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ABSTRACT 

The purpose of this study was to compare the leadership styles of principals in government and 

private secondary schools of Shone town. The study was conducted specifically to identify the 

common styles of leadership in the government secondary school, the common styles of leadership 

in the private secondary schools, and the challenges that influence principals’ leadership practice. 

To this end, the study has made a brief review of the related literature and using a descriptive 

survey method data were drawn from questionnaire distributed to 57 teachers and 13 principals. 

Besides, document analysis and interview held with cluster supervisors was made in order to 

substantiate the data gathered through questionnaires. Statistical techniques such as frequency, 

mean, average mean, and one way ANOVA test were used to analyse the data. Based on these, it 

has been found that principals of government secondary schools commonly practiced lassies-fair 

and transactional styles whereas the private secondary school principals commonly applied 

democratic styles of leadership. The finding also showed lack of budget, lack of teachers’ 

involvement in decision making activities of schools, lack of support from Shone Town 

Administration Education Office as major challenges that hinder principals’ effectiveness. 

Finally, based on the findings, provision of training and support, careful consideration in the 

screening of principals were recommended.  

 

 

 

 

 

 



iii 
 

 

TABLE OF CONTENTS 

Acknowledgements ........................................................................................................................................ I 
Abstract ......................................................................................................................................................... II 
Table of Contents ......................................................................................................................................... III 
Abbreviations and Acronyms ....................................................................................................................... V 
List of Tables ............................................................................................................................................... VI 
List of Appendices ...................................................................................................................................... VII 
CHAPTER ONE ........................................................................................................................................... 1 
1. INTRODUCTION ................................................................................................................................ 1 
1.1. Background of the Study................................................................................................................... 1 
1.2. Statement of the Problem .................................................................................................................. 3 
1.3. Research Questions ........................................................................................................................... 4 
1.4. Objective of the Study....................................................................................................................... 5 

1.4.1. General Objective ..................................................................................................................... 5 
1.4.2. Specific Objectives ................................................................................................................... 5 

1.5. Significance of the Study .................................................................................................................. 5 
1.6. Delimitation of the Study .................................................................................................................. 5 
1.7. Definition of Key Terms ................................................................................................................... 6 
1.8. Organization of the Study ................................................................................................................. 6 
CHAPTER TWO .......................................................................................................................................... 8 
2. REVIEW OF RELATED LITERATURE ............................................................................................ 8 
2.1. Concepts and Definition of Leadership............................................................................................. 8 
2.2. Leadership in School Context ........................................................................................................... 9 
2.3. Leadership Styles ............................................................................................................................ 10 
2.4. The Importance of Leadership ........................................................................................................ 15 
2.5. Theories of Leadership.................................................................................................................... 16 

2.5.1. Early Theories ......................................................................................................................... 19 
2.5.2. Trait Theories .......................................................................................................................... 19 
2.5.3. Behavioral Theories ................................................................................................................ 20 
2.5.4. Situational Theories ................................................................................................................ 21 
2.5.5. Contingency Theories ............................................................................................................. 21 
2.5.6. Participative Theories ............................................................................................................. 22 
2.5.7. Management Theories ............................................................................................................. 22 
2.5.8. Relationship Theories ............................................................................................................. 22 

2.6. Leadership Approaches ................................................................................................................... 23 
2.6.1. Scientific Management Approach ........................................................................................... 23 
2.6.2. The Human Relations Approach ............................................................................................. 23 
2.6.3. Theory X and Theory Y Approach ......................................................................................... 24 
2.6.4. Contingency Approaches ........................................................................................................ 24 



iv 
 

2.7. Challenges For Exercising Instructional Leadership Of Principals ................................................ 25 
CHAPTER THREE .................................................................................................................................... 29 
3. RESEARCH METHODOLOGY ........................................................................................................ 29 
3.1. Research Design .............................................................................................................................. 29 
3.2. Research Method ............................................................................................................................ 29 
3.3. Sources of Data ............................................................................................................................... 30 
3.4. Sample Size and Sampling Technique ............................................................................................ 30 
3.5. Data Gathering Instruments ............................................................................................................ 31 

3.5.1. Questionnaire .......................................................................................................................... 31 
3.5.2. Interview ................................................................................................................................. 33 

3.6. Methods of Data Analysis ............................................................................................................... 33 
3.7. Pilot Test ......................................................................................................................................... 34 
3.8. Ethical Considerations .................................................................................................................... 34 
CHAPTER FOUR ....................................................................................................................................... 35 
4. PRESENTATION, ANALYSIS AND INTERPRETATION OF DATA .......................................... 35 
4.1. Characteristics Of The Study Population ........................................................................................ 36 
4.2. Presentation, Analysis and Interpretation of Data Gathered Through Questionnaires, Interview and 
Data Analysis .............................................................................................................................................. 38 
CHAPTER FIVE ........................................................................................................................................ 53 
5. SUMMARY, CONCLUSION AND RECOMMENDATIONS OF THE FINDINGS ....................... 53 
5.1. Summaries of the Major Findings ................................................................................................... 54 
5.2. Conclusions ..................................................................................................................................... 55 
5.3. Recommendations ........................................................................................................................... 57 
Reference .................................................................................................................................................... 59 
Appendix -I ................................................................................................................................................. 63 
Appendix -II ................................................................................................................................................ 68 
Appendix-III ............................................................................................................................................... 73 

              



v 
 

 

ABBREVIATIONS AND ACRONYMS 
              

               ESDP:   Education Sector Development Program 

               ETP:      Education and Training Policy  

              HZED:     Hadyia Zone Education Department 

               MoE:      Ministry of Education 

               NGO:      Non-Governmental Organization   

              SNNPR :  Southern Nation Nationalities and Peoples Region                                           

              SPSS:      Statistical Package for Social Sciences 

              TGE:      Transitional Government of Ethiopia   

              ZED :      Zone Education Department 

 

 

 

 

 

 

 

 

 

 



vi 
 

 

LIST OF TABLES 

                                                                                                                                                   Page  

Table1: Sampling Population and Techniques..............................................................................31                                                          

Table 2: Characteristics of Sample Population………………………………………………….37 

Table 3: Autocratic Leadership Style of principals……………………………………………...40 

Table 4:  Democratic Leadership Style of Principals…………………………………..………..42 

Table 5: Laissez-fair Leadership Style of Principals.......................................................................44 

Table 6:  Transformational   Leadership Style of Principals………………………………………47 

Table 7 : Transactional Leadership Style of Principals    ………………………………………….49          

Table 8:   Major Challenges Affecting the Leadership Styles …………………………………. 51 

                                                                                         

        

 

 

 

 

 

 

 

 



vii 
 

 

List of Appendices 

         Appendix A: Questionnaire for Principals 

         Appendix B: Questionnaire for Teachers 

         Appendix C: Interview for Cluster Supervisors 

 

   

 

 

 

 

 

 

 

 

 

 

 

 

 

 

                



 

1 
 

CHAPTER ONE 

1. INTRODUCTION 

This research aims to compare Private and Government Secondary schools in Shone Town 

Administration in terms of their leadership styles experienced by principals. In the process of the 

study, the researcher will try to assess the leadership styles experienced by principals of private 

and government schools so as to explore if there is difference between two. Thus, this chapter 

provides an introductory account that includes background of the study, statement of the 

problem, research questions, objectives of the study, significance of the study, delimitation of the 

study and definition of key terms.  

 

1.1. Background of the study 

Every organization including school is required to be effective or successful, especially now in 

the time of fierce world competition. However, the road that leads to success is not strait 

forward. There are numerous internal and external variables that have an impact on the 

effectiveness of these organizations and need to be intelligently handled. Therefore, researchers’ 

advise education leaders need to identify the variables which have significant impacts and take 

measures in order to decrease their influence the productivity of their organizations (Ferguson, 

1991).  

Studies undertaken so far in relation to school effectiveness reveal that some schools are high 

performers and others are low performers. Several school and non-school-related factors are 

accounted for the differences. Although little consensus among researchers as to which one has 

more influence, evidences in general show that both school and non-school related factors have 

impacts on the performance of schools (Card & Krueger 1992; Achilles 1996). 

However, researchers did not reach on consensus regarding the degree of influence of each. 

Researchers of the 1970s and before associate students’ success to non-school variables such as 

income of parents, contact to books, interest etc. For them non-school variables have more 

influence than school factors. Researchers of the 1980s and later, however, came with a different 

view. For them, school variables including leadership styles of principals, teachers’ motivation, 

school climate, interpersonal and communication have more consider impact (Mark & Printy, 

2003; Leithood et al., 1990). Among these school related factors, according to recent researchers, 
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classroom learning and leadership respectively have more considerable impact than the others 

(Leith wood, Louis, Anderson,& Wahlstrom, 2004; Leithwood et al., 2006). In this study, the 

second issue, i.e. leadership was the concern. 

Although findings are inconsistent with regard to the level and method of influence, there is a 

general consensus among researchers that the school head and the leadership style he/she follows 

significantly contribute for the success of a school (Leithwood et al., 2006). Therefore, the 

critical role of school leadership on the effectiveness of schools is unquestionable. Leaders can 

contribute for school effectiveness in different forms. For example, Harries et al.(2007) 

suggested that  leaders contribute for the enhancement of students’ performance by creating 

positive work environment, reshaping the conditions for teaching and learning and enhancing the 

motivation of teachers.   

However, there was inconsistency regarding the specific roles of school leaders across the world. 

Traditionally, the roles of school leaders have been external to the classroom instruction, began 

as a hierarchical manager in the 1890s (Le Clear, 2005). The major tasks of the school leaders 

were maintaining the school building and oversee the budget and supplies. Classroom learning 

was little focused on in this time. Later on, the roles of leaders began to change gradually across 

the world. Accordingly, in the 1980s and later,   school leaders transformed from being managers 

to instructional leaders (Schein, 1992). Thus, classroom learning was gradually accepted as 

fundamental role of school leaders.  

As instructional leader, school principals are expected to perform several tasks. However, all 

principals do not perform their duties in the same style. In other words the leadership styles 

principals are exercising vary according to the principal and several other factors in the school. 

Therefore, different models of leadership style were developed by different researchers. The 

most widely accepted and primary model was developed by Bernand Bass (1985). Bernand Bass 

developed a model that describes three styles of leadership adapted by school leaders: 

transactional, transformational and laissez-faire. According to Bass & Avolio (1996), the 

transactional leadership style is named as bartering approach because services are exchanged for 

rewards. As a transactional leader, the principal is still the dominant leader and the teachers are 

the followers (Liontos, 1992; Kouzes and Posner, 2002). The transformational leadership style is 

more effective style according to researchers (Bass & Avolio,1996; Johanson, 1996). In this style 
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of leadership, school leader is no longer viewed as the sole leader; instead, all employees 

considered as having leadership capabilities which needs to be cultivated by the school leader. 

According to Sergiovanni(1995) and Kouzes and Posner (2002), transformational leadership 

motivates staff members to have a high level of commitment to the organization. 

The third style, i.e., laissez-faire leadership style is referred to as a lack of leadership (Bass, 

1985). This is because these leaders do not make decisions and solves problems, is absent when 

needed and fail to follow-up and assist staff.  According to Bass and Avolio(1996), laissez-faire 

leadership is the least effective of the leadership styles. 

In addition, other theorists such as Robbins and Coulter (2005) have developed a little bit 

different model. They articulated three styles of leadership, named as autocratic, democratic and 

laissez-fair styles. According to them, an autocratic style leader follows an autocratic approach 

where a leader takes all measures without consulting subordinates. As result, they feel discontent 

with this approach of leadership (Robbins& Coulter, 2005).   Robbins& Coulter further suggest 

that the second style, i.e. the democratic style is in sharp contrast with the autocratic style. 

Accordingly, they state that democratic leaders consider subordinates as their consultant. They 

consider them as their equal. So they allow high level employees involvement in the process of 

decision making (Robbins& Coulter, 2005). With regard to the third style, i.e., the laisezz fair 

style, Robbins& Coulter are not different with Bass and Avolio (1996). Thus, taking these styles 

of leadership in to consideration, this study attempts to compare the leadership styles of 

principals working in Government and Private Secondary Schools in Shone Town 

Administration.  

1.2. Statement of the Problem 

Research findings verified that instructional leadership is three to four times more likely to affect 

student achievement so long as it emphasizes on instruction, curriculum, and assessment, 

provides direction, and influence the day-to-day activities of teachers and students in schools 

(Marks & Printy, 2003). Thus, having good school principal is an important pre-requisite to 

increase the performance of schools.  

In Ethiopia, education falls behind many African countries although education has an ancient 

history (UNICEF, 2010; MoE, 2008). The country lags behind many African countries with the 
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four important indicators of education performance: access, quality, equity and relevance 

(UNICEF, 2010; MoE, 2008). In response to this, the country has taken various measures in the 

last 20 years to address some of the critical problems of the education system. As result, huge 

changes have been registered in the education sector. Some of the areas that have been changed 

include student enrolment, it has increased at levels of unprecedented rate; Equity, the inequality 

or the gap in education is minimized in substantial rate (MoE, 2008). However, the quality of 

education is still the major problem of the education system of Ethiopia.  

The poor performance of students can be seen from the results of the first National Learning 

Assessments undertaken at grade 10 and 12 in 2010 (MoE, 2010). The academic achievement of 

students was measured by the mean score of five subjects (English, mathematics, Biology, 

chemistry and Physics) at national level. Accordingly, the results show that the national mean 

score of the five subjects were 36 % for grade 10 and 47.8 % for grade 12, much lower than the 

standard set by MoE (50%).  

The performance of students in the SNNPR where the study locality is included as one 

component is more or less the same with the national average. The average mean score of the 

five subjects in grade 10 was 38.1% and grade 12 was 43.5%. Actually, several internal and 

external variables are attributed to the poor performance of secondary schools. This study, 

however, is intended to examine the influence of leadership styles practiced by principals on 

students’ achievement by comparing the government and private secondary schools in Shone 

town administration.   

Quite a lot of studies have been conducted on the subject of principals’ leadership practices and 

school effectiveness throughout the country and in the study locality. However, to the best 

knowledge of the researcher, no study has been found on the issue under study in the study area. 

This by itself has instigated the researcher to conduct this research.  

1.3. Research Questions 

1. What is/are the most common leadership style (s) practiced by Private secondary school 

leaders of Shone Town Administration as compared to Government secondary school leaders 

of the Town?  

2. What challenges do principals encounter in the process of practicing their leadership styles? 
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3. What measures can be taken to address some of the problems that hinder the effective 

practicing of principals’ leadership? 
 

 

1.4. Objective of the study 

1.4.1. General objective 

The general objective of this study is to compare the leadership styles practiced by principals in 

government and private secondary schools in Shone Town Administration so as to identify the 

dominant leadership styles practiced in both government and private secondary schools.  

1.4.2. Specific objectives 

1. To identify the most common leadership styles practiced by Government secondary school 

principals of Shone Town Administration as compared to Private secondary Schools.  

2. To identify the challenges that secondary school principals have faced in their efforts of 

practicing their leadership style.  

3. To suggest measures to be taken to overcome some of the challenges that hinder principals’ 

effectiveness. 

1.5. Significance of the study 

The Significance of the study will be: 

1. The information may helpful for higher officials of the regional, zonal and district level to 

identify and compare how the school principals apply their leadership style to achieve 

educational objectives effectively.  

2. It may give an awareness to the principals how their leadership styles affect the school 

climate negatively or positively and it helps principals to improve their leadership style  

3. The study provides to zonal and district educational leaders that what kinds of leadership 

styles is/are employed in secondary schools of Shone Town Administration and will give 

feedback to school principals.  

4. To recommend whether the leadership styles in secondary schools of targeted area is similar 

or not with global trend.  

 

1.6. Delimitation of the Study 

There are four secondary schools currently providing educational services to residents in Shone 

Town Administration (Tatem, Lechgogo, Shone and Wera Lalo). Since their number is small all 
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of them are included as study subjects. Regarding the leadership style, literature shows that there 

are several leadership styles that vary according to the theorists. Dealing all of the leadership 

styles is beyond the resource capacity of the researcher. Thus, this study is delimited to five 

important leadership styles. They are, transactional, transformational, autocratic, democratic and 

laissez- faire styles.  

Shone Town Administration is selected by the researcher because the researcher has been 

serving more than 10 years in the area so that he was able to hear that people are complaining 

that weak leadership is a major problem for low performance of schools in the stud area. So this 

study is selected with a belief that it enables to verify people’s conviction.       

1.7. Definition of Key Terms  

Government Secondary schools: are secondary schools which are managed and financed by 

government for general public and also called governmental secondary 

schools.  

Leadership Style: in this study leadership style has meaning of behavior that a leader exhibits 

during communication with followers in a particular situation that makes the 

leader autocrat, democrat or lasses fair. In this study principals leadership 

style such as autocratic, democratic and lasses faire leadership styles will be 

investigated by using inventory developed by the researcher.  

Private secondary school: Schools which are not managed by or within the government sector 

but are financed by governing authorities or private owners.  

School leaders: in this study refers to principals, administrative vice principals and academic 

vice principals.  

Secondary School: are schools dedicated to the education of students beyond the primary or 

elementary grades and prior to collage and preparatory schools. Also called 

secondary first cycle schools (9-10).  

1.8. Organization of the Study 

The study will be made to consist of five chapters; the first chapter contains the introductory 

part, which provides the basis for the other chapters and it consists of background, statement of 
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the problem, objective of the study, significance, limitation, delimitation, and operational 

definition of key terms. The second chapter is review of literature, which focuses on the 

conceptual and empirical framework of the study; third chapter covers research design and 

methodology of the study. Chapter four will emphasize on presentation and analysis of the data 

which will be collected from the field; finally the fifth chapter will be made to contain summary, 

conclusion & recommendations 

. 
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CHAPTER TWO 

2. REVIEW OF RELATED LITERATURE 

This review of related literature will be focused on a review of the literature related to a 

comparative study of leadership styles practiced in governmental and private secondary schools. 

The review aims to focus on the definition, importance, evolution and conceptualization of 

leadership. It will also focus on leadership styles with special reference to styles that relate to 

educational institutions and literatures highlighting the possible gaps in the review and the 

lessons learned will be provided.  

2.1. Concepts and Definition of Leadership 

Hundreds of different often incompatible definitions of leadership have been presented in organizational 

literature but no one of them fully satisfies people. Although no single definition is found entirely 

satisfactory, the various definitions in the literature at least include with differing degrees of emphasis 

three important elements: people, process and system.  

Katz and Kahn (in Okumbe, 1998 p.86), for instance, define leadership as “the influential increment over 

and above mechanical compliance with routine directives of the organization.” In this definition, 

leadership is seen as a process whereby one person influences others to do something.  

Liphan in Hunson(1996), on the other hand, defines the concept of leadership in relation to 

administration. According to Liphan, administration is considered primarily with maintaining, rather than 

changing established structures, procedures or goals. Thus, administrators are viewed as a “stabilizing 

force”. But leadership is conceived as the initiation of a new structure or procedure for accomplishing an 

organization’s goals or objectives.  In this definition, leader is considered as change agent and initiator of 

a new work structure to enhance organization goal achievement.  

A better description of leadership is given by Lock and associates (1991). They define leadership as “the 

process of inducing others to take action toward a common goal” (p.2). This definition emphasize on the 

relational or human aspect of leadership in addition to process. That is, it conveys a meaning that 

leadership exists only in relation to others (followers) and the idea is that if there is no follower, there is 

no leader.  

In everyday use people usually confuse leadership with the two related terms of authority and power. But 

almost all contemporary managerial theorists suggest that leadership is quite different from authority and 

power. The major difference lies in the unique relationship that existed between leaders and followers 

(Owens, 1998).  According to Owen, leaders relate to followers in ways that “motivate them to unite with 
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others in sharing a vision, arose their personal commitment to the effort to bring the vision of a better 

future, organize the work environment so that the envisioned goals become central values and facilitate 

the work that followers need to do”(p. 236). Thus, a voluntary aspect of a response to leadership that 

makes leadership different from power and authority. 

2.2. Leadership in School Context 

The concept of leadership is not a new phenomenon to the education system and that of the 

school. It was around 1890 with the assignment of principals in leadership position that the 

concepts of school leadership started to appear in the education literatures (Le Clear, 2005). 

Nowadays, the term leadership and the concepts associated with it are among the major focuses 

of education literature and researches. This is because leadership is now being considered as one 

of the major factor in determining students’ achievement. A seminal 2004 study, “How 

Leadership Influences Student Learning” asserted that leadership is the second only to classroom 

instruction among all school-related factors that contribute to children’s academic achievement 

(Leithwood, Louis, Anderson, & Wahlstrom, 2004). 

However, the major problem is that in school contexts people usually associate leadership roles 

to principals only. But in modern schools, instructional leadership does not solely depend on 

principals. Leadership roles are exercised by a variety of persons including principals, teachers, 

students and community representatives (Leithwood and Riehl, 2003). Nevertheless, research 

findings on successful school show that principals’ leadership has more prominent impact than 

others for the successful performance of schools (Sergovanni, 2001; Alvesson, 2002). 

Sergovanni further stated the following in relation to principals’ leadership role: 

                         In many ways the school principal is the most important and influential 

individual in any school ... It is his leadership that sets the tone of the school, 

the climate for learning, the level of professionalism and morale of teachers 

...If students are performing to the best of their ability one can almost always 

point to the principal’s leadership as the key to success (Sergovanny, 

2001p.99).   

From the above one can understand that without effective educational leaders, it is impossible for 

schools to attain their educational outcomes. This is better described by NASSP and NAESP 

(2013 p. 12) as “Great schools do not exist apart from great leaders”.  
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2.3. Leadership Styles   

Leadership or management style determines the atmosphere, culture, and strategies dominating 

the organization (Jalilizadeh and associates, 2013). Leadership style is made of a set of attitudes, 

traits, and skills in the principals formed based on four factors: values, trusting employees, 

leadership orientation, and a sense of security shaped in important situations (Ming-Ten et al, 

2011). Leadership style of the principals shows how they interact with their employees 

(Newstrom and Davis, 1993). Each principal performs their main tasks behaving in a way that 

might have differences with other principals. These consistent types of behaviour that principals 

apply with others at work are called    leadership styles (Farahani et al, 2007). In other words, 

leadership style refers to the manner in which the leader performs his/her roles and directs the 

affairs of the organization (oyetunyi, 2006).  

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

whilst others pay more attention to their relationship with subordinates than the job. The leader’s 

emphasis on either the task or human relations approach is usually considered central to 

leadership style. Hersey and Blanchard (1993:163) observe that a leader develops his/her style 

over a period of time from experience, education and training, and his/her style significantly 

influence the individual employee’s motivation and organization work performance.  

The influence of leadership style on job performance, organizational commitment and 

satisfaction has been well established (Breckenridge, 2000). However, few leaders understand 

the significance of how important their leadership style is on the performance of and satisfaction 

of their employees. Leaders control both interpersonal and material rewards and punishments 

that often shape employee behaviour and influence an employee’s performance, motivation and 

attitudes (Warrick, 1981).Warrick further stated that “leaders can affect an employee’s self-

image and potential in either a  positive or negative way by being supportive, fair, and 

encouraging , or unsupportive, inconsistent and critical”(p.157). 

It should be noted, however, that leadership styles are as many and diverse as the definitions and 

concepts of leadership. Different researchers and academicians have come up with different 

leadership styles. Likert (1961), for instance, introduced four leadership styles based on his 

study. 
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i. Autocratic   Style:   the   principal   trusts   very little in   their   employees,   he   takes   the   

important decisions and issues orders to subordinates. Communication is top down. The 

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

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

the   way things should be done and does not maintain clear channel of communication between 

him or her-self   and   the   subordinates.   He   or   she   does   not   delegate   authority nor   

permit   subordinates   to participate in policy-making (Smylie and Jack, 1990; Hoy and Miskel, 

1992; John, 2002).  

ii. Benevolent style is the second style and according to  Likert in this style of leadership,  leader 

with relative  trust   in  employees  tries  to  subjugate  employees  and  support them.  The 

situation     is similar    to   the   relationship     between     lord   and    vassal.   Leader   decides, 

and the employees are involved on a very limited extent in decision-making process. 

Communication is top- down (Likert, 1961).  

iii. The third is consultative style. In this style, the leader has more trust and confidence in 

making decisions with the employees and there is a bilateral communication. The    employees 

participate in decision-making, but only what the leader accepts would be implemented. The   

employees   have   positive   attitudes   toward the   organization,   the manager and their work. 

When the employees feel that enough consultation has not taken place, they publicly accept   

orders    from   the   manager, but sometimes covertly    resist the   order   by insubordination, 

especially when the manager     decides     on   majority    rules   principle   (Owens, 1981). 

iv. The last is participative leadership style. Leaders emphasizing this style fully trust 

employees, and they are all equal in making and implementing decisions (Likert, 1961). This 

style is effective when   subordinates   are   well   motivated and competent (Lussier & Achua, 

2001). 

Other researchers including Robbins and Coulter (2005) developed other categories of leadership 

style based on the classical conceptualization of leadership by Kurt Lewin. According to these 

theorists, there are three major styles of leadership often exercised by leaders in schools and 

other organizations. These are authoritarian, democratic and laissez-faire leadership styles. 

Robbins and Coulter (2005)explain the characteristics of the three  leadership styles as follows: 
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autocratic style as “a leaders who tended to centralize authority, dictate work methods, make 

unilateral decisions, and limit employee participation”, the democratic style as “a leader who 

tended to involve employees in decision making, designate authority, encourage participation in 

deciding work methods and goals, and use feedback as an opportunity for coaching employees” 

and the laissez-faire style as “a leaders who generally gave the group complete freedom to make 

decisions and complete the work in whatever way it saw fit”(p.123). 

o Autocratic Style 

In this style, the leader takes decisions without consulting with others. The decision is made 

without any form of consultation. As result employees feel discontent on this style of leadership. 

Leadership theorists indicate that this style works best when there is no need for input on the 

decision and where the motivation of people to carry out actions would not affected whether they 

were or were not involved ( Robbins and Coulter, 2005).   Yukl   (1994) found   that   autocratic   

leaders   tend   to   have   the following five characteristics: they do not consult members of the 

organization in the decision- making process,   the   leaders   set   all   policies,   the   leader   

predetermines   the methods   of   work, the leader   determines the   duties   of   followers,   and   

the leader   specifies   technical   and   performance evaluation standards. Since this style of 

leadership usually only involves one person deciding, it permits   quick   decision-making.   

Although   the   autocratic style   is   relatively unpopular,   in   certain circumstances it can be an 

effective strategy, especially when the leader is short on time and when followers are not 

productive. 

o Democratic Style  

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

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

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

technical   and   job performance   measures   are   discussed   so   they   are   understood   by   

all,   leaders   provide   advice   to members in regards to implementing tasks, members are free 

to choose with whom they work, group   determines   the   distribution   of   tasks,   and   leaders   

try  to   be   objective   in   giving   praise   and criticism.  

Under this style the leader involves the people in the decision making. Democratic decision 

making is usually appreciated by the people, especially if they have been used to autocratic 
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decisions with which they disagreed (Bradley, et al., 2009).   This approach is problematic when 

there are a wide range of opinions and there is no clear way of reaching an equal final decision ( 

Ibid).  

o Laissez-Faire 

Laissez-faire   style   is   described   by   Hackman   and   Johnson (2009) as the most effective 

style, especially where followers are mature and highly motivated. Laissez-faire  leadership  

style  allows  complete  freedom  to  group  decision  without  the  leaders’ participation. Thus, 

subordinates are free to do   what they like. The role of the leader is just to supply     materials.   

The    leader   does   not   interfere   with   or participate   in the   course   of events determined 

by the group (Talbert and Milbrey, 1994). 

In the lassies-faire style of leadership, the leader’s involvement in decision-making is minimum 

and hence allowing people to make their own decisions, although they may still be responsible 

for the outcome. Lassies-faire works best when people are capable and motivated in making their 

own decisions, and where there is no requirement for a central coordination (Daniel Mamo, 

2007). 

The contemporary leadership theorists focus on the three recently identified leadership styles that 

include transformational, transactional and lassies-faire styles. Since researchers of the days 

depend on these styles, a brief description is given about each style of leadership below.  

The concept of the contemporary leadership style was first developed by Bernard M. Bass in 

1985. Bass based his model on the work of social scientist J. M. Burns in the 1970s. Burns 

argued that every leadership processes may be classified as transactional, transformational or 

laissez-faire leadership.  In Bass’s model, transactional leadership refers to a leadership style in 

which the leader exchanges rewards in exchange for subordinate effort. It is considered to be a 

“by the book” approach in which the person works within the rules (Bass et al, 1991).   

Transactional leaders develop exchange or agreements with their followers, pointing out what 

the followers obtain if they do something right or wrong (Bass and Avolio, 1996). Unlike 

transformational leadership, Burns affirms that transactional leadership is task-oriented. He states 

that the transactional leader can only be successful when both the leaders and followers are in 

agreement with the tasks that are to be performed. In general, transactional leadership considered 
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as a bargaining process in which the leader and subordinate bargain and make contractual 

agreement in order to exchange rewards for the work done by the subordinate.  

Transformational leadership, on the other hand, refers to a leadership style in which the leader 

encourages his/her subordinates to achieve increasingly higher levels of performance for the sake 

of the organization goal achievement (Antonakis, et al., 2003). It is basically defined as “a style 

of leadership in which the leader identifies the needed change, creates a vision to guide the 

change through inspiration, and executes the change with the commitment of the members of the 

group (Antonakis, et al., 2003). Transformational leaders and those who follow it are change 

oriented, and they are not creators of the status quo (Bass, et al., 2003). Howell and Avolio 

(1993) assert that managers should develop the characteristics of a transformational leader in 

order to positively influence their organizations. According to a recent study conducted by 

Berson, Shamir, Avolio, and Popper (2001), transformational leaders are able to generate and 

communicate a persuasive vision. 

Nguni, Sleegers, and Denessen (2006) compared the effects of transformational and transactional 

leadership on teachers’ job satisfaction, organizational commitment, and organizational 

citizenship behavior within 70 public primary schools located in Tanzania. Their regression 

analyses indicated that transformational leadership dimensions have strong effects on teachers’ 

job satisfaction, organizational commitment, and organizational citizenship behavior.  

Although these two styles of leadership appear contrary to each other, several evidences show 

that they are not mutually exclusive. In fact, they build on each other (Le Clear, 2005). They 

follow different approach to get works done but both can lead the leader be effective and achieve 

the vision.  

The third important category in Bass’s leadership style classification is a laissez-faire leadership 

style.  Bass (1985) refers to laissez-faire leadership as a lack of leadership. He states that laissez-

faire leaders little intervene in situations when needed and show little confidence to supervise 

their employees. These leaders lack the qualities demonstrated by both transactional and 

transformational leaders.  They fail to inspire their employees as transformational leaders do, and 

they do not make the contractual agreements for performance as transactional leaders do. This 

obviously leads to negative effects (Frischer, 2006).  
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However, some authors, for example, Barnett, Marsh, and Craven (2005) argue that laissez-faire 

leadership can also be beneficial, especially within the school environment. They conducted a 

study in 52 secondary schools in Australia that examined the effects of the laissez-faire 

leadership style on seven school learning environment constructs. The findings indicated that the 

laissez-faire leadership style has a positive influence in three of the seven school learning 

environment constructs: (a) student supportiveness (b) affiliation, and (c) achievement 

orientation. Therefore, the researchers suggested that schools should consider practicing laissez-

faire leaders if their interest is to improve specific areas within the school learning environment 

(Barnett, Marsh, and Craven, 2005). 

Another important issue that needs to be raised under this subtopic is leadership orientation. 

Educational studies show that leaders in schools are either relationship motivated (i.e. 

emphasizing concern for people) or task-oriented (emphasizing rules and procedures for getting 

things done). Relationship oriented leaders strive to maintain good interpersonal relationship 

with teachers, seek advice and opinion from followers and share decision making with followers.  

The task-oriented leaders, on the other hand, use their power to obtain compliance and get 

satisfaction from accomplishing objectives effectively and efficiently (Hanson, 1996).  

Leadership theorists embrace contradictory views regarding the effectiveness of the two types of 

leaders, some advocate task-oriented leaders and others follower-oriented leaders. Empirical 

researches on successful leadership reveals that people oriented leaders have most effect on the 

productivity of the organization (Harris, et al, 2003).  However, other researchers indicated that it 

is very difficult to find people who are always task-oriented or people-oriented. As result, leaders 

need to choose the right blend between to be effective in their roles.  

2.4.  The Importance of Leadership 

Educational practitioners have recognized leadership as vitally important for education 

institutions, since it is the engine of survival for the institutions. This recognition has come at a 

time when the challenges of education development worldwide are more demanding than ever 

before (Nkata, 2005). Schermerhorn, Hunt and Osborn in Oyeturnyi (2006) maintain that 

leadership is the heart of any organization, because it determines the success or failure of the 

organization. Oyetuniy (2006) posits that in an organization such as a school, the importance of 
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leadership is reflected in every aspect of the school like instructional  practices, academic 

achievement , students’ discipline, and school climate, to mention but a few.  

Building a sense of educational development in school structures leads to the realization that a 

shard vision focusing on the relationship between school leadership and performance of schools 

is the only prerequisite for effective standards. Shining the path and dominating the field in this 

direction, scholars and researchers like Mulline (2002), Steyn (2005) and Maicibi (2005) note 

that the study of school leadership is necessary to make school activities effective. This argument 

is further augmented by Sashkin and Sashkin (2003) who contend that leadership matters, 

because leaders help reduce ambiguity and uncertainty in organizations. School leadership can 

be situated help reduce ambiguity and uncertainty in organizations. School leadership can be 

situated within the larger framework of institutional leadership where leadership skills are 

necessary for effective management and performance. The above review of the related literature 

implies that effective leadership that identifies the situation and use effective leadership style to 

cope up with the situation is necessary to make school activities effective and results in high 

achievement of schools.  

2.5. Theories of Leadership 

The understanding of leadership has developed and evolved over time. The following are review 

of where leadership has come from over the past 100 years (cherry, 2013) and Covery( 2007). 

1900’s: the “great man” theories – it’s an innate ability; who is born to lead? Leadership 

studies historically went hand- in hand with studies of elites: political, financial, military, 

aristocratic, or cultural elites. Leadership was considered an art, for which some fortunate people 

had an inbuilt genius; the rest of us could only engage in admiring post-game analyses.  

1930’s: group theory - how leadership emerges and develops in small groups. During the great 

depression, US social psychologists found in studying groups that democratic leadership was not 

only possible, it was more effective. Thus a more egalitarian view of leadership evolved from the 

elitist (and, in today’s view, sexist) “great Man” view. Unfortunately, research indicated that 

patterns of leadership behavior in small groups were not transferable to large group, or 

organization (Cherry, 2013)..  
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1920’s -40’s trait theory – what universal traits are common to all leaders. This theory suggests 

that leaders are born, not made, and that a good leader has a set of specific traits. Early research 

on leadership was based on the psychological focus of the day, which was people having 

inherited characteristics or traits. Attention was thus put on discovering these traits, often by 

studying successful leaders, but with the underlying assumption that if other people could also be 

found with these traits, then they, too, could also become great leaders( Steyn 2005).  

1950’s – 60’s: behavior theory – what key behavioral patterns in leadership. Leaders can be 

made, rather than are born. Behavioral theories of leadership do no seek inborn traits or 

capabilities. Rather, they look at what leaders actually do. Behavioral is a big leap from trait 

theory, in that it assumes that leadership capability can be learned, rather than being inherent. 

This opens the floodgates to leadership development, as opposed to simple psychometric 

assessment that shorts those with leadership potential from those who will never have the 

chance.  

1960’s – 70’s Contingency/situational – establish which leadership behavior succeeded in 

specific situations. Unable to determine which particular behavior patterns consistently resulted 

in effective leadership, researchers than attempted to match behavior patterns that worked best in 

specific contexts or situations. That line of research collapsed for practical reasons when people 

realized leaders would need to refer to decision trees or wheel charts to determine how to 

behave. Additionally, an infinite array of situations existed which researches would be unable to 

study, so producing a definitive compendium matching behaviors with situations is impossible 

(Cherry, 2013).  

1980’s onward: excellence - - what interaction of traits, behaviors, key situations, and group 

facilitation allows people to lead organizations to excellence? In the 1980’s, having tried and 

discarded all of these fragmentary approaches, leadership researchers determined that 

“leadership is simply doing the right thing to achieve excellence. That meant the researchers has 

to find out what the right thing is, so they set about researching excellent companies and 

developed lists of traits, behavior patterns, group facilitation strategies, and culture –shaping 

practices for would be leaders” (Cherry, 2013) 
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Many authors mentioned different leadership evolution studies which made at different times. 

These are: Ohio state leadership styles and University of Michigan studies.  

Ohio state leadership styles: the leadership styles approach emerged from Ohio state university 

leadership studies began in 1945, luthens and Robbins as (cited in Northouse, 2007). While this 

study was responsible for a variety of significant findings on leadership, perhaps the most 

important contribution was the isolation of consideration and initiating structure as the basic 

dimension of leadership behaviors in formal organizations. These variables were identified as a 

result of series of investigations that attempted to determine through factor analytic procedure, 

the smallest number of dimensions that adequately describe leader behavior as perceived by the 

leader and his subordinates.  

University of Michigan studies: The University of Michigan followed in the middle of the 19th 

century with an extensive study of leadership that resulted in many similar findings to the Ohio 

state studies (Warrick as cited in Northouse, 2007 and Emabet, 2011) and they investigated the 

relationship between supervisory behavior and employee productivity and satisfaction. The 

University of Michingan groups identified two styles of leaders. These are employee centered 

and production centered. Employee centered supervisory activities; less time performing tasks 

similar to those performed by subordinates used general rather than close supervision, took a 

personal interest in employees and their gods, and were less punishing when mistakes were 

made. Employees of employ – centered supervisor felt that their supervisor took a personal 

interest in them, let them know how they were doing on the job, and would support them. 

However production centered supervisor spent less time in actual supervisory practices. Such as 

planning, more time performing tasks, similar to those subordinates performed, used close 

supervision, and punished mistakes. Employees of production centered supervisors tended to feel 

as if they were treated only as instruments of production and responded with poor performance.  

In the earlier studies employee centered and production centered supervisors were treated as if 

they represented opposite ends of a single continuum. However in later studies it was discovered 

that these two dimensions were independent and could occur simultaneously. There are eight 

types of leadership theories (Cherry, 2013 and covey, 2007). These are:  
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2.5.1. Early Theories 

Great man theories or early theories assume that the capacity for leadership is inherent – that 

great leaders are born not made. These theories often portray great leaders as heroic, mythic and 

destined to rise to leadership when needed. The term”Great Man” was used because, at the time, 

leadership was thought of primarily as a male quality, especially in terms of military leadership 

(Northouse, 2007).  

The earliest theories on leadership identified the leaders’ genetic disposition or personal trait as 

the key factor for determining the leadership effectiveness. Thus the title great man theories 

stogdill as cited in EmbetAbera (2011) early theories held that leaders and followers are 

fundamentally different and that the leaders are more capable, possessing a set of personality 

traits that are of higher quality (Huges et al as cited in EmbetAbera , 2011) , although the great 

man theory spawned significant amount of research, the eventual concusion was that leaders and 

followers are not really fundamentally different. While more recent research clearly 

demonstrates that possessing particular personality traits generally helps leaders be more.    

Successful, the diversity of successful leaders led to loss of support for the great man theory on 

the part of researches (Hughes et al as cited in EmabetAbera, 2011).  

2.5.2. Trait Theories 

Similar in some ways to Great man theories, trait theories assume that people inherit certain 

qualities and trait that make them better suited to leadership. Trait theories often identify 

particular personality or behavioral characteristics shared by leaders. For example, traits like 

extraversion, self –confidence, and courage are all traits that could potentially be linked to great 

leaders.  

If particular traits are key features of leadership, then how do we explain people who possess 

those qualities but are not leaders? This question is one of the difficulties in using trait theories to 

explain leadership. There are plenty of people who possess the personality traits associated with 

leadership, yet many of these people never seek out positions of leadership. It made sense to 

endeavor to distinguish the specific trait or characteristics that set apart leaders from their 

followers, since great man could be really identified. Thus trait theories could have attempted to 
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quantify leadership based on specific qualities or characteristics of leaders such as personality, 

motives, values or skills that differentiated them from their followers (Yukl, 2002).  

Thus successful leaders could be quickly assessed and put in to position of leadership, 

personality physical and mental characteristics were examined. It was assumed that some people 

are natural leaders and are endowed with certain personality traits that are not possessed by 

ordinal people (Yukl, 2002).Much of the early research addressing the relationship between 

personality and leadership success was based on the trait theory approach (Hughes et al as cited 

in Emebet, 2011) Early leadership theories attributed leadership success to abilities such as 

tireless energy, extra ordinary, insight, and incredible persuasive powers. Gardner(1990) has 

proposed effective leaders possesses such traits as physical , vigor, eagerness to be given 

responsibility, high intelligence, strong people skills , a need for achievement , self-confidence, 

the ability to motivate others honesty, assertiveness, courage, determination, good understanding 

of others, needs and desire, and the ability to be flexible.  

The final attempts to identify set of traits for successful leaders’ became successful and seven 

traits associated with effective leaders were identified. These are drive, desire to lead, Honesty 

and integrity, self-confidence, intelligence, job – relevant knowledge, and extraversion (Robbins 

and Coultar, 2005). However this immense research effort has failed to identify any traits that 

guarantee leadership success (Yukl, 2002).  

2.5.3. Behavioral Theories 

Behavioral theories of leadership are based up on the belief that great leaders are made, not born. 

Consider it the flip-side of the great man theories. Rooted in behaviorism, this leadership theory 

focuses on the actions of leaders not on mental qualities or internal states. According to this 

theory, people can learn to become leaders through teaching and observation. Studies that focus 

on leaders behavior attempt to determine what kind of thing successful leaders do, rather than 

examine how the perceptions that others hold toward leaders (Halipin and Winer, 1957). 

These researchers focus on identifying the exhibited leaders that increase the effectiveness of 

their companies or organizations the well documented Michigan and Ohio state leadership 

studies took this approach. Two primary independent factors were identified as a result of these 

studies: consideration and initiation of structure. The primary concept  driving behavioral 



 

21 
 

leadership studies is the idea that leadership is not necessarily an in born trait but rather effective 

leadership method can be  thought to employess (Saal and Knight, 1988) further broadening this 

research came with management’s focus on people oriented activities (consideration) along with 

task oriented activities (initiation of structure).  

2.5.4. Situational Theories 

Situational theories propose that leaders choose the best course of action based upon situational 

variables. Different style of leadership may be more appropriate for certain types of decision 

making. For Example, in a situation where the leader is the most knowledgeable and experienced 

member of a group, an authoritarian style might be most appropriate. In other instance where 

group members are skilled experts, a democratic style would be more effective (Cherry, 2013); 

covey, 2007; Bolden, Gosling, J, Marturano, A, and Dennison, P, 2003). 

2.5.5. Contingency Theories 

Contingency theories of leadership focus on particular variables related to the environment that 

might determine which particular style of leadership is best suited for the situation. According to 

this theory, no leadership style is best in all situations. Success depends upon a number of 

variables, including the leadership style, qualities of the followers and aspects of the situation. 

Contingency theories assume that the effect of one variable on leadership is contingent on other 

variables. In the early 1950s, leadership theory expands as new concepts and perspectives were 

explored. The new theorists exemplify a more thorough understanding of the complex nature of 

leadership and base their findings on quantitative data, rather than simply on empirical 

observations (Yukl, 2002). This new approach is a major innovation in that it explores the 

possibility that leadership can be different in each situation (Saal and Knight, 1988).  

Gerth and Mills (1952) extended the level of knowledge regarding leadership by identifying four 

key leadership factors; these are the traits and motives of the leader, the image the public holds 

of the leader and their motives for following the leaders, the role played by the leader and the 

situation in which the leader and followers are involved. These theorists identified as significant 

concept in leadership theory by acknowledging the importance of the interaction between leaders 

and followers. Catell as as cited in Emabet (2011) recommended that the two main goal of 

leadership are to help a group select a common goal and then to guide the group to achieve the 

goal furthermore, stogdill and Shartle (1955) suggested that leadership should be researched in 
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relation to the interaction, status, behavior and perception of the leaders in relation to the 

members of the group. This suggested a shift in focus from analysis of the characteristics of the 

individual in leadership to a study of the overall leadership situation.  

Fielders’ contingency theory (Fiedlers, 1967) developed leadership style focusing on the degree 

of structuring in the task and the leaders organizational power (i.e) the power to reward and 

punish). He finds that where the task is highly structured, and the leader liked trust and powerful 

then the most effective leadership style is directive, task oriented style, similarly when the task is 

ambiguous and the leaders is in a weak position, then the same directive, task oriented style is 

the most effective. From this theory it can be concluded that the best leadership style depends on 

the kind of task and needs as well as capacity of the leader.  

2.5.6. Participative Theories 

Participative leadership theories suggest that the ideal leadership style is one that takes the input 

of others into account. These leaders encourage participation and contributions from group 

members and help group members fell more relevant and committed to the decision – making 

process. In participative theories, however, the leader retains the right to allow the input of 

others.  

2.5.7. Management Theories 

Management theories, also known as transactional theories, focus on the role of supervision, 

organization and group performance: These theories base leadership on a system of rewards and 

punishments. Managerial theories are often used in business, when employees are successful, 

they are rewarded; when they fail, they are reprimanded or punished. Learn more about theories 

of transactional leadership.  

2.5.8. Relationship Theories 

Relationship theories, also known as transformational theories, focus upon the connections 

formed between leaders and followers. Transformational leaders motivate and inspire people by 

helping group members see the importance and higher good of the task. These leaders are 

focused on the performance of group members, but also want each person to fulfill his or her 

potential. Leaders with this style often have high ethical and moral standards.  
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The above mentioned leadership theories imply that views of researchers had been changing 

from great man theories or early theories that assume the capacity for leadership is inherent – 

that great leaders are born not made to behavioral theories of leadership that are based upon the 

belief  that great leaders are made, not born and then … to relationship theories that focus upon 

the connections formed between leaders and followers to make decisions on mutual 

accomplishment of goal by communication depending on the situation to use effective leadership 

style that leads the organization to the excellence. 

2.6. Leadership Approaches 

The ways in which leaders behave, and the specific acts by which they play out their leadership 

roles are based on certain assumptions about human nature. Consciously or unconsciously, 

leaders operate on the basis of some personal theory of human behavior, a view of what their 

subordinates are like as people.  

2.6.1. Scientific Management Approach 

Scientific management was a management philosophy concerned with increasing productivity 

among workers. It regarded workers as extensions of the machines they operated. It was first 

expounded by Frederick W.Taylor, who was an engineer in the early 20th century, and a foreman 

or the first level supervisor. He argued that no consideration was accorded to employees as 

human beings, or as people with different needs, abilities, and interests. Workers were 

considered to be lazy and dishonest and to have a law level of intelligence (Lunenburg and 

Ornstein, 2000)  

2.6.2. The Human Relations Approach 

This is an approach to leadership that regards employees’ needs as a legitimate responsibility. It 

arose in the 1920s and 1930s. Under the impact of the Hawthorne studies, this focused attention 

on workers instead of production. In the Hawthorne experiments, a new approach emerged 

where a new type of supervisor acted differently, allowing workers to set their own production 

pace and to from social groups. They were permitted to talk to one another on the job, and their 

views about the work were elicited. The new supervisor treated them like human 

beings.[Lunenburg and Ornstein, 2000).  
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2.6.3. Theory X and Theory Y approach 

The scientific management and human relations approach to leadership behavior were given 

formal expression by McGregor (1960) as theory X and Theory Y. the theory X approach 

assumes that people are lazy, dislike work and therefore must be coerced, led and directed. 

Theory X is compatible with scientific management and bureaucracy. Bureaucracy is a formal, 

orderly and rational approach to organizing business enterprises. Theory Y assumes that people 

find satisfaction in their work and function best under a leader who allows them to work towards 

their goals. This is indeed true in the education situation in the case of the traditional schools 

with an impeccable culture and strong religious values, where the majority of teachers love 

teaching; they love their school and hence do not need direction. In such institutions, control and 

punishment are not necessary to bring about good job performance. People are industrious,   

Creative and seek challenges and responsibility on the job. However, on the other hand in some 

new school and particularly in respect of young teachers, the situation might be different. Some 

of them of not have the profession at heart, whilst some may have joined the teaching profession 

by default and, or as a last resort.  

Theory Y is compatible with Maslow’s view that people seek inner satisfaction and fulfillment of 

our human capacities towards self- actualization. It is also compatible with the human relations 

movement in management and with the participative, democratic style of management. An 

example of the application of theory Y is management by objectives (Lunenburg and Ornstein, 

2000).  

2.6.4. Contingency Approaches 

There are diverse, complex situations in schools that demand diverse leadership skills. The head 

teacher with adequate skill will assess the situation and choose the appropriate leadership style 

that will be effective for a situation rather than try to manipulate situations to fit a particular 

leadership style (Oyeunyi, 2006). In this regard, Dunkelee (2004) claims that leadership in 

schools is a situational phenomenon as it are based on the collective perception of people 

working in the schools. Linked to the norms and is affected by the rate of interaction among 

members of the schools. The essence of a contingency approach as reported by Oyetunyi (2006) 

is that leaders are most effective when they make their behavior contingent upon situational 

forces, including group member characteristics. In other words, the type of group and some other 
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factors determine the behavior of the leader. Thus, situational/contingency theory emphasizes the 

importance of situational factors, such as the nature of the task and the characteristics of 

subordinates. This means that the best style of leadership is determined by the situation in which 

the leader works (Tannenbaum and Schmidt, 1973:178). Under the situational /contingency 

leadership approaches, there are five models/theories namely: the Tannenbaum and Schmidt 

leadership continuum, Fiedler’s contingency theory, the Path-Goal leadership Model, the vroom 

– Yetton_Jago Normative contingency model and the Hersey – Blanchard’s Situational theory 

(Oyetunyi, 2006:39).  

2.7. Challenges for Exercising Instructional Leadership of Principals 

Evidences from leadership studies show that there are numerous factors that hinder the 

effectiveness of leaders particularly in educational institutions. Such factors are basically 

categorized in to personal, organizational and district characteristics (Lunenburg and Ornstein, 

2000; Smith and Holdway, 2007).  

i. Personal Characteristics  

Personal characteristics refer to the personal qualities of the leader. Researchers on instructional 

leadership suggest that the personal qualities of people assume the leadership roles have 

significant impact on how the leaders carry out their roles. The variables under the personal 

characteristics include age, education or training, experience and aptitude (Lunenburg and 

Ornstein, 2000).  

Regarding age, some early theorists thought that older leaders tend to have more experience and 

therefore, offer better instructional leadership (Lunenburg and Ornstein, 2000).Other researchers, 

in contrast, hold a view that younger leaders have more energy and motivation and thus, provide 

strong instructional leadership than older ones(Tony and Orge, 2006). These, in general, verify 

that the existence of inconsistency among authorities about the relationship between age and 

leadership effectiveness. 

As indicated above experience is the second important element that might have either hindering 

or facilitating role. With regard to this, the Ethiopian MoE(2001) has taken experience as an 

important requirement in the assignment of individuals on school  leadership position. The 
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criteria set by the MoE(2001) state that individuals to be selected for leadership position should 

have at least five years of teaching experience.  

The third important component is educational readiness or training in the field. Several research 

findings show that especially in the field of education, training in the field of educational 

management or other pedagogical fields is an important asset to be effective leader of 

educational institutions (Lunenburg and Ornstein, 2000). This, however, does not mean that all 

research findings go in line with this finding. For example, Groos and Herriot (cited in 

Temesgen, 1999) indicate that there is no relationship between effective leadership and training 

in educational fields.  

ii. Organizational Characteristics 

Literature shows that time is the first important organization related factor that hinder leaders’ 

effectiveness (Smith & Holdway, 2007). In the Ethiopia situation, the practice in the secondary 

schools show that most leaders spent a major portion of their time dealing with undisciplined 

students, supervising staff and executing routine administrative duties (MoE, 2001; Temegen, 

1999). These obviously lessen the time required for other developmental activities such as time 

required for professional growth, planning and student classroom activities.  
 

Lack of support from staff is another crucial constraint of leaders’ effectiveness (Smith & 

Holdaway, 2007). Recent research works internationally show that most secondary school 

teachers are reluctant to cooperate with their school leaders and involve in other school activities 

other than classroom teaching activities (Smith & Holdaway, 2007). In addition to that, lack of 

skilled labor, inadequate physical facilities, inadequate funding and low competency of leaders 

are found to be major constraints of school leaders’ effectiveness (MoE, 2001; Temesgen, 1999; 

Lunenburg and Ornstein, 2000).  

iii. District Characteristics 

District (equivalent to Woreda) characteristics   are found to be in the external environment and 

are hindrances of school leaders’ effectiveness. There are numerous district characteristics which 

may have hindrance role for the effective implementation of leaders’ role. Some of the 

commonly include:  

o Ineffective rules, regulations and policies 
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o Unnecessary interference of government authorities  

o lack of support and follow up of school activity from district office 

o Delay in the provision of finance 

o Untimely teachers transfer and delay in the deployment of teachers ( Bossert et., 1982) 

 

Summary of the Literature Review 

In general, this review discusses the general concept and definitions of leadership and school 

leadership in general and instructional leadership in particular, the key instructional leadership 

practices of principals, the specific instructional leadership behaviors of principals, theoretical 

and empirical evidences on the influence of principals’ leadership on school effectiveness, and 

major factors that influence the effectiveness of principals leadership in schools.  

At preliminary section, the conceptual definitions of leadership in general and instructional 

leadership in particular were given. Accordingly, it has been identified that leadership was 

defined differently by different individual based on their ideology and belief. However, it was 

also possible to conclude from what has been defined is that all of the definitions encompass the 

following important elements with varying degree: (a) Leadership is a process, (b) leadership 

involves influencing others, (c) leadership happens within the context of a group, (d) leadership 

involves goal attainment, and (e) these goals are shared by leaders and their followers. 

In addition, in the review, an attempt also been made to shade light on the general meaning and 

concepts of instructional leadership too. Actually, instructional leadership was defined both 

narrowly and broadly by different authors. But the review showed that these days the broader 

rather than the narrow definition reflects the situation in schools because the broader definition is 

more comprehensive and includes not only teaching learning but other activities including some 

of non-instructional ones are also included as  instructional leadership roles of school principals.  

A portion of this literature also dealt with the different practices of instructional leadership and 

behaviors of principals as instructional leader are also well discussed. In the discussion, the 

framework developed by Day et al., (2007) and Murphy (1990) was adopted and elaborated with 

different sections. In addition, a theoretical and empirical evidence of the influence of principals’ 

leadership on school effectiveness was well discussed as additional issue in this literature.  
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The final issue in this literature was challenges that hinder the effectiveness of instructional 

leadership effectiveness in school. It has been indicated different factors can influence the 

effectiveness of instructional leaders in schools. However, they are basically categorized in to 

three: personal characteristics including age, education or training, commitment, etc. and 

organizational characteristics including availability of resources, leaders’ commitment etc. and 

district/Woreda characteristics including interference of government authorities, lack of support 

and follow up of school activity from district office, delay in the provision of finance, etc.  
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CHAPTER THREE 
 

3. RESEARCH METHODOLOGY 

This chapter dealt with the methodology and procedure that were followed to examine the 

practice of principals’ leadership styles both in government and private secondary schools. The 

basic components included are research design, research method, source of data, population of 

the study, sample and sampling technique, instruments for data collection, and data analysis 

methods.  

3.1. Research Design 

The main objective of this research is to identify the leadership styles practiced in government 

and private Secondary Schools in Shone Town Administration. This can be done by collecting 

data from four secondary school principals and sample teachers working both in government and 

private secondary schools. In order to examine the opinions of the respondents, a descriptive 

survey research design was employed since this design is more appropriate to assess the 

leadership styles practiced, at the time of the study with in short period  of time (Davies, 2007).   

3.2. Research Method  

This research employed a mixed model, i.e. both quantitative and qualitative methods was 

integrated, although emphasis was given to quantitative with the reason that the majority of data 

was collected numerically with closed-ended questions. Quantitative research is “explaining 

phenomena by collecting numerical data that are analyzed using mathematically based methods 

(in particular statistics), whereas the qualitative method is “a process of inquiry with the goal of 

understanding a social or human problem from multiple perspectives; conducted in a natural 

setting with a goal of building a complex and holistic picture of the phenomenon of interest” 

(Creswell, 1994). Accordingly, quantitative data was collected using two types of questionnaires 

separately prepared for principals and teachers whereas qualitative method was employed to 

collect data using open ended question items included in the questionnaires, interview held with 

cluster supervisors and data collected from documents. Thus, a sequential mixed model was 

emphasized in this study.  
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3.3. Sources of Data 

The data was collected both from primary and secondary sources. Research subjects were taken 

as the primary data sources were principals, vice principals, teachers and cluster supervisors who 

were selected from the sample secondary schools of Shone Town Administration. The 

respondents are purposefully selected as primary source of data with the expectation that they 

may have better information and experience regarding the practice of leadership styles in 

targeted schools.  

 

3.4. Sample Size and Sampling Technique 

In Shone Town Administration, currently there are 2 Government secondary schools and 2 

private secondary schools. Available sampling method was employed to include all of the 

secondary schools as samples to collect data because of its small size. The two Government 

secondary schools are Shone and Weralallo whereas, the two private schools selected are 

Lachgogo and Tatam.  
 

As indicated in the preceding section, the major sources of information for this study were 

principals including vice principals, teachers and supervisors. Since their number is small, 

available sampling method was employed to include all principals and supervisors as data 

sources. With regard to the teachers, random sampling technique proportional to the size of the 

school was employed. Actually, researchers do not agree on a specific ratio to be used to 

determine the size of the sample taken from the population. However, based on various situations 

researchers usually use 10-25% of the population in determining the sample size (Gay and 

Arirasian, 2003). To collect more representative data, in this study, the researcher fixes the 

sample size of the teachers at 25%. Out of 226 total population of teacher, 57(25%) teachers 

proportional to the size of the schools both from government and private schools were selected 

and used as data sources. Regarding principals and supervisors, available sampling was 

employed and all of the main and vice principals and cluster supervisors were included as data 

sources.  

Thus, the summary of total population, the samples to be selected and the sampling method to be 

used is indicated in the table below.  
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Table 1: Populations and Samples  
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Weralalo   62 16 25 3 3 100 1 1 100  

 

 

Total 1 6 5 42 25 7 7 100 2 2 100       

Private 
Schools 

Private Secondary schools     

Tatem 29    7 25 3  3 100  
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Lechgogo 32    8 25 3  3 100 1 1 100  

   

  
Total 6 1  15 25 6 6 100 1 1 100       

 
 

 

 

3.5. Data Gathering Instruments  

Three data gathering instruments were used in the process of gathering the necessary data for the 

study. These were questionnaires, interview and document analysis.  
 

3.5.1. Questionnaire  

The first data collecting instrument to be employed in the study was questionnaire. Information 

is collected from two groups of respondents. That is, 13 school principals including main and 

vice and 57 teachers using two types of questionnaires consisted of close and few open ended 
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questions. In this study, questionnaire is decided to be taken as instrument for two reasons. 

Primarily, the researcher believes that questionnaire better serves to collect rich data from 

different groups of sample respondents with in relatively short period of time. Secondly and most 

importantly, it is a preferable data collection tool, which enables to effectively collect data in a 

planned and manageable ways from large population (Leady & Ormrod, 2005).  

Two versions of the survey questionnaires were used to collect leadership style practices 

perceptions from the school principals and teachers. The principal version asked principals to 

answer each question based on what extent they actually feel that they focus on the instructional 

leadership style mentioned (Appendix A), whereas the teacher version of the survey asked 

teachers to answer each question based on to what extent they perceive that their instruction 

leader practice the leadership style indicated (Appendix B).  

As to the items to be included in the questionnaire, there is a possibility for either using standard 

instrument (prepared by experienced researchers) or developing new by the researcher 

him/herself (Mcmillan, 1988). To Mcmillan a common approach is to develop an instrument that 

seems reasonable and gather pilot data on it to revise instrument. Since there are several 

instruments developed by researchers both abroad and in the country, for this study a new 

questionnaire was prepared by integrating the several models developed by different researchers 

to fit to the specific realities of the study setting. Respondents were asked to answer each of the 

survey question based on the instruction given for each. Survey questionnaire prepared was made 

to have four subsections: Background information, Leadership styles, Open ended questions and 

Challenges of instructional leadership practices.  

Accordingly, in part 1, respondents were asked to choose the answers that closely represent their 

background characteristics, in part 2, they were asked to answer on a Likert scale of five 

responses from strongly agree (5) to strongly disagree (1) to rate the five principal’s instructional 

leadership styles. In part 3, respondents were asked to answer a likert scale of five scale from 

very high(5) to very low(1) to identify the major challenges and Part 4 presented open ended 

question  which invite the research subjects to provide their thoughts freely and explain their 

feelings.  
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3.5.2. Interview 

For this study, interview is the data gathering tool by which information is obtained from 

supervisors. The reason for using interview is that it permits the exploration of issues, which is 

too complex to investigate through questionnaire and to give chance to respondent to explain 

more explicitly what he/she knows on the issue (Best and Kahan, 2003). Basically interview is 

categorized in to two major types-unstructured and semi-structured. Since the major data 

collection instrument was questionnaire and interview was used to aid the questionnaire, semi-

structured interview will be prepared and interview will be held cluster supervisors.  

 

3.6.  Methods of Data Analysis 

 

As indicated in the preceding sections, the main purpose of this study is to assess the principals’ 

leadership styles practiced in the secondary schools of Shone town administration. In order to 

begin the process of data analysis safely, the process was started by checking the presence and 

completeness of the questionnaire. Then, the main data were coded and entered in to SPSS 

software windows version 20 for detail analysis. As most of the data were collected using 

questionnaires, quantitative data analysis was emphasized in this study. Analysis was done as 

follows. 

In order to provide a description of the back ground characteristics of samples from which data 

was collected, descriptive information on age, sex, and other information will be analyzed by 

using percentage and frequency table. To identify the dominant principals’ leadership style both 

in government and private secondary schools, descriptive statistics including mean, standard 

deviation, and average mean was calculated. In addition, an inferential statistics of one way 

ANOVA test were conducted to measure the difference in views between principals and 

teachers. 

Regarding data obtained through interview and document analysis, since data collected through 

these methods are basically intended to supplement data collected through questionnaires they 

were analyzed under different items stated in a questionnaire after being coded and categorized 

in to different themes. 
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3.7. Pilot Test 
 

Before the final questionnaires are administered, pilot testing was conducted in Danema 

secondary school located in Mirab Badawach Woreda, which was out of the sample schools. 

Pilot test is basically done with the objectives of checking whether or not the items contained in 

the instruments enable the researcher to gather relevant information, to identify and eliminate 

problems in collecting data from the sample population. It also helps to ensure that the 

respondents well understand what the questionnaire wants to address (Sami, 2005). 
 

Literature shows that items with test results of 0.7 and above with a pilot testing are reliable 

items .Thus, three items that have a result of less than 0.7 were modified and restated in order to 

ensure the reliability of the study and have better understanding by the respondents. To ensure of 

the validity of the instruments, senior colleagues were invited to give their comments. The 

participants of the pilot test were also primarily be informed about the objectives and how to fill, 

evaluate and give feedback on the relevance of the contents, item length, clarity of items, and 

layout of the questionnaire. Based on their reflections, the instruments were improved before they 

were administered to the main participants of the study.  

3.8. Ethical considerations 
 

In this study, efforts were made to make the research process professional and ethical. To this 

end, the researcher has explained the purposes of the study to the participants of the study. 

Moreover, the participants will also be assured of confidentiality of responses provided. 

The informant consent document was prepared in lay language to avoid technical terminology 

and allowed to fill the form in order to get their agreement to participate in the study. The 

participant's consent to participate in the research must be voluntary, free of any coercion or 

promises of  benefits unlikely to result from participation and no group shall be disadvantaged by 

being excluded from consideration.  
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CHAPTER FOUR 

4. PRESENTATION, ANALYSIS AND INTERPRETATION OF DATA 

 
In this section of the study, results of the study were presented, analyzed and their interpretations 

were discussed. Data for the study were collected from three groups of respondents selected both 

from government and private secondary schools. These were sample teachers, school principals 

and cluster supervisors. Two separate sets of questionnaires were prepared and distributed to 

both teachers and principals in collecting data whereas interview was held with supervisors to 

substantiate data collected through questionnaires. In addition, some documents were also 

referred in order to support data collected with firsthand information. 

In this study, four secondary schools (i.e. two from each of the government and private schools) 

were selected and data were gathered. Accordingly, Shone and Weralalo secondary schools were 

selected from government, and Lechgogo and Tatem from private Secondary Schools. A total of 

70 questionnaires were prepared and distributed for 42 and 15 randomly selected government 

and private secondary school teachers, and 7 and 6 school principals from government and 

private Secondary Schools respectively. 

Due to successive follow up, all of the questionnaires were filled and returned. As a result, data 

were collected from 70 (100 %) both government and private school sample teachers, and school 

heads.  In addition, interview was held with 3 supervisors in order to substantiate the data 

obtained through questionnaire. Finally, information also gathered from document analysis and it 

was used to triangulate the data obtained through questionnaire and interview.  

In analyzing the data of the study, different statistical techniques were used. Initially, the data 

collected through questionnaire were coded and inserted in to SPSS version 20 for analysis. To 

identify and compare the leadership styles of government and private secondary schools, 

frequency, mean, average mean points and standard deviation were identified using SPSS 

analysis. The analysis is organized in to two broad sections. The first section reports the 

demographic characteristics of the sample respondents.  The second section is reporting the 

perceptions of sample teachers and principals located both in the government and private 

Secondary Schools of the study area. Thus, frequency and percentages were used for the analysis 

of the background characteristics of respondents. On the other hand, frequency, percentage, 
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mean, average mean and standard deviation, were used for the analysis of perceptions of sample 

teachers and heads on specific items. 

Therefore, in the first section of the analysis, the characteristics of the respondents in relation to 

their sex, age, education level, and work experience were tabulated and analyzed as indicated 

under Table 2. In the second section of the analysis, the views of the sample teachers and 

principals were presented, analyzed and interpretations were made based on mean, average 

mean, standard deviation, and One-way ANOVA test.   

4.1. Characteristics of the Study Population  

This section provides some basic background information about the sample of the study with the 

belief that it may have some kind of relationship with the issue being studied. Therefore, the 

characteristics (sex, age, education level and work experience) of the respondents are presented 

and interpreted in Table 2 below.  

As shown in Table 2, all of the principals and supervisors of government and private schools, 

and the majority of teachers (i.e. 81% and 73.3 % of government and private schools 

respectively) were males. This implies that females have low participation in the teaching 

profession and is almost absent in the leadership position at secondary school level in the study 

locality. This calls for integrated efforts of town administration and zonal education department 

to increase female participation. 

The second item in Table 2 was about the age of respondents. Accordingly, the majority of both 

teacher and principal respondents were found in the age ranges of 28-42  and supervisors were 

found in between 43-52 whereas in private schools both teachers and principal respondents lay in 

the age categories of 28-37 and 43-52. The implication is that relatively elderly teachers and 

principals are working in private rather than in government schools in the study area.  
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 Table 2: Background characteristics of Respondents  

 

Variable 
description 

Categories         Government 
 
 
 

 

          Private  
   

Teacher Principal Supervisors Teacher Principal 

No % No % No % No % No % 

 Sex 

 

 

Male  
Female 

34 
  8 

81.0 
19.0 

7 
- 

100.0 

- 

3 

- 

100 

- 

11 

  4 

73.3 

26.7 

6 

- 

100.0 

- 

Total 42 100 7 100.0 3 100 15 100.0 6 100.0 

Age 

 

 

 

 

23-27 

28-32 

33-37 

38-42 

43-47 

48-52 

  5 

14 

12 

11 

  - 

  - 

11.9 

33.3 

28.6 

26.2 

  - 

  - 

- 

1 

4 

1 

1 

- 

- 

14.3 

57.1 

14.3 

14.3 

- 

- 
 

- 
 

- 
 

- 
 
2 
 

1 

-- 
 

- 
 

- 
 

- 
 
66.7 
 

33.3 

3 
 
 

5 
 

 

4 
- 
 

2 
 

1 

  20.0 

  33.3 

  26.7 
 

    - 
  13.3 
 

   6.7 

- 

2 

2 
- 
- 
 

2 

- 

33.3 

33.3 

- 

- 

33.3 

 Total 42 100 7 100.0 3 100.0 15  100.0 6 100.0 

Education 

level 

Diploma 

BA/BSC 

MA/ MSC 

  2 

29 

11 

  4.8 

69.0 

26.2 

- 

- 

7 

- 

- 

100 

 
- 
- 

3 

 
- 
- 

100 

  4 

  9 

  2 

26.7 

60.0 

13.3 

- 

5 

1 

- 

83.3 

16.7 

 Total 42 100 7 100 3 100 15 100.0 6 100.0 

Work 

experience 

   1-5 

  6-10 

11-15 

16-20 

21-25 

26-30 

31-35 

>35 

  1 

10 

10 

11 

  3 

  2 

  3 

  2 

  2.4 

23.8 

23.8 

26.2 

  7.1 

  4.8 

  7.1 

   4.8 

- 

- 

3 

4 

- 

- 

- 

- 

- 

- 

42.9 

57.1 

- 

- 

- 

- 

- 
 
- 
- 
 
2 
1 
 
- 
- 
- 
 
 

- 
 
- 
- 
 
66.7 
33.3 
 

- 

- 

- 

- 

2 

6 

2 

2 

3 

- 

- 

- 

13.3 

40.0 

13.3 

13.3 

20.0 

- 

- 

- 

4 

- 

- 

- 

- 

- 

2 

- 

66.7 

- 

- 

- 

- 

- 

33.3 

 Total  42  100 7 100   15 100.0 6 100.0 
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With regard to the education background, the data in Table 2 showed that all of the principals 

(100%) in government  schools were second degree holders and the majority (i.e. 83.3%) in 

private schools were first degree holders. As regard to teachers, very few (i.e., 4.8 % of the 

government and 26.5% of the private) teachers were diploma graduates whereas the majority 

were first and second degree holders in both government and private schools. Thus, except few 

almost all of the teachers and principals satisfied the minimum qualification requirement to work 

in secondary schools. According to the MoE (1995) guideline, the minimum requirement to teach 

in the secondary schools in Ethiopia is first degree and second degree for those who are assigned 

to management position. Some teachers were working above in their level qualification. This is 

due to lack of teachers in some professional subjects. However, it has its own negative impact on 

quality of education. 

With regard to the work experience, the data in Table 2 item 4 showed that the majority of 

teachers and principals working in both government and private secondary schools had work 

experience of 6-20 years. Less than half of both teacher and principal respondents had served 

above 20 years. An exaggerated service of above 35 years among private principals was due to 

the fact that two principals were appointed after their pension to lead private schools.  

4.2. Presentation, Analysis and Interpretation of Data Gathered through 

Questionnaires, Interview and Data Analysis 

 

In this section of the study, data gathered from respondents (teachers and principals working in 

government and private secondary schools) through questionnaire were presented, analyzed and 

interpreted. In addition, information gathered from interview held with cluster supervisors and 

document reviewed in the sample secondary schools were included in the analysis.  

Every   leader   in   every organization performs   certain   roles/tasks   for   the   healthy   

functioning of the organization and improvement of organizational performance. A leader   

cannot   work   alone,   he   must   have   people   to   influence,   direct and mobilize towards the 

achievement of the corporate goal. The manner that leader performs these roles   and   directs   

the affairs   of the organization is referred to as his/her leadership style (Ezeuwa, 2005). Multiple 

leadership styles are outlined by literature. In educational institutions, school principals apply a 

number of leadership styles. However, the following five leadership styles are specifically 
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focused by educational theorists including autocratic, democratic, lassies-fair, transformational 

and transactional leadership styles. In this section of the study, the common leadership styles 

both in government and private secondary schools and the major challenges that hinder 

principals’ leadership styles are presented. 

 

Although writers vary in their views, the majority seem to agree on that principals commonly use 

five leadership styles in schools. These are autocratic, democratic, laissez-fair, transformational 

and transactional styles. Thus, in this subsection, an assessment was made to identify the type of 

leadership styles that both government and private secondary school principals are emphasizing 

in their school based on teachers’ and principals self-rating of five point scales ranging from 

almost never to almost always and strongly agree to strongly disagree were used. 

1. The common leadership styles at government and private secondary schools in 

Shone Town Administration 
 

As indicated in the preceding section, in this study five types of leadership ( i.e. autocratic, 

democratic, laissez-fair, transformational and transactional)  have been selected and respondents 

views with regard the level of implementation of each item were requested in order to determine 

the leadership styles common in both government and private secondary schools.  

1.1.  Autocratic Leadership Style Practices in Secondary Schools 

In Table 3, sample teachers and principals working in government and private secondary schools 

in Shone town were asked to what degree principals in their schools are emphasizing an 

autocratic leadership style in their schools. 
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Table 3: Autocratic leadership Style of Principals 

No Item description                                                Responses  
 Government Sec.   Schools Private Sec.  Schools 

 Principals of your school…  Sample 
Teachers  

Sample  
Heads  

Sample   
Teachers  

Sample 
Heads  

M SD M SD M SD M SD 
1 Take decisions without consulting 

employees 
2.37 .94 3.03 .78 3.06 1.39 3.14 .52 

2 Focus attention on irregularities, 
expectations and deviations from 
standard 

2.28 .91 3.04 .78 3.40 1.14 3.36 .54 

3 Give attention to mistakes 2.78 .97 3.03 .88 3.65 1.12 3.01 .43 

4 Distrust teachers and other  
employees 

3.36 .90 2.79 .86 3.74 .95 2.77 .51 

5 Communicate from top to down 3.55 .85 2.53 .53 3.62 .82 3.12 .87 

6 Avoids discussion with employees 
regarding job completion 

3.33 .96 2.55 .51 3.80 .91 3.21 .93 

7 Undermine the ability  of 
employees  

3.38 .92 2.52 .53 3.45 .89 3.99 .34 

8 Focus on command and expects 
compliance  

3.36 .96 2.84 .84 3.30 1.02 3.54 .54 

                     Average Mean Values  3.05 2.79  3.50 3.27 

                Standard Deviation .92 .71 .91 .56 

Key: M stands for mean, SD stands for standard deviation 

As indicated in Table 3, with average mean values less than 3.50 for teachers and principals both 

in the government and private secondary schools, autocratic styles of leadership were minimally 

focused both in government and private secondary schools in Shone town administration.  

But this does not mean that principals never practice an autocratic style in their schools. For 

instance, with mean value of 3.55, in Table 3 item 5, principals of the government schools were 

highly autocrat in the communication. That is, they usually communicate from top to down, i.e. 

one way communication (top to down) was emphasized in government schools.  

Similarly, the data in the same table showed that, relatively private school principals were more 

autocratic than government.  With average mean values of 3.62 to 3.80, teachers of private 
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secondary schools showed that the principals in their schools were largely exercising the 

following autocratic leadership characteristics. According to the teachers, principals of their 

schools were more error seekers, doubtful for their teachers, little discuss with teachers on 

academic matters and top –down in their managerial communication. 

A very good quality of both government and private school principals according to all categories 

of respondents was that principals of both types of schools were less autocratic or more 

participatory in their decision making. With mean values of 2.37, 3.03, 3.06 and 3.14, the four 

categories of respondents indicated that their principals were consultative in their leadership. 

This, however, contrary to the views of teachers that they suggested for open –ended question. 

Under the open ended items, the majority of teacher respondents both in government and private 

schools responded that their school chiefs were less participative of teachers in the issue that 

concern them.  

In addition, interview was held with cluster supervisors to understand to extent principals 

encourage participation of teachers in the processes of decision making in the schools that they 

support.  Two of the supervisors replied that relatively principals working in government schools 

consult teachers in the process of decision making. They further reported that school heads 

working in private schools minimally encourage teachers’ participation. This might be because 

most of the teachers in private schools come from nearby government schools as part time 

worker; they do not want to be participant in the decisions making process.  
 

 

A one-way ANOVA test was conducted to examine if there is variation of views of the four groups 

of respondents. The result of the test showed that all items lay in score ranges of 0.00-0.02, which 

was much below significance value (0.05), and showed that there is significance difference among 

the four groups of respondents.  
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1.2. The Democratic Leadership Style Practices in Secondary Schools 
 
Table 4: The Democratic Leadership Style of principals 

No Item description                                                Responses  

Government Sec. Schools      Private Sec.   

Schools 

 Principals in your school…  Sample 

Teachers  

Principals  Sample   

Teachers  

Principals  

M SD M SD M SD M SD 

1 Treat every colleagues as an individual 2.08 .89 3.70 .95 3.22 .84 4.25 .72 

2 Communicate convincing values and goals 2.40 .81 3.48 .79 4.44 .53 4.35 .88 

3 Actively listen to diverse points of view       2.36 .96 3.36 1.08 3.44 .53 3.85 .67 

4 Gives others chance in making decisions 

about issues that affect them  

2.21 .93 3.70 .81 3.44 .53 4.10 .72 

5 Develop co-operative relationships with the 

people they work with 

2.27 .93 3.76 .61 4.11 .82 4.05 .76 

6 Seek different perspectives when solving 

problems 

2.25 .94 3.42 .75 4.89 .78 4.05 .89 

7  Support the decisions that people make on 

their own                                       

2.44 .87 3.06 .89 3.35 .40 3.75 .79 

8  Treat  others with dignity and respect 2.38 .90 3.70 .95 4.01 .45 3.85 .75 

9 Take time for each individual 2.28 .92 3.48 .79 3.11 .33 3.95 .83 

                          Average Mean Values 2.30 3.52 2.29 3.69 

                Standard Deviation .91 .81 .34 .72 
 

Key: M stands for mean, SD stands for standard deviation 

Democratic organizations typically have the following six  characteristics:    policies   are  

determined  by   a  group   of  organizations,  technical   and   job performance   measures   are   

discussed   so   they   are   understood   by   all,   leaders   provide   advice   to members in 

regards to implementing tasks, members are free to choose with whom they work, the group   

determines   the   distribution   of   tasks,   and   leaders   try  to   be   objective   in   giving   

praise   and criticism(Goldman, 2002). 
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In Table 4, teachers and principals were requested to tell the extent to which principals’ of 

government and private secondary schools were practicing democratic styles of leadership. As 

the data in the Table 4 showed, concerning government schools, teachers and principals, severely 

dispute in their perceptions with regard to this style of leadership. The contrast of responses 

between teachers and principals might be due to principals’ intention of seeking positive image 

from researchers.  

Accordingly, with mean values ranging from 2.04 to 2.44, teachers of government schools 

perceived that principals of secondary schools were weak in their practice of democratic 

leadership. In contrast, principals of both types of schools and teachers of private schools rated 

most of the items under the range of high and very high scale. That is, according to the data, 

principals of government and private secondary schools perceived that they were focusing on 

democratic approach in their leadership style. Teachers from private schools approved what has 

been reported by their principals by rating under high and very high scales all of the activities 

listed out in the table.  

Concerning the individual items, one can see certain variation between the different items. 

Accordingly, principals of government schools reported that they were good at developing 

cooperation among teachers, treating others with dignity, treating every colleague as individual 

and making every one part of decision making with mean values of  3.76, 3.70, 3.70 and  3.70 

respectively whereas principals of private schools with mean values of 3.84, 3.82, 3.78, 3.76 and 

3.74, perceived that they effective at involving others in decision making, listening others, 

seeking different perspectives in decision making, developing co-operative relationship and 

communicating convincing values.  

 

An interview was also held with cluster supervisors in order to substantiate the views of both 

teachers and principals.  The majorities of supervisors indicated that principals of secondary 

schools in government schools were less democratic in relation to item 5, 6, 8 and 9. This implies 

that principals of government schools did not develop co-operative relationship, did not seek 

advice from others, did not treat everybody with dignity and did not give adequate time for each 

individual according to the views of cluster supervisors working the study locality. But they 

replied private schools are more democratic than the government schools.  
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A one –way ANOVA test was conduct to examine if there is significant difference among the 

four categories of respondents (i.e. government teachers and principals and private teachers and 

principals). Since the calculated significance values for all items lied between 0.05 to 0.12 and 

higher than the significance level (0.05), the null hypothesis is not rejected. This suggests that 

there is no significant difference among the four groups of respondents.  

1.3.  The Laissez-fair Leadership Styles of Principals 

Table 5: Laissez-fair Leadership Styles of principals of secondary school 

No Item description                                                Responses  
 Government Sec. Schools Private Sec.  Schools 

 Principals in your school…  Sample 
Teachers  

Principals Sample   
Teachers  

Principals  

M SD M SD M SD M SD 
1 Provide little support and guidance 

to employees 
3.75 .58 2.12 .93 2.75 .74 2.27 .86 

2 Never take action even  when 
employees do mistakes 

4.25 .86 2.38 .92 2.64 .93 2.37 .92 

3 Employees have complete freedom 
to complete the work  in whatever 
way they like 

3.87 .62 2.54 .81 2.62 .91 2.28 .88 

4 Allow people to make their own 
decisions 

3.63 1.0
3 

2.56 .98 2.69 .93 2.46 .92 

5 Intervene in solving problems after  
problems become serious 

4.00 .99 2.46 .89 2.67 .97 2.32 .88 

6 Avoid getting involvement when 
important issues arise 

4.06 .87 2.27 .96 2.86 .86 2.38 .92 

                 Average Mean Values 3.93 2.39 2.71 2.35 
     Standard Deviation 0.83 0.85 0.89 0.99 

  

Key:  M stands for mean, SD stands for standard deviation 

In the laissez-fair leadership styles, leaders are rarely intervene and subordinates are free to do 

whatever they like. To assess whether leaders of private and government secondary schools were 

laissez-fair in their leadership, teachers and principals of both government and private secondary 

schools were asked to express their perceptions.  Accordingly, the data in Table 5 showed that 

the two categories of respondents, i.e., teacher and principal respondents strictly contradicting in 

their views in government schools. With average mean values of 3.93, teachers rated the 
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principals under highly score, whereas principals by rating 2.39, they perceived themselves non 

laissez-fair.  

Thus, in teachers’ perception, government school principals are more of laissez-fair in their 

styles of leadership. That is,  in the judgment of teachers of government schools, principals of 

their schools provide little support and guidance, they never take action even when employees do 

mistakes, allow people to make their own decisions, intervene in solving problems after 

problems become serious and avoid getting involvement when important issues arise.  

On the other hand, the responses of the three categories of respondents, i.e., private teachers, 

private principals and government principals seemed quite contrary to government teachers. By 

rating with average mean values of 2.71, 2.35 and 2.39 respectively, they showed that principals 

of both government and private schools were a little bit laissez-fair in their leadership. This 

might happen because, in the first place, private institutions are set up for profit purposes and 

therefore they give more emphasis to profit. As a result, it is expected that principals of these 

schools be more autocratic to press teachers to work more time and to be more effective. 

Secondly, principals of government schools have rated low seemed simply to gain positive 

perceptions from researchers. 

  

In addition to that, teachers and principals of secondary schools were also requested with open-

ended question about the common type of leadership principals were exercising in the secondary 

schools. The majority of teachers replied that their principals were non-participative and an 

autocratic in their approach whereas the majority of principals reported that they were more of 

participative and democratic. Still contradiction is observed although the questionnaire result is 

favoring teachers than principals.  

Interview was also held with supervisors to identify the leadership style mostly focused by 

principals. The majority of cluster supervisor reported that the principals in the secondary 

schools are more of an autocratic in their approach and they added that private school leaders are 

more autocrat than government in their views.  
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A one way ANOVA test was conducted to compare if there is significant variation among the 

three categories of respondents. The test result showed that all of the computed sig values lied 

between 0.00-0.046, which are a little bit less than the significant value (0.05) and this showed 

that there was significant different among the views of the three categories of respondents. 

1.4.  Transformational Leadership Style in the secondary schools 

The idea of transformational leadership was first introduced by Burns in 1978. This style of 

leadership has a basic characteristics of followers feel trust, admiration, loyalty and respect 

toward the leader, and also subordinates are motivated to do more than originally expected 

(Yukl, 2010).  

According to Yukl (2010), transformational leader motivate his/her subordinates by making them 

more aware of the importance of task outcomes,  inducing them to transcend their own self-

interest for the sake of the organization or team, talk optimistically about the future goals, leader 

go beyond self-interest for the good of the group in his/her organization, promote an intelligent, 

rational and carful thoughts through critical questioning, suggest new ways of looking at how 

teachers do their jobs, offers attractive vision for the future, etc.  

Under Table 6, government and private teachers and principals were asked to express their 

perceptions on their leaders’ transformational leadership behavior. Their responses were indicted 

in the Table 6 below. As you can see in the table, both government and private school teachers as 

usual contradict their counterpart. Accordingly, teachers of both categories of schools rated in 

the range of average scale except item 6. Item 6 was rated in range of high scale by teachers of 

government schools. This might be because posting the vision of organization in front of the 

main get is becoming a fashion in Ethiopia schools. 
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Table 6: Transformational Leadership Style of principals 

No Item description                                  Responses 

 Government Sec. Schools Private Sec.  Schools 

 Principals in your school…  Sample 

Teachers  

Principals Sample   

Teachers  

Principals 

M SD M SD M SD M SD 

1 Talk optimistically about the future 

trends that will influence how work 

gets done 

2.56 .59 4.31 .81 3.11 .33 3.58 .71 

2 Go beyond self-interest for the good 

of the group in the school 

2.96 .95 3.31 .89 3.14 .34 3.25 .64 

3 Promote an intelligent, rational and 

carful thoughts through critical 

questioning 

3.25 .68 4.30 .85 3.11 .33 3.64 .88 

4 Searches outside the formal 

boundaries of the organization for 

innovative ways to improve what 

teachers  do 

2.85 .78 3.85 .87 2.88 .60 3.65 .59 

5  Suggest new ways of looking at how 

teachers do their jobs 

3.05 1.09 3.90 .85 2.66 .88 3.63 .94 

6 Offers attractive vision for the future 3.79 1.02 4.13 .89 2.78 .83 3.75 .64 

7 Challenges people to try new and 

innovative approaches to the work 

3.45 .51 4.39 .81 2.89 .79 3.65 .49 

8 Set   personal example of what they 

expect from others 

3.34 .84 4.31 .81 2.78 .83 3.75 1.01 

                                Average Mean 3.16 4.60 2.92 3.61 

                     Standard Deviation 0.81 0.80 0.62 0.74 
 

Key: M stands for mean, SD stands for standard deviation 
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In contrast, principals of both government and private schools, with average mean values of 4.60 

and 3.61, rated all items under high and very high scales. These show that people working as 

leaders are looking positive image from others.   

From the ratings of teacher and principals in Table 6, one can generalize the following. In the 

perception of secondary school teachers, both government and private school heads in Shone 

town administration are less transformative in their leadership behavior whereas in the self-rating 

perception of principals they are more transformative. So to substantiate the data obtained with 

questionnaire, an interview was undertaken with cluster supervisors supporting teachers and 

principals in the secondary schools.  

The interview responses of cluster supervisors showed that principals of secondary schools were 

less transformative in their leadership approaches. For example, the supervisors indicated the 

following as the day to day activities of principals: talk pessimistically with teachers, giving 

more priority to self and not good model as personal example. They also indicated that the 

principals of both schools did not adequately use motivational strategies that enhance teachers’ 

morale fully engage teachers in the work activities. This clearly shows that principals are less 

transformative in both government and private schools.  

1.5.  The Transactional Leadership Style  

The transactional leadership style is sometimes referred to as bartering where services are 

exchanged for rewards (Liontos, 1992).  As a transactional leader, the school principals are the 

leaders, and the teachers working in schools are the followers. Literature shows that the 

transactional leadership to be effective, both parties must be in agreement with the work that is to 

be performed (Leithwood, 1992).  

In Table 7, seven items that represent the transactional style leaders’ roles were presented to 

teachers and principals of the study schools so as rate their perceptions towards the transactional 

roles of principals in their schools. As shown in Table 7, the self-ratings of principals were 

appeared somewhat exaggerated with the reason stated earlier, i.e. simply to obtain positive 

image. With average mean values of 4.30 and 3.97 principals’ perceived that they were usually 

practicing transactional behaviors.  



 

49 
 

 

Table 7: The Transactional Leadership Style Practices of Principals 

No Item description                                  Responses 

 Government Sec. 

Schools 

Private Sec.  Schools 

 Principals in your school…  Sample 

Teachers  

Principals Sample   

Teachers  

Principals 

M SD M SD M SD M SD 

1 Provide criteria for what is expected 

of teachers and other employees 

4.10 .88 4.31 .83 3.36 .63 3.95 .94 

2 Reward contributions made by 

members of the school 

3.30 .57 4.31 .89 3.22 .44 3.55 .60 

3 Define roles and responsibilities for 

each group members 

4.43 .99 4.30 .85 3.11 .33 4.30 .80 

4 Celebrates accomplishments  in 

different  work units           

3.10 .93 3.85 .87 3.10 .34 3.85 .88 

5 Set standards of performance for 

employees 

3.52 .89 4.60 .85 3.03 .32 3.90 .85 

6 Praise people in exchange for good 

works                        

3.20 .82 4.33 .83 3.00 .33 4.05 .95 

7 Give the members of the department 

lots of appreciation and support for 

their contribution                                       

3.23 .91 4.38 .85 3.12 .34 4.20 .83 

                      Average Mean 3.55 4.30 3.00 3.97 

          Standard Deviation .88 .73 .37 .84 
 

Key: M stands for mean, SD stands for standard deviation 

The responses of sample teachers seemed a bit different from principals. Regarding the 

government secondary schools the data in Table 7 showed that out the seven transactional 

leaders’ roles, in the views of teachers, their principals were good at three. That is, as perceived 

by teachers, principals in the government schools are high in their performance of providing 
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criteria for what is expected of teachers (M=4.10), define roles for each group (M=4.43) and set 

standard of performance (M=3.52). However, teachers of the private secondary schools rated 

principals in all activities that showed transaction roles in the range of average scale. Thus, there 

is clear difference between the two categories.  

This might be because of the difference in performance evaluation in the two types of schools. 

Since most of the teachers working in the private schools were part time workers, who are 

permanent employees of government schools. Thus, they can be evaluated for semester 

performance with certain criteria set by the school heads or the ministry but this practice is 

unavailable in most of the private secondary schools.  

This has also been approved by the cluster supervisors too. One of the cluster supervisors 

suggested in relation to this that “no private school was found that fill in the semester 

performance evaluation of teachers since the majority employ their teachers at part time base 

from government schools”.   

Therefore, the data analysis, in general show that due to its very nature (not because of principals 

effort), the government secondary schools are following more transaction style of leadership than 

private secondary school principals.  

 A one way ANOVA test was carried out to compare if there is significant variation among the 

four categories of respondents. The test result showed that all of the computed sig values lied 

between 0.01-0.048, which are less than the significant value (0.05) and this showed that there 

was significant differences.  

 

2. The Major Challenges that Influence  the Leadership Practice of Principals 
 

Management literature shows that there are numerous factors that hinder the practices of school 

leaders particularly in educational institutions. Some the common challenges include lack of 

teachers participation in decision making processes, lack of training of principals, lack of 

cooperation, etc. In Table 8, government and private secondary schools teachers and principals 

were asked to express their views in relation to the different challenges that secondary schools 

principals faced in the study locality.  
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Table 8: Major Challenges that Influence the Leadership Practices of Principals 

No Item description                                  Responses 
 Government Sec. Schools Private Sec.  Schools 

    Sample 
Teachers  

Principals Sample   
Teachers  

Principals 

M SD M SD M SD M SD 
1 The room for participation of 

teachers in decision making over 
different matters in the school  is 
limited 

3.13 .61 2.52 .63 4.15 .86 3.20 .29 

2 The school management does not 
respond to matters arising in schools 
in time 

3.10 .63 2.28 .58 2.29 .58 3.07 .27 

3 Leaders of your school do not have 
positive or co-operative relationship 
with employees 

4.81 .96 2.40 .76 4.01 .98 3.18 .34 

4 The school principal does not 
recognize teachers efforts 

3.44 .89 3.28 .99 3.10 .31 3.11 .33 

5 Workers are not equally treated in the 
school 

4.72 1.02 2.10 .51 3.77 .83 3.01 .27 

6 The school leaders do not provide 
adequate support and guidance to 
workers 

4.16 .82 2.31 .67 2.22 .51 3.21 .28 

7 Leaders do not take immediate action 
when workers do mistakes or act 
unlawfully 

2.51 .68 2.15 .66 2.25 .54 3.11 .33 

9 Leaders of the school give priority to 
self -interest than group interest  

3.87 1.01 2.08 .55 3.25 .91 3.03 .96 

10 Heads of the school do not encourage 
innovation and creativity by 
providing challenging tasks to 
employees 

3.86 .98 3.07 .87 3.30 .87 3.39 .99 

11 The Principals do not  reward and 
appreciate good performance of 
workers  

3.80 .83 3.28 .79 3.44 .84 3.12 .95 

Key: M stands for mean, SD stands for standard deviation 

As indicated in the Table 8 above, according to teachers of the government secondary schools, 

the following are major challenges that hinder the effectiveness of principals in their leadership 

practice in the government schools. Accordingly, principals of the government secondary 

schools lack of creating co-operative relationship (M=4.81), treat teachers unequally (M=4.72) , 

unable to provide adequate guidance and support(M= 3.87), favoring self rather than 

teachers(M= 3.87), did not encourage innovation and creativity(M= 3,86) and lack of rewarding 
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teachers(M= 3,80). For private teachers, two items had very critical influence on the principals’ 

leadership.  They were absence coo-operative relationship from principals (M=4.15) and lack of 

teacher’s participation in the decision making processes of the school (M= 4.03).   

Table 8 further showed that principals of both government and private secondary schools did not 

consider the items explained under the table challenges for their leadership practice. However, 

the majority of principals listed out the following four factors as major challenges in their 

responses for open ended question that was forwarded to identify the challenges: low co-

operation from Shone Town Administration Education Office, low interest of teachers, shortage 

and delay of education budget and lack of training for teachers.  

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 

53 
 

CHAPTER FIVE 
 

5. SUMMARY, CONCLUSION AND RECOMMENDATIONS OF THE FINDINGS 
 

In this chapter, summary of major findings, conclusions drawn from the findings and 

recommendations that were believed to improving some of the problems identified in this study 

are presented.    

The purpose of this study was to compare the leadership styles of government and private 

secondary schools in Shone. To this end, an attempt has been made to assess the various 

leadership styles practiced in both government and private Secondary Schools, and challenges 

commonly observed. In the process of the study, the following four research questions were 

attempted to be answered.  

1. What is/are the most common leadership style (s) practiced by Private secondary school 

leaders of Shone Town Administration as compared to government secondary school 

leaders of the Shone town administration? 

2. What challenges do principals encounter in the process of practicing their leadership 

styles? 

3. What measures can be taken to address some of the problems that hinder the effective 

practicing of principals’ leadership? 
 

Literature shows that school principals implement different kinds of leadership style at different 

situations in their schools. However, some researchers remarked that there is one dominant style 

that the principals focus on in their activity. 

Actually, there is no best leadership style that the school principals should depend on as literature 

show. However, to be democratic in the leadership style contributes more positive result as some 

researchers put forward.   

The study employed descriptive survey method and it was conducted in two government 

Secondary Schools and two private schools in Shone town administration. The sample schools 

were selected on the basis of purpose sampling there are only two government and two private 

schools in the town. The subjects of the study were 70 consisted of  42 government school  
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teachers,  15 private schools teachers, 7 and 6 government and private schools principals 

respectively.  

The research subjects sampling were carried out through random and available sampling 

techniques. Accordingly, teachers were selected using random sampling, while principals and 

supervisors were selected using available sampling methods.  

In this study information was gathered through three data gathering tools. These were 

questionnaire, interview and document analysis. Two set of questionnaire were prepared and 

distributed to sample teachers and principals, interview was held with three cluster supervisors 

and documents that show the heads activity was analyzed. The data obtained were analyzed 

using percentage, mean, average mean and standard deviation. Based on the data analysis, the 

following major findings were obtained as summarized below 

5.1. Summaries of the Major Findings 

 As the data show, the majority of teachers and all people working in the leadership positions 

of government secondary schools were male. It has also been found that no females were 

found both as teacher and head in the sample private schools. This implies that female 

participation both as teacher and head was very low in the study locality.  

 With regard to the leadership style, teacher and principal respondents held contradictory 

views. Accordingly, the views of the two groups are presented as follows.  

    The common leadership style(s) in the Government Secondary Schools 

According to the majority of teacher respondents, the government secondary school principals in 

town mainly focus on laissez-fair and transactional leadership style. However, the views of 

principals in their self- rating was little supportive of teachers views. Since the two categories 

vary in response, supervisors were interviewed to identify the common types of leadership. 

Supervisors were supportive the teachers rather than the principals. The majority of cluster 

supervisor replied that in the government schools they are supporting teachers commonly 

practice lassies-fair and transactional type of leadership styles.  
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Leadership styles mainly practiced by Private Secondary Schools 

Unlike the above, teacher and principal respondents did hold the same views toward the common 

types of leadership in the private secondary schools. Accordingly, they both repeatedly explain 

that there was more democratic approach than the other types of leadership in the private 

secondary schools of Shone town administration.  

Major Challenges that influence the Leadership Practice of Secondary Schools 

The result in general showed that the challenges of private and government schools were not the 

same according to respondents. Thus, for private teachers, the major challenges of the leadership 

practiced by principals:  absence coo-operative relationship from principals and lack of teacher’s 

participation in the decision making processes of the school.  On the other hand, teacher 

respondents of government schools replied that lack of creating co-operative relationship by 

principals, unequal treatment of teachers, inadequate guidance and support, favoring self rather 

than teachers, unable to encourage innovation and creativity and lack of providing reward for 

teachers. Principals also suggested low co-operation from shone town administration Education 

Office, low interest of teachers, shortage and delay of education budget and lack of training for 

teachers as major challenges that hinder their effectiveness in practicing of their leadership. 

 

5.2. Conclusions 

o From study it has been found that females had very low participation both in the teaching and 

leadership position in the Secondary schools of Shone town administration. This finding 

against the government intention. These days, female participation in education and other 

sectors are among the first priority of the country. Thus, Shone town administration has to 

give attention to increase female participation at least to respect democratic right of females.  

 

o As explained in the previous sections of the study, principals of schools use different 

approaches of leadership in different situations. Management literature shows that the style 

of leadership emphasized by principal mainly determined by the specific realties of the 

school and some other related factors. In this study, it has been found that principals of 

government secondary schools were commonly applying lassies-fair and transactional styles 
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of leadership whereas the private secondary school principals were mainly focusing on 

democratic style of leadership in the study locality. 

 
o According theorists a lot of variables are influencing the leadership practices of secondary 

schools. In this study, teachers and principals were asked to explain the different variables 

that influence the leadership practices in both government and private schools. From the data 

analysis and interpretation it has been found :  

 
1. According to private teachers, the major challenges of the leadership practiced by 

principals are absence coo-operative relationship from principals and lack of teacher’s 

participation in the decision making processes of the school.  On the other hand, 

according to teacher respondents of government schools , lack of creating co-operative 

relationship by principals, unequal treatment of teachers, inadequate guidance and 

support, favoring self rather than teachers, unable to encourage innovation and creativity 

and lack of providing reward for teachers.  
 

2. The study also found that low co-operation from Shone town administration Education 

Office, low interest of teachers, shortage and delay of education budget and lack of 

training for teachers as major challenges that hinder principals’ effectiveness in 

practicing leadership roles.  
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5.3. Recommendations 

Based on the findings and conclusion made, the following recommendations are given: 

 As indicated in finding, principals in the government secondary schools are mainly 

implementing lassies-fair and transactional types of leadership styles. Actually different 

situation might compel them to practice these types of leadership. However, several 

studies show that these two types of leadership styles are among the least required and 

advised to be used sometimes situation calls for their importance. As everybody knows 

lassies-fair style leaders do not exercise any leadership and they have not any 

interference on school mater. On the other hand, transactional leaders focus on exchange 

principle. In this approach, leaders motivate teachers to exchange certain requirements. 

Both of these styles cannot create an adequate interest on teachers to engage in to 

productive work. Thus, Shone town administration Education officials and supervisors 

have to intervene and encourage principals to change their old leadership styles focus 

with modern ones including democratic and transformational.  
 

 In private schools too, although democratic styles are emphasizing, autocratic and lassies-

fair leadership styles are practiced at large extent. With this types of leadership, schools 

cannot produced the required type of students, because the commitment of teachers 

decrease from time to time and competent teachers may not stay long in the school. 

Thus, the school owners by taking this in to consideration need to provide training and 

change the focus of leadership styles their principals are using.  

 
 The study also showed that both type of schools have facing different types of challenges 

that hinder their effective practice of leadership. Thus, they themselves and concerned 

bodies have to do the following:  

 

1. The Shone town administration education office has to revisit its relation with the 

schools and increase its support to the schools. 

2. The Shone town administration education office and ZED, both have to arrange 

trainings on the roles and approaches of leadership. So that principals can understand 
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the different types of leadership and prefer the modern styles in their day to day 

implementation of leadership roles in schools.  
 

3. In the assignment of principals, professional experience and services have to 

carefully observe and those to go to principalship position scrutinized.  
 

 

4. The Shone town administration education office is also required to release the budget 

on time so as to school principals can properly utilize the budget for needed 

activities. 
 

5. The principals themselves have to try to establish good relationship by motivating 

and creating opportunities to involve teachers in decision making activities that 

concerned them.   

 

 

 

 

 

 

 

 

 

 

 



 

59 
 

 
REFERENCE 

 
Aikman , S and Unterhalter E,2005. Beyond access: Transforming policy and practice for gender 

equality in education London :Oxford. 

Akomolafe, C.O. 2005. A comparative study of Resoruces situation and Teachers job 

performance in public/private secondary school in EkitiState.Journal of Education 

administration and planning 5(2) 46-51 ISSN 0-795-2201.Accessed on November 1/2013. 

Bolden, R, Gosling, J., Marturano, A and Dennison, P.June 2003 , A review of leadership theory 

and competency frameworks Edited version of a report for chase consulting and the 

management standards center, for leadership studies University of Exeter, United 

kingdom  

Bass. B.M. 1976, A system survey research feedback for management and organizational 

development, journal of applied behavioral science, 12:215-229 

Card, D. & Krueger, A.B. (1992). Does school quality matter? Returns to education and the 

characteristics of public schools in the United States. Journal of Political Economy, 100, 

1-40. 

Chandan, S., 2004.Management Theory and practice. New Delhi, Vicas publishing house PVT 

Ltd 

Cherry K., (2013) Leadership Theories. Psychology. About .com/od/leadership /p/lead 

theories.Htm.  Accessed on January 18 /2018  

Covery S.( 2007)The transformation Leadership Report.(www.transfromational 

leadership.net.)accessed on November 11,2013  

Daniel Mamo, 2007 Comparative study of leadership styles of deans of government and private 

teacher training college (unpublished M.A.thesis). Addis Ababa University  

Dubrin, J.A. 2007. Leadership: Research Findings, practice and Skills. 5th edition, New York; 

Houton. Mifflin Company.  

EmebetAbera, 2011.Comparative study of leadership styles practiced in Chiron Public and 

private technical and vocational education and training colleges. Unpublished M.A. 

thesis,HaramayaUniversity, Ethiopia  

Ferguson, R. F. (1991). Paying for public education: New evidence on how and why money 

matters. Harvard Journal on Legislation, 28 (2), 465–498.  



 

60 
 

Fiedler, F, E, 1967.A theory among educational stakeholders through participatory school 

administration, leadership and Management. Management in Education, Vol.21, No, 

1,15-22 (2007) DOI: 101177/089202060707340 

Gerh, H, and C.W. Mills, 1952 character and social structure: New York. Harcourt Brace.  

Gobir, B.G.2005. Public –private school, Debate Lessons to learned. Nigerian Journal of 

Education Administration and planning 5(2) 118-124 July. Journal of Education and 

practice www.iiste.org ISSN 2222-1735 (paper) ISSN 2222-288X (online )Vol 3,No 

13,2012. Accessed on February 1/2018  

Halpian, A.W. 1966 and B, J.Winer, 1957.A factorial study of leader behavior descriptions. 

InR.M.stogdill and AE.Coons (Eds.) Leader behaviorist description and measurement 

pp39-51). Columbus: Bureau of Business Research, Ohio state university. 

Huges, R.L., R.C, Ginnett and G.J.curphy, 1999, Leadership Enhancing the lessons of 

Experience. McGraw-Hill, New York.  

Hughers, R.L., R.C.Ginnet and G.J. curphy, 2002.Leadership enhancing the lesson of 

Experience.McGraw –Hill, Boston … 3  

Hoy, W.K. and Miskel, C. G. 2001 Educational Administration: theory, Research and practice. 

6thedition .New York McGraw-Hill. 

ames, D., 2009 Effects of leadership styles and student academic achievement, submitted in 

partial fulfillment of the requirements for the degree of Master of Arts in education at 

Northern Michigan University. 

Jermy C. Bradley, Demand Media, (2009). Different between autocratic& Democratic 

leadership.Classroom.Synonoym.com/…autocratic-democratic-leadership 

6467.html.Acessedon October 10/2013.Accessed on February 5/2018. 

Lipman and Blumen.J., (1964). The connecting edge: Leading in an independent world. San 

Francisco, CA:Jossey –Bass.  

Lewin, k and Caillords, F. (2001) Financing secondary education in development. Strategic for 

sustainable growth: paris. International institute for education planning UNESCO. 

Lunenburg , F.C. and Ornstein, A.C.,( 2000). Educational administration: concepts and practices. 

Stamford: wadsworth. 

Maicibi, N.A., (2003). Pertinent issues in Employees manamgment .M.P.K. Graphics (H) Ltd. 

Kampala. 



 

61 
 

Maynk J., (2013).ehow Education K-12 Basics Leadership Style in Secondary schools 

http://www.ehow.com/info 8038586 leadership-styles-secondary                           

schools. Htm1#xzz 21tcwvrxq.accessed on October 11/26/2013 

Michaelidou, A, and Pashiardis, P., 2009. Professional Development of school leaders in 

Cyprus:is it Working? Professional Development in Education, 35 (3) , 399 – 416.  

MoE, 2005 successful schools in Ethiopia, Addis Ababa: Andnet Printers.  

MoE, 2008 Review of the Ethiopian Education Training Policy and its implementation. Addis 

Ababa: Andnet printers.  

Naluwemba F., 2007. The role of the perceptions of female administrators regarding the gender 

regimes in urban co-educational secondary schools in Uganda. A dissertation submitted 

to the faculty of Education University of Brigham Young, for award of Doctor of 

philosophy.  

Nias.J., 1994 Teachers appear to respond positively to a leader who knows what he wants and 

gest the job done, J.Educ. pp. 42-54.  

Nkata, J.L., 2005. Emerging issuers in Education management in developing countries in the 21 

st century, Masah Publishers Ltd. Kampala 

Northouse, G., 2007. Leadership theory and practice. (3rded.) thousand Oaks, CA: Sage 

publications.  

Nsubuga, Y.K.K. 2003, Development and examination of secondary in Uganda: Experience and 

challenges Kampala ;Uganda 

O! Driscoll, m.p., and Beehr T.A.1994 S, role stressers and uncertainty as predicators of personal 

outcome for subordinates. Journal Of organizational behavior, 15,141-155  

Oyetunyi , C.O., 2006. The relationship between leadership style and school climate.Botswana 

secondary schools.University of South Africa perspective analysis of the case of Hog 

Kong.International review of education, pieters, H.H.2008.policies and practice in 

developing and improving school leadership; A paper presented at the 5th ACP 

conference, Kampala Uganda.  

Robbins, S.P., and Coultar, M., 2005.Management (8th edition), Pearson Education, Inc. 

Saal, F.E.andP.A.Kinght, 1988 industrial or organizational psychology: Science and practice 

Belmont,CA:Wadsworth.    



 

62 
 

Sashkin, M. and Sashkin, M., 2003, Leadership that Matters. San Francisco: 

Berrettkoehlerpublishers Inc.  

Stogdil, R.M. And C.L.Shartle, 1955. Methods in the study of administrative leadership 

Columbus:Ohio University.  

Sushanta, K.R. 2012.Practice and problems of principal ’leadership style and Teachers’ Job 

performance in secondary schools of Ethiopia of Educational planning 

&Management,Bahri Dar University, Ethiopia. An international multidisciplinary peer 

reviewed Journal;ISSN 2278-120X. www.edu.publcation.com volume I ISSUE 

IV.Accessed on march 5/2018. 

Sharon D., 2003. Handbook of Leadership Theory for Church leaders, Doctoral student @ regent 

University. 

Taddesse Waleelign and Meaza Fantahun, 2007.Assessment on problems of the new pre-service 

teachers training program in JimmaUniversity.Ethiopia, J.Edu. And SC.Vol.2 March 

2007.  

Tannenbaum, R. and Schmidt, W.H.1973. How to choose a leadership pattern. Harvard Business 

Review , May/June 162-181.  

Tony B, and Gorge K, 2006, “New principals in Africa: preparation, induction and practice” 

Journal of Educational Administration. Vol. 44 ISS: 4, 359-375 

Yukl G.A. 2002 leadership in organization 4th Ed. Englewood Cliffs, NJ: prentice Hall.  

 
 
 
 

 

 

 

 

 

                                                                    



 

63 
 

 

 Appendix -I 

Addis Ababa University 

College of Education and Behavioral Science 

Department of Educational Planning and Management 

             Questionnaire to be filled by Principals  

Dear respondent! 

The purpose of this study is to examine the leadership styles being practiced by instructional 

leaders in the secondary schools of Shone Town. Your assistance with this study will be greatly 

appreciated. By completing the survey, you will help provide valuable information about how 

teachers perceive the leadership styles in the secondary schools of the Town. Since the result of 

the study is basically used to fulfill the academic requirements, you are kindly requested to 

provide genuine and honest responses. Thank you in advance for your participation and 

cooperation by filling the questionnaire.  

Part I: Background Information 

Instruction: Answer the following questions either by putting an mark for those 

questions with an alternative answers or writing precise answers to open ended 

questions.  

1.1. Name of the town your school belongs to: ………………………………. 

1.2. Name of the school…………………………………………… 

1.3. Type of your school   a. Government                   b. Private  

1.4. Sex:       Male             Female          

1.5. Age :  a. 18-22          b. 23-27         c. 28-32           d. 33-37         e. 38-42        f. 43-47 

          g. 48-52           h. 53-60 

1.6. Education Level :   a. Certificate          b. Diploma          b. B. A./ B. Sc./ BED   

                              c. M.A./M.Sc              d. other  …………………………….... 

1.7. Total years of service:  a. 1-5          b   6-10           c. 11-15          d. 16-20        e. 21-25                   

                                           f. 26-30            g. 31-35            h. above 35  

X 
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Part II. Principals Perception of their Leadership Styles 

1. Instruction: Read each item carefully and indicate to what degree these statements 

describe the conditions at your school by principals, by putting a “√” mark in the table 

indicated.  

 As the principal/ vice principal of your school, you… 
 

A
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s  
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I Autocratic Leadership Styles   

     

1 Take decisions without consulting employees 

     

2 Focus attention on mistakes, irregularities, expectations and 
deviations from standard 

     

3 Give attention to mistakes      
4 Distrust teachers and other  employees      
 5 Communicate from top to down      
6 Avoids discussion with employees regarding job completion      
 

7 
 

Undermine the ability  of employees       

8 Focus on command and expects compliance       

II Democratic Leadership Styles       

9 Treat every colleagues as an individual      

10 Communicate convincing values and goals      

11 Actively listen to diverse points of view            

12 Give others chance in making decisions about issues that affect them       

13 Develop co-operative relationships with the people they work with      

14 Seek different perspectives when solving problems      

15  Support the decisions that people make on their own                                       
16  Treat  others with dignity and respect      
17 Take time for each individual      
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III Laissez-fair Leadership Style       

18 Provide little support and guidance to employees      

19 Never take action even  when employees do mistakes      

20 Employees have complete freedom to make decisions and complete 

the work  in whatever way they like 

     

21 Allow people to make their own decisions      

22 Intervene in solving problems after  problems become serious      

23 Avoid getting involvement when important issues arise      

IV Transformational  Leadership Style      

24 Talk optimistically about the future trends that will influence how 

work gets done 

     

25 Go beyond self-interest for the good of the group in the school      

26 Promote an intelligent, rational and carful thoughts through critical 

questioning 

     

27 Searches outside the formal boundaries of the organization for 

innovative ways to improve what teachers  do 

     

28  Suggest new ways of looking at how teachers do their jobs      

29 Offers attractive vision for the future      

30 Challenges people to try new and innovative approaches to the work      

31 Set   personal example of what they expect from others      

V Transactional Leadership Style       

32 Provide criteria for what is expected of teachers and other employees      

33 Reward contributions made by members of the school      

34 Define roles and responsibilities for each group members      

35 Celebrates accomplishments  in different  work units                

36 Set standards of performance for employees      

37 Praise people in exchange for good works                             

38 Give the members of the department lots of appreciation and support 

for their contribution                                        
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Part III:  Potential Challenges 

3.1. Direction: In the following table, some of the potential challenges that are associated with 

the leadership style practiced in secondary schools.  Please indicate your opinion by putting 

‘“√” mark in the box in line of each item. The choices range from strongly agree to strongly 

disagree. Each of the acronyms represents the following:   SA represents strongly 

agree, A represents agree, M represents medium, D represents Disagree and SD represents 

strongly disagree 

No Items  SA A M D SD 

1 The room for participation of teachers in decision making over 
different matters in the school  is limited 
 

     

2 The school management does not respond to matters arising in 
schools in time 

     

3 Leaders of your school do not have positive or co-operative 
relationship with employees 

     
 

4 The school does not recognize teachers efforts      

5 Workers are not equally treated in the school      

6 The school leaders do not provide adequate support and guidance 
to workers 

     

7 Leaders do not take immediate action when workers do mistakes 
or act unlawfully 

     

8 The heads make decision on all matters without listening the views 
of  employees 

     

9 Leaders of the school give priority to self interest than group 
interest  

     

10 Heads of the school do not encourage innovation and creativity by 
providing challenging tasks to employees 

     

11 The school do not  reward and appreciate good performance of 
workers  

     

12 Leaders of the school do not clearly show the roles and 
responsibilities of each employee 
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Part IV. Questions included below focuses on the leadership styles being practiced in your 

school and issues associated with it. Answer them according to the instruction 

given for each. 

1. To what extent employees take part in decision making over the school matters in school you 

serve as leader?  A/ Very High     B/ High     C/Medium    D/ Low    E/ Very Low 

o What do you think are the reasons for being so? 

––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––
–––––––––––––––––––––––––––––––––––––––––––––––––––––––––––––– 

2. To what extent do you reward employees in the form of appreciation, promotion, or for 

training  for their  good performance in the 

school___________________________________________________________________ 

3. Is there anything you appreciate as strength in your leadership style?      A/   Yes                

B/    No     If yes, please state those strengths________________ 

If no, please state those weaknesses that you do not appreciate of your leadership style 

4. Why do you behave the way you do? Please explain the 

reasons?____________________________________________________________ 

5. What challenges you have faced in effectively  implementing your 

leadership?_________________________________________________________________

_________________________________________________________________ 

6. What do you recommend to be effective leader in your leadership approach?  
___________________________________________________________________________
______________________________________________________________ 
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Appendix -II 

Addis Ababa University 

College of Education and Behavioral Science 

Department of Educational Planning and Management 

             Questionnaire to be filled by Teachers 

Dear respondent! 

The purpose of this study is to examine the leadership styles being practiced by instructional 

leaders in the secondary schools of Shone Town. Your assistance with this study will be greatly 

appreciated. By completing the survey, you will help provide valuable information about how 

teachers perceive the leadership styles in the secondary schools of the town. Since the result of 

the study is basically used to fulfill the academic requirements, you are kindly requested to 

provide genuine and honest responses. Thank you in advance for your participation and 

cooperation by filling the questionnaire.  

Part I: Background Information 

Instruction: Answer the following questions either by putting an mark for those 

questions with an alternative answers or writing precise answers to open ended 

questions.  

1.7. Name of the Town your school belongs to: ………………………………. 

1.8. Name of the school…………………………………………… 

1.9. Type of your school   a. Government                   b. Private  

1.10. Sex:       Male             Female          

1.11. Age :  a. 18-22          b. 23-27         c. 28-32           d. 33-37         e. 38-42       

                  f. 43-47          g. 48-52           h. 53-60 

1.12. Education Level :   a. Certificate          b. Diploma          b. B. A./ B. Sc./ BED   

                              c. M.A./M.Sc              d. other  …………………………….... 

1.7. Total years of service:  a. 1-5          b   6-10           c. 11-15          d. 16-20        e. 21-25                   

                                           f. 26-30            g. 31-35            h. above 35  

X 
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Part II. Teachers’ Perception of their Principals Leadership Styles 

2. Instruction: Read each item carefully and indicate to what degree these statements 

describe the conditions at your school by putting“√” mark in the table indicated.  

                                        Items 
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  The principals in your school…  

I Autocratic Leadership Styles   

     

1 Take decisions without consulting employees 

     

2 Focus attention on mistakes, irregularities, expectations and 

deviations from standard 

     

3 Give attention to mistakes      

4 Distrust teachers and other  employees      

 5 Communicate from top to down      

6 Avoids discussion with employees regarding job completion      
 

7 Undermine the ability  of employees       

8 Focus on command and expects compliance       

II Democratic Leadership Styles       

9 Treat every colleagues as an individual      

10 Communicate convincing values and goals      

11 Actively listen to diverse points of view            

12 Give others chance in making decisions about issues that affect them       

13 Develop co-operative relationships with the people they work with      

14 Seek different perspectives when solving problems      

15  Support the decisions that people make on their own                                      

16  Treat  others with dignity and respect      

17 Take time for each individual      
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III Laissez-fair Leadership Style       

18 Provide little support and guidance to employees      

19 Never take action even  when employees do mistakes      

20 Employees have complete freedom to make decisions and complete 

the work  in whatever way they like 

     

21 Allow people to make their own decisions      

22 Intervene in solving problems after  problems become serious      

23 Avoid getting involvement when important issues arise      

 

 

 

IV Transformational  Leadership Style      

24 Talk optimistically about the future trends that will influence how 

work gets done 

     

25 Go beyond self interest for the good of the group in the school      

26 Promote an intelligent, rational and carful thoughts through critical 

questioning 

     

27 Searches outside the formal boundaries of the organization for 

innovative ways to improve what teachers  do 

     

29  Suggest new ways of looking at how teachers do their jobs      

30 Offers attractive vision for the future      

31 Challenges people to try new and innovative approaches to the work      

32 Set   personal example of what they expect from others      

V Transactional Leadership Style       

33 Provide criteria for what is expected of teachers and other employees      

34 Reward contributions made by members of the school      

35 Define roles and responsibilities for each group members      

36 Celebrates accomplishments  in different  work units                

37 Set standards of performance for employees      

38 Praise people in exchange for good works                             

39 Give the members of the department lots of appreciation and support 

for their contribution                                        
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Part III:  Potential Challenges 

3.1. Direction: In the following table, some of the potential challenges that are associated with 

the leadership style practiced in secondary schools.  Please indicate your opinion by putting 

‘“√” mark in the box in line of each item. The choices range from strongly agree to strongly 

disagree. Each of the acronyms represents the following: 

   SA represents strongly agree, A represents agree, M represents medium, D represents 

Disagree and SD represents strongly disagree 

        What is your view as teacher towards the following challenges? 

No Items  SA A M D SD 

1 The room for participation of teachers in decision making over different 
matters in the school  is limited 

     

2 As school management body, you do not respond to matters arising in 
schools in time 

     

3 As leader of the school or department, you do not have positive or co-
operative relationship with employees 

     
 

4 The school does not adequately recognize teachers efforts      

5 Workers are not equally treated in the school      

6 As leader of the school or department, you do not provide adequate support 
and guidance to workers 

     

7 As leader of the school or department, you do not take immediate action 
when workers do mistakes or act unlawfully 

     

8 As leader of the school or department, you make decision on all matters 
without listening the views of  employees 

     

9 As leader of the school or department , you give priority to self interest 
rather than group interest  

     

10 Heads of the school do not encourage innovation and creativity by 
providing challenging tasks to employees 

     

11 As leader of the school or department, you do not  reward and appreciate 
good performance of workers  

     

12 As leader of the school or department, you do not clearly show the roles and 
responsibilities of each employee 
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Part IV. Questions included below focuses on the leadership styles being practiced in your 

school and issues associated with it. Answer them according to the instruction given for 

each. 

7. To what extent do you take part in decision making over the school matters in the school?   

A/ Very High     B/ High     C/Medium    D/ Low    E/ Very Low 

 What do you think are the reasons for being so?--------------------------------------------------

------------------------------------------------------------------------------ 

8. To what extent do you receive reward in the form appreciation, promotion, or for training for 

your good performance________________________________________ 

9. Is there anything you appreciate as strength in the leadership style of your school principals?      

A/   Yes                B/    No  

3a. If yes, please state those strengths----------------------------------------------------------------------

-------------------------------------------------------------------------------------------------------------------

--------------------------------------------------------------------------------------------- 

3b. If no, please state those weaknesses that you do not appreciate of your school principals’ 

leadership 

10. What challenges your principals have faced in effectively implementing 

his/herleadership?_______________________________________________________ 

11. What do you recommend to be effective leader in his/ leadership approach? 
___________________________________________________________________ 
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Appendix-III 

ADDIS ABABA UNIVERSITY 

SCHOOL OF EDUCATION AND BEHAVIRAL SCIENCES 

DEPATMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

                                  (Interview Guide to Cluster Supervisors)  

School name         ––––––––––––––– 

Qualification         ––––––––––––––– 

Time spent in school ––––––––––––– 

Duration of time as principal –––––––  

1. To what extent do teachers and other staff participate in your school principals’ decision 

making process?  A/ Very High     B/ High     C/Medium    D/  Low    E/  Very Low 

o What do you think are the reasons for being so?  

2. What motivational strategies principals implement to inspire teachers towards the school goal 

achievement? 

3. What kind of leadership principals of schools you supervise commonly practice? 

 A./ autocratic                 B/ democratic or                        C/ laissez-fair 

4. How do you explain the level of staff satisfaction with the leadership style of the principals 

of schools you provided a supervisory support?  

5. What are the advantages associated with the leadership style practiced in your school? 

6. What challenges faced as a result of the leadership style principals practiced in schools? 

7. What do you suggest to overcome the challenges related to the leadership style practiced in 

the schools?   
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