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ABSTRACT 

The purpose of this study was to identify the Leadership style practiced by principals 

in Addis Ababa Secondary schools and identify factors that affect leadership styles. 

To carry out this study a descriptive Survey design was employed. Participants of the 

study were 132 teachers, 24 principals and 36 student representatives selected by 

using stratify sampling method and the secondary schools are selected by simple 

random sampling methods. The data for the study were collected using a 

questionnaire. The quantitative and qualitative data analysis method were employed 

the data. Data obtained through questionnaire were analyzed and summarized using 

statistical tools. The statistics were entered into Statistical package for the Social 

science (SPSS Version 20.0) soft ware analysis. Statistical measures were performed 

on quantitative data assembled from the respondents; frequency count, Percentage, 

mean, standard deviation and also the t-test while qualitative data were analyzed by 

combined to describe the explanation items of the quantitative data. The findings of 

the study revealed that the position attainment and qualification of principals were 

well-matched in those secondary schools. The findings indicate that a democratic 

leadership style was dominantly employed by secondary school principals but 

changes depending in the situation in the school. Finally, based on the findings and 

conclusions, recommendations were made on capacity building and empowering of 

principals to do their work effectively, in turn, encouraging participatory approach 

of leadership. Furthermore, Addis Ababa Education Bureau is  responsible  to  give  

directives  and  guidelines  in  the  case  that  whenever shortcomings  and  gaps to 

organize trainings, seminars and workshops for school principals on how to use the 

democratic leadership style effectively in their schools based on the situation and to 

enhance their capacity.  
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CHAPTER ONE፡  

Introduction 

The main purpose of the study is to assess the leadership styles of government secondary school 

principals in Addis Ababa. It begins with a brief background of the study and continues with 

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

study, limitation of the study, clarification of basic terms and Organization of the study. 

 

1.1 Background of the Study  

The issue of leadership styles is a major and basic concern for all organizations and institutions in 

various countries. Different countries around the world have been attempting to highlight and stress 

the concept of efficient leadership styles in various ways in their organizational daily activities, 

programs, and performance, for example, England, Nigeria. In Ethiopia, there is rapid and 

increasing awareness in various sectors and fields in line with a sharp increase in the number of 

teachers, including the educational institutions such as universities, colleges, schools and others 

which are indirectly related to educational domain ESDP III (MoE, 2011). 

The Education and Training Policy set aims and objectives, which is to: produce skilled man power 

with the necessary quality and quantity to meet the national socio-economic development 

requirement, to bring up citizens who understand, respect and defend the constitution, a citizen who 

respects democratic values and human rights moreover with good work culture and ethics (MoE, 

1994). That is why currently, the government of Ethiopia made the education sector its agenda to 

ensure the provision of quality education for all citizens, which was launched as a major national 

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

these aims and objectives, the school leaders have important roles to play. Among this roles include 

providing effective leadership in primary and secondary schools, thereby enhancing better job 

performance among teachers. In supporting this issue( Crum & Sherman, 2008) stated that the 

school leaders needed to provide highly valued, insights into their daily styles that foster  

environment which is supportive of high teachers’ performance. These roles are categorizein; 

developing personnel and facilitating leadership responsibility, delegation and empowering team, 

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

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

conducive atmosphere for teaching and learning: efforts in undermine teachers in decision making, 
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immutable communication with teachers’ and delegation of duties at schools is considered as the 

most influential of the teachers’ performance within entire school atmosphere that not applying 

efficient leadership styles (Love 1993, Moore, Cheng and Dainty, 2002 and UNESCO, 2006).  

 Successful school leaders have been taught to be, due to the different styles that are used in their 

administration process. The school leaders’ leadership style influences the efficiency and also the 

effectiveness of the teachers’ performance in school (Alageheband, 1997). Several researchers have 

defined leadership style in different countries and in different contexts. (Chandan, 1987) 

define leadership style is the ingredient of personality embodied in leaders that causes subordinates 

to follow them. Okumbe, (1998) on the other hand defines leadership styles is particular behaviors 

applied by a leader to motivate subordinates to achieve the objectives of the organization. In view 

of the foregoing, leadership style were defined in various ways. It refers to the underlying needs of 

the leader that motivate his behavior (Siskin, 1994; Okeniyi, 1995). It is the manifestation of the 

dominant pattern of behavior of a leader (Olaniyan, 1999; Okurumeh, 2001). It is also a process 

through which principal influences a teacher or group others in the attainment of educational goals 

(Akinwumiju and Olaniyan, 1996; Adeyemi, 2006). Therefore, the Leadership style of a school 

leader depends on the leaders’ behaviors. This behavior is the main foundation for choosing 

efficient leadership style (Douglas, 1996). 

Similarly, Maicibi (2005) contends that without a proper leadership style, effective performance 

cannot be realized in schools. In addition, Daniel (2007) indicated that school leaders need adequate 

knowledge and skills of selecting and using appropriate leadership styles as the situation requires in 

order to successfully achieving the goals of their schools. Therefore, it is imperative that they learn 

and understand the importance of the styles that enhance positive performance in the schools. As 

such, leadership style occupies an important position in school administration as the school leaders 

who controls schools’ resources used them resulted in positive achievement of educational goals 

(Adeyemi, 2004). Basically, such achievements in primary and secondary schools are dependent on 

three identifiable leadership styles namely; autocratic, democratic and laissez-faire (Lunenberg 

&Ornstein, 1991).Thus, it is no doubt that there is mounting pressure by styles of leadership among 

school leaders of governmental schools in Ambo administrative town. It seems however that many 

school leaders have not considered their styles of leadership as determinants of successes in their 

schools. The schools’ leadership styles could be measured through their qualifications, training, 

experience, school decision making, and their experience to delegate authorities, teachers’ freedom 
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to do their duties, and interact with each other and with their school leaders freely. It therefore goes 

without saying that if the secret of effective staff leadership lies in the leadership style that is 

adopted, then it is clearly important to identify the features of such a style. This showed that lack of 

skill in leadership styles is cause for schools achievement gap. 

Most educational experts consider principals as the driving force and main source of the 

school development and academic growth of students . The successes of school principals 

have been thought to be, due to the different styles that are used in their administration 

process. The principal’s leadership style influences the efficiency and also the effectiveness 

of  the schools and it is the function of other several inter-related factors like the employee’s 

level of psychological and social maturation at work and their main expectations 

(Alageheband, 1997).  

Inmost cases, leadership style of a principal really depends on the leaders assumptions about 

humanbeing, human nature and human learning. These assumptions consciously and 

unconsciously are the main foundation for decision making and choosing a leadership style 

(Bayst, 1998). 

Leadership style is the patterns of behaviors which a leader adopts to influence the 

behaviors of his/her followers. Leadership styles vary depending on the character of the 

leader. Each characterhas its own style, so that leadership styles can be described as “the 

kind of behavior and abilities which the manager has and which enables him to interact with 

the employees to achieve goals” (Holmes,G.1993). Strengthening this idea, Kinard, (1988: 

326) wrote, “Leadership style is a behavior pattern, which a leader exhibits in directing the 

behavior of the employees toward the attainment of personal or organizational goals.” 

 

Different experts have identified different leadership styles with distinctive characteristics. 

Forexample (Bass,B.&Avolio,B.1994) presented a full range leadership theory according to 

which threeleadership styles known as transactional, transformational, laissez-fair were 

identified. Douglas(1996), Robbins and Caulter (1999) claimed that decisions by leaders 

depend on these threeleadership styles which are democratic, autocratic and laissez-fair. A 

democratic style ischaracterized by co-ordination, co-operation and 

collaboration.Yukl.G.A.(2002), states that autocratic leadership style allows no participation 
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in decision and laissez-fair which is also known as free rein leadership style empowers 

subordinate to work with freedom and free-will. 

 

To rebuild the organization, the leader is considered to be one of the most critical factors 

that play a significant role in high performance school. Thus, no doubt that there is 

mounting pressure of leadership styles among principals of secondary schools in Addis 

Ababa. However, many school principals have not considered their leadership styles as 

determinants of schools’ performance. In this regard, Brumbach (1998), stated that it 

necessary to find the effects of principal leadership style on school performance. In the 

same argument Mumbe(1995) conducted a study to investigate principal leadership styles 

and influence on academic achievement in secondary school. He concluded that democratic 

leadership style affected student and general school performance positively and motivated 

teachers to work with principals towards the achievement of school objectives. 

1.2 Statement of the Problem ` 

As the MoE (2013) noted that the quality of education depends on, among others, the presence of 

competent and committed school leaders, as they are instructional leaders, focus on helping teachers 

to improve their classroom performance and make academic instruction as their schools top 

priority. In one way (MoE ,2010) argued that school leaders need to have the theoretical 

knowledge, skill and adequate experiences in school leadership and management and/or should 

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

active and effective leadership style in school improvement programs. 

The essential role of leadership in any organization has been pointed out by Sharma 

(2005:179), all successful organizational activity is a result of the exercise of creative 

leadership towards some mutually accepted attainable objectives. Moreover, organizations 

are places of determining the future fate of the national and that of its attendants and 

produce skilled and trained human power that could solve the problem of a country.  

 

On the other hand, the major cause of failures for organization including schools can be 

ineffective leadership. It is essential to provide effective leadership at the school level as 

schools are the scene of implementing educational programs. Based on her study 
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McEwan(2003:11-14) has found out that lack of skills and training, teacher cooperation, 

vision and good will, and shortage of time are common impediments to educational 

leadership effectiveness. Inadequate leadership at the school level is the one that adversely 

affects the progress of education because success in any educational institution depends 

significantly on effective and sound leadership. 

 

Moreover, the principal personality, vision, extent of commitment, human relation skill’s 

etc. can serve to constrain/hamper the exercise of leadership. Strengthening this idea, 

Gorten(1983:264) states that if the principal doesn’t possess the appropriate personal 

qualities needed, the absence of these characteristics can be self–constrain out leadership 

responsibilities properly.  

 

In light of the above ideas, government secondary school principals in Addis Ababa are 

expected to perform well with educational leadership activities such as management of 

resources, public relation and involving and working with parents, working with school 

communities in different school affairs, student discipline, curriculum improvement, 

professional development and evaluation to meet needs of the educational objectives, 

supervision, research work, goal clarification, planning and provision of instructional 

materials (MoE, 1994 E.C: 32-39). 

 

However, from my own experience of secondary school as a vice principal for the past five 

years in Addis Ababa and from observation at different educational conferences, annual 

educational evaluations and supervision reports, almost all secondary school principals in 

the sub city have been fulfilled the required educational level or first degree for the principal 

position. But, almost all secondary schools are not managed by professional principals those 

who are graduates of Educational Leadership. Rather they were drawn from different fields 

of study. 

 

Therefore, the purpose of this study was to investigate the educational leadership 

stylespracticed in Government Secondary schools. To this effect, the following basic 

research questions are employed. 
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1.What is the selection criteria adopted for the principal ship position? 

2. Are schools principals qualified, trained, and experienced enough to lead secondary 

schools effectively?  

3. Which leadership styles do school principals predominantly exercise to work best in 

secondary schools?  

4. What are the major Factors Affecting Principals’ Leadership Style in the government 

secondary schools in Addis Ababa?  

 

1.3 Objective of the Study  

1.3.1. General Objective  

The study is designed to identify the leadership styles of principals in Secondary schools in 

Addis Ababa. 

1.3.2. Specific Objective  

The specific objectives of the study were: 

To examine the major problem of principals' leadershipStyle in the practice of 

government secondary schools in Addis Ababa. 

Find out to what extent secondary school principals have experience in the related field 

to perform their educational leadership role.  

1.4. Significance of the Study  

Any organizational leaders could play a great role in the development of the organization, and 

give appropriate and integrated service to the society members’ as well as to the workers in the 

Organization in particular. Unless fruitful and appropriate leadership style is used, the achievement 

of organizational goal would be unsuccessful. 

The study is expected to have the following importance.  

Leaders of educational institutions would get some ideas on how to become effective in 

their leadershipStyle   practices, moreover, they could realize the events which influence 

their institutions strength and weakness; and develop their own leadership styles to meet the 

recurrent and the change which the institution’s needs. 
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It may help the educational leaders of secondary school to be aware of the major problems 

they face so that they may find ways and means to alleviate them.  

It may throw light on the nature of the problem and initiated the concerned body to 

undertake further research work.  

It may encourage the concerned bodies to take the necessary action to address those 

identified problems and help to improve the leadership effectiveness in government 

secondary schools.  

The study conducted by Ermias (2014) revealed that leadership styles; Autocratic, Democratic and 

Laissez faires styles were practiced by different degrees among school leaders of secondary schools 

in the East Badawacho District, Hadiya Zone, and SNNP. From the findings, it was recommended 

that school leaders should use democratic and laissez faire styles of leadership in their school 

administration in order to enhance better job performance among teachers. The use of the autocratic 

leadership style should be practiced only when there is shortage of time for discussion and staff is 

new and inexperienced. 

1.5. Delimitation of the Study  

In Addis Ababa there were ten sub cities with sixty three government secondary schools and 

it was difficult to cover all this schools in the study, because it needs large amount of 

human, financial, materials and time resources. Thus, to make the study manageable, the 

study was delimited to the leadership style practices and the major factors affecting 

principals’ leadership Style of government secondary schools in Addis Ababa problems of 

secondary school leadership in Addis Ababa City Administration mainly in four sub – cities 

that includes twelve secondary schools which is found in Gulelle, Arada, Kirkos and Yeka 

sub - cities. As a major focus of the study, it is delimited to current leadership style practices 

chiefly required of educational school principals. Considerable attention is given to the main 

function of principals’ practice in the school leadership style. 
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1.6. Limitations of the Study  

Gay and Airasian(2000) defined a limitation as some aspect of the study that a researcher 

knows may negatively impact the study, but over which they have no control. Any research 

activity requires availability of sufficient time and accessibility of the relevant current and 

related materials in carrying out of the study at hand. The researcher did not find his walks 

free from these problems.  

 

This study could have been more objective and comprehensive if it had wider coverage of 

the study population, however, because of the limited period of the study, and resource as 

well, it is delimited to the sample area of the study only. Another barrier that came across in 

the process of data collection are refusal of some teachers and few principals of some 

schools not to fill the questionnaire for unbelievable grounds such as lack of time, fear of 

sensitivity of the questionnaire contents. Some of the teachers are not volunteered to be part 

of the study for reason undefined. The response expected from them might contributed to 

the final findings negatively or positively. Regrettably non returned questionnaire are also a 

limitation for the study. 

 

1.7. Definition of the Key Terms  

Leader: -is concerned with the spiritual aspect of their work, that is, they have followers 

who deeply believe in them and they possess a latent power in organizations (Adair,2004). 

Leadership: A process of mutual influence fusing thought, feeling and action to produce 

cooperative effort in the service of purposes and values of both the leader and the led 

(Bolman and Deal, 2008). 

Principal: The highest ranking administrator in schools who plays multiple roles: school 

manager, instructional leader, and the leader of the school reform in developing and 

implementing policies, programs, curriculum activities, and budgets in a manner that 

promote the development of students and staff members (Good, 1973).  

Leadership Style: The consistent behavior patterns that they use when they are working 

with and through other people as perceived by those people (Hersey and Blanchard,1996). 
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Secondary/High schools: Educational institutions that includes both general education 

courses (9 – 10) and preparatory studies (11 –12) in Ethiopia (MoE, 1994).  

Sub cities: An intermediate administration level between Addis Ababa City administration 

and Woreda administration. 

 

1.8. Organization of the Study  

This thesis was organized into five chapters. Chapter one deals with the introduction which 

encompasses background of the study, statement of the problem, objectives of the study, 

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

terms and organization of the study and. Chapter two deals with review of related literature. 

Chapter three discusses the research design and methodology, chapter four deals 

Presentation and Analysis of data and the 5th chapter contains the summary, conclusion and 

useful recommendation based on the findings for the research questions. At the end, a list of 

reading materials will be attached as appendices. 
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CHAPTER TWO: Review of the Related Literature  

The major purpose of this chapter is to provide the thesis with The Concept and Nature of 

Leadership,Leadership and Management, Difference between Leadership and management, 

Leadership Styles, Factors Affecting Principals’ Leadership Style,and Countries Experience 

in Educational Leadership,Educational Leadership Development in Ethiopia,School 

Leadership and Change,Transactional Leadership, Transformational Leadership,The 

Applicability of Transformational Leadership Models in Ethiopia,Leadership Theories, 

leadership skills, Leadership in education. 

 

2.1 The Concept and Types of Leadership Styles 

According to different writers, the concepts and definition of leadership style viewed in the context 

of their perspectives and philosophy. However, in this chapter, the researcher reviewed the related 

literature on leadership styles on school leaders. These included theoretical review, conceptual 

model and literature related to the communication, decision-making and delegation specific 

objective. 

2.1. 1.The Concept of Leadership Styles 

The terminology style is roughly equivalent to the leader’s behavior. It is the way in which the 

leader influences the followers (Luthans, 1977). There are many ways to lead and every leader has 

his/her own leadership style. Some of the more common styles include autocratic, democratic, and 

laissez-faire. In the past several decades, management experts have undergone a revolution in how 

they define leadership and what their attitudes are toward it. They have gone from a very classical 

autocratic approach to a very creative, participative approach. 

There are many leadership styles proposed by other authors that can be exhibited by leaders in 

politics, business, education or other fields .Studies on leadership styles are expressing an approach 

that stressed on holistic view of leadership. The leader’s intellectual capacity that help to 

conceptualize solutions and acquire knowledge to do job. The leader conceptual abilities apply 

agility, judgment, innovation, interpersonal acts and domain of knowledge Goleman (2000). 

Mozzarella and Smith (1989) described leadership style as manner a leader leads, which is reflected 

in some of things school leaders do which include: how they communicate leadership, exercise 

power and authority and the effect of these have on teachers, and other school staff members. 
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Leadership style is the ability to move a group towards a common goal that would not be met if a 

leader had not been there (Graham, 1997). 

Leadership style refers to leaders’ behaviors and attitudes of governance and supervision. It is the 

result of personality, traits, experience, attitude and philosophy of the leaders (Andrzy, 2004). 

Owens (1991) opines that leadership styles determined by what the school leader does to motivate 

the subordinates to put in their best to accomplish the set of school goals. He observes that some 

leader set higher value on task accomplishment while, some, on maintain good interpersonal 

relationship. Litwin and Strangers (1968) research indicates that leader is spurred to embrace 

certain styles based on his/her underlying attribute and workplace goals. Hersey and Blanchard 

(1993) observed that a leader develops his/her style over a period of time from experience, 

education and training. These authors claim that leadership style is more of how subordinates 

perceive their leader’s behavior than how the leader thinks he behaves because his/her subordinates 

will treat him/her behavior in various situations. This implies that teachers’ assessment of school 

leaders is most likely to be leadership styles of leading the school. Every leader in every 

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

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

influencing people so that they strive willingly and enthusiastically towards the accomplishment of 

goals. In the same manner, Ukeje (1999) observes that leadership means influencing people to work 

willingly towards the achievement of the organizational goals. A leader cannot work alone; he must 

have people to influence, direct, carry along, sensitize and mobilize towards the achievement of the 

organizational goal. The manner that leader performs these roles and directs the affairs of the 

organization is referred to as his/her leadership style. 

Leadership style therefore is the way a leader leads. Some leaders are more interested in the work to 

be done than in the people they work with while others pay more attention to their relationship with 

subordinates than the job. Whether a leader emphasizes the task or human relations is usually 

considered central to leadership style. 

 
Chandan,( 1987) define leadership style is the ingredient of personality embodied in leader s that 

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

particular behaviors applied by a leader to motivate subordinates to achieve the objectives of the 

organization. The school leader is in a unique position as the manager or administrator who controls 
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school’s resources for the purpose of achievement of educational goals and can accelerate the 

process of schools development or can demolish the progress of education (Oyedeji, 1998 & 

Adeyemi, 2004).As such; a leadership style occupies an important position in school management. 

 

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

objectives, establishing structures, managing and motivating personnel and providing leadership 

(Daresh 2002). However, Nathan (1996) asserts providing leadership is a very essential component 

of a leader’s role. The leadership style leaders choose to perform the above mentioned roles will 

determine whether they will accomplish the task at hand and long-term organizational goals or not, 

and whether they will be able to achieve and maintain positive relationships with staff (Mozzarella 

& Smith 1989). 

2.2. Types of Leadership Styles 

Different types of leadership styles exist in work environment. Advantages and disadvantages exist 

within each leadership style. The culture and goal of organization determine the leadership style fits 

the organization best. Most organization offer Several Leadership styles within organization, 

dependent upon necessary tasks to be completed. Kurt Lewin and his colleagues presented three 

fundamental leadership styles. They distinguished democratic, autocratic and laissez-faire 

leadership styles with their unique characteristics (Lewin, Lippitt.& White, 1939; White & Lippitt, 

1960). 

2.2.1 Democratic Leadership Styles 

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

According to Goleman (2002), democratic organizations typically have the following six 

characteristics: policies are determined by a group of organizations, technical and job performance 

measures are discussed so they are understood by all, leaders provide advice to members in regards 

to implementing tasks, members are free to choose with whom they work, the group determines the 

distribution of tasks, and leaders try to be objective in giving praise and criticism. 

 

Goleman (2000) also states that leaders using a democratic style of leadership build consensus 

through participation, and these leaders also expect a higher level of excellence and self direction. 

These leaders have time to listen and share ideas with their followers. They also tend to be more 
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flexible and are responsive to one’s needs. They are able to motivate teachers to participate in 

decision-making and are respectful. 

 

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

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

with various people in the organization. The leader attempts as much as possible to make each 

individual feel that he is an important member of the organization. Communication is 

multidirectional while ideas are exchanged between employees and the leader (Heenan and Bennis 

1999). In this style of leadership, a high degree of staff morale is always enhanced (Mba, 2004). In 

other words, consultation, teamwork and participation are the common key characteristics of 

successful schools. House and Mitchell (as reported in Oyetunyi, 2006) suggest that a leader can 

behave in different ways in different situations. The following are the four kinds of leaders’ 

behavior: 

 

2.2.1.1 Directive Style 

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

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

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

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

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

2.2.1.2 Supportive Style 

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

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

subordinates. He/she creates an emotionally supportive climate. This style is effective when 

subordinates lack self-confidence; work on dissatisfying or stressful tasks and when work does not 

provide job satisfaction (Hoy & Miskel, 2001). 

2.2.1.3 Participative Style 

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

seriously when making decisions. This style is effective when subordinates are well motivated 

and competent (Lussier & Achua, 2001). 
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2.2.1.4 Consultative Styles 

The leader has substantial but not complete confidence and trust in the employees. Although 

general decisions are made by the leader, he/she seeks the opinions of the employees, but he makes 

the final decision. The employees have positive attitudes toward the organization, the manager and 

their work. When the employees feel that enough consultation has not taken place, they publicly 

accept orders from the manager, but sometimes covertly resist the order by subordination, 

especially when the manager decides on majority rules principle (Owens Communication flows 

from and to the hierarchy. The manager consults through relevant channels, with subordinates. 

They in turn consult with him/her on matters they would like to bring to his/her attention (Brown 

well 1985). Control is mainly at the top. Middle management usually delegates tasks to control 

subordinates at lower levels. This is done in terms of appraisal, evaluation and supervision. 

Subordinates perceive control as a way of maintaining the set of standard (Ukeje 1992).  

 

2.2.1.5 Achievement-Oriented Style 

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

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

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

(consideration) behavior. This style works well with achievement-oriented subordinates (Lussier & 

Achua, 2001). 

It is concluded that a leader with democratic leadership style employs guidance in decision making, 

especially decision affecting his employees by giving paramount attention to their feelings by 

sharing information and creating a pleasant working relation in the organization. Kojo (2001) avers 

that “In conflict management and resolution,” the democratic leader will usually employ wide 

consultation, dialogue, persuasion and above all, compromise as vital tools for achieving a stable 

and enduring tranquility within the system. At all times, the democratic leader makes available his 

advice and suggestion to his employees. 

2.2.1.6 Characteristics of Democratic Leadership Style 

Democratic leadership style is characterized by an “I share “ philosophy that it involves team 

members in identifying essential goals and developing procedures for reaching those goals 

(Daniel,2002).The democratic leadership style is just it is all about making decision as a group. The 

team shares the responsibility for making decisions, making changes, and making deadlines. The 
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leader delegates a great deal of the work, letting others have a say in what portion of the work they 

take on. The leader seeks continual feedbacks and looks for opportunities for development for both 

himself and his team. This is a popular style because when it is done well, it creates harmonious, 

productive and involving workforce, (Chris peels, and 2004). 

 

The primary characteristics of democratic leadership signifies that group members are encouraged 

to share ideas and opinions, even though the leader retains the final say over decisions and members 

of the group feel more engaged in the process leading to encouragement of creativity . Participation 

is a core characteristic of democratic leadership; and the ideal of democratic leadership is friendly, 

helpful, and encouraging participation (Luthar, 1996). Again, Wilson, George, Wellins, and Byham 

(1994). On the other hand, Kuczmarski (1995) talked about the distinctiveness of a democratic 

leader as erudite, influential, motivating, a winner of cooperation, a provider of logical 

consequences, encouraging, permitting of self-determination, guiding, a good listener and 

respecting, and situation-centered. Gastil (1994) defined the characteristics of democratic leadership 

as distributing responsibility among the membership, empowering group members, and aiding the 

group’s decision-making process. 

 

2.2.1.7 Communication Pattern of Democratic Leadership Style 

Democratic leaders get jobs done by using parliamentary procedures and majority decision making 

(Bass, 1981). These leaders believe that “Two heads are better than one” (Hackman & Johnson, 

2004). Democratic leaders display supportive and participative communication. They perform 

effective jobs and also encourage others to participate in creating goals. Additionally, these leaders 

ask for other members’ attitudes and appreciate others’ opinions. Hackman and Johnson (2004) 

noted that the democratic leader does not feel intimidated by the suggestions provided by followers 

but believes that the contributions of others improve the overall quality of decision making. 

Therefore, these leaders treat their subordinates with care and share reward and punishments with 

them.  

2. 2.1.8 Benefits of Democratic Leadership style 

Miligron (1991) and Ittner (2002) demonstrated that democratic leadership style in situation, when 

team members are often more dedicated to their work because they feel that they have had input not 

only just what is done but also how it is done. They take ownership of situation because that 
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ownership is entrusted to them, and they are usually willing to work harder because they know that 

they share in the credit. The sharing of credit also goes along way of reducing the amount of 

internal conflict because less need for competition (Heneman and Gresham, 1999). If employees 

know that the whole team shares responsibility for work, they are less likely to cover up mistakes 

and more likely to be honest about problem they see in the process. Since feedback is given and 

received continually, in the long term, decision making skills are naturally improved (Kirega, 

2006). Overall, the work environment tends to be more positive and collaborative. There are also 

tend to be less turnover because employees are invested the outcomes and they know that their 

leader also invests in their own development. This leadership style in that process allows for 

developing of additional leaders who can serve the organization at later day (Daniel, 2002). 

 

Bondman and Cornwall (2004) concluded that when organization needs creative problem solving, 

conducting meetings for organization or department, training people for leadership roles and 

performing the day to day organizational tasks. This style provides confidence to employees who 

will help them for meeting deadlines, and departmental goals, to provide efficient team inputs. 

 

2.2.1.9 Downsides of Democratic Leadership Style 

The fact that everyone is in continually consulted in decision making process means that decisions 

cannot be made quickly. If there is a high pressure, or a need for fast decisions, this style doesn’t 

work. A democratic leader tends to be a regular group member in spirit without doing too much of 

the work because time consuming and lengthy discussion (White & Lippitt, 1960). In fact the leader 

may be forced to change to an autocratic style in some cases, which could cause some resentment. 

This kind of style requires that the leader must work at creating a balance between allowing others 

to take the lead and keeping control of the overall process Hackman and Johnson (1996) 

 

2.2.1.10 When to Use Democratic Leadership Style 

The democratic style is useful when it is important that every member of the team contributes their 

own creativity and knowledge to the process. When a leader to prioritize training and team 

development and take the time needed to give a chance to contribute, this style can produce a great 

result. It is a good way to create a new team of people who have not worked together before and 

need to get in gear quickly( Dessler & Starke, (2004). 
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2.2.2 Autocratic Leadership Style 

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

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

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

decisionmaking process, the leaders set all policies, the leader predetermines the methods of work, 

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

evaluation standards. Since this style of leadership usually only involves one person deciding, it 

permits quick decision-making. Although the autocratic style is relatively unpopular, in certain 

circumstances it can be an effective strategy, especially when the leader is short on time and when 

followers are not productive. 

 

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

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

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

the subordinates. He or she does not delegate authority nor permit subordinates to participate in 

policy-making (Smylie and Jack, 1990; Hoy and Miskel, 1992; John, 2002). 

 

2.2.2.1 Views of Autocratic Leaders 

Kendra (2012) Stated that the belief of autocratic leaders is that followers require direct supervision 

at all times, or else they wouldn’t operate effectively. This belief is in accordance with one of 

Douglas McGregor’s philosophical view of human kind, theory X. This theory proposes that it is a 

leader role to coerce and control followers, because people have an inherent aversion for work and 

will abstain from it whenever possible. Theory of X postulates that people must be compelled 

through force , intimidation or authority, and controlled, directed or threatened with punishment in 

order to get them accomplish the organizational needs. In minds of autocratic leaders’, people who 

are left to alone autonomously will ultimately be unproductive. 

 

Autocratic leader beliefs that his/her decision would be taken as golden rule and should never 

question and cannot be interrupted by anyone and their followers are bounded to work or follow the 

rules (Adair, 2002) Similarly Atchison and Hills (1978) have described that autocratic leadership 

styles by stating that the autocratic leader is in the centre of an organization, production oriented 
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and efficiency minded who gives firm directive, sets control and expects compliance. He makes 

decision alone by its own authority and expects his followers to carry them out without questioning. 

Under this type of leadership style, certain contribution originating from the subordinates which 

enhance the growth and over all development of the system onedisregarded. He regards himself as 

the sole native agent in the administration set up and considers his subordinates as passive receivers 

of the instructions, information and knowledge. 

 

The leadership in this case is often characterized by nagging, distrust and suspension. This is 

normally due to lack of effective communication between the leaders and subordinates. 

 

2.2.2.2 Characteristics of Autocratic leadership 

It is also known as authoritarian leadership, is a leadership style characterized by individual control 

over all decisions and little input from group members. Autocratic leaders typically make choices 

based on their own ideas and judgments and rarely accept advice from followers. Autocratic 

leadership involves absolute, authoritarian control over a group. Autocratic leadership is 

characterized by an “I Tell” philosophy that leaders tell their staff members what to do. This can 

give clear direction but it may also lead to a leader under value or ignore inputs from teams. Orders 

are given without explanation for the reasons or of future intentions. However, an autocratic 

approach is appropriate in some situations. It is valuable when organization face crises or when 

urgent problems arise that requires an immediate response (Daniel, 2002). 

 

The autocratic leader chooses to make majority of decisions on his or her own. These leaders prefer 

to keep control responsibility over the projects that they are assigned. This means that they aren’t 

very likely to delegate decision making to others. They prefer a clear structure and set rigid 

expectations. These leaders rarely consult with others and aren’t very interested in developing their 

own skills or those of their employees. This style of leadership is rather oldfashioned now, but it 

still exists because there are times when it still works best.  
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2.2.2.3 Communication Pattern of Autocratic Leadership 

The communication pattern of autocratic leaders downward that is one way communication from 

leaders to followers. Whenever, there is discussion, the interaction is dominated by the leaders. 

Autocratic leaders are poor listeners and they do not offer constant feedbacks. They focus on 

reward acquiescent obedient behavior and punish erroneous actions. Hackman and Jonson (2009). 

  

2.2.2.4 Benefits of Autocratic leadership Style 

There are several benefits to this type of leadership for the leader, including the reduction of stress 

because he or she knows that the followers are in complete control. Decision can be made quickly 

because there is no need to have a long consultation process before moving ahead. When speed is 

important this is a good choice as not only decisions are made quickly but employees tend to be 

more productive as long as the boss is actually there. So for unmotivated, new, inexperienced 

employees, this can be helpful style, it can be useful for projects that have to be implemented in 

hurry (Daniel, 2002). 

2.2.2.5 Downsides of Autocratic Leadership Style 

Hackman and Jonson (2009) stated that this kind of decision making isn’t going to be popular for 

the long term. Plus, it can have detrimental effects on the work force as a whole. When decision are 

made entirely by the leader, team members don’t have chance to develop their decisionmaking 

skills or other leadership skills. Although the control it provides can reduce the leader’s stress in 

short term, it will increase it in the long term because of needing to bear all responsibility all the 

time. Employees will stop feeling invested in the organization or its service if they feel they aren’t 

allowed to have any impact on them. This can lead to reduced motivation, morale, deskill 

workforce, making them disheartened and too reliant on leader so as to increase turnover. 

Moreover, the team’s ability to function becomes entirely reliant upon the leader. If he/she should 

leave or be absent the team’s productivity will suffer because the team do not feel confident enough 

to make their own decisions. Heneman and Gresham, (1999) stated that autocratic leaders believe 

that the leader just give orders not to take any orders from their employee and under the autocratic 

leadership style, all decision making powers are centralized and remains in the hand of leaders, as 

with dictators. 

These leaders not welcome any suggestion and initiative from the followers’ side. It has not been 

successful as it not provides strong motivation to the managers and employees. Cole (1997) stated 
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that his decisions to other are imposed and other must follow them because of this reason the other 

employees are de motivated and their ideas are stopped and all are involved in repetitive work of 

daily activities. As leaders have the authority, there is a chance of exploitation and distortion of 

employees. This style stops all network among employees. 

However, Anderson and Brown, (2010) demonstrated that the autocratic style may show great 

results in a short time. Hence, more power full authority wills also loss for the productivity. The 

creativity of the people is stopped and they work against their will and become de-motivated. 

 

2.2.2.6 When to use Autocratic Leadership Style 

This leadership style appropriate in short term, in complex, technical and urgent projects, when 

employees are new and low skilled positions with monotonous tasks that can lead low motivation. It 

produces accurate solutions when a leader is knowledgeable and positively accepted in large groups 

(Vroon, 1960). 

 

It is appropriate when new, untrained employees who do not know which tasks to perform or which 

procedures to follow. Therefore, effective supervision needed to be provided only through detailed 

orders and instructions. 

 

2.2.3 Laissez-Faire Leadership Styles 

The laissez faire leadership style is where all rights and power to make decision is fully given to 

followers .It was first described by Lewin, Lippitt and White in 1939, along autocratic and 

democratic leadership styles. 

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

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

methods. Leaders rarely intervene. Laissez-faire style is described by Hackman and Johnson (2009) 

as the most effective style, especially where followers are mature and highly motivated. Laissez-

faire leadership style allows complete freedom to group decision without the leader’s participation. 

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

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

(Talbert and Milbrey, 1994). 
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Similarly, laissez faire leadership an avoidant style may either not intervene in work affairs of 

subordinates or may completely avoid responsibilities as a superior and is unlikely to put effort to 

build a relationship with them. This style associated with dissatisfaction, unproductiveness and 

ineffectiveness (Deluga, 1992). 

 

Wren (2013) Stated that laissez faire allow followers to have complete freedom to make decision 

concerning completion of work. It allows followers self rule while at the same time offering 

guidance and support when requested. The laissez faire leader using guided freedom provides 

followers with all materials necessary to accomplish their goals but doesn’t directly participate in 

decision making unless the followers request their assistance. 

 

2.2.3.1 Views of Laissez Faire Leaders 

The laissez-faire leader believes in freedom of choice for the employees, leaving them alone so they 

can do as they want (Blanchard, 1999). The basis for this style of leadership is twofold. First, there 

is a strong belief that the employees understand their jobs well so leave them alone to do their jobs. 

Second, the leader may be in a political, election-based position and may not want to exert power 

and control for fear of not being re-elected. Such a leader provides basic but minimal information 

and resources. There is virtually no participation or communication within the group. 

Understanding the job requirements, policies and procedures are generally exchanged from 

employee to employee. As a result, many processes are out of control. No instruction is given and 

the laissez-faire leader functions in a crisis or reaction mode. If there are objectives and goals, 

employees agreement or commitment is just assumed. Even if goals and objectives are shared, there 

is rarely a defined plan to attain them. 

 

2.2.3.2 Characteristics of Laissez Faire Leadership Style 

Laissez-faire leaders are characterized by a passiveness, hands-off role, very little guidance from 

leaders, leader allows complete freedom for followers to make decisions, no burden on the group 

team members, members are expected to solve problems on their own and less chance of the leader 

being unpopular, and leaders provide the tools and resources needed (White & Lippit, 1980). 
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The leader gives almost all authority and control to subordinates. There is no person of authority in 

the organization. The leader leads the organization indirectly, he/she does not make decisions; 

rather he/she abides by popular decisions. There is no setting of goals and objectives by the leader. 

Tasks are done the way the manager thinks it should be done, but he/she gets involved on request 

and this may lead to digression from broad organizational policy. Thus, this style of 

 leadership may be effective with well-motivated and experienced employees (Dubrin 1998). But, 

could lead to failure when subordinates are deceptive unreliable and untrustworthy. It is good to 

mention that this style is the extreme a leader can go. However, while one is not denying the 

possibility of having this type of leadership in schools, it is probably rare to come across it. 

 

2.2.3.3 Benefits of Laissez Faire Leadership Style 

Laissez faire leadership style can be effective in situations where group members are highly skilled, 

motivated, and capable of working on their own, and no burden on the team members. While the 

convectional term for this style is ‘Laissez faire’ and implies completely hand off approach, many 

leaders still remain open and available to group members for consultation and feedbacks when 

requested Nzuve (1999). Veccio (1988) also explains Laissez-faire as a French expression meaning 

“Lead it alone”. He notes that subordinates are given total freedom to select their own objectives 

and Monitor their own work. Good worth (1998) points out that Laissez –faire style is usually 

appropriate when leading a team of highly motivated and skilled people who have produced 

excellent results in the past. Once a leader have established that his team is confidant, capable and 

motivated. 

 

2.2.3.4 Downsides of Laissez faire Leadership Style 

Laissez faire leadership is not ideal in situations where group members lack the knowledge or 

experience they need to complete tasks and make decisions. Some people are not good at setting 

their own deadlines, managing their own projects and solving problems on their own. In such 

situations, projects can go off track and deadlines can be missed when team members do not get 

enough guidance or feedbacks from leaders. Laissez faire leadership style very little planning or 

decision making and fails to encourage others to do so. When decision need to be made, the leader 

may postpone making decisions or never make decision group members, and group members may 
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misuse rules and problems of taking responsibility when they are not experienced and unskilled. It 

feels people feeling confused because there is no goal, no guidance and no 

direction, (Chris peels, 2004). Okumbe (1998) describes Laissez-faire leadership as a kind of 

leadership which encourages no rules in the organization. It has no code of regulations. The leader 

is simply a symbol since there is no hierarchy of authority and the primary role of the leader is to 

supply materials needed by the group. However he points out that it is disadvantageous, since there 

is no control and chaos and conflict arise due to unguided freedom. There is also a high rate of 

unhealthy competition among members of the organization. Lewin and White (1939) in their 

research they found that children under delegated laissez-fair leadership, were the least productive 

of all three groups. The children in this group also made more demands on the leader, showed little 

cooperation and were unable to work independent. 

 

2.2.3.5 When to Use Laissez Faire Leadership 

This leadership style is an effective when followers are highly skilled, experienced and educated, 

followers have pride in their work and drive to do it successfully in their own, and followers are 

trustworthy and experienced Good worth (1998). 

 

2.3 Conclusion 

Leadership styles vary depending on several variables such as leaders’ behaviors, leaders’ attitudes, 

leaders’ traits, and situations. Some leaders pay more attention to work and may exert coercive and 

legitimate power over employees, while some others aim to establish good relationships with their 

followers and motivate them to share visions and opinions (Zorn and Violanti, 1993). 

 

According to the Oladipo (2013), the success or failure of proper organizations, nations and other 

social units has been largely credited to the nature of their leadership style. A leader may exhibit 

different leadership styles; this is particularly important when it comes to the decision-making 

process. The leader should be able to know when to take charge and when he/she should allow the 

group to take decisions. Vroom and Jago (1988) propose that there is no leadership style that is 

appropriate for all situations. It therefore follows that a leader develops a series of responses 

ranging from autocratic to laissez faire and applies the leadership style that is appropriate to the 
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decision situation. Finally, what a leader does in one situation will not always work in another. 

Therefore, a leader must use his/her judgment to decide the best course of action and the leadership 

style needed for each situation Clark (1992). For example, a leader may need to confront an 

employee for inappropriate behavior, but if the confrontation is too late or too early, too harsh or 

too weak, then the results may prove ineffective. The assumption is that the leader has to adapt 

his/her style to the situation. 

 

2.2. Leadership and Management  

Leadership is a new concept. Many writers and researchers have used it as from 1910 (Rost, 

1993). Leadership is a process that has been changing. Today, we talk about the 21
st 

century 

leadership style. Many theories have been formulated for different leadership styles. 

Personality,(traits, motivation, skills), Behavioral (styles, situational, roles), Inspirational 

(transformational, and charismatic) and Postmodern (social process, shared relational and 

fluid) (Yukl, 2002). The meaning that followers also have the opportunity to be fully 

involved, advocated in the recent leadership theory, (transformational, and situational 

leaderships), developed from top to down to the bottom up model of leadership. This is a 

new paradigm of leadership in the 21st century (transformational/modern and situational 

leaderships).  

 

According to North house (2001), leadership is when an individual is able to influence 

others for a command goal to be attained. Considering this, Yukl (2002), supports the idea 

by saying that leadership is a process of influencing others to understand and agree about 

what needs to be done and how it can be done effectively, and the process of facilitating 

individual and collective efforts to accomplish the shared objectives.  

 

The word vision or goal is used to indicate the envisaged future plans for the organizations 

that are not visible but conceptualized. Action is the move taken to get to the preferred goal 

for the organization, mobilization embodies the people in the organization to be involved 

freely to help attain the goal and finally the change is what the organization has intended but 

only conceptualized. This should be reached at the end and this is one of the most important 
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characters of leadership. Vision, action, mobilization and change are very important for any 

leadership action to take place.  

 

The idea of management started with Frederic Taylor, in Hatch, (2002). Taylor wrote about 

scientific management, explaining that scientific management is when rules. Norms, 

regulations, are set for people to follow. This helps to facilitate work in any organization. 

He was looked upon as the father of scientific management and is commonly referred to as 

the father of Taylorism.  

 

Management is the attainment of organizational of organizational goals in an effective and 

efficient way through Planning, organizing, staffing, directing and controlling 

organizational resources. Routine directions, maintaining effectively for an organization to 

be run are management tasks. The two concepts, management and leadership are distinct but 

complementary in systems of actions. Each has its own function. The deployment of the two 

concepts is needed in complex organizations of nowadays like schools. Leadership will 

neither replace management nor management replaces leadership, yet they complement 

each other. Strong leadership with weak management does not forge the growth of an 

organization. In some organizations, the situation may change to be worse when you have 

only one, especially in complex organization. Hence the reality is to make a combination of 

both in the present day world. 

 

2.3. Difference Between Leadership and Management  

Very famously, Peter Drucker (1999) was of the opinion that leadership and management 

were completely distinct concepts. From the works of Edersheim and Drucker (2007) he is 

known to have stated that “Management is doing things right, leadership is doing the right 

things.” This provides a sense of some of the fundamental differences between leaders and 

managers, and as such, provides an excellent starting point. Returning momentarily to the 

definitions of leadership and management, it can be seen that this statement fits within the 

definitions that were provided. Providing a sense of direction is implicit in the roles of both 

leadership and management, in Drucker’s statement.  
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In addition, a sense of control is implied with regard to management but not to leadership. 

This arguably also reflected to some degree in the work of Cooper (2005) “Doing things 

right” might be considered to be very similar to the idea of a “control mechanism” 10 as 

covered by Cooper. It might argue that doing things right is something that management 

check when they are controlling the work load of their teams.  

 

JhonKotter (1990) presented a framework for understanding key differences between 

leadership behavior and management tasks. It was strongly argued by Kotter that 

management tries to establish security and order, whereas leadership has the goal of 

promoting change and fluidity within organizations. Kotter proposed that the main function 

of managers is to drive consistency, which in turn should lead to an efficient – running 

organization.  

 

However, leaders were determined by Kotter to do the converse to this, by seeking 

“continual adaptive change”. Kotter did not mean that leaders are looking for change for 

changes sake, rather, in such un predictable times continual change is required for an 

organization to even survive at all. He summarizes the difference between the different 

types of behaviors of management and leadership behaviors as he saw it(JhonKotter, 1990).  

 

According to him managers seek order and consistency whereas leaders seek change and 

movement. During planning and budgeting managers establishes agendas, sets time tables 

and allocate resources yet leaders establish direction which they look at big pictures, 

clarifies the situation, creates a vision and determining strategies. With relation to staffing 

mangers provide structure, job placements and define rules and processes; but leaders look 

at big picture, clarifies the situation, creates a vision and determines strategies with relation 

to people(JhonKotter, 1990). 

 

Although managers focus on control and solving of issues by taking actions to correct 

issues, creating solutions and defining incentives to reward good work; leaders center on 

motivating and inspiring people through empowerment, looking at how to satisfy unmet 

needs, and energize people. Based on Kotter‟s work, it can be seen that he places an 
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emphasis on control for managers, but not for leaders. Rather, leaders are seen to provide 

inspiration and generate energy and enthusiasm, while mangers on the other hand, focus on 

making sure that the organization continues to tick along in an efficient manner, and 

continually improving efficiency through definition of rules and processes, and so on.  

On the similarities and differences between leadership and management, Bennis (1989) 

adapted from Murray (2010), the key differences that are presented between managers and 

leaders reviewed in the table below. 

 

Table 1: Management and Leadership according to Bennis 

Managers Leaders 

The managers administers current ways of 

working 

The leader innovate to find new ways of 

 working  

The manager copies what has been done 

before and is proven to be effective. 

The leader provides original solutions that  

can be utilized.  

The manager places emphasis on structure 

and system in the organization. 

The leader places emphasis on the people in 

the organization.  

The manager deals with issues that are 

short term in nature. 

The leader tends to focus on longer term  

problems that exist.  

The manager will ask questions like 

“How?‟ and “when?” 

The leader will ask questions like “What?”  

and “Why?”  

The manager continually reviews the 

bottom line. 

The leader continually reviews the horizon  

The manager sticks with the status quo 

and works within it. 

The leader can best be described as “his or  

her own person”.  
 

 

While supportive of Kotter‟s research in some ways, the work of Bennis does not 

particularly seems to present a very black and white approach of what leaders and managers 

are, which in real world of course, may not be particularly accurate. Of course, it is likely 
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that some people in key positions in the organization tend towards leadership skills as 

defined by Bennis, and some more towards management skills, however, it is unlikely that 

any one person fits well into the boxes of “leader” or “manager” that Bennis has provided 

(Bennis, W. (1989) Becoming a leader). 

 

Bennis is supported by Fenton (1990) with regard to leaders at least:  “Leaders stand out by 

being different. They question assumption and are suspicious of tradition. They seek out the 

truth and make decisions based on fact, not prejudice. They have a preference for 

innovation.” If it is assumed that Fenton was only referring to leader, and not also to 

managers, then this statement seems to assert that managers do not necessarily seek out the 

truth, are not necessarily innovative and are happy to plod along with tradition, which again 

may be argued to be too simplistic of an approach (Bohamin, 2012).Rost (1993) provides 

details relating to his view with regard to the differences between leadership and 

management, citing in the following: 

 

Table 2: Difference between Leadership and Management 

Leadership Management 

Influence relationship Authority relation 

Leaders and followers   Managers and subordinates 

Intend real changes Produce and sell good and /or services 

Intended change reflect mutual purposes Goods/services result from coordinated 

activities 

 

Source: Rost (1993:149) Leadership for the twenty - first century 

 

Rost explains that influence relationship versus authority relationship is an important 

distinction because these differ due to the use of coercion (or not). In his view “influence” 

means that coercion should not be used, but he believes that “authority” will use it regularly 

to get things done. Interestingly, Rost describes how the leadership relationship is “multi 

directional”. What this means is that leaders influence followers and followers influence 

leaders also, as well as leaders being able to influence other leaders, and followers 
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influencing other followers. In management, however, it is explained that the relationship is 

basically “top to down” and there is little influence exerted aside from that. This is an 

interesting difference to consider. Leaders are not the same as managers, but that followers 

can be managers, as can subordinates. Ryan (2007:2) adapted Kotter‟s work on the 

difference between leadership and management, to develop the table below: 

 

 

Table 3:  Model of Leadership versus Management   

Models Management  Leadership 

Direction Planning and budgeting Keeping an 

eye on the bottom line. 

Creating a vision and 

strategy Keeping an eye on 

the horizon. 

Alignment Organizing and staffing Directing and 

controlling Creating boundaries. 

Creating shared culture and 

values.                              

Helping others grow 

Reducing boundaries. 

Relationships Focus on task – produce/sell     goods 

and services  Based on a position of 

power Acting as a boss 

Focus on people _ inspiring 

and motivating followers 

Based on personal power 

Acting as a coach, 

facilitator, persuader 

Personal qualities Organizational skills    Problem 

solving Telling Conformity. 

Strategic view Open mind 

Asking                                  

Innovation 

Outcomes Maintain stability Create change, often radical 

change 

 

Source: Ryan, R. (2007:2) Leadership Development: A guide for HR and Training 

Professionals.   
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Pascal (1991) states that while managers think incremental, leaders think radically. What is 

thought to mean is that managers stick to tried and tested methods, and tend to work within 

company policies and procedures, leaders will tend to follow their own direction, and this 

may be of greater benefit to an  organization in the long term. It is argued by Predpall that 

senior managers must “act as a role model”, which is perhaps a skill that both leaders and 

managers have to consistently demonstrate. Managers are often thought to carry out the 

following tasks: organizing, planning, controlling, and directing, but actually they are 

required to be able to lead to achieve this.   

 

It is explained by Blagg and Young (2001) that the differences between good management 

and leaders are often discussed as managers are thought to be the budgeters, the organizers, 

the controllers – the ants as one observer put it – while leaders are the charismatic, big 

picture visionaries, the ones who change the whole ant farm.  

 

“Blagg and Young are insistent that most effective people tend to be those that have skills 

as both leaders and managers and what are able to balance these skills out, drawing on each 

as required in any given situation. According to Blagg and Young (2001) dealing with 

change is considered to be a primary role of the leadership in the current business 

environment. It is also argued that in contrast, managers may try to keep things running 

smoothly rather than necessarily dealing with unpalatable truths. 

 

Malik (2009) explains a common issue that occurs when defining the differences between 

leadership and management skills, describing it as a peculiar pattern. It is explained that 

generally speaking everything that is considered to be inferior and unacceptable, in the 

sense of being bureaucratic, non – innovative, non - dynamic, backward looking and so on, 

is allocated to the category of management. Everything that is considered to be good and 

desirable comes under the category of leadership. 

 

In Malik’s view, the problem with this is that all too frequently bad management is being 

compared with good leadership rather than good management being compared with good 

leadership and bad management is compared with bad leadership. He states that as a result 
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of this it is essential to define the differences between good and bad management and also 

to determine good and bad leadership. Otherwise, good management and good leadership 

and bad management and bad leadership cannot be effectively compared with one another. 

Malik‟s view raises a major flaw in the research relating to management and leadership 

skills and this researcher will take care to ensure that bad management I being compared 

with good leadership, so that genuine and useful conclusions can be drawn in 

literature(Malik ,2009). 

 

A leader may be good at planning and scheduling, but poor at determining a vision for the 

organization. A manager might be bad at budgeting, but have outstanding leadership 

communication skills. It is important therefore, not to fall into the trap of considering that 

leadership and management skills are distinct and separate as literature review seems to 

imply. Leaders can have management skills and vice versa. Each person is different, and as 

a result of this investigation, the researcher recommends analyzing training needs largely on 

a one by one basis. 
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2.5.4.THEPRINCIPALS’PERSONALITY                                                                      

The principals own personalities, vision, extent of commitment, human relation skill etc. 

can several to constrain/hamper the exercise of leadership style(Ubben and Hughes, 

1997:104). Strengthening this ideas, Gorton(1983:264) state that if the principal does not 

possess the appropriate personal quality in carrying out leadership responsibilities property. 

2.5.5. THE NATURE OF THE TASK 

Principals are schools representative. They have responsibility over many areas of their 

respective school. Hence they become busy in dealing with these responsibilities the whole 

work days. According to the Ubben and Hughes (1997: 327) a school executive day is 

characterized by one encounter after another with staff member, students parents, 

community member, politicians, and others the kind of individuals or sub-groups are myriad 

and diverse, all of whom have questions and requires and problems demanding principals 

time. Thus lack of time, due to variety of task that principals deal with is another biggest 

problem in principals work (McEwan, 2003:13).  

 

2.5.6. THE RELATIONSHIP BETWEEN THE PRINCIPAL WITH STAFF 

MEMBERS 

The growth of modern school system in a size and complexity and diversity of operation has 

made the task of human interaction, exceedingly difficult but more essential, for the 

enhancement of teaching learning process unless teachers and principals (okumebe 

(1998:87) have healthy relationship Permits flexibility and responsiveness to change and 

help to coordinate diverse group efforts towards common organizational goal. 

 

 It is thinkable to cope up with complex instructional operation. To run this activity the 

principals should be equipped with the necessary technical, human and conceptual skills of 

management as Stoner and Gibbert (2001:14) stated. The principal‟s large time should be 

allocated to mutual relationship with teacher, students, parents and superiors. Without 

effective and continues relationship it is therefore, very difficult for school. Principals to 

secure the purpose of the school program (Davis, 1981:399).  
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2.6. Countries Experience in Educational Leadership  

The term educational leadership and management came into popularity in the twentieth 

century as a result of growing complexity of education systems and concomitant expansion 

of the role of school leaders.  

 

A 1991 study of Africa showed only three countries with comprehensive programs. The 

focus of pre service teacher education, the pool from which educational leaders are drawn is 

on preparing instructional professionals and subject specialists hence the need fortraining in 

leadership and management. Examples that follow of initiatives over the past two decades 

show the general trend:  

 

In South Africa, Bush (2008) observes so many instances that head teachers come to the 

headship without the preparation for the new principal ship. The lack of preparation is 

further compound by the post – Apartheid shift to self-managing schools which imposed 

additional responsibilities on the school heads. In South Africa prior to the introduction of 

the Advanced Certificate in Education: School leadership (ACE) in 2007, recognition of the 

importance of trained leadership and management in education was initially responded to 

through principals attending short in - service events lasting a few days, organized by the 

Department of Education. The introduction of ACE ushered in a planned, purposeful, and 

systematic approach to the challenge.  

 

Like South Africa, there has been in Tanzania, long standing recognition of the need for 

trained leadership and management in education. This was initially responded to through in 

– service. 

 

Adhoc short courses, seminars and workshops for leadership and school improvement. The 

landscape of educational leadership and management development in Tanzania was 

transformed with the opening of the Agency for the Development of Educational 

Management. The purpose of ADEM is to train current and future leaders, managers and 

administrators in the entire Tanzania education system. EDEM offers a two – years 
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Diploma in Educational Management and Administration (DEMA) and several short 

courses.  

 

In Kenya the recognition of the importance of providing training in educational leadership 

and management to those in charge of education was for many years following 

independence in 1963, responded to through In-service Education and Training(INSET) 

short courses, seminars, workshops, and on the job advice, all done under the Ministry of 

Education some in partnership with donors. Much of the in - service education and training 

focused on pedagogical and subject mastery improvement. At the primary school level, the 

Teacher Education Professional Development (TEPD) 2007 – 2013 a USAID supported 

initiative of the Ministry of Education was implemented to ensure that quality of education 

improved even as quarterly increased following the introduction of free primary education 

Kitavi and Van DerWesthuizen (1997).  

 

In Nigeria among the recent studies on educational leadership and management Arikewuyo 

(2009:4) states that training of Secondary school principals in Nigeria is a neglected area in 

education. As in other African countries, school heads in Nigeria are drawn from the 

teaching force. Their appointment is based on teacher qualification and teaching experience 

of ten years and above (Arkiewuyo 2009) However, this basic requirement is not always up 

held. Udey et al (2009) warns against political favoritism that education administrators have 

progressively moved from generating and defending knowledge into a political arena where 

they have become centers of political system.  

 

Like in several African countries, there is need for legal and financial empowerment and 

focus to bring educational leadership and management development on board, as this is 

crucial in achieving quality education.  

 

Ethiopia has expanded access to education dramatically, but the quantitative achievement 

has contributed to declining quality. Prior to 1990, among interventions government put in 

place to improve quality was professional development of school teachers and principals 

through centrally organized in - service workshops. Workshops are still mounted 



35 
 

occasionally a study of this intervention strategy by Tekleselassie (2002) in Bush 2008) 

reported that principals attended a one - month in - service courses on school management.  

 

Limitation of the training included curriculum unresponsiveness to the training needs of 

principals, short duration of training, and ill preparedness of trainee and incompetence of 

trainers, disconnect between the training and the vision of the Ministry of Education and the 

training did not reach all teachers and principals. Hence the impact of the training for 

quality, through teachers or principals was negligible.  

 

The Continuous Professional Development for primary and secondary schools Teachers, 

leaders and supervisors (CPD) mounted between 2005 and 2008 whose overall aim is to 

raise the achievement level of students in Ethiopia, is expected to deliver better. According 

to national and state policies, it is intended to be ongoing, comprehensive and compulsory.   

Research on the updating strategy showed little cognitive learning and use of high order 

thinking skills, but there were many examples of supportive relationship between teachers 

and students, suggesting CPD support of the affective rather than cognitive dimension 

(Asgedom et al 2006:5). The impact of CPD intervention on raising the achievement level 

of students and promoting professional development of principals and other leaders in 

education in management skills is negligible. But like other initiatives, there is need for 

longitudinal studies to assess the long – term impact on professional standards and the 

quality of education. 

 

2.6.1. Educational Leadership Development in Ethiopia 

Principalship in schools is one of the influential administrative positions in the success of 

school plans. With respect to the historical back ground of principalship, authorities give 

their own argument. Knezevich (cited in Ahmed, 2006) the origin of principalship can be 

traced back to 1515 in the time of Johann Strum of USA. The position developed from 

classroom teacher with few administrative duties to principal teacher and then to 

supervising principal. 
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In the history of Ethiopian education system, principalship traces its origin to the 

introduction of Christianity in the ruling era of king Ezana of Aksumite kingdom; around 

the fourth century A.D. Teshome (cited in Ahmed, 2006) stated that Ethiopia for a long time 

had found schools for children of their adherents. However, the western type of education 

system was formally introduced into Ethiopia in 1908 with the opening of Menelik II 

School. According to Ahmed (2006) the history of principalship in Ethiopia was at its early 

age was dominated by foreign principals. In all government schools which were opened 

before and after Italian occupation, expatriates from France, Britain, Sweden, Canada, 

Egypt and India were assigned as school principals. Soon after the restoration of 

independence, late 1941, education was given high priority which resulted in opening of 

schools in different parts of the country. At a time, most of the teachers and principals were 

from foreign countries such as the UK, USA, Canada, Egypt, and India (ICDR, 1999). 

 

According to MoE (2002), prior to 1962, expatriate principals were assigned in the 

elementary and secondary schools of different provinces of Ethiopia during the 1930‟s and 

1940‟s. During this time, the principalship positions were given to Indians, because of their 

experience in principalship.  

 

In 1964, it was a turning point that Ethiopians started to replace expatriates. According to 

Teshome (cited in Ahmed, 2006) this new chapter of principalship began with a supervising 

principal. Such a person was in charged not only for a single school but also for the 

educational system of the community where the school was located.  

 

The Ethiopian school heads were directly assigned in elementary schools without 

competition among candidates. After 1960 it was a time that Ethiopians who were 

graduated with BA/BSc degree in any field were assigned as principals by senior officials of 

the MoE. The major criteria to select them were educational level and work experience 

(MoE, 2002). However, in the first, few decades of 1960‟s graduates of B.A degrees in 

pedagogy were directly assigned in secondary schools.  
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On the other hand, career structure promotion advertisements which were issued from 

1973–1976 showed that secondary school principals were those who held first degree 

,preferably in educational administration ( EDAD) field. In addition to these teachers who 

had experiences as a unit leader or department head were candidates for principalship.  

Currently, the job description, issued by MoE in 1989 indicated that secondary school 

principals should have a first degree in school administration and supervision including a 

sufficient work experience. 

 

2.7. School Leadership and Change  

The Technology revolution has changed organizational life. It has changed the way 

information and knowledge are accessed and disseminated, and the ways in which people 

can communicate and share with one another. This has profound implications for what 

effective leadership will look like as well as how to use technology most effectively in 

leadership development.  

 

While technology is useful for some aspects of leadership development, it cannot replace 

the importance of bringing leaders together to deepen the relationship and their learning 

experience. Maximizing the effectiveness of leadership development offers the best of both 

worlds: integrating face – to – face classrooms and coaching experience with technology – 

based tools and processes; that is, blended learning solutions (Alexander &Ciashi, 2002).  

 

The future trends noted reflect in part of a response to the changing context of leadership. 

Perhaps the strongest pressure facing leadership practitioners in the future including existing 

potential advances in the globalization, technology, return investment, and new ways of 

thinking about the nature of leadership and leadership development (Kincaid &Gordick, 

2003). While leadership development is strategically important, it is usually expensive. 

2.7.1. Transactional Leadership  

Transactional and transformational leadership are based on the fact that leadership is viewed 

In terms of relationship between leaders and the followers (North house, 1997). It is the 

exchange of service between the leader and the follower. The follower provides the service 

to the leader, expecting some payback something in return from the leader. It is 
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basedongiving out what the leaders lack and the leader is giving back what the followers 

lacks. School principals who hold formal relationship positions reward hardworking 

teachers who are committed to providing the services to the school for improving growth. 

Sergiovanni (2006) describes this commitment and appreciation by school leaders to 

followers as a trade off or bargain. 

 

So a good leader will not end his relation at the service level with followers, but will think 

of transforming the followers through the established relationship. This leadership is based 

on terms of relationship and on a form of collaboration rather than hierarchy. Trust, 

empowering, sharing and involvement of followers in taking part in decision – making are 

the main driving force behind this type of leadership.  

 

Currently there is a great deal of evidence in the research that everyone in school has 

something to contribute to the success of the school and this can carried out through active 

participation in decision – making and management. The responsibility of the school is 

shared by all, and involvement in sharing the responsibility sets the direction of the school 

through vision, creating a culture where every teacher feels that he or she is a leader and has 

something important to contribute to the development and growth of the school.  

 

Sergiovanni (2006) confirms that this leadership style unites the followers toward a 

common mission but also has higher needs of the followers to be satisfied. It is building 

followers and at the same time uniting them towards the achievement of a common goal. 

 

2.7.2. Transformational Leadership  

Transformational Leadership is derived from the works of Bass (Rost, 1993, Owens, 2001). 

It is a leadership style that seeks to satisfy the needs or followers. Transformational 

Leadership can convert followers into leaders and may convert leaders into moral agents. It 

also seeks to satisfy the needs of the followers through high motivation. It is collaborative.  

 

In such a collaborative relationship, followers develop a sense of commitment and 

motivation to act beyond the expecte 
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d level. Rost (1993) defines transformational leadership as the leadership that is based on 

the influence, real change, active involvement of followers, and that the change should 

reflect the mutual agreement. In this definition, there are important points: active followers, 

influence, real change intention, a mutual purpose that the leaders and followers have 

agreed upon.  

 

Rost (1993) and Ponder (2006) suggest that Bass identified key elements in 

transformational leadership. These elements are: 1) Idealized influence – vision, gaining of 

respect, pride, trust and clarity of the task, 2) Inspirational motivation – members acting as 

models to communicate and breed confidence and values to members, 3) Individual 

consideration – mentors, coaches, care about individual followers and need for 

development, 4) Intellectual stimulation – rethinking of new ways of accomplishing tasks, 

changes, changes of the task and encouragement to solve problems in the best possible 

ways.  

 

Basically transformational leadership has strong role to play on how teachers work with 

each other and with the principal. It fosters greater senses of teaching and collective work in 

collaborative atmosphere (Ponder, 2006). It also gives teachers a sense of belonging and 

empowerment in a joint effort to develop school.  

 

Besides, the best leader is one who fits in the existing situations. Leadership should be 

appropriate to the situation and should fit to the situation. Through charisma, individual 

consideration, intellectual stimulation, and inspirational motivation, transformational 

leaders have great potential to promote performance beyond expectations and to effect 

enormous changes within individual and organizations.  

 

So it appears to be a form of leadership well situated to these current times characterized by 

uncertainty, global turbulence, and organizational stability. The capacity of individual and 

organizational transformation must be accompanied by moral responsibility, for 

transformational leaders to shape powerful social and situational cultures which may either 

liberating or oppressive.  
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2.7.3. The Applicability of Transformational Leadership Models in Ethiopia  

According to Hassan (2009) Ethiopian organizational leaders operate in unpredictable 

environments. Research regarding transformational leadership and its effective use within 

Ethiopian culture is lacking. Ethiopian leadership styles are impacted by insecurity and lack 

of leadership, government policies, and social amenities; change must be made within 

Ethiopian culture to incorporate transformational leadership. Organizational and social 

changes are interdependent and are affected by political structures and conditions, and 

current Ethiopian leaderships are ineffective in gaining followers‟ respect, trust, and 

loyalty. 

 

However, transformational leadership could create more effective fellowship in Ethiopian 

organizations. The implications for positive social change will become evident as Ethiopian 

citizens regain confidence, trust, and a stronger more effective government through 

transformational leadership more effective government through transformational leadership. 

 

2.8. Leadership in Education  

A  school  system  is  one  of  the  public  institutions  having  its  own  specific  goals  and 

objectives to be  achieved.  Such tasks are given to school leaders.  Nowadays, the success  

of  a  school  to  accomplish  its  goals  depends  largely  on  the  ability  of  the leaders.  

Here, principals are prominent figures to lead the school community for improvement.  

Educational  researches  on  school  effectiveness  have  recently  been  dominated  by the  

concept  of  principals  as  leaders.  As to  Sergiovanni (1995)  Principals‟ key functions  in  

effective  schools  in  establishing  goal  consensus  among  staff  and developing  an  

institutional  identity.  Therefore, it is a fact that a school principals‟ leadership behavior 

has a subtle influence on the progress of the school. Effective leadership is at the core of 

every successful organization. It is relatively recognized by:  

 

Creating a Vision:   

A vision refers to the shared values and aspiration agreed by the members of  the  

organization,  which  guides  the  present  action  and  decision  to  create  a desirable  

future.  Chance (1991)  describes  vision  as  being the  force  of  the dream  towards  which  
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effective  administrators  strive  in  the  development  and shaping  of  their  schools.  And 

also  explained vision  by  using  the  metaphor  of  an  internal  compass  that  assists  an 

organization in understanding how its action relates to its organizational goals.   Effective 

leaders communicate the vision and direct all actions towards achieving the vision.  They  

cultivate  and  focus  the  strengths  of  colleagues  to achieve  the  shared  vision.  And  

such  leaders  seek  counseling  and  advice  to learn  from  the  knowledge  and  experience  

of  others, while  they  freely  offer their expertise to those who seek it.   

 

Setting High Expectations  

 Effective school leaders use analysis of best practice in education that to be responsive  and  

proactive  in  changing  schools  to  prepare  students  for  the Future in which they live.  

They focus on students‟ achievement data and measure success in terms of positive student 

outcomes. They provide the motivation  and  encouragement  that  lead  to  success  and  

they  manage  effectively in a changing educational environment(Northouse , P. 2001). 

 

Building the Capacity of Leadership   

 School leaders develop the skill and talentsof those around them.  They  are also  capable  

of  leading  change  and  helping  others  through  the  change process.  Effective school 

leaders encourage shared decision–making with the school community including staff, 

students and parents. They are both the guardian  and  reformer  of  the  educational  system,  

and  they  ensure  that  all groups are engaged in a common goal and moving in the same 

direction. Wossenu (2006) has asserted  that  as  the  evidence  supplies  quality  school 

leaders  understand  teaching  and  are  respected  by  their  staff;  and  these persons  are  

willing  to  hold  themselves  and  others  responsible  for  student learning  and  enhancing  

the  capacity  of  teachers  to meet  this  goal.  Effective school leaders work to share 

leadership responsibilities throughout all levels of the educational organization.   

 

 Demonstrating Ethical and Moral Leadership  

Effective educational leaders are role models of ethical and moral leadership. Such school 

leaders demonstrate courage in difficult situations, and provide a model of moral leadership 

for others to emulate.  They  also  tend  to  make difference  in  the  lives  of  students,  and  
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impart  a  philosophy  their  positive relationship  built  on  trust  improves  the  quality  of  

life  for  all  individuals. Leaders with integrity are focused and purposeful, and are always 

attentive to being consistent with what they pay and what they do(Northouse , P. 2001). 
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CHAPTER THREE: Research Design and Methods  

This chapter describes the overall design of the study, the research method, sources of data, 

instrument and procedures of data collection, sample and sampling techniques method of 

data analysis and Limitation of the study. 

 

3.1. Research Design  

Under this chapter the design covered up, sources of data, sampling and sample techniques, 

instruments and procedures of data collection and method of data analysis. Qualitative and 

quantitative dimension survey was preferred over other methods as it enables to make 

investigations with predictions, narrations of events, comparisons, and drawing of 

conclusions based on the information obtained from relatively large and representative 

samples of the target population (Kothari, 1990). Parakash (2005) described that a survey 

research is important to collect a detailed descriptions of existing phenomenon with the 

intent of employing the data to justify current conditions and practice or to make intelligent 

plans for improving social, economic, or educational conditions and process. Descriptive 

survey methods are useful when the purpose of the research is to picture the current 

situations. It also allows collection of the data using tools and interprets what is. Hence, the 

method is preferred on the ground that practices leadership style and Factors Affecting 

Principals’ Leadership Styleare better identified from the opinion survey of school leaders 

(principals and vice principals) and teaching and non – teaching members of the schools. 

 

3.2. Sources of Data  

The sources of the data for this study were secondary and preparatory school leaders 

(principals and assistance principals), teachers, and student representatives. 

 

3.3. Sample and Sampling Techniques  

The determination of the population and sample of schools are based on the annual 

statistical report prepared by Addis Ababa Education Bureau in 2013/14 (2005/6 E.C) 

unpublished. According to this report there are 10 sub cities and 116 Woreda Education 

Offices; 64 secondary and preparatory government schools were under the administration 

and supervision of Addis Ababa City Education Bureau. Since the numbers of schools are 
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very large, among the ten sub cities the target populations are selected from four sub cities 

by simple random sampling methods which are 40% of the total population.  

 

The randomly selected sub cities are Arada, gulelle, Kirkos and Yeka sub cities. Under 

these sub cities there are 40 woredas: 10 woredas in Arada, 10 woredas in gulelle, and 10 

woredas in Kirkos  and 10 woredas Yeka sub cities. And again from each sub city three 

secondary and preparatory schools, a total of twelve schools are selected by using simple 

random sampling techniques the name of schools in Arada Subcity are Agazian No 3 

Secondary schools,W/ro Kelemework preparatory Schools and Meskerem Secondary 

Schools. In Gulelle Subcity Mskaye Hzunan Secondary Schools,Kechene Debr Selam and 

Entoto Amba Secondary Schools.In Kirkos Subcity Temenja Yazi Secondary 

Schools,Msrak Goh Secondary Schools and Shimelse Habte Secondary Schools.In Yeka 

Subcity Higher 12 Secondary School,Dej.Wondrad Secondary School and Kokeb Tebeha 

Secondary School .Select respondents from each school using stratified sampling 

techniques. Therefore, the subjects of the study include 132 teachers, 24 principals, and 36 

student representatives. 

 

3.4. Instruments and Procedures of Data Collection  

The researcher has employed two types of data gathering tools. The data from the source is 

collect through questionnaire and Focus Group Discussion (FGD). 

 

 Questionnaire  

Questionnaire was put into practice, because it is suitable for collecting factual information, 

opinion and attitude from large population and it can be easily and quickly analyzed 

(Wilkinson and Birmingham, 2003). It is utilize as the chief instrument to collect the data. 

The questionnaire is making of close– ended items. The close - ended items enclosed Likert 

scale method in which the report is made and the act in response depicted their degree of 

agreement or disagreement on five point scale that were significant to different issues and 

addressed in the research question.  
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The questionnaire was founded on the basic questions. Following its construction, it was 

revised by the advisor, the instrument of data collections were pilot tested by secondary and 

preparatory school teachers in these twelve schools. The  pilot test was conducted to test the 

validity and reliability of the instruments. The pretest was accomplished with the aim of 

confirming items included in the instrument could facilitate the researcher to collect the 

required information. The feedback on the relevance of the questionnaire content implied 

that the instrument was consistent.   

 

The questionnaire is prepared for principals’ (principals and vice principals) and teachers. 

The items of questionnaires are classified under the ten basic research questions. The 

response category laid down is a Likert scale ranging from very high to very low (5 = very 

high, 4 = high, 3 = medium, 2 = low and 1 = very low) andten basic research questions vary 

from strongly agree to strongly disagree (5 = strongly agree, 4= agree, 3= undecided, 2= 

disagree and 1 = strongly disagree). There were open – ended items to collect the qualitative 

data as well. The contents of the questionnaire mainly focused on Factors Affecting 

Principals’ Leadership Style of secondary school principals in Addis Ababa and to identify 

the leadership styles of principals in Secondary schools in Addis Ababa. 

 

 Focus Group Discussion (FGD)  

Focus group discussion is conduct with 36 student representatives of four sub cities. The 

point of discussion is focused on the leadership styles of principals and the Factors 

Affecting Principals’ Leadership Style. The focus group discussion took place in face - to - 

face conversation.All the focus group discussions are conducted in Amharic and English 

interchangeably according to the group circumstances. The researcher does a lot of 

clarification and probing to get more information, in the course of discussion. 

 

3.5. Method of Data Analysis  

It is the work of a researcher at this stage to generate knowledge from the data gather. Data 

collected through questionnaires‟ are score and categorize. Once the quantitative data 

gathering are accomplish and properly score and summarize, the statistics are entere into the 

Statistical Package for the Social Science (SPSS version 20.0) software for analysis. 
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Statistical data collected through questionnaires‟ are score and categorize. Once the 

quantitative data gathering are accomplishe and properly score and summarize, the statistics 

are enter into the Statistical Package for the Social Science (SPSS version 20.0) software for 

analysis. Statistical measures are performed on quantitative data assembled from the 

respondents. The qualitative and quantitative data are analyzed for recurring themes and 

codes accordingly. Coding categories are constructed from the concepts and themes relevant 

to the review literature. Among the tools mean, standard deviation and t-test are used to 

determine the significant value of the study. These data are used to explain and enhance the 

statistical data drawn from the quantitative data of the study. The qualitative data drawn 

from the focusing group descusion were combined to describe the explanation items of the 

quantitative data. 

 

3.6. Ethical Consideration  

Attempts are made to formulate the research process professional and ethical. To this end, 

the researcher istryto clearly inform to the respondents about the purpose of the study that is 

purely for academic reason. As it is introduced its purpose in the introduction section of the 

questionnaire confidentiality will be protect. In general, the researcher does not try to 

personalize any of the reaction of the respondents during data presentations, analysis and 

interpretations. Besides, all the resources used for this research has be appropriately 

acknowledge. 
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CHAPTER FOUR: PRESENTATION, ANALYSIS AND INTERPRETATION OF 

DATA 

This chapter deals with the characteristics of sample population, analysis, and interpretation, 

of data collected through questionnaire from two groups of respondents and focus group 

discussion (FGD). The necessary data for assessment is obtain from 36 student 

representatives, 132 teachers and 24 principals and assistance principals. Based on the type 

of data collected, the following statistical tools are employing to analyze the data gather. 

Frequency and percentage is used to analyze the general characteristics of the respondents 

such as sex, age, educational specialization and work experience are analyze.In addition 

mean and t-test value are compute by SPSS (version 20.0). This method simply compares 

the mean values of each item with the expect mean. Hence, the presentation and 

interpretation of the characteristics are present in tables as follows:  

 

4.1. CHARACTERISTICS OF RESPONDENTS  

The characteristics and background information of secondary school principals and teachers 

are present below:  

 

Table 4:  Demographic Characteristics of Respondents 

Age 21-30 31-40 41-50 >50 total 

 

 

Sex 

Male Frequency 97 

 

19 7 3 126 

% 77% 15% 6% 2% 100% 

Female Frequency 21 3 4 2 30 

% 70% 10% 13% 7% 100% 

 

A total of 156 questionnaires are distributed to the respondents, out of this 156 are return. 

Producing an overall 100% return rate. Table 1 reflects the response rate. As it is reflect in 

the table most of the respondents are within the age ranging from 21 – 30 years. The 



48 
 

majority of the respondents are male. As shown in the table, female presentation is very low 

that needs effort to empower women in every aspect.  

 

Table 5:  Qualifications and Work Experience of Respondents 

Qualification 

(Field of 

Specialization) 

Work Experience in years 

1-5 years 

in 

teaching 

6-10 years 

in 

teaching 

11-15 

years in 

teaching 

16-20 

years in 

teaching 

21-25 

years in 

teaching 

>=31 

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

B.A/B.sc/B.Ed 45 28.8 27 17.3 36 23.1 17 10.9 3 1.9 0 0.0 

M.A/M.sc 0 0.0 3 1.9 5 3.2 1 0.6 0 0.0 0 0.0 

Pedagogical 

Science 

0 0.0 0 0.0 0 0.0 0 0.0 0 0.0 0 0.0 

EdPM [B.Ed] 0 0.0 0 0.0 0 0 0 0 0 0 0 0.0 

EdPM [M.Ed] 0 0.0 0 0.0 7 4.5 7 4.5 5 3.2 0 0.0 

Philosophy 0 0.0 0 0.0 0 0.0 0 0.0 0 0.0 0 0.0 

Total 45 28.8 30 19.2 48 30.8 25 16.0 8 5.1 0 0.0 

 

Table 5 reflects respondents by qualifications and work experiences. As it is reflected in the 

table the majority of the respondents have qualifications of first degree. Most of them have 

work experience within the range of 5 – 20years services. The data indicated that masters' 

degree holders are very few of the total respondents. In general, leadership requires 

knowledge and skill in the field of education and it is also the basis to reach the target set 

forward. Based on this information we can conclude that the majority of the respondents' 

population seems capable to take part in the teaching and learning activities. 
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Table 6: Position Attainment Conditions of Principals by Qualification 

Position attainment                                     Qualification (Field of Specialization) 

B.A/B.S

c./B.Ed./ 

M.A/ 

M.Sc. 

Pedagogical 

Science 

Ed.PM 

[B.Ed.] 

Ed.PM 

[M.Ed.] 

Philosophy Total 

Appointed by 

regional office 

0 0 0 0 0 0 0 

Appointed directly 

by Sub Cities 

5 0 0 0 10 0 15 

Elected by the  

woreda education 

office 

0 0 0 0 9 0 9 

Elected by 

assigned by school 

management 

committee 

0 0 0 0 0 0 0 

Other 0 0 0 0 0 0 0 

Total 5 0 0 0 19 0 24 

 

According to data in table 6, among 24 principals 15 principals were appointed directly by 

the Sub Cities and 9 Elected by the woreda education office.  So we could infer from the 

table that position attainment conditions show that most of the principals were attaining 

their position by higher officials.  The participation of stakeholders like teachers, parents 

and students did not encompass the opportunity to appoint the school leaders that could 

contribute to some negative influence of leadership to work with school society as a team.   

 

Effective work teams set clear goals, keep connections strong between the team and other 

stakeholders such as administrators and teachers. Hence, position attainment conditions 

must be transparent to all concerned parties in order to work as a group for the improvement 

of quality of education.  
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Table 7: The Criteria used to Elect the Principal Ship Position 

                             criteria teachers principals 

Training in education leadership management 0 0 

Prior experience as a school leader at lower level 34 6 

Prior experience as a teacher 98 18 

Any other 0 0 

Total 132 24 

 

 

According to table 7, Among 24 principals 6 principals are appointed by Prior experience as 

a school leader at lower level and 18 principals are appointed by Prior experience as a 

teacher. And Among 132 teachers 34teachers are appointed by Prior experience as a school 

leader at lower level and 98teachers are appointed by Prior experience as a teacher.So we 

could infer from the table that position attainment conditions show that most of the 

principals are attaining their position by Prior experience as a teacher.   

 

4.2. Leadership Styles of Secondary School Principals 

 Leadership style is the pattern of behaviors which a leader adopts to influence the behaviors 

of his/her followers. Strengthening this thought, Kinard, (1988:326) wrote that “leadership 

style is a behavior pattern, which a leader exhibits in directing the behavior of the 

employees toward the attainment of personal or organizational goals.” Thus, effective 

principals use a wide range of leadership style according to the situation and context of their 

school. 
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Table 8:Responses on Leadership Styles of Secondary School Principals and Teachers 

Leadership 

styles 

 

No 

 

Regarding styles of 

leadership 

Mean Scores Values (X)  

t Principals Teachers 

 

 

 

 

 

 

  A 

 

1 The member has no voice in 

matters that affect their 

welfare. 

 

2.01 

 

2.00 

 

-0.840 

 

2 Principals rely much on 

punishment 

 

       2.57 

    

2.62 

 

-1.077 

 

3 Principals usually demand 

unquestionable obedience 

from all within the 

organization 

 

2.36 

 

2.99 

 

0.742 

4 Principals have directive 

character 

 

2.01 

 

2.05 

 

-1.137 

5 Principals has the sole 

authority to decide, control, 

penalize and reward 

 

2.21 

 

2.42 

 

0.250 

                                                      Grand mean 2.232 2.416  

 

According to data in table 8, indicates  that the mean value on the first item  the Principals 

2.01 and the Teachers 2.00,on the second item the Principals 2.57 and the Teachers 2.62, on 

the third item the Principals 2.36 and the Teachers 2.99, on the fourth item the Principals 

2.01 and the Teachers 2.05 and on the fifth item the Principals 2.21 and the Teachers 2.42 

on autocratic leadership style. And also the calculate t-test result indicates that on the third 

and fifth items showed that there was statistically significant difference observed between 
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the two groups,but on Item 1,2,and 4 the t-test indicates that there was no statistically 

significant difference observed between the two groups.   

 

Table 9: Responses on Leadership Styles of Secondary School Principals and Teachers 

Leadership 

styles 

 

No 

Regarding styles of 

leadership 

Mean Scores Values (X)  

       t Principals Teachers 

 

 

 

 

 

 

   B 

1 Principals delegates freely 

and allows appropriate 

leadership acts to develop 

within group.    

 

2.99 

 

 

 

3.51 

 

 

 

0.946 

 

 

 

2 Principal give emphasis to 

group decision - making 

 

2.01 

 

2.65 

 

0.715 

3 Principals builds trust, 

respect and commitment 

 

2.15 

 

3.65 

 

0.166 

4 Principals consult staff and 

take their ideas into 

consideration before taking 

decision 

 

2.05 

 

2.04 

 

-1.120 

5 Principals have cooperative 

planning and open 

communication 

 

2.87 

 

3.38 

 

0.724 

                                                        Grand mean 2.414 3.046  

 

According to data in table 9, indicates  that the mean value on the first item  the Principals 

2.99 and the Teachers 3.51,on the second item the Principals 2.01and the Teachers 2.65, on 

the third item the Principals 2.15 and the Teachers 3.65, on the fourth item the Principals 

2.05 and the Teachers 2.04 and on the fifth item the Principals 2.87 and the Teachers 3.38 

on democratic leadership style. And also the calculate t-test result indicates that on the item 
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1,2,3 and 5 items showed that there was statistically significant difference observed between 

the two groups,but on Item 4 the t-test indicates that there was no statistically significant 

difference observed between the two groups. 

 

Table 10: Responses on Leadership Styles of Secondary School Principals and 

Teachers 

Leadership 

styles 

 

No 

 

Regarding styles of 

leadership 

Mean Scores Values (X)  

t 
Principals Teachers 

 

 

 

 

 

    

   C 

 

1 The Principals usually 

maintains contact all 

authority or power is given 

to the employees and they 

must determine, make 

decision, and resolve 

problem on their own. 

 

 

 

 

1.01 

 

 

 

 

 

 

 

1.99 

 

 

 

 

 

 

 

0.293 

 

 

 

 

2 Principals give complete 

freedom to the staff 

1.07 1.04 -0.517 

 

3 Principals are a least 

intervention, and group 

members perform 

everything by them-selves. 

 

     1.00 

               

        1.02 

  

-0.736  

4 Principals try to satisfy 

everyone in the school 

  

1.03 

 

1.00 

 

-0.386 

5 Principals there is no strict 

follow up on the group 

members 

 

1.01 

 

2.00 

 

0.302 

                                                         Grand mean 1.024 1.41  
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According to data in table 10, indicates  that the mean value on the first item  the Principals 

1.01 and the Teachers 1.99,on the second item the Principals 1.07 and the Teachers 1.04, on 

the third item the Principals 1.00 and the Teachers 1.02, on the fourth item the Principals 

1.03 and the Teachers 1.00 and on the fifth item the Principals 1.01 and the Teachers 2.00 

on lassie – faire leadership style. And also the calculate t-test result indicates that on the  

Item 1 and 5 items showed that there was statistically significant difference observed 

between the two groups, but on Item 2,3, and 4 the t-test indicates that there was no 

statistically significant difference observed between the two groups. Generally, those the 

above three leadership styles summurized in table 11.  

Table 11:  Summary of Leadership Styles of secondary school principals and Teachers  

 

 

 

 

 

 

 

 

According to Gemechis and Ayalew (2012) a diversified body of literature witness that 

there are various leadership styles such as: democratic, autocratic, participative, and lassie – 

faire that leaders can exercise in different situations so as to influence their employee with 

the ultimate aim maximizing organizational performance. Items in table 11 are intended 

carefully to identify whether the principals act autocratically, democratically or laissez – 

fair. Therefore, A styles are the personalities of autocratic leaders, B styles are the 

personalities of democratic leaders; and C styles are the personalities of laissez – fair 

leaders.  

At this table, higher score indicates principals 2.414 and teachers 3.046 on democratic 

leadership style, less autocratic with Grand Mean Values of principals 2.232 and teachers 

2.416 and very less laissez – faire with Grand Mean Values of principals 1.024 and teachers 

Styles Leadership 

styles 

Grand mean  

t-test Principals Teachers 

A Autocratic  2.232 2.416 -0.051 

B Democratic  2.414 3.046 -0.187 

C lassie – faire 1.024 1.41 -0.003 
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1.41 respectively. The calculated t-test result t=-0.051,-0.187 and -0.003 also showed that 

there was no statistically significant differences between the perception of principals and 

teachers in evaluation the leadership style respectively. Leadership is need to foster purpose, 

direction, imagination, and passion, especially in times of crisis or rapid change. At such 

times people look to leaders for hope, inspiration and a pathway which will lead them to 

somewhere more desirable (Bolman and Deal, 1994).  On the whole, school principals are 

therefore assessed by their subordinates for credible performance based on application of 

these leadership styles. Principals practiced democratic leadership style. In addition they 

have also practiced autocratic and laissez – faire leadership style in some instances. Further 

the study brought evidence that principals change their leadership styles according to the 

situation. Even though the study reveal all the principals perceive themselves as democratic 

leaders, they also believe at times they had autocratic particularly in the context of school 

situation. 

 

4.3. Factors Affecting Principals Leadership Style 

There are so many factors those made principals fail to discharge their ability to lead staffs 

and uphold responsibility and perform school activities respectively to achieve the intend 

school goals. To identify these factors, the researcher prepares 10-items for principals and 

10-items for teachers. They are ask to rate their level of agreement to which these factors 

really hinder their participation in their schools using a five point Likert scale ranging from 

very high (5) to very low (1). The mean value of the principals and teachers are used for the 

sake of interpretation as follows: 
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Table 12: Factors Affecting Principals’ Leadership Style 

No                               Items           Mean Standered D. 

1 The principals’ personality 4.37 2.53 

2 The nature of the task 4.22 0.87 

3 The relationship between the principalwith staff 

members 

4.24 0.95 

4 The nature and culture of the school 4.49 2.84 

5 The teachers and district educationofficials’ 

expectations 

2.39 0.97 

6 The larger environment (political, economical, 

social) 

4.38 2.98 

7 Restricted powers of school principals 2.99 1.03 

8 Lack of facilities and equipments 3.68 1.99 

9 Lack of experience of school principals 4.30 1.43 

10 Lack of adequate training 4.59 1.91 

                                 Grand Mean 3.965 1.75 

 

(Key: Mean value ≥4=strongly factor, 3.00 - 3.99=moderately factor, and<3.00 poor factor) 

 

From table11understand that the overall mean score of principals and teachers’ response 

regarding their principals’ leadership style in their schools are3.965with a standard 

deviation 1.75. This shows that the problems in the table affect principals’ leadership style 

moderately. But as seen from the table, The principal personality, The nature of the task, 

The relationship between the principal with staff members, The nature and culture of the 

school, The larger environment (political,economical, social), Lack of experience of school 

principals andLack of adequate training are the highest influence with the mean value 

4.37,4.22,4.24,4.49,4.38,4.30 and 4.59 respectively andthe least factor affect principals’ 

leadership styles are district education officials’ expectationswith the mean value 

2.39andRestricted powers of school principalswith the mean value2.99.   
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CHAPTER FIVE 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

5.1. SUMMARY 

The core objective of this study isto identify the leadership styles of principals in 

Government Secondary schools in Addis Ababa. The research engaged secondary 

school principals, teachers, and student representatives of sample schools under four 

simple randomly select sub cities. In this study attempts to answer to the following 

basic questions: 

1. What is the selection criteria adopted for the principal ship position? 

2.  Are schools principals qualified, trained, and experienced enough to lead secondary 

schools effectively?  

      3. Which leadership styles do school principals predominantly exercise to work in 

secondary schools?  

      4. What is the majorFactors Affecting Principals’ Leadership Style in the practice of 

government secondary schools in A.A?  

So as to deal with the basic questions, related review literature is conduct; questionnaire and 

focus group discussion isimplementing as the means of the study.  The research is analyze 

by using frequency count, percentage, mean and standard deviation through the Statistical 

Package for the Social Science (SPSS version 20.0) 

 

The following main findings: were obtain in the study- 

Concerning of the principals 5 principals qualified by B.ED and 19 principals are qualified 

by M.ED and also the work experiences are 12 principals experiences 11 to 15 years, 7 

principals experiences 16 to 20 and 5 principals experiences 21 to 25 years.Generally the 

data indicated that most of the principals are masters' degree holders and the majority of the 

principals are work experience. 

 

Among the leadership styles practiced, most the respondents agreed that principals rely 

much on style B which is the characteristics of democratic leadership style with the Mean 
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Scores Values of principals 3.04 and teachers 3.83some of the respondent agree with Mean 

Scores Values of principals 0.03 and teachers 1.72is the characteristics of autocratic 

leadership style and few principalsare agree with the characteristic of lassie - faire with 

Mean Scores Values of principals 0.01 and teachers 1.01. 

 

With respect to factors affecting principals leadership style the finding point out that the 

principals, personality, The nature of the task, The relationship between the principal with 

staff members, The nature and culture of the school, the larger environment (political, 

economical, social),Lack of experience of school principals, and Lack of adequate training 

areamong the main factors those influence the principals’ leadership style.Whereas, Lack of 

facilities and equipments are moderate factors those hinder the principal leadership style. 

And the teachers and district education officials’ expectations and restricted powers of 

school principals are among the poor factors those hinder the principal leadership style. 

 

5.2 CONCLUSIONS 

Based on the findings of this study, it was concluded that: there was no uniform guideline or 

criteria for the selection and assignment of principals. Nevertheless, the assignments of 

principals were mostly decided by the Sub Cities and the woreda education office. There 

was no indication for the participation of stakeholders (teachers, parents and students) 

through their representatives; in selection of principals for the sake of transparency that 

could contribute to the creation of horizontal relationship between the school and the school 

community. Good communication with the school community is critical aspect of 

educational leadership. So schools are less likely to embrace collaboration and solve 

problems of principal does not encourage and model effective communication.  

 

Among the leadership styles practiced, most of the respondents agreed that principals at this 

time practice more in democratic leadership style but sometimesindicates theprincipals 

leadership styles depend on the situation of the school This indicate as at this the leadership 

style of the principals showsprogress.  

Concerning the qualification, all school leaders in government secondary schools of 

thoseSub City were qualified with principal ship or trained in the area of educational 
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leadership. So principal’s performance has a positive impact in the attainment of the 

educational goals of the school. 

 

5.3 RECOMMENDATIONS 

Depending on the results of the study, the following recommendations were made: 

 Addis Ababa Education Bureau must assign trained, experienced and knowledgeable 

school leaders. One who professionally competent knowledgeable about education system, 

experienced and skillful. However selection of school leaders for trainers must be made on 

competitive bases and immediate impact assessment should be made.  

 

Addis Ababa education Bureau should give orientation about principal ship and the role 

expected from school principals; besides, selection and assignment of principals should be 

by qualification, experience and must based on their current performance.School leaders 

should be professional who modeling good behaviors because teachers are normally looking 

for signals of best practices and they would like to follow the footsteps of their leaders the 

one who is creating a flexible environment.  

 

Ministry of Education should enhance principals’ leadership by providing enough resources 

for principals’ professional development and in – service training of principals with more 

than five years teaching experience to allow them to go for professional training to renew 

their knowledge of their field. Such professional development programmes would boost 

principals and teachers to improve their leadership practices at school.  

 

 Leadership does not belong to a single principal or administrative team. Instead, leadership 

must be seen as the responsibility of everyone in the community. These include school 

principals, teachers, staff, students, parents and community members. The relationship 

between a school principal and those who follow him or her should be based on mutual trust 

and respect. School principals must work to build and maintain a trusting environment in 

which community members feel comfortable and supported. 
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APPENDIX A: Questionnaire (principals and assistance principals) 

 
 

ADDIS ABABA UNIVERSTY 

SCHOOL OF GRADUATE STUDIES 

COLLEGE OF EDUCATION AND BEHAVIORAL STUDIES 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

ADDIS ABABA 

 

Dear respondent,  
The purpose of this questionnaire is to assess and examine the Principals leadership style in 

government secondary schools and Factors Affecting Principals’ Leadership Style of government 

secondary schools in Addis Ababa. The information gathered through this questionnaire will be 

used strictly for academic purpose. Your careful and honest response determines the success of the 

study. Thus, you are kindly requested to complete the questionnaire carefully and honestly. Your 

response will be kept confidential.  

Please read the instructions and each item in the questionnaire carefully before you give response. If 

you want to change any of your responses, make sure that you have cancelled the unwanted ones.  

Note:  

No need of writing your name  

Each question has its own instruction  

Give only one answers to each item unless you are requested to do so.  

Make a tick √ mark in the place provided to show your responses.  
 

Thank you in advance for your cooperation 
 

School Code ________________________________  

Name of the school ________________________________  

Location:  

a) Sub - city _________________________________  

b) Woreda __________________________________  

PART I  
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Instruction: Please indicate your answer by making a”√” mark or writing where it is necessary in space 

provided.  

1. Sex:          Male                  Female  
 
2. Age:      below 20                  21 – 30              31 – 40                          41 – 50                    Above 50  
3. Work experience in years  

3.1 Total  

3.2 On the current Position  

4. Qualification (field of specialization) in:  

4.1 Under graduate program  

a) Edpm                                                      b) subject major ______________  

c) Pedagogical science                               d) other, please specify _______________  

4.2 Graduate Program  

Edpm                 Psychology            Curriculum             Other, please specify------------------- 

5. Position attainment condition:  

Appointed by region office  

Appointed directly by zone education office  

Elected by Kefleketema education office  

Elected by woreda education office 

Elected by assigned by school management committee  

Other specify------------------------------------------------ 

6. What were the criteria used to elect / appoint you to the principal ship position?  

Training in education leadership management  

Prior experience as a school leader at lower levels  

Prior experience as a teacher  

e) Any other  

7. How was the school management Committee members elected?  

By secret ballot  

BY showing hands  

Elected unopposed  

By consensus  

Assigned by the director  

Assigned by Authority  

 
PART II
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Questionnaire: To be filled in by secondary school principals and assistance principals 
 

Instruction: the following are statements about styles of leadership in secondary schools; please rate each 

statement from strongly agree to strongly disagree by putting (√) mark in the columns provided using the 

following scale. 
 

SA = Strongly Agree (5) A = Agree (4) UD = Undecided (3) DA = Disagree (2) SD = Strongly Disagree (1) 

 

styles No  Regarding styles of leadership  SA (5)  A (4)  UD(3)  DA(2)  SD(1)  

A 

1 The member has no voice in matters that affect 
their welfare. 

          

2 Principals rely much on punishment           

3 Principals usually demand unquestionable 

obedience from all within the organization 
          

4 Principals have directive character           

5  Principals has the sole authority to decide, 

control, penalize and reward 
          

B 

6 Principals delegates freely and allows 

appropriate leadership acts to develop within 

group.    

          

7 Principal give emphasis to group decision - 

making 
          

8 Principals builds trust, respect and commitment           

9  Principals consult staff and take their ideas into 

consideration before taking decision 
          

10 Principals have cooperative planning and open 

communication 
          

c 

11 The Principals usually maintains contact all 

authority or power is given to the employees 

and they must determine, make decision, and 

resolve problem on their own. 

          

12 Principals give complete freedom to the staff           

13 

Principals are a least intervention, and group 

members perform everything by them-selves.           

14 

Principals try to satisfy everyone in the school 

          

15 

Principals there is no strict follow up on the 

group members           
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PART III 

Instruction: the following are statements about Factors Affecting Principals’ Leadership Style in 

secondary schools; please rate each statement from very high to very low by putting (√ ) mark in 

the columns provided using the following scale. 

5 = very high (vh), 4 = high(h), 3 = medium(m), 2 = low(L) and 1 = very low(VL) 

 
No Items vh( 5) H(4) M(3) L(2) VL(1) 

1 The principals’ personality      

2 The nature of the task      

3 The relationship between the principal 

with staff members 
     

4 The nature and culture of the school      

5 The teachers and district education 

officials’ expectations 
     

6 The larger environment (political, 

economical, social) 
     

7 Restricted powers of school principals      

8 Lack of facilities and equipments      

9 Lack of experience of school 

principals 
     

10 Lack of adequate training      
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APPENDIX B: Questionnaire (Teachers) 
 

ADDIS ABABA UNIVERSTY 

SCHOOL OF GRADUATE STUDIES 

COLLEGE OF EDUCATION AND BEHAVIORAL STUDIES 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

ADDIS ABABA 

 

Questionnaire: to be filled in by Teachers  

 

Dear respondent, 
The purpose of this questionnaire is to assess and examine the Principals leadership style in 

government secondary schools and Factors Affecting Principals’ Leadership Style of government 

secondary schools in Addis Ababa. The information gathered through this questionnaire will be 

used strictly for academic purpose. Your careful and honest response determines the success of the 

study. Thus, you are kindly requested to complete the questionnaire carefully and honestly. Your 

response will be kept confidential.  

Please read the instructions and each item in the questionnaire carefully before you give response. If 

you want to change any of your responses, make sure that you have cancelled the unwanted ones.  

Note:  

 No need of writing your name  

 

 Each question has its own instruction  

 

 Give only one answers to each item unless you are requested to do so.  

 

 Make a tick √ mark in the place provided to show your responses.  

 

 

 

 

Thank you in advance for your cooperation. 
 

 

 

School Code ________________________________  
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Name of the school ________________________________  

Location:  

a) Sub - city _________________________________  

b) Woreda __________________________________  

PART I  
Instruction: Please indicate your answer by making a”√” mark or writing where it is necessary in space provided.  

1. Sex:          Male                  Female  

 

 

2. Age:      below 20                  21 – 30              31 – 40                          41 – 50                    Above 50  

 

3. Work experience in years  

3.1 Total  

3.2 On the current Position  

 

4. Qualification (field of specialization) in:  

4.1 Under graduate program  

a)Edpm                                                      b) subject major ______________  

c) Pedagogical science                               d) other, please specify _______________  

4.2 Graduate Program  

Edpm                 Psychology            Curriculum             Other, please specify------------------- 

 

5. How was the school principal members elected  

Training in education leadership management  

Prior experience as a school leader at lower levels  

Prior experience as a teacher  

e) Any other  

 

6. How was the school management Committee members elected?  

By secret ballot  

BY showing hands  

Elected unopposed  

By consensus  

Assigned by the director  

Assigned by Authority  

 

 

 

 

PART II 
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Instruction: the following are statements about styles of leadership in secondary 

schools; please rate each statement from strongly agree to strongly disagree by 

putting (√) mark in the columns provided using the following scale. 

SA = Strongly Agree (5) A = Agree (4) UD = Undecided (3) DA = Disagree (2) SD = Strongly  

Disagree (1) 

 

PART III 

styles No  Regarding styles of leadership  SA (5)  A (4)  UD(3)  DA(2)  SD(1)  

A 

1 The member has no voice in matters that affect their 

welfare. 
          

2 Principals rely much on punishment           

3 Principals usually demand unquestionable obedience 

from all within the organization 
          

4 Principals have directive character           

5  Principals has the sole authority to decide, control, 

penalize and reward 
          

B 

6 Principals delegates freely and allows appropriate 

leadership acts to develop within group.    
          

7 Principal give emphasis to group decision - making           

8 Principals builds trust, respect and commitment           

9  Principals consult staff and take their ideas into 

consideration before taking decision 
          

10 Principals have cooperative planning and open 

communication 
          

c 

11 The Principals usually maintains contact all authority 

or power is given to the employees and they must 

determine, make decision, and resolve problem on 

their own. 

          

12 Principals give complete freedom to the staff           

13 

Principals are a least intervention, and group members 

perform everything by them-selves.           

14 

Principals try to satisfy everyone in the school 

          

15 

Principals there is no strict follow up on the group 

members           
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Instruction: the following are statements about Factors Affecting Principals’ 

Leadership Style in secondary schools; please rate each statement from very high to 

very low by putting (√  ) mark in the columns provided using the following scale. 

 

5 = very high (vh), 4 = high(h), 3 = medium(m), 2 = low(L) and 1 = very low(VL) 

 
No Items vh( 5) H(4) M(3) L(2) VL(1) 

1 The principals’ personality      

2 The nature of the task      

3 The relationship between the principal 

with staff members 
     

4 The nature and culture of the school      

5 The teachers and district education 

officials’ expectations 
     

6 The larger environment (political, 

economical, social) 
     

7 Restricted powers of school principals      

8 Lack of facilities and equipments      

9 Lack of experience of school 

principals 
     

10 Lack of adequate training      

 

 

 

 

 

 

 

 

 

 

 

 

 
APPENDIX C: Questionnaire (Students) 
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ADDIS ABABA UNIVERSTY 

SCHOOL OF GRADUATE STUDIES 

COLLEGE OF EDUCATION AND BEHAVIORAL STUDIES 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

ADDIS ABABA 

Focus Group guidelines for student representatives  

PART ONE: Personal characteristics 

 

1.1 Name of the interviewee ______________________________  

1.2 Sex: Female              Male  

 

1.3 Age:  

12 and below                    13 – 17                    and above 17 

PART TWO:  

Item describing principal attention for students’ service 

1. Does the principal arrange different co - curricular and entertaining Programs for 

the students?  

2. Does the principal work to ensure the safety and security of students in the school?  

3. Does principal help to organize strong student councils?  

4. Does the principal work continuously to improve disciplinary problems?  

5. Does the Principal work with the staff to set high but achievable standards for 

students?  

                                              Thank you! 


