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Abstract 

The main purpose of this study was to assess factors affecting the work relationship between teachers 

and leadership in the west Wollega zone, NejoWoreda primary schools. To conduct this study the 

researcher used descriptive survey design, stratified sampling technique, availability, interview, and 

questionnaire. .The quantitative data were analyzed using frequency and percentage. The qualitative 

data were narrated and triangulated with the information obtained through questionnaire and 

interview. The identified problem indicated that the relation between the school leader and the 

teachers were poor. School leaders are not professionals in leading the school There were no two 

way communication between the leaders and the staff. Leaders used punishing approach to solve the 

problem. Leaders made bias and partiality among the teachers. They did not take risk and solve 

problem immediately. Principals did not support collegial discussion and learning among staff. 

Based on the finding of the study the following conclusion have been drown .The school have to 

maintain, enhance and deliver quality education need strong relationship from teachers and school 

principals which are closely related with the school. Based on the findings and conclusions the study 

comes up with the following recommendations. The school leaderships have to the knowledge of 

profession and skill in leading the school by taking train, workshop and experience sharing. To act 

the overall school activities all parts of stake holders such as teachers, principals, vice principals 

supervisors and another concerned body should be act jointly and cooperatively. 

Key words: Work relationship, leadership, factors  
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                                             CHAPTER ONE 

INTRODUCTION 

 

This section deals with the background of the study, statements of the problem, objectives of the 

study, significances of the study, delimitations of the study, limitations of the study, definition of key 

term and organization of the study. 

1.1. Background of the Study 
 

Retaining teachers continues to be problematic for educational leaders across thecountry. As demands 

on teachers increase, school principals must strive for ways to ensure that quality teachers remain in 

their schools if they are going to show gains in student achievement. The No Child Left behind 

Legislation (NCLB, 2002) has undoubtedly increased accountability for schools and student 

achievement, placing much of the responsibility on the shoulders of principals and classroom 

teachers. Many principals and teachers were ready and willing to meet the challenges they face with 

NCLB, but there are dynamics at play that made accomplishing the goals set forth by school districts 

and national policymakers a more difficult feat. With teachers leaving the profession at such alarming 

rates, hiring quality teachers has been as taxing. Leithwood and Mc Adie (2007:11) succinctly 

described the influence and importance of school leadership on the other working conditions as that 

the ―... principal leadership acts as a catalyst for many other school conditions,‖ because it facilitates 

collaborative and supportive cultures and structures in a school setting. Ladd (2009:28) also found 

that the quality of school leadership was the most consistent and pertinent measure of working 

conditions to influence job satisfaction. Good teaching is only able to thrive within a favorable school 

environment (CfBT, 2008; VSO, 2008:15). While there exists a great investment in education 

regarding access to education, achieving internationally and nationally agreed-upon education 

objectives such as EFA goals, and improving the quality of education, these increases are not 

accompanied by improvements in education management systems (CfBT, 2008; VSO, 2008:15). 

Teachers in developing countries, including Ethiopia have, in general, experienced poor management 

and leadership (Evans, 2001:291; VSO, 2008:9).Every organization needs change to improve 
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efficiency and stay competitive in the challenge posed by globalization (Bass, 1990). These changes 

occur due to impact of rapid technological and socio-economic development in recent decades, 

including the development of information technology, the trend towards a services based economy 

and knowledge society (Khair, 2009). Accordingly, organizational conflicts and issues that arise 

when organization need solutions desire to change ,which ofissues of strategies to change is to be 

achieved, the constraints that must be addressed ,the behavior of organizational leadership ,change 

management and organizational structure, planning ,implementing changes and goals to be achieved 

(Burnes, 2004).The main objective of any educational system is to bring up citizen who respect 

human right, stand for wellbeing of people as culture and discipline as well as to bring up cognitive, 

creative, productive and appreciative potential of citizen by appropriately relating education to 

environment and social need ( ETP 1974) Atkinson ( 1983:48) state that an analysis of contribution of 

education the world Bank suggested that education makes the contribution in three significant  

interrelation ways that gives people a base of knowledge attitude, values and skills, contributes an 

instrumental to support programmers designated to meet other basic needs. And education seen as the 

development that sustains and accelerates over all development by training skilled workers in 

facilitating the advancement of know ledge and enabling the individual to identify, with his changing 

culture and finding constructive role in society.  

Education is a process of enabling the mind to find out ultimate truth which emancipates us  from the 

bandage of dust and give as wealth, not of inner light not of power but of love (chatterjee,2007). 

Education plays key role in the promotion of human right democratic value, creation of mutual 

understanding and cooperation among nation and nationalities. The main objective ofany educational 

system is bring up citizen who respect human right, stand for well-being of people as well as to bring 

up cogitative, creative, productive and appreciative potential of  citizen by appropriately relating 

education to environment and social need. (ETP 1994) Atkinson (1983:48) states the analysis of 

contribution of  education, the World Bank suggested that education makes the contribution in three  

significant interrelation ways, that it gives people a base of knowledge, attitudes, values, and skills, 

contribute an instrumental to support programmers designated to meet other basic need, And 

education is seen as the development that sustains and accelerates over all development by training 

skilled workers in facilitating the advancement of  knowledge  and enabling the individual to identify 

with is challenging culture and finding constructive  role society. The quality of the teachers, their 

commitment, satisfaction and motivation are the determinant factors for the students to benefit from 
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the education system. Teachers act as role-models, since they are the pillars of the society 

(Jyoti&Sharma, 2009:51) who help the students, not only to grow, but also to be the potential leaders 

of the next generation, and to shoulder the responsibility of taking their nation ahead. 

Similarly, school is the organization where education will be delivered. In order to achieve theaim of 

education, the relationship between staff members and leaders in school is very important. In that, in 

the school (organization, if the person is given in a deserved person is given in deserved position, it 

would be better and the all activities performed in the school will also be run smoothly towards the 

attainment of the school objectives. An effective leader influences followers in a desired manner to 

achieve desired goals. Different leadership styles may affect organizational effectiveness or 

performance. 

Transformational leadership is a stronger predictor of both job satisfaction and overall satisfaction. In 

the study it was concluded that organizational performance is influenced by a competitive and 

innovative culture. Organizational Culture is influenced by leadership style and consequently, 

leadership style affects organizational performance. (Booster 1992).Therefore, investigating factors 

that affecting the relationship in the school system in general and that between staff members and 

school leadership in primary schools expected to contribute much for occurrences of the harmonious 

relationship in the school system. Thus, the aim of this research will be to assess the factors that 

affecting the relationship between teachers and school principals in selected primary schools of Nejo 

woreda and suggest some remedial solution for the factor that affect work  the relationship between 

them.  

1.2. Statement of the Problem 

 

This study will examine the factors that impact the relationship principals have with teachers in hopes 

of creating an atmosphere for growth and learning from both side that will ultimately have a positive 

impact on student achievement. In order for teachers and principals to form collaborative 

relationships that will allow schools to meet the demands of state accountability systems and to 

produce productive citizens, those factors that prevent this endeavor from becoming a reality must be 

eliminated. Not only must these factors be eliminated but those factors that aid in producing 

relationships that allow teachers to remain in the profession and build sustaining partnerships with 

schools principals must be encouraged. The principal must build interpersonal relationships with 
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teachers in order to change the climate and the culture of a school (Donald, Marnik, Mackenzie, 

&Ackerman, 2009). In order for school leaders to becomeagents of change, they must recognize what 

issues divide principals and teachers and ultimately learn to value the potential impact of the 

relationship. 

According to experts, there is a strong isolation between school leaders and teachers. The isolation 

between school principals and teachers is a gap that has been continued over time; therefore, there 

have been few opportunities for the two parties to collaborate and function as a unit. The traditional 

role of principals and teachers has changed, so administrators must give teachers a stronger voice in 

the decision making process in order to change the climate of the school (Donald, 2009). The 

researcher question just how frequently this type of atmosphere is created by principals in schools. 

The study will also identify as well as describe the frequency and importance of the circumstances 

that may risk principal-teacher relationships. Because experts have cited that the school principals 

must foster positive relationships with teachers through a reciprocal friendship and shared decision-

making, administrators may be able to enhance teachers‘ professional practice while creating positive 

relationships through several key factors. Research has already shown that providing teachers with 

effective induction/mentoring programs, eliminating teacher isolation, providing strong professional 

development, creating rewards and incentives for Knowledge and skill, and finally professional 

support will enhance the administrator-teacher relationship and increase teacher retention rates 

simultaneously. 

School‘s academic achievement is the indicator of their success in acquisitions of skill and 

knowledge. The school servesas a base of higher learning which enables the production of higher 

level of human power. To do so, school principals and teacher‘s relation is crucial. In the school 

system, to provide effective service and improve the quality of the overall activities, each and every 

individual involved in the school system, has to have a positive outlook about their duties and 

responsibilities in the system. In order to facilitate the teaching learning process and the overall 

school activities, it is necessary having to study those factors that affect the system negatively. In this 

case, the factors that affect the relationship between teachers and school principals are among the 

factors that may affect the overall activities of the school system as the two parts (bodies) have major 

role in the school. So the researcher of this study will observe that factors affecting the relationship of 

teachers and School principals in selected primary schools of Nedjo wereda,West wollega Zone. The 
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researcher suggests that identifying the factors that affecting the work relationship of teachers and 

school principals, and providing alternative management techniques to overcome this problem is 

essential. On this base, it attempts to investigate factors by answering the following basic questions.  

1.3. The Basic Research Questions 

 

1. What leadership style do school principals follow in the school?  

2. What is the state of principals-teachers‘ relationship in the school? 

3. What are the factors that influence the principals-teachers relationship? 

1.4. Objective of the Study 

General Objective 
 

The general objective of study is to assess factors that affecting the work relationship between 

teachers and principals in selected schools of Nedjo woreda in order to suggest, some possible 

solution to minimize the problem.  

    Specific Objectives 

 To identify leadership style that principal follows in the school. 

 To explain the state of principal- teacher relationship in the school. 

 To solve factors that affect principal-teachers relationship. 

1.5. Significance of the study 

This study will be significant in the following ways.  

 It creates awareness among teachers, decision makers (leaders) and stakeholder (school 

community) about the state of principal-teacher relationship. 

 It helps decision makers and other stake holders to take remediation based on the suggested 

finding. It may create a healthy and   transparency among teachers, school leaders and school 

community.  

 It help teachers, principals, and students to know factors that affect principal-teacher 

relationship. 

 It would help other researchers as input to conduct study.  
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1.6. Delimitation of the Study 
 

The scope of this study would be delimited on the factors affecting the relationship especially with 

particularly emphasis on the relationship of teachers and school leadership in selected primary 

schools of Nedjo woreda, West Wollega Zone. Thirty-five primary schools are found in the Nejo 

woreda .Of these 11 primary schools were involved in the present study. 

1.7. Limitation of the study 
 

This study had also some limitations that might affect the quality   of the study. Lack of internet, time 

constraint, and discipline problem exist in the woreda may be the limitations   face during the 

research is conducted. 

1.8. Operational definitions of key terms 

 

Factor -Of several thing that cause or influence something. 

Leadership- The state or position of being aleader. 

Primary schools-are Ethiopian school system with grade 1 to 8(MOE, 1994) 

Work relationship-The Relationship at the work place. 

 

1.9. Organization of the study 

This research was organized in five chapters. The first chapter treated the introductory part that deals 

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

study, delimitation and limitation of the study.  

The second chapter presents the review literature part of the study. In the third chapter research 

design and research methodology of the study was dealt with chapter four presented the presentation, 

analysis, interpretation and discussion of the research. Chapter five presents the summary, 

conclusions and recommendation of the research. At the end of the research study references and 

appendices were indicated.  
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                                   CHAPTER TWO 

REVIEW OF THE RELATED LITERATURE 

2.1. Concepts of School Leadership and leadership style 

Leading:-Is the process of influencing individuals or groups to let and achieving goals. Leading 

involves simultaneously attention to the task to be accomplished and the need expectation of group 

and individuals (Agrwal1982) 

Teacher: - in teaching-learning process a person whose job is teaching, especially in a school. 

Staffing:-is the process of identifying human resources, needs, processing the necessary, employees, 

training utilization, and separation of employees. It also refers to efforts designed to attract, hire, 

develop, reward and retain the people needed to accomplish an organizational goal (Agrwal(1982).  

School leadership: is imperative if that leader is to be effective. Today affective school leader ship 

must combine the traditional duties with the specific aspect of teaching and learning. It encompasses 

delegates to other to promote growths in student learning and comprises defining the purpose of 

schooling. Setting school wide goal, providing the resources needed for learning to occur. 

Supervising and evaluating teachers, coordinating teachers‘ development programs, and creating, 

collegial relationship with and among teachers (Booster, 1982).  

Today most school leaders seek balance in their role as manager:-administrator and instructional 

leader. Principals who pride themselves as administrator usually are pre occupied in dealing with 

strictly in management duties. Monitoring the lesson plan and evaluating teachers. Leader ship 

reflects these actions principal takes to promote in students learning makes the instructional quality 

the top priority of the school and attempt to bring the vision of realization.  

Instructional leader ship is expected to know what is going on the class room. Without this 

knowledge they are unable to appreciate some of the problems teachers and students faced. They are 

expected to work closely with student, developing teaching techniques and method as a means for 

understanding teacher‘s prospective and for establishing a base on which to make curricular decision 

Chap man (1993) 
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According to King (2002), the different styles of leader ship are: -Autocratic: - One who helps the 

decision making authority with in his exclusive province and makes employee act simply to his 

direction, According to King (2002), the different styles of leader ship are, Autocratic: - One who 

helps the decision making authority with in his exclusive province and makes employee act simply to 

his direction, Paternalistic:-Look after employees as father does in family. Democratic: - Give high 

concern for both employee and organization interest, Laissez-faire: - The inter decision making are 

entrusted to subordinates (employees) and Leadership Styles: Leadership is a social influence process 

in which the leader seeks the voluntary participation of subordinates in an effort to reach organization 

goals.  

A leader can be defined as a person who delegates or influencing others to act so as to carry out 

specified objectives. Today‘s organizations need effective leaders who understand the complexities of 

the rapidly changing global environment. If the task is highly structured and the leader has good 

relationship with the employees, effectiveness will be high on the part of thee employees. The study 

further revealed that democratic leaders take great care to involve all members of the team in 

discussion and can work with a small but highly motivated team. Barchiesiet al1 measured the 

leadership effectiveness and leadership role and its influence on performance, leadership behaviors, 

and attitudes. They found that high leadership indexes are not related to past performance records but 

associated both to higher potentiality of enhanced performance and to higher reputation of 

organizations pointing in the direction of a meaningful influence of behavioral complexity and 

dynamics on the leadership perceived level. A mechanism of leadership styles affecting team 

innovation in the private research centers investigated the relationship between different leadership 

styles and team innovation with the mediating effects of knowledge‘s haring and team 

communication. 

 Podsakoff et al said that leadership behavior can affect trust and satisfaction of employees to 

organization and organizational citizenship behavior further enhances the relationship between 

leadership style and organizational commitment directly. Transactional leadership is considered as the 

subordinate‘s rewards through their efforts and performance. Gangly et al compared the Transactional 

leadership. Transformational leadership theory is deemed to improve the subordinate‘s performances 

by changing the motives and values of employees. Bass divided leadership style into transformational 

leadership and transactional leadership. Transformational leadership has the characteristics of 

individual influence, spiritual encouragement and intellectual stimulation. They often take individual 
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into consideration, establish vision and aim inside, create open culture, trust the staff to reach their 

goals and give full play for staff's potential Podsakoff et al said that leadership behavior can affect 

trust and satisfaction of employees. 

2.2. Features of school Leadership 

After some years of carefully considering Greenleaf‘s original writings, researcher have identified  

the following characteristics(features) of the school leader that, the researcher view as being of 

critical importance /central/ to the development of servant-leaders. 

   Listening 

Successful people understand the incredible value of becoming a good listener. The ability to listen to 

others is the foundation to establishing relations with followers. The ability to intently listen to others 

is a learned trait (Spears, 2004). Woodrow Wilson, the twenty-eighth American president once said 

―The ear of the leader must ring with the voices of the people (as cited in Maxwell, 2003).Leaders 

should understand listening is meeting a need. If you wish to relate well with your employees you 

must listen intently and absorb what they can offer. Employees understand a deaf ear equates to a 

closed mind.  

Servant leaders understand that listening gains knowledge. Listening is a wonderful benefit, it enables 

leaders to obtain information and find meaning in what is being said (Spears, 2004).The cornerstone 

of servant leadership is listening (Cassel and Holt, 2008). A good listener displays genuine intent to 

hear what others have to say and clarifies their understanding of the dialogue (Degraaf, Tilley, and 

Neal, 2001). Listening intently promises the speaker that what he or she has to say is important and 

provides encouragement for further involvement in organizational tasks (Cassel and Holt, 2008). 

     Empathy 

School leaders strive to connect and understand people. Empathy begins with understanding a leader 

is responsible for managing a group, but comprehending the group is comprised of individuals 

(Spears, 2004). General Norman Schwarzkopf remarked, ―I have seen competent leaders who stood 

in front of a platoon and all they saw was a platoon. But great leaders stand in front of  individuals, 

each of whom has aspirations, each of whom wants to live, each of whom wants to do good‖ (as cited 

in Maxwell, 1998). Servant leaders personally know each follower and appreciate everyone has 

something productive to offer. (Spears, 2004). 
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      Awareness 

Being aware organizational climate especially the moral and ethical issues enables leaders to better 

ascertain conflicts of interests. Establishing values within your organizations strengthens the ability to 

manage others. Leaders who possess the mental capability of being able to vicariously place 

themselves in other‘s shoes encompass an extraordinary attribute. The ability to clearly vision 

opposing views is a valuable administrative tool. School leadership promotes this very special yet 

unique human quality (Spears, 2004). 

According to (Gupta 2006, 35.2) a leader influences his follower to follow willingly not by force or 

coercion. A leader should inspire his follower by his conduct, ability and social relations. He is able 

to secure desirable actions from a group of followers who do so willingly, without the use of 

coercion. And leadership is exercised in a given situation. There must be particular circumstances or 

situational variable that give rise to the exercise of leadership. Additionally leadership is a social 

interaction-influence process between the leader and his followers. A leader influences the follower 

but the followers too may influence the attitudes and behavior of the leader by interacting with him.  

           Healing  

Leaders possess the ability to heal followers. The servant leader is a force of transformation, 

recognizing the human heart is fragile and life brings many tribulations into the work environment. 

Servant leaders understand the need to quickly identify hurting individuals and be of assistance in the 

healing process and learn from the past mistake. Many times hurting people hurt others which can 

seriously undermine goals and objectives of the organization. 

There is no greater way to forge relationships with others then by helping individuals overcome life‘s 

obstacles. Achieving wholeness together is a sure way to connect with people. Healing is usually a 

learning process; astute people grow from the yeast of their failures. Servant leaders understand the 

same number of people that can be healed is also the same number of people that can be hurt (Spears, 

2004). 

2.3. Work Relationship in Schools 

Excellent principals are sense makers of schools that help create a sustainable school climate that will 

enhance students‘ and teachers‘ productivity. Hence they are not only the Chief Executive Officers 

(CEOs) but also the instructional leaders and motivators for their teams. In exploring the leadership 
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characteristics of an excellent school principal in Malaysia, findings indicated that the principal 

demonstrated characteristics outlined by literature and used a variety of educational strategies and 

situational leadership styles. Nevertheless some felt that the principal was too ambitious, result 

oriented, and had little time for teachers and students. Effective leadership is widely accepted as 

being a key constituent in achieving school improvement. A highly effective principal is not called to 

the job per se, but more importantly to the opportunity to make a difference in the school. This could 

mean a change in the educational landscape, heal an ailing school, or work for the concepts of greater 

accountability, equity and excellence.  

2.4 . Factors Affecting principals –Teacher Work Relationships. 

    The Administrator’s Leadership Style 

 

A charismatic, strong, fearless leader has always been held in high regard no matter the organization 

involved. In regards to schools, the principal is revered as that take-charge educational leader who 

molds and shapes the environment so that teachers and students can achieve to higher levels. 

However, with more demands placed on administrators, this call for leadership is not a job for the 

single person or principal; it is a collective endeavor that involves the entire educational body. 

Therefore, there is a new call for the effective leader, those who ―share authority, empower others, 

and assess their effectiveness as leaders on the extent to which they create conditions that result in 

higher levels of learning—both for students and adult‖ (Du Four, 2005, p. 2). Hallingera and Heck 

(2010) have found that effective school leadership comes from collaborative leadership. This type of 

leadership, as evidenced through their study, can have a positive impact on student achievement. In 

the study, the author‘s analyzed the effects of collaborative leadership in elementary schools over a 

four-year period. 

Leadership styles have long been examined through the years. Erkens (2008) stated that leaders have 

led from the front in a traditional sense by giving clear mandates and directives for a group‘s next 

move. An effective leader is that person who can facilitate in several areas: serving, modeling, and 

celebrating, a series of actions that occur during the journey of a task. The author insisted that 

administrators have the duty to serve those around them by monitoring the progress of teachers, 

anticipating their questions and removing obstacles that may impede their progress.  ―One of the most 

important tasks of the administrator is to model that reflective, collaborative culture he or she wants 
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in the school, and then celebrating the successes of the groups‘ accomplishments along the way‖ 

(Erkens, 2008, pp. 43-44). 

The effects of the traditional leader on a school‘s academic achievement and culture have been far 

reaching. According to research the traditional school leader‘s focus was teaching and learning and 

highlighting curriculum and instruction as the solution to higher student achievement. These leaders 

had a ―hands-on‖ approach that involved monitoring effective teacher practices and presenting in 

classrooms when necessary (Horng, Klasik, & Loeb, 2010). The effective school administrator was 

defined as one who implemented outstanding practices in the classroom and one who possessed 

exceptional skills that impacted student learning. Because of the focus on student achievement and 

schools having to show growth per year as cited by NCLB, are surgence of instructional leadership 

has occurred (Hallinger& Murphy, 2013). 

However, Horng et al. (2010) offered that school administrators cannot be shortsited in their thinking 

if they are going meet the demands placed on principals by stateand federal regulations. The key to 

meeting these demands and schools achieving higher levels of student performance will come from 

organizational management by the school administrator. This type of management veers from the 

administrator‘s focusing timeand energy solely on classroom instruction, which is virtually 

impossible. Organizational management comes from choices made by the administrator in hiring 

practices, placement and assignment of teachers, and positioning teachers to cultivate their learning 

and growth (Horng et al., 2010). A school leader who exercises effective organizational management 

strategically makes decisions that will have a global impact on his or her school. 

2.5. Work Relationship in Ethiopian Primary Schools. 

The following is a proposal for a qualitative study that will investigate the strategies and processes 

that five principals use to develop literacy coaches in elementary schools. The schools to be examined 

are known to have historically low literacy achievement levels that have thus adopted new and 

rigorous literacy programs program. The literature indicates that a policy of distributed leadership 

between principals and people known as teacher-leaders has a highly positive effect on student 

achievement. What require further investigation are the strategies and procedures that principals use 

to cultivate effective teacher-leaders.  
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The processes and strategies that principals use to develop the leadership and coaching skills of 

teacher leaders will be examined through mixed method approach, and will gather data from both 

observation and interview. 

Teachers play a clear role in student achievement through following their principals' directions to 

have the same goal which is increasing the achievement of students. Also, the teacher can positively 

influence achievement of students if she/ he have a proven level of commitment to students‘ success, 

relevant experience toa multitude of classroom scenarios, and a dependable personality that lends 

itself well to a leadership position(Ross & Gray, 2006). 

 

There are effects of leadership on student achievement mediated by teacher efficacy and teacher 

commitment. Therefore, teacher beliefs about their capacity and their professional commitment are 

related withthe impact of principals' leadership on student achievement and instruction of teachers 

(Ross & Gray, 2006). 

Henning‘s (2006) study reported that there was an educational program named the Teacher Leader 

program that was important and helpful because it aimed to increase student achievement through 

school improvement and teacher development. This had a positive effect on schools which believe 

this program enhances a new type of leadership. The implementation of a strategy seeing teacher-

leaders taking a more prominent role in the educational environment is supported by many in the 

educational leadership community. Many have voiced opinions regarding a distribution of leadership 

rather than a top-down approach to leadership in schools. This dispersal of authority among the 

principal and his teacher-leaders makes intervention for student problems far easier since response 

times are faster and more students can be attended to due to the fact that more authority figures are 

available to assist teachers with classroom dilemmas. The dispersal of authority also means that 

consensus can be formed at a very local level within the school, as teacher-leaders get direct input 

from teachers about problems rather than a state or national bureaucracy which assumes all schools 

are essentially the same (Leithwood&Mascall, 2008).According to experts, there is a strong isolation 

between school leaders and teachers. The isolation between school administrators and teachers is a 

gap that has been perpetuated overtime; therefore, there have been few opportunities for the two 

parties to collaborate and function as a unit. The traditional role of principal and teachers has 

changed, so administrators must give teachers a stronger voice in the decision making process in 

order to change the climate of the school (Donald et al, 2009). The researcher questions just how 
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frequently these types of atmospheres are created by administrators in schools. The study will also 

identify as well as describe the frequency and importance of the circumstances that may jeopardize 

administrator-teacher relationships. Because experts have cited that the school administrators must 

foster positive relationships with teachers through a reciprocal camaraderie and shared decision-

making, administrators may be able to enhance teachers‘ professional practice while creating positive 

relationships through several key factors. Research has already shown that providing teachers with 

effective induction/mentoring programs, eliminating teacher isolation, providing strong professional 

development, creating rewards and incentives for knowledge and skill, and finally professional 

support will enhance the administrator teacher relationship and increase teacher retention rates 

simultaneously. The research also questions if these elements are present on school campuses across 

the state and more importantly, if teachers feel the elements are present. 

2.6. School Administration Environment 

A manager may have potentially excellent employees. But with poor motivation, their potential does 

not necessarily yield the best possible outcomes. However, a highly motivated worker may yield 

more than what was initially expected. Skill in motivating employees is no major quality of an 

effective manager Ababe,  etal( 1200:129). 

All scholars argued that school administration is the root for all learning activities. All  phenomena‘s 

in the school should be administered correctly to have an effective production of  qualified citizens 

school administers have a crucial role up grading the academic performance  of students, indirectly 

mean it creates conductive environment for teachers to teach effectively ( MOE. CPL) Course par two 

(2005, 28). Equity in the line of division of work can be applied if there is good sense and experience 

from the parts of the management i.e. to mean mangers should exercise spindly and goriness with 

their subordinates Ababe Hunde et al(. 2006:43). 

2.7. Teachers’ Staff Relation & Experience in the School 

 

Many teachers in school perform major roles in the development of professional education of student 

teachers. Others have their responsibility to help fellow teachers in staff development activities. More 

specifically, experienced teachers can play supervisor role in schools in the  following areas like 

helping the beginning teacher to identify the purpose of teaching, introducing the beginning  teacher 
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to sensitive issues and the dynamics of the classroom assisting  the beginning teacher to visualize 

instruction  and influencing the begging teacher to act  professionally. 

An experienced teacher is required to help the beginning teacher to be engaged in an important 

educational venture, identify problem and priority areas, and identify 

Contents and concepts, increase participations of students etc. The beginning teacher should also 

discuss with the experienced teacher on how make the instructional more effective and efficient. 

Ethically, the beginning teacher needs consult in the form of give and take manner. Hence, the 

experienced teachers should be willing to share his/her best teaching practices; with he/she has 

adapted form classes. The experiences teacher should also provide satiation. Where new teachers can 

themselves dives discover appropriate learning techniques that accustom to action Abebe,  et al,( 

2006:286-87) 

2.8. Teachers’ Motivation and Incentives 

 

Occupations such as doctors, engineers and labor years also the sheer size of teaching force militates 

against professional exclusively. Teaching has become employment of the last resort among 

university graduates and secondary school leavers in many countries. 

Consequently, teaching often lack a strong term commitment to teaching as conation. Finally, 

teachers are paid considerably less than the main stream professions. It is widely argued that the 

status of teachers in most countries, both developed and developing has declined appreciably during 

recent decades. Forever, the force that resulting in the professional of teachers are probably more 

pronounced in most part of the Africa continents. This includes protracted economy and social crisis 

in many Africa countries increasing diversification of the teaching force with increasing reliance on 

well-educated and qualified (W.W.W. elides. Org/full text dfidtea. Pdf accessed on 23, Nov,. 20.) 

 

According Ifinedo (2003) employee motivation is a complex and difficult term to define; therefore a 

precise definition of this concept is elusive as the notion comprises the characteristics of individual 

and situation as well as the perception of that situation by the individual. Lewis, Goodman and Fandt 

(1995) assert that organization‗s liveliness comes from the motivation of its employees, although 

their abilities play just as crucial a role in determining their work performance as their motivation. 

Motivated and committed staff can be a determining factor in the success of an organization.  
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       Job Satisfaction and Teacher Motivation 
 

Job satisfaction is the level of contentment of individuals with their jobs. Locke (1976) defines job 

satisfaction as a pleasurable or positive emotional state resulting from the appraisal of one‗s job or 

job experiences. There are a variety of factors that influence a person‗s level of job satisfaction. These 

include income, perceived fairness of promotion system, quality of working condition, social 

relationships, leadership and the job itself. Job satisfaction or dissatisfaction of medical practitioners 

affects their relationship with co-workers, administration and patients. Job 13  

satisfaction and motivation are therefore very crucial to the long-term growth of any educational  

system around the world.  

 

The study of the relationship between job satisfaction and job performance has a controversial 

history. The Hawthorne studies, conducted in the 1930s, are often credited with making researchers 

aware of the effects of employee attitudes on performance. Shortly after the Hawthorne studies, 

researchers began taking a critical look at the notion that a ―happy worker is a productive worker.‖ 

According to Iaffaldano and Muchinsky (1985), most of the earlier reviews of the literature suggested 

a weak and somewhat inconsistent relationship between job satisfaction and performance. A review 

of the literature in 1985 suggested that the statistical correlation between job satisfaction and 

performance was about. Thus, these authors concluded that the presumed relationship between job 

satisfaction and performance was a ―management fad‖ and ―illusory.  This study had an important 

impact on researchers, and in some cases on organizations, with some managers and HR practitioners 

concluding that the relationship between job satisfaction and performance was trivial.  

 

Organ (1988) suggests that the failure to find a strong relationship between job satisfaction and 

performance is due to the narrow means often used to define job performance. Organ argued that 

when performance is defined to include important behaviors not generally reflected in performance 

appraisals, such as organizational citizenship behaviors, its relationship with job satisfaction 

improves. Research tends to support Organ‗s proposition in that job satisfaction correlates with 

organizational citizenship behaviors (Organ & Ryan, 1995). In addition, in a more recent and 

comprehensive review of 301 studies, Judge, Thoresen, Bono, and Patton (2001) found that when the 

correlations are appropriately corrected (for sampling and measurement errors), the average 

correlation between job satisfaction and job performance is a higher.  
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In addition, the relationship between job satisfaction and performance was found to be even higher 

for complex (e.g., professional) jobs than for less complex jobs. Thus, contrary to earlier reviews, it 

does appear that job satisfaction is, in fact, predictive of performance, and the relationship is even 

stronger for professional jobs. 

Job satisfaction has been the most frequently investigated variable in organizational behavior 

(Spector, 1997). Job satisfaction varies from one individual to another Peretomode (1991) and 

Whawo (1993), suggested that the higher the prestige of the job, the greater the job satisfaction. Many 

workers, however, are satisfied in even the least prestigious jobs. They simply like what they do. In 

any case, job satisfaction is as individual as one‗s feelings or state of mind. Job satisfaction can be 

influenced by a variety of factors, e.g. the quality of one‗s relationship with their supervisor, the 

quality of the physical environment in which they work, and the degree of fulfillment in their work. 

On the other hand, improved job satisfaction can sometimes decrease job performance.  

 

Warr (1998) suggested that jobs differ in the extent to which they involve five core dimensions: skill 

variety, task identity, task significance, autonomy, and task feedback. He further suggested that if 

jobs are designed in a way that increases the presence of these core characteristics, three critical 

psychological states can occur in employees: experienced meaningfulness of work, experienced 

responsibility for work outcomes and knowledge of the results of work activities.  

There are three models in relation to job satisfaction. These are situational, dispositional, and 

interactional models. These three main lines of models have been used extensively to predict the job 

satisfaction of employees in organizations. The interactional model of job satisfaction argues that the 

fit between the person and the environment influences job satisfaction. This approach is 15 Known as 

the Person-Environment Fit. Spokane (1985) reviewed the model literature and concluded that the 

Person-Environment Fit is positively related to job satisfaction. It is reasonable to expect that 

personality traits influence personal values and attitudes, as most recent empirical research has 

demonstrated (Olver and Mooradian, 2003).  

A study done by Mwangi (2002) on factors related to the morale of Agriculture Teachers in 

Machakos District, he found that the factors affecting teachers morale included: dissatisfaction with 

school authorities, low turnover and constant shortage, inadequate pay, poor career structure, lack of 

promotion opportunities, poor school facilities, inadequate school disciplinary policy, attitudes and 
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behaviour of the school head and of other teachers, and pupils‗ poor work attitudes and lack of 

interest in school.  

 

Teacher Reward Systems such as Remuneration and Compensation 

Rewarding employees is an important factor in employee motivation. Most organizations have gained 

the immense progress by fully complying with their business strategy through a well balanced reward 

and recognition programs for employee. Motivation of employees and their productivity can be 

enhanced through providing them effective recognition which ultimately results in improved 

performance of organizations. The entire success of an organization is based on how an organization 

keeps its employees motivated and in what way they evaluate the performance of employees for job 

compensation. At times management pays more attention to extrinsic rewards but intrinsic rewards 

are equally important in employee motivation. Intangible or psychological rewards like appreciation 

and recognition plays a vital role in motivating employee and increasing his performance. Andrew 

(2004) concludes that commitment of employees is based on rewards and recognition. Lawler (2003) 

argued that prosperity and 16 survival of the organizations is determined through how they treat their 

human resource. Ajila and Abiola (2004) examine that intrinsic rewards are rewards within the job 

itself like satisfaction from completing a task successfully, appreciation from the head teacher, and 

autonomy, while extrinsic rewards are tangible rewards like pay, bonuses, fringe benefits, and 

promotions.  

Glewwe et al. (2003) found that in the sample they are studying in Kenya, teachers are absent 20% of 

the time. Absenteeism rate as high as 26% of the time have been found in Uganda. Madagascar 

suffers from the same difficulties. Teachers also often hold a second job.  

 

Remuneration is typically utilized to energize, direct or control employee behavior. An organization 

exists to accomplish specific goals and objectives. The individuals in an organization have their own 

needs. The system that an organization uses to reward employee can play an important role in the 

organization‗s effort to gain the competitive advantage and to achieve its major objectives. 

Compensation system should attract and retain the talent an organization needs, encourage employees 

to develop the skills and abilities they need, motivate employees and create the type of team culture 

in which employees care about the organization‗s success. Through motivation individuals willingly 

engage in some behavior (Heneman et al, 1980). In retention, linking pay to performance is likely to 
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help improve workforce composition (Cole, 1997). High performers tend to gain a larger share of 

compensation resources and thus are motivated to stay with the organization. Below to average 

performers becomes discouraged and tend to leave the organization. Thus the effect of motivation on 

the performance and retention of employees should be assessed and addressed in public 

organizations. 17 If employees feel that their inputs outweigh the outputs then they become de-

motivated in relation to the job and the employer. Employees respond to this feeling in different 

ways, as the extent of de-motivation is proportional to the perceived disparity between inputs and 

expected outputs. Some employees reduce effort and application and become inwardly disgruntled, or 

outwardly difficult or even disruptive. Other employees seek to improve the outputs by making the 

claims or demands for more rewards, seeking an alternative job. The importance of this theory is to 

realize that perceptions of equitable treatment generate motivational forces that investigate behavior 

to reduce the tension and that quite often a variety of behaviors are available for correcting a situation 

of perceived inequality.  

 

Vroom‗s theory is based on the belief that employee effort will lead to performance and performance 

will lead to rewards (Vroom, 1964). Rewards may be either positive or negative. The more positive 

the reward the more likely the employee will be highly motivated. Conversely, the more negative the 

reward the less likely the employee will be motivated. To be effective, rewards must be linked to 

performance, goals must be reasonable, and the outcomes must be negotiated. Skinner (1969) 

indicated that what an organization appears to reward is the behavior that will be seen as the model 

for success. He advised managers to state which behavior that will be rewarded and which ones will 

not, and to tie rewards to individual performance. Other researchers like Kreitner, (1989); Winslow, 

(1990) have indicated that skinner overemphasized the importance of external outcomes such as pay 

and promotion, ignored the role of internal outcomes such as feelings of accomplishment and 

recognition and failed to consider the importance of individual needs and values. But then, leaders 

should strike a balance between internal and external motivators. 18 Carraher, et al. (2006) advocates 

that there should be an effective reward system to retain the high performers in the organization and 

reward should be related to their productivity. In order to maximize the performance of the employees 

organization must make such policies and procedures and formulate such reward system under those 

policies and procedures which increase employee satisfaction and motivation. Bishop (1987) 

suggested that pay is directly related with productivity and reward system depends upon the size of an 

organization. Organizations in today‗s competitive environment want to determine the reasonable 
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balance between employee loyalty and commitment, and performance of the organization. Efficient 

reward system can be a good motivator but an inefficient reward system can lead to demotivation of 

the employees.  

 

Reio and Callahon (2004) argue that both intrinsic and extrinsic rewards motivated the employee and 

resulted in higher productivity. Sometimes management pays more attention to extrinsic rewards but 

intrinsic rewards are equally important in employee motivation. Intangible or psychological rewards 

like appreciation and recognition plays a vital role in motivating employee and increasing his 

performance. Lawler (2003) argued that prosperity and survival of the organizations is determined 

through how they treat their human resource. Ajila and Abiola (2004) stated that intrinsic rewards are 

rewards within the job itself like satisfaction from completing a task successfully, appreciation from 

the boss, autonomy, etc, while extrinsic rewards are tangible rewards like pay, bonuses, fringe 

benefits, promotions, etc. Filipkowski and Johnson (2008) examined the relationships between 

measures of job insecurity, organizational commitment, turnover, absenteeism, and worker 

performance within a manufacturer. A positive relationship was found between job insecurity and 

intentions to turnover, and a small negative 19 correlation was found between measures of job 

insecurity and organizational commitment. Tosti and Herbst (2009) discussed about behavior systems 

approach which can be used to achieve a customer centered organization through examples and 

reports from consultation cases. Johnson et al (2010) established the effects of presenting 

organizational information through implicit and explicit rules on sales-related target behaviors in a 

retail setting. He found that when organizational information was presented in a specific form, 

productivity was increased and maintained longer than when presented in other forms.  

 

Greenberg and Liebman (1990) mentioned that rewards fall into three groups: material, social, and 

activity. From the simplicity of straight salaries to the complexities of stock option programs, 

compensation packages are a subset of the broader class of material rewards. Social rewards, which 

operate on the interpersonal level, include identification with the company or recognition by peers, 

customers, and competitors. Activities that serve as incentives are those that are so rewarding that 

they provide the necessary reinforcement to sustain an executive through the more mundane tasks.  

For those with a strong need for personal growth, these activities include new challenges and 

opportunities. Gross and Friedman (2004) mentioned that a total package includes compensation, 

benefits and careers. Hu et al. (2007) pointed that reward includes monetary (salary, bonuses) and non 
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monetary incentives (participation in decision-making, public recognition), is a key exchange 

resource that employers use to support their differentiation of employees. 20  

 

Herzberg (1987, p. 118) considers that reward and recognition can provide for both intrinsic and 

extrinsic motivation. However, growth gained from getting intrinsic rewards out of interesting and 

challenging work provides the greatest influence. Herzberg (1968) considered that extrinsic rewards 

are more likely to provide employee movement in the manner of a positive motivation‗ for fear of 

punishment or failure to get an extrinsic reward, rather than true motivation.  

 

Motivation is an important issue in any organization because it is involved in energizing or initiating 

human behaviour, directing and channeling that behaviour and sustaining and maintaining it. Deci 

(1972) showed a decrease in intrinsic motivation when extrinsic rewards were used to promote 

behaviour. It is important to note that the reduction in intrinsic motivation occurred with monetary 

rewards, but not with verbal praise. When individual performance is viewed as the outcome the 

concern regarding extrinsic rewards decreasing intrinsic motivation is not so clear-cut.  

 

There is no doubt that extrinsic incentives can boost performance. In a practical sense, decreased 

intrinsic motivation will be a concern if the extrinsic incentive is withdrawn, as the increased level of 

performance is unlikely to be sustained. Hamner (1987b), when considering forms of external 

incentive such as merit pay schemes, cautions that these systems can fail for a number of reasons 

including: if pay is not related to performance, if ratings are seen to be biased, if rewards are not 

viewed as rewarding, if there is more emphasis on satisfaction with pay than performance and if there 

is a low level of trust and openness about the merit raises.  

 

Some merit pay schemes may encourage poor work practices as individual employees attempt to 

maximize their personal gains to the detriment of the entire organization (Hickey &Ichter 1997). 

Importantly though, is the observation that improvements in performance from extrinsic reward 

systems such as merit pay may well be due to the goal setting and performance planning aspects, 

rather than the incentives created by the possibility of more money. Rewards and recognition that the 

employee views as positive should improve job satisfaction and performance (Dunford, 1992). Goal 

setting can provide a number of these employee rewards as individual employees can negotiate 

desired outcomes with management. 
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According to Robbins et al. (1998), the employee who plays an integral part in the development of 

these goals is more likely to perceive the outcome as being achievable and to be committed to 

achieving them. No consensus exists on the extent to which financial inducements are the really 

critical motivators. Research has shown that monetary reward in itself has not improved teachers‗ low 

esteem and their productivity. Youlonfoun (1992) argues that, although good salaries and their 

prompt payment are important motivating factors, there is evidence that other factors can undermine 

commitment to teaching. Not surprisingly, Akinwunmi (2000) and Ejiogu (1983) found that what the 

typical low income earning teacher yearns is a sizeable salary increase, and they conclude that the 

payment of a living wage would significantly enhance their commitment and performance.  

 

The risk of a decrease in salaries, sometimes accompanied by a decline in the status of the profession 

relative to others, is that teachers incentives to provide quality teaching might become (or remain) 

insufficient. This worry has been expressed by the UNICEF (1999) that underlines the fact that low 

wages drive teachers into other activities to the detriment of teaching, or by the African Development 

Bank (1998) that identifies low salaries as the most harmful factor for the education sector in general. 

In recent years, in many developing countries high levels of teacher turnover and absenteeism have 

indeed become entrenched.. 

   Professional Training and Development and Teacher Motivation 

The 21st century employment relationship has redefined development and career opportunity. Dibble 

(1999) asserted that development is now considered as gaining new skills and taking advantage of 

many different methods of learning that benefit employees and organization alike. Employees benefit 

by experiencing greater satisfaction about their ability to achieve results on the job and by taking 

responsibility for their career; the organization benefits by having employees with more skills who 

are more productive. Employees say that the availability of skill development opportunities and 

career movement are key attractors to organizations. According to Kreisman (2002), if an 

organization does not recognize the individual‗s need and desire to grow, then development becomes 

a primary reason for resignation.  

 

In organizations where employees receive the proper training needed to assume greater 

responsibilities, turnover rates are generally lower. According to Walsh and Taylor (2007), several 
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studies show that training activities are correlated with productivity and retention. The use of formal 

training programs is associated with significantly higher productivity growth. Extensive training are 

more likely to be captured by the firm if employees are motivated to stay and contribute to the firm‗s 

success fostered in part by selective hiring, competitive pay packages and team-orientated work 

environments. Organizations with extensive training opportunities should experience lower turnover 

rates.  

 

However, an interesting finding included a positive relationship between training and the discharge 

rate. They theorize that companies that provide more training are concerned about employee skills 

and performance, and thus experience a high percentage of employee terminations. Conversely, 

companies that experience a high discharge rate initiate training programs because of lower 

workforce skill levels. In a recent study of young professionals respondents rated formal and 

professional job training lower on their challenging 23 work scale, indicating that the type of learning 

that respondents sought occurs through actual work experience.  Krueger and Rouse (1998) found 

that general training and specific skills are many times embedded in one another. They found that 

employees that attended training, regardless of its specificity, became more invested employees. 

These employees were shown to seek more job upgrades, receive more performance awards, and have 

better job attendance than those that did not attend training. The ―general skills‖ training program 

which was paid completely by the employer essentially led to less employee turnover. It can be 

argued that the expenditure of effort and time led these employees to become more committed to the 

organization. Many scholars agree that organizations that train their employees consistently have 

better outcomes than those that do not. When business environments change quickly and abruptly, it 

is typically the companies with the best trained employees that adapt and adjust most efficiently.  

 

Glance, Hogg, and Huberman (1997) determined these statements to be accurate in their study that 

looked at training and turnover from the perspective of evolving organizations. The researchers 

affirmed that training encourages spontaneous cooperation in many large companies. Even in fast 

moving and ever evolving industries, the cooperation that can be achieved through training could 

lessen the need for complicated company policies. This spontaneous cooperation which results from 

training is due to the training participant‗s sense of debt to the company. These fast paced, ever-

changing industries need to retain employees in order to achieve company goals and gain a 

competitive advantage. Organizational training can offer these employees an opportunity they may 
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have not been able to achieve elsewhere. This translates to the employee feeling a sense of debt to the 

company and desiring to ―spontaneously cooperate as a means of repaying the reward that they 

received. 24 Burke (1995) found that employees that participated in the most number of training 

programs and rated the trainings they attended as most relevant, viewed the organization as being 

more supportive, looked at the company more favorably, and had less of an intent to quit. One could 

argue that training was able to enhance the employee‗s sense of debt towards the organization. The 

result is a more committed employee that has a greater desire to remain. In this example, reciprocity 

holds that the employee received a benefit of training from the company and will attempt to repay it 

in the future. According to Scholl (1981), in essence, the employee will need to remain committed to 

the organization until the benefit is paid off.  

 

The main aim of teacher training is to develop educational skills that are compatible with education 

policies and to enable teachers to deliver these policies. According to Gustafsson, (2003), it is a 

complex task to define teaching practices that have an impact on student performance since what 

counts as an effective teaching strategy varies by student age group, personality, learning ability and 

social background, and different strategies call for different teacher skills. Hedges & Greenwald 

(1996) found that easy-to-gather, formal measurements such as student test scores, teacher 

qualifications and years of teaching experience are insufficient in evaluating teacher competences. 

Several other factors need to be taken into consideration: the ability to convey knowledge, 

communication skills, knowledge of the subject matter and professional development attainment.  

There exists a relationship between teacher productivity and teacher training, including formal pre-

service university education, in-service professional development, and informal training acquired 

through on-the-job experience. Previous research on teacher training has yielded highly inconsistent 

results and has fueled a wide range of policy prescriptions. Some studies find that 25 formal 

educations is important and these have been interpreted as support for strengthening existing teacher 

preparation programs in universities and increased expenditures on post-college training. Equally 

common, however, is the finding that formal education is irrelevant, leading others to argue for the 

elimination of colleges of education. While some recent studies of the determinants of teacher 

productivity continue to employ the gain score approach (Aaronson, et al. (2007), Hill, et al. (2005), 

Kane, et al. (2006), the bulk of recent research has shifted away from this methodology. The gain-

score studies rely on observed student characteristics or ―covariates‖ to account for student 
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heterogeneity. However, they cannot control for unobserved characteristics like innate ability and 

motivation.  

In sum, as many researcher suggested above they indicated the way in which factors affecting work 

relationship in school was improved. Beside this idea, I agreed with the raised best possible 

mechanisms to handle and improve the factor that affect work relationship. These are: creating 

collaborative team work, using situational leadership style, listening to the employee‘s idea, and 

motivating them. 
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CHAPTER THREE 

RESEARCH DESIGN AND METEDOLOGY 

 

This part of the study deals with research design, sources of data, instruments of data collection, 

population, sampling techniques, procedure of the study and data analysis. 

3.1. Description of the study area 

This study was conducted in cluster resources of Gida Wendabiyo and AmumaGute which is found in 

Oromia Region, West Wollega Zone, Nedjowereda which is 514 km from capital city of the country 

Addis Ababa and 75 km from Gimbi capital city of the zone.  

In the wereda there are seven cluster resources and thirty six schools. The research sites were 

GidaWendebiyo and AmumeGute. Types of its climate are almost dega and weynadega which is 

suitable for production of maize, coffee, teff and barley.   

3.2. Research Design 

The design for the study was the descriptive survey design for sample that was selected from all 

primary schools in west wellega zone NejoWerada because using descriptive survey method was 

decided to be possible since it enabled to identify the present conditions and point out the immediate 

status of a phenomenon. Moreover, it helped to examine the relationship of traits and characteristics 

(trends and pattern) (Singh, 2007).It is just a plan or guide for data collection and interpretation as a 

plan, structure and strategy of investigation to obtain answers to research questions and control 

variance (Orodho, 2003). The study design set up the framework for study and is the blue print of the 

Researcher. And also it is useful in describing the characteristics even when analyzing multiple 

variables. Many questions can be asked about a given topic giving considerable flexibility to an 

analysis, the design methods of data collection like questionnaires and interview methods and it 

makes use of standardized questions where reliability of the items can be determined (Gay, 2002). 

3.3. Data Source 

Primary source of data were used for this study .The primary data gathered from teachers and 

principals through questionnaire. 
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3.4.Sample Sized and Sampling Techniques 

The sample size for this study were selected as follow in West Wollega zone Nedjo woreda. There are 

seven cluster resource centers namely Gidawonda Biyo, Abo Kemi, Amuma Gute, Burka Nesi, 

Dongro Buna, Burka Chochi and Abdi Amuma. From this clusters Gidawonda Biyoand AmumaGute 

would be selected purposively. Because the two clusters were large number of staff members and 

relatively experienced to give necessary information regarding the issue under study.Hence the total 

population and each representatives sample selected were show in the following table. 

Table1.population of the study area  

S/N Respondents  Total                 

Population  

 Sample  Percentages  Sampling technique  

M  F T  M  F  T    Availability 

1 School principals 10 1 11 10 1 11  100% Availability 

2 Vice principal 4 2 6 4 2 6  100% Availability 

   

3 Supervisors  2  2 2  2  100% Availability 

   

4 Teachers  120 80 200 60 40 100  50% Stratified 

  136 83 219 86 43 119  54.3%  

.   Source: WEO 

3.5. Data Collection tools 

In data gathering two basic tools were used; questionnaire and interview. These are discussed in brief 

below.   

          Questionnaire 
 

Questionnaire is better to get large amount of data from large number of respondents in a relatively 

shorter time with minimum cost. The researcher used questionnaire to collect data from teachers, 

principals and vice-principals .Since, the informants were primary school teachers the questionnaire 

was written in Afan Oromo (and translated in to English language). 
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       Interview Guide 

Interview was a communication in which the interviewee gives information orally in a face –to face 

with the interviewer. It was designed to gather data from 2 cluster supervisors. The purpose of this 

interview was to triangulate the information obtained through questionnaire. All of the interviewees 

selected from the school were interviewed for 30 minutes each, and total time taken was 1:00(one 

hour) for one day. Finally the interview was summarized by taking notes during the interview 

sessions.   

3.6. Method of Data Analysis 

After collecting all the necessary information, the data were edited at first-then coded, and processed 

separately for each item in a way appropriate to answer the research questions. To collect data, the 

researcher would be used two different types of methods.  These include questionnaire and interview, 

these questionnaire would be distributed   for selected teachers, principals and vice principals. For the 

respondents  it will be  prepared in Afan Oromo  and later translated in English for  data  analysis, 

interview  were prepared  for school supervisors in order   to collect available and first-hand 

information  about the  problem and because of  that  they  have direct contact with teaching learning 

activities.  

3.7. Ethical Consideration 

First, a formal letter was submitted at the school level so as to secure permission for data collection. 

After getting the permission, the selected respondents were asked for their consent to participate in 

the study. Moreover, all the study participants were informed verbally about the purpose and benefit 

of the study along with their right to refuse.  
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CHAPTER FOUR 

PRESENTATION, ANALYSISAND INTER PRETENTION OF DATA 

 In this chapter, the quantitative and qualitative data collected from primary sources using different 

instruments were presented, analyzed, and interpreted. This means, the quantitative as well as 

qualitative analysis of data was incorporated into this chapter. The qualitative part was supposed to be 

supplementary to the quantitative analysis. Hence, the qualitative data included the data gathered 

through interviews as well as from open - ended questions provided at the end of the survey 

questionnaires. The presentation is guided by the research objectives and the statistics are reflections 

of the responses from respondents who answered the questionnaire and provided interviews.  

Also, in this section of the study deals with the analysis and interpretation of data collection through 

questionnaire and interview. The data that gathered through questionnaire from teachers, principals 

and vice-principals which discussed through quantitatively where close ended questions and 

interview were organized and interpreted qualitatively included in the contextual analysis to 

substantiate data solicited through qualitatively method respondents of the questionnaire teachers, 

vice-principals and principals representatives, while interviews questions were responded by school 

supervisors of Gide WendaBiyo and  AmumaGute  clusters a total of 117 questionnaires were 

distributed to   teachers, principals and vice-principals. The interviews were prepared for 2 school 

supervisors. Almost 100% of the respondents were responded positively.  

Of the distributed questionnaires, 100 from teachers 11 from school principals and6 vice principals 

were returned. The response rates of the questionnaires were100% for teachers 100%from school 

principals and 100% for vice- principals. In addition, using semi structured interviews; data were 

collected from 2 school supervisors. As part of the questionnaire, demographic characteristics of the   

respondents were collected.  
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Table2 Demographic Characteristics of Respondents 

categories  Sex Respondents Percentage 

 

Sex  Male 77 64.7 

Female 42 35.3 

Total 119 100 

Age in year  21-24 9 7.5 

25-30 18 15.1 

31-35 42 35.2 

36-40 33 27.7 

41 & above 17 14.2 

Total 119 100 

service in year    1-5 13 10.92 

6-10 34 28.5 

11-15 58 48.73 

16 & above 14 11.7 

Total 119 100 

Qualification  TTI 6 5 

Dip 40 33.6 

Degree 72 60.5 

Above degree   

 

About 77 (64.7%) of the respondents, were male and 42 (35.3%) of them were female. Howe ever the 

sex variation naturally could not differentiate the relation of principals and teachers‘ relation there 

may be cultural influence that initiate or influence among the relation. Majority  35.2% of our 

respondent  were between 31-35 years old and next 27.7% of them were between 36-40years. The 

rest were found between 21-24,25-30, 41&above 7.5%,15.1%&14.2%respectively. 

According to the above table, majority of 72(60.5%) were 1
st
 degree holders. All most majority of the 

respondents were graduated. So, they helped me in giving detail information, reliable comments 
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about the relationship between school staffs and principals. Another respondents were 

40(33.6%),6(5%) and 1(1%) Diploma, TTI and above degree holders respectively. 

The demographic data were gathered to facilitate description of the sample and to allow for 

determination of its representativeness of the total population. The demographic questions were 

designed to elicit information about participants‘ sex, age, highest educational qualification attained, 

and teaching experience. The results in the table below highlight the demographic characteristics of 

the respondents who participated in the study.   

Table3 .Respondents in Educational qualification  

Respondents Qualification M F T 

Teachers TTI 3 3 6 

Dip 25 20 45 

 Dig 31 17 48 

Above degree 1 0 1 

School principals  TTI    

Dip    

Degree 11 0 11 

Above degree    

Vice principals TTI     

Dip    

Degree 4 2 6 

Above degree    

School Supervisor  TTI    

Dip    

Degree 2 0 2 

Above degree    

Totals 77 42 119 

 

The above table indicated that majority teaches 48(40.3%) were 1
st
 degree holders. Other respondents 

were 45(37.8%),6(5%) and 1(1%) Diploma, TTI, and above degree holders respectively. This table 
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also indicated 11(9.2%) principals were 1
st 

degree holders, 6(5%) vice principals and 2(1.6%) school 

supervisors were also degree holders. 

Table 4 .Implementation of leadership style at school level 

S/

N  
Statements  Responden

ts  

Likers scale Total 

Strongly 

disagree   

Dis agree  Neutral  Agree  Strongly 

agree  

F % F % F % F % F % F % 

1 School principals 

follow autocratic 

leadership style. 

Teachers  7 7 18 18 5 5 30 30 40 40 100 100 

principals  6 54.5 5 45.5       11 100 

Vice-

principal 

4 66.7 2 33.3       6 100 

Total 17 14.5 25 21.4 5 4.3 30 25.6 40 34.2 117 100 

2 School principals 

follow democratic 

leadership style.  

Teachers  42 42 31 31 8 8 11 11 8 8 100 100 

principals        6 54.5 5 45.5 11 100 

Vice-

principals 

      4 66.7 2 33.3 6 100 

Total 42 35.9 31 26.5 8 6.8

2 

21 17.94 15 12.83 117 100 

3 School principals 

follow laissez-faire 

leadership style.  

Teachers  8 8 3 3 2 2 40 40 47 47 100 100 

principals   4 36.3 3 27.3   2 18.2 2 18.2 11 100 

Vice- 

principals  

2 33.3 2 33.3   1 16.7 1 16.7 6 100 

Total 14 12 8 6.8 2 1.7 43 36.8 50 42.7 117 100 

4 School principals 

follow 

paternalistic 

leadership style. 

Teachers  41 41 33 33 11 11 8 8 7 7 100 100 

principals         6 54.5 5 45.5 11 100 

Vice-

principals  

      2 33.3 4 66.7 6 100 

Total 41 35 33 28.2 11 9.4 16 13.7 16 13.7 117 100 
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According to table four item 1 above majority of the teachers respondents 70(70%) replied that 

school principals followed autocratic leadership style. While30 (30%) of teachers respondents did not 

agree that school principals followed autocratic leader ship style. On the other hand all of the leaders 

17(100%) responded that school principals did not follow autocratic leadership style at school level. 

Generally, majority of the respondents 70(6o %) saying that leaders applied autocratic leadership 

style at school level. 

According to table 4 item 2 majority of the teachers 73(73%) saying that school leaders did not apply 

democratic leadership style at school level, while 17(17%) saying that school leaders apply that 

democratic leadership at school level. On the other hand, all of the leaders 17(100%) replied that they 

used democratic leadership style at the school level. Generally majority of the respondents 73(62.4%) 

replied that school leaders did not apply that democratic leadership style at school level. 

According to table 4 item 3 majority of the teachers 87(87%) responded that school leaders applied 

laissez-fair leadership style, while 13(13%) teachers answered that school leaders did not apply 

laissez-fair style at school level. On the other hand, majority of the leaders 11(64.7%) replied that 

they did not apply laissez-fair leadership style at school level, while 6(35.3%) of the leaders agreed 

that they used laissez-fair leadership style. Generally, majority of the respondents 93(79.5%) were 

replied that leaders used laissez- fair leadership style. 

According to table 4 item 4, majority of the teachers 85(85%) replied that leaders did not use 

paternalistic leadership style while, 15(15%) of them agreed that leaders used paternalistic leadership 

style. On the other hand, all leaders 17(100%) agreed that they used paternalistic leadership style. 

Generally, majority of the respondents 85(85%) were replied that leaders did not use paternalistic 

leadership style at school level. 

 Paternalistic:-Look after employees as father does in family.  

 Democratic: - Give high concern for both employee and organization interest.  

 Laissez-faire: - The inter decision making are entrusted to subordinates (employees). Leadership 

Styles: Leadership is a social influence process in which the leader seeks the voluntary 

participation of subordinates in an effort to reach organization goals. A leader can be defined as a 

person who delegates or influencing others to act so as to carry out specified objectives. Today‘s 

organizations need effective leaders who understand the complexities of the rapidly changing 
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global environment. If the task is highly structured and the leader has good relationship with the 

employees, effectiveness will be high on the part of the employees. The study further revealed 

that democratic leaders take great care to involve all members of the team in discussion and can 

work with a small but highly motivated team. Barchiesiet al1 measured the leadership 

effectiveness and leadership role and its influence on performance, leadership behaviors, attitudes. 

They found that high leadership indexes are not related to past performance records but associated 

both to higher potentiality of enhanced performance and to higher reputation of organizations 

pointing in the direction of a meaningful influence of behavioral complexity and dynamics on the 

leadership perceived level. A mechanism of leadership styles affecting team innovation in the 

private research centers investigated the relationship between different leadership styles and team 

innovation with the mediating effects of knowledge sharing and team communication. Exploring 

the Relationship between Organizational Culture and Style of Leadership we used the factors like 

Organizational Culture, Charismatic Leadership, Transformational Leadership and Transactional 

Leadership Voon et al found out the influence of leadership styles on employees job satisfaction 

in public sector organizations. They used the factors like salaries, job autonomy, job security, 

workplace flexibility. 
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Table 5.The state of principal-teacher relationship in the school. 

S/

N  

Statements  Respondent

s  

Likert scale Total 

Very low  Low  Moderat

e  

High  Very high  

F % F % F % F % F % F % 

1 The level of 

encouragement 

and organization 

among staff 

Teachers  52 52 28 28 4 4 10 10 6  100 100 

Principals       7 63.6 4 36.4 11 100 

  Vice-

principals 

      4 66.7 2 33.3 6 100 

Total  52 44.4 28 23.9 4 3.4 21 17.9 12 10.2 117 100 

2 Level of partiality 

demonstrated by 

school principals 

Teachers  13 13 11 11 10 1o 49 49 17 17 100 100 

Principals 6 54.5 5 45.5       11 100 

 Vice-

principals 

4 66.7 2 33.3       6 100 

Total  23 19.6 18 15.4 10 8.5 49 41.9 17 14.5 117 100 

3 Level of collegial 

discussion and 

learning among 

staff. 

Teachers  56 56 22 22 9 9 7 7 6 6 100 100 

Principals       5 45.5 6 54.5 11 100 

Vice-

principals 

      3 50 3 50 6 100 

Total  56 47.9 22 18.8 9 7.7 15 12.8 15 12.8 117 100 

 

According to table 5 item 1 majority of the teacher respondents 84(84%) replied that the skill of 

leaders to encourage and organizing the staff to work teams were very low while, 16(16%) of the 
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teachers replied that their skill were high to encourage and organizing the staff to work in teams. In 

the other way all of the leaders 17(100%) were agreed that the leaders had skillful at encouraging and 

organizing the staff to work in teams. 

Generally, majority of the respondents 84(71.8%) were agreed that the leaders did not have the 

skillful at encouraging and organizing the staff to work in teams.  

Effective education leadership makes a difference in improving learning. The chance of any reform 

improving student learning is remote unless district and school leaders agree with its purposes and 

appreciate what is required to make it work. Local leaders must also be able to help their colleagues 

understand how the externally-initiated reform might be integrated into local improvement efforts, 

provide the necessary supports for those whose practices must change and must win the cooperation 

and support of parents and others in the local community. So, ―effective‖ or ―successful‖ leadership is 

critical to school reform (Leithwood et al., 2004and The Wallace Foundation, 2010)Leithwood et al. 

(2004) elaborated more the contribution of schools to student learning most certainly depends on the 

motivations and capacities of teachers and administrators, acting both individually and collectively. 

But organizational conditions sometimes blunt or wear down educators‘ good intentions and actually 

prevent the use of effective practices. In some contexts, for example, extrinsic financial incentives for 

achieving school performance targets, under some conditions, can erode teachers‘ intrinsic 

commitments to the welfare of their students. 

 

According to table 5 item 2 majority of the teachers 66(66%)were replied that school leaders show 

partiality among the staff while, 34(34%)teachers were responded that school leaders did not show 

partiality among the staff. On the other hand, all leaders 17(100%) were agreed that leaders did not 

show partiality among the staff. Generally majority of the respondents 66(54.4%) were agreed that 

leaders show partiality among the staff. 

According to table 5item 3 majority of the teachers 87(87%) were replied that leaders did not support 

collegial discussion and learning among staff while, 13(13%) of the teachers were replied that school 

leaders support collegial discussion and learning among the staff. In the other way, all leaders 

17(100%) replied that principals support collegial discussion and learning among the staff.Generally, 

majority of the respondents 87(74.4%) were replied that principals did not support collegial 

discussion and learning among the staff. 
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Interview with one of the CRC supervisors indicated that: some principals were not encouraged and 

provided collaborative team work with teachers. This indicated that team work made teachers dependent 

and less effective for their activities. Also some teachers complained that principals did not provided 

collaborative team work with teachers. Because principals afraid off that if teachers united they developed 

and generated negative attitude towards principals. On the other hand, some principals were encouraged 

and provided collaborative team work with teachers .Because team work made teachers independent and 

more effective for their activities. 

Table 6 Factors that influence the principals-teachers relationship.  

S/N  Questionnaires  Respondents  Likert scale Total 

Strongly 

disagree  

Dis agree  Neutral  Agree  Strong 

agree  

F % F % F % F % F % F % 

1  Lack of planning. Teachers  9 9 9 9 6 6 48 28 28 28 100 100 

Principals 7 63.6 4 36.4       11 100 

Vice-

principals 

2 33.3 4 66.7       6 100 

Total  18 15.4 17 14.5 6 5.1 48 41 28 24 117 100 

2 Lack of organizing, 

monitoring and 

motivation abilities 

Teachers  5 5 5 5 7 7 51 51 32 32 100 100 

Principals 3 27.3 8 72.7       11 100 

Vice-

principals 

5 83.3 1 16.7       6 100 

Total  13 11 14 12 7 6 51 43.6 32 27.4 117 100 

3 Lack of 

communication skill. 

Teachers  7 7 8 8   30 30 55 55 100 100 

Principals 6 54.5 5 45.5       11 100 

Vice-

principals 

4 66.7 2 33.3       6 100 

Total  17 14.5 15 12.8   30 25.6 55 47 117 100 

4  Lack of experience 

in managerial skills.   

Teachers  4 4 3 3 7 7 33 33 53 53 100 100 

Principals 5 45.5 6 54.5       11 100 

Vice-

principals 

3 50 3 50       6 100 

Total  12 10.2 12 10.2 7 6 33 28.2 53 45.3 117 100 

5 Avoiding risk taking Teachers 5 5 5 5 5 5 31 31 54 54 100 100 

Principals 6 54.5 5 45.5       11 100 

Vice-

principals 

3 50 3 50       6 100 

Total 14 12 13 11 5 4.3 31 26.5 54 46.2 117 100 
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According to table 6 item 1 majority of teacher respondents 76(76%) were agreed that there were lack 

of planning at school level while, 24(24%) of teachers were agreed that there were planning at the 

school level. On the other hand, all leaders 17(100%) agreed that there were no lack of planning at 

school level. Generally, majority of the respondents 76(65%) were agreed that there were lack of 

planning at the school level. 

According to table 6 item 2 majority of the teachers majority of the teachers 83(83%) responded that 

there was lack of organizing, monitoring and motivating abilities besides of the leaders while, 

17(17%) of teachers responded that there was no lack of organizing, monitoring and motivation 

abilities beside the leaders. On the other hand all leaders 17 (100%) responded that there was no lack 

of organizing, monitoring and motivating abilities themselves. 

According to Dinham (2005), the leadership abilities of principals are significant in developing 

schools and increasing teaching and learning quality. The relationship between the followers and the 

leader is important at schools. Leaders need to understand human nature to lead effectively. This is 

important, particularly in educational institutions, which are dependent on a common purpose, trust, 

commitment and cooperation. For this reason, the participation of all members, especially teachers, 

should be considered a vital aspect of educational leadership. 

Generally, majority the respondents 83(70.9%) were responded that there was lack of organizing, 

monitoring and motivation abilities beside the leaders at school level. 

According to table 6 item 3 majority of the teachers 85(85%) were agreed that there was lack of 

communication skill again beside the leaders at school level, while15 (15%) of the teachers disagreed 

that there was lack of communication skill beside the leaders. In other hand,allof the leaders 

17(100%) agreed that there was no lack of communication beside the leaders at school 

level.Generally, majority of the respondents 85(72.6%) were agreed that there was lack of 

communication skill beside the leaders at school level. 

According to table 6 item 4 majority of the teachers 86(86%) agreed that leaders had no experience in 

managerial skill at school level, while 14(14%) of the teachers agreed that leaders had experience in 

managerial skill at school. On the other hand, all leaders 17(100%) disagreed that leaders had no 

experience in managerial skill at school level. 
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Generally, majority of the respondents 86(73.5%) were agreed that there was lack of experience in 

managerial skills at school level. 

According to table6 item 5 majority of teachers 85(85%) agreed that principals avoid that risk taking 

at school level, while15 (15%) teachers were disagreed the idea. On the other hand, all of the leaders 

17(100%) were dis agreed that principals avoid risk taking at school level. Generally, majority of the 

respondents 85(72.6%) were agreed that principals were avoid risk takingat school level. 

One of supervisor responded that some principals were risk taker and problem solver at school level, 

while some of them were not interest full too involved as expected from them .So this indicated that 

some principals those were not interest full too involved risk taking and problem solving at school 

level, they felt frightened and less moral to engaged in .Also some teachers were less interested and 

demotivated to take risk and to problem at school level. 

Table7.To what extent school principals solve factors that affect principal-teachers relationship 

S/

N  

Questionnaires  Respondents  Likers scale Total 

Very low Low Moderate high Very high 

F % F % F % F % F % F % 

1 Good at coaching at 

the staff to set 

achievable goal. 

Teachers  44 44 36 36 11 11 6 6 3 3 100 100 

principals       7 63.6 4 36.4 11 100 

Vice-

principals 

      2 33.3 4 66.7 6  

Total  44  36  11  15  11  117 100 

2 Care on teacher‘s 

needs, moral and 

motivation. 

Teachers  45 45 39 39 10 10 6 6   100 100 

Principals       4 36.4 7 63.6 11 100 

Vive-

principals 

      3 50 3 50 6 100 

Total  45 38.5 39 33.

3 

10 8.5 13 11.1 10 8.5 117 100 

3 Good at 

environmental 

relations 

Teachers  37 37 51 51 6 6 6 6 -  100 100 

Principals       6 54.5 5 45.5 11 100 

Vice-

principals 

      4 66.7 2 33.3 6 100 

Total 37 31.6 51 43.

6 

6 5.1 16 13.7 7 6 117 100 
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According to table 7 item 1 majority of teachers 91(91%) were replied that principals were did not 

good at coaching the staff to set achievable goal, while 9(9%) of the teachers said principals were 

good at coaching the staff to set achievable goal. In other way, all of the leaders 17(17%) were replied 

that the principals were good at coaching the staff to set achievable goal. 

Generally, majority of the respondents 91(77.7%)were replied that principals did not well at coaching 

the staff to set achievable goal at the school level.  

According to table 7item 2 majority of the teachers 94(94%) were replied that principals did not care 

about the teachers‘ needs, moral and motivation, while 6(6%) were replied that principals care on 

teachers‘ needs, moral and motivation. In other way, all of the leaders 17(100%) were agreed that 

they were care on teachers‘ needs, moral and motivation at school level. 

Generally, majority of the respondents94(80.3%) were replied that principals did not care on 

teachers‘ needs, moral and motivations at the school level. 

According to table 7 item 3 majority of the teachers‘94 (94%) were responded that principals were 

not good at environmental relation, while 6(6%) of them were responded principals were good at 

environmental relations. On the other hand, all of the leaders 17(100%) replied that they were good at 

environmental relations. 

Generally, majority of the respondents 94(80.3%) were responded that principals were not good at 

environmental relations at the school level. 

One of the supervisors replied that there were no good communication between principals and 

teachers. Also they said that some principals were not professional to lead them. This means some of 

them were not trained in school leadership and PGDSL. On the other hand some teachers were 

replied that they have no interest to communicate with leaders, they have negative attitude towards 

leaders relating with politics. Therefore, no smooth relationship and well communication in the 

school. This indicate that there was no respecting and accepting the rule and regulation of the school 

extremely.  
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Interview Analysis 

1. What are the factors that impact principal –teacher‘s relationship? 

The two supervisors replied that there were no good communication between principals and teachers. 

Also they said that some principals were not professional to lead them. This means some of them 

were not trained in school leadership and PGDSL. On the other hand some teachers were replied that 

they have no interest to communicate with leaders, they have negative attitude towards leaders 

relating with politics. Therefore, no smooth relationship and well communication in the school. This 

indicate that there was no respecting and accepting the rule and regulation of the school extremely.  

There are many factors that contribute to strained relationship between administrators and teachers, 

but research has shown that the most recurring issues that arise are those in which the administrator 

has complete control New man, W,H(1950). Lack of support from administrators is a pivotal reason 

for teachers abandoning the profession. Support from an administrator may vary from teacher to 

teacher, but many teachers view support from administrators as providing effective orientation and 

induction activities (Hope, 1999).The staffs always doubt the leaders regarding to politics and 

complain by saying leaders made biases over burden teachers and using autocratic leading style. The 

two supervisors replied that there were no good communication between principals and teachers. 

Also they said that some principals were not professional to lead them. This means some of them 

were not trained in school leadership and PGDSL. On the other hand some teachers were replied that 

they have no interest to communicate with leaders, they have negative attitude towards leaders 

relating with politics. Therefore, no smooth relationship and well communication in the school. This 

indicate that there was no respecting and accepting the rule and regulation of the school extremely. 

2. Do principals are risk taker and problem solver at school level? 

The two supervisors responded that some principals were risk taker and problem solver at school 

level, while some of them were not interest full too involved as expected from them .So this indicated 

that some principals those were not interest full too involved risk taking and problem solving at 

school level, they felt frightened and less moral to engaged in. Also some teachers were less 

interested and demotivated to take risk and to problem at school level. 
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3 How principals provide collaborative team work with teachers? 

The two supervisors replied that some principals were not encouraged and provided collaborative 

team work with teachers. This indicated that team work made teachers dependent and less effective 

for their activities. Also some teachers complained that principals did not provided collaborative team 

work with teachers. Because principals afraid of that if teachers united they developed and generated 

negative attitude towards principals. On the other hand, some principals were encouraged and 

provided collaborative team work with teachers .Because team work made teachers independent and 

more effective for their activities. 

 

 

 

 

 

 

 

 

 

 

 



   

43 
 

CHAPTER FIVE 

SUMMARY, CONCLUSION AND RECCOMENDATION 

5.1. Summery 

The main purpose of the study was to assess factors that affecting the work relationship between 

Teachers and school principals in Oromia region, West Wollega zone in   selected primary schools of 

Nejo woreda at Gida wondebiya and Amuma Gute cluster resource centers. The study was conducted 

in two clusters to suggest the possible remedy for the problems. The researcher was prepared 

117questionnaires and distributed to the primary of school teachers, principals& vice-principals .All 

of the copies of the questionnaire were appropriately completed and return to the researcher at hand 

on time. These questionnaires were used to collect the relevant information. The researcher used only 

close ended questionnaires.100 teachers were selected as the sample of the study from the sample 

population 200 of teachers by simple random sampling using lottery methods. Because, the simple 

random methods give equal chance for the respondents. In addition 6 vice-principals were selected 

from the target population of 6 vice-principals for questionnaire. Also, 11 school principals were 

taken for the questionnaires. In addition 2 school supervisors   were selected for the interview.  

.Generally, the researcher used descriptive survey design method, because of it is appropriate to 

assess the current situations by collecting data from the relatively of respondents.          

The attempt was made to seek possible answer to the following basic question. 

1. What leadership style do school principals follow in the school?  

2. What is the state of principals- teachers‘ relationship in the school? 

3. What are the factors that influence the principals-teachers relationship? 

There are many factors that contribute to strained relationship between administrators and teachers, 

but research has shown that the most recurring issues that arise are those in which the administrator 

has complete control. Lack of support from administrators is a pivotal reason for teachers abandoning 

the profession. Support from an administrator may vary from teacher to teacher, but many teachers 

view support from administrators as providing effective orientation and induction activities (Hope, 

1999).The staffs always doubt the leaders regarding to politics and complain by saying leaders made 
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biases over burden teachers and using autocratic leading style. The two supervisors replied that there 

were no good communication between principals and teachers. Also they said that some principals 

were not professional to lead them. This means some of them were not trained in school leadership 

and PGDSL. On the other hand some teachers were replied that they have no interest to communicate 

with leaders, they have negative attitude towards leaders relating with politics. Therefore, no smooth 

relationship and well communication in the school. This indicate that there was no respecting and 

accepting the rule and regulation of the school extremely. There are many factors that may contribute 

to a strained relationship between administrators and teachers, but research has shown that the most 

recurring issues that arise are those in which the administrator has complete control. Lack of support 

from administrators is a pivotal reason for teachers abandoning the profession. Support from an 

administrator may vary from teacher to teacher, but many teachers view support from administrators 

as providing effective orientation and induction activities (Hope, 1999).The staffs always doubt the 

leaders regarding to politics and complain by saying leaders made biases over burden teachers and 

using autocratic leading style. 

The data were analyzed and interpreted using table (4, 5, 6, and 7) by percentage. Accordingly the 

researcher summarized the core finding of the study as follow;  

1. Majority of the respondents 73(62.4%) replied that school leaders did not apply that 

democratic leadership style at school level. 

2. Majority of the respondents 70(6o %) agreed that leaders applied autocratic leadership style at 

school level. Most of the time school principals used autocratic leadership style. 

3. The relation between the school leader and the teachers were poor. 

4. School leaders are not professional in leading the school. Generally, majority of the 

respondents 86(73.5%) agreed that there was lack of experience in managerial skills at school 

level. 

5. There were no two way communication between the leaders and the teachers. Generally,                

majority of the respondents 85(72.6%) agreed that there was lack of communication skill 

beside the leaders at school level.  

6. Majority of the respondents 66(54.4%) agreed that leaders show partiality among the staff. 

Leaders made bias and partiality among the teachers 
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7. They did not take risk and solve problem immediately. Majority of teachers 85(85%) agreed 

that principals avoid that risk taking at school level, while15 (15%) teachers were disagreed 

the idea. 

8. Majority of the respondents 91(77.7%) replied that principals did not well at coaching the 

staff to set achievable goal at the school level. Principals did not support collegial discussion 

and learning among staff. 

9. Many school leaders they came causes to increasing hostility between teachers, even they 

punish them by using their authority rather than motivating them.  

5.2. Conclusion  

Based on the finding of the study the following conclusion have been drawn .The school have to 

maintain ,enhance and deliver quality education need strong relationship from teachers and school 

principals which are closely related with the school .However , as a result of finding showed that the 

relationship between teachers  and school principals were poor. Unlike that of teachers and school 

principals of relation were not good and in efficient .As the study indicated the leaders of the school 

were professional in teaching and they are now not on teaching but they leading the school .For this 

reason their leading style remains in traditional leadership form. 

 

They run for the organizational need only ,ignore the need of workers /staffs this results in creating  

partiality ,making biases ,less considerations and communication with subordinate /staff, failure to 

manage and leading the workers ,directing the staffs fully and correctly towards the achievements of 

the school objectives. All the  problem make the leaders of the school failure to satisfy 

simultaneously the need of the staffs and the need of the school .These factors affect the work 

relationship between teachers and the school leaders  in the selected school clusters. Leading styles 

were the factors that affect the work relationship between teachers and school leadership.  

Generally, to overcome the factor affecting work relation in schools the improvement of, professional 

leadership, qualified man power in school leadership styles at right position to maintain quality of 

education which provide relevant skills, knowledge, attitude and profession that makes teachers and 

leaders to come up with the real world of work as well as satisfy the need of the customers. 
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5.3. Recommendation 

Based on the findings and conclusions the study comes up with the following recommendations.  

1. The school leaderships have to have the knowledge of profession and skill in leading the 

school by taking train, workshop and experience sharing. 

2. To act the overall school activities all parts of stake holders such as teachers, principals, vice 

principals supervisors and another concerned body should be act jointly and cooperatively. 

3. The school leaders have to avoid partiality and making biases based on some criteria and give 

service and equal opportunities for all staff members. 

4. The school leaders and woreda Education office have to give equal consideration for both 

teachers‘ needs, moral, motivation and the school needs.  

5. All the stake holders / teachers, community and school leaders/ responsible to promote the 

work relationship between the teachers and school leaders. 

6. School leaders should foster teachers, students to increase their role in school activities which 

positive impact on maintaining quality of education. 

7. School leaders should motivate teachers and staff members by giving reward to bring strong 

peaceful relationship between school communities.  

8. Woreda educational office would assign professional leaders to solve the problem. 
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Appendix A 

 

A Questionnaires for teachers and school principals 

Dear Respondent 

The purpose of this questionnaire is prepared for teachers and school principals to collect data about the factors 

affecting the work relationship between teachers and school principals in West WollegaZone, Nejoworeda in 

selected primary schools. 

Direction; Give your response by circling the letter of your choice or write on the question paper. 

No need of writing your name, address on the question paper. 

I. Personal information 

1. Sex A. Male B. Female 

2. Service year. A .1-5 years   B. 6-10 years C .11-15 years D. above 15 years 

3. Education level. A.TTI   B. Diploma C .Degree D. Other 

4. Major subject of your profession_________________  

II. Questionnaires 

From 1 to 5 using a Liker scale as 1= strongly disagree, 2= disagree, 3= neutral, 4= agree, 

and 5= strongly agree. 

Table 4.Implementation of leadership style at school level 

S/

N  

Questionnaires  Responden

ts  

Likers scale Total 

Strongly 

disagree 

Dis agree  Neutra

l  

Agree  Strongl

y agree  

F % F % F % F % F % F % 

1 School principals 

follow autocratic 

leadership style.  

Teachers              

Principal             

Vice-

principal 

            

Total             

2 School principals 

follow democratic 

leadership style.  

Teachers              

Principal             

Vice-

principal 
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Total             

3 School principals 

follow laissez-faire 

leadership style.  

Teachers              

principal             

Vice- 

principal 

            

Total             

4 School principals 

follow 

paternalistic 

leadership style. 

Teachers              

principal             

Vice-

principal 

            

Total             

 

Table5. The state of principal-teacher relationship in the school. 

S/

N  

Questionnaires  Respondent

s  

Likert scale Total 

Very low  Low  Moder

ate  

High  Very 

high  

F % F % F % F % F % F % 

1 Skillful at 

encouraging and 

organizing the staff 

to work in teams.  

Teachers              

Principals             

  Vice-

principals 

            

Total              

2 School principals 

show partiality 

among staff. 

Teachers              

Principals             

 Vice-

principals 

            

Total              

3 Supporting collegial 

discussion and 

learning among 

staff. 

Teachers              

Principals             

  Vice-

principals 

            

Total              
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.Table 6 Factors that influence the principals-teachers relationship.  

S/

N  

Questionnaires  Respondents  Likert scale Total 

Strongly 

disagree  

Dis 

agree  

Neutral  Agree  Strong 

agree  

F % F % F % F % F % F % 

1  Lack of planning. Teachers              

Principals             

Vice-

principals   

            

Total              

2 Lack of organizing, 

monitoring and 

motivation abilities 

Teachers              

Principals             

 Vice-

principals 

            

Total              

3 Lack of 

communication 

skill.   

Teachers              

Principals             

  Vice-

principals 

            

Total              

4  Lack of experience 

in managerial skills.   

Teachers              

Principals             

  Vice-

principals 

            

Total              

5 Avoiding risk 

taking 

Teachers             

Principals             

Vice-

principals 

            

Total             
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Table7. To what extent school principals solve factors that affect principal-teachers relationship 

S/

N  

Questionnaires  Respondent

s  

Likers scale Total 

 Very low Low Moderat

e 

high  Very 

high  

F % F % F % F % F % F % 

1 Good at 

coachingthe staff to 

set achievable goal.  

Teachers              

principals               

Vice-

principals 

            

Total              

2 Care on teacher‘s 

needs, moral and 

motivation. 

Teachers              

Principals             

Vive-

principals 

            

Total              

3 Good at 

environmental 

relations 

Teachers              

Principal             

Vice-

principal 

            

Total             
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Appendix B 

 

GAAFANNOO BARSIISOTAA ,QINDEESSAA FI ITTI AANAA QINDEESSAAF QOPHAA‘E. 

Kaayyoongaafannoonkunqophaa‘eefGodinaWallaggaLixaaAanaaNajjoomanabarumsaasadarkaa 

Tokkoffaakeessattiwantootawalittidhufeenyabariisotaa fi 

geggessitootamanneenbarnootairrattidhiibbaagodhanodeeffannoofunaannachuutiif. 

Kabajamoofedhadeebisakeessaniinakkanuudeebsitanisingaafanna. 

ODEEFANNOO DHUUNFAA 

1.SaalaA,dhiira B, dhalaa 

 2Tajaajila    waggaan     A 1---5,B  6-10,    C 11-15, D16 fi ol. 

Sadarkaabarnoot     A,TTI,B,DIPLOMAA, C,DIIGIRII  D,KAN BIROO     

Gosabarnootaabarsiistan------------------------.       

 GAAFANNOO. 

Gabatee 4 Sadarkaamanambarumsaattihojiirraoolmaageggeessummaa 

T/

L 

Gaafannoo Hirmaattota Safartuu Waliigala 

B/ittiwal

iihingalu 

Ittiwaliih

ingalu 

Keessa

ahinqa

bu 

Ittinwalii 

gala 

b/ittiw

alii 

gala 

F % F % F % F % F % F % 

1 Geggeessitooonnib

ulchiinsaabbaairru

mmaannigeggeess

u 

Barsiisaa             

Qindeesssa             

I/Aqindeessa             

Waliigala             

2 Geggeessitoonnibu

lchiinsadimookraat

awaannigeggeessu 

Barsiisaa             

Qindeessaa             

I/A 

qindeessaa 

            

Waliigala             

3 Geggeessitoonnibu

lchiinsaakkafeetee

Barsiisaa             

Qindeessaa             
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nnigeggeessu I/A 

qindeessaa 

            

Waliigala             

4 Geeggissitoonnige

ggessummaaabbu

mmaanifayyadamu 

Barsiisaa             

Qindeessaa             

I/A 

qindeessaa 

            

Waliigala             

 

Gabatee 5 Sadarkaamanabarumsaattihariiroogeggeessaa fi barsiisotaa 

T/

L 

Gaafannoo Hirmaattota Safartuu Waliigala 

b/gadibu‘a Gadibu‘a g/gale

essa 

olaanaa b/olaa

naa 

F % F % F % F % F % F % 

1 Gareengurmeessuuf

hojjechiisuufdandeet

tiguutuuqabu 

barsiisaa             

qindeessaa             

I/A 

qindeessaa 

            

Waliigala             

2 Geggeessitootnigara

agarummaaistaafiigi

dduuttinimul‘isu. 

barsiisaa             

qindeessaa             

I/A 

qindeessaa 

            

Waliigala             

3 Mareehiriyyummaa 

fi 

waliinhojjechuunijaj

jabeessu 

barsiisaa             

qindeessaa             

I/A 

qindeessaa 

            

Waliigala             
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Gabatee 6Wantootawalittidhufeenyageggeessi too taa Fi baysiisotairrattdhiibbaageessisan 

T/

L  

Gaafannoo Hirmaattota Safartuu waliigala 

B/ittiwal

iihingalu 

Ittiwalii

hingalu 

Keessaah

inqabu 

Ittinwal

iigala 

b/ittiw

aliigal

a 

F % F % F % F % F % F % 

1 Rakkookaroorsuu Barsiisaa             

Qindeessaa             

I/A 

qindeessaa 

            

Waliigala             

2 Rakkoogurmeessuu

, to‘achuu fi 

jajjabeessuu 

Barsiisaa             

Qindeessaa             

I/A 

qindeessaa 

            

Waliigala             

3 Hanqinaqunnamtii Barsiisaa             

Qindeessaa             

I/A 

qindeessaa 

            

Waliigala             

4 Hanqinamuuxanno

ogeggeessummaa 

Barsiisaa             

Qindeessaa             

I/A 

qindeessaa 

            

Waliigala             

5 Rakkoomudatudurs

afudhachuudiduu 

Barsiisaa             

Qindeessaa             

I/A 

qindeessaa 

            

Waliigala             
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Gabatee7Geggeessaanmanabarumssaahammamrakkoohoggansaafi 

barsiisotagidduuttimudatanfura 

 

T/

L 

Gaafannoo Hirmaattot

a 

Safartuu Waliigala 

b/gadibu‘a Gadibu‘

a 

g/galees

sa 

olaanaa b/olaana

a 

F % F % F % F % F % F % 

1 Gurmaainsiistaafiig

almadhumaaga‘uuf

gaariidha. 

Barsiisota             

Qindeessaa             

I/A 

qindeessaa 

            

Walii gala             

2 Fedhii ,hamilee fi 

kaka‘umsabarsiisot

aafeeggannaanigod

ha. 

Barsiisota             

Qindeessaa             

I/A 

qindeessaa 

            

Walii gala             

3 Hariiroogaariinmoo

raa fi 

naannoowajjinjira 

Barsiisota             

Qindeessaa             

I/A 

qindeessaa 

            

Walii gala             
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Appendix C 

Interviews forschool supervisors 

1. What are the factors that impact principal-teachers relationship? 

2.  Do principals are risk taker and problem solver at the school level? 

3. How principals provide collaborative team work with teachers? 
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Appendix D 

GAAFFII AFAANII SUPPERVAAYIZEROOTAA MANNEEN BARNOOTAAF  QOPHAA ‘E 

Kabajamoodeebisookeenyaa‘ wanttoota sin gaafanukanaaffedh a keessaniinnuudeebisaa 

IOdeeffannoodhuunfaa 

maqaakeessan----------------------------------------------------------------- 

Saala----------------------- sadarkaabarnootaa------------------------------------------- 

Umurii-----------     Gosabarnootaa------------------------------ Gita irrajirtan     -------------------------      

manabarumsaairra a barsiiftan------------------------------------------------------------- 

1. Hariiroohogganaafibarsiisotagidduuttiwantoonnidhiibbaageessisanmaalfaadha? 

2. Hogganaanmanabarumsaarakkoouumammuufdursaittigaafatamummaajfudhachuunnifuraa? 

3. Hoggansimanabarumsaaakkabarsiisonniwaliinta‘uungareenhojjetaniifhaalanimijeessaa?  

 

 

 

 

 

         

 

 


