
 

 

1 

 

 

 

 

Addis Ababa University 

College of Education and Behavioral Studies 

Department of Educational Planning and Management 

 

 

 

 

Leading Schools for Change: Practices, Opportunities, and Challenges: 

The case of Government Secondary Schools of Addis Ababa  

City Administration 

  

 

By 
 

Dawit Berhanu Andeta 

 

 

 

                                                                                  

                                                                                                      

Addis Ababa, Ethiopia 

July, 2019 

                                                             

 



 

 

2 

 

Ababa University 

College of Education and Behavioral Studies 

Department of Educational Planning and Management 

 

 

 

 

Leading Schools for Change: Practices, Opportunities, and Challenges: 

The case of Government Secondary Schools of Addis Ababa City Administration 

 

 

A THESIS SUBMITTED TO COLLEGE OF EDUCATION AND BEHAVIORAL STUDIES 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT IN PARTIAL 

FULFILLMENT OFTHE REQUIREMENTS FOR THE DEGREE OF MASTER OF ARTS IN 

EDUCATIONAL LEADESHIP AND MANAGEMENT 

 

                                                                     

                                                                  By 

                                                   Dawit  Berhanu  Andeta 

 

                                                                                         

 

 

                                                                                                              Addis Ababa University 

Addis Ababa, Ethiopia 

                                               June, 2019 

 

 

 

 



 

 

3 

 

                                             Addis Ababa University 

College of Education and Behavioral Studies 

Department of Educational Planning and Management 

 

 

Leading Schools for Change: Practices, Opportunities, and Challenges:  

The case of Government Secondary schools of Addis Ababa City 

Administration 

 

 

    BY  
                                                          

                                                       DAWIT  BERHANU ANDETA 

 

                

_____________________                ____________________                  ___________________ 

Chairman, Department of                      Date                                             Signature        

                Graduate studies     

______________________             ____________________               _____________________   

Advisor                                                  Date                                               Signature                  

_____________________             ____________________                  _____________________ 

External Examiner                                Date                                               Signature       

____________________                 __________________                    ____________________   

Internal Examiner                                Date                                               Signature      

 

 

 

 

 

 

 

 



 

 

4 

 

DECLARATION 

 

This is to certify that this thesis is my original work done under the guidance of Hussen Kedir 

(Ph.D)  and  that it has not been presented for a degree in any other university. All relevant 

sources of information used in this thesis have been accordingly acknowledged.    

Name of the student: Dawit   Berhanu Andeta 

Signature __________________________ 

Date ______________________________ 

 

 

 

This thesis has been submitted for examination with my approval as university advisor   

Name:  Hussen Kedir (Ph.D)  

Signature: __________________  

Date_____________________ 



 

 

i 

 

ACKNOWLEDGMENTS 

 

My sincere gratitude and appreciation goes to my advisor, Dr. Hussen Kedir, for his invaluable 

guidance and support throughout the study. 

 

I have also acknowledged to Bulbula, Lem, Ayeramba, Lebu, Beseka, and Ginbot 20 secondary 

school principals and vice principals for their kind cooperation in providing me with necessary 

information. Moreover, I would like to convey my sincere gratitude to Nefas-silk, Bole and 

Akaki kality, education Bureau supervisors. 

 

My appreciation also extends to my colleague, Mr. Takele Degene and Mr.Abebe Yibeltie 

supported me by providing necessary materials and editing. Besides, I would like to express my 

sincere appreciation to L‟esperance children Aid organization for finance support.  

 

Finally, I would like to extend my heartfelt thanks to all my colleagues, family and friends for 

giving me moral support doing my course of study. 

 

 

 

 

 

 

 

 

`  

 

 

 

 

 

 

 



 

 

ii 

 

Table of Contents 

ACKNOWLEDGMENTS ............................................................................................................... i 

Table of Content                    ii  
 

List of Tables                     v 
 

Acronyms ....................................................................................................................................... vi 

Abstract ......................................................................................................................................... vii 

CHAPTER ONE ............................................................................................................................. 1 

INTRODUCTION .......................................................................................................................... 1 

1.1 Back ground of the study ................................................................................................. 1 

1.2. Statement of the Problem ..................................................................................................... 2 

1.3. Objectives of the Study ........................................................................................................ 5 

1.3.1. General objective .......................................................................................................... 5 

1.3.2. Specific Objectives ....................................................................................................... 5 

1.4. Basic Research Questions .................................................................................................... 5 

1.5. Significance of the Study ..................................................................................................... 5 

1.7. Limitation of the Study ........................................................................................................ 7 

1.8. Definition of Key terms ....................................................................................................... 7 

CHAPTER TWO ............................................................................................................................ 9 

REVIEW OF RELATED LITERATURE ...................................................................................... 9 

2.1. The concept of change ......................................................................................................... 9 

2.2. Flawed Change Theories.................................................................................................... 10 

2.2.2. Professional learning communities: ............................................................................ 10 

2.2.3. „Qualifications‟ frameworks that focus on the development and retention of    quality 

leaders for schools change. ................................................................................................... 10 

2.3.   Resources needed for School Change .............................................................................. 11 

2.4.   Factors Affecting Organizational Change ....................................................................... 11 



 

 

iii 

 

2.5. The Practice of Leading Schools for Change. ................................................................... 14 

2.5.1. The stages of leading schools for change. .................................................................. 14 

2.5.2 .The Way of Organization learn Leading Change. ...................................................... 15 

2.5.3. How do People learn new Behavior needed for Change to occur?............................. 16 

2.5.4. The roles of stakeholders in leading schools for change: ........................................... 16 

2.5.5. The steps of leading change ........................................................................................ 17 

2.5.6. Areas of change for school Leading ........................................................................... 19 

2.5.7. What Skills and Knowledge Do Leaders Need to Facilitate Change? ........................ 19 

2.6.   Opportunities of schools to lead for change. ................................................................... 20 

2.7.2 How to overcoming Resistance to Change? ................................................................ 24 

CHAPTER THREE                 26 
 

THE RESEARCH DESIGN AND METHODOLOGY ............................................................... 26 

3.1. Research Design................................................................................................................. 26 

3.2 The Research Methodology. ............................................................................................... 26 

3.3. Sources of Data .................................................................................................................. 27 

3.4.   Population, Sample size and Sampling Techniques ........................................................ 27 

3.4.1. Population ................................................................................................................... 27 

3.4.2. Sample size and Sampling .......................................................................................... 27 

3.5. Data Gathering Tools ......................................................................................................... 29 

3.5.1. Questionnaires............................................................................................................. 29 

5.3 Focus Group Discussion. ................................................................................................ 30 

3.6. Pilot Study .......................................................................................................................... 30 

3.7. Procedures of Data Collection ....................................................................................... 31 

3.9. Ethical Consideration ......................................................................................................... 32 

 

 



 

 

iv 

 

CHAPTER FOUR ......................................................................................................................... 33 

PRESENTATION, ANALYSIS AND INTERPRETATION OF THE DATA ........................... 33 

4.1.1. Demographical data of Teachers and Principals: Age and Sex. ......................................... 33 

4.2. Results of the quantitative and qualitative data ................................................................. 35 

CHAPTER FIVE .......................................................................................................................... 60 

SUMMARY, CONCLUSION, AND RECOMMANDATION.................................................... 60 

Introduction ................................................................................................................................... 60 

5.1. Summary of the Major Findings ........................................................................................ 61 

5.1.1. The Current practice of Leading Schools for Change. ............................................... 61 

5.1.2. The opportunities of leading schools for change ........................................................ 62 

5.1.3. The challenges of leading schools for change. ........................................................... 63 

5.2. Conclusions ........................................................................................................................ 64 

5.2.1. The current practice of leading school for change. ..................................................... 64 

5.2.2. The opportunities of leading school for change. ......................................................... 65 

5.2.3. The Challenges of leading school for change. ............................................................ 66 

5.3. Recommendations .............................................................................................................. 67 

REFERENCES ............................................................................................................................. 69 

APPENDIX A 

APPENDIX B 
 

 APPENDIX C 

APPENDIX D 

             

 

 

 

                                                            



 

 

v 

 

 

 

List of Tables 

   Tables                                                                                                                                    Page       

                    

Table 3.1. Population and Sample of the Study Area--------------------------------------------------29 

Table-4.1.: Percentage Distribution of Respondents by Sex and Age..........................................33 

Table 4.1.2: Description of Respondents by their Academic Qualification and Experience  ......34 

Table 4.2.1: The Attention of Schools to plan for Change ...........................................................35 

Table 4.2.2: The major Qualities and Skills the School Leaders need in Leading Schools for   

                  Change-------------------------------------------------------------------------------------------37 

Table 4.2.3: The Involvement of Stakeholders to Lead Schools for Change ..............................40 

Table 4.2.4: The Current practice of Leading Schools for Change ..............................................42 

Table 4.2.5: The Resource Management to Lead Schools for Change …………………….........46 

Table 4.2.6: The External Condition to Lead Schools for Change...............................................47 

Table 4.3.1: Internal Opportunities of Schools Leading for Change…………….……………....49 

Table 4.3.2: External Opportunities of Schools Leading for Change…………………………....52 

Table 4.4.1: The Challenges Schools face in Leading for Change……………………….......….54 

Table 4.4.2: Methods of Resisting Change……..……………………………………………..…57 

 

 

 

 

 

 

 

 
 



 

 

vi 

 

Acronyms 

 

AAEB            Addis Ababa City Education Bureau 

CSA  Central Statistical Authority 

EDPM            Education Planning and Management. 

ESC   Educational Strategic Centre 

ESDP   Educational Sector Development Program  

FDRE  Federal Democratic Republic of Ethiopia 

FGD/s  Focus Group Discussion/s 

GEQIP            General Education Quality Improvement Program 

ICT                  Information Communication Technology 

MoE  Ministry of Education  

            PTSA            Parents, Teachers, and Students Association.         

. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

vii 

 

                                               Abstract 

The purpose of the study was to assess the Practices, Opportunities, and Challenges of Leading 

School for Change among Government Secondary schools in Addis Ababa City Administration. 

The study employed a descriptive survey design. The study was carried out in three sub-cities, in 

six secondary schools by using systematic random sampling technique. Questionnaire was 

distributed for 130 teachers using simple random sampling techniques. Interview was conducted 

for 9 Principals, and 4 sub-city education supervisors and Focus group discussion for 6 PTA 

members were selected using purposive sampling. Both primary and secondary sources were 

used. To gather the necessary data three types of data collection instruments namely 

questionnaire consisting of both closed and open ended items, structured interview and 

document analysis were used. Descriptive approach such as percentage, frequency and mean 

score were utilized to analyze the data. The qualitative data obtained through interview was 

analyzed. The finding revealed that  the practice of leading for change not effective due to  

insufficient participation of parents in their children education, low motivation of students to 

learn and to do their homework, teachers are not motivated to motivate students, irrelevant 

curriculum, and low level of parents income hinder leading schools for change.  The conclusion 

indicated stakeholders are not performing their duty to lead the Schools for change as expected 

responsibility. Finally, based on the finding the recommendations were made in the areas of 

school leaders should motivated by in service training to take responsibility, school leaders 

should change strategic plan to action, the government and school leaders should prepare in-

service training to motivate teachers, Government should take responsibility to hire graduates, 

maintain plasma TV, revise teachers’ salary,  and stakeholders should  work to enhance students 

disciplinary issues enhance Leading Schools for Change: Practices, Opportunities and 

Challenges Government Secondary schools in Addis Ababa City Administration.  . 
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CHAPTER ONE 

 

INTRODUCTION 

1.1 Back ground of the study 

 

 The skills individuals need for success in the 21st century are vastly different from those needed 

in the past. Our education system must evolve in order to prepare students for the changing 

world in which they will live and work.  School reform begins with a desire by some and at least 

a willingness of others to be led. The administrators and staff in the most successful schools 

embrace change as exciting and challenging rather than intimidating and threatening. These 

educators seem to understand that schools today need to be updated in order to keep pace with a 

changing society and economy. As way of peoples living pattern changes schools way of 

preparing students for the future life should be related, (Daggett, and Jones, 2014:3). 

 

In this 21
st
 century, schools and education systems continue to be challenged by the rate and 

intensity of change, largely driven by technology and its impact on the learning environment 

(Tonkin, 2016:2). To meet the increasing expectation by students, families, communities and 

government and to overcome the challenges as well as to bring the intended outcome schools‟ 

should introduce a new way of leading schools. Ethiopia education system was never designed to 

deliver the results which are now needed to equip students for their future, or even today. 

The reason   leading school for change is to ensure the achievement of organization goal with 

less cost.  

The purpose of leadership and management development is to ensure the development of 

the most appropriate style of leadership and achieving a universal level of best 

practice… A range of more inclusive models of leadership are now emerging which 

argue for quieter, less dramatic leadership at all levels within the organization (Exeter 

University 2005:4and5). 

Leading change is one of the most important and difficult leadership responsibilities. For some 

theorists, it is the essence of leadership and everything else is secondary. Effective leadership is 

needed to revitalize an organization and facilitate adaptation to a changing environment. This 

subject became especially relevant in the 1980s when many private and public sector 
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organizations were confronted with the need to change the way things were done in order to 

survive (Yukl, 2010:319)‟‟. 

 

As noted by (Yukl, 2010), change is part of leadership and organizations without it cannot fit 

with the new changing environment. Everything is more or less in change. According to Jody 

Spiro (2009:1) change leads to a better way of performing activities than usual “Change can be a 

dynamic and positive force for creating new strategies and putting them in action, stimulating 

creativity, diversity, learning and growth‟„. Kotter, explained that when a leader introduce 

change the stake holder may not accept smoothly they may argue by raising different issues 

because fearing different risks. „„People who have been through difficult, painful and not very 

successful change efforts often end up drawing both pessimistic angry conclusions. For 

transformation; they worry that the major change is not possible without carnage; they fear that 

the boss is a monster or that much of management is incompetent (Kotter, 1996)”. 

 

Change is not about simply adopting best practices, but rather about creating a culture that 

recognizes strengths and weaknesses, encourages innovation and initiative, and adapts best 

practices and ideas from others. The nature of change is that it must be unique to local needs, 

forged through consensus, and built upon the unique strengths of each school. There is no one 

single solution to improving our schools. A combination of strategies is necessary to achieve a 

new vision of learning. The goal is not to make every school the same, but to enable each school 

to construct its own solutions (Daggett, and Jones, 2014:2). 

1.2. Statement of the Problem 

According to (World Bank, 2013) sustained economic progress is associated with a rapidly 

evolving skill profile of the labor force. This is a long-term process driven largely by the 

entrance of better-educated generations of young people into the workforce. In lower-middle-

income countries, lower secondary education programs typically enroll about 80–90 percent of 

the relevant age group and upper secondary programs, about 50 percent. Reaching these levels in 

Ethiopia will require rapid improvement in primary graduation rates, sustained expansion of 

enrollments in lower (general) secondary education, and gradual increases in the proportion of 

students admitted into upper (preparatory) secondary education. Therefore, sustainable economic 
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progress can be achieved by using educated labor force. The contribution of secondary education 

is vital for economic sustainability for a given country 

 

To change the Ethiopia education enrollment and its quality ESDPI program focused on: 

Curriculum, textbooks and assessment; Teacher Development Program (TDP); School 

Improvement Program (SIP); Management and Administration Program (MAP); Information 

Communication Technology (ICT), and Civic and Ethical Education (World Bank, 2013).  This 

means the Ethiopia Government gave attention to supply the above inputs to bring change the 

quality of the country education system. However, the inputs are not as adequate to bring the 

intended out come. 

 

The government is committed by developing education development program or ESDP since 

1991 (MoE 1994:25). Moreover, following the fundamental change schools undertaken during 

the past decade in areas such as curriculum development, students and teachers roles, and 

learning strategies all of the world including Ethiopia, school leaders are required to be 

transformational leaders who are visionaries and motivate their followers towards achieving 

higher levels of morality and motivation rather than creating routinized, non- creative and stable 

environment. In this respect, the government of Ethiopia launched a major nationwide reform 

program, quality education packages, or GEQIP (General Education Quality Improvement 

Program) in primary and secondary schools, aimed to improve the quality of general education 

throughout the country Tomas, (2015:4). 

 

However, the current education system of Ethiopia could not achieve the targeted education 

quality goals even if the necessary indicators of secondary schools have been fulfilled. 

Secondary education faces challenges, Yet input indicators have improved, especially the 

proportion of qualified teachers and student-textbook ratios and the number of students per 

section (MOE, (ESC), 2018: 22).  The change made the above inputs alone did not bring quality 

of education. The learners‟ lack attitude, skill and knowledge change parallel to their educational 

level. 
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 According to World Bank (2013) in contrast to remarkable achievements in access, progress to 

date in raising the quality of education in Ethiopia has been limited. Efficiency and quality input 

indicators, achievement tests, and classroom observations suggest that it has been difficult to 

maintain the quality of education during a period of very rapid enrollment expansion. Learning 

achievement in the education system remains unacceptably low. This becomes a source of 

concern for government officials, educators, parents, and other stakeholders. The same idea is 

raised in ESDPV (MOE, 2015:19) students those who achieved an average score of 50% in core 

subjects in grade 10 national examinations are 23% of students in 2014 assessment. This 

indicates that current practice of our country‟s education is running with low students‟ 

achievement opposite to the increase input change. 

 

According to (MoE, 2018: 22).  

Education inputs are a necessary condition but not sufficient condition. Abundant of 

inputs is a waste of resource in a system that stands for schooling but not for learning. If 

the system accountability is not coherent for learning, interventions in salary increment, 

class-size, teaching learning, etc., does not work.  The ensuing sections of the report shall 

present the challenges of secondary and preparatory education and the way forward’‘.  

 This means that secondary education in our country did not meet it designed purpose even if the 

required in puts were more or less supplied. Students those who completed secondary education 

are not well equipped with desired knowledge, attitude, and skills. Most interventions focused on 

inputs of education with less attention to learning outcomes, the extent to which effect sizes of 

schooling are achieved. 

 

The problem of leading secondary school education for change is to a great extent because of 

turnover  qualified staff, community support slowdown, fund gap, lack  of student motivation to 

learn and low teachers moral to teach challenged the change progress of Ethiopia Secondary 

education ESDP IV(MOE:2015:107). The mentioned challenges are concerned lack of 

commitment from the stakeholders. 

 

The current practice of our country education should be examined to get well qualified students 

who are parallel with the current county‟s developing status. Leading schools for change 

emphasizes leading in a new way other than usual or leading schools to produce students with 

desired knowledge, attitude, and skills. However, this cannot be achieved by the current 
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education system because the learning outcome of the secondary schools student is not parallel to 

the input. Therefore, this study took up the task of filling the existing gap through an empirical 

investigation. The purpose of the study was to assess the Practices, Opportunities and 

Challenges, of leading schools for change in Addis Ababa City Administration government 

secondary schools.  

1.3. Objectives of the Study 

1.3.1. General objective 

The General objective of this research was to assess the Practices, Opportunities, and Challenges 

of Leading School for Change in Government Secondary Schools of Addis Ababa City 

Administration. 

1.3.2. Specific Objectives 

The specific objectives of the study aimed to: 

 To examine the current Practice of Leading Schools for change. 

 To identify the Opportunities of Leading Schools for change. 

 To assess the Challenges Leading Schools for change. 

1.4. Basic Research Questions  

This research intended to answer the following basic questions: 

 What is the Current Practice of Leading School for Change? 

 What Opportunities are there in Leading Schools for Change? 

 What are the Challenges of Leading Schools for Change? 

1.5. Significance of the Study 

In Ethiopia the current educational system requires leading the system in a new way to enhance 

the students‟ knowledge, skill, and attitude. Schools‟ stake holders including the leaders need to 

know and practice the change need to improve students‟ result. This study contributes to 

examine the way how leading change should be practiced, the opportunities, and the challenges 

of leading for change tackled to lead the schools for change. 
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This study attempts to assess leading schools for change: Practices, Opportunities, and 

Challenges.  Therefore, the significance of the study is:  

 

1) It is believed that it enables to identify the current Practice, Opportunities schools have, and 

the Challenges Schools faced in Leading for change and the role of principals as well as the 

stakeholders for the school change to occur and to produce qualified students. 

2) It is hoped that the finding of this study may attract the effort of school principles, woreda, 

sub-city and city administration education authorities as well as the teachers association who 

have stake to design and undertake a refined system of leading schools for change to enhance 

the teaching learning process. 

3) This study is believed to contribute its share to the existing literature about Leading Schools 

for change in secondary schools, which in turn will have it contribution to the Addis Ababa 

city-Administration too. 

4) Additionally, the study also helps researchers in provision of information as secondary data 

for anybody interested to study the problem in wider scope and depth.  

 

1.6. Delimitation of the study 

This research would be more conclusive if it has been carried out at Addis Ababa level. 

However, because of finical problem and time constraint, it is delimited to study Leading 

Schools for Change: Practice, Opportunities, and Challenge in three sub-cities of six selected 

Government Secondary Schools in Addis Ababa city administration. Moreover, as mentioned 

earlier, this study focused on investigating Participation of Teachers, Principals, Supervisors and 

Parents in planning, practicing, opportunities, and challenges Leading School for change, for 

better achievement students in Government Secondary Schools of Addis Ababa city 

Administration. The study included three sub-city Government Secondary Schools. The schools 

included are: Akaki kality Sub-city (Beseka secondary school and Bulbula secondary and 

preparatory school), Nefas silk Sub-city (Ginbot, 20 secondary and preparatory school and Lubu 

secondary school), and Bole sub-city (Ayer Amba secondary school and Lem secondary School).  
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1.7. Limitation of the Study  

It is obvious that research work cannot be totally free from limitation. The following some 

limitations were also observed in this study. One apparent limitation was that most of secondary 

school principals, vice principals, teachers and Sub-city supervisors were busy and had no 

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

were also lack willingness to fill in and return the questionnaire as per the required time. This 

might have affected the richness of the study in scope and depth. However, the researcher over 

came those limitations by devoting his time, consuming his finance and searching materials.  

 

1.8. Definition of Key terms 

 

The researcher tries to define the following terms according to the context utilized.   

Challenge: Against something: a refusal to accept something as true, correct, or illegal.  

 (Merriam-Webster Dictionary). 

Leading Schools for change:  the movement of schools away from its present state and toward     

              some desired future state to increase its effectiveness Lunenburg, (2010).  

Secondary school: four years duration, consisting of two years of general secondary education  

will be completed at the first cycle (grade 9and10) and the second cycle of secondary   

education will be completed at second cycle (11and12) MOE, (1994). 

Opportunity: a good chance for advancement or progress (Merriam-Webster Dictionary). 

 Practice: to do something again and again in order to become better (Merriam-Webster  

 Dictionary) 

 
 

1.9. Organization of the Study    

The study constituted five chapters organized as follows:  

Chapter one introduces the research problem, the background to the study, the problem 

statement, the researcher motivation for the study, objectives specifying the kind of knowledge 

the study expected to obtain, the importance and urgency of the study, the scope and depth. 

Chapter two of this study comprises of review of the literature relating to the area of practice, 

challenges and opportunities of leading schools for change. Chapter three of this study provides 

an overview of the research methodology used. This chapter clarifies the instrumentation, 
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measures, data collection procedures, data analysis procedures, the reliability, validity tests and 

statistical used to measure the data. Chapter four of this study provides an analysis of the data 

collected. This chapter provides presentation of results in the form of tables and interviews. 

Chapter five of this study provides the conclusions drawn from the analysis of the data and 

provides the reader with recommendation ideas for additional research. 
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CHAPTER TWO 

 

REVIEW OF RELATED LITERATURE 

2.1. The concept of change   

Many educators defined change in different ways   (Spiro, 2009) defined change as doing things 

other than usual ways and situations. “Change means something different from the current state, 

a departure from the status quo.   Change involves going from one situation to another a period 

of transition.  It is a continuous process.  Therefore, change can best be considered as series of 

destinations that lead to further destinations.  In this way, a leader can benchmark goals and 

indicators of success at various intervals and make course corrections as needed‟‟.  Yukl, (2010) 

explained leading change as the main role of the leader, base of leadership, and the primary task 

of the leader in a given organization. He also emphasized that adaptation of the resistant also 

important role of the leader. Leading change is one of the most important and difficult leadership 

responsibilities. For some theorists, it is the essence of leadership and everything else is 

secondary. Effective leadership is needed to revitalize an organization and facilitate adaptation to 

a changing environment. 

(Mecca, 2004), also defined change as performing activities in different state from present to 

next. A change is a shift in some condition or situation from its present state to a new and 

different state. A change can range from minor shifts in procedures or technology to a 

revolutionary shift in roles within a society. It is often used to refer both to a shift that occurs in 

the organization‟s external environment, as well as the changes that occur inside of the 

organization in response to shifts in its external environment‟‟. 

As mentioned above change is not performing daily activities as usual rather than a new way and 

a new thing that enhance the performance of the organization. Change can be occurred inside or 

outside the environment of the organization. 
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2.2. Flawed Change Theories 

 

(Fullan 2006:4-6) classified change theories in to three categories: 

2.2.1 Standards-based district-wide reform initiatives:  

Their change theory leads district leaders to include the following components in the strategy: 

identification of world class standards in literacy and mathematics; a system of assessments 

mapped on to the standards; development of curriculum based on the standards and assessments; 

and a serious investment in ongoing professional development, for school leaders and teachers. It 

assumes that, by aligning key components and driving them forward with lots of pressure and 

support, good things will happen, on strategy, including: academic standards and instructional 

frameworks; assessment and accountability systems; and professional development for standards 

based instruction. 

2.2.2. Professional learning communities:  

It consists of six components a focus on learning; a collaborative culture stressing learning for 

all; collective inquiry into best practice; an action orientation (learning by doing); a commitment 

to continuous improvement; and a focus on results. 

2.2.3. „Qualifications’ frameworks that focus on the development and 

retention of    quality leaders for schools change. 

The third popular theory of change currently in vogue involves establishing incentives and 

various standards and qualifications requirements to attract and retain people to the teaching 

profession, and to leadership positions. The theory here is that if we can get the best possible 

people in the classroom and in the principal ship we can change the system for the better. This 

high profile group made recommendations in four main areas, which were to do with:                            

transforming teacher compensation; reinventing teacher preparation; overhauling licensing and 

certification; and strengthening leadership and support. 

The most frequently used conceptualization of instructional leadership was developed by 

(Hallinger, 2000: 333), according to him three dimensions are vital for schools. a) defining the 

school‟s mission concern the principal‟s role in working with staff to ensure that the school has 

clear, measurable goals that are focused on the academic progress of its students. b) managing 

the instructional program focuses on the coordination and control of instruction and curriculum. 
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This dimension incorporates three leadership functions: supervising and evaluating instruction, 

coordinating the curriculum, monitoring student progress. c) promoting a positive school 

learning climate, includes several functions: protecting instructional time, promoting 

professional development, maintaining high visibility, providing incentives for teachers, 

providing incentives for learning.  

 

2.3.   Resources needed for School Change  

  

Hanson (1985: 131), and cited by (Ayalew, 2014:44), inputs (resources) of the school system 

categorized into three as: Primary Human inputs (resources), such as teachers, students, 

administrators, cafeteria workers, janitors etc. Secondly Material inputs (resources), such as 

buildings, desks, pencils, books, laboratory equipment, ICT center etc. and  thirdly; Constraints 

(resources), such as expectation of parents, requirements of law and policy, values and social 

norms. Inputs are, generally, the resources organization needs in order to operate.  

2.4.   Factors Affecting Organizational Change 

 

Organizations need change because of different factors; regarding this, the need of change 

(Knowles 2005) as quoted by (Verra, 2009), there are at least six factors that tend to motivate 

adults to learn and change: (a) to meet a need for associations and friendships, (b) to fulfill the 

expectations or recommendations of someone with authority, (c) to prepare for to the community 

and improve one‟s ability to participate in community work, (d) for personal advancement to 

achieve higher status in a job, secure professional advancement, and to stay ahead of the 

competition, (e) to relieve boredom, provide a break in the routine of home or work, and (f) to 

learn for the sake of learning, seek Knowledge for its own sake and satisfy an inquiring mind. 

 

(Daggett, and Jones, 2014:3) explained the need of change is necessary for matching young 

people‟s with the change of society and economy. „These educators seem to understand that 

schools today need to be updated in order to keep pace with a changing society and economy. 

This nation‟s fixation on preparing young people for college, while a worthy goal, can become 

an impediment to achieving world-class education standards‟. 
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However, (Ludvigsen, 2011) suggested and quoted by (Lunenburg Fred, 2010) the factors that 

drive to change are external and internal factors that in organization for change.  

The external forces for change originate in the school's environment. They include the 

marketplace, government laws and regulations, technology, labor markets, and economic 

changes.    

  Firstly,  marketplace; the marketplace, in recent years, has affected schools by introducing 

competition both from within a school district in the form of magnet schools, learning choice 

schools, and the like; and from outside the school district including private schools, store-front 

schools, and home instruction. Secondly, Government laws and regulations: Government laws 

and regulations are a frequent impetus for change. As a case in point, strict enforcement of Equal 

Employment Opportunity Commission regulations cause many school districts to examine 

carefully their hiring, promotion, and pay policies for women and minorities. 

 

Thirdly, technology; Technological innovations have created the need for change in schools. 

Computers have made possible high-speed data processing and retrieval of information and have 

created the need for new positions. Fourthly, labor markets; the fluctuation of labor markets 

forces schools leaders to initiate change. For instance, the education, talents, and attitudes of 

potential teachers play an important role in a school's effectiveness. Changes in these facets of 

the labor force can lead to a shortage or a surplus of qualified teachers.    

 

Fifthly, Economic changes affect schools as well. During periods of recession, inflation, or 

downturns in the local or national economy, the attitudes and morale of some staff members 

suffer, which may hinder school performance. Sexily, Internal Forces; Pressures in the internal 

environment of the school can also stimulate change. The two most significant internal pressures 

for change come from administrative processes and people problems.   Seventhly, Administrative 

processes; Processes that act as pressures for change include communications, decision making, 

leadership, and motivational strategies, to name only a few. Breakdowns or problems in any of 

these processes can create pressures for change. Communications may be inadequate; decisions 

may be of poor quality; leadership may be inappropriate for the situation; and staff motivation 

may be nonexistent. 
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Eighthly, People problems; Some symptoms of people problems are poor performance levels of 

teachers and students; high absenteeism of teachers or students; high dropout rates of students; 

high teacher turnover; poor school-community relations, poor management-union relations; and 

low levels of staff morale and job satisfaction.  

 

Based on the above explanation we can summarize that the internal administrator and people in 

organization are the cause of change internally and external environment of the organization that 

drives to change include: market place government rules and regulations, technology, labor 

market, and economic changes within the time are the main factors. 

 

In school organizations, government intervention, society‟s values, changing technology, 

administrative processes and fulfillment of school members‟ needs are pressures on schools to 

change. Specifically, government has an important role in educational matters. That is, 

government‟s intervention in educational policy making through legislation which deals with 

right for education, equal educational opportunity, educational justice and agenda of the 

government for handicapped and economically disadvantaged. Moreover, society‟s values and 

school members‟ educational needs affect government legislation and in turn influence school 

organizations with updating coordination mechanisms and organizational design in education 

system, updating job designs for individuals and administrative processes in school organizations 

( Yılmaz  and   Kılıçoğlu, 2013). 

 

According to (Willar, and Richard, 2014), the International Center has assisted many school 

leaders in creating community and staff awareness of the need for change through research, 

presentations, print materials, white papers, newsletters, and video. These efforts address four 

major trends that must be acknowledged to ensure that our nation and our students are prepared 

to meet the challenges of the near and distant future:   technology, globalization, demographics, 

and new generations in our classrooms. 
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2.5. The Practice of Leading Schools for Change. 

            2.5.1. The stages of leading schools for change. 

 (Lewin‟s 1951) proposed that the change process can be divided into three phases: Unfreezing, 

changing, and refreezing.  In the unfreezing phase, people come to realize that the old ways of 

doing things are no longer adequate.  This recognition may occur as a result of an obvious crisis, 

or it may result from an effort to describe threats or opportunities not evident to most people in 

the organization.  In the changing phase, people look for new ways of doing things and select a 

promising approach.  In the refreezing phase, the new approach is implemented, and it becomes 

established.  All three phases are important for successful change and people may suffer pain 

during the three phases because three of them are change phases. 

 

According to him the sequences of the phases essential for the change and one is depend on the 

other and when we plan change we have to consider the way we implement the three changes. In 

unfreezing phase people should understand the old way of doing things is unnecessary. During 

the changing people are in the mid way which they are losing the past and they are introducing 

for the coming new ways of doing things and in this case there may be confusion to lose the past 

and to introduce the new approach. 

    

According to (Kotter, 1996), Change cannot occur easily because of different factor, insufficient 

products for customer, widely focused cultures, bureaucracy, politics, a low  level of trust, lack 

of team work, arrogant attitude, lack of leader ship middle management and general fear of 

unknown to be effective and he designed  eight stages process of creating major change: a) 

establishing a sense of change, b) creating guiding coalition,  c) developing a vision of strategy,  

d) communicating the change, e) empowering broad-based action, f) generating short term wins, 

g) consolidating gains and producing more changes, h) anchoring new approach in the culture. 

 

Based on his explanation change may collapse with variety of challenge so, change needs eight 

steps to overcome the challenges they happened because of that change. First the people should 

have good attitude for the coming change on their mind, the people in the organization have to 

joined for their common purpose or the goal of the change, they have to plan the way of 

achieving the particular goal, the people should give information for the stakeholders about the 
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change, to implement the change the stakeholders have to participate in real action based on their 

legal responsibility, the change should be tested by short term action to revise early stage the 

change, revising the gain the change as well as and multiplying the change, and finally make the 

persist.  

 

However, (Yukl, 2010) proposed the reaction pattern has four stages: denial, anger, mourning, 

and adaptation. The initial reaction is to deny that change will be necessary.  The next stage is to 

get angry and look for someone to blame.  At the same time, people stubbornly resist giving up 

accustomed ways of doing things.  In the third stage, people stop denying that change is 

inevitable, acknowledge what has been lost, and mourn it.  The final stage is to accept the need 

to change and go on with one‟s life.   Understanding these stages is important for change leaders, 

who must learn to be patient and helpful. Many people need help to overcome denial, channel 

their anger constructively, mourn without becoming severely depressed, and have optimism 

about adjusting successfully. 

2.5.2 .The Way of Organization learn Leading Change. 

According to (Senge, 1990), quoted by (Noonan, 2003), the most important asset of an 

organization is its people and their capacity to learn. One of the difficult issues associated with 

change is identifying what should never change (the things that make the organization great) and 

what must change because it does not support the future. He classified the learning organization 

in to five that are vital to learning organizations are; 

Primarily, Systems thinking: a conceptual framework, a body of knowledge and tools useful to 

identify the underlying patterns of systems. Secondly, Personal mastery: the process of clarifying 

a personal vision and making a commitment to accomplish what matters most. Thirdly, Mental 

models; using inquiry to uncover the assumptions that influence our actions and holding them up 

to scrutiny, Fourthly, Building shared vision: the process of unearthing a shared vision and 

purpose for the future. Fifthly, team learning; group interaction to transform thinking and take 

action through the process of dialogue and discussion. These five human technologies offer a 

strategy for organizational change and renewal and help groups, organizations, and communities 

to look inside and discover barriers and opportunities. 
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2.5.3. How do People learn new Behavior needed for Change to occur? 

People play a vital role in leading organization for change. As the whole resource is guided by 

people organization leaders should not undermine the necessity of human resource. 

„„Administrators display little understanding about the critical role that the human element plays 

in influencing the orderly transition phase of a change effort. Typically, they focused on the 

operational and technical aspects of accomplishing change within their institutions (Mecca, 

2004:11). 

 

Primary, the Psychological Nature of Change: To deal with the situations they normally 

encountered, human beings have to believe that they have the capability to deal with it. The 

capability of individuals to deal with change consists of not only having the ability to deal with 

the change, but also the willingness to apply that ability while understanding both the risk and 

opportunity the change poses. Secondly, The Emotional Response of Change; Persons leading a 

change effort need to understand what to expect at the emotional level of the change experience 

and the psychological phases people must go through to adapt successfully to changes affecting 

their work patterns. Emotional responses of participants typically accompany major institutional 

change and affect acceptance of that change and thirdly, Acceptance: The change is now 

responded to realistically. While the participants may not still fully like the change, they are 

more grounded and productive within the new context. 

2.5.4. The roles of stakeholders in leading schools for change:  

A single leader is unlikely to have the knowledge needed to develop a vision that will appeal to 

all the stakeholders whose support is necessary to accomplish major organizational change.  

Even when the initial ideas for a vision originate with the leader, it is desirable to involve key 

stakeholders in refining these ideas into a vision with widespread appeal. It is commonly claimed 

that the effects of leadership on pupil learning are largely indirect, (Leithwood, et al., 2006) by 

cited e.g., (Hallinger and Heck, 1996).  

This is most obviously the case for sources of leadership outside the classroom head teachers, 

inspectors, governors, secretaries, parents and school improvement partners of different kinds. In 

order for these sources of leadership to effect student outcomes they must exercise some form of 
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positive influence on the work of other colleagues, especially teachers, as well as on the status of 

key conditions or characteristics of the organization (school culture, for example) that have a 

direct influence on pupils. These people and conditions are the intervening moderating and 

mediating influences, or variables, about which we are concerned in this section of our review. 

Leaders potentially have a direct relationship or influence on these Variables, which, in turn, 

have a direct influence on pupil learning, as well as on leadership itself. 

The same idea is raised in relation the stakeholders that are needed for the leading of schools for 

change by (Yılmaz and Kılıcoglu, 2013:15) as they explained the engagement of government in 

leading schools play a vital role for change implementation by preparing the right policy for the 

change for all citizen without any discrimination with desired quality and the society has also a 

great impact on for school change. 

 

In school organizations, government intervention, society‟s values, changing technology, 

administrative processes and fulfillment of school members‟ needs are pressures on schools to 

change. The government‟s intervention in educational policy making through legislation which 

deals with right for education, equal educational opportunity, educational justice and agenda of 

the government for handicapped and economically disadvantaged. Moreover, society‟s values 

and school members‟ educational needs affect government legislation and in turn influence 

school organizations with updating coordination mechanisms and organizational design in 

education system, updating job designs for individuals and administrative processes in school 

organizations. Changing technology, improved equipment and facilities also improve 

productivity and competitiveness in schools.  

            2.5.5. The steps of leading change 

Primarily, Increase Urgency: Raising a feeling of urgency is the first and most critical step in a 

successful change effort.  With low urgency and complacency, the change effort cannot get off 

the \ground. Secondly, Build the Guiding: Team it is important to get the right people in place 

who are fully committed to the change initiative, well-respected within the organization, and 

have power and influence to drive the change effort at their levels. Thirdly, the Vision Right: 

While creating a shared need and urgency for change may push people into action, it is the vision 

that will steer them into the new direction.  
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Fourthly, Communicate for Buy-In: Once a vision and strategy have been developed, they must 

be communicated to the organization in order to gain understanding and buy-in. Sending clear, 

credible, and heartfelt messages about the direction of change establishes genuine gut-level buy-

in, which sets the stage for the following step: getting people to act. 

Empower Action: Empowering action should be seen as removing barriers to those whom we 

want to assist in pushing the change effort. Removing obstacles should inspire, promote 

optimism and build confidence around the change effort. b) Create Short –Term Wins Short-term 

wins nourish faith in the change effort, emotionally   reward the hard workers, keep the critics at 

bay, and build momentum. By creating short-term wins, and being honest with feedback, 

progress is achieved and people are inspired. c) Don‟t Let Up In successful efforts, people build 

on this momentum to make the vision a reality by keeping urgency up, eliminating unnecessary, 

exhausting work and not declaring victory prematurely. d) Make Change Stick: By creating a 

new, supportive, and sufficiently strong organizational culture, the change should remain. A 

supportive culture provides roots for the new ways of operating. 

  (Daggett, and Jones, 2014) provides a coherent focus across the entire education organization 

on the development and support of instructional effectiveness to improve student achievement. 

When organizational leaders, instructional leaders and teachers each carry out their respective 

elements and work together, positive change can occur: These are; Create a culture of high 

academic expectations and positive relationships, establish a shared vision and communicate to 

all constituent groups, align organizational structures and systems to the vision, build leadership 

capacity through an empowerment model, support decision making with relevant data systems. 

 

(Fullan,2002:2-9) found that principals those lead schools for change should have good 

conceptual thinking and ability to work together to achieve the change. As he explained that the 

leader should have five cores leading for change ability. Firstly, Moral purpose, defined broadly 

as we will see, is one of the five hallmarks of leading in a culture of change. In addition to the 

direct goal of making a difference in the lives of students, moral purpose plays a larger role in 

transforming and sustaining system change. Within the Organization how leaders treat all others 

is also a component of moral purpose 
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Secondly, understand the change process. Moral purpose without an Understanding of the 

change process is moral martyrdom. Having innovative ideas and being good at the change 

process, is not the same thing. Indeed, the case can be made that those firmly committed to their 

own ideas are not necessarily good change agents because the latter involves developing 

commitment with others who may not be so enamored by the ideas. 

 

Thirdly, I found that the single factor common to successful change is that relationships improve. 

If relationships improve, things get better. If they remain the same or get worse, ground is lost. 

Thus leaders must be consummate relationship builders with diverse people and groups  

especially with people different than themselves. Fourth, the new work on knowledge creation 

and sharing is central to effective leadership. There are several deep insights here. One is that 

information (of which we have a glut) only becomes Knowledge through a social process. 

 

Finally, since complex societies inherently generate overload, fragmentation and non-linearity 

in complexity theory terms that is what they are perennially good at  effective leaders must 

always work on connectedness or coherence-making. 

2.5.6. Areas of change for school Leading  

In the lived curriculum experienced by students,  In the development of assessment practice and 

our understanding of assessment In ensuring that teaching remains a proud and valued calling, 

and becomes a truly, collegial and critical profession. In the evaluation of schools, and   In the 

leadership, management and autonomy of schools, (Hislop, 2014:15).    

2.5.7. What Skills and Knowledge Do Leaders Need to Facilitate Change? 

Successful implementation of change in organizations requires a wide range of leadership 

behaviors. Some of the behaviors involve political and administrative aspects, and others involve 

motivating, supporting, and guiding people.  Even the people who initially endorse a change will 

need support and assistance to sustain their enthusiasm and optimism as the inevitable 

difficulties and setbacks occur. Major change is always stressful and painful for people, 

especially when it involves a prolonged transition period of adjustment, disruption, and 

dislocation.  The following guidelines describe current thinking about the best way to implement 

a major change in an organization  are; Create a sense of urgency about the need for change, 
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Communicate a clear vision of the benefits to be gained, Identify people whose support is 

essential and any likely resistance, Build a broad coalition to support the change, Fill key 

positions with competent change agents, Use task forces to guide the implementation of changes, 

Make dramatic, symbolic changes that affect the work, Prepare people for change by explaining 

how it will affect them, Help people deal with the stress and difficulties of major change, Provide 

opportunities for early successes to build confidence, Monitor the progress of change and make 

any necessary adjustments, Keep people informed about the progress of change, Demonstrate 

continued optimism and commitment to the change (Yukl, 2010:317). 

2.6.   Opportunities of schools to lead for change. 

The condition of secondary school facilities is better than that of primary schools. Almost all 

secondary schools have latrines; four in five have water and the same share a supply of 

electricity. Library services are provided in 72% of secondary schools. School standards are now 

assessed by a school inspection service, established in 2012, which combines school self-

inspection with independent visits to measure performance in relation to inputs, processes and 

outputs ESDP V, (MOE, 2015:21).     

 

 The goal for school leader is to create and sustain a competitive school, by school improvement 

plans, by involving themselves in setting professional standards, in stimulating the teaching staff 

intellectually, by offering professional development opportunities and staff assessment. School 

instruction is seen by students as the main factor influencing their learning, but this factor is, in 

its turn, subdued to other influences, such as the key role owned by a principal who shares 

leadership with teachers and the local community; in such cases student achievement is higher in 

their performance.  An essential role and a potential determinant of student learning is played by 

parents, who are encouraged to take part in school council and also in school decision – making; 

student and family background are also responsible for the students‟ learning process Tatiana,  

(2013: 294) 
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2.7.1. The Challenges of Change in Leading Schools.  

(Yılmaz, and Kılıcoglu, 2013) found that, in schools, resistance to change can also be faced 

when a change is introduced and school members are forced to practice this new state of being or 

acting with lack of choice. Furthermore, schools have to adapt to their environment and need to 

comfortably operate with the structures, policies and procedures that have been introduced by the 

environment. However, to ensure effectiveness, individuals in school organizations may prefer to 

focus on the routine things that they perform well and set up defenses against change by resisting 

it. In addition, school members may reject change due to the fact that they believe it is not worth 

their time, effort and attention. 

According to (Connor, 1995) quoted by (Yukl, 2010) resistance of change are the following 

Primarly. Lack of trust; a basic reason for resistance to change is distrust of the people who 

propose it.  Distrust can magnify the effect of other sources of resistance.  Even without an 

obvious threat, a change may be resisted if people imagine hidden, ominous implications that 

will become obvious only at a later time.  Secondly, Belief that changes is not necessary; 

Resistance is more likely if the current way of doing things has been successful in the past and 

there is no clear evidence of serious problems that require major change.  The signs of a 

developing problem are usually ambiguous at the early stage, and it is easy for people to ignore 

or discount them.   

Thirdly, Belief that the change is not feasible; Even when problems are acknowledged, a 

proposed change may be resisted because it seems unlikely to succeed.  Making a change that is 

radically different from anything done previously will appear difficult if makes people doubtful 

the next one will be any better. Fourthly, Economic threats; Even if a change would benefit the 

organization, it may be resisted by people who would suffer personal loss of income, benefits, or 

job security. The latter concern is especially relevant when change involves replacing people 

with technology or improving processes to make them more efficient.  Prior downsizing and 

layoffs raise anxiety and increase resistance to new proposals, regardless of the actual threat.  

Fifthly, Relative high cost; even when a change has obvious benefits for the organization, it 

always entails some costs, which may be higher than the benefits.  Familiar routines must be 

changed, causing inconvenience and requiring more effort. Resources are necessary to 
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implement change, and resources already invested in doing things the traditional way will be 

lost. Six, Fear of personal failure; Change makes some expertise obsolete and requires learning 

new ways of doing the work.  People who lack self-confidence will be reluctant to trade 

procedures they have mastered for new ones that may prove too difficult to master.  A proposed 

change will be more acceptable if it includes provisions for helping people learn new ways of 

doing things.  

Seventhly, Loss of status and power; Major changes in organizations invariably result in some 

shift in relative power and status for individuals and subunits.  New strategies often require 

expertise not possessed by some of the people currently enjoying high status as problem solvers.  

People responsible for activities that will be cut back or eliminated will lose status and power, 

making them more likely to oppose a change. Eighthly,  threat to values and ideals. Change that 

appears to be inconsistent with strong values and ideals will be resisted.  Threat to a person‟s 

values arouses strong emotions that fuel resistance to change.  If the values are embedded in a 

strong organization culture, resistance will be widespread rather than isolated. 

Ninthly, Resentment of interference; some people resist change because they do not want to be 

controlled by others.  Attempts to manipulate them or force change will elicit resentment and 

hostility.  Unless people acknowledge the need for change and perceive they have a choice in 

determining how to change, they will resist it. 

Lunenburg, (2010), Forces for change is recurring feature of school life. It is also inevitable that 

change will be resisted, at least to some extent by both school leaders and staff. There is a human 

tendency to resist change, because it forces people to adopt new ways of doing things. In order to 

cope with this recurring problem, school leaders must understand why people resist change.  

The most powerful impediments to change include uncertainty, concern over personal loss, 

group resistance, dependence, trust in administration, and awareness of weaknesses in the 

proposed change (Fullan, 2009; and Spector, 2011).  Firstly, uncertainty: Teachers may resist 

change because they are worried about how their work and lives will be affected by the proposed 

change. Even if they have some appreciable dissatisfaction with their present jobs, they have 

learned what their range of responsibilities and what their administrator's reaction to their 

behavior will be in certain situations. Any change creates some potential uncertainties. Secondly, 
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Concern over Personal Loss: Appropriate change should benefit the school district/school as a 

whole, but for some staff members, the cost of change in terms of lost power, prestige, salary, 

quality of work, or other benefits will not be sufficiently offset by the rewards of change.   

Thirdly, Group Resistance: Groups establish norms of behavior and performance that are 

communicated to members. This communication establishes the boundaries of expected 

behaviors. Failure to comply with such norms usually results in sanctions against group members 

by the groups. If school leaders initiate changes that are viewed as threatening to the staffs‟ 

norms, they are likely to meet with resistance. The more cohesive the staff is, the greater their 

resistance to change will be. a) Dependence: All humans begin life in a dependent state. Thus, 

dependence is instilled in all people to a certain extent. Dependency, in and of itself, is not all 

bad; but if carried to extremes, dependency on others can lead to resistance to change. b) Trust in 

Administration: Schools vary substantially in the degree to which organization members trust the 

leader. On the one hand, if a change is proposed when trust is low, a natural first reaction is to 

resist it. On the other hand, when trust is high, organization members are more likely to support a 

proposed change. Further, under conditions of distrust staff members often resist changes, even 

when they are understood and they can benefit from them.  c) Awareness of Weaknesses in the 

Proposed Change: Organization members may resist change because they are aware of potential 

problems in the proposed change. If staff express their reasons for resistance to the leader clearly 

along with adequate substantiation, this form of resistance can be beneficial to the school 

district/school. Leaders can use these suggestions to make their change proposals more effective.   

In another way resistance of leading change in the context of educational organization resistance 

proposed by (Hambrick and Cannella, 1989); cited in (Burke, 2008) referred by (Yılmaz and 

Kılıcoglu, 2013). Specifically, resistance may be blind, political or ideological. 

According to (Williams, 2006:163), By contrast, people will be more positive about change if 

they are: Informed about the reasons for it, helped to understand the benefit that should result, 

Involved in planning and designing the change and encouraged afterwards to recognize what 

they have gained from it. 
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2.7.2 How to overcoming Resistance to Change? 

There are a number of specific ways that resistance to change may be overcome. Six of the most 

popular and frequently used approaches to overcome resistance to change proposed by 

(Anderson, 2011; Duke, 2011; Harvey, 2010) and quoted by (Lunenburg, 2010) are:   

Primarily, Education and Communication: Resistance can be reduced when school leaders 

communicate with organization members to help them see the need for change as well as the 

logic behind it. This can be achieved through face-to-face discussions, formal group 

presentations, or special reports or publications. Secondly, Participation and Involvement: 

Organization members who participate in planning and implementing a change are less likely to 

resist it. Prior to making a change, leaders can allow those who oppose the change to express 

their view on the change, indicate potential problems, and suggest modifications. Such 

participant involvement can reduce resistance, obtain commitment, and increase the quality of 

the change decision.  

Thirdly, Facilitation and Support: It is important for leaders to manifest supportive and 

facilitative leadership behaviors when change is being implemented. This type of leader behavior 

includes listening to organization member's ideas, being approachable, and using member‟s ideas 

that have merit. Supportive leaders go out of their way to make the work environment more 

pleasant and enjoyable, Fourthly, Negotiation and Agreement: Leaders can neutralize potential 

or actual resistance by providing incentives for cooperation. For example, during collective 

bargaining between the school board and various employee unions, certain concessions can be 

given to employees in exchange for support of a new program desired by school leaders. Such 

concessions may include salary increases, bonuses, or more union representation in decision 

making. School leaders can also use standard rewards such as recognition, increased 

responsibility, praise, and status symbols.   

Fifthly, Manipulation and Cooptation: Manipulation occurs when school leaders choose to be 

selective about who gets what information and how much information, how accurate the 

information is, and when to disseminate the information to increase the chance that change will 

be successful. Cooptation involves giving the leaders of a resistance group a key role in the 

change decision. Explicit and Implicit Coercion: When other approaches have failed, coercion 
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can be used as a last resort. Some changes require immediate implementation. And change 

initiators may have considerable power. Such instances lend themselves more readily to the use 

of coercion to gain compliance to proposed changes. Organization members can be threatened 

with job loss, decreased promotional opportunities, salary freeze (this technique is used 

infrequently in public schools), or a job transfer. There are, however, negative effects of using 

coercion including frustration, fear, revenge, and alienation, which in turn may lead to poor 

performance, dissatisfaction, and turnover. 

2.8. Summary the Literature Review. 

From the above discussion on theoretical and empirical literature one can identify the following 

important key lessons regarding Practice, Opportunities, and Challenges of Change to lead the 

Ethiopia education system.  The concept of change, the involvement of stakeholders in schools 

change, the qualities of leaders, and the way organization can learn change; the steps of change, 

areas of change, phases of change, inputs for schools change, opportunities and challenges of 

change are secondary schools in developing countries are less explored in the literature. For 

instance, in Ethiopia there little investigation is conducted to examine leading secondary schools 

for change, therefore, the Practice, Opportunities, and Challenges of Government Secondary 

Schools Addis Ababa City Administration will be investigated to fill the gap. 
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        CHAPTER THREE 

 

                              THE RESEARCH DESIGN AND METHODOLOGY 

3.1. Research Design  

In the empirical investigation, the study followed a mixed-methods approach. The basic 

assumption is that the uses of both quantitative and qualitative methods, in combination, provide 

a better understanding of the research problem and question than either method by itself. It is a 

good design to use if you seek to build on the strengths of both quantitative and qualitative data.. 

A quantitative approach is structured in nature, and the data are interpreted in statistical form, 

using questionnaires. In quantitative research, the investigator identifies a research problem 

based on trends in the field or on the need to explain why something occurs (Creswell, 2012:13). 

This implies that both quantitative and qualitative approaches of gathering and analyzing data 

were used. 

On the other hand qualitative research is best suited to address a research problem in which you 

do not know the variables and need to explore. The literature might yield little information about 

the phenomenon of study, and you need to learn more from participants through exploration 

Creswell, (2012:16).This improvement in inquiries would come from blending the strengths of 

one type of method and neutralizing the weaknesses of the other. For the qualitative phase 

interviews were conducted with the quantitative results. The aim is to gain an in depth 

understanding of the results from the questions asked in the quantitative phase of the research. 

Individual interview was conducted with principals, sub-city education officers selected from the 

same group of participants used in the qualitative phase. 

3.2 The Research Methodology.  

The descriptive survey method is used in this research as mentioned by (Seyoum and Ayalew 

1989) cited by Adugna, (2014:51) descriptive survey method becomes useful when the purpose 

of the research is to picture the current situations .It also allows collection of the data using tools 

and documentary analysis, describes and interprets what it is. It is concerned with conditions or 

relationship that exists, opinions that are held, processes that are going on, effects that are 

evident, or trend that are developing. Basically survey method helps to obtain first hand 
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information from small samples representing large size population and also enables researcher to 

have access to multiple methods of collecting information). 

Survey design  data at a particular point in time with the intention of describing the nature of 

existing conditions, or identifying standards against which existing conditions can be compared, 

or determining the relationships that exist between events (Cohen, Manion, and Morrison, 

2007:205) ". Thus to achieve this purpose descriptive survey design was used. The major 

purpose of this study was to assess the practices, challenges and opportunities of Leading School 

for Change focused on Government Secondary Schools of Addis Ababa City Administration. 

3.3. Sources of Data   

Principals, teachers, supervisors and PTSA (Parent, Teacher, and Student association) were the 

main primary source is of information in this study. Moreover, documents, reports, sampled 

schools observations and previous research results were used as a secondary source of 

information. 

3.4.   Population, Sample size and Sampling Techniques   

            3.4.1. Population 

The geographical setting of this research was in Addis Ababa City Administration secondary 

Schools. It is unmanageable to include all the population (teachers and vice principals) in the 

study. Therefore, it was necessary to determine and identify number of respondents that would 

serve as representative sample to generalize the findings of the study. To make valid inferences 

about the population, we must select the sample to that it is representative of the total population. 

Singh (2007) on his side agreed that, “the concept of sampling has been introduced with a view 

to making the research findings economical and accurate.”  

                 3.4.2. Sample size and Sampling 

There are ten sub-cities in Addis Ababa city administration. Three sub-cities were taken by 

geographical cluster sampling because the researcher believed that the schools are closer to him 

and suitable to get detailed information. The three sub-cities were Akaki-kality, Nefas silk Lafto, 

and Bole. Regarding cluster sampling, (Kothari, 2004:65), “If the total area of interest happens to 

be a big one, a convenient way in which a sample can be taken is to divide the area into a number 

of smaller non-overlapping areas and then to randomly select a number of these smaller areas 
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(usually called clusters), with the ultimate sample consisting of all (or samples of) units in these 

small areas or clusters‟„. There are twenty-eight Government Secondary Schools in three sub-

cities. The researcher selected two schools from each sub-cities using systematic random 

sampling method. Six schools selected together. According to (Cohen, Manion, and Morrison 

2007), systematic random involves selecting subjects from a population list in a systematic rather 

than a random fashion. One can decide how frequently to make systematic sampling by a simple 

statistic – the total number of the wider population being represented divided by the sample size 

required. 

The teachers those who were found in the six Schools were selected by random sampling 

(lottery) method. According to, Lawrence, and Morrison, (2007) „„the method involves selecting 

at random from a list of the populations (a sampling frame) the required number of subjects for 

the sample. This can be done by drawing names teachers out of a container until the required 

number is reached‟‟. By the systematic random method from Akaki kality sub –city Bulbula 

secondary, and preparatory with 115 (25,22%) teachers, and Beseka 103 (23,22%) teachers, 

Nefas silk sub-city Ginbot 20 secondary and preparatory with 72 ( 16,22%) teachers, and Lebu 

secondary with 68 (15,22%) teachers, and in Bole sub city Lem secondary school with 163 

(36,22%), teachers and Ayer Amba secondary schools 66 (15,22%) were selected randomly. The 

total numbers of teachers‟ in these sub-cities were 587 teachers and the selected teachers‟ the 

researcher planned to distribute open ended and closed ended questions. From the total 

population the sample frame is 130(22%) of the population and from each school 22% is taken 

from total teachers. The researcher was prepared interview and focused group discussion for one 

principal and PTAS members respectively. In each sampled sub-city 4 supervisors were selected 

for interview.  
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Table 3.1. Population and Sample of the Study Area 

No Type of Respondents Total 

population 

Sample 

size 

Sampling  

Techniques 

1 Teachers 587 130 Simple random sampling  

2 Principals 24 9 Purposive 

3 Supervisors 10 4 Purposive 

4 PTSA members 24 6 Purposive 

   3.5. Data Gathering Tools   

            3.5.1. Questionnaires 

 Close –ended questions items along with very limited number of open –ended items were used. 

Close-ended questionnaire is easy to process and in this “closed ended questions are useful for 

sensitive questions because participants might feel more comfortable knowing the parameters of 

response options. They also provide a means for coding responses or assigning a numeric value 

and statistically analyzing the data (Creswell, J, W, 2012:386)”. On the other hand, “in an open-

ended question, the participant supplies an answer. This question does not constrain individual 

responses. It is ideal when the researcher does not know the response possibilities and wants to 

explore the options. Further, open-ended questions allow participants to create responses within 

their cultural and social experiences instead of the researcher‟s experiences (Creswell, 2012: 

387)”.  

 

Furthermore, questionnaires are extremely flexible and can be used to gather information on 

almost any topic involving large or small numbers of people. The commonest type of 

questionnaire involves closed choice or fixed questions where the respondent is required to 

answer by choosing an option from a number of given answers, usually by ticking a box or 

circling an answer.  These types of questionnaires only gather straightforward, uncomplicated 

information, and only simple questions can be asked.  The open ended questionnaire differs in 

that it allows the respondent to formulate and record their answers in their own words. These are 

more qualitative and can produce detailed answers to complex problems (Zegeye, and Worku , 

etl, 2009: 80).   
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The questionnaire distributed for 130 consists of 4 main parts respondents‟ demographic back 

ground, practice of leading Schools change, challenges, and opportunities. Total 78 items written 

in English to address the main parts. The question item of part 2 and part 3 are rating -type 

attitude scale and the level of agreement was indicated on a five-point scale ranging from 

strongly disagrees to strongly agree. For the rest that part 1, part 2, and part 3 multiple choice 

type of items are formulated.   

               3.5.2 Interview.  

 It is method in that it involves the gathering of data through direct verbal interaction between 

individuals. In this sense it differs from the questionnaire where the respondent is required to 

record in some way his/her responses to set questions (Cohen, L, Manion, L and Morrison, 

K.2007.351). Due to this, in this study, structured interview were prepared for the school 6 

principals, 3 Assistant principals, and 4 sub-city education office experts.  The interview consists 

of 10 questions prepared by English medium. 

5.3 Focus Group Discussion.  

According to Cohen, Manion, and Morrison, (2007: 376),  focus group discussion made by a 

panel respondents led by a  moderator. The moderator should be equipped with sufficient skill so 

that he/she can maintain a high degree of interaction among group members in all sample 

schools. Focus groups are contrived settings, bringing together specifically chosen sector of the 

population to discuss a particular given theme or topic, where the interaction with the group 

leads to data and outcomes‟‟. The FGDs 10 questions were prepared by structurally for 6 PTSA 

members.  

3.6. Pilot Study 

The questionnaires was tested for its validity by distributing it to 6 teachers, one principal at 

L‟esperance secondary and preparatory School before implementing the final questionnaire to 

the research participants at large. Changes were made to few questions and additional points 

were included in the questionnaire. 
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 Validity is an important key to effective research. If a piece of research is invalid then it is 

worthless. Validity is thus a requirement for both quantitative and qualitative/naturalistic 

research (Cohen, Manion, and Morrison, 2007:133).  Concerning the validity of the instrument, 

as validity means checking whether the instrument measures what it was intended to measure, 

the draft questionnaire was checked by thesis advisor, subject matter experts, colloquies and 

modifications were made according to the suggestion given.   

 

Reliability in quantitative research is essentially a synonym for dependability, consistency and 

reliability over time, over instruments and over groups of respondents and in qualitative research 

reliability can be regarded as a fit between what researchers record as data and what actually 

occurs in the natural setting that is being researched, i.e. a degree of accuracy and 

comprehensiveness of coverage (Cohen, Manion, and Morrison, 2007:133). Moreover, the items 

of the questionnaire for all sample school teachers were similar to crosscheck the responses of 

the subjects of the study. Comparable interview questions were administered for school 

principals, supervisors, Assistant principals, Sub-city education office experts. Likewise, similar 

FGD questions had been administered for parents, teachers and students co-coordinators of the 

sample secondary schools. 

3.7. Procedures of Data Collection  

 

Permission to conduct the study was requested and granted to   Sub-city Education offices and 

the selected schools principals. After gaining permission, the investigator was contacted every 

principal physically to explain the purpose of the study, what instruments the teachers were 

expected to complete and request time to distribute the instruments. 

In the sample schools the researcher was described the study, invited the teachers to participate, 

give instructions for completing the questionnaire and assure confidentiality, and identified a 

teachers were be responsible for collecting and returning the questionnaires. Questionnaires were 

be returned in a prepared envelope. 
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3.8. Methods of Data Analysis  

Primarily, data collected using questionnaire from sampled respondents‟ was processed and 

analyzed by using descriptive statistics, i.e. frequency, percentage, and mean score. Prior to 

analysis, completed questionnaires were coded, filled and organized. Finally, data was 

interpreted using descriptive statistics. During data analysis and interpretation, qualitative and 

quantitative data were combined in explaining, confirming, refuting and enriching data from one 

approach to another.  

3.9. Ethical Consideration  

The participants‟ consent to participate in the research should be voluntary, free of any coercion 

or promises of benefits. Unlikely to result from participation and no group should be 

disadvantaged by being excluded from consideration. In doing so, first the researcher went with 

official letter written from Addis Ababa University Educational Planning and Management 

Department to the sub-city Education office and sample secondary schools. Then, the researcher 

explained the purpose of the study to the sub-city Education officers and school principals to get 

permission to accomplish the work. Finally, to start the study the researcher explained the 

objective and advantage of the study to the respondent to obtain their voluntarily participation. 

The information obtained from the respondent, data obtained from the document and others were 

kept confidential. In doing so, the researcher respected to all school community and attends their 

work respectfully by sharing all the current stipulation of the school.   

 

These were done by showing positive path to the respondents as they filled the questionnaires 

properly and return back honestly to the researcher. The response of each target/sample/ 

population was kept as secrete to protect them from any doubt. All these were considered for the 

effectiveness of the issue under the study.  

 

 

 



 

 

33 

 

                                                       CHAPTER FOUR 

PRESENTATION, ANALYSIS AND INTERPRETATION OF THE DATA 

4.1.1. Demographical data of Teachers and Principals: Age and Sex.  

 

Table 4.1 Percentage Distribution of Respondent by Sex and Age 

Variable Responses 

Teachers v/principals Principals Supervisors PTSA 
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Sex 

 

 

Male  90 73.7 2 16.66 8  3 27.24 4 33.33 

F 

emale 
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26.2 1 8.33 1 - 1 9.09 2 16.66 

Total 122 100  25 9 100     

Age 18-30 60 49.1       2 33.3% 

31-40 53 43.44   4  1 25% 2 33.3%

% 

41-50 7 5.73   5  2 50% 2 33.3% 

51-60 2 1.63     1 25%   

61&abo

ve 

- -    -     

 

Source: Field survey, April 2011 

Table 1.1, shows sex and age distribution of the sample population of teachers and principals. 

According to the table 1.1 of the principals are male and 1 is female interviewees. On the other 

hand, teachers who accounted for 90(73.7%) and 32(26.2%) were male and female respondents 

respectively. Thus, we can infer that the female participation in school leader ship is low. 

Moreover, their involvement as a teacher in secondary school is better. 
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Table  4.1.2. Description of Respondents by their Academic Qualification and experience. 

 

Variable Responses 

Teachers v/principals Principals Supervisors PTSA 
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B.A 

degree  

89 72.95 1 25 1 16 1 25%   

M.A 

degree 
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27.04 2 75 5 83.3 3 75%   

Total 122 100 3  6  4 100   

W
o
r
k

 e
x
p

e
r
ie

n
ce

 1-10 63 51.63 3  6      

11-20 53 43.44         

21-30 5 4.09         

30 and 

above 

1 0.81         

Source: Field survey, April 2011 

 

As seen in table 1.2, 33(27.04%) of the teachers and 5 of the principals were master degree 

holders. On the other hand, 89 teachers and 1 the principals were degree holders. It would infer 

that more of the sample school managed by master holders who were fulfill the requirement set 

by (MoE,2005E.C) revised school standards all the principals and vice principals of the school 

have MA degree  and those took EDPM course plus principals training. The teachers who teach 

in secondary first level (Grade 9 and 10) all of them fulfilled the requirement of teaching related 

subject with first degree based on the secondary school standard (2005E.C) of MoE  and second 

level (11and12)  27.14% of the full filled the standards of MoE the rest teachers teaching in first 

degree in preparatory schools. 
 

Table 1.2 also indicates that the largest group (51.63%) of the respondent had 1-10 years of 

experience as a teacher and (43.44%) of the teachers respondent population experienced in 
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teaching 21-30 years, and the rest (4.09%) of the teachers had 31-40 years experience. similarly, 

(100%) of the principals had 1-10 work experience.  
 

4.2. Results of the quantitative and qualitative data 

 

This part expresses the presentation, analysis and discussion of the findings regarding with 

teachers, principals/ vice principals and sub-city supervisors. According to (Cohen, L; Manion, L 

and Morrison K, 2007:509-511), “it is possible to comment on particular cells of a cross-

tabulated matrix in order to draw attention to certain factors. Combining categories can be useful 

in showing the general trends or tendencies in the data. Combining categories can also be useful 

in rating scales of agreement to disagreement. By adding together the two disagreement and 

agreement categories it gives us a general rather than a detailed picture‟‟.  Based on the above 

idea the researcher combined very high, and high to high and very low and low together low and 

medium to the more one (to low or to high). 

4.2.1. The current practice of Leading School for change 

         4.2.1.1. The attention of Schools to plan for Change 
 

Table 4.2.1. The attention of Schools to plan for  Change 
 

R.N

o 

Items Frequency (%) Mean score 

         High   Low       High   Low 

1 The School develops a set of implementable 

strategic plan for change 

108(88.5%) 14(11.47%) 4.426 0.57 

2 The concerned staff members take part in 

planning 

39(31.96) 83(68.03) 1.598 3.40 

   3 The school communicates about the change 

plan is conducted   timely and relevantly 

33(27.04) 89(72.9) 1.35 3.64 

4 The acceptance of the school leading plan  

by the implementing group 

81(66.39) 41(33.60) 3.31 1.68 

 Average mean score   2.67 2.32 

Key: Mean Value ≥ 4.5 = very high, (3.51-4.51) = high, (2.51-3.5) = moderate, (1.51-2.5) =low 

and <1.5 =very low. 

Source: Field survey, April 2011 
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As indicated by the table 2.1, the attention of the school plan for change has four variables. Two 

of them show high and two of them show low. As interviewed the principals, visited the 

document and the teachers responded (88.5%) six of the school planned five years strategic plan 

as well as annual plan. On the other hand, the participation of staff member during the plan is 

low (31.96) only the PTSA member participates. For instance, a teacher from school B replied 

that: 

The school plan is planned only by school administration I don’t know any about the plan 

only at the starting of the year the plan will be present and also the plan is not it is new 

mostly directed from the sub-city educational bureau. 

The communication of the school about the school change plan is low (27.04%) the plan is put 

on paper it is not implemented. Members of the FGD replied that: 

The leaders of the school and educational bureau leaders are only talking orally. There is no 

action put into practice.     

On the other hand, the plan is accepted by the group is high (81%), even if they are not engaged 

implementing the change plan. Further interview were made with principals and supervisors 

concerning the plan of the schools for change replied that the implementing groups are not 

participating in school plan as expected specially teachers and parents. 
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4.2.3. The qualities and skills the school leaders need in leading Schools for change 

 

TABLE-4.2.2.The qualities and skills the school leaders need in leading Schools for change. 

 

R.no Items Frequency ( %) Mean score 

         High   Low       High   Low 

1 The school leaders have knowledge 

on educational leadership to lead the 

school for change 

92(75.4) 30(24.59) 3.77 1.22 

2 The school leaders are competent in 

planning school vision 

86(70.49) 36(29.5) 3.52 1.47 

3 The school leaders monitor and 

evaluate the effectiveness of the 

school change. 

40(36.78) 82(67.2) 1.63 3.36 

4 The school leaders have  ability to 

translate the vision  of the school into 

action during practicing the change 

38(31.14) 84(68.85) 1.55 3.44 

5 School leaders supply on continuing 

assessment of the change  process  

45(36.8) 77(63.11) 1.84 3.15 

6 The school leaders are capable of 

evaluating, making fair  judgments 

and ability of planning  for  the 

school change 

50(40.9) 72(59.01) 2.04 2.95 

7 The school leaders work to make 

school community members   more 

active participate in leading school 

for change 

47(38.52) 75(61.47) 1.92 3.07 

8 School leaders work with the staff for 

leading school for change  

41(33.6) 81(66.39) 1.68 3.31 

9 The school leaders have capacity to 

manage human, material, financial 

and information resource effectively 

and efficiently. 

36(29.5) 

 

86(70.49) 1.47 3.52 

 Average mean   2.157 2.83 

Mean Value ≥ 4.5 = very high, (3.51-4.51) = high, (2.51-3.5) = moderate, (1.51-2.5) =low and 

<1.5 =very low 

Source: Field survey, April 2011 
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The quality and capacity of leadership towards school change vary as to the situation and 

capacity of the leaders. The principals‟ skills and Knowledge about the field of leadership can 

create the ability in developing different performances which lead to success. In this study an 

attempt was made to examine the principal skills to promote school culture and change the 

students‟ results. 

 

Regarding item 1, table 2.2, school leaders have knowledge on educational leadership to lead the 

school for change the respondents view in mean is 3.77 which is found between 3.51 and 4.51 

which indicates high and 1.22 mean implies low because it is less than 1.5. This indicates that the 

leaders have knowledge. More over interview conducted for the supervisors on the same issue 

verified that:  

Now a day most of the school leaders have knowledge of educational leadership. 

Currently political appointment is ceased and the government is giving chance for school 

leaders to learn. 

Concerning item 2 in table 2.2.about the school leaders are competent in planning school vision 

the view of the respondents in mean score was 3.52, which found 4.51 and 3.51 it is very high 

and 1.47 is found below. Majority of the respondents responded that school leaders are active in 

planning only minority of the respondent opposed the idea. 

 

According to table 2.2.item 3 the schools leaders monitor and evaluate the effectiveness of the 

school change the mean score of the respondent 1.63 for high it is found between 2.51where as 

1.51 low this implies the respondent those respond high are low and 3.36 which is found 3.51 

and 4.51 this implies that most of the respondents response for this variable is low. Concerning 

item 4 in table 2.2.the school leaders have ability to translate the vision of the school into action 

during practicing the change the view of the respondents the mean score of the high is 1.55 

which is almost low where as the respondents view for low is 3.44 which between 2.51-3.5 

implies that it is moderate. During the interview the sub-city supervisors suggested that: even if 

the school leaders have MA in educational leadership based on the standard they lack 

commitment and to change the plan in to action. 

 

Regarding, item 5 in table 2.2, School leaders‟ supply on continuing assessment of the change. 

process indicate that the mean score of high 1.84 found between 1.51-2.5 which is moderate and 

3.15 found between 2.51-3.5 which is moderate. This indicates that the activity of the following 
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change is minimum. In the same table item 2.2.the school leaders are capable of evaluating, 

making fair  judgments and ability of planning  for  the school change the response of the 

respondents in mean score for high 2.04 found between 1.51-2.5 which is low where as the 2.95 

for low found between 2.51-3.5 it is moderate. This indicates that the leaders planning the school 

change needs improvement. 

 

According to table 2.2.item 7 the school leaders work to make school community members   

more active participate in leading school for change the respondents view of the issue the mean 

score of high is 1.92 found between 1.51-2.5 moderate the low mean is 3.07 which is between 

2.51-3.5 moderate. The leaders‟ activity to motivate the school community is low. In the same 

table item 8 School leaders work with the staff for leading school for change the high mean score 

1.68.for high whereas the low response mean score is 3.31. This implies that the cooperation 

between the school leaders and the staff member‟s needs improvement to facilitate the schools 

change.  

 

The variable 9 in table 2.2.the school leaders have capacity to manage human, material, financial 

and information resource effectively and efficiently the mean score for high response is 1.47 

(between 1.51-2.5) which is low and the low response of the mean score is 3.52(3.51-4.51) 

which refers to high. This may imply that school leaders of the schools under the study almost do 

not use the school effectively and efficiently to create school environment conducive to teaching 

learning. Therefore, there is no indication of schools change. As a result this affects student 

achievement and quality of education. 

 

The average mean score of the skills and quality of leaders to lead schools for change the 

respondents response is 2.157 for high found between 1.51-2.5 which implies the skills qualities 

of the to lead the for change is low whereas 2.83 indicates the response for low which is found  

between 2.51-3.5 which is moderate. The role of the leaders for change is nonreplicable however 

the respondents‟ response shows that even if most of them are educated school leadership they 

are not performing their task as expected from them. 
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4.2.4. The involvement of Stakeholders in Leading Schools for change 
 

TABLE- 4.2.3. The involvement of Stakeholders in Leading Schools for change.   

 

R. No Items Frequency ( %) Mean score 

          

 

High   

 

 

Low 

          

 

High   

 

 

Low 

1 Stakeholders are aware of what 

they do not know are they can do 

about the change 

46(37.71) 76(62.29) 1.88 3.11 

2 stakeholders demonstrate expertise 

in the content required by the 

change strategy 

48(39.43) 74(6.65) 1.96 3.03 

3 Stakeholders involve in training of 

technical content required by this 

change strategy 

41(33.60) 81(66.39) 1.68 3.31 

4 The participation of the 

stakeholders  during 

implementation the school change 

42(34.42) 80(65.57) 1.72 3.27 

5 The involvement of the 

stakeholders during evaluating of 

the change progress 

42(34.42) 

 

80(65.57) 1.72 3.27 

 Average   1.79 3.19 

Key: Mean Value ≥ 4.5 = very high, (3.51-4.51) = high, (2.51-3.5) = moderate, (1.51-2.5) =low 

and <1.5 =very low 

Source: Field survey, April 2011 
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The involvement of stakeholders in leading schools has a vital role to implement schools change 

because a single leader cannot bring change in a given organization like school.According to 

table 2.3 item 1 the awareness of stake holders about school change the 46(37.71%) respondents 

responded for high and 76(62.29%) for low. This shows that stakeholders‟ awareness to lead 

schools for change is low. Regarding table 2.3 item 2 stakeholders demonstrate expertise in the 

content required by the change strategy 48(39.43%) respondents responded for high and 

74(6.65%) for low. This indicates that the expertise of the stakeholders to lead schools for 

change is not satisfactory. Based on 2.3 item 3 stakeholders involve in training of technical 

content required by this change strategy 41(33.60%) of the teachers responded for high whereas 

81(66.39%) responded for low. This implies that technical training for school change is common. 

According to table 2.3 item 4 the participation of the stakeholders during implementation the 

school change 42(34.42%) responded for high and 80(65.57%) for low. The participation of 

stakeholders during school change is insufficient. 

 

Based on table 2.3 item 5 the involvement of the stakeholders during evaluating of the change 

progress 42(34.42%) respondents responded for high and 80(65.57%) responded for low. This 

implies that involvement of stakeholders during the school change evaluation is not satisfactory. 

Like the response of teachers by questionnaire the supervisors from the sub-city X described as: 

Parents of the student they are not voluntary to participate in activities of school as well 

as to discuss about their students learning outcome and disciplinary cases because of 

shortage of awareness about education or they are leading their life by day to day in 

come, as consequence the leaders are forced to punish them fifty birr penalty when they 

are absent in a meeting day. The students are losing many periods during penalty time 

their parents may not pay the penalty early. Some of the parents need not to hear about 

their students’ mis-behavior even they may blame the teachers and the school leaders 

they think their students are always right and they show the same behavior as home. 
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4.2.5. Internal Condition of the Schools to Lead for Change. 

TABLE-4.2.4. The current practice of leading school for change. 

R. No Items Frequency (%) Mean score 

3.4.1 Internal condition of the school           

High   

 

Low 

         

 High   

 

Low 

1 The extent to which  school leaders  

motivate teachers for the change 

process 

33(27.04) 89(72.95) 1.35 3.64 

2 The level to which school leaders give 

attitudinal awareness before  

implementing school change 

42(34.42)   80 (65.57) 1.72 3.27 

3  The range to which conduciveness of 

the school environment to implement 

change    

89(72.95) 33(27.04) 3.64 1.35 

4 The degree to which  the school 

identifies people whose support is 

essential and any likely resistance 

84(68.85) 38(31.14) 3.44 1.557 

5 The extent to which school leaders 

communicate to the stakeholders 

benefits to be gained from the change 

37(30.32) 85(69.6) 1.51 3.48 

6 The level to which school uses task 

forces to guide the implementation of 

changes. 

30(24.59) 92(75.4) 1.229 3.77 

7 The extent to which school empowers 

competent people to help plan and 

implement change 

42(34.42) 80(65.57) 1.72 3.27 

8 The degree to which the school helps 

people deal with the stress and 

difficulties of major change. 

38(31.14) 84(68.85) 1.55 3.44 

9 The level to which the school provides 

opportunities for early successes to 

build confidence 

39(31.96) 83(68.03) 1.59 3.40 

10 The extent to which the school 

monitors the progress of change and 

make any necessary adjustments 

47(38.52) 75(61.4) 1.92 3.07 

11 The degree to which change progress 

is evaluated periodically 

45(36.88) 77(63.11) 1.84 3.155 

12 The level to which ideas are openly 

communicated and encouraged 

between the school leaders and the 

staff  within the implementation 

process 

43(35.24) 79(64.75) 1.76 3.23 

13 

 

The extent to which change progress 

of the school is interesting.  

36(29.5) 

 

86(70.49) 1.47 3.52 

 Average mean   1.92 3.088 
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To assess the current practices of leading school for change the internal and the external 

environment is examined. The internal environment of the school contains seventeen variables 

and the external variables contain four variables. 

 

In table 2.4.variable 1 leader‟s motivation for teachers is vital for school change because teachers 

play a vital role for every school activities. According to respondent response the leaders‟ 

activity for the teachers‟ motivation for school change 33(27.04%) for high and for 89(72.95%). 

One of the respondents at the end of the questionnaire referred the principal is consuming their 

time by students disciplinary cases and other meeting and he is not contacting us as we need. In 

another school I heard the teachers said that the principal is blaming us for not doing our task 

properly however the principal himself is not punctual and role model for us. This implies that 

principals are not engaged on leading day to day teaching and learning activities. 

  

The second variable is attitudinal awareness about what will change and how will be change has 

a great role on teachers‟ activities in the school environment; therefore as indicated table 2.4.and 

the response of the questionnaire from teachers can infer that school leaders‟ activities is low. 

Thus, it was found that the mean is 42(34.42%) for high and 80 (65.57) is for low. This implies 

the principals‟ activity for attitudinal awareness is low.  

 

The third variable the environment of the school has a great role on school change. Based on the 

table 2.4. 89(72.95%) for high and33(27.04%) for low this shows more the respondent filled 

school environment convenient for change contrary, the school principals in school C replied: 

The school compound is surrounded by different barriers like khat, Groceries and shops 

those which sell cigarette, and the Geographical location of the compound is not 

convenient for students, teachers and other workers to walk around the school. 

 

A single leader cannot implement change unless cooperated with other subordinators; therefore, 

as indicated in the table2.4.and the teachers respond 89% of the respondents responded high, 

even if the change progress is not satisfactory.   
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To implement the change the stakeholders should understand the benefits gained from the 

change school leaders communicate to the stakeholders‟ benefits to be gained from the change. 

About this variable the teachers respond in the questionnaire (69.6%) of them responded high 

and the rest (30%) responded low. Furthermore FGD members conducted to assess the 

stakeholders‟ involvement in school activities the replied that:  

Understanding the stakeholders about the change not that much because the parents are 

not voluntary to come and discus about their students’ education progress.  

 

The six variable is about school uses task forces to guide the implementation of changes implies 

that (24.59%) is high and (75.4%) low this indicates the range of school is using the task force is 

low. Unlike the response of the teacher a principal from school A replied that: 

When our school teachers were absent we punish them by subtracting from their salary 

because of this reason teachers in our school are not missing class even if after they 

finish they leave the compound to get other additional income. We are not forcing them to 

let with us until the end of work day because the salary of the teachers is not enough for 

their basic necessity, currently it needs revising the salary of teachers. 

 

The seven variable is school empowers competent people to help plan and implement change the 

teachers answered it is enough empowering competent people as the response showed  high 

34.42% and 65.57% low, the leaders should empower the competent people who can help 

leading the change. The eight variable is about the school helps people deal with the stress and 

difficulties of major change the teachers responded as high were (31.14%) and (68.8%) 

responded as low. This shows that the leaders should encourage every positive activity in the 

school progress. 

 

In the table 2.4, the nine variable is the school provides opportunities for early successes to build 

confidence. As the teachers responded 31.96% of the respondent replied the activities is high and 

68.03% low. This shows that motivating during any minor progress should be costumed during 

leading school for change. This implies the providing opportunities should be considered. 

Regarding item ten in table 2.4.the school monitors the progress of change and make any 

necessary adjustments majority of the teachers responded low (61.4%) whereas (38.52%) gave 

their suggestion high.  This implies that the school monitors the progress of change and make 

any necessary adjustments under the study almost do not keep the work of the school under 
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review and account for its change. Concerning change progress is evaluated periodically 36.88% 

of the teachers responded low where as 63.11% of them responded high. Unlikely the response 

of the teachers, the principals and the supervisors described: 

The schools are evaluating their activities three times annually with the limitation of the 

participation of the majority the stakeholders. In addition to this when I interviewed one 

of the vice principal told me that not only the parents lack commitment to involve in 

school issues, but currently, also the students are asking incentive to come and discuss or 

participate about their school agenda other than normal class time. This implies that the 

willingness of the stake holders to participate in school issues is not high. 

Regarding item ideas are openly communicated and encouraged between the school leaders and 

the staff with in the implementation process respondents 35.24% responded high where as 

64.75% of the respondents responded low. Whereas during the interview of the research one of 

the vice principal described as: I have god relation and communication with my staff members 

and they are voluntary to help me for any school activities. 

With regard to item 13 the change progress of the school is interesting the respondents 29.5% of 

them responded high where as 70.49% low. Furthermore, when the interviewed sub-city A 

replied:  

The progress of change in schools is not attractive because of so many reasons; lack of 

commitment in school leaders, teachers, parents, shortage of regular and continuous 

follow up of the government and the interest of the students to learn other than coming to 

school and return back to home resisted the change. 

This implies both the interview and the questionnaires conform that schools are not led to change 

currently. The average mean of the teachers response 1.92 high whereas 3.088 is low indicating 

schools are doing a regular way of doing things in a particular order other than toward a new 

situation. 
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4.2.6. Resource Management to Lead Schools for Change 

Table  4.2.5.  Resource Management to Lead Schools for Change 

4.2.6 Resource management to lead 

schools for change 

    

1 The degree to which capacity of 

the leaders to manage human, 

materials, financial, and 

technology in the school to lead 

the change.  

43(35.24) 79(64.9) 1.76 3.23 

2 The level to which leaders effort 

to create awareness on resource 

management in leading the 

school for change 

78(63.93) 44(36.06) 3.19 1.8 

3 The extent to which availability 

of financial resources to 

implement the school change 

91(74.59) 31(25.4) 3.72 1.27 

4 The level to which adaptation 

and application of information 

technology  to lead the School 

for change 

81(66.39) 41(33.6) 3.31 1.68 

 Average mean    2.99 1.99 

Source: Field survey, April 2011 

Resource management plays a curial role for leading school for change as illustrated in the table 

2.4 the item 1 capacity of the leaders to manage human, materials, financial, and technology in 

the school to lead the change, respondents gave 35.24% high where as 64.9% gave low this 

shows that resource management is as expected. One of the teachers replied at the end the 

questionnaire the school is not using effectively.  

 

Concerning leaders‟ effort to create awareness on resource management in leading the school for 

change 63.93% is high where as 36.06% low. This indicates that majority of the respondents 

responded the leaders gave awareness for resource management. Regarding availability of 

financial resources to implement the school change as indicated in questionnaire response 

74.59% responded high where as 25.4% low. This implies that the government is supporting the 

schools by financial resources. Similarly, the principals replied that we have no as such shortage 

of resources to lead the schools for change.  
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Concerning application of information technology to lead the School for change the respondents 

responded 66.39% where as 33.6% low. This implies that information technology application is 

good in the schools. When I interviewed the principals and the supervisors replied to me that 

there is enough ICT room with computers that is enough for the students but, they told to me 

there is connection problem in ICT computers and plasma TV connection as well as maintenance 

of the plasma TV. Generally the availability resource the average mean 2.99 is high where 1.99 

is low. We can generalize about ICT resource availability and application is better, even if there 

are connection errors.  

4.2.7. External condition of the schools to lead for change. 

 Table  4.2.6. External condition of the schools to lead for change. 

 

1 The degree to which convenient 

of the political environment  to 

lead the school for change 

80(65.57) 42(34.42) 3.27 1.72 

2 The level to which the 

availability of infrastructure in 

the school area. 

84(68.8) 38(31.14) 3.44 1.55 

3 The extent to which economic 

support of the government to 

lead the school for change 

86(70.49) 36(29.5) 3.52 1.47 

4 The level to which active 

involvement of the community 

during implementation of the 

change 

36(29.5) 86(70.49) 1.47 3.52 

 Average    2.92 2.06 

Key: Mean Value ≥ 4.5 = very high, (3.51-4.51) = high, (2.51-3.5) = moderate, (1.51-2.5) =low 

and <1.5 =very low. 
 

The item 1, in table 2.4 about the convenient of the political environment to lead the school for 

change emphasizes that (65.57%) and 34.42% responded high and low respectively. This implies 

that majority of the respondent gave high. Furthermore the information obtained from the 

principals and sub-city supervisors revealed that currently the political influence in the school 

environment is minimized after the reform.  One of the principal described as:   
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The sub-city and the woreda may appoint us for meeting with in one day, we may attend 

if the agenda is related to school issues, if not we may left it currently the force to attend 

the meeting and political appointment of school leaders is reducing. This explains that 

the political environment of the school is encouraging to facilitate school change. 

Concerning item 2 in table 2.4 the availability of infrastructure in the school area 68.8% and 

31.14% majority of the teachers responded high and minority of the teachers responded low. 

More over the principals and the supervisor told to the researcher:  

There are enough water pipes, toilets, class rooms, the schools are fenced around 

properly, and there is road to reach the school compound, however they described and 

the researcher observed that the building of all schools is not suitable for physically 

disabled students. 

 

According to item 3 in table2.4the economic support of the government to lead the school for 

change 70.49% responded high and 29.5% of them responded low. The Government more or less 

supporting schools by blog rant budget based on the number of students those who found in the 

school. Regarding item4 in table 2.4 active involvement of the community during 

implementation of the change 29.5% high and 70.49% responded low. This shows that the 

community member participation is low in school change participation. 

 

Generally, the practice of leading schools for change is not that much. For instance in school D 

and A the principals replied that:  

The change progress is gradual, the school leaders and teachers are busy by solving 

disciplinary cases and performing routine works, for example in 2010 E.C the number of 

students those who enjoyed secondary to preparatory school in sampled schools A, B, 

and C were, 24.2%, 38.56% and 23.41% respectively, even did not reach 50%. This 

indicates that students learning outcome is not satisfactory.  
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4.2.2. Opportunities of Schools to Lead for Change. 
 

TABLE-4.3.1. Internal Opportunities of the school to lead for change. 

 

R.No Items  Frequency ( %) Mean score 

        High   Low    igh   Low 

1 Leaders knowledge on educational leadership 

to lead the school for change 

79(64.75 43(35.24) 3.23 1.76 

2 Leaders ability to develop clear, measurable, 

achievable and time bounded change plan 

40(32.7) 

 

82(67.2) 1.63 

 

3.36 

3 The leaders ability to create team sprite among 

staff of the school to lead the change 

49(40.1) 73(59.8) 2.00 2.99 

4 The ability of the leader to use participatory 

decision making  during change  process 

37(30.32) 85(69.67) 1.51 3.48 

5 The leaders capacity to manage human, 

material, financial and information resources 

for school change 

35(28.68) 87(71.31) 1.43 3.56 

6 

 

The fulfillment of educational materials, 

facilities and services for school change  

84(68.85) 38(31.14) 3.44 1.55 

7 Financial capacity of the school to run the 

planned change 

83(68) 41(31.96) 3.31. 1.68 

8 The clarity and fairness of academic and 

administration rules of the school to implement 

change 

88(72.1) 34(27.86) 3.6 1.39 

9 The conduciveness of the environment for 

teaching and learning process 

88(72.13) 34(27.86) 3.6 1.39 

10 The social and organizational culture of the 

school to run change 

84(68.85) 38(31.14) 3.44 1.55 

11 The structures and process exist to support 

shared leadership in which everyone has 

collective responsibility for the school change 

35(28.68) 87(71.31) 1.43 3.56 

12 Teachers have professional competency to 

involve  during  the school change 

38(31.14) 84(68.85) 1.55 3.44 

13 The habit of students taking responsibilities 

and disciplined life to run the school change    

40(32.78) 

 

82(68) 1.63 3.36 

 

 

 

Average mean   2.3 2.68 
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It was indicated that leading school has two sub parts internal and external opportunities. The 

internal opportunities contain 13 variables as well as the external opportunities contain 5 items. 

Analysis of each of internal opportunities items were identifies and discussed. 

Regarding item 1 in table 4, leaders‟ knowledge on educational leadership to lead the school for 

change 79(64.75%) majority of the respondents responded high for the given item. This indicates 

currently school leaders are educating themselves or leaders have no knowledge gap. Whereas 

43(35.24%) of the respondents responded low. In the same table item 2 leaders ability to develop 

clear, measurable, achievable and time bounded change plan respondents view 40(32.7%) and 

82(67.2%) view is low. This implies that leader‟s ability to plan achievable plan is less 

opportunities, majority of them responded low. Concerning item 3 in the same table the leaders 

ability to create team sprite among staff of the school to lead the change 49(40.1%) responded as 

high however, 73(59.8%) them replied low. This shows that even if; the difference between high 

and low is not that much more of the responded low opportunity.  

 

As observed item 4 in the table 4 the opportunity of leader to use participatory decision making 

during change process 37(30.32%) responded high whereas 85(69.67%) of them responded low. 

This indicates that participatory decision making has low opportunity to lead school for change. 

In the table 4 item 5, the leaders capacity to manage human, material, financial and information 

resources for school change 35(28.68%) of the respondents view is high whereas 87(71.31%) of 

them responded low. This indicates resource management to lead schools for change has low 

opportunity. In the table item 4, the fulfillment of educational materials, facilities and services 

for school change 84(68.85%) majority of the respondents responded as high, whereas 

38(31.14%) them responded low. The response of the respondents revealed that the availability 

of the facilities is good opportunities.   

 

As observed in Table 4 item 7, financial capacity of the school to run the planned change 

83(68%) of the respondents responded high and 41(31.96%) of responded low. This may imply 

that financial resource is not obstacle for leading school for change or more or less there is 

resource opportunity. In the table item 8, the clarity and fairness of academic and administration 

rules of the school to implement change 88(72.1%) majority of the respondents responded high 
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where as 34(27.86%) of the respondents responded low. This reveals that clarity and fairness of 

rules and regulation is a good opportunity to lead school for change. 

 

As shown under item 8 of table 4, deals with the extent to which conduciveness of the 

environment for teaching and learning process 88(72.13%) majority of the respondent responded 

high whereas the rest 34(27.86%)of them responded low. This implies the environment is 

suitable for leading school for change in sample selected schools. In table 4 item 9 the social and 

organizational culture of the school to run change 84(68.85%) of them responded high and 

34(27.86%) of them responded low. This describes that there is a relatively good opportunity of 

leading school for change. As indicated in table 4 item11 the structures and process exist to 

support shared leadership in which everyone has collective responsibility for the school change 

implies that 35(28.68%) of the respondents responded high where as majority of 87(71.31%) of 

them responded low. This implies that the opportunity of shared leadership is low in selected 

sample schools. 

Regarding item 12 of table 4 the level to which teachers have professional competency to 

involve during the school change respondents responded 38(31.14%) high and majority of 

84(68.85%) of responded low. This indicates that the opportunity of teachers‟ competency is 

relatively low. In table 4 item 13 the extent to which the habit of students taking responsibilities 

and disciplined life to run the school change 40(32.78%) of the respondents responded high 

however, 38(31.14%) responded high and majority of them responded 84(68.85%) low. This 

implies students discipline has low opportunity to lead the schools for change. 

 

Generally, the internal opportunity of schools to lead for change the mean score is 2.3 for high 

which found between 1.51-2.5 indicates low whereas the low score is 2.68 found between 2.51-

3.5 indicating  moderate. To generalize there is moderate opportunity schools for change in 

internal school environment of the selected sample schools. 
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4.2.2. External Opportunities to Lead Schools for Change. 

Table 4.3.2.External Opportunities to Lead Schools for Change 

5

.

2 

External opportunities to lead schools for 

change 

5 4 3 2 

1 The convenient of the political environment  to lead 

the school for change  

85(69.67) 37(30.32) 3.48 1.51 

2 The economic support of the government to lead  

school for change 

88(72.13) 34(27.86) 3.6 1.39 

3 The socio-cultural of  interaction of the school with 

local communities to lead the change 

87(71.31) 35(28.68) 3.56 1.43 

4 The presence of convenient infrastructure  in the 

environment to lead the school for change 

88(72.13) 34(27.86) 3.6 1.4 

5 The support of local communities to lead the school 

for change 

80(65.57) 42(34.42) 3.27 1.72 

    3.48 1.49 

Mean Value ≥ 4.5 = very high, (3.51-4.51) = high, (2.51-3.5) = moderate, (1.51-2.5) =low and 

<1.5 =very low 

Source: Field survey, April 2011 

 

The other opportunity of the schools is external opportunity which contains 5 items. Concerning 

item 1 in table 4 the extent to which convenient of the political environment to lead the school 

for change majority of 85(69.67%) the respondents responded high and the rest 37(30.32%) of 

the them responded low. This implies that the political environment of the schools has good 

opportunity to lead schools for change currently. In table 4 item 2 regarding the level to which 

the economic support of the government to lead school for change majority 88(72.13%) of the 

respondents replied for high whereas the rest 34(27.86%) of them responded low. In table 4 item 

3 the degree to which the socio-cultural of interaction of the school with local communities to 

lead the change majority of the respondents 87(71.31%) responded low, the rest 35(28.68%) 

responded low. This implies that the social-cultural interaction of the schools has a good 

opportunity to lead the schools for change. 
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Concerning item 4 in table 4 the presence of convenient infrastructure in the environment to lead 

the school for change majority of 88(72.13%) the responded high and the rest 34(27.86%) of the 

responded low. This indicates that the infrastructure has good opportunity to lead the schools for 

change. Regarding table 4 item 5 the support of local communities to lead the school for change 

majority 80(65.57%) of the respondents responded high the rest 42(34.42%) responded low. 

According to the response we can conclude that the support of local community is better to lead 

the schools for change. As it is observed the external opportunity of the schools to lead change 

has 3.48 for high found between  (2.51-3.5) which implies the mean score is moderate whereas, 

1.49 for low found which is less than 1.5 implies low. To generalize as shown the mean score the 

external opportunity of the schools to lead for change is moderate. 

 

Furthermore, the researcher interviewed the school leaders and supervisors about the opportunity 

of the schools to lead for change express that: the staff members or teachers are qualified, the 

school leaders and teachers ideal knowledge, the Government is budgeting finance based student 

number, technology is available for additional educational resources, there are more primary 

schools to feed secondary schools, more than 40 universities are opened by the government to 

accept secondary students and teachers are upgrading their profession by in service training. 
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4.2.3. The  Challenges of Schools face in Leading for Change. 

Table 4.4.1. The challenges schools face in leading for change. 

R. no Items Frequency (%) Mean score 

 Agree Disagree Agree Disagree 

1.1 Inability of leaders on developing a clear, 

measurable, and achievable strategy plan 

for leading  change  

77(63.1) 45(36.88) 3.15 1.84 

1.2 Insufficient knowledge, skill, and attitude 

of leaders in leading school for change. 

76(62.29) 46(37.7) 3.11 1.88 

1.3 Belief of the group members of the 

school  the change is not feasible 

50(40.98) 72(59.01) 2.04 2.95 

1.4 Lack of trust between stakeholders and 

the school leaders  to implement the 

school change  

43(35.4) 79(64.75) 1.76 3.23 

1.5 There is unbelief for the necessity of  the 

change 

46(37.7) 76(62.29) 1.88 3.11 

1.6 Lack of skilled  human resources to lead 

the school change  

82(67.22) 40(32.78) 3.36 1.63 

1.7 Insufficient school materials to lead the 

for change 

43(35.24) 79(64.75) 1.76 3.23 

1.8 Shortage of financial resources to lead 

the school for change 

45(36.880) 77(63.1) 1.84 3.15 

1.9 Lack of informational resources 41(33.6) 81(66.39) 1.68 3.31 

1.10 Economic threats(people who would 

suffer personal loss of income or benefit) 

80(65.57) 42(34.42) 3.27 1.72 

1.11 Fear of personal failure (people who lack 

self confidence) 

33(27.04) 89(72.95) 1.35 3.34 

1.12 Loss of status and power  the challenge 

of the change process 

40(32.78) 82(67.21) 1.63 3.36 

1.13 The influence  of the political 

environment to lead the school for 

change 

48(39.34) 74(60.65) 1.96 3.03 

1.14 Lack of facilities and infrastructure in the 

school area 

37(30.32) 85(69.67) 1.51 3.48 

1.15 Lack of participation of stakeholders and 

the community in the change 

85(69.67) 37(30.32) 3.48 1.51 

1.16 

 

Resentment of interference(people they 

do not want to be controlled by others) 

82(67.21) 

 

40(32.78) 3.36 1.63 

 Average mean   2.32 2.65 
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Item 1.1 table 3.1, inability of leaders on developing a clear, measurable, and achievable strategy 

plan for leading change majority of respondents view responded 77(63.1%) replied  agree. 

Whereas 45(36.88) of respondents replied disagree. The response result showed that there is no 

limitation of school leaders in planning plan. Regarding item1.2 in the table of 3.1 insufficient 

knowledge, skill, and attitude of leaders in leading school for change 76 (62.29%) of the 

respondents described agree and 46(37.7%) of the respondents said disagree. The response 

shows that lack of knowledge is not challenges of leading schools for change.  

 

Concerning item1.3 in the table 3.1 Belief of the group members of the school the change is not 

feasible 50(40.98%) of the respondents view indicates agree but, 72(59.01%) of them answerer is 

disagree. when we compare the % difference of agree and disagree not that much far. Regarding 

item 1.4, lack of trust between stakeholders and the school leaders to implement the school 

change 43(35.4%) replied agree whereas majority of 79(64.75%) the respondents disagree this 

indicates that the stake holders didn‟t oppose the progress of school change other than lack of 

active participation. Concerning item 1.5 in table of 3.1, there is unbelief for the necessity of the 

change 46(37.7%) of the respondents responded agree however, 76(62.29%) disagree. This 

indicated that orally majority belief the school change is necessary. 

 

Regard with item 1.6 in table3.1 lack of skilled  human resources to lead the school change  

majority of the respondent view is agree 82(67.22%) unlike 40(32.78%) of the respondents 

disagree. This implies that lack of skilled manpower is the challenges of leading schools for 

change and the human resource should have skill in addition to knowledge. Concerning item 1.7 

in the table 3.1 insufficient school materials to lead the school for change 43(35.24%) of the 

respondents replied agree for shortage of materials whereas 79(64.75%) of them disagree. This 

indicates that majority of the respondent disagree. However, when the researcher was observing 

the sampled schools and interviewed the principals and supervisors replied that:  
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Some of the schools have laboratory rooms but they lack lab equipment and chemicals as 

well as skilled laboratory manpower or reciprocal. Specially one of the principal in 

school A said that currently we are examining grade 10 students those who did not enter 

laboratory room or did not observe any laboratory  tools or chemicals at all because of 

lack of  laboratory rooms. 

 

Concerning item1.8 in table of 3.1 shortage of financial resources to lead the school for change 

45(36.88%) of the respondents agree whereas majority of responded 77(63.1%) disagree. This 

may imply the challenge is not the shortage but the way the stakeholders use the resources 

properly. Regarding lack of informational resources item 1.9 in table 5 41(33.6%) of the 

respondents agree and majority of them 81(66.39%) disagree this indicates that lack of resource 

is no as such challenge. The researcher visited schools have phone and internet service so; 

shortage of information is the challenges of the schools. 
 

As shown in table 3.1 item 1.10 Economic threats (people who would suffer personal loss of 

income or benefit) majority of the respondents responded as agree 80 (65.57%) whereas 42 

(34.42%) of disagree. This may imply some stakeholders may fear schools change not lack their 

personal benefits. As described in table 3.1 item fear of personal failure (people who lack self 

confidence) 33(27.04%) of the respondents responded agree for the item whereas majority of the 

respondents view about the item is disagree 89(72.95%).This indicates that personal failure is not 

the challenge of the school change in sampled schools. 

 

Concerning the item 12 in table 3.1 loss of status and power the challenge of the change process 

40(32.78%) of the respondents agree for the item and 82(67.21%) disagree for the item this 

implies that loss of personal power has less effect on school change. the item 13 in table 3.1 the 

influence of the political environment to lead the school for change 48(39.34%) of the teachers 

view implies agree however, the rest of the respondents 85(69.67%) disagree about  the current  

political influence on leading school for change. item 14 in table 3.1 lack of facilities and 

infrastructure in the school area 37(30.32%) replied agree about the item whereas the majority of 

the respondents 85(69.67%) described disagree about the shortage of infrastructure on leading 

school for change. 
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Regarding item 15 in table 3.1 lack of participation of stakeholders and the community in the 

change progress 85(69.67%) of the respondents agreed and 37(30.32%) of the respondents 

replied disagree. This indicates that stakeholders and community involvement during leading 

school for change is not as expected by the school. Concerning the item 16 in table 3.1 

resentment of interference (people they do not want to be controlled by others) 82(67.21%) of 

the respondents view was agreed and 40(32.78%) of the respondents view was disagree. This 

indicates that people don‟t want controlled by others has low impact on school change relatively. 

 In relation to mechanism of controlling challenges leading school for change there are four 

variables. Item1.2.1 in table 3.1 the school tackles challenges by education and communication 

81(66.39%) agreed and 41(33.60%) of the respondents disagreed. This indicates that the 

respondents view was communication and education used to lead school for change. Item 1.2.2 

in table 3.1 the school resists challenges by Participation and involvement the implementing 

group 39(31.96%) of the respondents agreed whereas 83(68%) of the respondents disagreed. In 

relation to this, majority of the respondents disagreed. This implies that participation of 

implementing group is low during leading school for change. 

 

4.4.2. Methods of Resisting Challenges in Leading Schools for Change. 

Table  4.4.2. Methods of resisting challenges in Leading Schools for Change 

R. no Items Frequency (%) Mean score 

 Agree Disagree Agree Disagre

e 

4.2.1 The school tackles challenges by 

education and communication 

81(66.39) 41(33.60) 3.31 1.68 

4.2.2 The school resists challenges by 

Participation and involvement the 

implementing group 

39(31.96) 83(68) 1.59 3.4 

4.2.3 The school tackles challenges by 

facilitating and supporting. 

44(36) 78(63.93) 1.8 3.19 

4.2.4 The school resists challenges by 

negotiation and agreement the school 

leaders and the stakeholders 

45(36.8) 77(63.1) 1.84 3.15 

Key: Mean Value ≥ 4.5 = very high, (3.51-4.51) = high, (2.51-3.5) = moderate, (1.51-2.5) =low 

and <1.5 =very low 

Source: Field survey, April 2011 
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Concerning item 1.2.1in table3.1 the school tackles challenges by facilitating and supporting 

44(36%) of the respondents agreed whereas 78(63.93%) of the respondents disagreed. This 

indicates that the trend of school resisting their challenges by facilitating and support relatively 

low. Item 1.2.4 in table the school resists challenges by negotiation and agreement the school 

leaders and the stakeholders 45(36.8%) of the respondents agreed and 77(63.1%) more of them 

disagreed. This describes that resisting challenges by negotiation and agreement was low. 

In general, the overall analysis of the responses of the respondents showed that the level of the 

challenges for leading school for change the mean score is 2.32 for agree whereas 2.65 

disagreed. The difference of the challenges is not that much far, they are each near other. This 

implies that all of the challenges were not faced the school during the change progress. In 

addition to mentioned challenges in the table 3.1 the respondents at the end of the questionnaire 

listed the following challenges: 

 

The school leaders invite only the representative of the PTSA this indicates the staff members 

have less awareness about the school plan. Teachers‟ motivation and job satisfaction is low 

because of this reason they are not engaged full time to help students as well as participate in 

schools activities. The other challenge is school leaders are not committed to change the schools 

even if they are graduated by educational leadership as well as some of the school leaders are not 

free from departing the staff members by politically and racially. This decreases trust between 

the leaders and the staff members. In adequate participation of parents in their children education 

as well as disciplinary issues is one the challenges of leading School for change. The other listed 

challenge of leading schools for change is the motivation of students to learn and interest to do 

their home work. Students don‟t come to school with motivation because they have referred 

graduates who are unemployed. The other challenge is the students‟ educational capacity which 

means they transfer from grade eight to nine by low transferring scale; because of this they have 

low achievement in secondary education. 

 

In addition to the above mentioned challenges when the researcher interviewed the school 

leaders and supervisors they replied that the professional ethics of teachers, students and teachers 

relation, teachers are not punctual because working parallel works in order to get extra income 
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for survival, even if the plasma is found in all class room it is not functioning properly, 

government school students parent economy is found in lower level so, they have no time to 

follow up their students education progress, and some students coming from departed family, 

they may come without eating breakfast, the students result is not parallel with teachers 

qualification, irrelevant curriculum means not attracting students to learn and the text book 

coverage is not suitable for active learning. 

 

The analysis of the responses obtained through FGD held among parents, teachers and  students 

regarding to the key challenges of leading for change in secondary schools expressed that: 

problems arising from the work place may disturb the functioning or practice of the organization 

such as lack of interest both teachers and students, lack of proper budget allocation,  applying 

rules as needed, less participation school communities, low students achievement, chemicals for 

laboratory and lack of leader ship skills to organize and manage the physical and human 

resources at school level. This indicates that principals must have solving skills and ability to 

deal with any challenges to overcome.   
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                                                                 CHAPTER FIVE 

 

SUMMARY, CONCLUSION, AND RECOMMANDATION 

  Introduction    

A summary of the study, research questions, methods and findings are presented in this chapter. 

It starts with a brief overview of the study. Conclusions are drawn from the review of the 

literature. Implication and recommendations for further studies are included. Change is not about 

simply adopting best practices, but rather about creating a culture that recognizes strengths and 

weaknesses, encourages innovation and initiative, and adapts best practices and ideas from 

others. The nature of change is that it must be unique to local needs, forged through consensus, 

and built upon the unique strengths of each school. There is no one single solution to improving 

our schools. A combination of strategies is necessary to achieve a new vision of learning. The 

goal is not to make every school the same, but to enable each school to construct its own 

solutions (Daggett, and Jones, 2014:2). 

 Hence, school change  is a process that involves participation of  the school societies these are, 

teachers, parents , community, students, and others by one person or group of people for the 

overall  school effectiveness and achievement of goals. Successful stakeholders  provide capacity 

for building  as shared  vision and facilitate  the change process, help  promote the acceptance of 

group goals, and set expectations for  high performance  within  the  school  and  implement 

appropriate  strategies for school change. Therefore, the main purpose of this study was to assess 

the practices, opportunities, and challenges leading schools for change in government secondary 

schools of Addis Ababa City Administration. To address this purpose, the following basic 

research questions were raised:  
 

1. What is the Current Practice of Leading School for Change? 

2. What Opportunities are there in Leading Schools for Change? 

3. What are the Challenges of Leading Schools for Change? 

In the empirical investigation, a mixed method design was used. Data was collected from a total 

of 141 respondents constituting 122 teachers, 9 principals, 4 supervisors, and 6 PTSA 

representatives drawn from 6 sample schools in 3 cluster selected sub-cities .The Data was 
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collected by a means of questionnaire, interviews and focus group discussion. The data from the 

quantitative method was analyzed using frequency, percentage, and mean and the data from the 

qualitative method was analyzed using narrative method.  In this chapter therefore, summary of 

the major findings along with objectives of the study, conclusions drawn from analysis and 

interpretation of data and recommendations for enhancement leading schools for change of 

government secondary schools of Addis Ababa City Administration will be made. 
 

5.1. Summary of the Major Findings 

5.1.1. The Current practice of Leading Schools for Change. 

Under this sub units, there has been six sub parts namely the attention of the school for change 

with 6 variables, participation of stakeholders with 6 variables, the qualities of leader 9 variables, 

internal opportunities with13 variables, resources management 4 variables and external 

opportunities 4. 
 

The attention of school to plan for change reported that as interviewed the principals visited the 

document and the teachers responded (88.5%) six of the school planned five years strategic plan 

as well as annual plan. On the other hand the participation of staff member and majority of 

during the plan is low (31.96%) only the PTSA member participates. The average mean score of 

the attention of school for change is 2.67 which is between 2.51-3.5 for high and 2.32 is between 

1.51-2.5 which is low. Generally the average mean score of the attention of the school for change 

plan is moderately practiced. 

 

In involvement of stake holders, these are five variables namely knowledge of stakeholders about 

the change, whether they are expert or not, they took training for that particular change or not, 

and participate during the evaluation. The aggregate mean of these variables shows that 1.79 is 

between 1.51-2.5 for high and 3.19 between 2.51-3.5 for low and moderate respectively. As seen 

the average score involvement of stakeholders in school leasing for change is low. 

 

The quality and capacity of leadership towards school change vary as to the situation and 

capacity of the leaders. The principals‟ skills and Knowledge about the field of leadership can 

create the ability in developing different performances which lead to success. The average mean 

score of the skills and quality of leaders to lead schools for change the respondents respond is 
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2.157 for high found between 1.51-2.5 which implies the skills qualities of the to lead the for 

change is low whereas 2.83 indicates the response for low which is found between2.51-3.5 

which is moderate. The role of the leaders for change is nonreplicable however the respondents‟ 

response shows that even if most of them are educated school leadership they are not performing 

their task as expected from them. 

 

For internal conditions of leading schools for change, the response from the respondent 1.47 for 

high which is found between 1.51-2.5 and 3.52 found between 3.51-4.5. This indicated that the 

internal condition of the schools to lead change is low. However, the resource management of 

the schools the mean score showed that 2.99 for high and 1.99, this indicates resource 

management better. The external condition of the school to lead schools for change indicated 

2.92 (moderate) for high and 2.06 (moderate) for low. This implies that there is better external 

environment to lead the schools for change.  

5.1.2. The opportunities of leading schools for change 

The study showed the internal opportunities of schools for change leaders knowledge on 

educational leadership the mean score (3.23) for high whereas (1.76) for low. Indicating that, 

leaders have knowledge how to lead schools for change however, the implementation of the 

knowledge is insufficient. The availability of educational materials the mean score is (3.44) for 

high and (1.55) for low. This implies that availability of educational materials is moderate 

opportunity. The financial capacity of schools to run change the mean score is (3.31) for high 

whereas (1.68) for low indicating the finance capacity is moderate opportunity. The clarity and 

fairness of academic and administration rules the mean score is (3.6) for high and (1.39) for low 

implying that it is moderate. Conduciveness of schools for change the mean score (3.6) for high 

and (1.39) for low indicating it is high opportunity. Social and cultural interaction of school the 

mean score is (3.44) for high and (1.55) for low implying it is moderate opportunity. 

The convenient of political environment to lead school for change the mean score is (3.48) for 

high and (1.51) for low. It shows that it is moderate opportunity. The economic support of the 

government to lead the school change the mean score (3.6) for high and (1.39) for low. We can 

finalize that, the economic support of the government is high opportunity to lead schools for 

change. The social cultural interaction of the school to lead change the mean score (3.56) for 
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high and (1.43) for low. We can generalize that it is high opportunity. The presence of convince 

infrastructure in the school environment the mean score (3.6) for high and 1.4 for low indicating 

high opportunity. The other opportunity support of local community the mean score is (3.27) for 

high and (1.72) for low indicating it is moderate opportunity.  

When the researcher interviewed the school leaders, supervisors and PTSA coordinators replied 

that: expansion of primary and tertiary schools, the availability of qualified teachers and school 

leaders parallel to the secondary school level, presence libraries service, all secondary schools 

have latrines; four in five have water and the same share a supply of electricity, availability of 

text books for students, the presence and distribution of ICT centers, and the government is 

budgeting finance based on the student number are the curial opportunities even if the budget is 

not sufficient of leading schools for change currently. 

5.1.3. The challenges of leading schools for change. 

The principal challenges of schools to lead for change the major finding reported insufficient, 

skill, and attitude of leaders in leading school for change the mean score agree 3.11 whereas 1.88 

disagree. This implies that lack of skill and attitude is the challenges of schools to lead for 

change. Lack of skilled human resources to lead the school change also major challenge 

(mean=3.36) agree that is high. During the interview the sub-city supervisors conformed the 

school leaders lack skill and commitment to implement change. Economic threats (people who 

would suffer personal loss of income or benefit) the mean score moderate (3.27) agree. 

Resentment of interference (people they do not want to be controlled by others) the mean score 

3.36 agree indicating high. Furthermore when the researcher interviewed the principals, sub-city 

school supervisors and FGD the coordinators of the PTSAs, the following issues addressed; low 

leaders commitment to lead schools for change, insufficient participation of parents in their 

children education, low motivation of students to learn and to do their homework, low students 

educational capacity, unexpected professional ethics of teachers, teachers are not motivated to 

motivate students to learn, teachers are not engaged full working hours in school compound 

because they are working parallel work for additional income,  students discipline is the curial 

problem and students those who are learning in governmental school their parents are at low 

level of income are the principal challenge of schools for change currently. 
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5.2. Conclusions 

The main conclusions of this study will be presented in the next sections: 

5.2.1. The current practice of leading school for change. 

 

Successful school change is the sum of leaders‟ ability and willingness to lead the school with 

very strong and clear vision and set of values for their school. In addition to they take part their 

way of leading their schools having professional skills to overcome the challenges that their 

schools face. „„If you want your school to be a good and safe place, you must enhance family and 

community involvement with the school. A key strategy in all this is collaboration Adelman, and 

(Taylor,2007:3)‟‟. To sum up, the above points are expected from the effective leadership, active 

participation of parents, government, students and other education sector supporters of the 

school. However, the research revealed that the leaders are ineffective at implementing change 

because they are not committed to implement what they planned. Due to this the practice of 

change is not as expected under this study area. 

 

Therefore, data and ideas were gathered from the review of the literature; the quantitative portion 

of the study and the qualitative portion of the study were analyzed to develop reasonable 

conclusions about the finding. As such triangulation of the data from these three sources 

produced the following conclusions are made. A single leader is unlikely to have the knowledge 

needed to develop a vision that will appeal to all the stakeholders whose support is necessary to 

accomplish major organizational change (Yukl, 2010:313). However, creating awareness and 

involvement of all stakeholders is limited. Developing skill capacity of stakeholders through 

training, workshop and seminaries has great contribution for influencing the school community. 

Active involvement of stakeholders in the conducted research schools is low. Most the time only 

PTAS coordinators participate. 

 

The quality and skill of the school leaders play a vital role in school leading for change. Based 

on the secondary schools standard Addis Ababa, E.B, (2005, E.C:25) school leaders in Addis 

Ababa secondary schools should be M.A holders. The data obtained from the research showed 

except one main principal the other principals are M.A holders in educational leadership. 

However, the skill of the school leaders to lead schools for change is low. 
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The internal condition of the school is the main interaction site of the change progress. It is the 

site of teaching learning is occur, the leaders and the followers engaged in all school activities 

using different school‟s resources. However, the findings showed that school internal condition 

to implement mission and shared vision to the quality of education as well as to common 

educational goal are insufficient. According to Hanson (1985:135) cited by Shibeshi, (2014:56), 

the school system is very often at the mercy of these external organizations…the school 

administrator is not in control of the external system that play major roles in the conduct of 

affairs in his or her organization. The result showed that the schools external environment is 

better moderately to lead the schools for change.  

 

The main target of the schools change is to enhance learning outcome of students in knowledge, 

skill, and attitude. According to (MOE)ESC(2018:25), „„it is puzzling however why learning 

outcomes are so low in Ethiopia in spite of the fact that many new initiatives such as book 

supply, teacher qualification, plasma education, new curriculum, school improvement packages”.  

The same idea revealed by ESDPV FINAL (2015:19), „„in Grade 10, the share of students who 

achieved an average score of 50% across the five core subjects (mathematics, English, physics, 

chemistry, biology) stood at 23% in the 2014 assessment.  

 

The condition of secondary school facilities is better than that of primary schools. Almost all 

secondary schools have latrines; four in five have water and the same share a supply of 

electricity. Library services are provided in 72% of secondary schools (ESDP V, 2015:21).The 

research also showed that the change practice of the secondary schools is not fundamental 

change in students result, attitude and skill rather than externally availability of resources, 

developing the quality of teachers and school leaders, change in infrastructure, availability text 

books, distribution of Plasma, building class room and offices with standard furniture. 

 

5.2.2. The opportunities of leading school for change. 

 Even if the schools are not in attracting change, there are also good opportunities. According to 

(MOE)ESC(2018:23), „„to enhance quality of education the government had taken a series of 

reforms such as the multimillion dollar program supported by the World Bank (GEQIP) and 

USAID (IQPEP)‟‟. Furthermore, results from the questionnaires and the interview showed that 

even if inputs alone cannot bring change there are school leaders and teachers according to 
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secondary school standard, teachers and school administration are upgrading their educational 

status, text books, plasma education, government is supporting finance, ICT center, class rooms, 

infrastructures like toilets, water, road, expansion of primary schools to feed secondary schools, 

Universities to  join secondary school graduate students  as well as a the current  political 

environment are the opportunities of leading schools for change currently. 

5.2.3. The Challenges of leading school for change. 

Change cannot occur smoothly. More or less change brings pain. Yılmaz. D and Kılıcoglu, G, 

(2013) found that „„in schools, leading for change can also be faced when a change is introduced 

and school members are forced to practice this new state of being or acting with lack of choice”.  

Furthermore, the results and interviews made indicated that low leaders commitment to lead 

schools for change, insufficient participation of parents in their children education, low 

motivation of students to learn and to do their homework, low students educational capacity, 

teachers are not motivated to motivate students, the school buildings are not inclusive  for 

physically disabled students,  the curriculum is what is being discussed right now, and low level 

of parents income are the principal challenges of schools for change currently. 

In summary, leading schools for change is faced with different challenges, as well as 

uncommitted stakeholders. 
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  5.3. Recommendations 

Based on the conclusion, the following recommendations were made: 

 

1. As indicated by the finding the involvement of stakeholders is not satisfactory to practice 

leading schools for change. According to the literature the involvement of stakeholders very 

essential to implement school change. The active participation of stakeholders in school 

leadership creates conducive atmosphere and development. Therefore, principals and 

educational bureau officers should take their responsibilities in organizing parents, students 

and teachers to practice the school change. 

 

2. The finding proved that the strategic plan is on paper rather than practice. As indicated by the 

literature creating awareness about the merit of the change and informing the duty of for each 

stakeholder is the behavior of a good leadership to practice school change. School leaders 

should give attention to practice the planned strategic with the school partners. 

 

3. The finding described that the motivation of teachers to motivate their students to practice 

better teaching- learning is insufficient. As noted by the many writers to affect student 

outcomes they must exercise some form of positive influence on the work of other colleagues, 

especially teachers. So, the government and the school leaders together should give 

continuous trainings and awareness creating mechanism for teachers on the area how to 

inspire their student for better performance.  

 

4. The finding showed that the interest of students to learn is low to practice leading schools for 

change because they think that learning in our country does not change the life style of the 

citizens. As described by the literature students are the principal actors for teaching and 

learning process. Thus, the Government and other stakeholders should create awareness for 

students by describing the benefit of education and developing job opportunities for those who 

are non-employee. 

4. The research revealed that the secondary school standard, teachers and school administration 

are upgrading their educational status, text books, plasma education, government is supporting 

finance, ICT center, class rooms, infrastructures like toilets, water, road, expansion of primary 

schools to feed secondary schools, Universities to join secondary school graduate students as 
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well as a the current political environment are the opportunities of leading schools for change 

currently. Therefore, the school leaders should use them wisely to practice schools for change. 

 

6. The finding identified that the availability of the plasma TV and functioning is on and off 

because of lack of proper maintenance is one of the challenge to practice school change. 

Plasma TV is playing vital role to show demonstrations for students. Therefore, the 

government should consider attentively the proper distribution and maintenance of the plasma 

for better teaching learning process in government secondary schools. 

 

7. The finding revealed that the capacity of students not possess adequate literacy, numeracy and 

skills required to continue their secondary education in government secondary schools of 

Addis Ababa is one of the challenge to leads schools for change. In addition to interest 

learning needs ability to learn. Therefore, the promotion policy from primary to secondary 

school should be revised. 

  

8. The finding showed that teachers are working parallel work to get extra income for their 

survival and it is one of the challenges to use teachers effectively. Teachers should be model 

for their students. To advise and follow up continuously they have to waste their time with 

students. Therefore, the government should revise the financial incentives, professional 

recognition, career prospects, and supportive working teachers‟ salary to use the teachers 

effectively. 

 

9. When the researcher visit the sampled schools most of the principals were wasting their time 

by solving disciplinary related issues not only principals the teachers also. Currently students 

discipline is one the basic challenge for schools. Therefore, parents, teachers, school leaders 

and government should work together to enhance the discipline of the secondary school 

students. 

   

Finally to address the problems, it can be suggested that further studies need to be conducted 

in this area with regard to the practice, opportunities, and challenges of schools to lead for 

change. 
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APPENDIX A 

ADDIS ABABA UNIVERSITY 

 SCHOOL OF GRADUATE STUDIES  

COLLEGE OF EDUCATION AND BEHAVIORAL STUDIES 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

                            QUESTIONNAIRES TO BE FILLED BY TEACHERS 

Dear Respondents:  

The purpose of this questionnaire is to collect primary data on the topic, “Leading Schools for 

Change: Practices, Challenges, and opportunities in Addis Ababa city administration 

Governmental Secondary Schools”   as partial fulfillment research for the masters program in 

Educational Leadership and Management at Addis Ababa University. In this regard I kindly 

request you to provide me with reliable information so that the findings of this study would meet 

the intended outcome. I strongly assure you for the confidentiality treatment of your answer. I 

like to thank you for voluntary participation for the success of my research study.              

Thank you very much for your time and support. 

    Dawit Berhanu 

 Instruction: please write „√‟ mark in the box whenever applicable 

 Part 1 Back ground Information 

1. Gender:                    Male            Female    

2. Age:                      A.18– 30 years        B.31-40 years           C.41 - 50 years          

                                 D. 51-60   years         E. 61and above years  

 3. Work experience: A. 1-10 years    B.11-20 years   C. 21-30years  D. 31-40  

                                     E. more than 40 

4. Level of education: Diploma   Bachelor Degree  Master‟s Degree   PhD Degree  others 

5. How long have you been working in this school?   

   A. 1 to 10        B. 11 to 20 years       C.   21to 30years      D.31 -40     
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Part 2. The current practices of leading schools for change in your School 

The Closed-ended questions for teachers please use one of the following rating scales to indicate 

your response.   

Please use one of the following rating   scales to indicate your response 

Key.   Very high = 5, high= 4, Medium = 3, Low= 2 very low=1  

Use „√‟ mark to write in the box corresponding to an action given.    

TABLE- 2.1. To what extent your school gives attention to school plan for change? 

R.No Description/Items Responses 

5 4 3 2 1 

1 The School develops a set of implementable 

strategic plan for change 

     

2 The concerned staff members take part in 

planning 

     

3 The school communicates about the change 

plan is conducted   timely and relevantly 

     

4 The acceptance of the school leading plan  

by the implementing group 

     

5. What are other practices implemented during planning in leading school for change in your 

school currently? Please mention  
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TABLE-2.2. To what level the school leaders have major qualities & skills in leading School 

for change? 

R.no Description/Items Responses 

Very 

high 

High Medium Low very 

low 

5 4 3 2 1 

1 The school leaders have knowledge on 

educational leadership to lead the school for 

change 

     

2 The school leaders are competent in 

planning school vision 

     

3 The school leaders monitor and evaluate the 

effectiveness of the school change. 

     

4 The school leaders have  ability to translate 

the vision  of the school into action during 

practicing the change 

     

5 School leaders supply on continuing 

assessment of  the change  process  

     

6 The school leaders are capable of 

evaluating, making fair  judgments and 

ability of planning  for  the school change 

     

7 The school leaders work to make school 

community members   more active 

participate in leading school for change 

     

8 School leaders work with the staff for 

leading school for change  

     

9 The school leaders have capacity to manage 

human, material, financial & information 

resource effectively and efficiently. 

     

 

 

10. What are other qualities of your school leader in leading school for change? If any other 

mention_______________________________________________________________________

______________________________________________________________________________

____________________________________________________________________________ 

11. What are the problems your school face in qualities and skills of the leader during 

implementing change for school leading? 

______________________________________________________________________________ 

______________________________________________________________________________ 
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TABLE-2.3. To what degree do stakeholders involve in leading Schools for change?   

R. No Description/Items Responses 

V.high High Medium Low V.low  

5 4 3 2 1 

1 Stakeholders are aware of what they do not 

know are they can do about the change 

     

2 stakeholders demonstrate expertise in the 

content required by this change strategy 

     

3 Stakeholders involve in training of 

technical content required by this change 

strategy 

     

4 The participation of the stakeholders  

during implementation the school change 

     

5 The involvement of the stakeholders during 

evaluating of the change progress 

     

6.  What are the other involvements of stakeholders in leading school for change? Please mention 

in your school context___________________________________________________ 

_____________________________________________________________________________ 

7. What are the challenges of stakeholders in involvement of leading school for change? 

         please mention in your school context_________________________________________ 

_______________________________________________________________________ 
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TABLE-2.4. what are the current practices of leading school for change? 

R. No Description/Items Responses 

Very 

high 

High Medium Low Very 

low 

5 4 3 2 1 

2.4.1 Internal condition of the school      

1 The extent to which  school leaders  

motivate teachers for the change process 

     

2 The level to which school leaders give 

attitudinal awareness before  implementing 

school change 

     

3  The range to which conduciveness of the 

school environment to implement change    

     

4 The degree to which  the school identifies 

people whose support is essential and any 

likely resistance 

     

5 The extent to which school leaders 

communicate to the stakeholders benefits to 

be gained from the change 

     

6 The level to which school uses task forces 

to guide the implementation of changes. 

     

7 The extent to which school empowers 

competent people to help plan and 

implement change 

     

8 The degree to which the school helps 

people deal with the stress and difficulties 

of major change. 

     

9 The level to which the school provides 

opportunities for early successes to build 

confidence 

     

10 The extent to which the school monitors the      
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progress of change and make any necessary 

adjustments 

11 The degree to which change progress is 

evaluated periodically 

     

12 The level to which ideas are openly 

communicated and encouraged b/n the 

school leaders & the staff  within the 

implementation process 

     

13 The extent to which change progress of the 

school is interesting.  

     

2.4.2 Resource management of the school 5 4 3 2 1 

1 The degree to which capacity of the leaders 

to manage human, materials, financial, and 

technology in the school to lead the change.  

     

2 The level to which leaders effort to create 

awareness on resource management in 

leading the school for change 

     

3 The extent to which availability of financial 

resources to implement the school change 

     

4 The level to which adaptation & 

application of information technology  to 

lead the School for change 

     

2.4.2 External condition of the school 5 4 3 2 1 

1 The degree to which convenient of the 

political environment  to lead the school for 

change 

     

2 The level to which the availability of 

infrastructure in the school area. 

     

3 The extent to which economic support of 

the government to lead the school for 

change 
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4 The level to which active involvement of 

the community during implementation of 

the change 

     

5. What other practices are there during leading the school for change currently? Please    

mention_______________________________________________________________________

_____________________________________________________________________________ 

Please use one of the following rating scales to indicate your response. 

Indicate your answer by indicating „√‟ for the response of your choice on the number in the box 

on the right. The numbers have the following meaning:    

 1= very low              2 = Low             3= Medium                4 = High          5 = Very high  

TABLE-3.To what level opportunities are there in leading school for change?  

 

R. No 

Descriptions/Items Responses 

Very 

high 

High Medium Low very low 

5 4 3 2 1 

3.1 Internal opportunities      

1 Leaders knowledge on educational 

leadership to lead the school for change 

     

2 Leaders ability to develop clear, 

measurable, achievable and time bounded 

change plan 

     

3 The leaders ability to create team sprite 

among staff of the school to lead the change 

     

4 The ability of the leader to use participatory 

decision making  during change  process 

     

5 The leaders capacity to manage human, 

material, financial & information resources 

for school change 

     

6 

 

The fulfillment of educational materials, 

facilities and services for school change  
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7 Financial capacity of the school to run the 

planned change 

     

8 The clarity and fairness of academic and 

administration rules of the school to 

implement change 

     

9 The conduciveness of the environment for 

teaching and learning process 

     

10 The social and organizational culture of the 

school to run change 

     

11 The structures & process exist to support 

shared leadership in which everyone has 

collective responsibility for the school 

change 

     

12 Teachers have professional competency to 

involve  during  the school change 

     

13 The habit of students taking responsibilities 

&disciplined life to run the school change    

     

3.2 External  opportunities 5 4 3 2 1 

1 The convenient of the political environment  

lead the school for change  

     

2 The economic support of the government to 

lead  school for change 

     

3 The socio-cultural of  interaction of the 

school with local communities to lead the 

change 

     

4 The presence of convenient infrastructure  

in the environment to lead the school for 

change 

     

5 The support of local communities to lead 

the school for change 
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6. Please mention other opportunities (if any other) in leading school for change that are not 

mentioned above and you are required to write them on the space provided below. 

______________________________________________________________________________

______________________________________________________________________________

___________________________________________________________________________  

7. Please mention other mechanisms for leading school for change that are not mentioned above 

and you are required to write them on the space provided below. 

______________________________________________________________________________

______________________________________________________________________________  

                      

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

83 

 

Please use one of the following Likert scales to indicate your response. 

Indicate your answer by indicating „√‟ for the response of your choice on the number in the box 

on the right. The numbers have the following meaning:    

 1= strongly disagree,    2 = Disagree,   3= neutral      4 = Agree,           5 =   strongly agree 

TABLE- .To what extent the school face challenge in leading for change? 

R. 

no 

Descriptions/Items Responses 

strongly 

agree 

Agree Neutral Disagree strongly 

disagree 

5 4 3 2 1 

1.1 Inability of leaders on developing a 

clear, measurable, & achievable 

strategy plan for leading  change  

     

1.2 Insufficient knowledge, skill, & 

attitude of leaders in leading school 

for change. 

     

1.3 Belief of the group members of the 

school  the change is not feasible 

     

1.4 Lack of trust b/n stakeholders &the 

school leaders  to implement the 

school change  

     

1.5 There is unbelief for the necessity of  

the change 

     

1.6 Lack of skilled  human resources to 

lead the school change  

     

1.7 Insufficient school materials to lead 

the for change 

     

1.8 Shortage of financial resources to 

lead the school for change 

     

1.9 Lack of informational resources      

1.10 Economic threats(people who would 

suffer personal loss of income or 

benefit) 

     

1.11 Fear of personal failure (people who 

lack self confidence) 

     

1.12 Loss of status and power  the 

challenge of the change process 

     

1.13 The influence  of the political 

environment to lead the school for 
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change 

1.14 Lack of facilities & infrastructure in 

the school area 

     

1.15 Lack of participation of stakeholders 

& the community in the change 

     

1.16 

 

Resentment of interference(people 

they do not want to be controlled by 

others) 

     

4.2 The way tackle challenges 5 4 3 2 1 

1.2.1 The school tackles challenges by 

education & communication 

     

1.2.2 The school resists challenges by 

Participation and involvement the 

implementing group 

     

1.2.3 The school tackles challenges by 

facilitating and supporting. 

     

1.2.4 The school resists challenges by 

negotiation and agreement the 

school leaders &the stakeholders 

     

1.2.5.  please mention other major challenges  (if any other) in leading school for change that are 

not mentioned above and you are required to write them on the space provided  below 

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________ 

Please mention other mechanisms to tackle problems (if any other) in leading school for change 

that are not mentioned above and you are required to write them on them on the space provided  

below 

______________________________________________________________________________

______________________________________________________________________________

_____________________________________________________________________________ 

____________________________________________________________________________ 

  

                                    Thank you for your time and cooperation          
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                                                            APPENDIX B 

ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

COLLEGE OF EDUCATION AND BEHAVIORAL STUDIES 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

INTERVIEW ASKED TO PRINCIPALS/ VICE PRINCIPALS 

Dear Respondents:  

The purpose of this interview is to collect primary data on the topic, “Leading Schools for 

Change: Practices, Challenges, and opportunities in Addis Ababa city administration 

Governmental Secondary Schools”   as partial fulfillment research for the masters program in 

Educational Leadership and Management at Addis Ababa University. In this regard you are 

kindly requested to provide reliable information so that the finding of this study would meet the 

intended outcome.  

Thank you very much for your time and support. 

   Dawit Berhanu 

                                     Part 1.1 Back ground of Information 

                                    INTERVIEW GUIDES FOR PRINCIPALS/ VICE PRICIPALS 

Part I: 1. School__________________________________________  

          2 .Qualification _____________________________________  

         3. Age_____________________________________________  

         4. Duration of time as principal in years_________________  

Part 2.1.  Interview questions related to the Practices of a Leading Schools for change. 

1. How would you explain about the general practices of leading school for change? 

  a) Planning  

  b) Leading 

  c) Evaluating 

2. What challenges face you in order to lead your school for change? 

 a) What do you think about the possible solutions of the possible solutions the problems in 

leading school for change? 

3. What are opportunities are there in leading school for change? 

a) Infrastructure  
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b) Human capital 

c) Materials resources 

d) Information technology 

e) Stakeholders support (Government, Community, Ngos) 

4. What are mechanisms for leading school for change that are not mentioned above and you are 

required to write them on the space provided below. 

Thank you for your time and cooperation. 
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APPENDIX C 

ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

COLLEGE OF EDUCATION AND BEHAVIORAL STUDIES 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

                    

Dear Respondents:  

The purpose of this interview is to collect primary data on the topic, “Leading Schools for 

Change: Practices, Challenges, and opportunities in Addis Ababa city administration 

Governmental Secondary Schools”   as partial fulfillment research for the masters program in 

Educational Leadership and Management at Addis Ababa University. In this regard you are 

kindly requested to provide reliable information so that the findings of this study meet the 

intended outcome.  

Thank you very much for your time and support. 

   Dawit Berhanu   

                                      INTERVIEW GUIDES FOR SUPERVISORS 

                                     Part 1 Back ground of Information 

   Part I: 1. Sub-city __________________________________________  

          2 .Qualification _____________________________________  

         3. Age_____________________________________________  

         4. Duration of time as supervisor in years_________________  

Part 2. Interview questions related to the Practices of a Leading Schools for change. 

1. How would you explain about the general practices of leading school for change? 

  a) Planning  

  b) Leading 

  c) Evaluating 

2. What challenges face you in order to lead your school for change? 

 a) What do you think about the possible solutions of  the problems in leading school for change? 
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3. What  opportunities are there in leading school for change? 

a) Infrastructure  

b) Human capital 

c) Materials resources 

d) Information technology 

e) Stakeholders‟ support (government, community, NGOs) 

4. What are mechanisms for leading school for change that are not mentioned above and you are 

required to write them on the space provided below. 

                                                           Thank you for your time and cooperation. 
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APPENDIX D 

ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

COLLEGE OF EDUCATION AND BEHAVIORAL STUDIES 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

                    

Dear Respondents:  

The purpose of this interview is to collect primary data on the topic, “Leading Schools for 

Change: Practices, Challenges, and opportunities in Addis Ababa city administration 

Governmental Secondary Schools”   as partial fulfillment research for the masters program in 

Educational Leadership and Management at Addis Ababa University. In this regard you are 

kindly requested to provide reliable information so that the findings of this study meet the 

intended outcome.  

Thank you very much for your time and support. 

   Dawit Berhanu   

                                    

       INTERVIEW GUIDES FOR FOCUS GROUP DISCUSSION 

                                     Part 1 Back ground of Information 

   Part I: 1. Sub-city __________________________________________  

          2 .Qualification _____________________________________  

         3. Age_____________________________________________  

         4. Duration of time as supervisor in years_________________  

Part 2. Interview questions related to the Practices of a Leading Schools for change. 

1. How would you explain about the general practices of leading school for change? 

  a) Planning  

  b) Leading 

  c) Evaluating 

2. What challenges face you in order to lead your school for change? 

 a) What do you think about the possible solutions of  the problems in leading school for change? 

3. What  opportunities are there in leading school for change? 

a) Infrastructure  
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b) Human capital 

c) Materials resources 

d) Information technology 

e) Stakeholders‟ support (government, community, NGOs) 

4. What are mechanisms for leading school for change that are not mentioned above and you are 

required to write them on the space provided below. 

                                                           Thank you for your time and cooperation. 

 

 

                                           

 

 

 

 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 


