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ABSTRACT 

The  purpose  of  this  study  was  to  investigate  the  principal’s leadership  practices  in Nono 

Woreda Primary Schools. The study attempted to find out factors affected principal’s leadership 

practices in Nono Woreda Primary Schools. The study used a descriptive survey design.  The 

target population was 12 primary schools with a population of 32 teachers, 10 educational 

experts, 28 PTA, 12 principals, 4 vice-principals and 4 supervisors. The participants were 

selected using random sampling techniques. The data gathering tools were questionnaire, 

interview and document analysis. Questionnaire was employed to collect data from school 

leaders and teachers, Clusters supervisors, Woreda education head and experts. Interview was 

used to gather information from PTA. The quantitative data was coded and analyzed using 

descriptive statistics such as frequencies, percentages; means, standard deviation through the 

statistical package for social sciences (SPSS).While the information gathered through interview 

and open-ended questions were narrated qualitatively. The findings of the study indicate that 

much of principals’ time is allocated to administrative works which could show the tendency of 

principals to engage themselves on activities that are not directly related to teaching learning 

process, school leadership areas were not established with clear and annual wide goals, there 

were moderate teachers’ involvements in making educational decisions, but there were highly 

principals’ dominated in instructional decisions. In addition to this it was also found that 

principals’ initiative in consulting teachers about instructional matter, principals’ initiative for 

frequent classroom visit and principals’ constructive comments and suggestions in instructional 

matter was moderate. Based on the above major findings the following conclusions are drawn 

many instructional leaderships were inexperienced. The study concluded that the leaders did not 

perform effectively in each instructional leadership dimension. They were assigned the post 

without having educational planning and management skills. The study therefore recommends 

that education officer, experts, governmental and non-governmental organizations should 

involve actively giving relevant trainings, workshops and seminars in creating awareness and 

changing attitudes of lower stakeholders on the base of school objectives, plans and goals.  The 

Oromia Regional Education Bureau with zone and Woreda education office need to revise the 

criteria used for selecting and appointing primary school principals and serious consideration 

should be given for field of study and Level of Education.  
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CHAPTER ONE 

I. Introduction 

This chapter deals with the background of the study including statement of the problem, 

objectives, significances, delimitations, limitation, operational definition (definition of key 

terms) and organization of the study. 

1.1 BACKGROUND OF THE STUDY 

Education is one of the highly developed institutions of modern societies.  Educational 

institutions have now become more important in today‘s world.  According  to  Okumbe  (1998),  

an  educational organization  refers  to  a  group  of  individuals,  in  a  given  place  whose  

efforts  are deliberately coordinated for the purpose of imparting knowledge, skills and attitudes 

to  students  or  pupils  in  order  to  achieve  predetermined  educational  objectives  or goals.  

These educational organizations include the school, which has the aims and objectives to achieve 

and leaders to coordinate its activities. 

The effectiveness of educational systems (schools) depends upon the professional competence of 

assigned leaders as having the central and leading role in the successful operation of the teaching 

and learning process.  

Leadership is the process of influencing the activities of a group of individuals by a leader to 

achieve a common goal (Nworgu, 1991).  School leadership is the process of enlisting and 

guiding the talents and energies of teachers, pupils, and parents towards achieving common 

educational aims.  School  leadership influences  what  happens  in the  core  business  of  the  

school  i.e. teaching  and  learning.  It influences  the  way students  perceive,  teachers  organize  

and  conduct  their  instruction  and  their educational interactions with and expectations for their 

students (Mulford, 2003). 

School leadership is offered by principals also referred to as head teachers who play the role of 

administrators in schools. They are viewed as the chief executive officers with  the  role  of  

coordinating  the  efforts  of  people  in  the  school  towards  the achievement of the educational 
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goals. These goals are related to teaching, learning and the overall growth of children and the 

youth. School principals act as the professional advisors to  the  board,  leaders  of  reforms,  

managers  of  resources  and  communicators  to  the public. School leadership is therefore 

concerned with pupils, teachers and the rules, regulations and policies that govern the school 

system. 

School leadership  enhances  learners‘  outcomes  by creating  an  environment where  learning  

permeates  the  institution  culture.  This means  that  a  school  leader  is able  to promote  a  

shared  vision,  mobilize  people,  lead  curriculum  and  pedagogical practice, administrate 

effectively and reflect critically on all practices in the institution. He or she needs to be involved 

with teachers in seeking to promote quality learning for all learners. 

School leadership involves inspiring and supporting others towards the achievement of the 

school vision, which is based on clear personal and professional value. Essential functions of 

school leadership involve traditional competencies of integration, coordination, assimilation of 

details, capacity for multi-perspectives, diplomacy and core-business competency. School 

principals therefore have to embrace the best practices to be effective and efficient by creating 

and sustaining a competitive school. Principals have to develop and implement strategic school 

improvement plans and provide instructional guidance to improve learning. 

Highly successful leaders  develop  and  count  on  leadership  contributions  of  others  in  the  

organization through  distributed  leadership and Principals count on key teachers for such 

leadership along with their local administrative colleagues (Horde, Steigelbauer and Hall, 1984). 

School  leadership  should  encourage  and  provide  for  the  professional  growth  of  the 

teachers.  Through planning educational seminars, conferences and in-service education 

programs teachers can improve immensely on their performance.  All the school decisions and 

procedures must be consistent with the underlying policies of education. 

The school principal  as  the  chief  executive  is  overall  in  charge  of  the  school  and  is 

responsible for the quality of the school. S/he supervises the whole school programs and bears 

the ultimate responsibility for the overall school performance, efficiency and  effectiveness  

including  the  competency  of  all  school  programs  (Wango,  2006). He/she is in charge of the 
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day-to-day activities in the school.  He/she  should  understand  the  departmental  programs  and  

work  closely  with  all the teachers through consultation on issues of mutual interest to the 

school like games and sports, other co-curricular activities and examinations. The school head 

should be well informed and experienced on the school system and should have an orientation to 

the whole school program. It is due to these reasons that the Ethiopian Ministry of Education 

(MoE) has issued school leadership as one major components of the Six General Education 

Quality Improvement Package (GEQIP), which was formulated in 2006 and has begun to be 

implemented in 2007. This implies that the school leadership is the most visible and directly 

accessible representative of the school and its management for the success of school functions 

and students‘ academic achievement. 

School principals are charged with five major roles.  Globally and in Ethiopia particularly,  the  

duties  of  a  school  principal  include;  administering  the  approved school  curriculum,  school  

finance  and  business,  staff  and  students  in  the  school, school  plant  and  equipment  and  

school  community  relations. 

Research has shown that in schools where practices like delegation, staff involvement in  the  

decision  making  process,  clear  communication,  human  relations  and  modern instructional  

techniques  are  observed,  school  performance  has  improved  greatly. Unfortunately,  it  has  

been  alleged  that  in  some  schools  head teachers  abdicate  their duty  and  divorce  

themselves  from  responsibility  and  authority  entrusted  to  them  in heading  schools that  

leading  to  students‘  poor  performance  in    examinations. This necessitates empirical 

investigation reading the effect   of principal‘s leadership style on the academic achievement of 

students in schools. From the personal experience of the researcher serving as a school principal 

and as a teacher for about twelve years and from different trainings and workshops at the 

regional, zonal as well as worede level, there are complains observed on the effectiveness of 

school leadership in playing their role as instructional leader. There are no empirical evidences 

related to leadership effectiveness in public primary schools of Nono Woreda focusing on head 

teacher‘s leadership style and student‘s academic achievement. Hence, this study is conducted to 

addresses such gaps in research evidences regarding the effect of principal‘s leadership style on 

the academic achievement of primary school students in schools in Nono Woreda of West Shoa 

Zone. 
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1.2 STATEMENT OF THE PROBLEM 

As part of the principal‘s responsibilities at school, Whitaker (1997) argues that principal 

leadership is the most critical responsibility for the school. This implies the significant influence 

the principal‘s leadership has on the success of the principal on academic success of the school 

are Hallinger and Heck (1998) and Smith et al. (2001) who argue that schools that make a 

difference in students‘ learning and academic success are those led by principals who make a 

significant and measurable contribution to the quality of what transpires in classrooms.  

The leadership style and managerial skills are important aspects in improving the quality of 

education and school management. The principal is the leading professional in the school that the 

major role of him/her is providing professional leadership and management for a school 

(Armstrong, 2004). On the other hand, there have been still debates concerning a particular 

leadership style results in the most effective form of organizational performance (Zekariyas, 

2012). Different leadership styles are needed for different situations and each leader should know 

when to use a particular leadership style; and hence there are no one leadership style is ideal for 

every situation (Kamau, 2007). The closeness of the relations between leaders and employees is 

one of the determining factors in the effectiveness of the roles and functions performed by the 

organization (Sonia, 2009).  

MoE (2010) argued that principals need to have the theoretical knowledge, skill and adequate 

experiences in school leadership and management as well as s a profile of possession of various 

trainings on school leadership and management so as to play active and effective leadership   in 

school improvement programs.  

 

 In this regard Nanson (2010) argued that most principals‟ are hardly seen in their offices 

executing their duties, they neither delegate duties nor fully communicate to their teachers and 

students. Furthermore CfBT (2008) argued that much of their time was spent on political duties 

unrelated to the education of students at their school, and requiring much absence from the 

school site. This seems to reduce the level of performance affecting the teaching and learning 

process. If this situation continuous like this it may create undesirable outcomes such as failure 

of students in examination, high repetition rate, high dropout of students and the others.   
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Therefore, the above situation   in the general primary  schools of  Nono district  prompt the 

researcher to conduct a study on  Principals‘ Leadership Practices in Primary Schools of Nono 

Woreda.  

 The study attempted to answer the following basic research questions: 

1. What is the   leadership practices used in Primary Schools of Nono Woreda?  

2. What are the factors that affect Principals‘ Leadership Practices in Primary 

Schools of Nono Woreda?  

1.3. OBJECTIVES OF THE STUDY 

The main objective of the study was to examine the factors that affect Principals‘ Leadership 

Practices in Primary Schools of Nono Woreda. More specifically the study intended to: 

 Find out the main leadership practices used in Primary Schools of Nono Woreda. 

  To identify the factors that affects Principals‘ Leadership Practices in Primary 

Schools of Nono Woreda. 

1.4.  SIGNIFICANCE OF THE STUDY 

This study is significant because its results would: assist the woreda education to take curative 

measures to the problem through policy making, designing training materials for in- service 

principals, deputies and CPD on effective school leadership and management. Help parents, 

Teachers Associations and District Education offices   to discuss and initiate policy on the steps 

to be taken to improve the students‘ academic achievement in various primary schools. Create 

awareness among all principals‘ leadership practices in relation to students‘ academic 

achievement.   Aspiring principals ‗might use the findings to improve on the quality of their 

leadership   style and effectiveness and prepare adequately to primary schools. 

1.5. Delimitation of the study  

In order to make the study more manageable, it was delimited geographically and conceptually. 

Geographically the study was delimited to government primary schools in Nono woreda. 
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Conceptually, the study was delimited to assess the affects Principals‘ Leadership Practices in 

Primary Schools of Nono Woreda. The overall effectiveness of school principal‘s leadership 

practices in improving quality of education in schools is beyond the scope of this study. 

1.5. LIMITATION OF THE STUDY  

The major challenge in conducting this study was that the respondents were busy and have no 

enough time to respond to questionnaires and interview. Some of them who have enough time 

are also reluctant to fill in and return the questionnaire on time. Thus, researcher is attempts to, 

arrange convenient time and contacts with schools principals and teachers to make the study to 

complete as much as possible.    

1.6. OPERATIONAL DEFINITION OF CENTRAL TERMS 

Administrative experience: Refers to a period in years a teacher has served as either as a 

principals, Deputy Head teacher or Head of Department. 

High academic performance schools: schools having students with a mean score or high-grade 

in examinations. 

Principal: Head teacher  in  schools  who  is  charged with five major roles of directing and 

coordinating the approved school curriculum, school finances and business,  staff  and  students  

in  the  school,  school  plant and equipment and school community relations. 

Leadership effectiveness:  This is the ability of a leader to identify the degree of favorableness 

of a leadership situation in a school and the subsequent application of an appropriate leadership 

style in accordance with Fiedler‘s theory in order to achieve high performance. 

Leadership style: the underlying needs structure of the head teacher that motivates his or her 

behavior in various leadership situations. 

School effectiveness:   This refers to the extent to which primary schools attain their 

fundamental goal, which is, to register high academic achievement. 
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CHAPTER TWO 

2. REVIEW OF RELATED LITERATURE 

2.1. Theoretical Overviews of Theory of Leadership 

 This section of the study focuses on the review of the various relevant literatures related 

principles of school leadership   and their practical applications in government primary schools 

of Nono district in west shoa zone. This chapter considers the role of school leaders and 

especially head teachers, within the context of what we know about effective leadership and 

management. It begins with a brief section on the nature of leadership, theories of leadership and 

the main concepts associated with educational management and leadership. And also focuses on 

the concepts of   leadership Characteristics of school leadership, models of instructional 

leadership, knowledge and skill required of instructional leadership and the role of instructional 

leadership. 

2.2. Definition of Leadership: 

Leadership is a process by which a person influences others to accomplish an objective and 

directs the organization in a way that makes it more cohesive and coherent. This definition is 

similar to Northouse's (2007, p3) definition — Leadership is a process whereby an individual 

influences a group of individuals to achieve a common goal. 

Leaders carry out this process by applying their leadership knowledge and skills. This is called 

Process Leadership (Jago, 1982). However, we know that we have traits that can influence our 

actions. This is called Trait Leadership (Jago, 1982); in that it was once common to believe that 

leaders were born rather than made. While leadership is learned, the skills and knowledge 

processed by the leader can be influenced by his or hers attributes or traits; such as beliefs, 

values, ethics, and character. Knowledge and skills contribute directly to the process of 

leadership, while the other attributes give the leader certain characteristics that make him or her 

unique. 

 

 

 



 

8 

 

2.3. Theory of Leadership ("Great Man" Theory ) 

Great man theories assume that the capacity for leadership is inherent, that great leaders are born, 

not made. These theories often portray leaders as heroic, mythic and destined to rise to 

leadership when needed. The term great man was used because, at the time, leadership was 

thought of primarily as a male quality, especially military leadership (See also, Ololube, 2013). 

Great man theories assume that the capacity for leadership is inherent, that great leaders are born, 

not made. These theories often portray leaders as heroic, mythic and destined to rise to 

leadership when needed. The term great man was used because, at the time, leadership was 

thought of primarily as a male quality, especially military leadership (See also, Ololube, 2013).  

2.3.1. Trait Theory  

Similar in some ways to great man theories, the trait theory assumes that people inherit certain 

qualities or traits make them better suited to leadership. Trait theories often identify particular 

personality or behavioral characteristics that are shared by leaders. Many have begun to ask of 

this theory, however, if particular traits are key features of leaders and leadership, how do we 

explain people who possess those qualities but are not leaders? Inconsistencies in the relationship 

between leadership traits and leadership effectiveness eventually led scholars to shift paradigms 

in search of new explanations for effective leadership.  

2.3.2. Contingency Theories  

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

might determine which style of leadership is best suited for a particular work situation. 

According to this theory, no single leadership style is appropriate in all situations. Success 

depends upon a number of variables, including leadership style, qualities of followers and 

situational features (Charry, 2012). A contingency factor is thus any condition in any relevant 

environment to be considered when designing an organization or one of its elements (Naylor, 

1999). Contingency theory states that effective leadership depends on the degree of fit between a 

leader‘s qualities and leadership style and that demanded by a specific situation (Lamb, 2013). 
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2.3.3. Situational Theory  

Situational theory proposes that leaders choose the best course of action based upon situational 

conditions or circumstances. Different styles of leadership may be more appropriate for different 

types of decision-making. For example, in a situation where the leader is expected to be the most 

knowledgeable and experienced member of a group, an authoritarian style of leadership might be 

most appropriate. In other instances where group members are skilled experts and expect to be 

treated as such, a democratic style may be more effective. 

2.3.4. Behavioral Theory  

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

This leadership theory focuses on the actions of leaders not on intellectual qualities or internal 

states. According to the behavioral theory, people can learn to become leaders through training 

and observation. Naylor (1999) notes that interest in the behavior of leaders has been stimulated 

by a systematic comparison of autocratic and democratic leadership styles. It has been observed 

that groups under these types of leadership perform differently: Autocratically led groups will 

work well so long as the leader is present. Group members, however, tend to be unhappy with 

the leadership style and express hostility. Democratically led groups do nearly as well as the 

autocratic group. Group members have more positive feelings, however, and no hostility. Most 

importantly, the efforts of group members continue even when the leader is absent. 

2.3.5. Transactional/Management Theory  

Transactional theories, also known as management theories, focus on the role of supervision, 

organization and group performance and the exchanges that take place between leaders and 

followers. These theories base leadership on a system of rewards and punishments (Charry, 

2012). In other words, on the notion that a leader‘s job is to create structures that make it 

abundantly clear what is expected of followers and the consequences (rewards and punishments) 

associated with meeting or not meeting expectations (Lamb, 2013). When employees are 

successful, they are rewarded and when they fail, they are reprimanded or punished (Charry, 

2012). Managerial or transactional theory is often likened to the concept and practice of 
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management and continues to be an extremely common component of many leadership models 

and organizational structures (Lamb, 2013).  

2.3.6. Relationship/Transformational Theory  

Relationship theories, also known as transformational theories, focus on the connections formed 

between leaders and followers. In these theories, leadership is the process by which a person 

engages with others and is able to ―create a connection‖ that result in increased motivation and 

morality in both followers and leaders. Relationship theories are often compared to charismatic 

leadership theories in which leaders with certain qualities, such as confidence, extroversion, and 

clearly stated values, are seen as best able to motivate followers (Lamb, 2013). Relationship or 

transformational leaders motivate and inspire people by helping group m0embers see the 

importance and higher good of the task. These leaders are focused on the performance of group 

members, but also on each person to fulfilling his or her potential. Leaders of this style often 

have high ethical and moral standards (Charry, 2012). 

2.3.7. Skills Theory  

This theory states that learned knowledge and acquired skills/abilities are significant factors in 

the practice of effective leadership. Skills theory by no means refuses to acknowledge the 

connection between inherited traits and the capacity to lead effectively, but argues that learned 

skills, a developed style, and acquired knowledge, are the real keys to leadership performance. A 

strong belief in skills theory often demands that considerable effort and resources be devoted to 

leadership training and development (Wolinski, 2010). 

2.4. Principles of Leadership 

  Leadership guide expand on these principles and provide tools for implementing them: 

1. Know yourself and seek self-improvement - In order to know yourself, you have to understand 

your be, know, and do, attributes. Seeking self-improvement means continually strengthening 

your attributes. This can be accomplished through self-study, formal classes, reflection, and 

interacting with others. 
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2. Be technically proficient - As a leader, you must know your job and have a solid familiarity 

with your employees' tasks. 

3. Seek responsibility and take responsibility for your actions - Search for ways to guide your 

organization to new heights. And when things go wrong, as they often tend to do sooner or 

later— do not blame others. Analyze the situation, take corrective action, and move on to the 

next challenge. 

4. Make sound and timely decisions - Use good problem solving, decision making, and planning 

tools. 

5. Set the example - Be a good role model for your employees. They must not only hear what 

they are expected to do, but also see. We must become the change we want to see - Mahatma 

Gandhi. 

6. Know your people and look out for their well-being - Know human nature and the importance 

of sincerely caring for your workers. 

7. Keep your workers informed - Know how to communicate with not only them, but also 

seniors and other key people. 

8. Develop a sense of responsibility in your workers - Help to develop good character traits that 

will help them carry out their professional responsibilities. 

9. Ensure that tasks are understood, supervised, and accomplished -Communication is the key to 

this responsibility. 

 

2.5. Factors of Leadership: 

There are four major factors in leadership (U.S. Army, 1983): 

2.5.1. Leader 

You must have an honest understanding of who you are, what you know, and what you can do. 

Also, note that it is the followers, not the leader or someone else who determines if the leader is 

successful. If they do not trust or lack confidence in their leader, then they will be uninspired. To 

be successful you have to convince your followers, not yourself or your superiors, that you are 

worthy of being followed. 
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2.5.2. Followers 

Different people require different styles of leadership. For example, a new hires requires more 

supervision than an experienced employee does. A person who lacks motivation requires a 

different approach than one with a high degree of motivation. You must know your people! The 

fundamental starting point is having a good understanding of human nature, such as needs, 

emotions, and motivation. You must come to know your employees' be, know, and do attributes. 

2.5.3. Communication 

You lead through two-way communication. Much of it is nonverbal. For instance, when you ―set 

the example,‖ that communicates to your people that you would not ask them to perform 

anything that you would not be willing to do. What and how you communicate either builds or 

harms the relationship between you and your employees. 

 

2.5.4. Situation 

All situations are different. What you do in one situation will not always work in another. You 

must use your judgment to decide the best course of action and the leadership style needed for 

each situation. For example, you 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. 

Also note that the situation normally has a greater effect on a leader's action than his or her traits. 

This is because while traits may have an impressive stability over a period of time, they have 

little consistency across situations (Mischel, 1968). This is why a number of leadership scholars 

think the Process Theory of Leadership is a more accurate than the Trait Theory of Leadership. 

Various forces will affect these four factors. Examples of forces are: 

• Your relationship with your seniors. 

• The skill of your followers. 

• The informal leaders within your organization. 

• How your organization is organized. 
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2.5.5. Attributes of Leadership: 

If you are a leader who can be trusted, then those around you will grow to respect you. To be 

such a leader, there is a Leadership Framework to guide you: 

2.5.5.1.BE KNOW DO 

Be a professional. Examples: Be loyal to the organization, perform selfless service, and take 

personal responsibility. 

Be a professional who possess good character traits. Examples: Honesty, competence, candor, 

commitment, integrity, courage, straightforwardness, imagination. 

Know the four factors of leadership — follower, leader, communication, situation. 

Know yourself. Examples: strengths and weakness of your character, knowledge, and skills. 

Know human nature. Examples: Human needs, emotions, and how people respond to stress. 

Know your job. Examples: be proficient and be able to train others in their tasks. 

Know your organization. Examples: where to go for help, its climate and culture, who the 

unofficial leaders are. 

Do provide direction. Examples: goal setting, problem solving, decision making, planning. 

Do implement. Examples: communicating, coordinating, supervising, evaluating. 

Do motivate. Examples: develop morale and esprit de corps in the organization, train, coach, 

counsel. 

2.5.6. Environment 

Every organization has a particular work environment, which dictates to a considerable degree 

how its leaders respond to problems and opportunities. This is brought about by its heritage of 

past leaders and its present leaders. 

2.5.7. Goals, Values, and Concepts 

Leaders exert influence on the environment via three types of actions: 

1. The goals and performance standards they establish. 

2. The values they establish for the organization. 
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3. The business and people concepts they establish. Successful organizations have leaders who 

set high standards and goals across the entire spectrum, such as strategies, market leadership, 

plans, meetings and presentations, productivity, quality, and reliability. Values reflect the 

concern the organization has for its employees, customers, investors, vendors, and surrounding 

community. These values define the manner in how business will be conducted. 

Concepts define what products or services the organization will offer and the methods and 

processes for conducting business. 

These goals, values, and concepts make up the organization's personality or how the organization 

is observed by both outsiders and insiders. This personality defines the roles, relationships, 

rewards, and rites that take place. 

2.5.8. Roles and Relationships 

Roles are the positions that are defined by a set of expectations about behavior of any job 

incumbent. Each role has a set of tasks and responsibilities that may or may not be spelled out. 

Roles have a powerful effect on behavior for several reasons, to include money being paid for 

the performance of the role, there is prestige attached to a role, and a sense of accomplishment or 

challenge. 

 

Relationships are determined by a role's tasks. While some tasks are performed alone, most are 

carried out in relationship with others. The tasks will determine who the role-holder is required 

to interact with, how often, and towards what end. Normally, 314 Dr. Manoj Kumar Sharma et 

al the greater the interaction, the greater the liking. This in turn leads to more frequent 

interactions. In human behavior, it‘s hard to like someone whom we have no contact with, and 

we tend to seek out those we like. People tend to do what they are rewarded for, and friendship is 

a powerful reward. Many tasks and behaviors that are associated with a role are brought about by 

these relationships. That is, new task and behaviors are expected of the present role-holder 

because a strong relationship was developed in the past, either by that role-holder or a prior role-

holder. 
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2.5.9. Culture and Climate 

There are two distinct forces that dictate how to act within an organization: culture and climate. 

Each organization has its own distinctive culture. It is a combination of the founders, past 

leadership, current leadership, crises, events, history, and size (Newstrom, Davis, 1993). This 

result in rites: the routines, rituals, and the ―way we do things.‖ This rite impact individual 

behavior on what it takes to be in good standing (the norm) and directs the appropriate behavior 

for each circumstance. 

The climate is the feel of the organization, the individual and shared perceptions and attitudes of 

the organization's members (Ivancevich, Konopaske, Matteson, 2007).While the culture is the 

deeply rooted nature of the organization that is a result of long held formal and informal systems, 

rules, traditions, and customs; climate is a short term phenomenon created by the current 

leadership. Climate represents the beliefs about the ―feel of the organization‖ by its members.  

 

This individual perception of the ―feel of the organization‖ comes from what the people believe 

about the activities that occur in the organization.  Organizational climate is directly related to 

the leadership and management style of the leader, based on the values, attributes, skills, and 

actions, as well as the priorities of the leader. Compare this to ―ethical climate‖ — the feel of the 

organization about the activities that have ethical content or those aspects of the work 

environment that constitute ethical behavior. The ethical climate is the feel about whether we do 

things right; or the feel of whether we behave the way we ought to behave. The behavior 

(character) of the leader is the most important factor that influences the climate. 

 

On the other hand, culture is a long-term, complex phenomenon. Culture represents the shared 

expectations and self-image of the organization. The mature values that create tradition or the 

―way we do things here.‖ Things are done differently in every organization. The collective vision 

and common folklore that define the institution are: 

Leadership Management: Principles, Models and Theories 315 a reflection of culture. Individual 

leaders cannot easily create or change culture because culture is a part of the organization. 

Culture influences the characteristics of the climate by its effect on the actions and thought 
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processes of the leader. But, everything you do as a leader will affect the climate of the 

organization. 

2.5.10. The Process of Great Leadership 

The road to great leadership (Kouzes & Posner, 1987) that is common to successful leaders: 

• Challenge the process - First, find a process that you believe needs to be improved the most. 

• Inspire a shared vision - Next, share your vision in words that can be understood by your 

followers. 

• Enable others to act - Give them the tools and methods to solve the problem. 

• Model the way - When the process gets tough, get your hands dirty. A boss tells others what to 

do; a leader shows that it can be done. 

• Encourage the heart - Share the glory with your followers' hearts, while keeping the pains 

within your own. 

2.6. Models of School Leadership (SCL) 

This is a model presented by James Weber which is based on two assumptions.  

1). the principal is the main instructional leader.  

2). the principal works with the leadership functions that are sometime shared and sometime not 

sheared. 

The functions of the Weber‘s model are:- 

2.6.1. Setting Academic Objectives  

A principal who is an instructional leader provides guidance for the school program, and 

describe the objectives to the general understanding. Leadwood, Doris, & Alicia, and his 

colleagues found in a study 10 that teachers‘ commitment to change in instructional programs 

was affected the most by leadership that gave direction, purpose, and meaning to their work, e.g. 

the purpose of the school is to educate all students to high levels of academic performance. The 

principal‘s responsibility is to ensure that the school has a clear academic mission and 

communicates it to the staff, which is focused on the academic progress of the students.  
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2.6.2. Organizing the Instructional Program  

After setting the goals for the school, the next step by instructional leader is to develop the 

strategies for bringing that goals into reality by allocating the staff, student grouping, and 

organizing the curriculum. These also involve the collaborative planning between instructional 

leader, students and parents. E.g. decision to place a student in one class or another. Certainly, 

the decision to place a student in one or another classroom, study group, or program is a decision 

that involves teachers, principals and the parents. The following are the some principal‘s 

behavior that proved generally effective.  

• Listen actively to staff and faculty ideas and produces opportunities for staff to implement 

innovative coaching arrangements.  

• Make available resources and an encouraging environment for collaborative planning.  

• Organize planning sessions to discuss grouping and scheduling arrangements with staff.  

• Utilize staff recommendations.  

• Keeps staff informed of policy changes.  

• Expands options by varying periods in school day and days in cycle.  

2.6.3. Supervision and Evaluation  

The most important task of principals‘ instructional leadership is teachers‘ supervision and 

evaluation. Instructional leadership means very little unless leaders are willing and able to 

observe teachers, offer advice about problems, and make formative evaluations that support and 

pinpoint areas to improve. Supervisors must have the knowledge of curriculum and instruction to 

know what to look for. According to Gardner, "To help others believe in themselves is one of a 

leader's highest duties". 

The following are some tips that are effective for supervision.  

• Classroom observations will be used to observe what is actually going on in the class rooms.  

• What is the performance of the teacher and how are the students performing.  

• Meets with teachers after each visit to discuss what was observed. 
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2.6.4. Protecting Instructional Time and Program 

A study by Cusick, found that 200 minutes of a student‘s normal school day were spending on 

routine or maintenance tasks. He noted that ―the time spent actively engaged with some teacher 

over a matter of cognitive importance may not exceed twenty minutes a period for five periods a 

day. This is a high estimate. I would say that if an average student spent an hour to one and half 

hours involved on subject matter that was a good day‖. 

Teachers use instructional time for taking attendance, distributing materials entering and leaving 

the classroom, late start or early ending or such non classroom activities as field trips etc. 

grouping practices, instructional strategies, and the size of the class can all determine how time is 

spent in classrooms. Finally, achievement and instructional time both suffer when students are 

not in school or find it hard to concentrate because of disciplinary problems in the environment. 

Truancy and absenteeism can arise from a great variety of social and personal conditions, 

ranging from poverty and peer group influence to boredom and poor academic background.   

2.6.5. Creating a Climate for Learning  

All the important factors that appear to affect students‘ learning possibly having the greatest 

influence is the set of beliefs, values and tradition .  

2.6.6. Monitoring Achievement and evaluating programs  

It is a primary task of instructional leaders to assess and revise the instructional programs in 

schools. As in the case of supervising and evaluating teachers, whole programs can be reviewed 

for planning, objectives, success in reaching the objectives, and particular successes and 

problems. Ultimately the success of any educational program comes down to the performance of 

the students.  

2.7. Knowledge and Skills of Instructional Leaders 

Despite the fact that the concept instructional leader is well known currently there is paucity of 

literature on what particular behaviors an instructional leader needs to display or what clear set 

of skills s/he needs to possess? The knowledge base on instructional leadership seems to keep 

evolving.  
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Whitaker (1997) identified four skills essential for instructional leadership: Below are those 

skills as presented by Jenkins (2009) by adding her personal experience on the concepts.  

Effective instructional leaders need to be resource providers. It is not enough for principals to 

know the strengths and weaknesses of their faculties; they must also recognize teachers‘ desires 

to be acknowledged and appreciated for a job well done. From my experience, teachers seek only 

tiny morsels of praise and the assurance that I am there to support them as a resource provider.  

 Effective instructional leaders need to be instructional resources. Teachers count on their 

principals as resources of information on current trends and effective instructional practices. 

Instructional leaders are tuned in to issues relating to curriculum, effective pedagogical 

strategies, and assessment. For example, teachers come by my office daily to seek suggestions on 

the best way to teach a child who is not grasping concepts.  

 

Effective instructional leaders need to be good communicators. They need to communicate 

essential beliefs regarding learning, such as the conviction that all children can learn.  

Effective instructional leaders need to create a visible presence. This includes focusing on 

learning objectives, modeling behaviors of learning, and designing programs and activities on 

instruction. As an administrator, more than half of my day is spent focusing on these objectives. 

For example, I recently implemented a move to small-group instruction in reading and math by 

providing the resources, explaining how it works, and serving as a model for those teachers who 

struggled with the concept.  

 

The instructional leader also needs to have up-to-date knowledge on three areas of education: 

curriculum, instruction, and assessment (Du Four, 2002).  

Curriculum:- Principals need to know about the changing conceptions of curriculum, 

educational philosophies and beliefs, curricular sources and conflict, and curriculum evaluation 

and improvement.  

 Instruction:- Principals need to know about different models of teaching, the theoretical reasons 

for adopting a particular teaching model, and the theories underlying the technology-based 

learning environment.  

Assessment:-Principals need to know about the principles of student assessment, assessment 

procedures with emphasis on alternative assessment methods, and assessment that aims to 
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improve student learning. Blase and Blase (2000) cite specific skills of instructional leadership: 

making suggestions, giving feedback, modeling effective instruction, soliciting opinions, 

supporting collaboration, providing professional development opportunities, and giving praise 

for effective teaching. Lashway (2002) recommends certain skills for instructional leaders to 

master: interpersonal skills; planning skills; instructional observation skills; and research and 

evaluation skills.  

2.7.1. Interpersonal skills 

 Maintain trust, spur motivation, give empowerment, and enhance collegiality. Relationships are 

built on trust, and tasks are accomplished through motivation and empowerment wherein 

teachers are involved in planning, designing, and evaluating instructional programs. 

Empowerment leads to ownership and commitment as teachers identify problems and design 

strategies themselves. Collegiality promotes sharing, cooperation, and collaboration, in which 

both the principal and teachers talk about teaching and learning.  

2.7.2. Planning skills 

 Planning begins with clear identification of goals or a vision to work toward, as well as to 

induce commitment and enthusiasm. The next step is to assess what changes need to occur and 

which may be accomplished by asking the people involved, reading documents, and observing 

what is going on within a school.  

2.7.3. Instructional observation skills 

 The aim of instructional observation (supervision) is to provide teachers with feedback to 

consider and reflect upon. Not only can effective instructional leaders help guide classroom 

instruction through supervision, they can also play a primary role in bettering it.  

2.7.4. Research and evaluation skills  

Skills are needed to critically question the success of instructional programs, and one of the most 

useful of these skills is action research. Through research and program evaluation, effective 

instructional leaders can be armed with a plethora of information to make informed decisions 

about increasing learning at their schools.  
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Hailesslassie W. and Abraha A. (2012) state the following as requisite skills that instructional 

leaders need to possess:  

I. Building effective relationship in schools: - The role of the instructional leader in team 

building and developing team cohesion is aimed at defining common goals. In school settings, 

everyone wants to be safe, to be appreciated, to be accepted as part of the school community, and 

be recognized as contributing to the school effectiveness or outcomes.  

II. Leading and managing change/Adaptation: -Change takes time. Experience has shown that 

the time required to make significant improvements in a school is typically about seven years 

(Tyler in Sinclair and Finn 1989). Making sure that the school staff maintains commitment and 

enthusiasm over time is an important challenge to the school leader. Many well-conceived school 

improvement plans have failed because people expected results too quickly. 
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CHAPTER THREE 

RESEARCH DESIGN AND METHODOLOGY 

3.1. INTRODUCTION 

The purpose of this study was to assess school leadership effectiveness on students‘ academic 

achievement in selected primary schools of Nono woreda. A mixed-methods approach was 

employed in this study. Both quantitative and qualitative research methods were employed in 

order to achieve this purpose. Using multiple approaches can capitalize on the strengths of each 

approach and offset the weaknesses and it provides a better understanding of research problems 

than either approach alone. It also provides more comprehensive answers to research questions 

going beyond the limitations of a single approach (Creed, et al., 2004).It is also practical in the 

sense that the researcher is free to use all methods possible to address a research problem 

(Creswell, 2006). Furthermore, it is also important to confirm and cross-validate and 

collaborative findings the descriptive survey design was employed in the study.  

3.2. RESEARCH DESIGN AND   METHODS  

The study employed descriptive survey method by incorporating both quantitative and 

qualitative approaches with more emphasis on quantitative as the leading method through close-

ended question. Quantitative approach was applied because investigating; the principal 

instructional leadership practices in the schools   could be better   understood by collecting large 

quantitative data, in a formal, structured and rigid manner. Furthermore, the qualitative approach 

was incorporated in the study with the information gained from interview, document analysis and 

through open-ended questions and hence, it helps to validate and substantiate the quantitative 

data.  

3.3. SOURCES OF DATA 

In this study, both primary and secondary data sources were employed to obtain reliable 

information about school leadership effectiveness and students‘ academic achievement under the 

study area. 
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Primary Sources of Data: - include the key informants for information such as principals and 

vice principals, department heads, school supervisors, unit leaders and teachers who have direct 

and indirect involvement in leadership task at least in the classroom level. All of them were 

taken as data sources to assess their perceptions towards school leadership effectiveness on 

students‘ academic achievement. 

Secondary Data Source: - Data was also be gathered from document analysis, records and 

minutes concerning issues discussed and decided by leadership in the school in relation to 

students‘ academic achievements. 

3.4. POPULATION, SAMPLE SIZE AND SAMPLING TECHNIQUES  

There were 38 government primary schools in Nono district. Out of 38 primary schools in Non-

district only twelve (12) primary schools were randomly selected by simple sampling techniques 

from each cluster. There were total of 96 teachers (56 males and 40 females) in the sample 

primary schools of the study area. From these teachers a 32 total of teachers (18 males and 14 

females), were   selected as respondents using random sampling technique. In the Woreda 

education office, there were total of 29 expertises (24 males and 5 females). From these a total of 

10 experts (8 males and 2 females) were selected using random sampling technique. With regard 

to the parent Teacher associations (PTA), there were total of 84 members (72 males and 12 

females).  From this 28 PTA members (y 22 males and 6 females) were selected using random 

sampling techniques. There were total of 38 school principals (37 males and 1 female).From 

these total of 12 principals ((11 males and 1 females) were selected using random sampling 

techniques. Similarly, a total of 4 vice principals (3 males and 1 female) were selected from a 

total of 12 vice principals (10 males and 2 females), using random sampling techniques. And, a 

total of 4 male supervisors were selected from a total of 12 male supervisors using random 

sampling techniques. Woreda Education Office Heads were taken based on their availability 

because it is assumed that they can give correct and power full information about the researcher 

topic. . The teachers in the sampled schools  were  selected   using  purposive  and  stratified  

sampling  technique  and  eight teachers per school were used in the study that makes  a total of 

ninety six  teachers accounting for 20% of their total population in the district. In general, ninety-

two respondents were participated in this study. 
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3.5. DATA GATHERING INSTRUMENTS (TOOLS) 

For the purposes of this study, questionnaires, interviews and document were used. Consistent 

with the notion that the methods and instruments chosen depend largely on the extent to which 

they could serve the purpose of the study, and address the research questions posed (Siedman, 

1991), questionnaires and interviews proved to be appropriate instruments for data collection of 

such studies.  

3.5.1. QUESTIONNAIRE 

Questionnaire was widely applicable in descriptive survey mainly when the sample size is large. 

Moreover questionnaires help respondents to write factual information (Best and Kahn, 2005). 

For this reason, the researcher was prepared and distributed questionnaire to principals, 

supervisors, worede educational experts, head and teachers. Hence a questionnaire that consists 

of both close ended question items and open ended items.The questionnaire was developed based 

on review of related literature and basic research questions.  

The questionnaire translated in to Afan Oromo for PTA members, to facilitate easy to 

understanding to avoid ambiguities, the questionnaire was pilot test study. Based on the result of 

the pilot test necessary amendment such as restating, insertions and discarding was made so that 

they are valid enough to serve for the purpose they are prepared for the selected sample 

respondents of the study.  

After the questionnaires was filled and returned, results of validity and reliability of the items 

were identified. To ensure the validity, the advisor who is an expert and an authority in research 

examined the instruments. Confusing items was modified and restructured to make the 

questionnaire clear and ready for the study.  

3.5.2. SEMI STRUCTURED INTERVIEW 

Semi structured interview was employed with the aim of substantiating the data gathered through 

questionnaire, and to probing views, and options, and to giving chance for informants to expand 

on their responses (Lodicoet al., 2000).Unstructured interview questions were prepared for in-

depth interview with participants including sound recording based on the consent of participants 
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was carried out across all the study schools.  In this study, interview was under taken in the form 

of person to person encounter using semi structured questions, enabling respondents to address 

matters in their own terms and words. Iinterview questions will be prepared to gather 

information from 28 PTA especially for an illiterate PTA.  

3.5.3. DOCUMENT ANALYSIS 

Document analysis was used to substantiate the information gathered by the questionnaire and 

interview. Documents like, Minutes of meeting, policy document, Job description records to see 

whether job delegated to subordinates, document for selection of subordinates for workshop, 

training opportunity, promotion and rewards. Moreover, documents like (like, General Education 

Quality Assurance Packages). 

3.6 PROCEDURES OF DATA COLLECTION 

The questionnaires prepared and distributed for the respondents. Then the orientation was given 

on the questionnaires for the respondent‘s respondent how to fill it in their work place. After the 

respondents were finished, the questionnaires by filing their responses, the researcher was 

collected the questionnaires from them. Finally, the data was presented, and analyzed.  

3.7 METHODS OF DATA ANALYSIS 

The information collected from the three data gathering tools is analyzing quantitatively in 

frequencies and percentages, mean and weighted mean in order to check the effectiveness of 

school leadership on students‘ academic achievement in Nono Worede primary schools. Both the 

data gain from the questionnaire and from semi-structured interviews are compare with the data 

obtain from document analyses. In other words, the data analyzed in an intermingled manner.  

To determine the effectiveness of school leadership on students‘ academic achievement, the 

information collect through close-ended questionnaires is analyze by using percentage, mean and 

weighted mean and independent sample t-test. Variables are coded with appropriate 

measurements that include continuous and categorical variables. 
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 All the data are computed using SPSS version 16 and percentages are used to determine the 

personal characteristics while mean weighted means are used to measure the effectiveness of 

school leadership on academic achievement of student and independent sample t-test is used to 

check whether there is a significant difference in the distribution of preferences between groups 

of respondents in terms of a given items of leadership influence on academic achievement of the 

student.  

3.8. VALIDITY AND RELIABILITY CHECKS 

To ensure validity of the instrument would under closed guidance of the advisors, instrument 

would  developed related to review of literature and also a pilot study would carried out of 10  

teachers‘,2 principal‘s and 1 supervisor in  Silkamba  cluster resource center to pre-test the 

instrument. The pre-test would provide an advance opportunity for investigate to check 

questionnaires and to minimize errors due to improper design elements such as question, 

wording or sequence (John W.Best, 2006). The researcher used Cronbach Alpha to test the 

reliability of the instrument. The result of the pilot test was computed statistically using IBM 

SPSS- version10. Based on the pilot test, the reliability coefficient of the instrument was found 

to be 0.75 which is adequate for the purpose of this study. Since instruments with reliability 

coefficients between 0.70-0.90 are generally found to be internally consistent/reliable (Field, 

2009). 

Table 1: Reliability Test Results with Cronbach Alpha  

S/NO           Variables No of items  Cronbach Alpha 

4.3 What  are  the  main  leadership  styles  used  by  the  

principals  in  West Shoa of Nono Woreda primary 

schools.? 

14 0.72 

4.4 What is the relationship between principals‘ personal 

characteristics and Leadership styles?  

14 0.65 

4.5 What  is  the  relationship  between  situational  factors  

in  schools  and  principals‘ leadership style?  

           7 0.87 

                Average reliability coefficient  0.75 



 

27 

 

3.9. ETHICAL CONSIDERATIONS 

 The ethical issues includes; known benefits and risk of participant involvement in the research, 

exact description of the information to be delivered to the subjects of the study, when 

appropriate, indicate any special incentives of treatment that human subjects would receive 

through their participation in the study, indicate how the data collected in the study kept secured 

and confidential, discuss the procedure for informed consent by the study participants where 

applicable. Also respect for the subjects, kindness and justice, whether the objectives of the study 

are ethically achievable, and the ethical soundness of the methods should considered by the 

researcher. Always the researchers should respect the respondents. 
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CHAPTER FOUR 

RESULTS OF DATA ANALYSIS AND INTERPRETATION 

4. Introduction 

This chapter deals with presentation, analysis and interpretation of data. The results of data 

analysis are mainly categorized based on the predefined research questions and objectives of the 

study.   

The chapter comprises of two major parts. The first part presents the characteristics of the 

respondents in terms of sex, age and educational status.  The second part deals with the results of 

data analysis on actual leadership practices, school principals‘ exercise of instructional activities, 

principal‘s relationship with stake holders and customer as well as   challenges faced by school 

leadership. In this study, a total of 32 questionnaires were distributed to the sample primary 

schools of teachers, 12 questionnaires were distributed to the sample primary schools of 

principals and 4 questionnaires to vice principals.    

A total of 30(94.1) teachers completed and returned the questionnaires. The return rate of 

questionnaires from principals and vice-principals was 100%. Moreover, 12 school principals, 

school supervisors, vice principals, PTA and 1 head of district education office were interviewed. 

Therefore, the analysis of this study was done based on the questionnaire data obtained from 32 

teachers, 12 principals and 4 vice principals and the interviews.  

The summary of results of data analysis is presented in the table that follows. The qualitative 

data from the open-ended questionnaires and interview were also organized according to their 

themes, presented and analyzed qualitatively to substantiate the data collected through the 

questionnaires. 
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4.1. CHARACTERISTICS OF THE RESPONDENTS 

The characteristics of the study were characteristic in terms of their sex, age, Year of service and 

educational qualification. The respondents‘ responses were analyzed and interpreted as follows. 

 Table 2: Summary of Respondents‘ Back Ground  

Note: BA=Bachelor of Arts, BSC Bachelor of, MA=Masters of Arts, MBS=Masters of Science 

 

 

Categories Characteristics                                 Respondents 

Teachers  Principals  Vice principals 

Frequency % Frequency % Frequency % 

Sex Male  18 56.3 11 91.7 3 75 

Female 14 43.7 1 8.3 1 25 

Total  32 100 12 100 4 100 

Age 25& below 7 21.8 5 41.7 1 25 

26-35 22 68.75 7 58.3 3 75 

46 & above 3 9.38 - - - - 

Total  32 100 12 100 4 100 

Qualification Diploma  18 56.25 5 41.7 2 75 

 BA/BSC 14 43.75 7 58.3 1 25 

MA/MSC  - - - - - - 

Total 32 100 12 100 4 100 

Year of service 5& below 12 37.5 7 58.3 4 100 

6-10 years 16      50 5 41.6 - - 

 11-15 years 4 12.5 - - - - 

16-20 years - - - - - - 

21& above - - - - - - 

Total 32 100 12 100 4 100 
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As it can be seen from Table 2 above, majority of the teachers (56.3%), principals (91.7%) and 

vice principals (75%) respondents are male.  The age of majority of the teachers (68.75%), 

principals (58.3%) and vice principals (75%) is within 26-35 years.  This suggests that the 

teaching and leadership positions in the sample schools are dominated by male respondents and 

majority of the respondents are adults.  

With regard to the respondents of age, majority of the teachers (56.25%) and vice principals 

(75%) are a qualification of diploma, whereas majority of the principals are bachelor degree 

holders.  

The experience of majority of the teachers 37.5%), principals (58.3%) and vice principals 

(100%) is 5 years and below. This suggests that majority of the teachers  in the sample schools 

satisfies the qualification requirement set by the Ministry of Education, whereas significant 

proportion of the principals and vice principals are below the qualification requirement set by the 

Ministry of education.  

The results of data analysis on the main leadership style used by principals, the relationship 

between principals‘ characteristics and leadership styles, and the relationship between situational 

factors in schools and leadership style are presented in the sections that follow: 

4.2. THE MAIN LEADERSHIP STYLES USED BY PRINCIPALS 

Leadership  style  refers  to  the  underlying  needs  of  the  leader  that  motivate  his behavior 

(Siskin, 1994). It is the manifestation of the dominant pattern of behavior of a leader (Olaniyan, 

1999).It also refers to a particular behavior applied by a leader to motivate  his  or  her  

subordinates  to  achieve  the  objectives  of  the  organization (Okumbe, 1998).  

In  school  leadership,  the  principals  behavior  and  how  he  creates  a  conducive atmosphere 

for learning and teaching determines achievement. The way the principal relates with his or her 

staff contributes immensely to their effectiveness or otherwise. The results of data analysis on 

the main leadership style used by principals are presented in Table 5 and 6 of bellow. 
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Table 3: Summary of knowledge and Skills of the Leadership Practices 

         Note: SD=strongly disagree,   D=Disagree, UD=    Undecided, A=Agree, SA=strongly agreed, SD=Standard deviation, M=Mean           
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 A

  

  
S

A
  

F % F % F % F % F %   

2.1 The principal is capable in setting 

directions     and encouraging the staff 

towards achieving the expected goals 

Teachers - 0.9

7 

 25 8 25 13 40.6 3 9.4 0.9

7 

 

Principals - 0.5 3.5 - 6 50 6 50 - - 0.5 3.5 

V/ principals - 0.0 4 - - - 4 100 - - 0.0 4 

2.2 The principal   knows  the  job and have 

a solid familiarity with  employees' tasks 

Teachers - 0.6

5 

3.8 15.6 5 15.6 14 43.8 8 25 0.6

5 

3.8 

Principals - 0.7 3.8 - 4 33.3 6 50 2 16.7 0.7 3.8 

V/principals - 0.9 3.7 - 2 50 1 25 1 25 0.9 3.7 

2.3  The principal  able to confront 

challenges 

Teachers - 0.6 3.8 6.3 5 15.6 24 75 1 3.1 0.6 3.8 

Principals - 0.7 3.5 8.3 5 41.7 4 33.3 2 16.7 0.7 3.5 

V/principals - 00 3.0 - 4 100 - - - - 00 3.0 

Principals - 1.0 3.6 - 5 41.7 5 41.7 2 16.7 1.0 3.6 

V/principals - 0.7 3.7 - 1 25 2 50 1 25 0.7 3.7 

2.5 The principal is capable of evaluating 

and making fair judgments 

Teachers - 0.8 4 15.6 6 18.8 18 56.3 3 9.4 0.8 4 

Principals - 0.8 3.6 16.7 3 25 4 33.3 3 25 0.8 3.6 

V/principals - 1.0 3.6 - - - 3 75 1 25 1.0 3.6 

2.6  The principal has the skill in developing 

different programs and timetable 

Teachers - 0.5 4.2 18.8 6 18.8 17 53.1 3 9.4 0.5 4.2 

Principals - 0.9 3.5 16.7 4 33.3 5 41.7 1 8.3 0.9 3.5 

V/principals - 0.9 3.4 - - - 3 75 1 25 0.9 3.4 
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As it can be seen from Table 3 above, the majority of the teachers (40.6%), Principals (50%) and 

Vice principals (100%) agree that the principals are capable in setting directions and encouraging 

the staff towards achieving the expected goals.  

In item 2.2.of Table 3, respondents were asked whether the principals know the job and have a 

solid familiarity with employees‘ tasks. Majority of teachers (43.8%) and (50%) of principals 

agreed that the principal   knows the job and have a solid familiarity with employees‘ tasks, 

whereas the responses of majority of the vice principals (50%) was neutral.  

In item 2.3 of Table 3, for statement the principals able to confront challenges majority of 

teacher (40.6%) principals (50%) and (50%) of vice principals were responded their request 

agreed to the point. whereas the majority of the respondents were not be in agreement for 

statement the principals able to confront challenges. 

In item 2.4 of Table 3, for element of principals is capable of evaluating and making fair 

judgments majority of teachers (56.3%), principals (33.3%) and vice principals (75%) of 

principals were responded that in doubt to the point. 

In item 2.5 of Table 3, majority of teachers (53.1%), principals (41.7%) and vice principals 

(75%) of them were responded   agreed on the principals has skill in developing different 

programs and time table. Whereas (33.3%) of respondents indicates their response undecided on 

the point.   

 



 

33 

 

Table 4: Summary of Principals Communication, Planning and Leadership Efforts 

No Items Respondent  Scale 

S
D

 

M
 S

D
 

  D
  

U
D

 

A
  

S
A

 

F % F % F % F % F % 

2.7  The principal is communicating the 

vision in order to have common 

understanding and shared value 

Teachers - - 4 12.5 6 18.8 17 53.1 5 15.6 1.0 3.8 

Principals - - - - 5 41.7 6 50 1 8.3 0.6 3.6 

V/ principals - - - - - - 2 50 2 50 0.5 4.5 

2.8 The principal plans and works towards 

highest academic achievement of 

students 

Teachers - - 2 6.3 5 15.6 23 71.9 2 6.3 0.65 3.8 

Principals - - - - 2 16.7 6 50 4 33.3 0.7 4.2 

V/principals - - - - 2 50 1 25 1 25 0.9 3.7 

2.9 The principal is effective in   

counseling  teamwork in the school 

Teachers 2 6.3 11 34.4 7 21.9 8 25 4 12.5 1.1 3 

Principals - - - - 5 41.7 4 33.3 3 25 0.8 3.8 

V/principals - - - - 1 25 2 50 1 25 0.8 4.0 

2.10 The principal   mobilizes resources to 

efficiently and Effectively 

Teachers - - 10 31.3 3 9.4 13 40.6 6 18.8 1.1 3.4 

Principals - - - - 2 16.7 6 50 4 33.3 0.7 4.1 

V/principals - - - - - - 2 50 2 50 0.6 4.5 

2.11 The principal works cooperatively 

with staff for solving problems   

Teachers - - 3 9.4 11 34.4 14 43.8 4 12.5 0.8 3.6 

Principals - - 1 8.3 7 58.3 2 16.7 2 16.7 0.9 3.4 

V/principals - - - - 2 50 1 25 1 25 0.9 3.7 

2.12 The principal works to create 

conductive working environment 

Teachers - - 1 3.1 13 40.6 11 34.4 7 21.9 0.8 3.7 

Principals - - - - 5 41.7 5 41.7 2 16.7 0.8 3.7 

V/principals - - - - 1 25 3 75 - - 0.5 3.8 

 

2.13 

The principal helps to develop good 

character traits that will help them 

carry out their professional 

responsibilities 

Teachers - - - - - - 21 65.6 11 34.4 0.4 4.3 

Principals - - - - 4 33.3 5 41.7 2 16.7 0.8 3.5 

V. principals - - - - 2 50 2 50 - - 0.6 3.5 

 

2.14 

The principal Searches for ways to 

guide the organization to new heights 

Teachers - - 4 12.5 6 18.6 16 50 6 18.6 0.95 3.7 

Principals - - - - 6 50 6 50 - - 0.5 3.5 

V/principals - - - - 2 50 2 50 - - 0.5 0.5 

Note: SD=strongly disagree,   D=Disagree, UD=    Undecided, A=Agree, SA=strongly agreed, SD=Standard deviation, M=Mean           
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In item 2.6 of Table 4, Shows that the principal is communicating the vision in order to have 

common understanding and shared value. As it is indicated in the table, majority of teachers 

(53.1%), 6(50%) of principals and (50%) of vice principals were agreed to the point. Among 

(41.7%) of respondents were responded that unresolved to the point.  

In Table 4, in item.2.7 respondents were asked to give the principals plans and works towards 

highest academic achievement of students. Majority of teachers (71.9%) and (50%) of principals 

were responded that agreement to the point. Whereas (50%) of respondents were shows their 

response neutral to the point.  

In item 2.8 of Table 4, respondent were as herd to answer principals is effective in counseling 

teamwork   in the school ,as majority of the respondents (41.7%) were responded that undecided 

to the point.  

In item 2.9 of Table 4, for statement principals mobilizes resources to effective and effectively 

an as majority of teacher (40.6%) principals (50%) and (50%) of vice principals were responded 

their request agreed to the point. About (50%) respondents were responded impartial.  

In Table 4, item 2.10, principals‘ works cooperatively with staff for solving problem, majority of 

teachers (43.8%) were responded agreed on the point, but (58.3%) respondents were undecided 

on the point. The data shows the principals works cooperatively with staff for solving problems 

is different from school to school. 

In item 2.11 of Table 4, the principals works to create conductive working environment, majority 

of principals (41.7%) and vice principals (75%) were agreed on the point. Whereas (41.7%) 

respondents were responded undecided on the point. As the data shows principals works to 

create conductive working environment is different from school to school. 

In item 2.12 of Table 4, the principal helps to develop good character traits that will help them 

carry out  their professional responsibilities, as majority of teachers (65.6%), (41.7%) of 

principals and (50%) of vice principals were responded  agreed on the point. About (50%) of 

respondents were responded that undecided on the point and the principal helps to develop good 

character traits that will help to them carry out their professional responsibilities is not same for 

all schools.  
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In item 2.13 of the same Table 4, indicates that about 16(50%) of teachers, (50%) of principals 

and (10%) of vice principals were responded that agree to the principal searches for ways to 

guide the organization to new heights. About (50%) of the respondents were not. As the standard 

deviation indicates the ideal dispersion of teachers were more than the principals and vice 

principals.  

4.3. THE RELATIONSHIP BETWEEN PRINCIPALS’ PERSONAL 

CHARACTERISTICS AND LEADERSHIP STYLE 

The purpose of leadership common to all organizations is organizing and influencing every 

stakeholder of the organization towards the achievement of goals. Oakland (1993) asserts that 

effective leadership is an approach to improve the competitiveness, effectiveness and flexibility 

of the whole organization through planning, organizing and allowing participation of all 

members at the appropriate level. Additionally, Macbeth (cited in Harris (2005) identified six 

core characteristics of effective leaders. These are having a clear personal vision of what you 

want to achieve; working along with colleagues; respecting teachers‟ autonomy, protecting them 

from extraneous demands; anticipate change and prepare people for it; able to grasp the realities 

of the political and economic context and they are able to negotiate and compromise; informed 

by and communicate clear sets of personal and educational values which represent their moral 

purposes of the school.  

This section deals with the relationship between principals‘ personal characteristics and 

leadership style in primary school. Each item is analyzed based on the data obtained through 

questionnaires responded by teachers, principals and vice principals are interpreted as indicated 

in the table 5 below.  
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Table 5:  The Relationship between Principals’ Personal Characteristics and Leadership Style 

Note: SD=strongly disagree,   D=Disagree, UD=    Undecided, A=Agree, SA=strongly agreed, SD=Standard deviation, M=Mean           

 

S. 

No 

 

        Item 

R
es

p
o
n
d

en
t 

 

                               Scale  

S
D

 

M
 

S
D

 

  D
  

U
D

 

A
  

S
A

 

F % F % F % F % F %   

4.3.1 The principal visits the 

classroom to ensure 

classroom instructional 

align with the school goals 

Teachers - - 2 6.3 7 21.9 16 50 7 21.9 0.9 3.3 

Principals - - 1 8.3 1 8.3 8 66.7 2 16.7 0.7 3.9 

v/principals - - - - 1 25 2 50 1 25 0.8 4 

4.3.2 The principal observes 

teachers for professional 

development rather than 

evaluation 

Teachers - - 8 25 9 28.1 15 46.9 - - 0.9 3.2 

Principals - - - - 5 41.7 5 41.7 2 16.7 0.7 3.7 

v/principal - - - - - - 3 75 1 25 0.5 4.2 

4.3.3 The principal evaluate 

teachers to improve  

instructional practices 

Teachers 2 6.3 3 9.4 4 12.5 12 37.5 11 34.4 1 3.8 

Principals - - - - 5 41.7 7 58.3 - - 0.5 3.5 

v/principal - - - - 1 25 3 75 - - 0.5 3.7 

4.3.4 The principal provides 

feedback to teachers 

Teachers - - 2 6.3 4 12.5 20 62.5 6 18.8 0.7 3.9 

Principals - - - - 6 50 4 33.3 2 16.7 0.8 3.6 

v/principal - - - - 2 50 2 50 - - 0.6 3.5 

4.3.5 The principal motivate the 

teachers for best 

performances 

Teachers - - 4 12.5 1 34.4 14 43.8 3 9.4 0.8 3.8 

Principals - - 1 8.3 4 33.3 7 58.3 - - 0.6 3.5 

v/principal - - 1 25 1 25 2 50 - - 0.9 3.2 

4.3.6 The principal is always 

available in his/her office 

to support others 

Teachers - - 3 9.4 3 9.4 17 53.1 9 28.1 0.8 4 

Principals - - - - 2 16.7 8 66.7 2 16.7 0.6 4 

v/principal - - - - - - 2 50 2 50 0.6 4.5 
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In item number 4.3.1 of Table 5, to the statement the principal visits the class room to ensure 

class room instructional a ling with the school goals, majority of teachers (50%), (66.7%) of 

principals and (50% of vice propels were indicate the principal visits the class room to ensure 

class room instructional a light with the school goals in their school is high. 

In item number 4.3.2 of Table 5, which the principals observes teacher for professional 

development rather than evaluation, as majority of teachers (46.9%) , (41.7%) of principals and 

(75%) of vice principals were indicate their response was moderate. About (25%) of respondents 

indicates their response for practice was low.  

In item 4.3.3 of Table 5, the principals evaluate teachers to improve instructional practices as 

majority respondents were (58.3%) done in their schools. Whereas (41.7%) of respondents were 

indicate their response the practice is done in their school very law and low. 

In item of 4.3.4 of Table 5, principals provided feedback to teachers‘ majority of participants 

(62.5%) was responded agree to the item. About (50%) of respondents were neutral. 

In item 4.3.5 of Table 5, for statement the principals motivate the teachers for best performances 

majority of partcipants (58.3%) were responded high for the principals motivate the teachers for 

best performance. About 11(34.4%) of participants were shows their response undecided. 

In item 4.3.6 of Table 5, principals is always available in his /her office to support others 

majority of teachers (53.1%), principals (66.7%) and (50%) of vice principals indicates their 

response very high on the point.  The data shows different not assumption on principals is always 

available in his /her office to support to hers.  

4.4. THE INFLUENCE OF SITUATIONAL FACTORS ON PRINCIPALS’ 

LEADERSHIP STYLE IN SCHOOLS 

The school head should be well informed and experienced on the school system and should have 

an orientation to the whole school program. It is due to these reasons that the Ethiopian Ministry 

of Education (MoE) has issued school leadership as one major components of the Six General 

Education Quality Improvement Package (GEQIP), which was formulated in 2006 and has 

begun to be implemented in 2007. This implies that the school leadership is the most visible and 
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directly accessible representative of the school and its management for the success of school 

functions and students‘ academic achievement. According to General Education Quality 

Improvement Package, School principals charged with five major roles.  particularly in Ethiopia , 

the  duties  of  a  school  principal  include  administering  the  approved school  curriculum,  

school  finance  and  business,  staff  and  students  in  the  school, school  plant  and  equipment  

and  school  community  relations. 

Based on the above concepts, data obtained through questionnaires responded by teachers, 

principals and vice principals on the influence of situational factors on principals‘ leadership 

style in primary school on students‘ academic achievements are interpreted as indicated in the 

table 6  below.  
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 Table 6: Summary of the Influence of Situational Factors on Principals Leadership Style in Schools 

Note: SD=strongly disagree,   D=Disagree, UD=    Undecided, A=Agree, SA=strongly agreed, SD=Standard deviation, M=Mean      

      

4.3.13 The principal uses information and feedback 

from teachers to motivate students for their 

best academic performance 

Teachers - - 4 12.

5 

5 15.6 19 59.4 4 12.5 0.8 3.9 

Principals - - 1 8.3 5 41.7 5 41.7 1 8.3 0.8 3.5 

v/principal - - - - 1 25 3 75 - - 0.5 3.7 

4.3.14 The principal works with the staff to set high 

achievable standards for the Students 

Teachers - - 1 3.1 12 37.5 16 50 3 9.4 0.7 3.6 

Principals - - - - 6 50 5 41.7 1 8.3 0.6 3.5 

v/principal - - - - 1 25 3 75 - - 0.5 4.2 

No 
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4.3.7 

The principal encourages the teachers to 

attend professional development, activities 

that are aligned to school goals 

 

Teachers 

F % F % F % F % F %   

- - - - 8 18.8 24 75 2 6.3 0.4 3.8 

Principals - - - - 4 33.3 7 58.3 1 8.3 0.6 3.8 

v/principals - - - - - - 3 75 1 25 0.5 4.2 

4.3.8 The principal coordinate the staff to exchange 

their experience 

Teacher‘s - - 1 3.1 8 25 17 53.1 6 18.8 0.7 3.8 

Principals 1 8.3 - - 6 50 4 33.3 1 8.3 0.7 3.4 

v/principals - - - - 2 50 1 25 1 25 0.9 3.7 

4.3.9 The principal works to organize professional 

development around teachers wants and needs 

Teachers - - 2 6.3 9 28.1 14 43.8 7 21.9 0.8 3.5 

Principals - - - - 8 66.7 2 16.7 2 16.7 0.8 3.5 

v/principals - - - - 2 50 1 25 1 25 0.9 3.7 

4.3.10 The principal facilitates useful professional 

materials and resources for teachers 

Teachers - - 3 9.4 8 25 16 50 3 9.4 0.8 3.8 

Principals 1 8.3 1 8.3 4 33.3 4 33.3 2 16.7 1 3.4 

v/principals - - 1 25 - - 3 75 - - 1 3.5 

4.3.11 The principal encourages in-built supervision 

within the school 

Teachers - - 2 6.3 4 12.5 17 53.1 9 28.1 0.8 4 

Principals - - - - 8 66.7 2 16.7 2 16.7 0.7 3.5 

v/principals - - - - - - 3 75 1 25 0.5 4.2 

4.3.12 The principal encourages teachers to use data 

analysis of student academic progress to 

improve their instructions 

Teachers - - 1 3.1 10 31.3 13 40.6 8 25 0.8 3.9 

Principals - - - - 4 33.3 6 50 2 16.7 0.7 3.8 

v/principals - - - -   3 75 1 25 0.5 4.2 
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In item 4.3.7 of Table 6, the principals encourages the teachers to attend professional 

development, activities that are aligned to school goals, majority of teachers (75%), (58.3%) of 

principals and (75%) of vice principals were responded that high on the point. Whereas, (33.3%) 

of participants were responded undecided on the point. Respondents indicate responses on the 

open ended question; opportunities for implementation of school leadership are; increase 

relationship of principals and teachers. 

 In item 4.3.8 of Table 6, to statement principal coordinate the staff to exchange their experience, 

to this statement majority of respondents (53.1%) were accepted, whereas (50%) were responded 

moderate.  

In item 4.3.9 of Table 6, to statement principals works to organize professional development 

round teachers‘ wants and need, majority of respondents (66.7%) were responded moderate to 

the statement. Among (43.8%) were responded agreed to the item.  

As Table 6, of item 4.3.10 to statement principals facilitates useful professional materials and 

resources for teachers, majority of teachers (50%), (33.3%) of principals and (75%) of vice 

principals were responded high to the statement. About (33.3%) of the respondents were 

responded moderate.  

In item 4.3.11 of Table 6, to statement principal encourages in built supervision within the 

school, majority of the respondents (75%) were accepted to the point, were as, (66.7%), were 

undecided to the item.  

In item 4.3.12 of Table 6, to the statement principals encourages teachers to use data analysis of 

students‘ academic progress to improve their instructions as majority of the respondents (75%) 

were responded high to the statement. Among (33.3%) were moderate to the item. 

In item 4.3.13 of Table 6, to statement principal uses information and feedback from teachers to 

motivate students for their best academic performances, as majority of the respondents (75were 

responded high. Among (41.7%) were undecided to the item.
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In item 4.3.14 of Table 6, to the statement principals‘ works with staff to set high achievable 

standards for the students, (75%) of participants were responded high to the statement. About 

(50%) of the participants were responded moderate to the item.  
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CHAPTER FIVE 

5.  SUMMARY, CONCULUSION AND RECOMMANDATION 

This part of the study deals with the summary of the major findings, conclusion drawn on the 

basis of the findings and recommendation which are assumed to be useful in make to discussing   

5.1. SUMMARY  

The main purpose of this study was the principals‘ leadership practice of Primary schools in 

Nono woreda. 

     To this end, the following three basic questions were set: 

1. What is the   leadership practices used in Primary Schools of Nono Woreda?  

2. What are the factors that affect Principals‘ Leadership Practices in Primary 

Schools of Nono Woreda?  

To answer these questions, descriptive survey research design and also quantitative and 

qualitative research methods more focus on quantitative method were employed. To this effect 

the study was carried out in 12 sample primary schools of west Shoa zone Nono district. The 

participant of the study were 32 of teacher, 12 principal, 4vice principals, 4 supervisor, 28 PTA 

and 1head of woreda education office. Teachers, vice principals, supervisors and PTA were 

selected by simple random sampling technique especially lottery method. Teachers were selected 

proportional from sample to equalize the representativeness of the larger as well as smaller 

number of primary schools teachers. After the proportional sizes of teachers are identified from 

each sample schools, they were selected randomly by lottery method techniques. Principals and 

woreda head education‘s office   were selected by using available sampling techniques. 

The primary data for this study were obtained from teachers, principals, vice principals, 

supervisors, woreda head education‘s office and PTA through questionnaire and interview. 184 

copies of questionnaire were distributed for teachers, principals and vice principals to gather 

necessary information on the theoretical principles of school leadership and their practical 
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applications. In addition the information obtained through the interview from supervisors, 

woreda education office and PTA helps to gather relatively in depth information on the 

theoretical principles of school leadership and their practical applications due to their day to day 

activities in the schools. 

Further, secondary data were obtained from other researches related to theoretical principles of 

school leadership and their practical applications.  

The data collected from teachers through close ended questionnaire is analyzed and interpreted 

by using statistical tools like frequency, percentage, mean, and standard deviation. The analysis 

of the quantitative data is performed in the help of SPSS. The data gathered through open ended 

questionnaire, semi structured interview and documents analysis were analyzed qualitatively 

using narrations to support the result obtained from quantitative analysis 

After all the research came up with the following major findings: 

1) With regarding to leadership position the number of female principals were very low 

when we compare with male principals with the interval 1 (8.3%) and 11 (91.6) 

respectively. This shows that the number of female principals was dominated with high 

interval by male principals. But the ministry of education (2009) gives direction equal 

powering both males and females in education.  

2)  The qualification of school principals were under needed qualification. As MOE 

(2010), the minimum required educational qualification for primary school principals 

were 1
st
 degree. But as it is indicated in the table 2, 5(41.7%) of principals and 3(75%) of 

vice principals were under the needed qualification (diploma holders). 

3)  As it can be observed principals respondents were from different age groups and great 

majority 101(91.8%) of teachers and 24(30%) of principals were within the active 

(working) age groups.  

4)  Concerning with principals respondents, their leading experiences were found 

between 3-5 years which related to the percentage of 7(58.3%) and 4(100%) for 
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principals and vice principals respectively. So, this shows that the majority of school 

principals and vice principals were have low experience.   

 5) As respondents revealed that the most of the school principals were providing actual 

leadership moderately. Thus, the study identified that only the minorities of principals 

were performing actual leadership practices.  

6)  Concerning principals emphasis on administrative and instructional leadership 

practices, in the study it was found that much of principals‘ time is allocated to 

administrative works which shows the tendency of principals to engage themselves on 

activities that are not directly related to teaching learning process. This is negative 

influences on pupils‘ academic achievement in the study areas.  

7)   School leaders are more effective in their responsibilities and duties, if they are 

visionary and instructional leaders. However, the study indicated that less effectiveness, 

lack of skills and sense of instructional leadership are the major problems of school 

principals in sampled schools. 

8)    School principals must make   active participation of stakeholders and customers in 

the school to create conducive atmosphere and development. However, the study 

indicated that less participation of stakeholders and customers, hence the school couldn‘t 

fruit full by student achievement.   

 

 

 

 

 

 

 



 

53 

 

5.2.Conclusion  

The study has been conducted to explore the nexus between the theoretical principles of school 

leadership and their practical applications in primary schools of west Shoa Zone Nono district . 

Detailed analysis and discussions were presented in the chapter four. Here in this section only the 

important and major findings are presented by concluding what has been discussed detail in 

chapter four and as well as in finding section.  

The findings indicated that the principals in primary schools of west shoa zone did not 

adequately define and communicate their school mission with their stakeholders. In addition they 

have not effectively supervised the process of implementing curriculum and instruction in their 

schools. On the other hand, the findings show that they did not adequately handle the monitoring 

of students‘ progress in their schools. Also, the principals in these particular secondary schools in 

west shoa zone did not effectively promote their schools learning climate.  

As the central goal of school is providing learning through effective teaching, school principals 

are expected to provide effective School leadership for the attainment of the school goal. 

However, the study revealed that most leaders have given moderate attention to the instructional 

leadership practice. As a result, instructional leadership is not provided strongly by most school 

leaders. Moreover, the study concluded that the majority of school principals did not perform 

effectively in each school leadership dimensions. The factors affecting principal‘s school 

leadership effectiveness in primary schools of west shoa zone, the findings indicated that 

expectation of higher officials, high degree of financial and supply delivery problems and delay 

in assigning substitutes and deployment of teachers have negatively influenced the instructional 

leadership effectiveness of leaders. Thus, school leadership effectiveness again requires the 

attention of higher officials or district/zone education department.   
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5.3.Recommendations   

Based on the findings and conclusion reached the following possible solutions are recommended 

so as to increase effectiveness of school principals.  

 1)  School Principals should have the necessary conceptual and technical skills to perform their 

functions properly. The principals should be highly qualified and experienced, in order to 

achieve the desired learning outcomes. Therefore:. 

 Qualified and experienced personnel should be recruited by their prier experiences, 

relating to unit leaders, department heads or assistance principals. 

 Principal ship appointment should be made through competition on merit. 

 The Woreda education offices should facilitate and allow formal scheduled forums for 

empowering female teachers on   leading schools. So the woreda education office must 

give attention for female teachers to powering   on school leadership.  

3)  Moreover, reducing various factors influencing the provision for school leadership is 

another alternative for the success of leaders. In this endeavor, the most important and 

worthy recommendation is, that the Oromia Regional Education Bureau with zone and 

Woreda education office need to revise the criteria used for selecting and appointing primary 

school principals and serious consideration for field of study and level of Education. 

4)  Although the findings tend to give greater value to the characteristics and appointment of 

school leaders, the smallness of sample size and the study unfair to give less value to other 

personal characteristics to serve as selection and assignment criteria. The possible 

recommendation is, thus, that Oromia regional Education Bureau (OREB) with zone and 

district education department needs to make wider study and revise the criteria used for 

selecting and appointing school leaders particularly for school leadership position. 

5)  Principals should have the skill and capacity in producing school visions. Experience 

share among the school leaders. 
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They must be able to work closely with their staff in creating school missions, goals, 

objectives and applicable strategies that serves to improve and bring efficiency in the 

teaching- learning processes. The principals must be capable and influential in schools to 

bring common and shared values among the stakeholders. 

 The principals should assert the involvement of school staff members, students and 

school community in establishing and periodically reviewing the school goals. 

 The principals should work in developing and articulating the compelling visions 

based on school goals and shared values. 

 The school leaders should work with the staff and stakeholders in setting high and 

achievable standard of students.  

6)  In line with this the strategies in the selection of leaders take into consideration the higher 

level of educational attainment of school leaders. Providing seminars, workshops or formulating 

policies on the improvement of teacher leader work relationships is the other alternative. Above 

all leaders also need to create strong professional relationships with and among teachers through 

prolonged efforts. The active participation of stakeholders in school leadership creates conducive 

atmosphere and development. Successful principals take their responsibilities in organizing 

parents, students and teachers. 

 The school leaders are highly required to allow students to form and strengthen their 

councils. 

 Principals should thoroughly establish and maintain close relationship with the local 

community at large. 

8)   As the study has indicated, leaders‘ engagement in instructional leadership is highly 

constrained by role diversity they faced. Thus, Oromia regional education Bureau in 

collaboration with zone /woreda/ education departments needs to minimize the burden of roles 

by assigning additional administrative personnel and by making leaders free from teaching 

duties. 

9)Finally, the researcher having identified the needs, recommends further researcher in the area 

with broader scope and depth including other variables like leaders attitude to their profession, 

sex and staff morale. 
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APPENDIX A 

ADDIS ABABA UNIVERSITY COLLEGE OF EDUCATION AND BEHAVIORAL 

SCIENCE 

Department of Educational Planning and Management 

Questionnaire to be filled by Teachers 

Purpose  

The purpose of this questionnaire is to gather information for the study on the effects of 

principal‘s leadership style on student academic achievement. For the successful completion of 

the study, your kind response to the items is of paramount importance. You are kindly requested 

to take time and carefully complete the questionnaire. You may use ―√‖ mark to indicate your 

responses for items with alternative responses. Please provide brief answers for open ended 

questions. Give only a single answer to each item. 

Thank you! 

      Part I General Information 

1.1 Name of the school: ___________________________________ 

1.2 Sex:     Female                                  Male 

1.3 Age:   25 & below                        26 – 35                     36 – 45                   46 & above 

1.4 Educational background 

          Diploma                    BA/Bsc                      MA/MSC                 Other (specify) --------- 

1.5 Total years of Service:               5 & below                  6 – 10                11 – 15               16 -20                

21 & above           
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Part II,   the Actual School Leadership Practices: 

Please indicate your level of agreement on how school principals exercise instructional activities. 

(Please use the scale: 1= Strongly disagree; 2= Disagree; 3= Undecided;  4= Agree; 5= Strongly 

agree). 

No Item                  Scale  

5 4 3 2 1 

2.1 The principal is capable in setting directions and encouraging the 

staff towards achieving the expected goals 

     

2.2 The principal Searches for ways to guide the organization to new 

heights 

     

2.3 The principal is communicating the school vision in order to have 

common understanding and shared value 

     

2.4 The principal    have a solid familiarity with  employees' tasks       

2.5 The principal plans towards highest academic achievement of 

students 

     

2.6 The principal  able to confront challenges      

2.7 The principal   supports others to work hard      

2.8 The principal‘s ability to delegate   responsibility is effective      

2.9 The principal is effective in   counseling teamwork in the school      

2.10 The principal   mobilizes resources to efficiently and Effectively 

accomplish instructional activities 

     

2.11 The principal is capable of evaluating and making fair judgments      

2.12 The principal has the skill in developing different programs and 

timetable 

     

2.13 The principal works cooperatively with staff for solving problems        

2.14 The principal encourages the staff to participate in school planning      

2.15 The principal works to create good relationships among staff      

2.16 The principal works strongly on continuous attendance of teachers      

2.17 The principal works to create conductive working environment      

2.18 The principal helps to develop good character traits of teachers that 

will help them carry out their professional responsibilities 

     

2.19 The principal uses good problem solving skills      
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Part III: How school principals exercise Instructional Activities? 

Please indicate your level of agreement on how school principals exercise instructional activities. 

(Please use the scale: 1= Strongly disagree; 2= Disagree; 3= Undecided;  4= Agree; 5= Strongly 

agree). 

 

No Item 

 

 

                 

 Scale  

 

5 4 3 2 1 

3.1 

 

The principal visits the classroom to ensure classroom 

instructional alignment with the school goals 

     

3.2 The principal observes teachers for professional 

development rather than evaluation 

     

3.3 The principal evaluate teachers to improve instructional 

practices 

     

3.4 The principal provides feedback to teachers      

3.5 The principal motivates the teachers for best performances      

3.6 The principal is always available in his/her office to support 

others 

     

3.7 The principal encourages teachers to attend professional 

development activities that are aligned to school goals 

     

3.8 The principal coordinates the staff to exchange their 

experience 

     

3.9 The principal works to organize professional development 

around teachers wants and needs 

     

3.10 The principal facilitates useful professional materials and 

resources for teachers 

     

3.11 The principal encourages in-built supervision within the 

school 

     

3.12 The principal encourages teachers to use data analysis of 

student academic progress to improve their instructions 

     

3.13 The principal uses information and feedback from teachers 

to motivate students for their best academic performance 

     

3.14 The principal works with the staff to set high achievable 

standards for the Students 
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Part IV:  

 Part Four: Open ended Questions 

1. What are the major challenges that principals face during and after their leadership? 

______________________________________________________________________________

______________________________________________________________________________

2. What academic, administrative, human, financial, material etc. challenges have you faced in 

the school? 

______________________________________________________________________________

______________________________________________________________________________

3. What should be done to improve school leaders and reduce their challenges? 

______________________________________________________________________________

______________________________________________________________________________ 
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APPENDIX B 

Addis Ababa University College of Education and Behavioral Science 

Department of Educational Planning and Management 

Questionnaire to be filled by principals, Supervisor & vice Principals 

The purpose of this questionnaire is to gather information for the study on the effects of 

principal‘s leadership style on student academic achievement. For the successful completion of 

the study, your kind response to the items is of paramount importance. You are kindly requested 

to take time and carefully complete the questionnaire. You may use ―√‖ mark to indicate your 

responses for items with alternative responses. Please provide brief answers for open ended 

questions. Give only a single answer to each item. 

Thank you! 

PART ONE: General information 

1.1. Name of the school ----------------------------------------------------------- 

1.2 .Present Job title 

              a.   principal                           b. vice principal 

1.3 Sex:      Female                                  Male 

1.4. Age:              a. below 20                                           e.   36 – 46  

                           b.   21 -25                                              f.    41-45  

                           c.   26 -30                                             g.    46 – 50  

                           d.  31-35                                                 h.    51 – 55   

   1.5. Level of educational attainment at present 

               a. Diploma                                       c) M.A. / M.Sc. Degree  

              b. B.A / B.Sc. Degree                       d. Other specify ____________  

1.6. Level of educational attainment at present a) School leadership              c) Social Science  

        b) Natural Science                      d) Other Specify__________ 
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Part II,   the Actual School Leadership Practices: 

Please indicate your level of agreement on how school principals exercise instructional activities. 

(Please use the scale: 1= Strongly disagree; 2= Disagree; 3= Undecided;  4= Agree; 5= Strongly 

agree). 

 

No Item 

 

                 Scale  

5 4 3 2 1 

2.1 Capable in setting directions and encouraging staff 

towards achieving the expected goals 

     

2.2   Searches for ways to guide the organization to 

new heights 

     

2.3  Communicating the school vision in order to have 

common understanding and shared values 

     

2.4   Knows  the  job and have a solid familiarity with  

employees' tasks  

     

2.5 Plans and works towards highest academic 

achievement of students 

     

2.6 Able to confront challenges      

2.7 Support others to work hard      

2.8 Effective in delegate   responsibility       

2.9   Effective in   counseling teamwork in the school      

2.10     Mobilizes resources to efficiently and 

Effectively accomplish instructional activities. 

     

2.11   Capable of evaluating and making fair judgments      

2.12   Having the skill in developing different programs 

and timetable 

     

2.13   Works cooperatively with staff for solving 

problems   

     

2.14   Encourages staff to participate in school planning      

2.15   Works to create good relationships among staff      

2.16   Works strongly on continuous attendance of 

teachers 

     

2.17   Works to create conductive working environment      

2.18   Helps teachers  to develop good character traits 

that will help them Carry out their professional 

responsibilities 

     

2.19   Use good problem solving       

 



 

64 

 

Part III: How school principals exercise Instructional Activities? 

Please indicate your level of agreement on how school principals exercise instructional activities. 

(Please use the scale: 1= Strongly disagree; 2= Disagree; 3= Undecided;  4= Agree; 5= Strongly 

agree). 

 

 

No Item 

 

 

                 Scale  

5 4 3 2 1 

3.1   Visits the classroom to ensure classroom 

instructional alignment with the school goals 

     

3.2   Observes teachers for professional development 

rather than evaluation 

     

3.3   Evaluate teachers to improve instructional practices      

3.4   Provides feedback to teachers      

3.5   Motivates teachers for best performances      

3.6  Always available in his/her office to support others      

3.7 Encourages teachers to attend professional 

development activities that are aligned to school goals 

     

3.8   Coordinates staff to exchange their experience      

3.9   Works to organize professional development around 

teachers wants and needs 

     

3.10   Facilitates useful professional materials and 

resources for teachers 

     

3.11   Encourages in-built supervision within the school      

3.12   Encourages teachers to use data analysis of student 

academic progress to improve their instructions 

     

3.13   Uses information and feedback from teachers to 

motivate students for their best academic performance 

     

3.14   Works with staff to set high achievable standards for 

the Students 
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Part Four: Open ended Question 

1. What are the major challenges that principals face during and after their leadership? 

______________________________________________________________________________

______________________________________________________________________________ 

2. What academic, administrative, human, financial, material etc. challenges have you faced in 

the school? 

______________________________________________________________________________

______________________________________________________________________________

3. What should be done to improve school leaders and reduce their challenges? 

___________________________________________________________________________

___________________________________________________________________________ 
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APPENDIX C 

Addis Ababa University College of Education and Behavioral Science 

Department of Educational Planning and Management 

Questionnaire to be filled by   District head Education office   & Experts 

The purpose of this questionnaire is to gather information for the study on the effects of 

principal‘s leadership style on student academic achievement. For the successful completion of 

the study, your kind response to the items is of paramount importance. You are kindly requested 

to take time and carefully complete the questionnaire. You may use ―√‖ mark to indicate your 

responses for items with alternative responses. Please provide brief answers for open ended 

questions. Give only a single answer to each item. 

Thank you! 

PART ONE: General information 

1.1. Name of the school ----------------------------------------------------------- 

1.2 .Present Job title 

              a.   principal                           b. vice principal 

1.4 Sex:      Female                                  Male 

1.4. Age:           a.   below 20                                   e.   36 – 46  

                        b.   21 -25                                       f.    41-45  

                        c.   26 -30                                       g.    46 – 50  

                        d.   31-35                                        h.    51 – 55      

1.5. Level of educational attainment at present 

               a. Diploma                                       c) M.A. / M.Sc. Degree  

              b. B.A / B.Sc. Degree                       d. Other specify ____________  

1.6. Level of educational attainment at present a) School leadership              c) Social Science  

        b) Natural Science                      d) Other Specify_____________ 
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Part II,   the Actual School Leadership Practices: 

Please indicate your level of agreement on how school principals exercise instructional 

activities. (Please use the scale: 1= strongly disagree; 2= Disagree; 3= Undecided; 4= 

Agree; 5= Strongly agree). 

Part III: How school principals exercise Instructional Activities? 

No Item 

 

                 Scale  

5 4 3 2 1 

2.1 Capable in setting directions and encouraging staff 

towards achieving the expected goals 

     

2.2   Searches for ways to guide the organization to 

new heights 

     

2.3  Communicating the school vision in order to have 

common understanding and shared values 

     

2.4   Knows  the  job and have a solid familiarity with  

employees' tasks  

     

2.5 Plans and works towards highest academic 

achievement of students 

     

2.6 Able to confront challenges      

2.7 Support others to work hard      

2.8 Effective in delegate   responsibility       

2.9   Effective in   counseling teamwork in the school      

2.10     Mobilizes resources to efficiently and 

Effectively accomplish instructional activities. 

     

2.11   Capable of evaluating and making fair judgments      

2.12   Having the skill in developing different programs 

and timetable 

     

2.13   Works cooperatively with staff for solving 

problems   

     

2.14   Encourages staff to participate in school planning      

2.15   Works to create good relationships among staff      

2.16   Works strongly on continuous attendance of 

teachers 

     

2.17   Works to create conductive working environment      

2.18   Helps teachers  to develop good character traits 

that will help them Carry out their professional 

responsibilities 

     

2.19   Use good problem solving       
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Part III: How school principals exercise Instructional Activities? 

Please indicate your level of agreement on how school principals exercise instructional 

activities. (Please use the scale: 1= Strongly disagree; 2= Disagree; 3= Undecided; 4= 

Agree; 5= Strongly agree). 

No Item                  Scale  

5 4 3 2 1 

3.1   Visits the classroom to ensure classroom 

instructional alignment with the school goals 

     

3.2   Observes teachers for professional development 

rather than evaluation 

     

3.3   Evaluate teachers to improve instructional practices      

3.4   Provides feedback to teachers      

3.5   Motivates teachers for best performances      

3.6  Always available in his/her office to support others      

3.7 Encourages teachers to attend professional 

development activities that are aligned to school goals 

     

3.8   Coordinates staff to exchange their experience      

3.9   Works to organize professional development around 

teachers wants and needs 

     

3.10   Facilitates useful professional materials and 

resources for teachers 

     

3.11   Encourages in-built supervision within the school      

3.12   Encourages teachers to use data analysis of student 

academic progress to improve their instructions 

     

3.13   Uses information and feedback from teachers to 

motivate students for their best academic performance 

     

3.14   Works with staff to set high achievable standards for 

the Students 
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Part Four: Open ended Question 

1. What are the major challenges that principals face during and after their leadership? 

______________________________________________________________________________

______________________________________________________________________________

2. What academic, administrative, human, financial, material etc. challenges have you faced in 

the school? 

______________________________________________________________________________

______________________________________________________________________________ 

3. What should be done to improve school leaders and reduce their challenges? 

______________________________________________________________________________

______________________________________________________________________________ 

 

 

 

 

 

 

 

 

 

 



 

70 

 

APPENDIX D 

Interview guidelines for PTA representatives 

PART ONE: Background 

1.1 Name of the interviewee -------------------------------------------------- 

1.2   Sex: Female                  Male 

1.3 Age: 

                25 and below                 26 – 35                  36 – 45               46 & above 

1.4 Work Experience in the school by PTA 

            1-2 year               3 – 5              6 – 10                  11and above 

   Part II. Interview Questions 

1. Does a principal have strong relationship with PTA? 

2.  Does principal have a time schedule with customers and stake holders?  

3. What are the main problems of the school principals in your school? 

4. To what extent are principals transparent in all directions in the school?  

5. What challenges do principals face in schools? 
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MAXXANNEE D 

QAJEELTOOWWAN GAAFFII QOOMAA KOREE GMB 

I: dug-duubee 

1.1 Maqaa nama gaafatamuu -------------------------------------------------- 

1.2   Saalaa : dhiira                  dubaara 

1.3 Umurii : 

                25 fi gadi                 26 – 35                  36 – 45               46 & above 

1.4 .Muuxannoo hojii koree GMB keessatti 

            1-2             3 – 5              6 – 10                  fi ol 

  II. Gaaffii Qoomaa 

1. Hooggansi Mana Barumsaa haariiroo gaarii isiin faana qaba? 

______________________________________________________________________________

____________________________________________________ 

2. Hooggansi Mana Barumsaa sagantaa dhimmaamtootaa fi maamiltoota mana barumsaa waliin   

     qaba? 

______________________________________________________________________________

_______________________________________________________________________ 

3. Rakkoowwan hooggansi mana barumsaa keessan qabu maal fa‘ati? 

______________________________________________________________________________

________________________________________ 
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4. Iftoomina hooggansa mana barumsaa keessanii kallatti hundaan maal jechuu dandeessuu? 

______________________________________________________________________________

________________________________________________ 

5. Guufuuwwan hooggansa mana barumsa keessanii mudachaa jiru maal fa‘ati? 

______________________________________________________________________________

____________________________________________  
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APPENDIX E 

DOCUMENT ANALYSIS FORM 

 

 

(a)  Documents Available Not Available Not Updated 

Visitors book          

Register for Teachers          

Students Adm. register          

Teachers Schemes of Work          

Discipline Record Book          

School Timetable          

Any Other useful Document     

(b) Staffroom   Available Not Available Not Updated 

school timetable          

Class registers          

Teachers lesson notes / plans         

Record of workbooks          

Exam analysis files        

Mark book / progress records      

(c) Physical Facilities Available Not Available Not Updated 

Classrooms, desks, chairs          

Library          

Textbooks           

Laboratory          

Workshops          

Play fields          

Reference materials    
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(d) Observed teacher teaching  

(i)  Teaching / learning strategies 

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________

____________________________________________________________ 

(ii) Teaching learning   resources 

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________ 

(e) General organization of the school  

(i)  How they organize their assembly  

______________________________________________________________________________

______________________________________________________________________________

___________________________________________________________________ 

(ii)  Punctuality and lateness 

______________________________________________________________________________

______________________________________________________________________________

_______________________________________________________________________ 

(iii)  School routine observance 

______________________________________________________________________________

______________________________________________________________________________

___________________________________________________________________________ 

 


