

  



 

Appendix   B ;        QUESTIONARES 

 

ADDIS ABABA UNIVERSITY 

Faculty of Education and Behavioral Science  

Department of Education Planning and Management  

Questioners to be filed by trainees, trainers, administrative staff and managers of Openo 

polytechnic college of Gambella peoples regional state. 

Dear, trainee, trainers, administration staff and managers   

The purpose of these questioners is to gather data for research projected about the 

concept of leadership behavior and organizational culture in Openo poly technic college 

of Gambella region. The researcher believes that studying this issue can be helpful in 

providing awareness about the contribution of leadership for poly technic college. To 

achieve this, your genuine responses is strongly required. The information you provide 

will be used confidentially for the research purpose only. So feel free to give genuine 

answer to each question.  

You are not requested to write your name, thank you in advance for your cooperation  

Sincerely!    

 

 

 

 

 

 



 

Part one: Demographic Information‟s  

Please read the following and fill in the box by using „X‟ mark or writing short answer 

when required  

1. Name   of Polytechnic college______________________________________ 

2. Sex       a) male                               b) female  

3. Age   a) 20-24 years                        b) 25-29 years                            c ) 30-34 years  

d s) 35-39 years                                e) 40 years above   

4.  Occupation status:  a) trainee                b) trainers                     c) administration staff      

           d) Manager 

5. Education background:  a) level I             b) level II           c) level III            d) level IV    

 e) Level V             f) MA/MSC                   g) BA/BSC             h) Diploma    

 d) Certificates            e) others ___________________________     

Part Two: the concept of leadership behavior questioner items 

Please read each statement and put „X‟ below the number of your response for each 

statement. Based on the frequencies of percentage of your choose as high, moderate and 

low.  

 

 

 

 

 

 

 



 

Method of Holding Leadership’s Positions 

                       Items  

 

                                    Respondents  

Trainee  Trainers  Administrative 

staff   

No  % No  % No  % 

Through vacancy announcement        

Through competition base among staffs         

Through recommendation and assigning  

By authority  

      

Through transferred from other institution         

Other        

Total        

VI. Vision and Goal setting of the Leader’s Behaviors 

 

 

                           Items 

                 Frequency Total 

High Moderate Low 

 
N % N % N % N % 

Establish clear and concrete strategic 

goals of the college with participation 

of the staff 

        

Discuss made among the college 

academic staff and stakeholders on 

vocational goals.  

        

Encourage trainers to relate their 

lesson with trainers expectation and 

establish concrete goals 

        

Formulate and demonstrate vision long 

range planning of the college 

        

VII. Risk Taking and Decision Making 



 

Items                          Frequency Total 

    High Moderate Low 

N % N % N % N % 

Secure to take risk to accomplish 

right things 

        

Encourage staff to feel secure in 

taking risk 

        

Solve most of problems according to 

the stipulated policies of the college 

        

Decide on rising problem s 

immediately and systematically 

        

Initiate individuals or groups to 

make decision within their scope of 

authority 

        

VIII. Leadership Performance  

 

 

                                Items 

Frequency 

     High Moderate    Low Total 

N % N % N % N % 

The leaders  ability to organize and attain 

the goals of the organizations 

        

The leader  works on follower‟s attitude 

toward organizational goal achievements 

        

The leader works that innovation is a part of 

everyday life at the college. 

        

The leader is capable to perform passion, 

energy to works with the staff towards goal 

achievement. 

        



 

The leader is capable to build strong 

organizational culture. 

        

The ability to create new better way of doing 

things, take advantage of windows. 

        

IX. Leadership Behavior  

 

                                  Items 

 

 

                       Frequency  

Total          Low Moderate High 

 N % N % N % N % 

The using of Transformational  leadership 

approach in the college 

        

The applications of transactional leadership 

approach in the collage. leadership  

        

Demonstrate laissez - faire leadership 

approach in the college. 

        

Part III: The concept and definition of the organization culture  

V. Involvement 

                                 Item                                 Frequency 

Agree Neutral Disagree Total 

N % N % N % N % 

Decisions are usually made at the level 

where the best information is available 

        

Information is widely shared among staff 

that everyone can get it. 

        

 

 

 

 



 

VI.  Consistency  

Items                  Frequency 

 

    Agree  Neutral         Disagree Total 

N % N % N % N % 

leaders and managers follow the guidelines that 

they set for the rest of the organization 

        

There is a clear and consistent set of values 

document that governs the business 

        

Ethical codes guide our behaviors         

When disagreements occur, the leaders work 

hard to achieve solutions that that benefit both 

parts 

        

If  troubles happening  the solution will find 

out immediately 

        

People from different organizational had  share 

a common perspective opinion  

        

There is functional units to coordinate projects 

in this organization 

        

There is a alignments of goals across levels of 

this organization 

        

VII. Adaptability 

 

                                      Items 

                           Frequency 

 

    Agree Neutral               Disagr

ee 

Total 

N % N % N % N %  

 Leaders are very responsive          



 

 Leaders  adopt and improved ways to do work          

Customer impute directly influences our 

decisions 

         

 The leaders  view  the failure as an opportunity 

for learning and improvement 

         

 Leaders  encourage and reward those who do 

their work effectively  

         

VIII.  Mission 

 

                             Items 

 

 

 

 

 

         Frequency 

 

 

    Agree Neutral  Disagree

eee 

Total 

N % N % N % %  

There is a long term purpose and direction         

There is clear Mission set for the collage          

There is a clear strategic plan  for the future         

There is wide spread agreement about the goals 

of  the  organization 

 

        

There is a goals that are ambitious for effective 

works  

 

        

 There is clearly stated the objectives that   try  

to meet the goal  

 

        

Leaders of our organization have a long term 

orientation 

        

 

 

 



 

Part: IV the relationship between the leadership behavior and organization culture. 

 

1.What is the relationship between the leadership and organization culture? 

--------------------------------------------------------------------------------------------------------------------

--------------------------------------------------------------------------------------------------------------------

----------------------------------------------------------------------------------- 

2. What do you know about general leadership behaviors and organizational culture of 

the college? 

------------------------------------------------------------------------------------------------------- 

 

 

 

 

 

 

 

 

 

 

 

 

 

 


